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ABSTRACT 

 
Companies that exist all around the world need to have the skills. Those skills are needed to become a 
flourishing company, because it’s not just about strategies or goals. It's also bound by the worker in that 
company. That bond is the worker or the employees of that company that contribute to the company 
which makes a difference against other competitors. The purpose of this research is to analyze the 
factors that employees need to be able to contribute by Innovativeness, Proactiveness, Risk Taking, 
CSR Support, Organizational Engagement, Job Engagement, and Creativity to the company. The data 
gathered was through the use of a survey approach using google forms in a series of questionnaires. The 
subject of this research is the employees of PT.Tirta Bangunan Baru. The method used is quantitative 
research and a purposive sampling is used for this research, The Partial Least Square Structural Equation 
Modelling which is SMART-PLS SEM is used for the technique to scrutinise the data (v 4.0.8.4). 
Validity and reliability tests were performed in this study with a pretest of 40 respondents. Furthermore, 
a total of 210 respondents were chosen for the sample size of this study. Additionally, the data concluded 
having 9 supported hypotheses and 2 not supported hypotheses from all 11 hypotheses that are included 
in this research. The data that has been gathered produced results to show all the variables examined 
had a positive effect on PT.Tirta Bangunan Baru employees. 

 
Keywords: Innovativeness; Proactiveness; Risk Taking; CSR Support; Organizational Engagement; 
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INTRODUCTION 
 

According to Hermina & Yosepha (2019) that individuals are working based on a contract 
that is formed with a company and that individuals also have their responsibility to be held 
responsible for their own action that has been done from the given task. Employees are known 
as individuals that need guidance from leaders to be able to work properly such as influence in 
performance, creativity, and encouragement to make these individuals aware of their position. 
Direct influence can result in empowerment in employee work performance such as strategic 
development, work enrichment, participative management, increase in motivation, innovative 
capabilities and quality control (Karakoc & Yilmaz, 2009). Based on Lepak et al (2004) small 
contributions trains employees to create their own value and goals in a contribution to a 
company which focuses on skills and efficiency in the company, so these employees are what 
makes a company create the value. 

According to Handayani (2021) one of the reason that many companies are not recruiting 
many individuals meanwhile they’re reducing employees because it concerns the efficiency of 
the employees that are in the same working section which have similarities, doing so by 
recruiting new individuals it won’t solve the efficiency meanwhile it can cause a decline in 
company performance. According to (Shavinina, 2003) Innovativeness is being referred to how 
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people react to these new things that are interindividual differences. Beside that Proactiveness 
is the physical capability to act and the intellectual capability to think, including the ability to 
create and apply knowledge that are derived according to (Nafei, 2016; Nissen & von 
Rennenkampff, 2017). The next one is Risk Taking. According to (Mohr, Biele, & Heekeren, 
2010; Van Duijvenvoorde & Crone, 2013) Risk Taking is based on a model that is a 
neuroeconomic of decision making, for CSR support has been describe as activities of a 
corporate that been aiming to recognize and also realise the importance of social responsibility, 
according to (Anderson et al., 2007). Based on Kang et al, 2021 organisational engagement and 
job engagement is part of employee engagement. According to (Macey and Schneider, 2015) 
employee engagement is conversations with client that ambiguous among academic 
researchers and among practitioners, and According to Maslach et al.’s (2001) that job 
engagement has been defined as paying attention as an individual, that is to the performance 
of their own role and work. The last one is creativity. According to amabile et al. (1996) has 
been defined creativity as “the production of novel and useful ideas in any domain”. 
 

LITERATURE REVIEW 
 

Innovativeness  
Innovativeness is being referred to how people react to these new things that are 

interindividual differences (Shavinina, 2003). Besides that, according to (Lumpkin and Dess, 
1996), innovativeness is understood as a support that creates new products, processes and 
services to promote a company's experiments, new ideas and creative processes. All of this can 
be studied. That in terms of outcome or process (Linton, 2019). 
 
Proactiveness 

Proactiveness from (Nafei, 2016; Nissen & von Rennenkampff, 2017) Have been 
described as physical capability to act and the intellectual capability to think, including the 
ability to create and apply knowledge that is derived. By that the firms will prosper in changing, 
unpredictable environments and even the potential to survive. Beside that (Lumpkin and Dess, 
1996) also describe proactiveness as a company that is active to anticipate future opportunities 
and market demands. This also means that proactiveness can market cultivation power and 
preoccupy the market. After that Proactiveness reflects the willingness of a person to introduce 
new products. Pro-activeness also means boldly participate in the market, ready to change in 
the environment that will create future demand and to make service or new products before 
competitors, (Keh et al., 2007) 
 
Risk Taking 

According to (Mohr, Biele, & Heekeren, 2010; Van Duijvenvoorde & Crone, 2013) Risk 
is based on a model that is a neuroeconomic of decision making. This risk is also a general 
construct. This general construct is not restricted to dangerous behaviours or illegal. Other 
researchers also describe Risk-taking by the definition of risk-taking as the willingness of a 
person to challenge things, even if the conclusion of the result is uncertain (Sexton and 
Bowman, 1986). Beside that risk can be divided into three components that are variability in 
the likelihood of outcomes that is just a potential that is being realised, having the potential of 
reward and cost, and the uncertainty outcomes (Holton, 2004). Other than this there are many 
studies that claim to examine decision making that is under risk, using a broad range. That broad 
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range is of measures that indicates an individual level of risk taking. (BART, Lejuez et al., 
2003). The sub dimension autonomy refers to valuing the owner's own decision making, which 
is making this more relevant for SME owners. SME owners also have lower importance for 
managers or employees (Krauss et al., 2005). 
 
Support for CSR  

According to (Anderson et al., 2007) CSR is described as activities of a corporation 
aiming to recognize and realise the importance of social responsibility. This also includes 
economic responsibility. All this social responsibility and economics is in the decision-making 
process of a corporate management. CSR also can provide rewards. That reward is growth that 
leads to sustainability, because of that SMEs need to approach support for CSR strategy (Stoian 
and Gilman, 2017). Substantial benefits from CSR activities that are visible are being expected 
by SMEs (Tilley, 2000). 
 
Organizational Engagement  

According to (Macey and Schneider, 2015) employee engagement is conversations with 
clients that are ambiguous among academic researchers and among practitioners. Besides that, 
employee engagement is also being theories by Kahn (1990) that work role is a function 
suggested by that person. That function is the three different psychological conditions. The 
theory of engagement based on social exchange theory (SET) is the concept of employee 
engagement. This engagement based on social exchange theory is dividing it into organizational 
and job engagement. 

CEOs prefer enthusiastic employees. The CEO prefers that because of the CEO, because 
they fulfil their roles and contribute to the organization. They do that with high job and 
organizational performance (Xanthopoulou et al., 2009; Rich et al., 2010). Organizational 
engagement is also described as an individual psychological role by doing their job with the 
best that they can as a member of the organization (Iddagoda, 2017).  
 
Job Engagement  

According to Maslach et al.’s (2001) that job engagement has been defined as paying 
attention as an individual, that is to the performance of their own role and work. That is why 
job engagement is the belief of the employees (Schaufeli and Bakker, 2010). Besides that, job 
engagement is also defined as someone that has enthusiastic and involvement in their job. 
(Roberts, 2002). Job engagement is also said to be an investment of the individual emotion, 
cognitive and physical energies into work performance (Kahn, 1990; Rich, Lepine, & 
Crawford, 2010). 
 
Creativity 

According to amabile et al. (1996) has been defined creativity as “the production of novel 
and useful ideas in any domain”. In working creativity is needed to make new opportunities or 
to create innovative ideas to be better. This is also said by (Hirst et al., 2009) that in business 
employee creativity is needed that way the employee can bring innovative ideas and provide 
solutions to the problem. Besides that, this creativity can also increase the competitive 
advantage against other firms or other companies. This creativity can also be considered an 
asset for solving problem of an individual, organization and social problem, by doing this 
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creativity can bing achieving sustainable development (Barbot, Besançon, & Lubart, 2015; 
Lubart,  Zenasni, & Barbot, 2013; Zeng, Proctor, & Salvendy, 2011). 
 
 

RESEARCH METHOD 
 

Sampling 
This research is quantitative research with non-probability sampling and purposive 

methods. Data was collected by distributing questionnaires via online platforms such as 
Whatsapp. This research was conducted on 210 employees from PT Tirta Bangun Baru and 
processed using SmartPLS. 
 

Table 1. Respondent Profile 
 

Category No of Respondent Result 
Male 116 55.2% 
Female 94 44.8% 
Married 125 59.5% 
Unmarried 85 40.5% 
18-21 16 7.6% 
22-25 79 37.6% 
26-30 75 35.7% 
30-35 35 16.2% 
Over 35 6 2.9% 
Below High School 12 5.7% 
High School 114 54.3% 
University 23 11% 
Bachelor's degree 61 29% 
Higher than bachelor's degree 0 0% 
Under 1 year 15 7.1% 
1-3 Years 79 37.6% 
3-5 Years 70 33.3% 
5-7 Years  28 13.3% 
Over 7 Years 18 8.6% 
Sales 147 70% 
Manager 10 4.8% 
Other 53 25.2% 

 
Table 2. Average Variance Extracted and Composite Reliability Results 

Indicators Composite 
Reliability 

Average Variance 
Extracted (AVE) 

Results 

CSR Support 0.804 0.511 Valid 

Creativity 0.800 0.507 Valid 

Innovativeness 0.836 0.563 Valid 
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Job Engagement 0.783 0.644 Valid 

Organizational 
Engagement 

0.890 0.575 Valid 

Proactiveness 0.779 0.639 Valid 

Risk Taking 0.751 0.501 Valid 

Source: Actual Data Processing Results using Smart-PLS 4.0 (2022)  

According to Hair et al (2014), to determine convergent validity, each variable should have an 
Average Variance Extracted (AVE) value of at least 0.5 and a Composite Reliability (CR) value 
of at least 0.7. All variables met the given requirements of convergent validity with the value 
of the specified requirements of AVE and CR, according to above table. 
 

RESULT 
 

Table 3. Path Coefficient Hypothesis Results 

Hypothesis Original 
sample (O) 

T statistics 
(|O/STDEV|) 

P values Decision 

H1 : CSR support -> Job Engagement 0.186 2.024 0.022 Supported 

H2 : CSR support -> Organizational 
Engagement 

0.269 2.730 0.003 Supported 

H3 : Innovativeness -> Job Engagement 0.234 3.242 0.001 Supported 

H4 : Innovativeness -> Organizational 
Engagement 

0.277 4.616 0.000 Supported 

H5 : Job Engagement -> Creativity 0.492 5.941 0.000 Supported 

H6 : Organizational Engagement -> 
Creativity 

0.253 3.787 0.000 Supported 

H7 : Organizational Engagement -> Job 
Engagement 

-0.043 0.490 0.312 Not 
supported 

H8 : Proactiveness -> Job Engagement 0.358 4.818 0.000 Supported 

H9 : Proactiveness -> Organizational 
Engagement 

0.095 1.023 0.153 Not 
supported 

H10 : Risk taking -> Job Engagement 0.158 2.372 0.009 Supported 

H11 : Risk taking -> Organizational 
Engagement 

0.298 4.315 0.000 Supported 

Source: Actual Data Processing Result using Smart-PLS 4.0(2022) 
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H1: CSR support has positive effect on Job Engagement 
Based on table it shows the test result for T statistic and P value. In the following table 

the T statistic value which is 2.024 which is greater than 1,64, so it shows there is an effect of 
CSR support has an effect on Job Engagement. The P value shows the value of 0,022, so it's 
lower than 0,05. It can be shown that CSR support has an effect on Job Engagement. Other 
than that, the original value of sample data on CSR supports 0.186 or 18,6 % on Job 
Engagement. So, with that we can have the conclusion that CSR Support has a positive effect 
on Job engagement. 
 
H2: CSR Support has positive effect on Organizational engagement 

Based table it shows the test result for T statistic and P value. In the following table the T 
statistic value which is 2.730 which is greater than 1,64, so it shows there is an effect of CSR 
support has an effect on Organizational Engagement. The P value shows the value of 0,003, so 
it's lower than 0,05. It can be shown that CSR support has an effect on Organizational 
Engagement. Other than that, the original value of sample data on CSR supports 0.269 or 26,9 
% on organizational Engagement. So, with that can come the conclusion that CSR Support has 
a positive effect on Organizational engagement. 
 
H3: Innovativeness has positive effect on Job Engagement 

Based table it shows the test result for T statistic and P value. In the following table the T 
statistic value which is 3.242 which is greater than 1,64, so it shows there is an effect of 
Innovativeness that has an effect on Job Engagement. The P value shows the value of 0,001, so 
it's lower than 0,05. It can be shown that Innovativeness has an effect on Job Engagement. 
Other than that, the original value of sample data on Innovativeness 0.234 or 23.4 % on Job 
Engagement. So, with that we can have the conclusion that Innovativeness has positive effect 
on Organizational engagement. 
 
H4: Innovativeness has positive effect on Organizational engagement 

Based table it shows the test result for T statistic and P value. In the following table the T 
statistic value which is 4.616 which is greater than 1,64, so it shows there is an effect of 
Innovativeness that has an effect on Organizational Engagement. The P value shows the value 
of 0.000, so it's lower than 0,05. It can be shown that Innovativeness has an effect on 
Organizational Engagement. Other than that, the original value of sample data on 
Innovativeness 0.277 or 27,7 % on Organizational Engagement. So, with that can come the 
conclusion that Innovativeness has a positive effect on Organizational engagement. 
 
H5: Job Engagement has positive effect on Creativity 

Based on table it shows the test result for T statistic and P value. In the following table 
the T statistic value, which is 5.941, which is greater than 1,64, so it shows there is an effect of 
Job Engagement that has an effect on Creativity. The P value shows the value of 0.000, so it's 
lower than 0,05. It can be shown that Job Engagement has an effect on Creativity. Other than 
that, the original value of sample data on CSR support 0.492 or 49.2 % on Job Engagement. 
So, with that can come the conclusion that Job Engagement has a positive effect on Creativity. 
 
H6: Organizational Engagement has positive effect on Creativity 
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Based on table it shows the test result for T statistic and P value. In the following table 
the T statistic value which is 3.787 which is greater than 1,64, so it shows there is an effect of 
Organizational Engagement that has an effect on Creativity. The P value shows the value of 
0.000, so it's lower than 0,05. It can be shown that Organizational Engagement has an effect on 
Creativity. Other than that, the original value of sample data on Organizational Engagement 
0.253 or 25,3 % on Creativity. So, with that can come the conclusion that Organizational 
Engagement has a positive effect on Creativity. 
 
H7: Organizational Engagement has positive effect on Job Engagement 

Based on table it shows the test result for T statistic and P value. In the following table 
the T statistic value which is 0.490 which is lower than 1,64, so it shows there is no effect of 
Organizational Engagement that has no effect on Job Engagement. The P value shows the value 
of 0.312, so it's greater than 0,05. It can be shown that Innovativeness has no effect on 
Organizational Engagement. Other than that, the original value of sample data on 
Organizational Engagement -0.043 or -4,3 % on Job Engagement. So, with that can come the 
conclusion that Innovativeness has no effect on Organizational engagement. 
 
H8: Proactiveness has positive effect on Job Engagement 

Based on table it shows the test result for T statistic and P value. In the following table 
the T statistic value which is 4.818 which is greater than 1,64, so it shows there is an effect of 
Proactiveness that has an effect on Job Engagement. The P value shows the value of 0.000, so 
it's lower than 0,05. It can be shown that Proactiveness has an effect on Job Engagement. Other 
than that, the original value of sample data on Proactiveness 0.358 or 35.8 % on Job 
Engagement. So, with that can come the conclusion that Proactiveness has a positive effect on 
Job Engagement. 
 
H9: Proactiveness has positive effect on Organizational Engagement 

Based on table it shows the test result for T statistic and P value. In the following table 
the T statistic value which is 1.023 which is lower than 1,64, so it shows there is an effect of 
Proactiveness that has no effect on Organizational Engagement. The P value shows the value 
of 0.153, so it's greater than 0,05. It can be shown that Proactiveness has no effect on 
Organizational Engagement. Other than that, the original value of sample data on Proactiveness 
0.095 or 9.5 % on Organizational Engagement. So, with that can come the conclusion that 
Proactiveness has no effect on Organizational engagement. 
 
H10: Risk Taking has positive effect on Job Engagement 

Based on table it shows the test result for T statistic and P value. In the following table 
the T statistic value which is 2.372 which is greater than 1,64, so it shows there is an effect of 
Risk Taking that has an effect on Job Engagement.  The P value shows the value of 0.009, so 
it's lower than 0,05. It can be shown that Risk Taking has an effect on Job Engagement. Other 
than that, the original value of sample data on Risk Taking 0.158 or 15.8 % on Job Engagement. 
So, with that can come the conclusion that Risk Taking has a positive effect on Job engagement. 
 
H11: Risk Taking has positive effect on Organizational Engagement 

Based on table it shows the test result for T statistic and P value. In the following table 
the T statistic value which is 4.315 which is greater than 1,64, so it shows there is an effect of 
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Risk Taking that has an effect on Organizational Engagement. The P value shows the value of 
0.000, so it's lower than 0,05. It can be shown that Risk Taking has an effect on Organizational 
Engagement. Other than that, the original value of sample data on Risk Taking 0.298 or 29.8% 
on Job Engagement. So, with that can come the conclusion that Risk Taking has a positive 
effect on Organizational engagement. 
 

DISCUSSION 
 

Based on the results, the data have been tested in the hypothesis actual data by processing 
all the respondents, that is 210 respondents. There are many hypotheses that are 9 hypotheses 
that are approved and 2 hypotheses that are rejected. Therefore, not all the hypotheses in this 
research or study are accepted. This is based on the data analysis of the hypotheses testing. The 
two hypotheses are rejected because they failed to meet the established requirements, the 
relationship of each variable and correlation are described in the following discussion. 

According to the result H1, that is CSR support has a positive impact on job engagement. 
This hypothesis of H1 is accepted and it’s supported based on the result of the hypothesis 
findings from table 4.19. Based on my observation the employee is comfortable working in the 
company and with that the employee becomes more enthusiastic about working. They become 
like that because they are still young. The age of the employee is determined young and still 
think if i get salary that enough for the employee feel satisfied. Based on table 4.3 the highest 
respondent is with the age of 22 to 25 years old. Based on the data collected from CSR support 
in table 4.10 it proves that CS1 with the statement of I am trying to improving my work 
environment with the highest mean and based on the data collected from organisational 
engagement in table 4.11 proves that OE6, “I am committed to this company” and OE1 
“Working in this company is very interesting” has the highest mean. According to (Haque, 
2020) also stated that CSR Support has a positive effect on Organisational Engagement.  

 The second hypothesis H2 which is CSR Support has a positive effect on Organisational 
engagement which is stated based on the results that has been conducted that it’s accepted. 
Based on my observation the employee is comfortable with their work with that the employee 
is trying to make their environment better than before. Based on the data collected from CSR 
support in table 4.10 it proves that CS1 with the statement of I am trying to improving my work 
environment with the highest mean and based on table 4.11 the highest mean which is OE6 that 
has a statement of “I am committed to this company” that the employee is committed to the 
company. Based on the data received its stated that the employees are committed to their work 
in the company, which proves a positive relationship between CSR Support and organizational 
engagement. Besides that, based on the result, this hypothesis is supported because T statistics 
are above 1.64 and the P value is below 0.05. 

The hypothesis H3 is accepted and supported based on the findings of the hypothesis 
testing, which is the relation between innovativeness to job engagement as the third hypothesis. 
This has a relation based on my observation that the employee is still young and still has 
creative ways to come up with new ideas. Based on table 4.3 proves that 22 to 25 years old is 
the highest respondent. So, it can be seen that the respondent is still young. Based on the data 
collected from Innovativeness in table 4.7 proves that IN1 with the statement “I am interested 
in improving products for the customer.” is the highest mean. Beside that based on the result 
of table 4.12 which has the highest mean JE5 with the statement “The job I have makes me 
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enthusiastic about working”. According to (Pandey et al., 2021) claim that innovativeness has 
a positive effect on Job Engagement.  

 The fourth hypothesis is H4 which is the relation between innovativeness to 
organizational engagement. This hypothesis has a positive relationship between each other. The 
employee is interested in improving the company and also makes the employee committed to 
the company. This is because of their age, which is the younger the age the more creative 
innovativeness in the company. Besides that, based on my observation that the worker of the 
age of 22 to 25 is the one that is enthusiastic and the one that is eager to be more creative. 
Based on table 4.7 proves that IN1 with the statement “I am interested in improving products 
for the customer.” is the highest mean. Besides that, the data collected from organizational 
engagement in table 4.11 proves that OE6, “I am committed to this company” and OE1 
“Working in this company is very interesting” has the highest meaning. (Kang et al., 2021) has 
been investigated the relantionship between Innovativeness and Organizational Engagement. 
In that research it has been claimed that Innovativeness has a positive effect on Organizational 
Engagement.  

 The next hypothesis is H5 which also has a positive relationship between Job 
engagement and creativity, which we can state that it is accepted and supported from table 4.19. 
This is because the worker is enthusiastic about their work and that will result in willingness 
to make creative ideas. Besides that, based on my observation that the worker between the age 
of 22 to 25 is the one that is enthusiastic and the one that is eager to do something. That also 
results in the worker to be creative in their work. Based on the table 4.3 proves that the highest 
respondent is between the age of 22 to 25. Beside that based on the result of table 4.12 which 
has the highest mean JE5 with the statement “The job I have makes me enthusiastic about 
working”. Beside that table 4.13 with the highest mean of CY3 and the statement of I want to 
create new innovative ideas in my field. This hypothesis, which is stated based on the results 
that has been conducted that it’s accepted, according to the result of table 4.19 that this 
hypothesis is supported. Based on the result that this hypothesis is supported because T 
statistics is above 1.64 and the P value is below 0.05. According to (Ismail et al., 2019) also 
investigated this and the results say that Employee engagement will have a positive effect on 
creativity. 

 The sixth hypothesis is H6 which is organizational engagement that has a positive effect 
on creativity. Organizational engagement has an effect on creativity because organizational 
engagement has an important role that brings their motivation into their work performance to 
reach the company goals, with their motivation they will feel more creative to reach their goal. 
That is a usual thing to do in a company. The worker has to be creative in their work. That also 
will become the result of being more efficient at their work. Based on the result 4.4 it showed 
that High school education level is the highest respondent which explains that the company has 
workers that are open minded. Besides that, the data collected from organizational engagement 
in table 4.11 proves that OE6, “I am committed to this company” and OE1 “Working in this 
company is very interesting” has the highest meaning. Beside that table 4.13 with the highest 
mean of CY3 and the statement of I want to create new innovative ideas in my field. This 
hypothesis, which is stated based on the results that has been conducted that it’s accepted, 
according to the result of table 4.19 that this hypothesis is supported. Based on the result that 
this hypothesis is supported because T statistics is above 1.64 and the P value is below 0.05. 
Besides that, according to (Ismail et al., 2019) stated that organizational engagement will have 
a positive effect on creativity and the other researcher. 
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 The next hypothesis is H7 which is organizational engagement that has a positive effect 
on job engagement which is stated based on the result that has been conducted. That this 
hypothesis is being rejected because the P value of the result is higher than 0.05 which is 0.312 
and the T statistics is lower than 1.64 and the result of the test is 0.490 and based on one tailed 
test that has been conducted these values are not supported and rejected. This is because from 
my observation in the company the employee is committed to the company, but they still do 
not focus on their work, that is why the company has to give some guidance to the employee 
or the worker in the company. This is because the high respondents have the education of a 
high school degree based on table 4.4. High school graduates have high motivation, but they 
are still young and not focused on the work that they receive.  Based on the result of table 4.11 
which proves that OE6, “I am committed to this company” and OE1 “Working in this company 
is very interesting” have the highest meaning. And table 4.12 proves that JE2 “Sometimes, I 
am so into my job that I lose track of time” has the lowest meaning. Beside that according to 
(Malinen and Harju, 2016). They stated that organizational engagement has a positive effect 
on Job Engagement. But based on table 4.19 this is not supported. Because the previous study 
ran the research in different industries. 

 The eighth hypothesis is H8, which has the relationship between proactiveness and job 
engagement. This hypothesis has a positive relationship between each other. Proactiveness has 
an effect on job engagement because the worker is enthusiastic about finding new working 
innovation in the company and by making new working innovation, they as the employee have 
to be more creative. Based on the result 4.4 it showed that High school education level is the 
highest respondent which explains that the company has workers that are open minded, more 
enthusiastic and eager to earn money from their work based on their age. The age of people 
older than 26 years old is usually not open minded. Based on table 4.3 it showed that 22-25 
years old is the highest respondent, so the employee is considered creative people. Based on 
table 4.8 proves that PA3 with the statement of “I tend to find new working innovation in this 
company” with the highest mean. Besides that, based on JE5 with the statement of “The job I 
have makes me enthusiastic about working” has the highest meaning. This hypothesis, which 
is stated based on the results that has been conducted that it’s accepted, according to the result 
of table 4.19 that this hypothesis is supported. Based on the result that this hypothesis is 
supported because T statistics is above 1.64 and the P value is below 0.05. Beside that according 
to (Ismail et al., 2019) this and the result say that Employee engagement will have a positive 
effect on creativity. 

The ninth hypothesis is H9 which is proactiveness that has a positive effect on 
organizational engagement which is stated based on the result that has been conducted. That 
this hypothesis is being rejected because the P value of the result is higher than 0.05 which is 
0.153 and the T statistics is lower than 1.64 and the result of the test is 1.023 and based on one 
tailed test that has been conducted these values are not supported and rejected. This is because 
from my observation the employee tends to be active in the company while the owner or the 
boss is there. By doing so the employee is not happy because the employee wants to do what 
they want, not what the company wants them to do. This has to do with the age and education 
level of the employee. Since the majority of employees are high school graduates with the age 
between 22 to 25, they still want to do what they want. Based on table 4.3 proved that the 
highest respondent is with the age between 22 to 25 and based on table 4.4 proved that the 
highest respondent is with a high school degree. So, it can be seen that they are eager to be 
active but with that age and education still want to do what they want, not what they have to 
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do. Based on table 4.8 it is proven that the PA3 “I tend to find new working innovation in this 
company” with the highest mean and based on table 4.11 that proved that OE4 “Working in 
this company is making me happy” with the lowest mean. Beside that according to (Kang et 
al., 2021) The last researcher or the previous study also has been investigating this. The result 
says that proactiveness has a positive effect on organizational engagement but based on table 
4.19 this is not supported. Because the previous study ran the research in different industries. 

The next hypothesis is H10, which is the relationship between risk taking and job 
engagement. This hypothesis has a positive relationship between each other. Risk taking has 
that effect on job engagement because the employee is active to try with uncertain situations 
with such enthusiasm. This will involve the age of the respondent. Based on my observation, 
between the ages of 22-25 they are still eager to learn new stuff. Based on the table 4.3 proves 
that the highest respondent is the age between 22 to 25. Based on the result of table 4.9 prove 
that RT1 with the statement “I am trying to actively enter new work areas even in uncertain 
situations” is the highest mean. Beside that based on the result of table 4.12 proves that JE5 
with the statement of “The job I have makes me enthusiastic about working” is the highest 
mean. This hypothesis, which is stated based on the results that has been conducted that it’s 
accepted, according to the result of table 4.19 that this hypothesis is supported. Based on the 
result that this hypothesis is supported because T statistics is above 1.64 and the P value is 
below 0.05. Besides that, according to (Pandey et al., 2021) the result also says that risk taking 
has a positive effect on job engagement. 

The last hypothesis is H11, which is the relationship between risk taking and 
organizational engagement. This hypothesis has a positive relationship between each other. 
Risk taking has that effect on organizational engagement because the employee is active to try 
with uncertain situations that the employee feels interested in working. This also involves age 
and working period. This is because based table 4.3 on the age category that the highest 
respondent is the age between 22 to 25 years old and many young adults today are eager to try 
something new outside of their area of expertise and that’s why many individuals at that certain 
age usually takes risk to increase their knowledge and work experience in different categories. 
Besides that, table 4.5 proves that working periode in this company is between 1 to 3 years and 
is the highest respondent. Based on that working period is taking risk in 1-3 years with work 
experience in the company is considered an ambitious decision because usually the employees 
who would take risk even though working in that company the period duration isn’t too long 
are still not confident they should contribute through risk taking with the duration only 1-3 
years’ experience in that company but with the risk taking it can be concluded that if the 
decision brings a positive outcome it would increase the company’s popularity and it would 
guarantee acknowledgement to the individual who took that risk. Based on the table 4.9 proves 
that RT1 with the statement “I am trying to actively enter new work areas even in uncertain 
situations” is the highest mean. Beside that based on the result of table 4.11 which proves that 
OE6, “I am committed to this company” and OE1 “Working in this company is very 
interesting” has the highest meaning. Beside that according to (Hamdan and Alheet, 2020) the 
result says that risk taking has a positive effect on organisational engagement. 
 

IMPLICATION 
 

The managerial implications that can be included in the company are based on the 
research that has been conducted. The implication of innovativeness can affect the company to 
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increase their confidence in the company to improve products. Based on my observation the 
company can give more freedom to give suggestions and also give more motivation, so the 
employees are willing to give their suggestions to the company, such as making a session or 
meeting between the employee and the leader with the leader asking the employee for 
suggestions for the company in any aspect of the company. Besides that, a company can search 
risk taking of the employee to know their willingness to take risk, this can be done by searching 
other methods such as the weakness of the company and ask the solution from the employee. 
When that solution has been taken the provider of the solution has to take responsibility, 
because that solution is from the one that gives that solution or suggestion, such as making an 
event in the morning before the company opens and the leader gives the problem and asking 
the employee for solution of the problem. 
 

RECOMMENDATION FOR FUTURE RESEARCH 
  

Recommendation for the future research is to expand the survey area such as not be 
strictly to only on companies but other targets such as SME or others. Other than that, the 
location can also be expanded. The area of the research depends on the company location and 
highly recommended that the respondent is an individual not just an organization or rather than 
individual. Besides that, it’s highly recommended that the respondent has at least a working 
period of one year. That way the research has more significant and accurate data on the 
adaptation to the company value and goals. In this study’s geographic focus is in one company 
where the results cannot be generalized to other companies. In a company there are just a 
limited number of workers that work there. Therefore, the future recommendation is to gather 
more samples or only focus on companies that have many employees that are particular in the 
country of research for a more sophisticated result. Questionnaires are also one of the crucial 
things in doing research. Therefore, making more questionnaires can help make results easier 
and can get more valid results. Besides that, the other recommendation is to conduct this 
research in a different industry or the same industry at another location. Because if this research 
is being done in the same industry with the same location most likely will have the same result. 
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