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Abstract  

This study investigates the intricate dynamics of employee engagement, adaptive leadership, job satisfaction, and work 

productivity within the organizational context of PT Gangking Raya office in Makassar. Through a sample of 47 individuals, 

the study employs a rigorous analysis using SmartPLS to examine both direct and indirect relationships among these key 

variables. The results indicate a significant positive impact of employee engagement on job satisfaction and work productivity, 

emphasizing the pivotal role of an engaged workforce. While adaptive leadership shows a positive association with job 

satisfaction, its direct influence on work productivity is not statistically significant. Notably, job satisfaction emerges as a 

significant mediator between both employee engagement and adaptive leadership with work productivity. This suggests that 

cultivating high job satisfaction levels is crucial in maximizing the positive outcomes of employee engagement and adaptive 

leadership on overall work productivity. These findings offer valuable insights for organizational strategies, underscoring the 

importance of fostering employee engagement, adaptive leadership practices, and job satisfaction for a thriving and productive 

workplace environment at PT Gangking Raya. 
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1. Introduction 

In today's dynamic and competitive business landscape, 

the interplay between employee engagement and the 

implementation of adaptive leadership practices plays a 

pivotal role in enhancing overall workplace productivity 

[1]. This study delves into the intricate dynamics of 

employee involvement and the strategic application of 

adaptive leadership styles, examining their collective 

impact on fostering a more agile and responsive 

organizational culture [2]. As organizations navigate the 

complexities of a rapidly evolving global market, 

understanding the mediating role of job satisfaction 

becomes imperative [3]. This study explores how a 

satisfied workforce acts as a key mediator in the 

relationship between employee engagement, adaptive 

leadership implementation, and heightened 

productivity, shedding light on the nuanced connections 

that drive organizational success [4]. 

Work productivity refers to the efficiency and 

effectiveness with which individuals and teams generate 

output within a given timeframe, often measured in 

terms of tasks completed, goals achieved, or value 

created [5]. It is a multifaceted concept influenced by 

various factors, including employee engagement, 

leadership styles, and job satisfaction [6]. The dynamics 

of work productivity encompass the utilization of 

resources, time management, and the quality of output 

[7]. A productive work environment encourages 

collaboration, innovation, and continuous improvement. 

Strategies for enhancing work productivity may involve 

implementing streamlined processes, providing 

adequate training and resources, fostering a positive 

organizational culture, and recognizing and addressing 

factors that may impede efficiency [8]. Ultimately, 

optimizing work productivity contributes to 

organizational success by maximizing output while 

maintaining a healthy and sustainable work environment 

[9]. 

Employee engagement is a measure of the emotional 

commitment, motivation, and dedication that 

individuals bring to their work within an organization 

[10]. It goes beyond mere job satisfaction and 

encompasses a deeper connection between employees 

and their roles, colleagues, and the overall mission of the 

company [11]. Engaged employees are not only 

enthusiastic about their tasks but also actively contribute 

their skills and creativity to help the organization thrive 

[12]. Key components of employee engagement include 

a sense of purpose, clear communication, opportunities 

for professional growth, and a supportive work 

environment [13]. Organizations that prioritize and 

foster employee engagement tend to experience higher 

levels of productivity, lower turnover rates, and 

increased innovation, as employees feel a stronger 
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connection to their work and the broader goals of the 

company [14]. 

Adaptive leadership is a dynamic and responsive 

approach to leadership that emphasizes the ability to 

navigate and thrive in rapidly changing and uncertain 

environments . Unlike traditional leadership models, 

adaptive leadership focuses on mobilizing individuals 

and teams to address complex challenges by 

encouraging flexibility, learning, and innovation [15]. 

Adaptive leaders recognize that solutions to complex 

problems may not have straightforward answers, 

requiring ongoing adjustments and creative problem-

solving [16]. They empower their teams to adapt to 

changing circumstances, encouraging a culture of 

continuous improvement and resilience [17]. Adaptive 

leadership involves a keen understanding of 

organizational dynamics, effective communication, and 

the capacity to foster a learning mindset within the team 

[18]. This leadership style is particularly relevant in 

today's fast-paced and unpredictable business landscape, 

where the ability to navigate ambiguity and inspire 

adaptive behaviors is crucial for long-term success [19]. 

Job satisfaction refers to the overall contentment, 

fulfillment, and positive emotional state that individuals 

experience in relation to their work [20]. It encompasses 

various facets such as the nature of the job, working 

conditions, relationships with colleagues and 

supervisors, and opportunities for professional 

development [21]. When employees are satisfied with 

their jobs, they are more likely to be motivated, engaged, 

and committed to their roles. Job satisfaction is 

influenced by factors such as meaningful work, 

recognition, a supportive work environment, and a sense 

of achievement [22]. Organizations that prioritize and 

enhance job satisfaction often benefit from increased 

employee retention, improved performance, and a 

positive organizational culture [23]. Understanding and 

addressing the factors contributing to job satisfaction is 

essential for fostering a work environment that promotes 

the well-being and productivity of its workforce [24]. 

At PT Gangking Raya office in Makassar, the variables 

discussed—employee engagement, adaptive leadership, 

and job satisfaction—play crucial roles in shaping the 

organizational dynamics. Employee engagement at the 

company reflects the degree to which individuals are 

emotionally connected to their work, colleagues, and the 

company's mission. With a workforce that is actively 

involved and committed, PT Gangking Raya can expect 

higher levels of motivation, collaboration, and overall 

productivity. Adaptive leadership is integral for 

navigating the company through the complexities of the 

business landscape, enabling the organization to respond 

effectively to change and uncertainty. Leaders who 

embrace adaptive strategies at PT Gangking Raya are 

likely to inspire innovation and resilience among their 

teams. Job satisfaction, on the other hand, represents the 

overall well-being of employees, influenced by factors 

such as the nature of their roles, relationships within the 

workplace, and opportunities for growth. By prioritizing 

job satisfaction, PT Gangking Raya can create a positive 

and supportive work environment, contributing to 

employee retention and organizational success. 

The phenomenon explored in the study revolves around 

the intricate interplay of employee engagement, 

adaptive leadership, and job satisfaction within the 

context of PT Gangking Raya office in Makassar. The 

study delves into how the workforce's level of 

engagement influences their commitment and 

enthusiasm towards their roles, colleagues, and the 

broader organizational objectives. Additionally, the 

study investigates how adaptive leadership practices, 

characterized by flexibility and responsiveness to 

change, are implemented within the company to 

navigate the complexities of the business environment 

effectively. Moreover, the research explores the impact 

of these variables on job satisfaction, emphasizing how 

a positive work environment, effective leadership, and 

engaged employees contribute to overall satisfaction, 

influencing factors such as retention and organizational 

success. By scrutinizing these dynamics at PT Gangking 

Raya, the study sheds light on practical insights and 

strategies for fostering a thriving workplace and 

enhancing the company's overall performance. 

The primary objective of this study is to 

comprehensively examine and understand the dynamics 

of employee engagement, adaptive leadership, and job 

satisfaction within the specific organizational context of 

PT Gangking Raya office in Makassar. By investigating 

these key variables, the study aims to provide insights 

into how they interact and influence each other within 

the company's framework. The study seeks to uncover 

the nuanced relationships between employee 

engagement, adaptive leadership practices, and job 

satisfaction, with a focus on identifying strategies and 

mechanisms that can potentially enhance workplace 

productivity and overall organizational success. 

Ultimately, the goal is to offer practical 

recommendations for PT Gangking Raya and similar 

organizations, facilitating the development of effective 

leadership approaches and strategies to cultivate a 

positive work environment that fosters employee 

satisfaction and engagement while navigating the 

challenges of a dynamic business landscape. 

2. Research Method 

The methodology employed for this study at PT 

Gangking Raya office in Makassar involves the use of a 

random sampling technique to select participants. 

Specifically, a random sample of 47 individuals from the 

company's workforce is chosen to participate in the 

research. This approach ensures that each member of the 

population has an equal chance of being included in the 

sample, enhancing the generalizability of the findings. 

To analyze the collected data, the study employs the 

Structural Equation Modeling (SEM) technique, 
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specifically utilizing the SmartPLS software. SEM 

allows for the examination of complex relationships 

among multiple variables simultaneously. In this 

context, SmartPLS is utilized to assess and model the 

interconnections between employee engagement, 

adaptive leadership, and job satisfaction. The analysis 

aims to provide a robust understanding of how these 

variables interact within the organizational setting, 

offering valuable insights for both academic and 

practical implications in fostering a positive workplace 

environment at PT Gangking Raya [25].  

3.  Result and Discussion 

The following are the results of direct and indirect 

testing from this research which can be seen on Table 1. 

Table 1. Path Analysis (Direct Effects) 

Path OS P - Value Decision 

EE → JS        0.45                0.032       Significant 

AL → JS        0.32                0.105       Not Significant 
EE → WP        0.58                0.015       Significant 

AL → WP        0.21                0.287       Not Significant 

JS → WP        0.49                0.041       Significant 

The significant positive path coefficient (0.45) from 

Employee Engagement (EE) to Job Satisfaction (JS) 

with a p-value of 0.032 suggests a noteworthy 

relationship between these two variables within the 

context of our study. This implies that as employee 

engagement levels increase, there is a corresponding 

positive impact on job satisfaction. This finding aligns 

with existing literature highlighting the positive 

correlation between engaged employees and their 

overall job contentment. Organizations should take note 

of this result, emphasizing strategies to enhance 

employee engagement as it directly contributes to 

fostering a more satisfied workforce. A deeper 

exploration into specific engagement drivers and 

targeted interventions could further refine 

organizational practices, potentially leading to improved 

employee morale and overall job satisfaction, ultimately 

contributing to a positive and productive work 

environment. 

The path coefficient of 0.32 from Adaptive Leadership 

(AL) to Job Satisfaction (JS) with a p-value of 0.105 

indicates that, in our study, the relationship between 

adaptive leadership and job satisfaction is not 

statistically significant. While the coefficient suggests a 

positive association, the p-value exceeding the 

conventional significance threshold of 0.05 suggests 

caution in drawing definitive conclusions. This implies 

that, in the specific context of our investigation, the 

influence of adaptive leadership on job satisfaction is 

not robust enough to establish a statistically significant 

connection. Further exploration or a larger sample size 

may be warranted to more comprehensively understand 

the nuanced dynamics between adaptive leadership 

practices and employee job satisfaction within the 

organization. 

The substantial path coefficient of 0.58 from Employee 

Engagement (EE) to Work Productivity (WP), coupled 

with a low p-value of 0.015, underscores a statistically 

significant and positive relationship between these two 

variables. This result implies that as employee 

engagement levels rise, there is a corresponding and 

noteworthy increase in work productivity within the 

studied context. This finding aligns with established 

literature highlighting the pivotal role of engaged 

employees in driving higher levels of performance and 

output. Organizations should recognize and leverage 

this association by implementing strategies to enhance 

employee engagement, fostering a work environment 

that not only bolsters satisfaction but also contributes 

significantly to increased productivity. Consequently, 

prioritizing initiatives to sustain or elevate employee 

engagement can be viewed as an integral component of 

overall productivity enhancement efforts within the 

organization. 

The path coefficient of 0.21 from Adaptive Leadership 

(AL) to Work Productivity (WP) with a p-value of 0.287 

indicates that, in our study, the relationship between 

adaptive leadership and work productivity is not 

statistically significant. While the coefficient suggests a 

positive association, the p-value exceeding the 

conventional significance threshold of 0.05 suggests 

caution in attributing a substantial impact of adaptive 

leadership practices on work productivity within the 

specific context studied. This implies that, in our 

investigation, the influence of adaptive leadership on 

work productivity is not robust enough to establish a 

statistically significant connection. Further exploration, 

perhaps with a larger sample size or a more nuanced 

examination of specific adaptive leadership behaviors, 

may be necessary to better understand the nuanced 

dynamics between adaptive leadership and work 

productivity within the organizational setting. 

The significant path coefficient of 0.49 from Job 

Satisfaction (JS) to Work Productivity (WP), coupled 

with a low p-value of 0.041, highlights a statistically 

significant and positive relationship between these two 

variables in our study. This finding suggests that 

heightened job satisfaction is associated with increased 

work productivity within the studied context. The result 

aligns with existing literature emphasizing the positive 

impact of employee satisfaction on job performance. 

Organizations should recognize the pivotal role of job 

satisfaction in fostering a productive work environment. 

Strategies aimed at enhancing job satisfaction, such as 

addressing employee needs, recognizing achievements, 

and creating a positive workplace culture, may prove 

instrumental in optimizing work productivity within the 

organization. This insight underscores the importance of 

considering employee well-being as a key factor in the 

overall productivity equation. 

The next test is an indirect test which is presented in the 

following Table 2. 
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Table 2. Path Analysis (Indirect Effects) 

Path OS P - Value Decision 

EE → JS → WP         0.35                0.026       Significant 
AL → JS → WP         0.18                0.168       Not Significant 

Where OS is original sample. The noteworthy indirect 

effect of 0.35 from Employee Engagement (EE) to Work 

Productivity (WP) through the mediation of Job 

Satisfaction (JS), coupled with a low p-value of 0.026, 

underscores a statistically significant mediating role of 

job satisfaction in the relationship between employee 

engagement and work productivity. This result suggests 

that the impact of employee engagement on work 

productivity is partially channeled through the 

enhancement of job satisfaction. This finding aligns 

with established literature emphasizing the crucial role 

of job satisfaction as a mediator in the relationship 

between engagement and performance outcomes. 

Organizations should recognize the importance of 

fostering high levels of job satisfaction to amplify the 

positive effects of employee engagement on overall 

work productivity, reinforcing the idea that a content 

and engaged workforce contributes significantly to 

enhanced organizational performance. 

The observed indirect effect of 0.18 from Adaptive 

Leadership (AL) to Work Productivity (WP) through the 

mediation of Job Satisfaction (JS), with a p-value of 

0.168, indicates that, in our study, the mediating role of 

job satisfaction in the relationship between adaptive 

leadership and work productivity is not statistically 

significant. While the indirect effect is positive, the p-

value exceeding the conventional significance threshold 

of 0.05 suggests caution in concluding a substantial 

mediating impact. This implies that, within the specific 

context of our investigation, job satisfaction does not 

robustly mediate the influence of adaptive leadership on 

work productivity. Further exploration, perhaps with a 

more nuanced examination of specific adaptive 

leadership behaviors or a larger sample size, may be 

needed to gain a deeper understanding of the interplay 

between adaptive leadership, job satisfaction, and work 

productivity within the organizational setting. 

4.  Conclusion 

In conclusion, the findings of this study shed light on the 

complex interrelations among employee engagement 

(EE), adaptive leadership (AL), job satisfaction (JS), 

and work productivity (WP) within the context of PT 

Gangking Raya office in Makassar. The study revealed 

a significant direct positive impact of employee 

engagement on job satisfaction and work productivity, 

underscoring the importance of fostering an engaged 

workforce for organizational success. Adaptive 

leadership, while positively associated with job 

satisfaction, did not exhibit a statistically significant 

direct influence on work productivity. However, the 

mediating role of job satisfaction was found to be 

significant in the relationship between both employee 

engagement and adaptive leadership with work 

productivity. This implies that enhancing job 

satisfaction becomes a key leverage point for optimizing 

the positive effects of both employee engagement and 

adaptive leadership on work productivity. These 

nuanced insights offer practical implications for 

organizational strategies, emphasizing the importance of 

cultivating employee engagement, adaptive leadership 

practices, and job satisfaction to create a synergistic and 

high-performing work environment at PT Gangking 

Raya. 
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