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ABSTRACT

The purpose of this study was to determine the partial and simultaneous effect of the
independent variables on psychological well-being and work engagement on the dependent
variable of organizational commitment. Using a positivist paradigm approach with a focus on
causal relationships between variables, quantitative data collected using questionnaires from
all members of the existing population (189 people), and qualitative data obtained from in-
depth interviews, processed using multiple linear regression analysis. The results showed that
psychological well-being had a positive and significant effect on organizational commitment.
Likewise, work engagement shows a positive and significant effect. The influence of the two
independent variables together also produces a positive and significant effect on
organizational commitment. From the results of this study, it can be concluded that the higher
the welfare (well-being) of employees, it will increase the confidence of the employee to
always be involved in various constructive activities within the organization, and ultimately
lead to an increase in organizational commitment.

Keywords: Psychological Well-Being, Work Engagement, Organizational Commitment

INTRODUCTION

The concept of organizational commitment according to Gregory and Griffin
(2014:15) is an attitude that reflects the extent to which an individual knows and is bound to
his organization. Employees who feel more committed to the organization have reliable
habits, plan to stay longer with the organization, and put more effort into their work. Some
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research results show that one of the factors that are considered to affect organizational
commitment is Psychological Well-Being, namely psychological well-being as a state of
individuals being able to accept their strengths and weaknesses as they are, have positive
relationships with others, be able to direct their own behavior, be able to regulate
environment, have a purpose in life and are able to develop their potential in a sustainable
manner (Ryff, 1989). Employees who have high psychological well-being will have good
work performance (Wright & Bonnett, 1997). In addition, employees who have high
psychological well-being will feel satisfied and enjoy their work more, are more capable and
skilled at solving problems related to their work so that they can improve their performance
in the organization (Wright, Cropanzano & Bonett, 2007).

The results of research from Keyes, Hysom, & Lupo (2000) say that one of the keys
to the success of an organization is characterized by employees who have well-being in their
workplace. Welfare is meant not only in the physical aspect, but also in the psychological
aspect. This means that psychological well-being will help individuals to control aspects of
their lives. Furthermore, Pryce & Jones (in Prasetyo, 2015) say that the happiness of workers
can provide benefits for individuals and organizations. The benefits for individuals are that
they can manage and maximize performance so as to provide job satisfaction, while the
benefits obtained by the organization are that workers in the organization have positive
feelings and commitments at all times so that there is a decrease in employee turnover.

In addition to Psychological Well-Being, organizational commitment can be
influenced by Work Engagement. Employee engagement with work or what is called Work
Engagement is a positive thinking condition regarding work which is characterized by a state
of enthusiasm, full involvement, and high concentration while doing work (Schaufeli et.a;
2002; and Bakker, 2010). Someone who has a high level of work engagement will show a
high level of energy, feel the work done is useful, feel challenged with the tasks given, has a
high level of concentration, and is always enthusiastic and happy when doing tasks. On the
other hand, someone who has a low level of work engagement is described as having little
energy, having little pleasure and stamina in work-related matters, does not feel his work is
meaningful or challenging, does not appreciate work, and finds it difficult to leave his job
(Schaufeli and Bakker, 2004).

Research proves that work engagement is the key to success for organizations because
it can bring organizations to large profits (Kouzes & Posner, 2002). This can happen because
employees who are tied to their work have a number of positive abilities, namely having the
ability to respond to changes, being able to adapt quickly to new situations and being able to
complete one job to another.

In addition to influencing organizational commitment, Work Engagement can be
influenced by Psychological Well-Being. The feeling of happiness at work is one of the main
supports for employees to have a high involvement in work. Happy employees are more
productive than those who feel unhappy or dissatisfied with their work, happy employees are
happy employees who are more creative, their minds are more open, and ready to innovate
for the company, and finally happy employees are good team members (Wulandri &
Widyastuti, 2014).

Every organization wants existing employees to have a high commitment to work.
One of them is the PUPR Office of East Lombok Regency. Based on the East Lombok
Regency Government Regulation Number 6 of 2016 concerning the Establishment and
Structure of the Regional Apparatus of the East Lombok Regency and the Regulation of the
East Lombok Regent Number 36 of 2016 concerning the Position, Organizational Structure,
Job Description, Functions and Work Procedures of the Public Works and Spatial Planning
Office, it is stated that the Department of Public Works and Spatial Planning has the main
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task of carrying out the affairs of the Regional Government in the Field of Public Works and
Spatial Planning.

Then, in carrying out its duties, the Department of Public Works and Spatial Planning
of East Lombok Regency carries out the following functions: (1) preparation of a strategic
plan for the field of Public Works and Spatial Planning; (2) formulation of technical policies
in the field of Public Works and Spatial Planning; (3) implementation of government affairs
and public services in the field of clan development, creation of works, spatial planning,
irrigation; (4) fostering, controlling, evaluating and reporting on the implementation of
activities in the field of Public Works and Spatial Planning; (5) guidance on the Service
Technical Implementation Unit in the field of Public Works; (6) implementation of
administrative activities of the Public Works Service; and (7) implementation of other official
duties assigned by the Regent.

In realizing its duties and functions, the PUPR Service has human resources
consisting of civil servants and non-civil servants. Currently, the dominant human resources
serving as implementers in the field are non-civil servants or commonly known as contract
workers. Contract workers are treated slightly differently in terms of remuneration when
compared to civil servants. Contract employees or Specific Time Work Agreements (PKWT)
are entitled to compensation money since the enactment of Law Number 11 of 2020
concerning Job Creation. However, the amount is still very small. Based on information,
contract employees under 5 years get a salary of Rp 550, contract employees with a working
period of 6-10 years get a salary of 650 thousand, then contract employees with a working
period of more than 10 years receive 750 thousand rupiah every month.

Management has an alternative policy to maintain their commitment when it comes to
the standard of salary they receive by dominantly activating them in evaluation activities in
the field. The intended activities are physical development activities organized by the PUPR
Service. In each of these activities, contract employees are always actively involved in order
to compensate for the perceived welfare in terms of salaries that they feel they still do not
receive.

HYPOTHESES DEVELOPMENT

Psychological well-being and Organizational Commitment

Harter, Schmidt and Keyes (2002) explain that employee welfare is a condition that is
seen when employees have high loyalty, job satisfaction, endurance and productivity so that
they can guide the organization in achieving its goals. Furthermore, job happiness is
interpreted as a state of individuals who are more motivated, engaged at work, have positive
energy, enjoy the work given and tend to stay in a company (Berger, 2010). This means that
when employees in an organization are happy at work, the productivity of the organization
will also increase. Further Aggarwal et. al (2010) found that happier employees (high
psychological well-being) tend to have high commitment within the organization. Likewise,
Chaturvedi and Yadav (2010) who conducted research on 150 employees from various
industries that were randomly selected, found a positive and significant effect of well-being
behavior on employee organizational commitment. Izek et al (2015) conducted the same test
on 320 organizations in Slovenia by determining several characteristics needed in the form of
high Psychological Well-Being.
H1: There is a positive and significant effect of Psychological Well-Being toward
Organizational Commitment.
Work Engagement and Organizational Commitment

Work engagement is a positive state, fulfillment, view of working conditions
characterized by vigor, dedication and absorption (Schaufeli, Salanova, Gonzalez-Roma, &
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Bakker, 2002). Job engagement refers to the relationship between employees and their jobs
(Schaufeli, 2012) and acts as a significant predictor of organizational commitment (Schaufeli,
Bakker & Salanova, 2006). Robertson and Cooper (2010) found that employees who have
high psychological well-being will have high job engagement as well. In Italy, Aiello and
Tesi (2017) the relationship between work engagement and organizational commitment and
found that there was a positive and significant effect between the two.

H2 : There is a positive and significant effect of Work Engagement toward Organizational
Commitment.

Psychological Well-being, Work Engagement and Organizational Commitment

According to Robertson and Cooper (2010) Work Engagement is related to a person's
psychological well-being (Psychological Well-Being) in influencing a person's commitment
to his organization. The study states that the interaction between psychological well-being
and employee work engagement can lead to a full work engagement condition. This means
that the higher the level of a person's welfare followed by increasing work engagement, the
organizational commitment will increase

Bimantari (2015) conducted research on 330 employees of PT Pertamina Gas Area
West Java. The results showed that only personal resources variables consisting of self-
efficacy, organizational-based self-esteem, and optimism had an effect on Work Engagement.
Previously, Nugroho et.al., (2013) had proven a positive and significant influence on
psychological capital and work engagement with a coefficient of determination from work
engagement of 51.3% on all staff of PT Bank Mega in the Semarang area, amounting to 73
employees.
H3 : There is a positive and significant effect of both Psychological Well-Being and Work
Engagement toward Organizational Commitment.

RESEARCH METHODS

Applying the positivist paradigm that focuses on the causal relationship between
variables (Sugiyono, 2012), which is a study that aims to determine the causal relationship of
two or more variables. The type of causal research used in this study is expected to provide a
formula to find the effect of each of the variables studied, namely the influence of
Psychological Well-Being and Work Engagement on the Organizational Commitment of
Non-PNS Employees at the PUPR Service of East Lombok Regency. Data were collected
using a questionnaire with closed-ended questions from 189 non-ASN employees (all
members of the population). In addition to using questionnaires, data collection was also
carried out by in-depth interviews in order to obtain valid and reliable data.

The question items on the research questionnaire were obtained from previous studies
such as question items related to psychological well being variables derived from the results
of Pen and Aggarwal et.al. (2010). For the work-engagement variable, it comes from the
scientific publication of Schaufeli et.al. (2002; 2006), Robertson & Cooper (2010), Aiello &
Tesi (2017), and Bimantari (2015). While the question items related to organizational
commitment came from scientific publications of Robertson & Cooper (2010), and Aiello &
Tesi (2017). To test the validity of the data collected, the validity and reliability of the
instrument was tested, where the lowest validity value was 0.577 while the minimum
standard was 0.30. Likewise, the instrument reliability achieved the lowest value of 0.923. In
order to analyze the data that has been collected, this study uses multiple linear regression.
The analytical tool is used to predict how the condition (up and down) of the dependent
variable will be, if two or more independent variables as predictor factors are manipulated
(simulation with increasing and decreasing values).
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To complete the data analysis, in addition to using multiple linear regression, the
Simultaneous Determination Test (R2) is also applied, namely to determine the percentage
contribution of the influence of the dependent variable (X1 and X2) simultaneously on the
dependent variable (Y); t-test is used to test the degree of confidence between the variables
studied partially, meaning to know the partially significant effect of the Effect of
Psychological Well-Being and Work Engagement on Organizational Commitment; The F-test
is used to determine how much significant the effect of the independent variable on the
dependent variable is, meaning to determine the feasibility of the Effect of Psychological
Well-Being and Work Engagement on Organizational Commitment.

RESULT

Multiple Linear Regression Analysis Results

Multiple regression analysis was used to determine the effect of Psychological Well-
Being and Work Engagement on the Organizational Commitment of Contract Employees of
the PUPR Service in East Lombok Regency. To see how the regression function that can be
formulated from the calculation results can be seen in table below.

Table 1. Individual Parameter Significancy

Unstandardized

Model Coefficients
B Std. Error
1 (Constant) 1.548 0.211
Psychological Well-Being 0.160 0.052
Work Engagement 0.505 0.058

Based on table above, the function of linear regression can be formulated as follows:
Y =1,548 + 0,160X; + 0,505X,

The linear function mentioned above can be described as follows. The constant value
of 1.548 means that if each of the independent variables namely Psychological Well-Being,
Work Engagement, and Personal Resources has a value of 0, then the Organizational
Commitment of Contract Employees of the PUPR Service of East Lombok Regency is worth
1.548.

The regression coefficient of Psychological Well-Being (b1) which is valued at 0.160
means that if the Psychological Well-Being (X1) variable is added to the research model, it
has an effect on Organizational Commitment of 0.160. Psychological Well-Being regression
coefficient (b1), which is positive, means that the higher the Psychological Well-Being, the
higher the Organizational Commitment. On the other hand, the lower the Psychological Well-
Being, the lower the Employee Organizational Commitment.

The regression coefficient of Work Engagement (b2) which is worth 0.505 explains
that if the Work Engagement (X2) variable is added to the research model, it has an effect on
Organizational Commitment of 0.505. The positive value of Work Engagement regression
coefficient (b2) means that the higher the Work Engagement, the higher the Organizational
Commitment of the Contract Employees of the PUPR Service in East Lombok Regency. Vice
versa, the lower the work engagement, the lower the organizational commitment.
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To see how the partial effect of Psychological Well-Being and Work Engagement on
the Organizational Commitment of Contract Employees of the PUPR Service in East Lombok
Regency, the t-test was used. From the information in table 4.10, it can be seen that the
positive t-count for the Psychological Well-Being variable is 3.104 and the positive t-count
for the Work Engagement variable is 8.668. To find answers to the existing hypotheses, it is
necessary to compare the t count with the t table.

Table 2. t-test result

Unstandardized

Model Coefficients

Teount  Sig.  Description

Psychological

Well-Being 0,160 3,104 0,002  Significant
oo 0,505 8,668 0,000 Significant
Engagement

Dependent Variable : Organizational Commitment

By using a 95% confidence level where = 5%, the results for the t table are 1.9726 (in
appendix 7). From the table it can be seen that t count > t table of each variable as well as the
significance value of each variable is lower than the error tolerance value of 5% (0.05), it can
be concluded that the formulation of the hypothesis that has been proposed with an
explanation below this.

The first hypothesis (H1) which states that "The higher the Psychological Well-Being,
the higher the Organizational Commitment of the Contract Employees of the PUPR Service
in East Lombok Regency" which has been proposed and proven by the results of the T test
where t count Psychological Well-Being > t table (3.104> 1.9726). In addition, a significance
value of 0.002 which is smaller than 0.05 (5%) indicates that Psychological Well-Being has a
significant effect on the Organizational Commitment of Contract Employees at the PUPR
Service Office of East Lombok Regency, meaning that the higher the Psychological Well-
Being, the higher the Organizational Commitment. Therefore, it can be said that the first
hypothesis (H1) is acceptable.

The second hypothesis (H2) which states that "The higher the Work Engagement, the
higher the Organizational Commitment of the Contract Employees of the PUPR Service of
East Lombok Regency" which has been proposed and proven by the results of the T Test with
a t-count value of Work Engagement > t table (8.668> 1.9726 ). In addition, a significance
value of 0.000 which is smaller than 0.05 (5%) indicates that Work Engagement has a
significant effect on the Organizational Commitment of Contract Employees of the PUPR
Office of East Lombok Regency, meaning that the higher the Work Engagement, the higher
the Organizational Commitment of the Contract Employees of the PUPR Office of Lombok
Regency. East. Therefore, it can be concluded that the second hypothesis (H2) is acceptable.
The analysis of the coefficient of determination (R?) in multiple regression analysis is used to
determine the percentage contribution of the influence of the independent variables X; and
X, simultaneously on the dependent variable (Y). This coefficient shows how large the
percentage of variation of the independent variable used in the model is able to explain the
variation of the dependent variable. While the rest is explained by other reasons outside the
model.
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Table 3. Determination Coefficient

Adjusted R Std. Error of the
Square Estimate

Model R R Square

1 0,839 0,703 0,696 0,44624

Based on table 4.10, it can be illustrated that the magnitude of R Square (R2) is 0.703,
this means that 70.3% of the variation in the Organizational Commitment of Contract
Employees of the PUPR Service in East Lombok Regency can be explained by variations of
the two independent variables, namely Psychological Well-Being. and Work Engagement.
While the rest is explained by other causes from outside the model that are not examined in
this research model such as workload, leadership, co-worker relations, compensation, career
opportunities, job satisfaction, and work climate, and others.

F-test is used to determine the significance of the effect caused by the independent
variables on the dependent variable together (Priyatno, 2008:81). In other words, this test
aims to see how the appropriateness of the influence of Psychological Well-Being and Work
Engagement together on the Organizational Commitment of Contract Employees of the
PUPR Office of East Lombok Regency. the following table is presented in table 4.12 the
results of the F test calculation with SPSS 25.

Table 4. F-test Result

Model sumof | 4 | Mean F Sig.
Squares Square
Regression 6,870 2 3,435 71,879 | 0,000°
1 Residual 8,889 186 0,048
Total 15,759 188

a. Dependent Variable: Organizational Commitment
b. Predictors: (Constant), Psychological Well-Being, Work Engagement

Based on table 4.12., above, the calculated F value is 219.038. Then, using a 95%
confidence level, a=5%, dfl (number of variables-1)=3-1=2, and df2 (n-k-1)=189-2-1=186,
so that the results obtained for F table of 3.05 (in appendix 7). So, because F count > F table
(103.020> 3.05) as well as a significance value of 0.000, it can be concluded that
Psychological Well-Being and Work Engagement together have a significant effect on
Contract Employees' Organizational Commitment. Therefore, it can be concluded that the
third hypothesis (H3) is acceptable.

DISCUSSION

The results of this study prove that the first hypothesis is accepted, meaning that
Psychological Well-Being has a positive and significant effect on Employee Organizational
Commitment on Contract Employees of the PUPR Service Office of East Lombok Regency.
That is, the higher the Psychological Well-Being, the higher the Organizational Commitment.
On the other hand, the lower the Psychological Well-Being, the lower the Organizational
Commitment of the Contract Employees of the PUPR Service in East Lombok Regency.

This result is in line with Harter et.al. (2002) which explains that the welfare of
employees is a condition that is seen when employees have high loyalty, job satisfaction,
endurance and productivity so that they can guide the organization in achieving its goals.
This conclusion also supports the results of previous research from Berger (2010) and Ryff

133


http://www.ijiset.com/

III-‘il-"l‘ IJISET - International Journal of Innovative Science, Engineering & Technology, VVol. 09 Issue 11, November 2022
i ISSN (Online) 2348 — 7968 | Impact Factor — 6.72

www.ijiset.com

(1989; 1995) which found that job happiness was interpreted as a state of individuals who
were more motivated, engaged at work, had positive energy, enjoyed the work given and
tended to stay in the workplace. a company (Berger, 2010). This means that when employees
in an organization are happy at work, the productivity of the organization will also increase.

Likewise with the results of research conducted by Aggarwal et. al (2010) who found
that happier employees (high psychological well-being) tend to have high commitment within
the organization. Likewise, the results of research conducted by Chaturvedi and Yadav
(2010) revealed a significant and positive impact of well-being behavior on employee
organizational commitment.

The results show the regression coefficient of Work Engagement (b2) which is 0.505
and a significance value of 0.000 which is smaller than 0.05 (5%) indicating that Work
Engagement has a positive and significant impact on the Organizational Commitment of
Contract Employees at the PUPR Service, East Lombok Regency. . This means that the
higher the Work Engagement, the higher the Organizational Commitment. On the other hand,
the lower the Work Engagement, the lower their Organizational Commitment.

Compared with the findings of Schaufeli (2012) that work engagement refers to the
relationship between employees and their work and acts as a significant predictor of
organizational commitment. Previously Schaufeli et.al. (2002) found work engagement is a
positive state, fulfillment, view of working conditions which is characterized by the presence
of vigor, dedication and absorption. The results of this study were also strengthened by Hoon
Song et.al. (2017) who concluded that Work Engagement is a positive thing, which is related
to a state of mind characterized by vigor (spirit), dedication (dedication), and absorption
(absorption). Vigor or zeal reflects a readiness to devote effort to one's work, an effort to
remain energetic while working, and a tendency to keep trying in the face of difficult tasks or
failures. Dedication refers to a strong identification with one's work and includes feelings of
enthusiasm, inspiration, pride, and challenge. The third dimension of Work Engagement is
absorption. Absorption is characterized where a person becomes really enjoying his work,
with a certain time he will find it difficult to forget himself from his work. A Member
classified as having Work Engagement, can be defined by doing work that is characterized by
passion, dedication, and absorption in completing all of his assignments. The findings of this
study strengthen the results of studies by Sartika (2013) and Kustya & Nugraheni (2020) that
Work Engagement has a significant influence on organizational commitment.

In addition to the partial relationship analysis, this study also explores the
simultaneous relationship of the two independent variables to the dependent variable. The
results showed that Psychological Well-Being and Work Engagement together can affect the
Organizational Commitment of Contract Employees by 0.703 with a significance level
through the F test of 0.000. This means that the higher the level of a person's welfare
followed by increasing work engagement, the organizational commitment will increase. This
finding strengthens the results of a study by Utami (2020), Psychological well-being of
employees at work is one of the determining factors for retaining employees so that they
remain the driving force for the company. A more comprehensive study was conducted by
Robertson and Cooper (2010) and found that Work Engagement is related to a person's
psychological well-being (Psychological Well-Being) in influencing a person's commitment
to his organization. The study states that the interaction between psychological well-being
and employee work engagement can lead to a full work engagement condition. Then
Geldenhuys et al. (2014) and Abu-Shamaa et al., (2015) show that the higher a person's
welfare level is followed by increasing work engagement, the organizational commitment
will increase.
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CONCLUSION

Psychological Well-Being has a positive and significant effect on the Organizational
Commitment of Contract Employees of the PUPR Service in East Lombok Regency. That is,
the higher the Psychological Well-Being of the Contract Employees of the PUPR Service in
East Lombok Regency, the higher the Employee Organizational Commitment. On the other
hand, the lower the Psychological Well-Being of the Contract Employees of the PUPR
Service in East Lombok Regency, the lower the Employee Organizational Commitment.

Work Engagement has a positive and significant effect on the Organizational
Commitment of Contract Employees of the PUPR Office of East Lombok Regency. That is,
the better and more complete the Work Engagement, the higher the Employee Organizational
Commitment, the less complete the Work Engagement, the lower the Organizational
Commitment of the Contract Employees of the East Lombok Regency PUPR Service.

Psychological Well-Being and Work Engagement together can have a significant
effect on the Organizational Commitment of Contract Employees. That is, the higher the
level of a person's welfare followed by increasing work engagement, the organizational
commitment will increase.

SUGGESTIONS

The lowest perceived psychological well-being by employees is on the item "Accept
yourself as you are”. Self-acceptance in relation to this research is related to self-confidence
in work. If this self-confidence is low, attention is needed so that contract employees become
more confident. Increasing work experience through training can be an alternative in
overcoming this problem.

The lowest perceived Work Engagement by Contract Employees is on the item “Fully
concentrated on work”. Opportunities for full concentration can be carried out by giving task
focus to contract employees. This means that employees are given clear duties and functions,
let alone the dominance of contract employees at the high school level.

The lowest perceived organizational commitment by employees is on the item "Has a
strong sense of belonging to the organization”. More attention is really needed for contract
employees. Even though they have work results that are not much different from permanent
employees, it is necessary to have an alternative in the form of providing other work
activities, as has been practiced, namely directing them to become field supervisors. The
work results and the remuneration they receive are higher so that their sense of belonging to
the organization increases.
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