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ARTICLE INFO ABSTRACT

Keywords: PURPOSE - This study examines the factors influencing
Motivation employee engagement in four-star hotels in Batam City. The
Commitment main focus is on motivation, commitment, training, and
Training compensation received by employees.

Compensation METHODOLOGY - Using a quantitative approach, data were
Employee Development collected through questionnaires distributed across various
Employee Engagement hotel departments. The results indicate that motivation,

commitment, training, and compensation have a positive and
significant effect on employee engagement. In addition,
motivation is proven to mediate the relationship between these
variables and employee engagement.
FINDING - These findings are expected to provide input for
hotel management to pay greater attention to employee
development, reward systems, and the creation of a supportive
work environment to enhance employee retention and
productivity. This study also demonstrates that employee
engagement is not only important for individual performance
but also for overall organizational progress.
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INTRODUCTION

In human resource management (HRM), employee engagement refers to the level of
involvement, enthusiasm, and dedication of employees toward their work and workplace (Kerja
et al.,, 2023). Employee engagement reflects how deeply employees care about their work and
their organization, not merely to obtain financial rewards such as salaries or promotions, but
because they are genuinely concerned about their roles and the sustainability of the organization.
Human resources play a crucial role in determining organizational efficiency and effectiveness;
therefore, hotel business owners increasingly recognize that investing in employees as strategic
human capital is essential (Kania & Mudayat, 2022).

According to Rohani and Muchsinati (2022), the increasingly intense global competitive
environment has driven organizations to improve performance by developing innovative ideas
and implementing strategies that strengthen business operations and enhance competitiveness
in the market. Human Resource Management is a discipline that regulates the relationship
between organizations and their workforce to ensure effectiveness and efficiency. To achieve
organizational, employee, and societal objectives, companies must ensure that employees are
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available at the right time and place and possess the necessary competencies to carry out tasks
that support organizational growth (Lourensius et al., 2025). Employee engagement refers to the
extent of an employee’s commitment and connection to the organization.

Engaged employees understand their responsibilities toward business objectives and are
able to motivate their colleagues to contribute to organizational success (Onky et al., 2019). When
employees are emotionally engaged, they are more likely to strive for higher performance and
actively contribute to achieving organizational targets. Employee participation within the
organization is essential to enhance work involvement and foster collective success, which in turn
encourages employees to motivate one another to achieve shared goals.

This study focuses on employee engagement in the hospitality industry, particularly
four-star hotels, due to the researcher’s interest in examining millennial employees who work
and remain in hotel organizations. The hospitality industry is highly dependent on human
resources, making employee engagement a critical factor in service quality and organizational
sustainability. Global competition demands that each country possess highly competitive human
resources. Based on the Global Competitiveness Index 2016-2017, Indonesia ranked 37th out of
140 countries, lagging behind several ASEAN countries such as Singapore, Malaysia, and
Thailand. Furthermore, the Global Talent Competitiveness Index placed Indonesia at 90th out of
118 countries. Nevertheless, according to Bank Indonesia (2017), the Indonesian economy began
to recover gradually after reaching its lowest point in 2015, driven by increased exports and
investment (Setyawan, 2021).

In response to these challenges, companies are required to develop effective business
strategies to survive. One such strategy in the current era of globalization is mergers or
acquisitions aimed at strengthening organizational position and competitiveness in the market
(Edi et al., 2024). Therefore, the purpose of this study is to examine a research framework that
identifies the relationships among employee engagement practices, motivation, commitment,
training and development, and return and compensation among employees working in four-star
hotel companies in Batam City.

LITERATURE REVIEW
Employee Engagement

Employee Engagement Employee engagement refers to the emotional commitment of
employees toward the organization and its objectives. In the contemporary business
environment, employee engagement is considered a critical factor for achieving success and
maintaining competitiveness. Engagement drives employees’ attitudes, behaviors, and
performance (Niar et al., 2023). It encompasses emotional, cognitive, and behavioral involvement
in work, contributing not only to individual productivity but also to organizational success.
Highly engaged employees tend to demonstrate stronger motivation, dedication, and positive
relationships with their organization. Engaged employees exhibit high energy levels, strong
commitment to work goals, and deep job satisfaction. This engagement is supported by a positive
work environment, opportunities for self-development, and clarity of organizational goals
(Simanjuntak et al., 2023). Interpersonal relationships in the workplace also play an essential role.
Support from supervisors and colleagues enhances employees’ confidence and motivation,
making them feel valued (Priambodo et al., 2019). Organizational culture further influences
employee engagement. A supportive culture characterized by open communication, recognition
of employee contributions, and effective conflict management fosters a conducive work
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environment and strengthens engagement (Chairiza et al., 2018). In modern organizations,
employee engagement is not only an HR strategy but also an indicator of organizational
sustainability, as engaged employees serve as strategic assets driving innovation and adaptability
(Sentoso & Muchsinati, 2024).
Motivation

Motivation is a driving force that encourages employees or organizational members to
follow organizational directives and perform their tasks effectively (Yanti et al., 2022). Work
motivation represents emotional energy that is essential for performing tasks and plays a critical
role in determining individual success or failure (Sutrisno et al., 2022). Motivation is one of the
key aspects of human resource management that directly influences individual productivity
and performance. Within organizations, motivation encompasses both internal drives and
external factors that encourage employees to achieve organizational and personal goals.
According to Yanti et al. (2022), work motivation serves as a significant emotional force that
drives employees to perform their duties optimally. In the hospitality industry, motivation is
particularly important in maintaining workforce stability and improving service quality (Putri
et al., 2024). This highlights that motivation is essential not only for achieving productivity but
also for fostering harmonious relationships between employees and management. Factors
influencing employee motivation can be categorized into intrinsic and extrinsic factors. Intrinsic
factors include a sense of responsibility, the desire for achievement, and satisfaction derived
from the work itself. Extrinsic factors include compensation, recognition, and a supportive work
environment (Yusieni & Nugroho, 2017). Research conducted by Chairiza et al. (2018) suggests
that intrinsic motivation often has a stronger impact on individual success than extrinsic
motivation. However, an optimal combination of both remains the most effective strategy for
enhancing employee motivation. Furthermore, Priambodo et al. (2019) emphasize the
importance of fair incentive systems as a form of extrinsic motivation. Their findings indicate
that rewards aligned with employee contributions can increase loyalty and reduce turnover.
Employee motivation is also closely related to a supportive work environment, where positive
workplace conditions strengthen enthusiasm and encourage employees to perform better
(Eledora et al., 2024). In practice, organizations should design motivational strategies that
include employee skill development, fair reward systems, and the creation of a supportive work
environment. These strategies not only enhance motivation but also encourage employee
engagement in achieving overall organizational objectives (Simanjuntak et al., 2023). Thus,
motivation serves not only as a tool to improve productivity but also as a foundation for long-
term organizational sustainability.
Commitment

Commitment refers to the internal drive that encourages individuals to work diligently,
make sacrifices, and take responsibility for achieving personal and organizational goals.
Commitment plays a crucial role in workplace performance, as it provides motivation and fosters
accountability for assigned tasks (Nur Amanah, 2018). Organizational commitment reflects
employees loyalty, dedication, and responsibility toward achieving collective organizational
objectives. In human resource management, commitment is defined as a psychological force that
binds individuals to the organization and motivates them to contribute maximally to
organizational success. Meyer and Allen (1991) classify organizational commitment into three
dimensions: affective commitment, continuance commitment, and normative commitment.
Affective commitment refers to employees’” emotional attachment to the organization,
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continuance commitment arises from the perceived costs associated with leaving the
organization, and normative commitment is driven by a sense of moral obligation to remain with
the organization. Empirical evidence suggests that affective commitment has the strongest
influence on employee performance, as employees with high affective commitment are more
motivated and demonstrate stronger loyalty to the organization (Wang et al., 2020). Normative
commitment, on the other hand, is often shaped by organizational culture that emphasizes
collective responsibility and shared values (De-la-Calle-Durdn & Rodriguez-Sanchez, 2021).
Various factors influence employee commitment, including organizational justice, managerial
support, and workplace culture. Employees who feel recognized and treated fairly by the
organization tend to exhibit higher levels of commitment (Kim & Kim, 2020). Supervisor behavior
also plays a significant role in shaping employee perceptions; supportive supervision enhances
trust, while abusive supervision can undermine motivation and commitment (Wang et al., 2020).
To strengthen employee commitment, organizations should create supportive work
environments, recognize employee contributions, and provide career development
opportunities. Such initiatives foster a sense of belonging and encourage employees to become
more actively involved in achieving organizational goals (Adisa et al., 2021). Continuous training
and development programs can further enhance employee skills while reinforcing affective
commitment to the organization (Raza et al., 2021).
Training Developments

Training and development are forms of employee development aimed at enhancing
employees’ competencies in performing their job responsibilities. Well-designed and
systematically implemented training programs are more likely to succeed (Andrizal, 2014).
Training and development represent vital elements of human resource management that seek to
improve employees’ skills, knowledge, and capabilities. Effective training programs are designed
not only to enhance individual performance but also to support the achievement of organizational
goals. Research indicates that continuous training has a direct impact on employee motivation
and engagement (Chairiza et al., 2018). Relevant training programs help employees feel valued
and recognized by the organization, thereby increasing loyalty. This is particularly important in
the hospitality industry, where competition and the need to maintain high service quality are
critical priorities (Priambodo et al., 2019). Training also provides employees with opportunities
to acquire new skills that enhance productivity and enable organizations to respond effectively
to evolving challenges (Eledora et al., 2024). Beyond technical skills, training programs also
contribute to the development of soft skills such as communication, leadership, and time
management (Hasanati, 2017). These competencies are essential for enabling employees to adapt
to workplace changes and collaborate effectively within teams. Structured training programs also
allow employees to identify and explore career opportunities, which ultimately improves
employee retention (Ariasih et al., 2023). Furthermore, training and development initiatives help
establish a learning culture within organizations. Organizations that promote continuous
learning are more likely to innovate and enhance competitiveness (Yusieni & Nugroho, 2017).
Therefore, training serves not only as a tool for individual development but also as a cornerstone
for building a strong and adaptive organizational culture. Successful training implementation
requires careful planning, including training needs assessment, module design, and program
evaluation. Management involvement is crucial to ensure that training initiatives align with
organizational operational and strategic needs, thereby maximizing their impact on both
employees and the organization as a whole (Simanjuntak et al., 2023).
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Return and Compensation

Return and compensation are critical components of human resource management
designed to reward employees for their contributions to the organization. Compensation includes
financial rewards such as salaries and bonuses, as well as non-financial benefits such as health
benefits, work recognition, and career development opportunities. These reward systems
function as mechanisms to enhance employee motivation, loyalty, and engagement. According
to Chairiza et al. (2018), fair compensation plays a significant role in creating job satisfaction and
reducing employee turnover. When employees perceive compensation as fair and appropriate,
they are more likely to demonstrate higher performance and stronger organizational
commitment. Additionally, performance-based compensation systems strengthen employee
engagement by linking effort directly to rewards (Eledora et al.,, 2024). Transparency in
compensation systems is also essential. Employees are more motivated when they understand
the basis of the rewards provided by the organization, which fosters trust between management
and employees and creates a healthier work environment (Simanjuntak et al., 2023). Competitive
compensation systems not only attract new talent but also help retain existing employees, who
are valuable assets for organizational sustainability. In service-oriented industries such as
hospitality, compensation has a direct impact on service quality delivered to customers
(Priambodo et al., 2019). By recognizing and rewarding good performance, organizations
encourage positive workplace behaviors, including friendliness, responsiveness, and customer-
oriented service. Putri et al. (2024) emphasize the importance of combining financial and non-
financial compensation to create an effective reward system. For example, formal or informal
recognition of employee achievements can enhance motivation without incurring additional
costs. Additionally, some organizations implement return-based reward systems linked to
organizational performance or profits. Such approaches motivate employees to achieve
organizational targets while fostering a sense of ownership and involvement in value creation
(Adisa et al., 2021).

METHODOLOGY

This study employed a quantitative research design to examine the relationships among
variables influencing employee engagement in four-star hotel companies in Batam City. The
quantitative approach was selected because it enables systematic measurement of data using
research instruments, such as structured questionnaires, which were distributed to respondents.
The collected data were analyzed using statistical methods to identify relationships, effects, and
patterns among independent variables namely motivation, commitment, training and
development, and return and compensation and the dependent variable, employee engagement.
According to Sugiyono, population refers to a generalization area consisting of objects or subjects
that possess specific characteristics determined by the researcher for analysis and conclusion
drawing. In this study, the population comprised all employees working in four-star hotels in
Batam City. These employees represented various departments, including front office,
housekeeping, food and beverage, and administration, all of which are directly or indirectly
involved in hotel operational activities. This population was selected because it is considered
relevant for identifying factors that influence employee engagement (Tan David et al., 2023). The
sample was determined using proportional random sampling, as recommended by Sugiyono for
heterogeneous populations. Samples were taken proportionally from each department to ensure
adequate representation of the overall population. The sample size was calculated using the
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formula proposed by Hair et al., which suggests a minimum sample size of five times the number
of indicators used in the study. With a total of 40 indicators, the minimum sample size required
was 200 respondents. This sampling method was expected to accurately reflect population
characteristics and allow the findings to be generalized to all employees working in four-star
hotels in Batam City (Wacana S et al., 2021).

To determine the sample size, the formula proposed by Hair et al. was applied.
Where:
N = sample size

Given that the population size consisted of (number of subjects) individuals, the required sample
size was calculated using the following formula:

N =5 x number of indicators used

In this study, a total of 40 indicators were employed; therefore, the minimum sample size was
calculated as follows:

N =5 x40 =200

Based on this calculation, the final sample size used in this study consisted of 200 respondents.

RESEARCH RESULTS

Descriptive Statistics

Descriptive statistics were used to present the demographic characteristics of
respondents participating in this study. The demographic data included gender, age, educational
background, length of employment, and income level. These descriptive statistics provide an
initial overview of the sample profile, which is essential for further analysis of factors influencing
employee engagement in four-star hotel companies in Batam City. Table 1 presents the detailed
demographic characteristics of the respondents.

Table 1. Demographic Characteristics of Respondents

Characteristic Types n Percentages
Gender Male 118 47%
Female 133 53%
Age <20 Years 61 24.30%
21-30 Years 101 40.20%
31-40 Years 55 21.90%
>40 Years 34 13.50%
Educational Background  Senior High School or 49 19.50%
equivalent
Diploma 80 31.90%
Bachelor’s Degree 112 44.60%
Others 10 4.40%
Length of Employeement <1 Tahun 54 21.50%
1-5 Tahun 101 40.20%
6-10 Tahun 61 24.30%
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>10 Tahun 35 13.90%
Income Level <Rp.3.000.000 58 23.10%

Rp.3.000.000 - Rp,5.000.000 80 31.90%

Rp.5.000.000 - 65 25.90%

Rp.10.000.000

>Rp.10.000.000 48 19.10%

Source : Primary data is processed, 2025

Table 1 shows that the majority of respondents in this study were female, totaling 133
individuals (53%). The largest age group was 21-30 years, comprising 101 respondents (40.2%).
Most respondents held a bachelor’s degree, with 112 individuals (44.6%). Regarding length of
employment, 54 respondents (21.5%) had worked for less than one year, 101 respondents (40.2%)
had worked for 1-5 years, 61 respondents (24.3%) had worked for 6-10 years, and 35 respondents
(13.9%) had worked for more than 10 years. In terms of income level, 58 respondents earned less
than IDR 3,000,000, 80 respondents earned between IDR 3,000,000 and IDR 5,000,000, 65
respondents earned between IDR 5,000,000 and IDR 10,000,000, and 48 respondents earned more
than IDR 10,000,000.

Validity Test

The validity test is conducted to measure the extent to which the research instrument is
able to accurately measure the intended constructs. This validity assessment is carried out using
two main indicators, namely outer loading and Average Variance Extracted (AVE). Outer loading
measures the degree to which each indicator (item) is associated with the construct being
measured and is considered acceptable when the outer loading value exceeds 0.60. AVE is used
to evaluate the proportion of variance in the indicators that can be explained by the construct,
where an AVE value greater than 0.50 indicates adequate convergent validity. When both criteria
are satisfied, the data or measurement items can be considered valid and suitable for further
analysis. Table 2 presents the results of the outer loading analysis in this study.

Table 2. Outer loading

Variable Commmit  Employee Motivation Return arfd Training
ment Engagement compensation Development
Commitment
c1 0.821
C2 0.807
3 0.826
4 0.798
G5 0.839
Cé 0.818
c7 0.815
C8 0.789
9 0.839
C10 0.810
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c1 0.830
C12 0.836
C13 0.825
Cl4 0.852
C15 0.824
Employee Engagement
EE1 0.832
EE2 0.810
EE3 0.813
EE4 0.810
EE5 0.787
EE6 0.774
Motivation
M1 0.851
M2 0.789
M3 0.837
M4 0.814
M5 0.810
Return and Compensation
RC1 0.865
RC2 0.868
RC3 0.846
RC4 0.854
Training Development
TD1 0.856
TD2 0.848
TD4 0.862
TD5 0.851
TD6 0.838
TD7 0.767
TD8 0.787
TD9 0.839
TD10 0.843
Source : Primary data is processed, 2025

Based on the results presented in the outer loading table, all factor loading values for
each indicator across all constructs are greater than 0.60. In other words, the indicators used in
this study can be considered valid for measuring the intended constructs. Furthermore, Table 3
presents a graphical illustration of the Average Variance Extracted (AVE) values, which are
used to assess the convergent validity of the constructs examined in this study.
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Figure 1. Average Variance Extracted

Based on Figure 1, all variables tested —Commitment, Employee Engagement,
Motivation, Return and Compensation, and Training and Development —have Average Variance
Extracted (AVE) values greater than 0.50. The AVE values for each variable range from 0.55 to
0.75, indicating that the constructs examined meet the criteria for convergent validity. An AVE
value exceeding 0.50 implies that more than 50% of the variance of the indicators within each
variable is explained by the respective construct. Overall, both the outer loading values and the
AVE results demonstrate that all indicators have successfully passed the validity test.

Reliability Test

The reliability test measures the internal consistency of the research instrument used in
this study. This reliability assessment was conducted using Cronbach’s Alpha coefficient, which
indicates the extent to which items within each construct are correlated with one another and
measure the same underlying dimension. A research instrument is considered reliable if its
Cronbach’s Alpha value exceeds 0.60. Figure 2 presents a graphical illustration of the reliability
test results in this study.
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Figure 2. Reliability Test Result
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Based on the graph presented, all variables tested —Commitment, Employee
Engagement, Motivation, Return and Compensation, and Training and Development—have
Cronbach’s Alpha values greater than 0.60. The Cronbach’s Alpha values for each variable range
from 0.70 to 0.95, indicating a very high level of internal consistency. These values confirm that
all variables in this study have successfully passed the reliability test.

R-Squared

The R-squared (R?) value is used to measure the extent to which the independent
variables in the research model explain the dependent variable. A higher R? value indicates that
the model has a stronger explanatory power in describing the relationships among the variables
tested. Table 3 presents the results of the R-squared analysis.

Table 3. R Square Test Result

R Square R Square Adjusted
Employee Engagement 0.606
Motivation 0.533 0.528

Source : Primary data is processed, 2025

Based on the results presented in Table 3, the independent variables in this research
model are able to explain the variation in the dependent variables, namely Employee Engagement
and Motivation. The R? value for Employee Engagement is 0.606, indicating that 60.6% of the
variance in Employee Engagement can be explained by the independent variables included in the
model.

Direct Effect

The direct effect test examines the relationships between the independent and dependent
variables in the research model. This test is conducted to determine the magnitude of the direct
influence exerted by the independent variables on the measured dependent variables. Significant
path coefficient values indicate a strong direct effect, whereas lower values reflect weaker effects.
The results of the direct effect test, based on the calculated path coefficients in the model, are
presented below.

Table 4. Direct Effect

Sample T statistics P
Variable Mean values Hasil
™M) (]O/STDEV |)

H1 : Commitment ->

L 0.301 4.908 0.000 Significant Positive
Motivation
H7 : Motivation ->
Employee 0.778 25.615 0.000 Significant Positive
Engagement
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H3 : Return and

Compensation -> 0.330 5.378 0.000 Significant Positive
Motivation
H2 : Training

Development -> 0.255 4.815 0.000 Significant Positive
Motivation

Source : Primary data is processed, 2025

Based on Table 4 (Direct Effect), the results of the path coefficient analysis for the direct
relationships among variables indicate that all tested relationships have positive and significant
effects. The following is a detailed explanation of the direct effect test results:

1. Commitment — Motivation (H1) shows a T-statistics value of 4.908 and a P-value of 0.000,
indicating a significant positive effect. This result suggests that Commitment has a
significant positive influence on Motivation.

2. Motivation — Employee Engagement (H7) has a T-statistics value of 25.615 and a P-value of
0.000, which is also statistically significant. This finding indicates that Motivation has a
significant positive effect on Employee Engagement.

3. Return and Compensation — Motivation (H3) shows a T-statistics value of 5.378 and a P-
value of 0.000, indicating a significant positive effect. This result demonstrates that Return
and Compensation significantly influence Motivation.

4. Training and Development — Motivation (H2) has a T-statistics value of 4.815 and a P-value
of 0.000, indicating a significant positive effect. This finding suggests that Training and
Development have a significant positive influence on Motivation.

Indirect Effect

The indirect effect test is conducted to determine whether a mediating variable influences
the relationship between the independent and dependent variables. This test is important for
providing a deeper understanding of the underlying mechanisms involved in the relationships
among the variables examined. The results of the indirect effect test, based on the path analysis
performed, are presented below.

Table 5. Indirect Effect

Variable Sample T statistics P values Result
Mean
H4 : Commitment->
Motivation -> D o
0.234 4.748 0.000 Significant Positive
Employee Engagement

H6: Return and

Compensation ->
Motivation -> Employee , ,5¢ 5.235 0.000 Significant Positive

Engagement
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H5: Training
Development ->
Motivation ->
Employee 0.198 4.607 0.000 Significant Positive
Engagement

Source : Primary data is processed, 2025

Based on Table 5 (Indirect Effect), the results of the indirect effect analysis indicate that
all tested relationships have positive and significant effects. The following explains the results in
detail:

1. Commitment — Motivation — Employee Engagement (H4) shows a T-statistics value of
4.748 and a P-value of 0.000. This indicates that Commitment has a significant indirect effect
on Employee Engagement through Motivation.

2. Return and Compensation — Motivation — Employee Engagement (H6) has a T-statistics
value of 5235 and a P-value of 0.000. This result demonstrates that Return and
Compensation have a significant indirect effect on Employee Engagement through
Motivation.

3. Training and Development — Motivation — Employee Engagement (H5) shows a T-
statistics value of 4.607 and a P-value of 0.000. This indicates that Training and Development
have a significant indirect effect on Employee Engagement through Motivation.

Discussion

The findings of this study provide comprehensive insights into the relationships among
commitment, motivation, training and development, return and compensation, and employee
engagement within four-star hotel companies in Batam City. Overall, the results demonstrate that
all hypothesized relationships are positive and statistically significant, both directly and
indirectly, confirming the robustness of the proposed research model.

The results indicate that commitment has a positive and significant effect on motivation.
This finding suggests that employees who demonstrate a strong sense of attachment, loyalty, and
responsibility toward their organization tend to exhibit higher levels of motivation. Employees
with high commitment are more willing to exert extra effort, align their personal goals with
organizational objectives, and remain dedicated to their work. This result is consistent with
previous studies, which found that organizational commitment plays a crucial role in enhancing
employee motivation by fostering a sense of belonging and emotional attachment to the
organization.

Furthermore, the analysis reveals that motivation has a strong and significant influence
on employee engagement. This finding highlights motivation as a key driver of employee
engagement in the hospitality industry. Motivated employees are more enthusiastic, energetic,
and dedicated to their work, which encourages them to actively participate in organizational
activities and contribute beyond their formal job requirements. This result supports prior research
emphasizing that both intrinsic and extrinsic motivation significantly enhance employee
engagement, particularly in service-oriented industries where employee performance directly
affects service quality and customer satisfaction.

The results also demonstrate that return and compensation have a positive and
significant effect on motivation. This finding indicates that fair and competitive compensation
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systems play an essential role in encouraging employees to perform better and remain motivated.
When employees perceive that their efforts are rewarded appropriately through salaries,
incentives, and other benefits, they are more likely to feel valued by the organization. This
perception strengthens their motivation and willingness to contribute to organizational goals.
This result aligns with previous studies that emphasize the importance of compensation systems
in shaping employee motivation and job satisfaction.

In addition, training and development are found to have a positive and significant effect
on motivation. This suggests that providing employees with opportunities to improve their skills
and competencies enhances their confidence and enthusiasm at work. Training programs not
only equip employees with technical and soft skills but also signal organizational support and
investment in employee growth. Such support increases employees’ motivation and commitment
to the organization. This finding is consistent with earlier research highlighting that effective
training and development programs contribute significantly to employee motivation and long-
term organizational performance.

The indirect effect analysis further confirms the mediating role of motivation in the
relationship between commitment, return and compensation, training and development, and
employee engagement. The results show that commitment indirectly influences employee
engagement through motivation, indicating that motivated employees serve as a critical
mechanism linking commitment to engagement. Similarly, return and compensation indirectly
affect employee engagement through motivation, suggesting that compensation enhances
engagement by first increasing employee motivation. Training and development also indirectly
influence employee engagement through motivation, emphasizing that training initiatives
strengthen engagement by fostering motivated and capable employees.

These findings reinforce the importance of motivation as a central factor in enhancing
employee engagement. Motivation functions as a bridge that connects organizational practices —
such as commitment-building initiatives, compensation systems, and training programs —to
positive employee outcomes. High levels of employee engagement contribute not only to
improved individual performance but also to organizational effectiveness, service quality, and
competitive advantage in the hospitality industry.

Overall, the results of this study suggest that hotel management should prioritize
strategies aimed at strengthening employee commitment, providing fair and attractive
compensation, and implementing effective training and development programs. By fostering
employee motivation through these initiatives, organizations can enhance employee engagement
and ensure long-term organizational sustainability.

CONCLUSIONS

This study set out to explore how Emotion Artificial Intelligence (Emotion Al) influences
Based on the results of this study conducted in several four-star hotels in Batam City, it can be
concluded that employee engagement is influenced by work motivation, commitment, training,
and the compensation received by employees. Motivation acts as a key factor that links
commitment, training, and compensation to the level of employee engagement. When employees
feel motivated, receive relevant training, demonstrate strong commitment, and obtain fair
compensation, they tend to be more enthusiastic in performing their duties and contribute
optimally to the organization. Therefore, managerial attention to these aspects is crucial
in order to enhance employee retention and productivity in the workplace.
88| ECOBISMA (Jurnal Ekonomi, Bisnis dan Manajemen) Volume 13 No. 1 (2026)

gm Creative Commons Attribution-NonCommercial-Share Alike 4.0 International License.


https://creativecommons.org/licenses/by-nc-sa/4.0/

P-ISSN : 2477-6092 : "
E-ISSN : 2620-3391

2 IECORBISMATE

Jurnal Ekonomi, Bisnis dan Manajemen

( Jurnal Ekonom1 BlSIllS dan Manajemveh:')’f'

To optimize organizational performance, several recommendations can be
considered by hotel management. These include prioritizing employee development
through regular training programs and appropriate recognition, fostering a supportive and
comfortable work culture in which employees feel heard and valued, and providing
transparent and fair compensation and incentive systems to motivate employees and
maintain their loyalty to the organization.

For future research, it is recommended to examine comparisons across different
hotel classifications, such as three-star hotels, five-star hotels, or Sharia-based hotels.
Future studies may also incorporate additional variables, such as leadership style and
work—life balance, to further explain employee engagement. Moreover, adopting a
qualitative research approach could provide deeper insights into employees’ experiences
and perceptions.
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