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ABSTRACT

PT MTH77 is a State-Owned Enterprise which specializes in four main businesses, 1) manufacture and assembly, 2) managed
service, 3) digital service, and also 4) system integrator. Based on the company’s annual report, PT MTH77 struggles to generate
profits in the last five years, 2016 to 2020. Moreover, the company had over Rpl trillion of debt back in 2020. This condition
impacted the employees, where PT MTH77 was not able to fulfill its employee rights in terms of salary payment for seven months
in 2019, which would also then affect its employee experience. Furthermore, the company also suffers from high turnover rate in
the same period. This research aims to assess the factors that impact employee experience and its relationship employee
engagement, which is believed to be the outcome of employee experience based on multiple literatures. The research uses a mixture
of quantitative analysis, through literature review and questionnaire, also qualitative analysis, through in-depth interviews with
some informants who have adequate experience and knowledge for this study. The result of the analysis shows that employee
experience has a positively significant relationship and highly correlated with employee engagement. This means that employee
experience would impact the employee engagement. When employee experience is positive, employee would be more engaged in
their workplace, and vice versa. In addition, out of the three dimensions of employee experience used in this research, human
resource practices dimension has the biggest impact on determining employee experience at PT MTH77, followed by work
environment dimension and also leadership dimension. Nevertheless, this research also found a few issues related to the
implementation of employee experience and employee engagement at PT MTH77.
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INTRODUCTION

In the new millennium, organizations are moving towards a more open and collaborative environment. In this era, managers,
especially those related to the human resources, are focusing more on their employee experience. Focusing on employee experience
is thought to improve numerous of things, such as employee engagement, decision making quality, and even performance (Itam &
Ghosh, 2020). Employee experience can be perceived as a long-term effort by an organization to redesign the organization in order
to achieve its objectives. Employee experience can be seen from multiple perspectives. From the employees, experience can be
described simply as how is it like to work in their organization. While from the organization, experience can be described as the
environment that is designed for the employees, and what the organization believes the reality of its employees should be like
(Morgan, 2017). As mentioned previously, a good employee experience in an organization would lead to a creation employee
engagement, where it is thought to be an outcome needed by organizations to help them become productive, thus achieve their
objectives (Durai & King, 2018). In regard to employee engagement, Indonesia is doing better than the global average, statistically,
with 76 percent compared to the global average of 66 percent according to a study by Qualtrics in 2021. Moreover, 95 percent of
Indonesian workers believe that it is important to be listened by the company, with 78 percent of them said that they are given
opportunities to give feedback in their organizational environment. Nonetheless, only around 44 percent of them said that their
organizations react well on feedback (Qualtrics, 2021). Employee engagement is an important aspect in every organization,
including State-Owned Enterprises.

PT MTH77 is one of the State-Owned Enterprises in Indonesia. Out of the 38 SOEs that are generating loss in 2020, PT MTH77
is one of them. Based on its latest financial report, PT MTH77’s revenues are not consistent in the last five years. In the period of
2016 to 2020, PT MTH77 has continuously generated loss in all period, but one year, which is in 2017. In 2017, the company’s
profit reached around Rp2.6 billion. The worst financial condition, which happened in 2019, saw a loss of around Rp434 billion.
The numbers got better in 2020 compared to the previous year, where the company ‘only’ generated around Rp158 billions of loss.
Other than the financial aspect, there are also a few issues related to the company’s performance. For example, PT MTH77 was
not able to fulfill the salary for some of its employees for seven months, since 2019. It is related to the unstable financial situation,
where its debt has reached more than Rp1 trillion back in 2020. The circumstances have also affected the company in terms of its
human resources. It is reported that there has been an increase in employee turnover, especially in the last two periods (2019 and
2020). The lowest turnover happened in 2016 with 2 percent, and the highest in 2020 with 10.5 percent of turnover rate.
Furthermore, the company also lacks of people development programs where some programs which are not implemented in 2019
are suddenly being implemented in 2020.

LITERATURE REVIEW

The conceptual framework is important to the big picture of this research. The main concepts used in in this study are related to
employee experience and employee engagement, with employee experience being the main concept here. This research aims to
find the drivers for employee experience and study the relationship between employee experience and employee engagement at
PT MTH77. In order for organizations to achieve end result like employee engagement, they have to realize that their employees
need to be treated right first. Positive employee experience is believed to be resulted in creating employee engagement (Durai &
King, 2018). The quality of employee experience would directly influence some things, and employee engagement being one of
them (Plaskoff, 2017).
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It is thought that employee experience will result in employee engagement, which then would impact the business value under
different measurements. In order to analyze the objectives of the research, this study uses the concepts that mainly discuss about
employee experience and employee engagement, including the dimensions that would shape each concept. The concepts are
adopted from multiple models proposed by Morgan (2017); Deloitte (2017); Rasca (2018); Plaskoff (2017); Febriansyah & Ginting
(2020); and V & Padashetty (2018).

Figure 1: Conceptual framework
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In the conceptual framework, this research uses three dimensions of employee experience, and seven dimensions for employee
engagement. In the employee engagement concept, the dimensions are work environment, HR practices, and leadership.
Meanwhile, in the employee engagement concept, the dimensions are energy, organizational pride, turnover intention, proactive,
constructive criticism, resilience, and promotion. Figure 2.2 shows the used conceptual framework in this research.

Employee Experience

According to Gallup, employee experience can be described as the journey in which an employee in an organization takes. The
journey includes all the activities and interactions an employee made starting from the first day they came to the organization, up
until their post-tenure. These interactions are a very important aspect for the employee because it would shape their perceptions of
the organization, from their point of view. Moreover, it would impact their performance directly and the employer branding
(Gallup, 2018). Similarly, Maylett & Wride (2017), also described employee experience as the overall sum of perceptions from
employees regarding their interactions with the organization in which they are working for. Employee experience can lead to an
overall positive outcome for the employees.

Moreover, based on a study on 22,000 samples around 43 countries, IBM found out that a positive employee experience would
have a positive impact on employee retention, discretionary effort, and also employee performance. Other findings found that the
organizations that are included in the top 25 percent on their employee experience on the study, report around three times more the
return on assets and double the return on sales compared to companies in the bottom quartile (IBM, 2019). In addition, a study by
MIT shows that companies in top-quartile in employee experience achieved double numbers of innovation, twice the customer
satisfaction, and higher profits compared to companies in the bottom-quartile (Deloitte, 2019).

There are three kinds of environment that could impact the employee experience. From these three, each of the environment plays
a different role, thus has a different contribution. The three environments are 1) cultural environment, which contributes around
40 percent to employee experience; 2) technological environment, which contributes 30 percent; and 3) physical environment, also
contributes 30 percent to employee experience (Morgan, 2017). Moreover, a survey conducted by Deloitte shows that employee
experience is driven by three things, 1) company culture, with 49 percent of employees’ votes; 2) technology and tools, with 29
percent; and 3) physical environment, with 22 percent (Rasca, 2018). Similar to that, Shivakumar (2020) believes that employee
experience consists of three tenets, 1) physical experience, which includes the norms implemented in the workplace and the
accessibility of the facilities; 2) digital experience, which underlines the online channels that could drive engagement; and 3)
emotional experience, which underlines that employee experience is shaped by numerous emotional related things, like
organizational culture, values, trust in leadership, also fairness and inclusiveness in the environment.

A research by V & Padashetty (2018) shows the relationship between employee experience and employee engagement. The study
resulted in a significant relationship between the two variables. In this case, employee experience mainly consists of three things,
1) organization climate; 2) HR practices; and 3) leadership. Furthermore, each of the three driver of employee experience scored
a very positive influence on employee engagement. Based on these concepts, this research will use three dimensions for employee
experience, 1) work environment; 2) HR practices; and 3) leadership.
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Employee Engagement

Employee engagement is a relatively new concept that is applied collectively by businesses around the world. The concept basically
switched the previous concept, which is how an organization can reap the benefits and extract values from its employees, to a more
employees-focus. In this matter, organizations focus on what they can do to benefit their employees, while also understand how
and why their employees do what they do. There are lots of good outcomes that come from an engaged environment, such as more
productivity, stay at the company longer, and also make them much happier compared to those whose employees are not engaged
(Morgan, 2017). Employee engagement is such an important aspect to an organization. As a study by Gallup (2020) shows that
employee engagement would drive the performance of the organization, particularly during hard times. The study further found
that out of more than 60,000 studied business units, the highly engaged ones were more resilient than the rest, especially during
the period of recessions.

Organizations in which their employees are engaged would drive positive outcomes, such as an increase in productivity. Highly
engaged employees would lead to increase in revenue and shareholder value among other things. Engaged employees are not just
a goal for HR in organizations, it should be a fundamental factor that would shape how they operate (Fulcher, Marasco, & Cote,
2021). Employee engagement is slightly different to employee experience, a principal at Deloitte Consulting said that the difference
between the two is that “Employee engagement was very top-down, the organization deciding what employees needed. Employee
experience, by contrast, brings employees into the conversation to look at the work itself, finding out what employees need to do
their work, to make them successful.” (Mosley, 2020).

According to a study by Aon Hewitt, employee engagement can be categorized into three observable facets (Aon Hewitt, 2015):

- Say, where employees are speaking positively about their organizations to other parties, such as colleagues, customers,
even potential employees. In this case, employees would recommend their workplace to their connections who are
seeking employment while also telling great things to other parties about their workplace.

- Stay, where employees feel the sense of belonging by taking part in their organizations. These employees would not
think about leaving their workplace and would take a lot for them to even think about it.

- Strive, where employees put effort towards their work. These employees are inspired by their organizations to do their
best work every single day.

Furthermore, employee engagement can also be categorized into three levels according to how engaged the employees in their
respective organizations, which are (Swarnalatha & Prasanna, 2013):

- Engaged employees, are the employees who have special connection with their organizations. These employees are
passionate in their work, would create innovations, and even drive the organizations forward.

- Not engaged employees, are the employees who are mentally “checked-out”, meaning that they just stroll the day, give
time, but not energy to their work.

- Actively disengaged employees, are the employees who are unhappy at their workplace. Moreover, they want other people
to know about their unhappiness and undermine the engaged employees.

Lastly, according to Febriansyah & Ginting (2020), employee engagement can be categorized into seven dimensions, which are 1)
energy; 2) organizational pride; 3) turnover intention; 4) proactive; 5) constructive criticism; 6) resilience; and 7) promotion.

Objectives of the Study

This research emphasizes the relationship between employee experience and employee engagement at PT MTH77. The
objectives for this study are:
1. To identify the factors that influence employee experience at PT MTH77

2. To evaluate the relationship between employee experience and employee engagement

Furthermore, this paper highlights the implementation of employee experience in an organization, which is thought to be one big
factor that would create an engaged environment. This concept which would then be applied in an organization to make sure that
if they want to achieve significant business values, such as innovation, productivity, employer branding, and even retain their best
employees, they have to first make the employees’ journey, from the first time they join the company, up until they are no longer
become part of it, as positive as they possibly can.
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Hypothesis
1. Ho: Work Environment has no significant influence on Employee Experience

H1: Work Environment has significant influence on Employee Experience
2. Ho: Human Resource Practices has no significant influence on Employee Experience

H1: Human Resource Practices has significant influence on Employee Experience
3. Ho: Leadership has no significant influence on Employee Experience

Ha: Leadership has significant influence on Employee Experience
4. Ho: Employee Experience has no significant influence on Employee Engagement

H1: Employee Experience has significant influence on Employee Engagement
METHODOLOGY

This research uses a mix of qualitative and quantitative methods. For the qualitative method, the author uses in-depth interviews
to further explore and get direct insight into the study from the interviewees who have been working in the company for some time,
thus have sufficient yet relevant knowledge related to the research. Moreover, the author also uses quantitative methods to support
the insights from the employees in a more general way. The first method is through a survey that will be conducted to the employees
of PT MTH77, the author will also utilize secondary data such as literature review and existing data from the company. The
literature that will be used for this research are articles, books, and journals related to the research about employee engagement in
organizations, particularly at PT MTH77. The questionnaire for this research is distributed to the employees of PT MTH77 from
different departments. Over the course of two weeks, from February 22, 2022 to March 7, 2022, the successfully distributed
questionnaires are 32 questionnaires. The researcher has distributed 60 questionnaires, this makes the comparison rate of return of
the questionnaires of around 53.33 percent response rate.

This method uses Likert scale, which consists of five response points, such as Strongly Agree, Agree, Neutral, Disagree, and
Strongly Disagree. Nonetheless, to make the responses more certain, this research does not put the Neutral option under the
questionnaire. So, there would only be four options, Strongly Agree, Agree, Disagree, and Strongly Disagree. Furthermore, to get
more detailed information related on this study, the researcher also interviewed a few employees at PT MTH77, from different
divisions. The interviewees here are asked the same question with the statements in the questionnaire. On top of that, the researcher
also asked a few more questions to get a more detailed view and perspective from the employees. The interview is conducted in
Bahasa Indonesia but will be translated to English in the Appendix. Furthermore, this interview is open-ended, where the
interviewees can answer the questions by elaborating their points to further clarify what they want to tell. The interviewer would
not lead the answer to the following questions but could ask for any follow-up (Creswell, 2013).

Table 1: The blueprint of employee experience for survey and interview

No. Dimension Indicator

1. Work Environment 1. I have a supportive work environment.
2. My work environment allows me to share my opinions
3. My work environment allows me to share knowledge
4. | have a collaborative work environment
2. HR Practices 5. My company provides clarity over my roles and job expectations
6. My company provides rewards for my performance
7. My company provides me the access to the facilities that support my work
8. My company provides me with work flexibility
9. My company provides me learning and development
3. Leadership 10. My superior(s) can communicate clearly

11. My superior(s) can become my coach and mentor
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No. Dimension Indicator

12. My superior(s) cares about my well-being

Table 1 shows the blueprint of employee experience for the survey and interview, designed with 3 dimensions, Work Environment,
HR Practices, and Leadership, that are collected from multiple sources in the literature review.

Table 2: The blueprint of employee engagement for survey and interview

No. Dimension Indicator

1 Energy 13. | feel energized whenever | do my job

2. Organizational 14. | feel proud of working in my company
Pride

15. | feel proud of being associated with my company
3. Turnover Intention 16. 1 think about quitting my current job

17. 1 see myself working in my company in the next 12 months

4, Proactive 18. | take initiatives to find solutions to issues faced by my company
5. Constructive 19. 1 give constructive criticism my colleagues and superiors
Criticism

20. | receive constructive criticism from my colleagues and superiors
6. Resilience 21. 1 am able to recover from stressful conditions

22. | can work under pressure and stressful situations
7. Promotion 23. 1 would speak highly of my company

24. | would recommend my organization to other parties

Table 2 shows the blueprint of employee engagement for the survey and interview, designed with 7 dimensions, Energy,
Organizational Pride, Turnover Intention, Proactive, Constructive Criticism, Resilience, and Promotion, that are collected from
multiple sources in the literature review.

RESULT AND DISCUSSION

Employee Experience and Employee Engagement Statistical Analysis

To measure the correlation between two variables, employee experience and employee engagement, linear regression is used in
this analysis. Linear regression measures the relationship between the independent variable, in this case is employee experience,
and the dependent variable, namely employee engagement.

Table 3: Employee experience and employee engagement correlation

Employee Experience Employee Engagement
Employee Experience Pearson Correlation 1 A456**
Sig. (2-tailed) .009
N 32 32

As seen from Table 3, there are two variables used in this research, employee experience, as the independent variable, and employee
engagement as the dependent variables. Based on the result, both variables scored a positive relationship, with 0.456 correlation
score. It could mean that the higher the experience of the employees, seen from three dimensions, the higher their engagement,
seen from seven dimensions, and also vice versa. Moreover, it could be seen that the significance value is 0.009 (p < 0.05), which
indicates that there is a significant relationship between the two variables.

239



South East Asia Journal of Contemporary Business, Economics and Law, Vol. 26, Issue 1

) ISSN 2289-1560

Table 4: Employee experience dimensions and employee experience correlation

Employee Experience

Work Environment Pearson Correlation .873**
Sig. (2-tailed) .000
N 32
HR Practices Pearson Correlation .885**
Sig. (2-tailed) .000
N 32
Leadership Pearson Correlation .705**
Sig. (2-tailed) .000
N 32

Table 4 sees the correlation between employee experience and its dimensions, 1) work environment, 2) HR practices, and 3)
leadership to see which dimension is the most impactful to create employee experience at PT MTH77. Based on the statistics, it
can be seen that every dimension scores a positive correlation with experience. In this case, HR practices scores the highest
correlation with employee experience, with a coefficient of 0.885. Work environment follows in the second place with 0.873
correlation coefficient, and leadership 0.705 correlation coefficient. Furthermore, all of the dimensions are positively correlated
with employee experience, with a significance level of 0.000 (p < 0.05), which means that all three dimensions are highly
significant to employee experience.

Employee Experience Analysis

In the work environment dimension, most of the responds are in the Agree and Strongly Agree scale. This could mean that the
work environment at PT MTH77 is good, knowing that most of the employees agree that they have supportive work environment
(3.38 average score out of 4.00 in total), able to share opinions (3.42), able to share knowledge (3.28), and collaborative workplace
(3.44). This is quite in line with the interview results. Every informant said that the work environment at PT MTH77, seen from
the same instruments is quite good. Everyone agrees that the work environment is supportive towards each other, whether from
the superiors, or the co-workers. Some respondents emphasizes that their workplace lacks of human resource, so they have to be
supportive with each other. For sharing opinions, every informant agrees that doing this is something that they are able to do, daily.
Able to share their opinions would bring employees together, generate more perspectives, and make the employees feel empowered
(Plaskoff, 2017).

They could also share knowledge with their peers, either work or non-work related things. Giving the platform for the employees
to share their knowledge would promote psychological safety and freedom of opinions (Workday Peakon, 2018). Organizations
need to provide an environment where employees are not afraid to share knowledge and feel the fear of it (Jacobson, 2021). This
could be done through a few things, such as the daily meetings, or even webinars which are done 2 times every month. Webinars
here could be used as the platform for them to be able to share what they know. For the collaborative environment, most of the
respondents said that they have not found any problem towards the collaborative environment, whether it is between the employees
under the same division or different ones. Collaborative work environment can increase employee’s productivity, collective
intelligence, and knowledge sharing (Shivakumar, 2020). Nonetheless, some respondents sometimes found difficulties to work
together with people under different division, caused by the personals who make it difficult to work collaboratively. Supportive
work environment would give employees the freedom to perform at their best through spaces to collaborate on (Gallup, 2018).

For the human resource practices dimension, most of the respondents agree that PT MTH77 has managed to support them with the
facilities they need with an average score of 3.31. Most of the employees also agree that PT MTH77 has provided them with clarity
over their roles and job expectations (3.00). Nevertheless, other items have relatively lower average score. For example, most of
the employees disagree that PT MTH77 has provided them with rewards system for their performance, (2.44). A lot of employees
also divided in terms of the work flexibility that is provided by the company (2.69), and in terms of learning and development
(2.59). These results are quite in line with the interview results. Most of the respondents agree that they have experienced a clarity
over their roles at work and their job expectations. They know what sort of tasks that they should do, their Key Performance
Indicator, and what is expected from them. Nevertheless, some respondents said that they do not find their roles and job
expectations clearly. One respondent said that they do not get any clear job descriptions. In this case, their division has to make
adjustments themselves. Another respondent said that they do have a clear Standard Operating Procedures, so they have to justify
it by themselves. The respondent also said that the guidelines are not updated on time by the responsible parties.

For the rewards received by employees for their performance, most of the respondents disagree that they have received rewards
from the company. Every single respondent said that they have not received any kind of rewards for them. Giving out rewards for
the employees’ performance would drive employee job satisfaction (Rasca, 2018). In this case, a few respondents said that the
company has planned to make a policy for rewards system. Nonetheless, it is still under formulation since a long time. The only
rewards given by PT MTH77 for the employees only happen once in a year, when it celebrates its birthday. In terms of access of
facilities, all of the respondents agree that they found it easy to access any facilities to support their task. The only issue is also
related to the human resource, where sometimes they could not access the facilities because of the high egos of the personals from
other divisions. For the work flexibility policy, all respondents disagree that they are given options by the company to work
anywhere they want to as long as they can finish their work.
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Providing work flexibility is thought to increase the employees’ productivity, also less-stressed employees (Morgan, 2017). PT
MTH77 is a State-Owned Enterprise, which is operating under the Government. In this case, the company must comply the
regulations made by them. Some respondents said that some leaders at PT MTH77 have tried to make exceptions for the employees
to work more flexible. However, this only happens on a very few divisions. For the learning and development, Deloitte (2017) said
that growth opportunity provided by organizations is one factor that contributes positively to employee experience. However, most
of the respondents disagree that PT MTH77 has given them enough programs throughout their working years. Because of this,
employees have to learn new things by themselves. A respondent highlights that the employees at PT MTH77 still have to
constantly upgrade their capabilities. Some respondents also said that the learning and development done now, which is through
webinars, probably the only platform that they can use because of the tight budget.

In the leadership dimension, the measurement is based on three items, the clear communication made by the superiors, the ability
of superiors to become a coach and mentor, also the ability of superiors to take care of the employees’ well-being. In this case,
every item scores > 3.00. The result shows that every respondent’s experience towards their leaders are positive, where most of
them agree to all three items. The respondents mostly agree on whether their superior(s) can communicate clearly to them, either
work related, or non-work-related matters (3.19). This also shows that the superiors are able to build an effective and efficient
communication. The second one is the ability of the superiors(s) to become a coach and mentor, where most of respondents agree
to it (3.13). This could mean that their superior(s) cares about their team members, will pass knowledge and experience, while also
put forward the interest of the organization. The last one is the ability of the superior(s) to take care of their well-being, where most
of the respondents also agree to it (3.03).

Based on the interview results, all of the interviewees agree that their superior(s) can communicate with them clearly, either
regarding the work or non-work-related matters. They would give them feedback throughout the process. This is done to make
sure that the tasks they do are in line with the objectives. For the second item, which is the ability of the superior(s) to become a
coach and mentor, the majority of them agree on that. Some respondents said that whenever they face any kind of issue either in
work or non-work-related matters, they would consult with their superior(s), which would then guide and help them on how to
solve their issues. Some respondents, who are relatively new to their respective positions also said that their superior(s), who used
to hold the same positions as them now, are able to be coached and mentored by their superior(s). Their However, some respondents
feel that they have not got the leaders that are able to become their coach and mentor. For example, one informant said that they
have not been able to experience this kind of leader, and it would be much appreciated for them if a leader can spend more time
with their subordinates to coach and mentor them.

The last one is related to the ability of the ability of the superior(s) to take care of the employees’ well-being. Well-being can be
factors by many things, such as having a life that is full of love, attain all the energy to do what the employees want to do, also
giving back to the community (Gallup, 2018). Based on the interview, all of the informants have the same answer. They all agree
that their superiors care about their well-being. For example, one informant said that their leader would regularly ask their
subordinates about their life, such as the problems they face either work or non-work related and would offer support. Another
informant said that their superior(s) would give them some time off to take break whenever they need time to get away from their
task, especially since the pandemic hit.

Employee Engagement Analysis

In the first employee engagement dimension, energy, which is measured by whether the respondents feel energized whenever they
do their job, all of the respondents agree that they do feel energized (3.16 average score). Feeling energized means that the
employees feel comfortable doing their work, which would then keep them energized and motivated, even though the conditions
of the company is not at normal conditions. Organizations with high energy cultures tend to have higher and long-term performance
compared to those with low level of energy (Storey, et al, 2009). Based on the interview results, only one informant feels energized
whenever they go to work. Furthermore, this informant highlights that the most important thing in this matter is not about whether
someone feels energized or not whenever they do their jobs. The thing that matters most is whether someone is able to finish their
job under all the deadlines, pressures, and stressful conditions. Other than that, all of the informants respond to the question with
a “so-so” answer. Furthermore, all of the informants also emphasize the importance of finishing their jobs and solving the issues
because at the end of the day, the only thing seen from afar is the output, the results of the work, not the process.

For organizational pride, the dimension is measured by whether the respondents are proud of working at PT MTH77 and whether
they feel proud of being associated with the company. In this dimension, the survey result shows the exact score for both items
(3.06). This means that the employees feel that working for PT MTH77 has been a positive thing for them. This is very in line with
the results of the interview, where the majority of the informants highlight the comfort of working at PT MTH77, also the
friendship, and kinship they made with other employees throughout the years. An employee who is proud and confident when they
are being associated with the company they work for would lead to an engaged employee and promote their company to their
clients and employees from other companies to join their organization (Febriansyah & Ginting, 2020). As previously mentioned,
most of the employees agree that they have organizational pride towards their company, PT MTH77. Based on the interview result,
all of the employees feel proud of working for PT MTH77 and being associated with the company. In this case, the employees
believe that they are currently building something together. An informant underlines how the organization at PT MTH77 is
relatively small compared to other companies, especially other State-Owned Enterprises, which make it easier for the employees
to communicate with the top management and other divisions. Moreover, in terms of pride of being associated with the company,
some of the informants said they are proud of it. This is because whenever a person hears or sees PT MTH77, they would remember
the employees.
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For turnover intention dimension, it is measured through two items, which is the intention of the employees to resign from their
current position, and whether the employees see themselves working for PT MTH77 in the next 12 months. As of the first item,
all but one informant said that they have no intention to quit their job, even under the current conditions. Even so, some respondents
have thought about quitting their job previously, particularly when the crisis was starting to come out. They have to consider many
factors before they decide that they would either continue or quit. Some informants have families who need to fulfill their basic
needs. But because of the awful financial conditions faced by PT MTH77 in those periods, they were thinking about quitting.
Nonetheless, after a few careful thoughts and evaluations, also the gradually improving conditions, they decide to stay at the
company. One informant highlights that the main reason for the employees who stay on despite the situations are because they feel
comfortable working for PT MTH77, where the work environment is supportive, and frictions are very rarely happen. For one
informant who said that they would resign from their current position, they believe that it is difficult to leave the company after
more than ten years of experience, because of sentimental reasons. They believe that they have learned and developed so much in
their time at PT MTH77. For the second item, which is related to whether the informants see themselves still working for PT
MTH?77 in the next 12 months, shows that all of the respondents believe that they would still be working for PT MTH77 12 months
from now.

The next dimension of employee engagement is related to the proactiveness of the employees at the company. This is measured
through whether the employees take initiatives to find solutions to the issues they found in their work. Of all the respondents to
the survey, most of them agree that they would do that (3.16). This shows how much the employees at PT MTH77 wants to fix the
problems they faced as they possible can, either by themselves, or by collaborating with other stakeholders. It is believed that
people who have proactive personality would have higher job performance, and often achieve success in their career (Robbins &
Judge, 2017). Engaged employees would have a high chance to exert considerable effort to help their organization solve problems
(Foresee, 2014). Based on the interview results, all of the informants believe that they do take initiatives whenever there is an issue
towards their job. Some informants said that they do not like to delay their work by procrastinating. They would prefer to find the
solutions as soon as possible by themselves first. Nevertheless, if somehow they still find any difficulty in solving the problems,
they would consult and ask for second opinions from their surroundings. An informant believes that every employee at PT MTH77
would face problems, for almost every single day. So, being proactive is something that needs to be done by everyone.

For the constructive criticism, the dimension is measured by two items. The first one is whether the respondents can give
constructive criticism to their peers and superiors and whether they can receive constructive criticism from their peers and
superiors. The result of the survey shows that most of the respondents agree that they can give constructive criticism in their
workplace, with an average score of 3.00, and most of the employees also agree that they receive constructive criticism from their
colleagues and superiors, with an average score of 2.97. Both of these shows that constructive criticism is something that can be
done quite easily at PT MTH77. The point of constructive criticism is not making things worse but helping other related parties to
make things right by supporting them and showing the right way to solve problems (Febriansyah & Ginting, 2020). From the
interviews, the informants are asked whether they can give and receive constructive criticism for and by their colleagues and
superiors in their environment. The results show that all of the informants agree that they can either give or receive constructive
criticism for their surroundings. Some informants highlight the importance of the culture of openness to do this. Some of the
informants also underline the importance of communications between co-workers, or with their superiors to make sure that
everything is according to the plan. The main objective for having constructive criticism is to right the wrong, while also to make
sure that the employees produce the highest quality of output.

For the resilience dimension, the measurement is using two items, which is whether the respondents are able to recover from
stressful conditions, and whether the respondents are able to work under pressure and stressful situations. The results show that all
of the respondents agree that they can recover difficult and stressful conditions (3.09). Most of the respondents also agree that they
are able to work under pressure and stressful conditions (3.03). A study concluded that resilience possessed by employees would
lessen several negative situations, such as work-related stress and burnout (Ojo, Fawehinmi, & Yusliza, 2021). These organizations
are also performed better during growth periods (Fergusson, Laan, Shallies, & Baird, 2020). Based on the interviews, the results
show that every single informant believes they can recover quickly whenever they are under pressure and stressful conditions.
Some respondents highlight that knowing that PT MTH77 is currently under crisis, every employee feels they are always under
pressure and stressful conditions. Recover quickly from these circumstances is important so that they can finish their jobs under
tight deadlines without making it difficult for other people. Furthermore, some respondents might need some time to take a break
for a minute and release their stress. This can be done by talking to their significant others, spend some time doing their hobbies,
and so on. After they are done taking a break and release their stress, the employees could then continue their jobs with a clearer
mind. This would help the informant to think with a clearer mind.

The last dimension of employee engagement is related to promotions showed by the employees of PT MTH77. This dimension is
measured by two instruments, whether the employees would speak highly of PT MTH77, showed by how they speak positively
about the company, and whether they would recommend PT MTH77 to the external parties. Most of the respondents agree that
they would speak highly of PT MTH77 (3.06), where they speak about positive things related to the company, such as the positive
experience they found in the company, the environment, and supportive co-workers rather than the negative ones. Moreover, when
asked about whether they would recommend PT MTH77 to the external parties, such as friends and potential partners, the answers
are divided between disagree and agree (2.72). It is believed that one of the biggest signs of an engaged employee is related to their
willingness to advocate, promote, and even invest in the organizations they work for (Febriansyah & Ginting, 2020). One of the
behaviors is where they create positive stories and have positive conversations regarding the organizations they work for with
either external or internal parties (Lockwood & Manager, 2007). From the interviews, the results show that all of the informants
would tell positive things about PT MTH77 to the external parties. Some informants believe that speaking positively about the
company would bring positive energy and good things to them and PT MTH77. Moreover, when talking about whether the
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informants would recommend PT MTH77 for the external parties, some informants would recommend PT MTH77 because they
believe that by joining the company, those people would get so many experiences that they probably would not get anywhere else.
The disagreed ones would not recommend people to join PT MTH77 because of numerous reasons, such as because they are aware
of the current conditions of the company and would not want anybody to experience the same.

Employee Experience and Employee Engagement Analysis

Based on the analysis, out of the three employee experience dimensions, which are work environment, human resource practices,
and leadership, human resource practices dimension has a very high significance, with 0.000 (p < 0.05) and the highest correlation
coefficient (0.885) with employee experience. This indicates that the statistical result rejects Ho while accepting Hi. This result
also means that human resource practices at PT MTH77 plays a significant role in influencing employee experience. This result is
in line with the previous studies, such as Yildiz, et al (2019), which concluded that employees who fully understand their roles,
goals, and expectations would drive positive perceptions of their organizations. They would also feel more attached to their
organizations. Rasca (2018) underlines that great organizations care about their employees’ achievements. They would show it by
giving them rewards for their performance either extrinsically, such as benefits and praises or intrinsically, through creating a sense
of pleasure while doing their work.

Giving access of the facilities needed by the employees to support their work is important, Morgan (2017) underlines that giving
out the access to any equipment or facility needed by employees would be impactful in creating employee experience. While the
vice versa would do more harm than good. Moreover, giving out options for the employees regarding where to work, as long as
they get their jobs done is important in creating employee experience, where it would drive productivity and satisfaction among
them. Lastly, a study by Itam & Ghosh (2020) stated that learning and development provided by an organization would impact
employee experience at the company positively. The second most influential dimension of employee experience is work
environment, where it has a significance value of 0.000 (p < 0.05) and correlation coefficient of 0.873 with employee experience.
This result indicates that the statistical result between work environment and employee experience rejects the Ho and accepts Hu,
where work environment at PT MTH77 would influence the employee experience at the company significantly. Positive work
environment would make employees feel like they belong and be part of the team, which is good for both the employees and
organization. Employees who do not feel like they are part of the team would lead to lower productivity and contribution (Morgan,
2017).

The last one is leadership dimension, where the correlation between this dimension and employee experience at PT MTH77 is also
very significant, 0.000 (p < 0.05) and correlation coefficient of 0.705 with employee experience. The statistical result rejects Ho
and accepts Hi. It means that leadership has a significant influence on driving employee experience at PT MTH77. This result is
in line with the previous studies, such as IBM (2019), which stated that the role of leadership in driving employee experience in
an organization is very crucial. V & Padashetty (2018) and Maylett & Wride (2017) also stated that leaders that are supportive,
inspire them to be the better version of themselves and can project their visions to their subordinates through clear communications
would create positive employee experience. Leaders who show that they care about their subordinates’ well-being also positively
impact their employee experience, where good leaders are aware that well-being would affect someone’s life (Gallup, 2018). As
previously mentioned, the correlation between employee experience and employee engagement at PT MTH77 is highly significant,
0.009 (p < 0.05), and a correlation coefficient of 0.456. These results indicate that both of the variables have a close relationship.
Employee experience implemented at PT MTH77 could determine the employee engagement. Based on the analysis, it can be
concluded that this research rejects Ho and accept Hi, meaning that employee experience has a significant influence on employee
engagement at PT MTH77. Moreover, the relationship between the two is positive. It means that if the employee experience at PT
MTH77 is high, it could result in a more engaged employee, also vice versa.

This result is in line with the previous studies used as the literature review. A study by Plaskoff (2017) concluded that the quality
of employee experience in an organization would directly influence employee engagement, which would then be resulting in other
outputs, such as performance. A study by IBM Corporation (2017) stated a similar result, where it is believed that a positive
employee experience would lead to a highly engaged employees. Another study by Durai & King (2018) also stated the same,
where the relationship between employee experience and employee engagement is high. The same thing can be said based on a
study by V & Padashetty (2018), which underlines the positive and significant relationship between the two variables, where
employee experience is thought to be the highly influential in building employee engagement.

CONCLUSION

The first research question in this study is related to the factors that influence employee experience at PT MTH77. Out of the three
dimensions of employee experience, human resources practices dimension, which can be seen from the clarity over their roles and
job expectations, rewards provided by the organization for their performance, access provided by the organization to support their
job, work flexibility, also learning and development provided by the organization has the highest correlation in determining
employee experience. Human resource practices dimension has a very high significance, with 0.000 (p < 0.05) and the highest
correlation coefficient, with 0.885 with employee experience. This result also means that human resource practices at PT MTH77,
which is measured by 1) the provision of roles and job expectations clarity by the organization, 2) the provision of rewards for the
employees’ performance, 3) the provision of access to facilities to support the employees’ work, 4) the provision of work flexibility,
and 5) the provision of learning and development, plays a significant role in influencing employee experience at PT MTH77.
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It is followed by work environment dimension, which is measured by the supportive work environment, able to share opinions,
able to share knowledge, also collaborative work environment. This dimension has a significance value of 0.000 (p < 0.05) and
correlation coefficient of 0.873 with employee experience. It shows that work environment at PT MTH77, which is measured by
1) supportive work environment, 2) able to share opinions, 3) able to share knowledge, and 4) collaborative work environment,
would influence the employee experience at the company significantly. The last one is the leadership dimension, which is measured
by the ability of the superior(s) to communicate clearly, the ability of the superior(s) to become coach and mentor, also superior(s)
who care about well-being of the employees. The correlation between this dimension and employee experience at PT MTH77 is
also very significant, with a significance value of 0.000 (p < 0.05 and correlation coefficient of 0.705 with employee experience.
It means that leadership has a significant influence on driving employee experience at PT MTH77.

However, there are a few instruments in the human resource practices that scored low in the survey and interview results. This is
where a lot and most of the informants and respondents disagree that they have been receiving rewards provided by PT MTH77
for their performance, work flexibility, also learning and development. The results show that the employees at PT MTH77 have
not received a fully positive experience from their time working at the company. Based on the literatures used as the concept,
these instruments play huge roles in determining the experience of an employee in their organization. So, in order to create better
employee experience, which resulted in engaged employees, an organization needs to provide its employees with these things
especially. Moreover, the second research question in this analysis is related to evaluate the relationship between employee
experience and employee engagement. Based on the analysis, it can be concluded that the dimensions of employee experience,
mainly work environment, human resource practices, and leadership, all have positive relationship with employee engagement.
This is in line with the literature review, where the literatures underline that experience felt by employees would lead to employee
engagement. This means that if an employee has a good employee experience, they would also be engaged with their organization,
and vice versa.

Furthermore, the result of the statistical analysis shows that the correlation between employee experience and employee
engagement at PT MTH77 is highly significant, with a score of 0.009 (p < 0.05), and a correlation coefficient of 0.456. These
results indicate that both of the variables have a close relationship. Employee experience implemented at PT MTH77 could
determine the employee engagement. This indicates that employee experience has a significant influence on employee engagement
at PT MTH77. Moreover, the relationship between the two is positive. It means that if the employee experience at PT MTH77 is
high, it could result in a more engaged employee, also vice versa.

In conclusion, seen from the statistical perspective, the human resource practices implemented at PT MTH77 would influence the
employee experience at the company the most, followed by the work environment and the leadership. This indicates that to create
positive employee experience, PT MTH77 needs to consider making human resource practices as its priority, particularly knowing
that based on the survey and interview results, most of the low scores are in this dimension, such as the provision of rewards for
performance, the provision of work flexibility, and the provision of learning and development. However, PT MTH77 also needs
to be careful of the other dimensions, work environment and leadership, which the survey and interview results are relatively high
in their score. The company must maintain and continue to improve all the instruments, even when the current conditions show
positive results.
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