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ABSTRACT

This study aims to analyze and prove partially or simultaneously the influence of transformational leadership, employee placement, competence and 
employee engagement on employee performance in construction and building companies in DKI Jakarta. The research method used in this research is 
descriptive quantitative method of causal approach from sample size of 237 respondents; data analysis method used is Structural Equation Modeling 
through Lisrel Program. Based on the results of the research, found that transformational leadership, employee placement and competence either 
partially or simultaneously have positive and significant effect on employee engagement with coefficient of determination (R2) of 51%. Similarly, 
transformational leadership, employee placement, competence and employee engagement either partially or simultaneously have a positive and 
significant effect on employee performance with the value of determination coefficient (R2) of 85%. To improve the performance of employees required 
the implementation of good transformational leadership, employee placement tailored to the potential and talents for employees, the competencies 
need to be improved and employee engagement should be improved.
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1. INTRODUCTION

The enactment of the era of Asean Economic Community (MEA) 
starting in 2016 has an impact on the level of increasingly fierce 
business competition in Indonesia. This is due to the entry to 
companies from countries incorporated into the MEA. This 
emerging competition makes companies able to grow or otherwise 
to decline to depend on the preparedness and strategy in the face 
of the competition.

Companies in the field of construction are also inseparable from 
the competition as expressed by the media which states that 
entering the Era of the ASEAN Economic Community, the entry 
to foreign construction services business (BUJKA) increasingly 
unstoppable.

Construction and building companies are classified into five types: 
Architecture, Civil, Mechanical, Electrical and Environmental.

The number of construction and building companies in Jakarta 
Capital City by medium scale scale is 61.10% with the number of 

5,870 businesses. While at least there is a Large-Scale Company/
business there are 688 companies/business, can be presented in 
the following figure.

Based on data obtained from several constructions and building 
companies in DKI Jakarta about employee engagement 
and employee performance, it is found that there are still many 
employees that do not have employee engagement and high 
employee performance towards the company.

The decreasing level of employee engagement to the company 
can be seen from the level of employee discipline which is one 
of the characteristics of vigor. Discipline level can be seen in the 
form of employee attendance.

Settling through human resources is necessary in restoring 
the company’s performance. Human resources are complex, 
unlike other production factors, human resources require good 
management, fostered and developed according to their talents 
and potentials. Management, development and human resource 
development of the company is expected to make qualified human 
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resources and they have an attachment (employee engagement) to 
the company so they can work with high spirits so that employee 
performance increases and corporate goals are achieved.

This is in accordance with research conducted by (Ashley et al., 
2011) stating that employee engagement has a significant effect 
on employee performance.

Many factors can affect employee performance such as: Leadership 
style, organizational culture, employee placement, discipline 
training, employee engagement, employee welfare, emotional 
intelligence, job satisfaction, competence, work environment, 
organization citizenship behavior and so on. Factors that may 
affect the quality of this human resource should receive attention 
to the management company.

2. LITERATURE REVIEW

2.1. Transformational Leadership
(McCleskey, 2014) states that, Leadership is what leaders do. It’s a 
process of leading a group and influencing that groups to achieve 
its goals. The leadership that creates positive and valuable change 
in followers is Transformational Leadership. Such leaders focus 
on “transforming” others to help each other, maintain one another, 
encourage and harmonize, and pay attention to the organization 
as a whole (Banks et al., 2016).

As a complete approach, transformational leadership can be used 
to describe leadership in a wide range of highly specific efforts 
to influence followers on a one-on-one level, to a vast effort 
to influence an entire organization and even an entire culture. 
Although transformational leaders play an important role in 
causing change, followers and leaders are bound together in the 
transformation process (Jin et al., 2016).

The transformational leadership theory provides evidence that 
when a leader uses a transformational leadership style, this theory 
generates the emotional attachment to followers or employees to 
the leader. The quality of the transformational leader can be judged 
by the impact that the leader has on followers. Employees develop 
trust and respect for transformational leaders and they are willing 
to exhibit extraordinary behavior to meet the expectations of their 
leaders (Geier, 2016).

The transformational leadership variable is measured from the 
following dimensions and indicators:
1. The ideal influence dimension with indicators of belief, sense

of belonging and trust.
2. Dimension of inspirational motivation with indicators of

communication, enthusiasm, and optimism.
3. The dimension of intellectual stimulation with indicators of

creativity, rationality, and problem solving.
4. Dimensions of individual considerations with indicators of

attention, mentoring, and development.

2.2. Employee Placement
Placement is a procurement of human resources, as stated 
by (Nasriyah et al., 2016) that: Procurement is a process of 

withdrawal, selection, placement, orientation, and induction to get 
the appropriate employees with the needs. After the employee is 
eligible to pass the selection/acceptance, then the employee will 
be placed in the position or job position in accordance with the 
qualifications they have (Siahaan et al., 2016). Placement is a 
process of activities within a company to determine the location 
and position of an employee in the work.

According to (Applegate et al., 2016) employee placement means 
allocating employees to a specific work position, this is especially 
true of new employees. To an existing employee that has held 
a position or occupation including the purpose of an employee 
placement function in the sense of maintaining his position or 
transferring to another position. According (Siahaan et al., 2016) 
placement not only applies to new employees, but also applies to 
old employees that experience the transfer of duties and mutations.

2.3. Competency
According to (Nasriyah et al., 2016) employee placement means 
allocating employees to a specific work position, this is especially 
true of new employees. To an existing employee that has held 
a position or occupation including the purpose of an employee 
placement function in the sense of maintaining his position or 
transferring to another position. According to (Nasriyah et al., 
2016) the placement applies not only to new employees, but also 
to old employees that are overtaken by duties and mutations. 
Competence according to McClelland can be analogous to 
“icebergs” where competency and knowledge form the peak above 
water. The underside of the water is invisible to the naked eye, 
but becomes the foundation and has an influence on the shape of 
the part above the water (Beth Knight, 2016).

According to (Siahaan et al., 2016) competence is a fundamental 
characteristic of a person that directly influences or can predict, 
excellent performance.

(Chu et al., 2016) competence is defined as a fundamental 
characteristic of a person that can be a motive, trait, skill, (Sawyer 
& Gray, 2016) aspect of self-image, social role, or knowledge 
he uses. These characteristics are revealed in observable and 
identifiable behavioral patterns, related to work performance 
and typically include knowledge, skills and abilities. In other 
definitions, competence is determined as the average able to 
perform work roles in established standards with reference to the 
actual work environment (Sawyer & Gray, 2016).

Competence is a skill that is based on skills and knowledge 
supported by work attitude and its application in performing tasks 
and work at work which refer to the specified work requirements 
(UNICEF-ONU-UNESCO, 2016).

According to Government Regulation No. 101 Year 2000 
article 3 mentions, competence is the ability and characteristics 
possessed by a civil servant in the form of knowledge, attitude 
behavior required in the task and position. While understanding 
the competence according to According to (Nasriyah et al., 2016), 
competence is ‘the basic characteristic of a person who allows 
employees to perform superior performance in their work’. Based 
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on the above description of the meaning of competence contains 
a deep personality section and attached to a person with behavior 
that can be predicted on various circumstances and job tasks. The 
prediction of who performs well and less well can be measured 
from the criteria or standards used.

In line with the above understanding is (Leung et al., 2016) states 
that competence is the underlying characteristic of a person and 
is associated with the effectiveness of individual performance in 
his work. The definition contains the meaning of competence is a 
deep and attached personality to a person as well as behavior that 
can be predicted on various circumstances and job tasks.

(Beth Knight, 2016), distinguishes individual competence from the 
epistemological point of view as rationalist and objectivist. From a 
rationalist perspective, competence is a set of particular attributes used 
in doing the work. In the rationalist perspective there is a difference 
between work and worker. Thus, the job-oriented competency side 
is associated with the characteristics of outstanding employees 
such as the nature traits and social skills that can be learned through 
education, experience or vocational training. Therefore, this approach 
focuses on the interaction between individuals and occupations, 
thus, taking into account what individuals bring to the job and the 
characteristics of the work itself (Studer, 2016).

Therefore, competence is a fundamental characteristic of each 
individual associated with the reference criteria of superior or 
effective performance in a job or situation. (Gençer & Samur, 
2016) state that competence is the basis of people’s characteristics 
and indicates how to behave or think, equate situations, and support 
for long periods of time.

2.4. Employee Engagement
Employee engagement is an emotional attachment to work and 
organization, motivated and able to provide their best ability to 
help succeed from a set of tangible benefits to organizations and 
individuals (Ashley et al., 2011). David Guest believes it is helpful 
to see employee engagement as a way of working designed to 
ensure that employees are committed to the goals and values of 
their organization, motivated to contribute to the success of the 
organization, and at the same time in order to enhance the sense 
of well-being.

The engaged organizations have authentic power and value, with 
clear evidence of trust and fairness based on mutual respect, both 
of which have promises and commitments between employers and 
understood and fulfilled employee (Ashley et al., 2011).

Engagement is defined as a positive, meaningful, and motivational 
attitude, characterized by vigor, dedication, and absorption. 
Vigor is characterized by high energy levels, resilience, a desire 
to strive, and not give up in the face of challenges. Dedication is 
characterized by feeling worth, enthusiastic, inspiring, valuable 
and challenging. Absorption is characterized by full concentration 
of a task, (Al Mehrzi & Singh, 2016).

(Gallup, 2016) defines an Employee Engagement as a 
personal Engagement that utilizes itself as an organization 

member to perform their job roles; in that engagement the 
employed person expresses himself physically, cognitively 
and emotionally during his performance. This means how 
someone will interact with work and also with other employees 
and colleagues having a close relationship of work (Reissner 
& Pagan, 2013). Employees with high levels of Engagement, 
disclosing this feature and in performing the task have a lot 
of mental and physical involvement and have high respect in 
their work and duties and create an emotional connection with 
their work. Involvement in the applied sense as a psychological 
characteristic such as: Cognition and emotion and behavior, 
including motivational cases applied Concepts such as job 
satisfaction and organizational commitment apart from them 
(Shmailan, 2016).

Understanding Employee Engagement by (Gupta & Sharma, 
2016) is an individual employee engagement, satisfaction, and 
enthusiasm to do his job. Employee Engagement as a positive 
attitude that employee attitudes toward the company where he 
works and the values that exist within the company.

The things that can be the driving force Employee engagement 
are the organizational culture, vision and values adopted. The 
organization culture is an organization that has openness, mutual 
support and good communication between colleagues (Gupta & 
Sharma, 2016).

According to (Shmailan, 2016) employee engagement consists of 
three elements namely vigor, dedication and absorption.
1. Vigor is the employee’s attachment shown through its

physical and mental strength while doing the job. Vigor is
characterized by high levels of strength and mental resiliency 
in work, optimal energy, courage to do the best effort, desire,
willingness and willingness to strive earnestly in the work so
as to give maximum results in any given job, persistent, not
easily give up, the spirit and continue to survive in the face
of adversity.

2. Dedication is an emotional attachment to employees to
their work. Dedication describes the enthusiastic feelings
of employees in the work, proud of the work done and the
company where they work, remain inspired and remain
diligent to the end of the company without feeling threatened 
by the challenges encountered. People who have high
dedication score strongly to identify their work because it
makes it a valuable, inspiring and challenging experience.
They usually feel enthusiastic and proud of their work and
organization. While low scores of dedications mean not
identifying themselves with work because they have no
meaningful, inspiring or challenging experience, moreover
they feel unenthusiastic and proud of their work and
organization.

3. Absorption is an employee attachment that is described
by employee behavior that gives full attention to its work.
Absorption describes the state of an employee that is happy
to be totally immersed, concentrated, and serious in doing
his job. While doing their work, they tend to make the time
pass so quickly that they find it difficult to let go or separate
themselves from work.
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2.5. Performances
According to (Harwiki, 2016) states that performance is the value 
of a series of worker behavior that contributes, both positively 
and negatively, there is a settlement of organizational goals. 
Another opinion states that performance is the result of work 
related to organizational goals such as quality, efficiency and other 
performance of effectiveness (Sok & O’Cass, 2011). (Siahaan 
et al., 2016), has determined the performance of activities that are 
usually part of the work and individual activities and must do so.

According (Masakure, 2016) employee performance is the ability 
of employees in doing certain skills. Employee performance is 
very necessary, because with this performance will be known how 
far their ability in carrying out tasks assigned to him. (Shmailan, 
2016) performance is the result of work in quality and quantity 
achieved by an employee in performing their duties in accordance 
with the responsibilities given to him. (Al Mehrzi & Singh, 2016) 
performance is about doing the job and the results achieved from 
the job. Performance is about what to do and how to do it.

Measurements made only have an interest to measure what is 
important and relevant. It is therefore necessary to be clear about 
what is said to be important and relevant before determining what 
size should be used. The things that need to be measured depend 
on what is considered important by stakeholders and customers. 
Measures govern the blessing between customer-oriented 
strategies and goals with action (Masakure, 2016).

Performance appraisal by (Yang et al., 2016) is: “Performance 
appraisal is the process of evaluating how well employees 
perform their jobs when compared to a set of standards and then 
communicating that information to those employees”. Performance 
appraisal by (Gupta & Sharma, 2016) is “the activities of managers 
to evaluate employee performance behaviors and establish the 
next policy”.

Revealed that performance appraisals include (Al Mehrzi & 
Singh, 2016):
1. Quantity of work is the amount of work done within a

predetermined time period.
2. Quality of work is the quality of work achieved based on the

requirements and preparedness.
3. Job knowledge is the breadth of knowledge about work and

skills.
4. Creativity is the authenticity of the ideas raised and the action 

of the skill.
5. Cooperation is the willingness to cooperate with others.
6. Dependability is awareness and can be entrusted in terms of

attendance and work completion.
7. Dependability is awareness and can be entrusted in terms of

attendance and work completion.
8. Personal quality is related to personality, leadership,

hospitality, and personal integrity.

3. RESEACRH METHOD

The method used in this research is quantitative descriptive 
research method of causal approach. This study is intended to 

build a real picture of a phenomenon that is in the context of 
his research. With this descriptive research will be collected a 
variety of informations in order to test the hypothesis or answer 
questions that concern the problem of research. Causal approaches 
is a research to determine the effect of one or more independent 
variables (independent) on the dependent variable.

The population of this study is taken from all employees that 
work in construction and building companies in DKI Jakarta. 
Construction and building companies have large business 
qualifications (B1 and B2) and are engaged in Mechanical and 
Electrical. The total number of permanent employees totaled 
2,437 people. While the number of samples taken using sampling 
technique purposive sampling, the sampling technique based on 
certain considerations.

The basic considerations used in determining the number of 
samples are as follows:
1. The company’s permanent employees.
2. Employees who have manager-level positions.

Based on these considerations, the number of research samples 
is 237 people.

4. RESULTS AND DISCUSSIONS

4.1. Validity and Reliability Test
The validity test is used to identify dimensions or factors that 
explain the correlation in a variable. Validity tests using Kaiser-
Meyer-Olkin (KMO) with good KMO value ≥ 0.50. The higher 
the KMO values indicate that the factor analysis is appropriate. 
As for to measure reliability with statistical value of Cronbach 
alpha (α). A construction or variable is deemed unfavorable if the 
value of Cronbach alpha (α) is <0.6 and is acceptable if it reaches 
a value of 0.7.

Based on Table 1 shows that validity testing for KMO and 
Bartlett’s Test has values above 0.5 and reliability testing with 
Cronbach’s Alpha has a value above 0.7 so it can be concluded that 
the validity and reliability test for the data onto the respondents 
has proved valid and reliable.

4.2. Structural Equation Modeling (SEM) Analysis
4.2.1. Validity and reliability testing on SEM
Validity tests is done using second order confirmatory factor 
analysis (2ndCFA), and each statement item with sample number 
237 must have loading factor 0.35.

4.2.2. Model feasibility test
Model feasibility tests is performed to achieve a good model and 
meet the requirements of GOF in Structural Equation Modeling, 
the complete SEM model can be seen in the following Figure 1.

In the t-values estimation results from Figures 1 and 2, there 
are variables that do not have a path that is the relationship 
of Employee variable to Vigor dimension and the relation of 
performance variable to Quality dimension. This is because the 
variable has been defined to be a reference variance which means 
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that the manifest variable is significantly related to the latent 
variable (Masakure, 2016).

Based on the model of full model line diagram above, then to be 
able to analyze the hypothesis of this study needs to be tested for 
overall fit model (Goodness of Fit Index Full Model Structural). 
The evaluation of GOF from the research model can be seen in 
the following Table 2.

As it is seen in Table 2, all estimates of goodness fit values of 
structural models have good values although there are some 
marginal ones such as Chi-square and GFI but overall the estimated 

structural model is acceptable, so it can be said the relationship 
of various constructs in this variable is a structural relationship. 
This may be justified in the opinion of (Filipe et al., 2017) that 
the use of 4-5 goodness of fit criteria is considered sufficient to 
assess the feasibility of a model, provided that each criterion of 
goodness of fit is absolute fit indices, incremental fit indices, and 
parsimony fit indices represented.

4.3. Hypothesis Testing
4.3.1. The influence of transformational leadership to employee 
engagement
Obtain estimates of transformational leadership influence on 
employee engagement to 0.35 and t-value of 4.15. Where the value 
of t-value 4.15> 1.96 so that Ho is rejected and H1 accepted which 
mean there is influence of transformational leadership towards 
employee engagement. As for the determination coefficient is 
0.51 which mean the amount of contribution to influence of 
transformational leadership of employee engagement is equal to 
51%. According to the above calculation results can be concluded 
that hypothesis 1 proposed can be accepted.

4.3.2. The influence of employee placement on employee 
engagement
Obtain estimation of transformational leadership influence over 
the competence of 0.30 and t-value of 3.94. Where the value 
of t-value 3.94> 1.96 so Ho is rejected and H2 accepted which 
means there is influence placement of employees to employee 
engagement. As for the determination coefficient is 0.51 which 
mean the amount of contribution influence of employee placement 
of employee engagement is equal to 51%. According to the above 
calculation results can be concluded that hypothesis 2 submitted 
can be accepted.

4.3.3. The influence of competence to employee engagement
Based on the result of calculation in the above table we get 
estimation of transformational leadership influence over the 
competence of 0.16 and t-value of 2.42. Where the value of 
t-value 2.42> 1.96 so that Ho is rejected and H3 accepted which
mean there is influence of competence of employee engagement.
As for the determination coefficient is 0.51 which means the

Table 1: Validity and reliability test results
Variable let Indicator KMO and 

Bartlett’s 
Test

Cronbach’s 
Alpha

Transformational 
leadership

KT1 – KT12 0.812 0.787

Employee 
placement

PK1 – PK19 0.876 0.802

Competence KS1 – KS15 0.915 0.885
Employee 
engagement

EE1 – EE12 0.915 0.873

Employee 
performance

KK1 – KK14 0.892 0.851

Source: SPSS Test Results, 2017. KMO: Kaiser-Meyer-Olkin

Table 2: Goodness of fit index full model
 GOF size Match rate Result Conclusion
Chi-square (χ2) 
P>0.05

Expected small 
P≥0.05

960.13 
P=0.05

Marginal

RMSEA ≤0.08 0.16 Marginal
NFI ≥0.90 0.90 Good
NNFI ≥0.90 0.90 Good
PNFI Expected high 0.75 Good
CFI ≥0.90 0.91 Good
IFI ≥0.90 0.91 Good
RFI ≥0.90 0.88 Marginal
GFI ≥0.90 0.70 Marginal
Source: Wijanto, 2015 and Lisrel Processing Results 8.80

Figure 1: Full model path diagram (standardized solution)

Source: Lisrel data processing results 8.80
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amount of contribution influence of employee placement to 
employee engagement is equal to 51%. According to the above 
calculation results can be concluded that hypothesis 3 proposed 
can be accepted.

4.3.4. The influence of transformational leadership, employee 
placement and competence simultaneously to employee 
engagement
Based on the results of Lisrel 8.8 the following equations are 
obtained:

EMPLOYE=0.35*TRANSFOR+0.30*PNPTAN+0.16*KOMPT
SI, Errorvar. = 0.49, R² = 0.51

(0.085) (0.076) (0.067) (0.055)

4.15 3.94 2.42 8.95

From result of equation of regressing obtained value of Fcount 
equal to 8,95 whereas Ftable values used a = 5% with degrees 
of freedom df = (k-1) and (nk) then with 3 free variable and 
sample 237 (F0,05; 2; 234) obtained Ftable value of 3.03, 
so Fcount (8.95)> Ftable (3.03). This means that there is an 
effect of transformational leadership, employee placement 
and competence simultaneously to employee engagement in 
construction and building companies. According to the above 
calculation results can be concluded that hypothesis 4 proposed 
can be accepted.

4.3.5. The influence of transformational leadership on employee 
performance
The influence of transformational leadership on employee 
performance of 0.16 and t-value of 2.66. Where the value of 
t-value 2.66> 1.96 so Ho is rejected and H1 accepted which means
there is influence of transformational leadership on employee
performance. As for the determination coefficient is 0.85 which
mean the amount of influence of transformational leadership on
employee performance is 85%. According to the above calculation 
results can be concluded that hypothesis 5 proposed can be
accepted.

4.3.6. The influence of employee placement on 
employee performance
Based on the calculation in the table above obtained the estimated 
influence of employee placement of employee performance of 
0.10 and t-value of 1.97. Where the value of t-value 1.97> 1.96 
so Ho is rejected and H1 accepted which mean there is influence 
of employee placement of employee performance. As for the 
determination coefficient is 0.85 which means the amount of 
influence employee placement on employee performance is 85%. 
According to the above calculation results can be concluded that 
hypothesis 6 submitted can be accepted.

4.3.7. The influence of competence on employee performance
Based on the calculation in the table above obtained estimation 
of the influence of competence on employee performance of 0.13 
and t-value of 2.80. Where the value of t-value 2.80> 1.96 so Ho 
is rejected and H7 accepted which means there is an influence of 
competence on employee performance. As for the determination 
coefficient is 0.85 which mean the amount of influence of 
competence on employee performance is 85%. In accordance with 
the above calculation results can be concluded that the proposed 
hypothesis 7 can be accepted.

4.3.8. The influence of employee engagement on employee 
performance
Based on the calculation in the table above obtained estimation of 
employee engagement effect on employee performance equal to 
0,66 and t = 12,22. Where the value of t-value 12.22> 1.96 so Ho is 
rejected and H1 accepted which means there is influence employee 
engagement on employee performance. As for the determination 
coefficient is 0.85 which mean the amount of influence employee 
engagement on employee performance is 85%. According to the 
above calculation results can be concluded that the proposed 
hypothesis 8 is acceptable.

4.3.9. The influence of transformational leadership, 
employee placement, competence and employee engagement 
simultaneously on employee performance
Based on the results of Lisrel 8.8 the following equations are 
obtained:

Figure 2: Full Model Model Chart (T-Values)

Source: Lisrel data processing results 8.80
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From result of equation of regressing obtained value of Fvalue 
equal to 8.95 while Ftable values used a = 5% with degree of 
freedom df = (k-1) and (nk) hence with 4 independent variable 
and sample 237 (F0,05; 3; 233) obtained Ftable value of 2.64, so 
Fcount (8.95)> Ftable (2.64). This means that there is an effect of 
transformational leadership, employee placement, competence and 
employee engagement simultaneously on employee performance 
in construction and building companies by 85%. According to 
the above calculation results can be concluded that hypothesis 9 
submitted can be accepted.

4.4. Direct and Indirect Influence
Analysis of influence is intended to see how strong the influence 
of a variable with other variables either directly, or indirectly. 
Interpretation of the results of this study will have an important 
meaning to determine a clear strategy in order to improve 
employee performance.

4.4.1. Direct and indirect influence transformational leadership 
on employee performance through employee engagement
The direct influence of transformational leadership on employee 
performance is 0.352 (0.12) whereas indirect influence over 
employee engagement is 0.35 × 0.66 = 0.23. This suggests that 
transformational leadership can improve employee performance 
when employees have employee engagement.

4.4.2. Direct and indirect effect of employee placement on 
employee performance through employee engagement
The direct effect of employee placement of employee performance is 
0.302 (0.09) whereas indirect influence over employee engagement is 
0.30 × 0.66 = 0.20. This shows that employee placement can improve 
employee performance if employee has employee engagement.

4.4.3. Direct and indirect effect of competence on employee 
performance through employee engagement
The direct influence of competence on employee performance is 
0.162 (0.03) while the indirect effect of employee engagement 
is 0.16 x 0.66 = 0.11. This shows that competence can improve 
employee performance if employees have employee engagement.

Based on the results of direct and indirect impact test in the 
above table it can be said that employee engagement acts as a full 
mediating where transformational leadership, employee placement 
and competence can improve employee performance if employees 
have employee engagement.

Based on the results of hypothesis testing and discussion on the 
theories in the previous chapters then carried out the discussion 
and interpretation as follows:

4.4.3.1. The influence of transformational leadership to 
employee engagement
• Based on the research results obtained value t-value 4.15> 1.96

so Ho is rejected and H1 accepted which means there is influence
of transformational leadership towards employee engagement.

• Based on the research results obtained value t-value 4.15>
1.96 so Ho is rejected and H1 accepted which means there is
influence of transformational leadership towards employee
engagement.

• Well-implemented transformational leadership in a company
can affect employees in terms of work motivation, job
satisfaction, trust in leadership so that employees are more
eager to achieve company goals and will affect employee
engagement (employee engagement).

• The results of this study support research conducted by
(McCleskey, 2014) which states that transformational
leadership affects employee engagement.

4.4.3.2. The influence of employee placement on employee 
engagement
• Based on the research results obtained t-value value 3.94>

1.96 so Ho is rejected and H2 accepted which means
there is influence placement of employees to employee
engagement.

• Employee placement is allocating employees to certain
work positions, this is especially true of new employees. To
an existing employee that has held a position or occupation
including the objective of the employee placement function in 
the sense of maintaining his position or transferring to another 
position (Al Mehrzi & Singh, 2016).

• Previous employee placements are conducted by performing
talent mapping to seek the interests, talents and potential of the 
employee. Talents mapping are done with a series of questions 
asked to employees then assessed strengths and weaknesses,
with the knowledge of these strengths and weaknesses can
be used as guidance in placing employees in the field of work
that is appropriate.

• If the employee’s placement is in accordance with the
talent, interest and potential will make employees more
understanding of their work, the pleasure of their work,
has a high spirit of work so that this can increase employee
engagement to the company.

The results of this study support research conducted (Nasriyah 
et al., 2016) which states that employee placement affects 
employee engagement.

4.4.3.3. The influence of competence to employee engagement
• Based on the research results obtained t-value 2.42> 1.96 so

Ho is rejected and H3 accepted which means there is influence
of competence to employee engagement.

• Competence is an ability to perform or perform a job or task
based on skills and knowledge and supported by the work
attitude demanded by the work (Bendapudi & Berry, 1997).

• High employee competence is expected to work with focus,
have cooperation, can solve problems, work with high
motivation, have leader spirit, so that this condition can create 
employee engagement to company and also can improve its
performance.

• The results of this study support research conducted by (Chu
et al., 2016) which said that competence affects employee
engagement.
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4.4.3.4. The influence of transformational leadership, employee 
placement and competence simultaneously to employee engagement
• Based on the result of regression equation obtained value

Fvalue (8.95)> Ftable (3.03). This means that there is an
effect of transformational leadership, employee placement
and competence simultaneously to employee engagement in
construction and building companies.

• Well-implemented transformational leadership, employee
placement in accordance with talents, interests and potential
and high employee competence can create a reliable employee, 
working vigorously so that employee engagement to the
company is increasing.

4.4.3.5. The influence of transformational leadership on 
employee performance
• Based on the research results obtained t-value 2.66> 1.96 so

Ho is rejected and H5 accepted which means there is influence
of transformational leadership on employee performance.

• Well-implemented transformational leadership in a company
can affect employees in terms of work motivation, job
satisfaction, trust in leadership so that employees are more
eager to support the achievement of corporate goals that will
affect the performance of employees.

• The results of this study support the research conducted by
(Geier, 2016) states that transformational leadership affects
employee performance.

4.4.3.6. The influence of employee placement on employee 
performance
• Based on the research results obtained t-value value 1.97>

1.96 so Ho is rejected and H6 accepted which means there is
influence of employee placement on employee performance.

• If the placement of employees is in accordance with the
talent, interest and potential will make employees more
understanding of their work, a sense of pleasure to work, has
high morale in the work so that the work is charged can be
completed in accordance with the target company that has
been planned means employee performance can increase.

• The results of this study support the research conducted by
(Siahaan et al., 2016) which states that employee placements
affect employee performance.

4.4.3.7. The influence of competence on employee performance
• Based on the research results obtained value t-value 2.80>

1.96 so Ho is rejected and H6 accepted which means there is
influence competence on employee performance.

• High employee competence is expected to work with focus,
have cooperation, can solve problems, work with high
motivation, have leader soul. High employee competencies
can improve the completion of work targeted by the company.

• The results of this study support research conducted by (Liu et
al., 2016) stating that competence affects employee performance.

4.4.3.8. The influence of employee engagement on employee 
performance
• Based on the research results obtained value t-value 12.22>

1.96 so Ho is rejected and H6 accepted which means there is
an influence of competence on employee performance.

• Employee engagement is an emotional attachment to work
and organization, motivated and able to provide their best
ability to help succeed from a series of tangible benefits to
organizations and individuals (Al Mehrzi & Singh, 2016).

• Employee engagement to the company makes employees feel
they belong to the company and will do the job as targeted
by the company, give full support to company policy and
discipline to the work.

• The results of this study support research conducted by
(Shmailan, 2016) which states that employee engagement
affects employee performance.

4.4.3.9. The influence of transformational leadership, 
employee placement, competence and employee engagement 
simultaneously on employee performance
• Based on the result of regression equation obtained value

Fcount (6.05)> Ftabel (2.64). This means that there is an
effect of transformational leadership, employee placement,
competence and employee engagement simultaneously
on employee performance in construction and building
companies.

• Well-implemented transformational leadership, employee
placement in accordance with talents, interests and potential
and high employee competence can create a reliable employee, 
working passionately so that employee engagement to the
company is increasing and will ultimately also affect the
increase in employee performance.

5. CONCLUSIONS

Based on the results of data analysis and discussion that has been 
done, the conclusion:
1. Based on the test results obtained value t-value 4.15> 1.96 so

Ho is rejected and H1 accepted which means there is influence
of transformational leadership towards employee engagement 
in construction and building companies.

2. Based on the test results obtained t-value value 3.94> 1.96
so Ho is rejected and H2 accepted which means there is
influence placement of employees to employee engagement
on construction and building companies.

3. Based on the test results obtained value t-value 2.42> 1.96
so that Ho is rejected and H3 accepted which means there
is influence of competence to employee engagement in
construction and building company.

4. Based on the results of the regression equation obtained
value Fvalue (8.95)> Ftable (3.03). This means that there is
an effect of transformational leadership, employee placement 
and competence simultaneously to employee engagement in
construction and building companies.

5. Based on the test results obtained t-value value of 2.66>
1.96 so Ho is rejected and H5 accepted which means there
is influence of transformational leadership on employee
performance. on construction and building companies.

6. Based on the test results obtained value t-value 1.97> 1.96
so Ho is rejected and H1 accepted which means there is
influence placement of employees on employee performance
in construction and building companies.

7. Based on the test results obtained value t-value 2.80> 1.96 so
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Ho is rejected and H7 accepted which means there is influence 
competence on employee performance in construction and 
building companies.

8. Based on the test results obtained value t-value 12.22> 1.96
so Ho is rejected and H8 accepted which means there is
influence employee engagement on employee performance
in construction and building companies.

9. Based on the results of regression equation obtained Fcount
(6.05)> Ftable (2.64). This means that there is an effect of
transformational leadership, employee placement, competence
and employee engagement simultaneously to employee
performance in construction and building companies.
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