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Abstract

This study examined the role of human resource practice and job characteristics on employee engagement
and organizational commitment, and also examined the role of employee engagement as the mediator on
the relationship between human resource practice, job characteristics and organizational commitment.
Previous studies found that HR practice and job characteristics play significant role in increasing employee
engagement and organizational commitment. However, the process of how HR practice and job
characteristics influence organizational commitment trough employee engagement is rarely discussed yet,
especially in the context of Indonesia. Data from 213 respondents were collected through questionnaires
and analyzed using structural equational modeling. The result showed that HR practice and job
characteristics positively influence organizational commitment, while job characteristics positively
influence organizational commitment, and employee engagement positively influence organizational
commitment. However, surprisingly the result of this study also showed that HR practice negatively
influence employee engagement. This study revealed different result with the majority of the studies that
found HR practice has positive influence on employee engagement. Regarding this surprising result we
conclude that HR practice can be considered as “best practice” that can differ for each company and can
produce different results in their implementation for each company or organization. Therefore, the context
in which this practice is implemented play significant role in determining the result.

Keywords: Human Resource Practice, Employee Engagement, Job Characteristics, Organizational
Commitment

Introduction influencing the course of an organization.

Management theories that exist at either the micro
or the macro level predict that investments in
human resource (HR) management can improve
corporate performance (Crook et al,, 2011). These
theories imply that HRs are important elements in

Currently, humans are often viewed as assets of an
organization. Thus, investments in HRs create
positive effects on both individual and
organizational performance (Crook et al, 2011).
However, to create and sustain above-average
organizational performance, having competent
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HRs (employees) is not enough. These employees
also need to be committed. Therefore, the company
must be able to design strategic HR systems and
practices that can develop employees’
competencies and commitment, especially in an
era of turbulence, economic downturns, and
intense competition. Despite the difficulties that a
company may encounter, strategic HR
management practices that start from planning,
development, and retaining employees should be
implemented.

The coal mining industry in Indonesia has faced a
difficult situation during the last two years. Global
coal price trends are expected to remain low given
falling commodity prices and demand. This
situation has posed challenges for the
development of Indonesia’s coal sector (DBS Group
Research, 2017). However, most economic experts
predict that the domestic industry can survive if it
keeps production costs low. This situation requires
companies to design effective strategies to
maintain and even increase employee
commitment. Committed employees remain loyal
to the company despite its difficulties (Meyer et al.,
2002). Moreover, Meyer et al. (2002) illustrated
that organizational commitment, specifically
affective commitment, is strongly related to
employee performance within the organization.

Organizational commitment can be defined
generally as a psychological attachment between
employees and their organization that makes
employees less likely to leave the organization
(Allen and Meyer, 1996). Organizational
commitment is defined as “the relative strength of
an individual’s identification with and involvement
in a particular organization and can be
characterized by a strong belief in and acceptance
of the organization’s goals and values, willingness
to exert considerable effort on behalf of the
organization and a strong desire to maintain
membership of the organization” (Mowday, Porter,
and Steers, 1983).

Other than organizational commitment, employee
engagement is also considered as an important
aspect that relates to employee performance. Saks
(2006) stated that employee engagement can
positively influence employee commitment.
Employee engagement has no single definition or
measure. The various definitions form the basis on
which to construct other concepts, such as
organizational commitment and organizational
citizenship behavior (Robinson, Perryman, and
Hayday, 2004). Frank, Finnegan, and Taylor

(2004) stated that employee engagement is
generally defined as the discretionary effort shown
by employees in their jobs. Employee engagement
can also be described as individual involvement
and satisfaction and an enthusiasm for work
(Harter, Schmidt, and Hayes, 2002).

According to Saks (2006), employee engagement
can be influenced by job characteristics. Diverse
job characteristics allow an individual to develop
and use all of his or her abilities to get the job done.
Job characteristics can also encourage or enhance
the productivity and quality of the work
experience (Hackman and Oldham, 1976).
Redesigning work is becoming more prominent as
a strategy to improve the productivity and quality
of employees’ work experiences (Hackman and
Oldham, 1976). Rai et al. (2017) found a positive
relationship between job characteristics and
employee engagement, but this relationship was
moderated by other factors.

Moreover, Ulrich (1997) stated that HR practices
can be considered as an effective tool in enhancing
organizational commitment (Ulrich, 1997).
Strategic HR practices can be defined as activities
for managing employees that are theoretically or
empirically related to an organization’s overall
performance, and seven practices are consistently
considered to be strategic HR practices (Delery
and Doty 1996). HR practices can assist companies
in shaping employees’ attitudes and behavior, in
turn leading to improved staff performance (Koch
and Mcgrath, 1996).

Training, employee participation, results-oriented
assessments, and internal career opportunities as
part of HR practices can influence performance in
the form of both products or services and financial
performance (Akhtar, Ding, and GE, 2008). In
addition, Paul and Anantharaman (2004) stated
that HR practices have a significant positive
relationship with organizational commitment,
whereas Lamba and Choudhary (2013) found that
compensation, training, development, and
employee participation play important roles in
increasing organizational commitment in the
banking sector. In the academic sector, the HR
practice found to significant affect organizational
commitment is career development. However, the
same HR policy that is effective in one organization
might not produce the same results in other
organizations. Meyer and Smith (2000) concluded
that a relationship exists between HR practices and
organizational commitment that can be mediated
by certain factors.

Muhammad Baiquni and Ayu Aprilianti Lizar, Journal of Human Resources Management Research,

DOI: 10.5171/2020.393044



Journal of Human Resources Management Research

To our knowledge, limited research had been
conducted to examine the mediating role of
employee engagement in the relationship between
HR practices, job characteristics, and
organizational commitment. Furthermore, most of
the research that investigates the relationship
between HR practices and job characteristics with
positive attitudinal outcomes, such as engagement
and organizational commitment, was conducted in
the western context. Meanwhile, similar research
in Indonesia context remains limited. As an Asian
country, Indonesia has different cultural and
economic context with most western countries.
According to Hofstede’s cultural values, Indonesia
is considered to have high power distance, be more
collective in nature, and have a high context
culture. (Hofstede, 2005). Given this difference and
the turbulence and challenging economic
conditions surrounding the coal mining industry in
Indonesia, we conducted this research to
investigate the relationship between HR practices
and job characteristics with organizational
commitment in a coal mining company in
Indonesia as mediated by employee engagement.

Analytical Framework

Organizational Commitment

Organizational commitment can be defined as the
relative strength of an individual’s identification
with and involvement in a particular organization,
and is characterized by a strong belief in and
acceptance of the organization’s goals and values,
willingness to exert considerable effort on behalf
of the organization, and a strong desire to stay with
the organization (Mowday, Porter and Steers,
1983). Organizational commitment is important
because it addresses how employees work and
survive in an organization (Meyer et al, 2002).
Organizational commitment is described by Allen
and Meyer (1990) as the psychological
engagement felt by an individual for the
organization that influences the extent to which
the  individual internalizes or  adopts
organizational characteristics or perspectives.
Organizational commitment can also be defined as
the normative pressure to behave in a manner that
meets the organization’s goals and desires
(Wiener, 1982).

Allen and Meyer (1996) classified organizational
commitment into three categories. The first
category is affective commitment, defined as the
condition in which employees have positive
thoughts about their work and feel comfortable

and competent. Second category is continuance
commitment that refers to a condition in which
employees feel a commitment to the organization
because they perceive the various costs that may
be incurred when leaving the organization. The
third category is normative commitment which is
defined as the obligation to stay with an
organization because it is the right thing to do.
Employees with strong affective commitment
remain with an organization because they want to,
whereas employees with a strong continuance
commitment remain because they need to, and
those with a strong normative commitment remain
because they believe they should.

Organizational commitment is a significant aspect
of an employee’s psychological condition.
Theoretically, employees who experience high
organizational commitment display more positive
behavior at work than employees who experience
low organizational commitment.

Employee Engagement

Employee engagement is a form of work identity in
which employees believe in what they do and
identify themselves with their work; therefore,
they have more to contribute to the success of their
organization (Kahn, 1990). Employee engagement
can also be described as a desirable condition in
which an employee has an organizational purpose
and connotes involvement, commitment, passion,
enthusiasm, focused effort, and energy. Employee
engagement has both attitudinal and behavioral
components (Macey and Schneider, 2008). Bakker
and Demerouti (2008) described the concept of
engagement as a high level of energy and strong
identification with one’s work. The literature
provides ample evidence of various outcomes of
employee engagement in service industries. For
example, in a study on 196 pairs of employee-
customer respondents in healthcare organizations,
Lee, Lee, and Kang (2012) found that employee
engagement is one measure by which hospitals can
improve customer satisfaction and loyalty.

The term employee engagement is commonly used
in both the academic and business literature
(Buckingham and Coffman, 1999, in Lee,
Whittington and Galpin, 2010). Employee
engagement has a positive relationship with
productivity, profitability, employee retention,
safety, and customer satisfaction. Employee
engagement refers to the individual’s involvement
in and satisfaction with, as well as enthusiasm for,
work (Harter, Schmidt and Hayes, 2002). In
addition, Saks (2006) defined employee
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engagement as the extent to which an individual is
attentive to and absorbed with performing his/her
roles.

Engagement is defined as a positive attitude, full of
meaning and motivation, and is divided into three
aspects: vigor, dedication, and absorption. Vigor is
characterized by high energy levels, resilience, a
desire to strive, and not giving up in the face of
challenges. Dedication is characterized by feelings
of worth, enthusiasm, inspiration, value, and
challenge. Absorption is characterized by full
concentration on a task (Schaufeli, Bakker, and
Salanova, 2006).

HR Practice

HR practices cover all aspects of how a person is
employed and managed by an organization
(Armstrong, 2014). Ogilvie (1986) described HR
management practices as concrete, tangible
programs designed to develop commitment. Many
studies on HR practices have been conducted from
time to time, and researchers have identified
different practices with different names (Tiwari
and Saxena, 2012). HR practices directly or
indirectly affect several other variables in the
organization. Initially, Pfeffer (1994) identified 16
practices denoted as a best practice, a list that was
subsequently refined to the following seven
practices: employment security; selective hiring;
self-managed teams/teamwork; high
compensation; contingent on organizational
performance; extensive training and reduction in
status differences; and sharing information.
Robbins and Judge (2012) explained HR practices
as all activities of HR management that include
recruitment, development, and maintenance.
These activities need to be managed effectively to
aid the organization in achieving its goals. HR
practices have been regarded as an effective tool
for enhancing organizational commitment (Ulrich,
1997, in Paul and Anantharaman, 2004).

According to Delery and Doty (1996), strategic HRs
are theoretically or empirically related to overall
organization performance. Delery and Doty (1996)
also identified seven practices that are consistently
considered strategic HR practices: internal career
opportunities, formal training systems, appraisal
measures, profit sharing, employment security,
participation, and job definition. The practice of
HRs is also a control approach that aims to increase
efficiency and reduce direct labor costs and relies
on strict work rules, procedures, and base rewards
for outputs (Arthur, 1994). This practice also
includes rules, sanctions, rewards, and monitoring

to shape employee behavior (Wood and De
Menezes, 1998).

Job Characteristics

Focusing on job characteristics is an approach that
emphasizes the importance of an alignment
between the character of a job and the character of
the employee (Kulik, Oldham, and Hackman,
1987). The job characteristics theory provides five
core characteristics of any job that contribute to
personal and job-related outcomes for the three
psychological states of  meaningfulness,
experienced responsibility, and knowledge of
results (Hackman and Oldham, 1976). The job
characteristics model from Hackman and Oldham
(1976) has five dimensions: skill variety or the
degree to which a job requires a variety of different
activities to carry out the work; task identity or the
degree to which a job requires completion of a
“whole” and identifiable piece of work, that is,
doing a job from beginning to end with a visible
outcome; task significance or the degree to which
the job has a substantial impact on the lives or
work of other people, whether in the immediate
organization or the external environment;
autonomy, which is the degree to which the job
provides substantial freedom, independence, and
discretion to the individual through work
scheduling and when determining the procedures
to be used in carrying out the work; and, finally,
feedback or the degree to which carrying out work
activities required by the job results in the
individual obtaining direct and clear information
about the effectiveness of his or her performance.

The job characteristics model suggests that
individuals’ aspects shape their perceptions of jobs
(Hackman and Oldham, 1976). These aspects
include the jobholder’s internal motivation at
work, satisfaction with both the job in general and
opportunities  for personal growth and
development offered by the job, and the
production of high-quality work.

Research Model

The model for this research was drawn from Saks
(2006) on the antecedents and consequences of
employee engagement, Fiorito et al. (2007) and
Albdour and Altarawneh (2014) on the
relationship between organizational commitment
and employee engagement. Regarding the effects
of employee engagement on organizational
commitment, Schaufeli and Salanova (2007)
studied work engagement and found that when
engagement increases, the level of organizational
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commitment increases as well. This commitment
increase also enhances job satisfaction and
performance and reveals a greater demonstration
of personal ideas, higher attendance and lower
turnover rates, improved health and security,
proactive behavior, and learning motivation.

Meyer and Smith (2009) showed through their
research that HR practices can affect
organizational commitment and, more specifically,
affective commitment. This result is in line with
other research that found that HR practices have
been considered to be effective tools for enhancing
organizational commitment (Ulrich, 1997). In
addition, Saks (2006) also found that employee
engagement mediates the relationship between
antecedent variables and consequences. One of the
antecedents was job characteristics, and the
consequences was organizational commitment.
The result showed that the job characteristics
factor positively affects the organizational
commitment mediated by employee engagement.

Meaningful work can be achieved from challenging
job characteristics, including jobs that require
different types of skills and opportunities to
contribute more to the organization. The
explanation corresponds to the characteristic
model of work expressed by Hackman and Oldham
(1976). Job characteristics are comprised of five
dimensions: skill variety, task identity, task
significance, autonomy, and feedback. An
employee that does work that has these five
characteristics can make him or her feel that what
he or she is doing is meaningful, and he or she
subsequently develops a sense of engagement.
Saks (2006) found that the job characteristics
factor has a significant influence on employee
engagement. Based on that argument, the first
hypothesis in this research is as follows.

H1: Job characteristics can have a significant
positive influence on employee engagement.

HR practices have several dimensions, including
recruitment and selection, training, payroll, and
performance appraisal. Fulfillment of employees’
basic needs is a purpose of HR practices. Once the
company meets employees’ basic needs,
employees can focus on their work, which also
increases employee engagement (Dessler, Cole,
and Sutherland, 2017). Based on that argument,
the second hypothesis is as follows.

H2: HR practices have a significant positive
influence on employee engagement.

Saks (2006) found that several factors can
influence employee engagement, and employee
engagement can influence other positive
attitudinal outcomes that include organizational
commitment. This result is supported by Albdour
and Altarawneh (2014), who showed the
relationship between employee engagement and
organizational commitment. Therefore, the third
hypothesis is as follows.

H3: Employee engagement has a significant
positive influence on organizational commitment.

Mowday (1982, in Allen and Meyer, 1990) found
that one factor that influences organizational
commitment is job characteristics. This statement
was supported by Meyer et al (2002) as well.
Therefore, the fourth hypothesis of this research is
as follows.

H4: The job characteristics factor has a significant
positive influence on organizational commitment.

HR practices can influence how employees
perceive their work and the organization. HR
practices also play a role in keeping an employee
committed to the organization. Training that can
enhance competences, ease career advancement,
and ensure fair compensation can fulfill some
employees’ basic needs and provide a sense of
satisfaction. Therefore, committed HR practices
can increase employees’ organizational
commitment (Saks, 2006). Then, we develop the
fifth hypothesis as follows.

H5: HR practices have a significant positive
influence on organizational commitment.

According to Baron and Kenny (1986, in Saks,
2006), three conditions must be met to form a
mediation. First, the independent variable should
be linked to the mediator. Second, the mediator
must also be related to the dependent variable.
Third, the significant relationship between the
variables and the dependent variable is reduced or
no longer significant when associated with the
mediator. Maslach et al. (2001, in Saks, 2006) used
a model to explain that variables such as job
characteristics, perceived organizational support,
and organizational justice perceptions are related
to certain work outcomes. Furthermore, some
studies such as those conducted by Schaufeli and
Bakker (2004, in Saks, 2006) suggested that
employee engagement mediates the relationship
between antecedents and outputs. Furthermore,
Saks (2006) found that employee engagement
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plays a role as a mediator in the relationship
between job characteristics and organizational
commitment. Therefore, the sixth hypothesis of
this research is as follows.

H6: The job characteristics factor has a significant
positive influence on organizational commitment
as mediated by employee engagement.

Employee engagement is correlated with service
productivity for customers, and increased
employee engagement is significantly correlated
with increased sales, product quality, productivity,
retention, and revenue growth (Dessler, Cole and
Sutherland, 2017). Dessler et al. (2017) also
provided an example of how a troubled auto
company can improve its business performance by
applying HR practices aimed at enhancing
employee engagement to improve employee
morale and employee turnover. Based on this
explanation, the seventh hypothesis of this
research is as follows.

H7: HR practices have a significant positive
influence on organizational commitment mediated
by employee engagement.

Method

This research used quantitative method. The
respondents for this research were employees
who worked at a coal mining company in their
current jobs for a minimum of one year. Data from
213 respondents were collected through a
questionnaire.

The questionnaire included a cover letter/consent
form thatinformed respondents about the purpose
of the research. The respondents were asked to
complete the survey for research on employee
work experiences and attitudes. Participation was
voluntary and respondents were informed that
their responses would remain anonymous and
confidential. The questionnaires used for each
variable were adapted from several previous
studies and were translated into Bahasa Indonesia.
Employee engagement was measured using the
Utrecht Work Engagement Scale consisting of 17
items developed by Schaufeli, Bakker, and
Salanova (2006). The job characteristics
questionnaire used the job diagnostic survey,
which consists of 14 items developed by Hackman
and Oldham (1976). The questionnaire to measure
HR practices consists of 21 items developed by
Delery and Doty (1996). The questionnaire to
measure organizational commitment consists of

24 items from research developed by Allen and
Meyer (1990). The hypotheses were tested using
structural equation modeling (SEM).

Results and Discussion

First, this research conducted a pre-test to
evaluate the questionnaire. The pre-test analysis
tested the level of validity and reliability of the
questionnaire using factor analysis and Cronbach’s
alpha. Second, a descriptive analysis was
conducted to describe the demographic profile of
the respondents and the descriptive data.
Following through, validity and reliability tests
were conducted once again using the
measurement analysis of the Lisrel software
program. SEM was used for the hypothesis testing.
After pre-testing the questionnaire, the items used
in the pre-test will also be used in the main testing
because the item results for the validity and
reliability testing showed that all questionnaire
items were valid and reliable.

Then, the validity and reliability results from the
main testing indicate that some of the
questionnaire items were not valid and were
deleted. Reliability testing at the main testing stage
used composite reliability (CR) and variance
extracted (VE). The results are reliable if the CR
value is equal to or higher than 0.70. Another way
to evaluate reliability is through VE, with a
minimum acceptable value of greater than or equal
to 0.50. VE values less than 0.5 are acceptable
provided that the CR value still exceeds 0.6
(Fornell and Larcker, 1981). After evaluating the
questionnaire, this research also evaluated the
goodness of fit from the research model. Using the
root mean square error of approximation value,
the result shows that the model is a good fitand the
research can continue to the next stage.

Before engaging in the hypothesis analysis, this
research conducts a descriptive analysis. A
descriptive analysis can provide information about
the respondents’ demographics. Table 1 provides
the descriptive statistics of the respondents. The
descriptive statistics show that respondents’
gender distribution is dominated by males at 76
percent and females at only 24 percent. In addition
to gender, the descriptive statistics also show that
respondents’ ages range from younger than 39
years—indicating that the employees in this
research were primarily generation Y (Gursoy,
Maier, and Chi, 2008)—and their ages range from
39 to 55 years, or only 43 percent of the
respondents.
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The descriptive analysis also showed that
respondents’ education is spread over four levels:
high school, diploma, bachelor, and master. The
descriptive statistics indicate that most of the
employees are at the bachelor level of education,

and some are at the diploma and high school levels.
Regarding length of service, most of the
respondents have been working for six to ten
years.

Table 1: Descriptive statistics of respondents

Frequency | Percentage (%)
Gender Male 162 76
Female 51 24
Age Generation X (>38) 93 43
Generation Millennial (<38) 120 57
Education High School 15 7
Diploma 45 21
Bachelor 147 69
Master 6 3
Working Time 1-5 Year 81 38
6-10 Year 104 49
11-15 Year 28 13
More than 15 Year 0 0

Source: Data process

This research then proceeded to the hypothesis
analysis using t-values from the Lisrel software
output. Table 2 shows the t-values for the
relationships among the variables, considered
significant if higher than 1.645. First, the
relationship between the HR practices variable
and the organizational commitment variable is
significantly positive, with a t-value of 2.01. In
addition, the relationship between HR practices
and employee engagement is significantly
negative, with a t-value of -3.62. The relationship
between job characteristics and employee

engagement is significantly positive, with a t-value
of 9.08, and the relationship between job
characteristics and organizational commitment is
positive and significant, with a t-value of 6.27.
Then, the relationship between employee
engagement and organizational commitment is
significantly positive, with a t-value of 9.26. These
results provide support for H1, H3, H4, and H5.
However, for H2—HR practice has a significantly
positive influence on employee engagement—is
rejected because the results indicate a negative
influence of HR practice on employee engagement.

Table 2: T-values from SEM analysis

Variable 3 4
1. HR Practice -3.62 2.01
2. Job Characteristics 9.08 6.27
3. Employee Engagement - 9.26
4. Organizational Commitment - -

Source: Data process

Then, according to Baron and Kenny (1986), three
conditions must be met to establish mediation.
First, the independent variable must be related to

the mediator. Second, the mediator must be related
to the dependent variable. Third, controlling for
the mediator reduces or makes insignificant the
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significant relationship between the independent
variable and a dependent variable. Conditions one
and two have been met as described previously.

For condition three, the antecedents must first be
related to the consequences.

Table 3: Mediation analysis

Relationship Direct Effect Indirect Effect
HR Practice to Organizational 0,12 -0,31
Commitment
Job Characteristics to Organizational 0,28 0,88
Commitment

Source: Data process

Table 3 provides the calculated values for
mediation. Following Baron and Keny (1986), to
test the mediation of the existing hypothesis, we
observe the direct and indirect values of the
relationship. Based on the results of the previous
SEM test, Hypothesis H7—employee engagement
mediates the relationship between HR practices
and organizational commitment—is rejected
because mediating employee engagement must be
a positive influence. However, Hypothesis 6 is
accepted—employee engagement mediates the
relationship between job characteristics and
organizational commitment.

The results obtained from this research indicate
that each industry, as well as the company, will
have different characteristics. This situation
indicates that results of the research can also differ
from that of previous research. An analysis of HR
practices with employee engagement shows that
HR practices will significantly decrease employee
engagement. This finding indicates that better HR
practices will decrease employee engagement. In
addition, according to Tiwari and Saxena (2012),
HR practices are “best practices” that can differ for
each company and can produce different results in
their implementation for each company or
organization. Significant negative relationships
between HR practices and employee engagement
can be used to create a new strategy for the
existing field of work within the coal mining
company.

The negative relationship between HR practice and
employee engagement triggered the researcher to
confirm this result with some of the respondents.
Interviews with some of the respondents showed
that the negative influence was potentially caused
by their lack of trust in their company’s HR practice
and the incompatibility of the practice with their
jobs. Despite the challenging economic conditions
that the company needed to overcome when this
research was conducted, it has been attempting to

improve its HR practice. However, the respondents
did not perceive these initiatives as effective,
which decreased respondents’ trust in the HR
practice. Some respondents stated that they could
request a training program—and were welcome to
make that request—but realizing that request was
always delayed by top management because they
considered the costs. This condition could cause
respondents to feel less engaged with their jobs
even though they were still committed.

This research also found several factors that could
affect organizational commitment and employee
engagement. Job characteristics affect both
employee engagement and organizational
commitment, and employee engagement also
affects organizational commitment. This research
also supports the results from Saks (2006) that
employee engagement influences organizational
commitment. Companies can improve their job
characteristics to help enhance organizational
commitment and employee engagement. Saks
(2006) also supported the relationship between
job characteristics and employee engagement,
which suggests that companies that create better
HR practices will directly influence employee
commitment, and HR practices that are not
relevant to improving employee engagement and
can result in a loss of employee engagement.

Companies should also consider the role of
employee engagement as a mediator for the
relationship between job characteristics and
organizational commitment. The mediation result
indicates that employee engagement mediates a
positive relationship between job characteristics
and organizational commitment. This result also
supports Saks (2006), who showed the same result
about employee engagement as a mediator.
Organizational commitment within a coal mining
company is influenced by job characteristics
because the specific jobs that employees did, HR
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practices that kept the employee in the
organization, and employee engagement also
mediate the influence of job characteristics on
organizational commitment. Therefore, the
practice of HRs in respondents’ companies more
directly influences employees’ organizational
commitment. An HR practice that can support
organizational commitment is offering training
and rewards. Although industry conditions are
sub-optimal, the company will always be in
business and can offer rewards to employees. Not
all HR practices can be used in all jobs—certain HR
practices have been shown to work in only certain
types of jobs (Lamba and Choudhary, 2013).

Implications for Practice

The results in the previous discussion indicate that
the coal mining company requires strong strategic
planning. To emphasize improvements in
organizational commitment, the company can
review job characteristics, employee engagement,
and HR practices. However, job characteristics not
only affect the organization’s commitment but also
employee engagement. The role of the HRs
department in designing the strategies imposed
within an organization can be based on these two
factors. The characteristics of the existing work of
the respondents, which requires dedication and
significant  skills, significantly affect the
engagement of the employees in the respondent
company. Therefore, if the company can improve
job characteristics through increased autonomy or
feedback, employee engagement and employee
organizational commitment can also be
strengthened.

To improve organizational commitment with HR
practices, management can focus on improving
training programs and give rewards to employees.
During this time, the company—instead of
responding simply by talking—can improve its
response to problems by providing appropriate
training because the work in the mining industry
requires training and additional insights to
support employees’ efforts. Training that was
previously based solely on employee demand can
be improved again by offering general annual
training that enhances employee skills. Then,
profit sharing and job security for employees can
also be implemented to give employees a bonus
when the company’s achievements exceed its
targets. Regarding job security, employees can be
given payroll certainty as well as an assured future
career within the company.

In addition, job characteristics become one of the
variables that affect the commitment of the
organization either directly or mediated by other
variables. Job characteristics that encourage
employers to use a variety of skills when engaged
in their assigned tasks can encourage employees to
be more committed within the organization.
Challenges given can be one way to increase
employee commitment. Regarding the respondent
company, employees are always expected to
contribute more to the company. Job
characteristics can be used in an approach to
developing corporate strategy and can be
supported by providing a variety of jobs to
employees to avoid demotivating them. In
addition, supervisors can provide feedback on
their employees’ performance given that the
descriptive analysis indicated that feedback
provided can be productive and supervisor
support can better assist employees in
understanding how they perform. The company
can provide variations in work, job rotations, and
feedback to increase employees’ organizational
commitment.

Employee engagement is also important to a
company, has a direct influence on organizational
commitment, and mediates other variables in this
research. To improve organizational commitment
through employee engagement, the company can
implement training aimed at improving employee
skills. This approach aims to support the
characteristics of the existing work because the job
characteristics factor is a variable that affects
employee engagement. If the factors that affect
employee engagement can be improved, employee
engagement can contribute to increasing
organizational commitments. The application of
fixed working hours—overdue as an assessment—
can assist with the company’s preliminary analysis
to identify internal problems. Mentoring and
coaching are needed to overcome employee
problems on the job and with the organization, and
are important to giving employees a way to
contribute broadly to the organization and their
work. Additionally, encouraging employees on
their jobs through mentoring and coaching can
increase employee enthusiasm and improve
employee engagement.

Limitations and Recommendations

The results indicate that research on
organizational commitment and employee
engagement can be developed further to provide
additional information for practitioners to develop
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an approach within the organization. This research
has limitations also. The first limitation is the data
collection—given that respondents are from a coal
mining company, the data collection took time. The
second limitation is response bias caused by the
similar responses for all of the questions. Finally, a
small sample size limits the results of this research,
and the negative results may also have been caused
by the sample size.

Based on current research, the recommendations
for further studies are as follows. Further research
can evaluate questionnaires with negative
sentences to improve the results obtained. The use
of translated sentences from the original
questionnaire also needs to be considered to
prevent differences in the understanding of the
respondents. Using a larger research subject can
broaden its overview. Future research can also
adopt a qualitative approach to better understand
and validate the information already obtained
from the data and the results of the analysis. A
qualitative approach is needed to confirm the
results that may differ from those of other research
because different respondents can produce
different results. A more general sampling method,
such as randomized sampling, can be used to
generalize the results for broader purposes.

Conclusion

The research on organizational commitment can
be expanded to cover additional industries. The
implementation of a strategy to improve
organizational commitment can be different for
each industry. The first conclusion from this
research is job characteristics, HR practices, and
employee engagements have significant positive
influences on organizational commitment. The
second conclusion is employee engagement
mediates the relationship between organizational
commitment and job characteristics. The third
conclusion is employee engagement is also
influenced by job characteristics and HR practices.
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