321
J-CEKI : Jurnal Cendekia Ilmiah
Vol.5, No.2, Februari 2026

The Influence Of Recruitment, Transformational Leadership, And
Employee Engagement To Employee Performance

Tanti Vabilla!, Abdul Haeba Ramli?
1.2 Esa Unggul University
E-mail: tanti.vabilla@gmail.com', abdul.haeba@esaunggul.ac.id?

Article History: Abstract: In the current era of globalization and
Received: 30 Oktober 2025 digitalization, companies are required to have
Revised: 29 Desember 2025 superior human resources, where recruitment and
Accepted: 11 Januari 2026 transformational leadership are the key to improving

employee engagement and employee performance.
This study aims to analyze the influence of
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employee engagement, manufacturing employees in Tangerang. The method
employee performance used in this study is a quantitative approach with a

survey of 145 respondents through the distribution of
online questionnaires using Google Forms and
analyzed using SEM-PLS. The results of the study
indicate that recruitment and transformational
leadership have a positive impact on employee
engagement and employee performance. This study
suggests that companies improve the quality of the
recruitment process and the implementation of
transformational leadership to create a work
environment that supports employee engagement.
The theoretical contribution of this study proves the
role of recruitment and transformational leadership
in positively influencing employee engagement and
employee  performance,  while its practical
contribution is strategic advice in human resource
management to improve overall organizational
performance.

INTRODUCTION

In today's era of globalization and digitalization, things are changing very quickly, and
companies are in dire need of individuals with high basic skills, as well as competencies and
qualifications that match the demands of the company (Cizmi¢ & Ahmié, 2021). As every
company knows, it must want its employees to show their best performance. Therefore, it is
important for companies to improve employee engagement in order to achieve the company's
goals in an effective and efficient way (Magfijar & Ekhsan, 2024). Employee engagement has a
positive influence on several organizational outcomes, such as productivity, profitability, and
employee retention (Al-Suraihi et al, 2021). This shows that employee engagement is one of the
important factors in the formation of employee performance Because if every employee feels
involved in achieving their performance, it will have an effect on the performance of the

ISSN : 2828-5271 (online)



322

J-CEKI : Jurnal Cendekia Ilmiah

Vol.5, No.2, Februari 2026

I ———

organization, and thus the company is considered to have succeeded in managing employee

performance. Employee engagement Not only contributes to improving work performance and

efficiency, but also increases the loyalty and commitment of employees, thereby reducing the

desire to move to another company (Macey & Schneider, 2008). The better employee

engagement it will show a person's consistent and positive condition in their individual work
behavior (Kumar ef al, 2022; H. M. Nguyen ef al, 2019; Robledo et al, 2019).

Employee engagement plays a role as a factor that affects a person's performance at work
(Rich et al, 2010). This makes it possible for employee performance as a key factor in achieving
the company's goals (Ruhiyat et al, 2022). Employee performance has an individual nature where
each employee has a different level of achievement in carrying out their duties (Buana et al,
2020). In this case, their performance will have a significant impact on the effectiveness of the
company's performance (Isa & Syah, 2021). Moreover employee performance can continue to be
built and improved periodically through how the leadership style used within a company (Top et
al, 2020). In this case, leadership has the potential to motivate others, specifically influencing
employees with a view to improving their skills in order to achieve organizational success
(Torlak & Kuzey, 2019).

Transformational Leadership can improve employee engagement and employee
performance (Ali et al, 2024). Transformational Leadership which shows that employee
performance greatly influenced by the way the leadership leads them to achieve optimal results
Mahyadi & Safrizal (2023), and can provide several indicators such as charisma, inspiration,
individual attention and intellectual stimulus so that employees are more comfortable and
motivated without feeling pressured (Purwanto, 2019). In addition, the characteristics of
transformational leadership such as ideal influence, inspiring motivation, stimulation of thought
and individual attention, are strongly linked to cognitive, emotional and behavioral engagement
of employees (Shuck & Herd, 2012).

Various studies that have examined the factors that play a role in employee engagement
and employee performance. As in a study conducted by Abdullahi ef al, (2022), the results of
which prove that Recruitment affect employee engagement and employee performance.
Recruitment one of the crucial stages in assessing whether or not an applicant is eligible to join
an organization (Badaruddin & Hidayat, 2020). Organizations need highly motivated, engaged,
and committed employees (Sun & Yoon, 2022). Therefore, it is important for organizations to
include existing employees in the recruitment process in improving employee performance
thoroughly (Clarawati et al, 2024). Barkhuizen & Masale (2021) Demonstrate that the right talent
management program policies and practices also provide commitment to employees, leading to
greater levels of work engagement among workers and potentially reducing employee turnover
rates.

The results of previous studies showed a relationship between recruitment towards
employee performance (Pahos & Galanaki, 2019; Syahputra & Tanjung, 2020), transformational
leadership towards employee performance (Isa & Shah, 2021; Purwanto, 2019), recruitment
towards employee engagement (Clarawati et al, 2024; Nguyen et al, 2024), transformational
leadership towards employee engagement (Erwin et al, 2019; Winasis et al, 2021), employee
engagement towards employee performance (Arslan & Roudaki, 2019; Joplin ef al/, 2021). Then
the author adds transformational leadership in this study because according to Kuntadi et a/ (2023)
shows the importance of transformational leadership to manage and direct every employee to feel
involved in achieving the company's goals, indirectly by encouraging employees to achieve their
performance. The purpose of this study is to investigate recruitment, transformational leadership
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and employee engagement on employee performance in manufacturing employees in the
Tangerang area.

LITERATURE REVIEW
Employee engagement

Kahn (1990) Define employee engagement is an employee's attachment to the company
itself. Employees who have a high sense of involvement tend to be more productive with their
work and they feel able to meet all the demands of their job (Schaufeli et al, 2002). According to
Chanana & Sangeeta (2021) explain employee engagement it is an attitude in the work
environment that encourages every member of the organization to achieve excellence every day
and is determined for the goals and values of the organization. Bhowal & Saini (2019) employee
engagement is the cornerstone to achieve good results in business. Therefore, organizations,
especially management managers, human resource managers to continue to find ways to manage
the level of commitment employees (Rahmana & Soliha, 2022).
Employee performance

Theory employee performance according to Borman & Brush (1993) is the result of a
positive work attitude in a company either directly or indirectly to achieve the target. In line with
research Yulius (2022) explain employee performance is a collection of assessments of employee
behavior and actions that allow them to make positive contributions and work outcomes to the
progress of the organization. According to Subekti (2021), employee performance is a measure
to identify how successful a person is at the job being done. Therefore, employees are expected to
adjust behavior and efforts in such a way as to achieve organizational success or the success of a
job working successfully with various colleagues and subordinates (Pradhan & Jena, 2017)
Recruitment

Theory recruitment according to Huselid et al (1997) is an effort to find a number of
qualified prospective employees to select them for open positions. The same thing is said
Tidokartika et al (2022) Recruitment is a systematic process for identifying and attracting
qualified candidates (applicants) to fill a position. With recruitment that succeeds, will bring in
more trained workers (Abdullahi et al, 2022). Therefore, recruitment as an important
management function in an organization or company (Firman & Inrawati, 2023). Therefore, it
can be concluded that recruitment is a series of steps or efforts to find, find, and attract
individuals or candidates who meet the criteria, have potential, and are qualified to fill the
required positions in the organization (Kusumaningrum et al, 2024).
Transformational Leadership

Theory transformational leadership formulated by Burns (1978) explain transformational
leadership is leadership that can inspire and motivate its subordinates so that they are able to
optimize performance to achieve the company's goals. Later developed by Bass et al (2003),
transformational leadership is leadership that develops a compelling vision, acts as a role model,
emphasizes innovation and individual influence. Theory transformational leadership emphasizing
emotions, values and the importance of leadership geared towards fostering employee creativity
(Garcia-morales et al, 2012). Leadership can be seen as a process of influencing others to behave
in accordance with predetermined organizational goals (Erwin et al, 2019). Therefore, a style is
required transformational leadership demonstrated by all leaders in the organization (Winasis et
al, 2021).
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RESEARCH METHODS

The type of research used is quantitative research and the research design used is an
empirical study conducted by Murat & Isaac (2019); Abdullahi et al, (2018). This research
consists of four variables with 29 items that make up the research variables. Therefore,
Recruitment consists of five adapted items (Abdullahi et al, 2022), employee engagement
consists of eight adapted items (Schaufeli et al, 2002), employee performance consists of nine
adapted items (Pradhan & Jena, 2017) and transformational leadership consists of seven adapted
items (Winasis) et al, 2021).

Quantitative data was collected through a questionnaire created using the Likert scale
consisting of five points, namely strongly disagree, disagree, neutral, agree, and strongly agree.
For this study, a survey method was carried out which distributed questionnaires online using
Google Form. The population discussed in this study is manufacturing employees in particular
Staff located in Tangerang. The sampling techniques used are Purposive Sampling namely the
method of determining respondents determined by the author using several criteria (Rachman et
al, 2024), namely (1) employees who have worked for more than one year and have become
permanent employees, (2) have at least a bachelor's degree and (3) have known their superiors for
more than one year.

Then the sample withdrawal method uses references from Hair et al (2019) which requires
that if the data analysis uses Structural Equation Model (SEM) then the number of respondents is
at least 5 and a maximum of 10 times the number of statement items. Because the number of
items or instruments is 29, the number of respondents planned to be five times 29 items equal a
minimum of 145 respondents. The data collection technique began with the pre-test stage by
sending questionnaires to 30 respondents who worked in manufacturing companies. The data
processing in this study utilizes Statistical Package for the Social Sciences (SPSS), which is
software for statistical data analysis or that is used to perform validity and reliability tests
(Handayani et al, 2023).

From the results of the pre-test, there are several indicators that do not meet the criteria

such as EE6, EP3, EP5, and EP9. Then, for further analysis, indicators that do not meet the
criteria will be removed from the construct. Furthermore, the valid indicators will be adjusted to
keep them sequential. For example, the indicator EE7 becomes EE6, EP4 becomes EP3, and so
on on the variable in question. By eliminating unqualified indicators and adjusting the numbering
of valid indicators, it is hoped that the analyzed constructs can be more focused and meet the set
standards. This step is done to maintain consistency and clarity in the numbering of the remaining
indicators.
Then test the hypothesis using the SEM method by using Smart Partial Least Square software
(SmartPLS) to explore the relationships between the variables to be tested. This is done so that
statistical data processing can run efficiently and accurately. The questionnaires collected will be
processed first so that they become useful information to draw conclusions and also to analyze
statistics in the context of hypothesis testing (Hair) et al, 2022). So the research model can be
described as follows:
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Figure 1. Research Model

Based on the research model above, the hypothesis proposed is as follows:

H1: Recruitment has a positive and significant influence on employee performance.

H2: Transformational leadership has a positive and significant effect on employee performance
H3: Recruitment has a positive and significant influence on employee engagement

H4: Transformational leadership has a positive and significant influence on employee
engagement H5: Employee engagement has a positive and significant influence on employee
performance

RESULT AND DISCUSSION
RESULT

The respondents in this study are employees who work in manufacturing companies in
the Tangerang area. Based on the results of the questionnaire distribution, 145 respondents were
obtained with the following results; Employees were dominated by male gender 73 respondents
(50.3%) compared to female employees 72 respondents (49.7%). Next respondents based on age,
the age of the respondents who dominated was between 26-30 years old amounting to 54
respondents (37.2%), 21-25 years old 46 respondents (31.7%), 36 respondents aged 31-35 years
old (24.8%), > 40 years old 6 respondents (4.1%) and aged between 36-40 years 3 respondents
(2.1%). Furthermore, the characteristic data seen from the last education of the respondents, the
last education level that dominated was the final education of S1 which amounted to 135
respondents (93.1%), the level of final education of S2 which was 10 respondents (6.9%) and
the level of final education of S3 which was 0 respondents (0%). Finally, the characteristics of
respondents based on the working period, the respondents' working period was dominated
between 4-6 years, namely 59 respondents (40.7%), the working period between 1-3 years
amounted to 57 respondents (39.3%), the working period between 7-10 years amounted to 16
respondents (11%) and for >the 10-year service period amounted to 13 respondents (9%).
Appendix 4 contains a summary of the respondents' characteristics.

Based on the results of data processing in this study, it begins with the outer model test,
where the evaluation of the outer model is a validity and reliability test. The validity test begins
by assessing convergent validity, which is a measurement to measure that the same constructs
are significantly and positively correlated with each other. The SEM-PLS output shows that all
indicators from the dimensions of recruitment, transformational leadership, employee
engagement and employee performance have a factor loading value of > 0.70 and the Average
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Variance Extracted (AVE) value shows > 0.50. Therefore, it can be concluded that all variables
in this study are declared valid and meet the requirements for convergent validity. The results of
the analysis using SEM-PLS show the results of the validity test through path diagrams and
factor loading.

T
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T

Figure 2. Path Diagram

Next test Discriminant validity carried out using the criteria of Cornell & Lacker (1981)
to ensure the square root of AVE each construct must be greater than its correlation with the
other constructs. Based on the SmartPLS output, all the square root values of AVE are greater
than the correlation values between constructs. Therefore, it can be concluded that discriminant
validity has been fulfilled for all constructs used in this study. The following is attached table 2
Discriminant validity Below:

Table 1. Test Results Discriminant Validity

Employee Employee Recruitm | Transformational
engagement performance ent Leadership

Employee 0,895

engagement

Employee 0,641 0,898

performance

Recruitment 0,504 0,504 0,908

Transformational 0,425 0,455| 0,300 0,903

Leadership

Furthermore, the reliability test measurement, based on the data in table 3, can be
concluded that all of them have an Average Variance Extracted (AVE) value of > 0.50 and a
composite reliability value and Cronbach's alpha > of 0.7 so that it can be declared valid and
reliable. The following table 3 shows the results of the validity and reliability tests.

Table 2. Validity and Reliability Tests

Cronbach's | tho_ Composite Mean Variance Extracted
Alph A Reliability (AVE)
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Employee engagement 0.959 0'92 0.966 0.801

Employee performance 0.952 0'93 0.961 0.806
. 0.95

Recruitment 0.947 4 0.959 0.825

Transformational 0.97

Waslaatis 0.963 ) 0.969 0.816

After performing the analysis Outer model, then further analyze Inner model which
begins with knowing the value of Coefficients of determination (R2) i.e. to measure how strong
the variation of the latent variable is bound (Hair) et a/, 2022). Criteria according to Hair ef al
(2022) i.e. the R2 value of 0.25 = weak, 0.50 = moderate, 0.75 = strong. From the SmartPLS
output, it is known that the value of R? at employee engagement of 0.337 or 33.7% which means
that it is classified as weak, and at employee performance 0.487 is classified as moderate. Here
is picture 2 below which shows the results of the analysis Outer model.

Based on the path coefficient table below, the results of the analysis in this study referred
to in table 4 show that there is a positive and statistically significant relationship.
Table 3. Path Coefficient

Original Sample | Sample Mean | Standard Deviation | T-Statistics | P-Values
EE -> EP 0,445 0,441 0,109 4,102 0,000
R > EE 0,414 0,419 0,105 3,959 0,000
R > EP 0,220 0,222 0,091 2,414 0,016
TL -> EE 0,301 0,296 0,104 2,885 0,004
TL -> EP 0,200 0,194 0,086 2,336 0,020

Furthermore, related to the results of the indirect influence analysis referred to in table 5,
it shows that there is a statistically significant indirect influence on the employee engagement
variable has a mediating role between the relationship between recruitment, transformational
leadership and employee performance which is aimed at a T-statistic value above 1.96 and a P-

value less than 0.05.

Table 4. Test Results Indirect Effects

Original Sample Standard T Statistics P
Sample Meag M) Deviation (|O/STDEV]| Values
(0) (STDEV) )
R -> EE -> EP 0,184 0,187 0,071 2,612 0,009
g; — EE-= 0,134 0,136 0,067 2,001 | 0,046

The following is a structural model that illustrates the t-statistic value of the latent
construct relationship path, which is shown in the figure below:
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Furthermore, the results of the hypothesis test are based on the t-statistics value and the
p-value in table 6 which can be seen below:
Table 5 Hypothesis Test Research Model

Hypothesis

Hypothesis Statement

P-Values

T-Statistic

Conclusion

Hl

Recruitment has a positive
effect on Employee
performance

0.015

4.433 H1 Accepted

H2

Transformational leadership
has a positive effect on
Employee performance

0.017

4.405 H2 Accepted

H3

Recruitment has a positive
effect on employee
engagement

0.000

2.270 H3 Accepted

H4

Transformational leadership
has a positive effect on
Employee engagement

0.002

3.079 H4 Accepted

H5

Employee engagement has a
positive effect on employee
performance

0.000

4.133 HS5 Accepted

Based on table 6 above, it shows that all t-statistics values are >1.96 and p-values are
<0.05, which means that they have met the hypothesis testing criteria. And, it can be concluded
that all hypotheses are accepted which consist of 5 hypotheses.

DISCUSSION

Recruitment has a positive effect on employee performance. The better the recruitment
process carried out in a manufacturing company, the better it will be employee performance.
Companies that can invest significant resources for the available positions will have employees
feel comfortable working. This is in line with research Bibi (2019) which states that Recruitment
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play a crucial role in attracting talented employees who will ultimately influence employee
performance.

Transformational Leadership has a positive effect on employee performance. The better
the implementation transformational leadership in manufacturing companies will increase
employee performance. Leaders who have a positive attitude and commitment so that they can
inspire their subordinates will make their employees feel comfortable working in a flexible work
system that will improve employee performance. This is in line with research Mulla & Krishnan
(2022) which states that transformational leadership can motivate his subordinates to contribute
to the success of the company.

Recruitment positive effects towards employee engagement. The better the process
Recruitment implemented in manufacturing companies will increase employee engagement. A
company that is able to allocate enough resources for the available positions will make
employees feel more positive at work. These findings are in line with research Dey et al (2023)
which states that employees who have goals that are in line with the company's goals will
certainly be more involved and dedicated.

Transformational Leadership has a positive effect on employee engagement. The better
the implementation transformational leadership in manufacturing companies will increase
employee engagement. Leaders who have a positive attitude and commitment so that they can
inspire their subordinates will make their employees feel more positive and happier. This is in
line with the findings Buil er a/ (2019) which states that transformational leadership It is
considered a positive leadership style to motivate employees to align their goals with the
company's goals.

Employee engagement has a positive effect on employee performance. The better the
implementation employee engagement then it will increase employee performance. Employees
who have a high work ethic feel more positive and happier so that the employee will feel
comfortable working in a flexible work system. This is in line with research Ruhiyat et a/ (2022)
which states that employees engaged in their work exhibit productive behaviors that can
improve their performance to achieve the company's targets.

CONCLUSION

Based on data analysis and discussion, the study concluded that the recruitment and
transformational leadership process has a positive influence on employee engagement and
employee performance. The better recruitment is carried out, the more employee engagement and
employee performance will be increased. The better the implementation of transformational
leadership, the more employee engagement and employee performance will increase. The results
of this study consistently confirm that the quality of the recruitment process and transformational
leadership style are important aspects in building employee engagement and performance, where
employee engagement itself plays a driving factor to improve overall organizational performance.

In this study, it advises manufacturing companies in the Tangerang area so that companies
can improve the quality of the recruitment process and the implementation of transformational
leadership to create a work environment that supports employee engagement and employee
performance. Referring to the limitations of the research, it is suggested that future research to
expand the object of research, not only limited to the private sector but also to include the
banking sector, government agencies, and other public service sectors. The selection of such
objects is important to gain a comprehensive understanding of the dynamics of individual
behavior in various work environments that have different organizational, cultural, and regulatory
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characteristics. By expanding this context, the results of the study will have a higher level
of generalization. In addition, the research model can be expanded by including other
theoretically relevant variables, such as job satisfaction, which play an important role in
mediating or moderating the relationship between key variables. Subsequent research is also
recommended to use longitudinal design to capture changes in the dynamics of relationships
between variables over time, as well as to apply mixed data collection methods to reduce the
possibility of subjective bias from individual reports.
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