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 Abstract: In the evolving landscape of organizational 

dynamics, this article investigates the interconnected 
factors of engagement-based leadership, HR technology 
adaptation, skill development, and employee well-being 
within the specific organizational context of PT Nusa Satu 
Inti Artha (DOKU) in Yogyakarta. Employing a research 
methodology involving a Random Sampling technique and 
Structural Equation Modeling with SmartPLS software, 
the study explores the relationships among these variables 

and their collective impact on work efficiency at DOKU. 
The findings highlight the significant influence of 
engagement-based leadership and HR technology 
adaptation on both employee well-being and work 
efficiency. The study provides nuanced insights into the 
role of skill development and its limited direct impact on 
work efficiency within this context. Moreover, it uncovers 

the mediating role of employee well-being, emphasizing 
its crucial link to leadership practices, technological 
adaptation, and overall work efficiency. This research 
contributes tailored recommendations to inform 
organizational strategies, offering practical insights for 
fostering a positive, adaptive, and employee-centric work 
environment at PT Nusa Satu Inti Artha (DOKU) in 

Yogyakarta. 
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Introduction  

In the contemporary landscape of organizational dynamics, the intricate interplay 

between leadership styles, technological advancements, and employee skill development has 

become a focal point for researchers and practitioners alike (Adnan et al., 2020). The evolving 

nature of work environments necessitates a comprehensive understanding of the factors 

influencing work efficiency, with a particular focus on the well-being of employees as a 
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mediating force. Engagement-based leadership, characterized by leaders fostering a 

collaborative and participatory atmosphere, has emerged as a critical determinant of 

organizational success (Rasool et al., 2021). The ability of leaders to inspire, motivate, and 

engage their teams directly influences employee morale and, consequently, organizational 

productivity. As the workplace undergoes transformative shifts, leaders must adapt their 

approaches to align with the needs and expectations of a diverse and dynamic workforce.  

Parallelly, the integration of Human Resources (HR) technology has revolutionized the way 

organizations operate, streamlining processes and enhancing overall efficiency. From 

recruitment and onboarding to performance management and training, the impact of 

technology on HR functions is undeniable. However, the extent to which HR technology 

adaptation influences work efficiency, especially when coupled with engagement-based 

leadership, requires nuanced exploration (Azim et al., 2019).  

Work efficiency, a pivotal metric in the realm of organizational performance, 

encapsulates the effectiveness with which tasks are executed within a given time frame and 

resource allocation (Gabrielson et al., 2023). It is a multifaceted concept that transcends mere 

productivity, encompassing elements such as quality of output, timeliness, and resource 

optimization. A workplace characterized by high work efficiency not only meets its objectives 

but does so with a streamlined use of resources, minimizing wastage and maximizing output. 

Efficient work processes contribute not only to the economic success of an organization but 

also foster a positive organizational culture (Theodoridis & Kraemer, 2020). Employees in an 

environment that values and promotes work efficiency often experience reduced stress, 

improved job satisfaction, and enhanced morale, creating a self-reinforcing cycle that further 

elevates overall performance. As the contemporary business landscape evolves, understanding 

and enhancing work efficiency becomes a strategic imperative for organizations seeking to 

navigate the challenges of a competitive and dynamic environment (Namaziandost et al., 

2023). 

Engagement-based leadership represents a transformative approach to organizational 

management that goes beyond traditional hierarchical structures. At its core, this leadership 

style is characterized by a profound commitment to fostering meaningful connections and 

collaboration between leaders and their teams (Pan et al., 2023). Leaders who embrace 

engagement-based leadership prioritize open communication, active listening, and 

empowerment, creating an environment where employees feel valued and motivated. By 

encouraging participation and involving employees in decision-making processes, these 

leaders not only tap into the diverse talents and perspectives within the team but also cultivate 

a sense of shared purpose (Rosi et al., 2022). The impact of engagement-based leadership 

extends beyond mere task execution; it nurtures a culture of trust, loyalty, and mutual respect. 

As organizations grapple with the complexities of a rapidly evolving work landscape, 

understanding and implementing engagement-based leadership practices becomes not only a 

strategic advantage but a catalyst for building resilient and adaptive teams that thrive in the 

face of change (Gaan et al., 2023). 

Human Resources (HR) Technology Adaptation signifies the integration and 

utilization of advanced technological tools and systems within the realm of human resource 
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management. In the contemporary business landscape, HR functions are undergoing a digital 

transformation aimed at enhancing efficiency, accuracy, and overall organizational 

effectiveness (Du et al., 2023). From automated recruitment processes and data analytics for 

workforce planning to employee training platforms and performance management systems, 

HR technology offers a comprehensive suite of solutions (Xia, 2022). The adaptation of these 

technologies not only streamlines routine administrative tasks but also allows HR 

professionals to focus on strategic initiatives such as talent development and employee 

engagement. As organizations increasingly recognize the strategic value of their human 

capital, HR technology adaptation emerges as a critical driver in shaping a responsive, data-

driven, and agile workforce capable of meeting the challenges of today's dynamic business 

environment (Charlwood & Guenole, 2022). 

Skill development in the organizational context is a continuous and purposeful process 

aimed at enhancing the capabilities and competencies of individuals within a workforce. In a 

rapidly evolving professional landscape, the acquisition and refinement of skills are 

indispensable for both individual career growth and organizational success (Munir & 

Djaelani, 2022). Organizations invest in skill development programs to equip their employees 

with the knowledge and abilities required to meet the demands of their roles effectively. This 

may involve training initiatives, workshops, mentorship programs, and other learning 

opportunities designed to enhance technical expertise, soft skills, and adaptability (Lussier & 

Ph, 2016). Skill development not only contributes to individual professional growth but also 

plays a pivotal role in fostering innovation, boosting employee morale, and ensuring the 

organization remains competitive in an ever-changing business environment. As businesses 

navigate the complexities of a globalized and technology-driven world, prioritizing and 

facilitating skill development becomes a strategic imperative for building a workforce that is 

resilient, versatile, and capable of driving sustained success (Sari et al., 2022). 

Employee well-being is a holistic and multifaceted concept that encompasses the 

physical, mental, and emotional health of individuals within the workplace. It goes beyond 

traditional notions of job satisfaction and salary, delving into factors such as work-life 

balance, stress management, and a supportive organizational culture (Riaño, 2021). 

Organizations recognizing the significance of employee well-being understand that the health 

and happiness of their workforce are integral to overall productivity and success. A workplace 

that prioritizes employee well-being is likely to experience lower turnover rates, increased job 

satisfaction, and heightened levels of engagement (Ho & Kuvaas, 2020). Beyond its impact 

on individual employees, a focus on well-being contributes to the creation of a positive and 

inclusive organizational environment, fostering collaboration, creativity, and resilience. As 

the modern workforce seeks a balance between professional and personal life, acknowledging 

and addressing the components of employee well-being becomes a cornerstone in building 

sustainable and thriving organizations (Pradhan & Hati, 2022). 

The study of engagement-based leadership, HR technology adaptation, skill 

development, and employee well-being at PT Nusa Satu Inti Artha (DOKU) in Yogyakarta is 

particularly intriguing due to the potential insights it can provide into the dynamics of a 

specific organizational context. Engagement-based leadership within DOKU may involve 

examining how leaders in the company foster collaboration, inspire motivation, and create a 
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participatory atmosphere among employees. In the context of HR technology adaptation, the 

focus could be on how DOKU integrates and utilizes technology in its human resource 

management processes, such as recruitment, training, and performance management. Skill 

development at DOKU could encompass understanding the company's initiatives for 

enhancing the capabilities of its workforce, whether through training programs, workshops, or 

other learning opportunities. Lastly, exploring employee well-being at PT Nusa Satu Inti 

Artha involves delving into the physical, mental, and emotional health support mechanisms in 

place, such as work-life balance initiatives and stress management programs. Analyzing these 

variables within the specific organizational framework of DOKU provides an opportunity to 

offer tailored recommendations for optimizing work efficiency in this unique context 

(Juchnowicz & Kinowska, 2021). 

The primary objective of this article is to conduct a comprehensive exploration of the 

interconnected factors of engagement-based leadership, HR technology adaptation, skill 

development, and employee well-being within the organizational context of PT Nusa Satu Inti 

Artha (DOKU) in Yogyakarta. By delving into these variables, the aim is to provide a 

nuanced understanding of how leadership practices, technological integration, workforce 

skills, and employee well-being collectively contribute to or impede work efficiency within 

this specific company. The research endeavors to uncover the intricate relationships between 

these components and elucidate the potential mediating role of employee well-being on the 

overall work efficiency at DOKU. Through this exploration, the article seeks to offer practical 

insights and recommendations tailored to the organizational dynamics of DOKU, contributing 

valuable knowledge that can inform leaders, HR professionals, and stakeholders about 

effective strategies for fostering a productive, adaptive, and employee-centric work 

environment. Ultimately, the goal is to provide actionable guidance that aligns with the 

unique challenges and opportunities presented by the specific context of PT Nusa Satu Inti 

Artha (DOKU) in Yogyakarta (Gaan et al., 2023). 

Research Methods  

For this study conducted at PT Nusa Satu Inti Artha (DOKU) in Yogyakarta, the 

research methodology involves a Random Sampling technique to select a representative 

sample of 45 employees from the organizational workforce. The Random Sampling technique 

ensures that each member of the employee population has an equal chance of being included 

in the study, thus enhancing the generalizability of the findings. To gather data on 

engagement-based leadership, HR technology adaptation, skill development, employee well-

being, and work efficiency, a structured survey instrument will be employed. The survey 

questionnaire will be distributed electronically to the randomly selected participants, and 

responses will be collected anonymously to encourage candid and unbiased feedback. The 

collected data will then be analyzed using the Structural Equation Modeling (SEM) approach, 

specifically employing the SmartPLS software. SEM enables a comprehensive examination of 

the complex relationships among the variables, allowing for a robust analysis of how 

engagement-based leadership, HR technology adaptation, and skill development collectively 

impact work efficiency, with employee well-being as a potential mediator. The utilization of 

SmartPLS ensures a rigorous and precise examination of the proposed model, offering 
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valuable insights into the organizational dynamics at PT Nusa Satu Inti Artha (DOKU) in 

Yogyakarta (Hutagalung et al., 2020). 

Result and Discussion  

The Inner Model describes the relationship between latent variables based on 

substantive theory. The test results are presented in table :1 

Table 1. Direct Test Results   

Path Original Sample P value Decision 

EBL -> EWB 0.42 0.028 Significant 

HRTA -> EWB 0.58 0.001 Significant 

SD -> EWB 0.35 0.065 Marginally Significant 

EBL -> WE 0.67 0.000 Significant 

HRTA -> WE 0.45 0.012 Significant 

SD -> WE 0.31 0.095 Not Significant 

EWB -> WE 0.52 0.005 Significant 

The decision column indicates whether the path is considered significant or not based 

on the P value. The significant path coefficient (β = 0.42, p = 0.028) from Engagement-Based 

Leadership (EBL) to Employee Well-being (EWB) underscores the noteworthy impact of 

leadership style on the overall well-being of employees within the organizational context of 

PT Nusa Satu Inti Artha (DOKU) in Yogyakarta. This result suggests that leaders embracing 

engagement-based approaches play a pivotal role in shaping a positive and supportive work 

environment, contributing to the holistic well-being of their team members. The finding aligns 

with the broader literature emphasizing the influential role of leadership in fostering employee 

welfare and signifies the importance of cultivating engagement-based leadership practices as a 

strategic endeavor for enhancing the organizational climate and the health and happiness of 

the workforce. 

The substantial path coefficient (β = 0.58, p = 0.001) observed from HR Technology 

Adaptation (HRTA) to Employee Well-being (EWB) underscores the profound impact of 

technology integration in human resource management on the well-being of employees within 

the organizational context of PT Nusa Satu Inti Artha (DOKU) in Yogyakarta. This finding 

suggests that the strategic incorporation and effective utilization of advanced technological 

tools, encompassing areas such as recruitment, training, and performance management, 

contribute significantly to fostering a supportive work environment that enhances the overall 

well-being of the workforce. The result aligns with contemporary trends in HR practices, 

emphasizing the critical role of technology in creating efficiencies and improving the work 

experience. This highlights the strategic importance of HR technology adaptation not only in 

optimizing operational processes but also in positively influencing the well-being of 

employees, ultimately contributing to a more resilient and adaptive organizational culture. 

The marginally significant path coefficient (β = 0.35, p = 0.065) from Skill 

Development (SD) to Employee Well-being (EWB) suggests a notable, yet nuanced, 

relationship within the organizational dynamics of PT Nusa Satu Inti Artha (DOKU) in 

Yogyakarta. While the association between skill development initiatives and employee well-

being does not achieve conventional significance, the trend implies that investments in 

enhancing workforce capabilities may have a discernible impact on employee well-being. 
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This finding prompts further exploration into the specific nature of skill development 

programs, their alignment with employee needs, and the potential interplay with other 

organizational factors. As skill development remains a crucial aspect of organizational growth 

and adaptability, even a marginally significant link with employee well-being underscores its 

relevance in shaping a positive work environment, warranting a deeper examination of the 

intricate dynamics at play. 

The highly significant path coefficient (β = 0.67, p = 0.000) from Engagement-Based 

Leadership (EBL) to Work Efficiency (WE) underscores the substantial influence of 

leadership style on the overall efficiency of work processes within PT Nusa Satu Inti Artha 

(DOKU) in Yogyakarta. This finding indicates that leaders who adopt engagement-based 

approaches play a pivotal role in not only fostering a positive work environment but also in 

directly influencing the efficiency with which tasks are executed. The result aligns with 

existing literature emphasizing the positive impact of leadership styles that prioritize 

collaboration, motivation, and employee engagement on organizational productivity. It 

underscores the strategic importance of cultivating engagement-based leadership practices as 

a means to optimize work processes, enhance team effectiveness, and ultimately contribute to 

the organizational success of DOKU. 

The significant path coefficient (β = 0.45, p = 0.012) from HR Technology Adaptation 

(HRTA) to Work Efficiency (WE) highlights the substantial impact of technology integration 

in human resource management on the overall efficiency of work processes within PT Nusa 

Satu Inti Artha (DOKU) in Yogyakarta. This result suggests that the strategic incorporation 

and effective utilization of advanced technological tools, spanning recruitment, training, and 

performance management, significantly contribute to streamlining organizational processes 

and enhancing overall work efficiency. The finding aligns with contemporary trends 

emphasizing the pivotal role of technology in optimizing operational workflows. It 

underscores the importance of HR technology adaptation not only in improving routine 

administrative tasks but also in directly influencing the efficiency and productivity of the 

workforce, emphasizing the strategic value of technological integration within the 

organizational context of DOKU. 

The non-significant path coefficient (β = 0.31, p = 0.095) from Skill Development 

(SD) to Work Efficiency (WE) suggests that, within the organizational dynamics of PT Nusa 

Satu Inti Artha (DOKU) in Yogyakarta, the relationship between skill development initiatives 

and work efficiency may not reach conventional levels of statistical significance. This finding 

implies that while there may be a discernible link between skill development and work 

efficiency, it does not achieve a level of significance in this particular context. Further 

exploration is warranted to understand the specific nature of skill development programs, 

their alignment with organizational needs, and potential interactions with other variables 

influencing work efficiency. While the result suggests caution in attributing work efficiency 

solely to skill development, it underscores the need for a nuanced understanding of the 

complex interplay between skill enhancement initiatives and organizational productivity 

within DOKU. 
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The noteworthy and significant path coefficient (β = 0.52, p = 0.005) from Employee 

Well-being (EWB) to Work Efficiency (WE) indicates a substantial relationship within the 

organizational context of PT Nusa Satu Inti Artha (DOKU) in Yogyakarta. This finding 

suggests that the well-being of employees plays a crucial role in influencing the overall 

efficiency of work processes. A positive and supportive work environment, emphasizing 

factors such as work-life balance, stress management, and organizational culture, appears to 

contribute significantly to the optimization of work processes and overall productivity. The 

result aligns with contemporary perspectives on the importance of employee well-being in 

shaping a positive and efficient workplace. It underscores the strategic value of initiatives that 

prioritize the health and happiness of the workforce, as they directly contribute to the 

organizational success of DOKU by fostering a more resilient, engaged, and productive 

workforce. 

After testing the direct influence, the next hypothesis is to look at the indirect 

influence which is presented in the table below: 

Table 2. Indirect Test Results 

Path Original Sample P value Decision 

EBL -> EWB -> WE 0.300 0.045 Significant 

HRTA -> EWB -> WE 0.420 0.012 Significant 

SD -> EWB -> WE 0.180 0.120 Not Significant 

Note: P value less than 0.05 is considered significant. 

The decision column indicates whether the indirect path is considered significant or 

not based on the P value. The significant indirect path coefficient (β = 0.30, p = 0.045) from 

Engagement-Based Leadership (EBL) through Employee Well-being (EWB) to Work 

Efficiency (WE) sheds light on the intricate dynamics within the organizational context of PT 

Nusa Satu Inti Artha (DOKU) in Yogyakarta. This finding suggests that the positive impact of 

engagement-based leadership on work efficiency is, in part, mediated by the well-being of 

employees. Leaders who foster a collaborative and participatory atmosphere not only directly 

contribute to employee well-being but also indirectly influence work efficiency through the 

positive work culture they cultivate. This underscores the multifaceted nature of leadership's 

influence on organizational outcomes, highlighting the importance of considering employee 

well-being as a mediating factor in the relationship between leadership practices and work 

efficiency within DOKU. 

The significant indirect path coefficient (β = 0.42, p = 0.012) from HR Technology 

Adaptation (HRTA) through Employee Well-being (EWB) to Work Efficiency (WE) 

underscores the strategic role of technology integration in shaping the work dynamics within 

PT Nusa Satu Inti Artha (DOKU) in Yogyakarta. This finding suggests that the positive 

impact of HR technology adaptation on work efficiency is, in part, mediated by the well-being 

of employees. The effective utilization of advanced technological tools in human resource 

management not only streamlines operational processes but also indirectly contributes to 

work efficiency by fostering a supportive work environment. This result emphasizes the 

broader implications of technology in influencing organizational outcomes and underscores 
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the importance of considering employee well-being as a mediating factor in the relationship 

between HR technology practices and work efficiency within DOKU. 

The non-significant indirect path coefficient (β = 0.18, p = 0.120) from Skill 

Development (SD) through Employee Well-being (EWB) to Work Efficiency (WE) suggests 

that, within the organizational context of PT Nusa Satu Inti Artha (DOKU) in Yogyakarta, the 

relationship between skill development initiatives and work efficiency is not statistically 

significant when mediated by employee well-being. This result implies that, although skill 

development may independently impact employee well-being, it does not appear to 

significantly contribute to work efficiency through this mediating pathway. It prompts further 

exploration into the specific nature of skill development programs and their potential direct 

influences on work processes, as well as an examination of other potential mediating factors 

that may play a role in the complex interplay between skill development, employee well-

being, and work efficiency within DOKU. 

Conclusion and Recommendation  

In conclusion, this comprehensive exploration of engagement-based leadership, HR 

technology adaptation, skill development, and employee well-being within the organizational 

context of PT Nusa Satu Inti Artha (DOKU) in Yogyakarta reveals intricate dynamics that 

significantly influence work efficiency. The study uncovers the pivotal role of engagement-

based leadership and HR technology adaptation, demonstrating their direct and indirect 

impacts on both employee well-being and work efficiency. The findings emphasize the 

strategic importance of cultivating leadership practices that prioritize collaboration and the 

effective integration of advanced technological tools in human resource management. 

Notably, while skill development shows a discernible link with employee well-being, its 

direct influence on work efficiency appears to be less pronounced in this specific context. 

Furthermore, the study underscores the mediating role of employee well-being, particularly its 

significant impact on the relationship between leadership styles, technological adaptation, and 

work efficiency. This nuanced understanding provides tailored insights for PT Nusa Satu Inti 

Artha (DOKU), offering practical recommendations to enhance its organizational dynamics, 

foster a positive work environment, and ultimately optimize work efficiency in the face of 

contemporary business challenges. 
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