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ABSTRACT: Employees who have a high level of work engagement will show their best performance; this is because these
employees enjoy the work they do. When employees are attached to a company, employees have an awareness of the business.
The main objective of this research is to analyze the influence of transformational leadership and organizational climate on
employee engagement. The research methods include library and field research designs with a quantitative approach. The number
of samples analyzed was 140 employees. This study uses a research instrument test consisting of validity and reliability tests. The
quantitative analysis consists of a normality test, regression test, hypothesis test, correlation test, and coefficient of determination.
The results of the data analysis conclude that transformational leadership, organizational climate, and employee engagement
positively and significantly influence innovative work behavior. The results of further research confirm that transformational
leadership and organizational climate significantly affect employee engagement. The research conclusion states that by combining
transformational leadership and a positive organizational climate, organizations can create an environment where employees feel
encouraged to give their best and feel that their contributions positively impact the organization's success. High employee
engagement contributes to better productivity, retention, and continued organizational success.
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I. INTRODUCTION

Employee engagement is not just a temporary task but an ongoing effort that involves commitment and attention from the
entire organization. Organizations that successfully create an environment that supports and motivates employees can enjoy
benefits in terms of higher productivity, employee retention, and continued organizational success (Pandey and David, 2013).
Opportunities for career development and training increase employee engagement. Employees who feel they have room to grow
and develop within the company are more engaged (Islam et al., 2023). Employees who feel secure in their jobs, without
excessive uncertainty, tend to be more engaged (Welbourne, 2007). Uncertainty can create worry and hurt engagement.
Organizations that understand the need for employee work-life balance can increase satisfaction and engagement. Employees who
feel they are allowed to maintain this balance tend to be happier and more motivated (Sofiyan et al., 2022). Giving employees the
opportunity to be involved in the decision-making process can increase their sense of ownership and responsibility, which in turn
increases engagement (Lie et al., 2019). Recognition of employee contributions, whether in the form of formal or informal
rewards, can increase feelings of appreciation and engagement (Meng et al., 2022). Employees want to feel that their efforts and
work results are recognized and appreciated. Good leaders can motivate and inspire employees, especially those who apply a
transformational leadership style. Leadership that is supportive, fair, and provides clear direction can increase engagement (Asif et
al., 2019).

The engagement process is a follow-up action or action evaluation needed to determine whether the activities and actions
taken are in the right direction and whether these activities and actions provide the desired results (Alvi and Abbasi, 2012). In the
engagement process, communication becomes an important part of the entire engagement process of organizational members.
Communication involves planning follow-up, providing timely information, and engaging every level of the organizational
hierarchy. Work engagement, or what can also be called employee engagement, is about how an employee can feel proud and
loyal in his work for the organization (Siahaan, Susanti and Sudirman, 2020), being part of a company ready to handle clients,
users, and consumers, and always giving more in completing every job. (Bakker, Albrecht and Leiter, 2011), said that work
engagement is an aspect that includes positive emotions and full involvement in carrying out work and is characterized by three
main dimensions, namely vigor, dedication, and absorption in work. Work engagement is one of the constructs included in the
context of positive psychology because this construct emphasizes employee well-being (Leiter and Bakker, 2010). Employees
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who have a high level of work engagement will show their best performance (Silalahi et al., 2021), this is because these
employees enjoy the work they do. When employees are engaged with a company, employees have an awareness of the business
(Basoeky et al., 2021). This awareness of the company's business means that employees will give their best abilities to the
company (Sherly, Halim and Sudirman, 2020). Employees who are attached to the company will improve company performance,
work engagement can be grown in employees.

In a strong organizational culture, almost all managers share a relatively consistent set of values and methods of doing
business (Suryani et al., 2021). New employees adopt these values very quickly. In such a culture, a new executive may be
corrected by his subordinates and his boss if he violates organizational norms (Silalahi et al., 2020). Outsiders usually see
companies with a strong culture as having a particular style. Study results (Bin Saeed et al., 2019); (Wibisono, 2021) emphasize
that transformational leadership and organizational climate significantly affect employee engagement. Employees who have a
high level of work engagement will show their best performance, this is because these employees enjoy the work they do. When
employees are engaged with a company, employees have an awareness of the business. This awareness of the company's business
means that employees will give their best abilities to the company. Based on the background of the problem and the results of
previous studies, this research aims to analyze the influence of transformational leadership and organizational climate on
employee engagement. Furthermore, research on the determinants of innovative work behavior of hotel employees in the Lake
Toba tourist area through employee engagement using a structural equation model approach can be a reference material for further
research in this field. This research can be a basis for further research and developing new concepts in innovation and hotel
employee engagement.

Il. LITERATURE REVIEW AND HYPOTHESIS
Transformational Leadership and Employee Engagement

Transformational leadership is an approach that causes change in individuals and social systems. In its ideal form, this
approach creates valuable and positive change in followers with the ultimate goal of developing followers into leaders
(Simatupang et al., 2022). The transformational leadership approach encourages, inspires, and motivates employees to innovate
and create the changes needed to shape the company's future success (Butarbutar et al., 2022); (Peng et al., 2021). This is achieved
by setting an example at the executive level through authenticity, a strong sense of organizational culture, subordinate ownership,
and independence within the organization (Lie, Dharma and Sudirman, 2021). Transformational leaders are agents of change who
can identify innovative trends and changes in technology and help organizations embrace those changes (Meng et al., 2022).
Employees on the leadership track will also be prepared to become transformational leaders through guidance and training. Study
results (Balwant, Mohammed and Singh, 2020); (Insyra, 2022) emphasized that transformational leadership significantly affects
employee engagement. Therefore, based on several previous research results, we can develop a hypothesis:

H1: Transformational leadership influences employee engagement

Organizational Climate and Employee Engagement

The importance of human resource management practices and policies in influencing employee perceptions and attitudes is
also emphasized in the organizational climate (Liang and Zhang, 2012). Organizational climate is key in shaping job satisfaction,
organizational culture, and employee performance (Rahimic, 2013). Besides that, organizational climate refers to the
psychological atmosphere that dominates an organization's work environment (Efendi et al., 2021). Organizational climate reflects
how employees feel and behave in their work context. This can affect productivity, motivation, job satisfaction, and individual and
group organizational behavior (Inrawan et al., 2022). Factors such as organizational culture, leadership, policies, communication,
organizational structure, and the values espoused by the organization play an important role in shaping the organizational climate,
and together, they create the image and view that employees perceive of their work environment (Efendi et al., 2022). in that
organization. In the context of dynamic tourism development (Yu, Yu and Yu, 2013), the essence of organizational climate is
believed to be the foundation for local tourism actors to develop the role and involvement of employees within it (Ancarani, Di
Mauro and Giammanco, 2019) ; (Listya Astika and Saptoto, 2018). Therefore, based on several previous research results, we can
develop a hypothesis:

H2: Organizational climate influences employee engagement

111. RESEARCH METHODS

Figures This research uses a literature and field research design with a causal associative approach to see the relationship
between several uncertain variables. (Sugiyono, 2015), states that causal design is useful for analyzing how one variable influences
other variables. It is also useful in experimental research, where the researcher treats the independent variable in a controlled
manner to directly see its impact on the dependent variable. The research was conducted from June 2023 to August 2023. The
research location was in the Lake Toba tourist area, which includes the Simalungun and Samosir Regencies. The population in this
study is the total number of employees who work in hotels in the Simalungun and Samosir Regencies. The sampling method used
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in this research is the convenience sampling method. This technique was chosen because it is the fastest method due to time
constraints, and anyone who accidentally meets the researcher can be used as a sample if that person is deemed suitable as a data
source. According to (Hair, 2014), if the population size is unknown, the sample size can be determined from 5-10 times the
number of indicators used in a single construct. This research uses 14 indicators from 3 existing variable dimensions, so the
number of research samples obtained is 14 x 10 = 140. Data collection in this research used the observation method by observing
directly in the field, and documentation came from secondary data in the form of documents and structured interviews using
questionnaire instruments. This study uses a research instrument test consisting of validity and reliability tests. The quantitative
analysis consists of a normality test, regression test, hypothesis test, correlation test, and coefficient of determination.

IV. RESULTS AND DISCUSSION
Validity and Reliability Test
Table 1. Validity Test Results

\Variables Correct(_ed items - Total N of Items [Test results
correlation
Transformational Leadership 0.560 4 \alid
Organizational Climate 0.590 5 \Valid
Employee Engagement 0.630 5 \Valid

Source: Processed SPSS Data (2023)

Based on the validity test of Table 1 above, it is concluded that all indicators in the study have a value above 0.30, and
the measurement items used in this research are valid. Next, a reliability experiment is carried out to measure the measurement
items on the questionnaire items that describe the indicators of the variables. A questionnaire is reliable if a person's response to
a question does not change or is normal occasionally.

Table 2. Reliability Test Results

\Variables Cronbach’s Alpha N of Items [Test results
Transformational Leadership  0.790 4 Reliable
Organizational Climate 0.832 5 Reliable
Employee Engagement 0.890 5 Reliable

Source: Processed SPSS Data (2023)

The results of the reliability experiment shown in Table 2 above prove that all indicators have a Cronbach alpha value for
each instrument > 0.60, so it can be concluded that all the instruments used are reliable.

Multiple Regression Test
Table 3. Multiple Regression Test Results

Model Unstandardized Coefficients _count Sig.
B Std. Error

(Constant) 5,114 2,801 3,210 ,000

'Transformational Leadership 242 0.057 4,120 ,000

Organizational Climate 224 0.070 3,601 ,000

Source: Processed SPSS Data (2023)

From the multiple linear regression above, the equation model is obtained: = 5.114 + 0.242X1 + 0.224X2, which means
that transformational leadership and organizational climate positively affect employee engagement. Based on these equations, it
can be explained as follows:

1. The constant value of 5.114 can be interpreted if the variables of transformational leadership and organizational climate are
considered zero, then, the value of employee engagement will be in the range of values of 5.114.

2. The value of the beta coefficient on the transformational leadership variable is 0.242, which means that every change in the
transformational leadership variable by one unit will result in a change in employee engagement of 0.242 units with the
assumption that the other variables are at a constant value.
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3. The beta coefficient value on the organizational climate variable is 0.224, which means that every change in the organizational
climate variable by one unit will result in a change in employee engagement of 0.224 units with the assumption that the other
variables are at a constant value.

Simultaneous and Partial Hypothesis Testing

To examine the variable binding simultaneously, experiment F is used. Simultaneous hypothesis testing attempts to
analyze whether transformational leadership and organizational climate variables can simultaneously influence employee
engagement.

Table 4. Simultaneous Test Results

Model sum of| gt F Sig.
Squares
Regression 138,660 2 17,110 ,000b
1 | Residual 263,481 137
Total 452,153 139

Source: Processed SPSS Data (2023)

Based on the results of the simultaneous test analysis in Table 4, the F-count value is 16,450 > from Ftable with (0.05; 2
vs 138) of 3.06 or with a significant 0.000 < 0.05, it can be interpreted as transformational leadership, and organizational climate
affects employee engagement simultaneously. Subsequently, a partial test was conducted to analyze the effect of transformational
leadership and organizational climate on employee engagement. Based on the results of data analysis in Table 3, the results of the
t-test in this study are as follows:

1. Transformational leadership has a significant level of 0.000 < 0.05, meaning that transformational leadership significantly
affects employee engagement.

2. Organizational climate obtained a significant level of 0.000 < 0.05, meaning that organizational climate significantly
influences employee engagement.

Coefficient of Determination Test
The coefficient of determination is used to measure the ability of a model to explain the variation of the dependent variable.
The results of the determination test in this study can be explained in Table 5 below:

Table 5. Coefficient of Determination Test Results

Model R R Square  |Adjusted R Square Std. Error of the Estimate

1 772a 596 572 4,155
Source: Processed SPSS Data (2023)

Based on the results of the data analysis in Table 5 above, the coefficient of determination value is 0.596, which means
that the level of employee engagement of 59.6% can be explained by transformational leadership and organizational climate,
while other factors can explain the remaining 41.4% not discussed in this study.

V. CONCLUSIONS

The results of the first hypothesis show that transformational leadership positively and significantly affects employee engagement.
Transformational leadership has a significant impact on employee engagement because this leadership approach focuses on
inspiring, motivating, and developing employee potential. Transformational leaders have a clear vision of the future and can
convey it in a motivating way. Employees who can see and understand this vision tend to feel more connected to the
organization's goals, increasing their sense of ownership and meaning in their work. Transformational leaders can inspire
employees to go beyond their limits. They create an environment where employees feel motivated to give their best, feel valued,
and feel that their contributions are positively impacted. Transformational leaders focus on employees' personal and professional
development. They provide support, training, and opportunities for employees to grow and develop. Employees who feel
supported in personal development tend to be more committed to the organization. Furthermore, transformational leaders often
demonstrate high levels of trust and fairness. They treat employees fairly, provide constructive feedback, and create a climate
where employees feel valued. This can increase the level of employee satisfaction and involvement. The results of the second
hypothesis show that organizational climate positively and significantly affects employee engagement. Organizational climate, or
organizational climate, reflects an organization's atmosphere and psychological conditions. A positive organizational climate can
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contribute significantly to employee engagement. A positive organizational climate creates an atmosphere of acceptance and
support. Employees who feel accepted and supported by their work environment tend to feel more connected to the organization
and are more motivated to make maximum contributions. An organizational climate that encourages employee involvement in
decision-making can increase a sense of ownership and responsibility. When employees feel that their opinions are valued and
have an impact on decisions, they tend to be more committed to organizational goals. Trust in organizations is often related to
perceptions of fairness and transparency. An organizational climate emphasizing fairness in policies, performance appraisals, and
decision-making can increase employee trust and engagement. Organizations can build the foundation for high employee
engagement by creating a supportive and positive organizational climate. Employees who feel comfortable, valued, and engaged
in the work environment tend to be more productive and enthusiastic and stay in the organization longer.
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