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Abstract: This study examines the effect of affective organizational commitment, job satisfaction, and employee
engagement on job happiness and employees' performance in a manufacturing company. The research sample is the
employee with a minimum of two years of tenure at a manufacturing company. This research is quantitative
research using the Structural Equation Model (SEM) method. Results show that job satisfaction, employee
engagement, and affective organizational commitment play a vital role in improving employee happiness
performance at working place. This study utilized a total of 275 questionnaires that were administered to
respondents at a manufacturing company in Indonesia from May until July 2021. Research respondents were
selected using the purposive sampling method. These findings may guide the implementation of human resources
or other organization management in the manufacturing industry. For instance, they may use job happiness (mental
well-being) to predict employee behaviors and then formulate recruitment policies that will help maintain
employee happiness and satisfaction. This research aims to add information on human resources management
science and positive managerial implications on employee happiness and performance in the Indonesian
manufacturing sector.
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1 Introduction sense of pleasure at work. It is the basis that
Job happiness and job satisfaction of workers are continuously produces positive affective feelings to
important for the management of an organization feel a meaningful life [8].

where this can be seen from several studies Along with the increasing satisfaction
conducted by researchers, academics, and experienced by employees through total rewards
management leaders [1]. In addition, happiness at perception, it is known to affect job happiness
work is a critical topic growing and requires attention mediated by employee engagement [9]. In another
[2]. Then when it is viewed from the performance aspect, intensive knowledge is very important in
aspect, the happiness of workers can improve the determining the happiness of workers in the
performance of workers [3] — [5]. Moreover, it workplace because it can provide good results and
becomes interesting to be discussed and researched become a source of pride [10] for the worker to
since there is no single or dominant factor that can tackle the difficulties at the job site. Meanwhile,
determine the job happiness of workers. Further, the trans_formatlonal, and inspirational leadership is. also
level of satisfaction in family life affects workers' considered one factor that encourages happiness
happiness more than satisfaction obtained at work [6] [11]. Employee satisfaction can also be derived

[7]. Hence, it is necessary to have a balanced through  company activities, ~convincing  the

personal life, family, and social environment and a
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employees that there is organizational goodwill in
social activities [12].

Moreover, several important factors affect
employee happiness, including job satisfaction,
affective organizational commitment, and employee
engagement [13], which focus on this study. Several
previous studies explained that happiness and
satisfaction from nurses are known to close
associations [14]. Job satisfaction is expected to
boost job happiness in the workplace by increasing
positive attitudes by combining cognitive and
affective elements in providing a perspective on job
characteristics [11].

In addition, job satisfaction affects job happiness,
job performance, and turnover intention in workers in
the oil and gas industry [5]. Furthermore,
employment conditions, communication, working
relations, job characteristics, and organizational
culture are also known to affect job happiness [15].
[16], also claim that the amount of time and energy
spent at work also affects workers' happiness, viewed
from the social context, so workplace conditions
become essential. It should also be considered
important to the relationship between affective
organizational commitment and job performance
[17].

Numerous previous studies have explained the
relationship between job satisfaction and employee
engagement with job performance [18] — [21].
However, not many studies demonstrated the
relationship between job satisfaction, affective
organizational ~ commitment, and  employee
engagement on job happiness and employee
performance simultaneously in Indonesia, especially
for manufacturing companies in the Tangerang
Industrial area, Banten province Indonesia.
Therefore, this study intends to explore the effect of
job satisfaction, affective organizational
commitment, and employee engagement on job
happiness and the impact of job satisfaction, job
happiness, and employee engagement on employee
performance.

2 Literature Review

2.1 Affective Organizational Commitment

Organizational commitment is a positive experience
that is believed to acknowledge organizational values
at work that tends to create an emotional attachment
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to the organization [22]. Commitment can be
understood as a perceived obligation to remain in the
organization by employees [23]. Moreover,
commitment arises when workers feel that the
company is attractive in various ways that encourage
cognitive and feelings or bonds [17]. Organizational
commitment consists of three important components,
namely affective, normative, and continuous [24]. Of
these three components, the most favored in
organizational commitment is affective because it

represents the emotional bond inherent in
organizational members to remain part of the
organization [24]. Further, from the three

components of organizational commitment, only
affective organizational commitment is the most
effective because emotional bonds are formed.
Workers tend to work hard, exert maximum ability to
show more work performance, and contribute better
value to the organization [25].

Affective  organizational commitment has
multidimensional traits that be affected by the
workplace circumstance [26], leadership [27],
leadership style [28],organizational support [29] for
instance: through training [30] - [31], work climate
[32] and benefits [33]. Therefore, organizations must
continue to try to recognize effects that may decrease
the affective organizational commitment, which can
lead to the loss of valuable employees in the
organization [34] instead of committed ones will
remain active and consistent in all organizational
programs to maintain the reputation and goals of the
organization [35].

2.2 Job Satisfaction

Job satisfaction is defined as a
perceptions of job characteristics [11]. Job
satisfaction is an essential parameter to the
organization's success [36]. Especially for the
employees in manufacturing companies [37]. Job
satisfaction is perceived as employees' response to
their work manifested in the form of positive
behavior towards norms determined by the
organization. Job satisfaction is obtained through
responses to which employees like the job [38]. The
reaction is the result of perceptions that are measured
by how well the work is done by employees [39].
Moreover, job satisfaction is employees' general
feelings about their work and work elements such as

response to
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work environment, working conditions, fair rewards,
and communication with colleagues [40].

Job satisfaction from employees is very influential
to their productivity. Then job satisfaction is believed
to minimize employee retention [41]. Job satisfaction
consists of affective (emotional condition) and
cognitive (satisfaction). Job satisfaction can be
increased by having affective job satisfaction.
Meanwhile, cognitive job satisfaction is needed to
help evaluate job aspects logically [41]. However, the
measure of job satisfaction must combine affective
and cognitive elements with supporting productivity
[38].

The magnitude of job satisfaction is determined
by countless factors and conditions [42]. Factors that
can affect job satisfaction include leadership style
[43], promotion, salary, career opportunities, payroll
system, compensation [44] — [46], bonuses,
organizational conditions, leadership [47], flexible
working hours, good work team, working
environment conditions [48][49] and nature of work
[50]. Further, expressing dissatisfaction is hard to be
seen but can be felt [51]. The negative consequences
of dissatisfaction at the surface level are
characterized by decreased loyalty, increased
absenteeism, and a high number of workplace
accidents, which is the reason for the importance of
job satisfaction.

2.3 Employee Engagement

Employee engagement is characterized by
employees' efforts to express themselves when doing
their jobs [52]. There are needs to be a clear
distinction between engagement in work and
organization because the measure of employee
engagement must count from performance and
organization. Therefore, it is essential for employees
to work and the organization [53]. Meanwhile, the
part of a person is very diverse, and it is not limited
by the job [54]. Further, Employee engagement is a
total attachment psychologically, cognitively, and
emotionally at work and recognition of the
organization and work values [55].

Employee engagement with the organization is
reflected by having a sense of enthusiasm [56], the
optimism inherent in their work [57], and this is what
distinguishes whether employees can enjoy their role
at work or not [58]. Employees who already feel
attached to the company will demonstrate several
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potential behaviors for the organization. It includes
going the extra mile, praising the company,
collaborating, proactive problem-solving, over time,
helping co-workers, sharing knowledge, offering
creativity, and participating in organizational
dialogue [59].

The reflection of employee engagement and role
is the positive involvement of the organization's
physical, cognitive, and emotional elements at work
[60]. Moreover, engagement is a psychological
condition that includes several factors such as
interest, absorption, enthusiasm, and enthusiasm
whose size can be embodied by several categories,
including job satisfaction, commitment, and work
involvement [61].

2.4 Job Happiness

According to Merriam-Webster, happiness is defined
as a state of well-being, health, and happiness. It can
also be construed as a condition of comfort, health in
the Oxford lexicon dictionary. And some opinions
define that happiness as a positive state resulting
from life experiences and cognitive assessments of
life [62].

Happiness has two views: the pleasure of life by
observing things that satisfy oneself, known as
hedonic. The other view is on the value and benefits
of energy known as eudemonic [63]. Job happiness is
not limited only to personal life but can also be
experienced in the work environment [64]. The
measure of worker happiness at work depends on the
wants and needs [65] obtained through work
activities. Job happiness is a combination of the
comfort of the work environment in the organization
and the meaning of work based on the type of work.
The approach to job happiness can also be applied
hedonic and eudemonic [66].

2.5 Job Performance

Measuring job performance in an organization using
precise apparatus is very important. It is essential
because of the characteristics of the job and its
variations [67]. Individual job performance is not
only emphasized on the nature of the job but also on
the construction of controlled behavior that has an
active and positive contribution to the organization
[68]. In its definition, job performance can be
interpreted as an individual's attitude or behavior that
is relevant to the goals of an organization in carrying
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out tasks that require expertise, experience, good
mood, and motivation [69].

An organization must look at performance from
several dimensions. At least three essential measures
become the controlling tools in ensuring that

individual performance is still excellent or
counterproductive, namely: task performance,
contextual performance, and counterproductive

behavior. The three dimensions above have different
sizes. Task performance serves to measure technical
ability in completing a given task. Contextual
performance helps measure individual behavior that
supports the organization, social environment, and
psychological environment. And counterproductive
behavior serves to measure individual behavior that
endangers the survival and reputation of the
company. Performance emphasis is not always on
results but on works attitudes [69].

Suggested three slightly different performance
dimensions: task performance, adaptive performance,
and contextual performance [70]. Then version is
defined as the capability of employees to carry out
the workload assigned according to the resources
provided at the work location because Individual
work results are closely related to factors like the
workplace, work motivation, and the ability to do
work [71].

3 Hypotheses Development

3.1 Affective Organizational Commitment on
Job Happiness
Organizational commitment is an important variable
to understand the behavior of organizational
members that can potentially lead to consequences
that benefit the organization and at the same time
harm the organization [72]. Disloyalty is one element
that can be detrimental in organizations [73][74].

Affective organizational commitment is not only
an emphasis on loyalty to the organization but how
executive members can perform more. It is not based
on what will be received from the organization or the
encouragement of the necessities of life. Instead, the
relationship  between  affective  organizational
commitment and job happiness lies in the worker's
response to the support of the corporate environment
and the workplace, an extrinsic element [75].

Some previous studies of affective commitment
are also strongly correlated and consistent with
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organizational-relevant and employee-dependent
outcomes, whereas the relationship between these
outcomes is normative and continual commitment.
Each depends on factors outside the individual (e.g.,
social and labor market quality) tend to be
inconsistent and not as robust [76][77][78].
Meanwhile, individuals will show a change in
concern with increasing organizational
commitment[79] [80]. It is for this reason that many
researchers have focused on affective commitment,
from the three forms of organizational commitment
[76], [80] — [84] in terms of the various factors that
exist in the organization and the employees
themselves affect job satisfaction. Thus, the
hypothesis is:

Hi: Affective organizational commitment increases
job satisfaction.

3.2 Job Satisfaction on Job Happiness

Job satisfaction has a long history as an independent
and dependent variable in organizations. These
variables are cognitive and affective; The
construction of happiness in the workplace is formed
from several aspects, including job satisfaction, work
engagement, commitment [86]. Another argument
said that job satisfaction responds to the perspective
of work characteristics [11]. It means that the
response can be in the form of positive or negative
behavior. The measure of job satisfaction requires an
evaluation of job features, responses about work, and
emotional experiences at work and differs according
to the vision, mission, organizational transparency,
and social equality [87].

Job satisfaction and happiness have a positive
relationship with an equilibrium between work
situations and family life [7]. Happiness in the
workplace needs stimulation because it will
psychologically motivate work, increase
performance, and work consequences, and indicate
mental well-being, improving motivation, work
performance, and job satisfaction [88]. Increased job
satisfaction is based on salary, promotion
opportunities, co-workers, working conditions,
communication, personal growth, security, and work
environment and provides psychological and mental
satisfaction [88] [89]. Job happiness is produced by
deep job satisfaction through good work, good co-
workers, and no less important is the recognition
from parties outside the individual, both leaders and
organizations in general.
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In addition, other studies have found that factors
that can affect job satisfaction provide such as
promotions, salaries, career opportunities, payroll

systems, compensation [90] — [92], bonuses,
organizational  conditions, leadership, flexible
working hours, good work team, working

environment conditions [94][95][96] and nature of
work [97]. Moreover, expressing dissatisfaction is
not easy to see but can be felt [51]. The negative
consequences of job dissatisfaction, such as
decreased loyalty, increased absenteeism, and the
number of work accidents, often surface as reasons
for the importance of job satisfaction. On the other
hand, happy workers are more dedicated and engaged
in work, are more committed to their work, and
exhibit stronger performance [85], [96] — [98]. So,
the hypothesis is proposed:

H»: Job satisfaction increases job happiness.

3.3 Employee Engagement on Job Happiness
Organizations must always realize that employee
engagement is a challenge that must always receive
attention, especially in human resources with high
talent, because it will significantly affect its
continuity [101]. A measure of employee
engagement is rationally and emotionally willing to
remain in the company and dedicated to their work
[102]. Employee engagement links individual
conditions and states of mind in positively
understanding and fulfilling a career. It is
characterized by absorption, dedication, and strength
and is an asset if appropriately managed [103].

This condition is a concept that examines the
psychological side that involves emotional, cognitive
dedication to work more focused [104]. But it does
not mean workaholism because it can cause
individuals to be trapped in personal goals or
interests, namely happiness that can be felt at work
[105]. Controlled psychological conditions will
create employee attachment through the needs
handled by employees and appear high trust in
company policies that will not harm the workers.
Moreover, the involvement of members of the
organization must be in synergy with the goals and
interests of the company. Employees will feel that
their existence, work results are noticed by the
organization so that there is a sense of calm and
happiness in the workplace [106]. Further, employee
involvement will increase satisfaction [107]. Then,
we hypothesized:
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Hs: Employee engagement increases job happiness.

3.4 Job Satisfaction on Job Performance
High employee performance cannot be detached from
employee job satisfaction. It is because maximum
work results are only found from satisfied employees
[108]. This supports the previous opinion that an
organization must ensure job satisfaction among its
employees [109]. Job satisfaction is essential for
organizations because job satisfaction is a collection
of individual perceptions of employees in the
company that will affect how they behave at work
[110]. Satisfied employees will have attitudes and
behaviors determined and regulated by the
organization [111]. The above opinion supports
previous research [112]. In general, employee work
performance is related to behavior correlated with
organizational goals, which are entirely the
responsibility of employees [113].

Several phenomena that occur in organizations
that affect job satisfaction such as promotions,

salaries, career opportunities, payroll systems,
compensation  [91] [92] [93], bonuses,
organizational  conditions, leadership, flexible

working time, good work team, working environment
conditions [95][96] and nature of work [97].

Several studies have shown a very close
association between job satisfaction and performance
[5] [114] [115] [116]). And the relationship with
organizational performance is very adjacent because
it is related to the activities and tasks carried out by
employees effectively and efficiently and determines
how much employees contribute to the organization.
Among employee contributions are the quantity of
output, work attendance, and accommaodative attitude
[117]. Further, employees' financial or non-financial
results, which are closely related to organizational
performance and success, are also reflected in
employee performance [118]. Moreover, employee
satisfaction has a significant effect on improving
employee performance [108] [119]. Thus, the
hypothesis is proposed:

Ha: Job satisfaction increases job performance.

3.5 Employee Job
Performance

Changes in strategy are significant to be able to
respond to customers. A company needs to make a
company-oriented organization and transform it into
an organization that prioritizes the customer. It is

Engagement  on
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undeniable that the strategy will not succeed if there
iS no organizational commitment to constantly
improving its human resources [120]. Hence,
performance improvement is closely related to the
level of commitment of an organization in enhancing
the reward system that can meet the intrinsic and
extrinsic needs of employees, increasing employee
involvement, and making the employees the center of
all activities in the company [121].

Employee involvement is the highest
commitment employees can give to the organization
[60]. Although there is a sense of enthusiasm[122]
[123] and optimism about their work [124], the roles
performed by employees can be different due to
different psychological states [125]. Hence, the
guality of involvement will be formed on both sides,
the employee and organization side [105]. It means a
need for a synergistic relationship between the
organization and its members. Or somewhat between
workers and companies. Employee involvement must
be driven by the company's commitment to
understanding and meeting individual needs
simultaneously intrinsic and extrinsic.

Several previous studies have shown that highly
committed employees want to stay with their current
company and work for organizational goals so, they
are less likely to leave the company [126]. Engaged
employees tend to exhibit positive organizational
outcomes, including more customer satisfaction,
higher productivity and profits, lower turnover
intentions [103], do more [127], are highly
committed [127], and have a sense of pleasure at
work and job happiness [128]. Increased satisfaction
in the workplace will improve organizational
performance and company branding [129]. With the
involvement felt by employees, they will voluntarily
try to do their best through behavior and work results,
encouraging individual performance.

Empirical evidence from several previous
researchers shows the relationship between employee
engagement and organizational performance, and the
factors that increase employee engagement with
improving employee performance are positive [130]
[131] [132][133][134] [135] [136] [137] [138]
[139][140]. Thus, we hypothesized:
Hs:  Employee  engagement
performance.

increases  job

3.6 Job Happiness on Job Performance
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One of the essential elements in maintaining the
company's operations is maintaining its employees'
job performance. The ability of a company to survive
is determined by the contribution of increasing
employee performance obtained through employee
responses in achieving organizational goals that are
realized through behavior and work results [141].
The behavior in question is individual behavior
relevant to organizational goals, namely individuals
who, in carrying out tasks, use their expertise,
experience, good attitude, and motivation [69].

Several other researchers also added the same
thing that improved working conditions and
environments would encourage the creation of
happiness [142] [143][144] [145] [146][147]
[103]. In addition, a developed workplace will open
more opportunities and expectations for employees to
grow, fulfill their needs and prosper [148].

Happy employees at work can set targets and
strive to achieve them [149], meaning an inner drive
and a sense of pride in their work [150]. Further,
work happiness can be obtained through
employment, recognition by the leadership, social
conditions in the organizational environment [62].
Some researchers found that having a job-happiness
relationship will improve work quality and results
[151]. Employees will maintain attendance and
behave loyally to the organization according to the
opinion of previous researchers, it will enhance job
performance, of course, by getting happiness at work
positively affects performance [5], [101], [140],
[144], [149] - [154]. So, the hypothesis is
proposed:

Hs: Job happiness increases job performance.

Based on the above hypothetical framework, the
research model can be described as shown in Figure
1 below:
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Affective
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Fig. 1: Conceptual Model

H6

Tob
Performance

4 Research Methodology

4.1 Research Methodology and Measurement.
Collecting data using a survey method by distributing
online questionnaires. Measurements were carried
out using the Likert scale of 1 — 7 with criteria (1 =
strongly disagree and 7 = strongly agree). The
measurement of the affective organizational
commitment variable consists of eight questions
adopted from De Waal [17]. The job satisfaction
variable consists of ten questions adopted from
Sarmiento et al. [119]. The employee engagement
variable consists of eleven questions adopted from
Saks [106]. The measurement of the job happiness
variable consists of ten questions adopted from
Czerw [158]. The job performance variable consists
of eighteen questions adopted from Ramos et al.
[159].

The respondents of this study were conducted by
purposive sampling [160], while the sample criteria
were employees of manufacturing companies with a
minimum service period of two years in the
Tangerang Industrial area, Indonesia. The data
collection technique begins with distributing the
initial questionnaire (pre-test) to 30 respondents.
Then, the research was conducted quantitatively with
the SEM (Structural Equation Model) method. At the
pre-test, the researcher conducted a factor analysis to
test the validity and reliability with SPSS. The
validity test was carried out by looking at the
measurement values of Kaiser-Meyer-Olkin (KMO)
and Measure of Sampling Adequacy (MSA). The
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results of the KMO (0.730 to 0.821) and MSA (0.620
to 0.933) values are more significant than 0.5, which
means that the factor analysis is appropriate. The
reliability test uses Cronbach's Alpha measurement
where the results are (0.924 to 0.974) because it is
closer to 1, the better [161].

From the pre-test results using 57 questions with
operational definitions of variables. Several questions
are invalid: the affective organizational commitment
variable, one question is declared invalid, the job
satisfaction variable is three questions invalid, and
the job happiness variable is one question is invalid.
On the job performance variable, five questions were
declared invalid, so that the invalid variables were
ten variables. At the same time, the questions on the
other variables were declared valid. So, what was
said valid to be used as a questionnaire in this study
were 47 questions.

Because it uses SEM where the determination of
the number of research samples is at least 5 times the
number of questions [162], the number of pieces in
this study is 275 respondents by considering reserves
if there is a discrepancy in filling out the
guestionnaire.

5 Results

A total of 275 respondents from 33 manufacturing
companies found that male demography was 61.8%
(170) and female was 38.2% (105). The age range is
dominated by productive age, 88.4% (243).
Meanwhile, the formal education of most
respondents was senior high school, 75.3% (207),
diploma 3.6% (10%), and undergraduate 19.6% (54).
The position level is group leader 67.3% (185),
supervisor 21.5% (59), supervisor 8.7% (24) and the
rest is management 2.5% (7).

Based on the analysis of the suitability test, most
of them showed a good match including X"2/df
2.452; degree of freedom = 942; Chi-Square
2432.11; RMSEA = 0.073; ECVI = 9.45; AIC =
2588,20; CAIC = 3229, 93; NFI = 0.94; Critical N =
118.83 and GFI = 0.73. Thus, there is a fit of the
overall model (Goodness of Fit) even though one
model is at the marginal fit level. The results are as
described in the PATH diagram in Figure 2. A
hypothesis testing model can be displayed in Table 1.

The results of the study are illustrated in the
following T-Value diagram:
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Fig. 2: Results of the T-Value Path Diagram

Based on the T-Value Path Diagram as shown in
Figure 2 above, it is possible to present the
hypothesis testing of the research model as follows:

Table 1. Model Hypothesis Testing

Hypothesi Relationship T- Remarks
S value
Hi AOC = JH 1,96  Supports
H> JS =2 JH 3,23 Supports
Hs EE = JH 3,06  Supports
Hy JS = JP 4,42  Supports
Hs EE = JP 6,14  Supports
H6 JH = JP 2,09  Supports

Source: Lisrel 2021 processed data

Based on the hypothesis test table above, it is
known that all have a T-Value value of 1.96. Thus
the data in this study supports all the research
hypotheses that were built.

6 Discussion

As explained in the introductory section, the purpose
of this research has been to examine several
important factors that are suspected to be factors that
can lead to job happiness and job performance,
namely affective  organizational commitment,
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employee engagement, and job satisfaction. Hence
the results of the study that all hypotheses can be
accepted.

Affective organizational commitment to job
happiness, according to the results obtained, that
affective organizational commitment influences
increasing job happiness and supports previous
research [17]. The study found that affective
organizational commitment to job happiness is
indicated by the attitude of workers who proudly
share positive things in the company that makes
workers feel involved in solving problems within the
company. By itself, workers feel valued through the
results of their work, the efforts that have been
created. Happiness is also indicated if workers can
have the opportunity to develop through the
opportunities provided by the company to improve
their skills.

Another characteristic of happiness in the
workplace is that employees feel their role is needed,
improve their abilities, and work under their
expertise. In addition, happiness can be reflected
when employees can learn many things, feel that
their work is important for the survival of the
company, can rely on the support of colleagues, and
of course, supported by a friendly workplace
atmosphere. Job happiness will increase along with
the increase in affective organizational commitment.

In its effect on job performance, the happiness
obtained at work driven by affective organizational
commitment becomes more influential. Workers who
already feel attached to the company will feel happy
with their work. It will encourage increased job
performance so that job happiness can mediate
affective organizational commitment to improving
job performance.

Currently, with the development of information
technology, the distribution of information is very
fast. The slightest hint can easily be spread. Lousy
information will undoubtedly harm or damage the
reputation of the organization. Therefore, it is
essential to have a synergistic relationship with the
workers in manufacturing companies. There is an
excellent emotional bond so that both parties can
carry out their respective roles together. If workers
already commit to supporting company programs
such as work targets and productivity funds. Minor
issues that can trigger conflicts, the decline in
performance, and even the company's reputation can
be avoided and minimized.
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Based on the results obtained in the study that job
satisfaction influences increasing job happiness. It is
in line with and supports previous research [14] [15]
[11]. The study found that job satisfaction can be
seen from the satisfaction of workers with their work
due to the conditions of the work environment,
support from colleagues, achievement of results
during work, and awards from leaders at work
locations. This pleasure causes workers to enjoy their
work more so that there is a desire to update
information  that  supports increasing  skills
continually. As a result, workers conclude that the
job is suitable and appropriate, making the job happy.

The most important form of happiness is that
employees can see their role in achieving the
company's goals. So that the more satisfied workers
feel because they had a role in achieving company
goals, the more pleasure or happiness they will feel
while at the work location. An example of that
condition is like a car company had plans to achieve
annual year sales, about 100 cars. One of the sales
employees targeted the company to sell 20 cars. He
can sell 25 cars in the closing year, and the company
can achieve its company sales target. They can sell a
total of 120 vehicles. The employee who can sell 25
cars will be satisfied because he can reach the
company target and think that he has a role. In that
case, that condition increases their happiness at work.
Conversely, the employee who cannot sell more than
their target sales will be dissatisfied with themselves,
and it will decrease their happiness.

In its influence on job performance, satisfaction
in the workplace makes workers try to complete it
according to the time and targets that have been set.
The desire to take on greater responsibilities, be
involved in company activities, improvise in every
work difficulty, try to find creative solutions, and
only focus on positive issues are characteristics that
can be seen in satisfied workers with their work. In
line with increased job satisfaction, work results also
increase. And complements the results of previous
studies [18] — [21]; [155].

In the relationship between job satisfaction, job
happiness, and job performance, based on the results,
satisfaction will increase feelings of joy and
simultaneously increase the desire of workers to
improve work performance by the results found in
the study. The atmosphere of a pleasant work
environment triggers a sense of pleasure with his
work. This feeling of pleasure is a positive response
in the workplace. As a result, workers try to exert
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their efforts and abilities in responding to the targets
set by the company. From this, job happiness can
mediate  between job satisfaction and job
performance.

In a manufacturing company with workers who
come from various backgrounds, including gender,
education, years of service, and the number of
thousands, employee satisfaction is significant. Every
decision related to quality and quantity standards and
product completion time, especially those that still
rely on a labor-intensive system, is strongly
influenced by the workers' emotional conditions.
Small mistakes significantly affect the following
work process, so a pleasant working atmosphere is
good, safe production locations and pleasant, reliable
co-workers and leaders will make workers enjoy their
work. In this condition, workers feel happy to be at
the work location, concentrate on the results, and do
not complain about small things unrelated to the
direct work. Instead, they are more about finding new
ways to complete the work according to the target
time. Some of the observable characteristics of
satisfied and happy workers at work are avoiding
unnecessary activities at the work location, for
example, by spending time playing mobile phones,
taking breaks over time, avoiding the problems at
hand, and many more.

From what was obtained in this study, employee
engagement influences job happiness and follows
previous research [107]. The attachment of a worker
at the work location can be seen when the worker is
completely immersed in the work atmosphere,
involved in achieving results, and concentrating at
work. It becomes a joy when employees can play an
active role in every activity in the company
environment. Employee engagement cannot be
separated from organizational goals, policies, or an
organizational climate that is truly in favor of
employees. There is a strong sense of bond that
workers and the company have and need each other.
It makes employees feel interested and want to stay
in the company. So that the work that is the duty and
obligation of a worker becomes lighter even though it
takes up a lot of energy and attention.

And the effect of employee engagement is that
happiness at work can be felt when workers like
work, workers are involved in various activities
within the company, and workers are physically and
mentally present at work. This attachment cannot be
separated from the nature of work and an attractive
organizational climate that workers can feel directly
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so that an understanding of the meaning arises that
their existence is considered and has meaning. This
makes workers feel a voluntary attachment that
makes them feel good at work. Moreover, with the
presence of an extension that produces dedication,
the tenacity of the worker becomes a joy that can be
felt in the workplace.

In its influence with job performance, the
attachment that employees have in dedication and
persistence while at work, focusing on working
becomes the principal capital for workers to make
plans, solutions, and efforts to achieve targets so that
workers have a lot of time to think about ways to
fulfill their obligations as employees. On the other
hand, the more attachment there is, the higher the
desire to develop through work. When workers feel
that challenges are not a burden, workers can easily
see creative and innovative solutions in completing
their tasks. Furthermore, it shows that work output
also increases in line with employee engagement.
These results support previous research [163].

In the relationship  between employee
engagement, job happiness, and job performance,
based on the results, employee engagement will
increase feelings of happiness and simultaneously
support the desire of workers to improve work
performance by the results found in the study. The
bond between the company and the workers becomes
a joy because there is a harmonious atmosphere with
their respective responsibilities. Employees try to
encourage the success of every plan and target of the
organization with the belief that the company's
achievements will impact improving their welfare.
Feeling comfortable and happy with the
organizational environment, especially the work that
has been attached to the workers themselves, thinks
that the company needs the expertise of workers, the
results of work, so there is a desire to do optimally in
every activity which of course has a significant
contribution in improving work results. From this,
job happiness can mediate between employee
engagement and job performance.

By market dynamics, each company is currently
competing to answer market demand. Failure to
compete makes the company abandon customers
because they cannot answer customer requests
quickly. Companies must always be able to satisfy
customers through the products they produce. Non-
standard quality, the number of orders that do not
match will damage the company's good name if it
happens repeatedly. Therefore, it becomes necessary
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that companies, especially manufacturing companies,
must maintain good relations with their workers. If
the relationship is well established, the company will
quickly understand if workers must work overtime,
work on holidays, and others. Without this
attachment, it will be difficult for the company even
though the wages paid are already high when
working outside the typical working day. When
workers feel there is an attachment, workers will
voluntarily follow the company's targets and goals
because they are afraid that the company's reputation
is at stake, employees feel that their presence is
needed, and their existence is not only a recipient of
wages but rises to a higher level—namely work
partners.

From the results obtained from the research, job
happiness influences job performance. Some
previous support studies support this finding [1] [18]
— [21] [2]. This study found that the feeling of
pleasure felt by workers increased awareness that the
tasks performed were vital for the company. In the
previous description, job happiness was found to
mediate job satisfaction, affective organizational
commitment, and employee engagement on job
performance.

Pleasure in the work environment is an essential
capital in achieving optimal work results from every
worker. In addition to the previous description, the
reflection of workers who feel happy while working
always feels consciously and voluntarily bound to the
company's targets and goals. Other than that, they
have commitment and concentration, care about work
results, work targets, and try to give maximum results
to each activity to avoid repetitive work or
improvements resulting in very low productivity.
Workers will always be more responsive in every
workplace rule and regulation, including work
attitudes and standard operating procedures,
complying with work safety rules. If the material and
psychological needs are present in every work
activity, from family to workplace, it can form
concentration.

In the company's context, it is necessary to
maintain and create a sense of comfort where the
psychological needs of employees are met so that
workers are ready to carry out their roles as workers.
For example, suppose the employees feel threatened
by the unprofessional manager conduct or feel
stressed because of unrealistic work targets or
unrealistic work hours. In that case, that condition
will make the psychological needs of employees not
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fulfilled. As a result, it makes workers unable to
perform their roles well.

7 Conclusion

The conclusion drawn from this research is that the
six hypotheses were proved valid. The relationship in
each of the variables proposed in the hypothesis is
confirmed. The job happiness felt by workers at work
is influenced by affective  organizational
commitment, job satisfaction, and employee
engagement. And job performance is also influenced
by job satisfaction, employee engagement, and job
happiness. The calculation results found that
employee engagement has the highest value,
followed by job satisfaction, affecting job happiness
and job performance. Therefore, it is important to pay
attention to organizations, especially companies
engaged in the manufacturing industry, to
consistently evaluate and pay attention in every
policymaking. As well as providing facilities that
support the improvement of employee conditions
regularly to ensure job satisfaction and job happiness
are well controlled so that employees' job
performance is maintained.

This research also has limitations that need
improvement in the future. The first limitation is that
the respondents come from several manufacturing
companies with diverse products. Hence, future
research should be done in similar manufacturing
companies like manufacturing companies that just
made shoes or steel. The second limitation is that in
this study, the research respondents were employees
from two different types of share ownership, namely
private company and public company. Therefore,
future research should consider making a study about
the comparison between the two types of companies.

The third limitation is that this research is still
tested by ignoring the demographic criteria of the
respondents, so what needs to be done is to improve
the analysis of how the effect of job happiness on
enhancing performance based on the demographics
of the respondents. In this case, the researcher
suggests that future research study the impact of a
demographic factor by adding demographic variables
as moderation variables like gender, age, or income.
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