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Abstract — The aim of this research is to find out the level of work engagement within the employees of PT. Vector 41. This research use
survey model with 85 employees of PT. Vector 41 in Medan city (Indonesia) chosen with total sampling technique. The data is analized
with descriptive statistical and One Way Anova. The result shows that work engagement within the employees of PT. Vector 41 is low.
This conclusion can be used as a guide to further explore and give intervention in order to increase work engagement in employees.
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I. INTRODUCTION

Every company that is founded certainly has a purpose. The goal will be achieved if the company's management is able to
manage, operate, and control its human resources. The company's goals will be more easily achieved if it is accompanied by the
support of productive human resources.

To improve the quality of the industry, an industry requires dedicated employees, employees who have participation or work
engagement to carry out their work (Bakker & Leiter, 2010). Lockwood in Mani (2015) explains that employee work involvement
is the key to the success of achieving the goals of an organization. Work engagement is defined as something positive, work-
related conditions and self-satisfaction characterized by enthusiasm, dedication and determination (Schaufeli & Bakker, 2013).

PT. Vector 41 is a service company engaged in building planning consulting that was established in 2010, located in Medan,
Indonesia. The motive for the formation of the PT. Vector 41 company originated from the attitude and form of affection towards
artistic construction in the city of Medan. PT. Vector 41 believes that each building can have a great base of charm and maximum
function if maintained properly and correctly. As a consulting services company, Vector 41 requires good work engagement to
align with company goals.

II. OBJECTIVES AND METHODS

The purpose of this study was to examine work engagement on employees of PT. Vector 41. The study was conducted on 85
employees using total sampling. The research data was obtained through a work engagement scale consisting of 10 items with
reference to the concept proposed by Schaufeli and Bakker (2013). Likert scale model, consists of five alternative answers: most
suitable, suitable, neutral, not suitable and most not suitable with score from 1 to 5. The data analyze with statistical descriptive
and One Way Anova.

III. RESULT AND DISCUSSION

The results of this study were 47 people (53.09%) showed low work engagement, 29 people (40.39%) had high work
engagement, the remaining 9 people (6.52%) were not categorized. Low work engagement indicates a low level of persistence,
willingness and focus in completing tasks.
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According to Little & Little (2006; in Endres & Mancheno-Smoak, 2008) argues that the concept of work engagement can
be used as a solution to problems related to motivation and performance. Work engagement can predict employee work results,
organizational success, and financial performance (Bates, 2004; Baumruk, 2004; Harter et al., 2002; Richman, 2006; Saks, 2006).

IV. CONCLUSION

This research lays out the descriptive assessment of work e within the employees of work engagement PT. Vector 41 in
Medan city, Indonesia. The result shows that 47 employees (53,09%) shows low work engagement, 29 employees (40,39%) with
high work engagement, and 9 employees (6,52%) unspecified. This result can be used as a guide to further explore the reason why
the work engagement exist and give intervention to increase the work engagement in employees.
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