Asian Journal of Management Analytics (AJMA)

Vol. 4, No. 4, 2025: 1623-1640

Fostering Work Engagement through the Quality of Social
Exchange: The Mediating Role of Job Satisfaction

Liko Noor Rafianto Rahadhian!, Rini Rahmawati?*, Meiske Claudia3, Ahmad

Rifani4

Faculty of Economics and Business, Lambung Mangkurat University
Corresponding Author: Rini Rahmawati rinirahmawati@ulm.ac.id

ARTICLEINFO

Keywords: Social Exchange
Theory, Leader-Member
Exchange, Team-Member
Exchange, Job Satisfaction,
Work Engagement

Received : 3, September
Revised : 25, September
Accepted: 26, October

©2025 Rahadhian, Rahmawati,
Claudia, Rifani: This is an open-
access article distributed under the
terms of the Creative Commons

Atribusi 4.0 Internasional.

(OO

ABSTRACT

This study examines the influence of Leader-
Member Exchange (LMX) and Team-Member
Exchange (TMX) on work engagement with job
satisfaction serving as a mediating variable.
Using a quantitative approach, data were
collected from 182 employees of a regional water
supply company in Banjarmasin and analyzed
using Partial Least Squares-Structural Equation
Modeling (PLS-SEM). The analysis demonstrates
that both LMX and TMX have significant positive
effects on employees’ job satisfaction and work
engagement. Furthermore, job satisfaction serves
as a bridge linking social exchange quality (LMX
and TMX) and work engagement. Collectively,
these insights highlight the importance of

supportive and trusting relationships in
enhancing  employees”  satisfaction  and
engagement within their organizations.
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INTRODUCTION

Globalization has accelerated industry competition globally, making
organization's forced to develop active and sustainable human resources. By
itself, technology is not enough without an extremely competent, dedicated,
motivated, and continually learning workforce capable of fostering distinctivess
and sustaining competitive advantage.

Work engagement has been viewed broadly as an important performance
driver and key constituent of strategic objective achievements. Employees with a
high level of engagement typically demonstrate enthusiasm toward their work
and exhibit strong loyalty to the organization (Robbins & Judge, 2017).
Theoretically, engagement is an excellent, work-attributed state of vigor,
dedication, and absorption (Schaufeli & Bakker, 2004).

The latest survey evidence also puts this problem into sharp perspective. In
2024, 27% of the Indonesian employees reported working with engagement, as
opposed to the global level where the rate was 21% (Gallup, 2025). The entities
where the level of work engagement is high achieve 10% higher customer loyalty,
23% higher profitability, 18% higher sales productivity, and 14% higher
production productivity among the entities where the level is low (Gallup, 2024).
The statistics serve only to reinforce the importance of continued managerial
awareness of the level of engagement.

In this context, a regional water supply company in Banjarmasin would
benefit from sustained organizational growth, specifically in human resource
management, due to preliminary readings of relatively low engagement. Job
satisfaction and engagement are likely to have beneficial impacts on individual
performance as well as organizational performance. Previous research is
associated with increased discipline such as timely arrival and reduced
absenteeism, where low engagement is associated with late arrival and increased
absenteeism (Blau, 1986).

The literature identifies several antecedents of engagement, notably the
quality of relationships with supervisors (LMX), coworkers (TMX), and
employees’ job satisfaction (Aggarwal et al., 2020; Al Hosani et al., 2018; Sutarya
et al,, 2023). Many studies confirm positive effects of LMX, TMX, and job
satisfaction on engagement (Al Hosani et al., 2018; Tanskanen et al., 2019;
Aggarwal et al., 2020; Al Hakim & Soetjipto, 2020; Robianto et al., 2020; Sari &
Thamrin, 2020; Sutarya et al., 2023; Nurhidayat & Fauzan, 2025). However, some
research has yielded contradictory findings (Liao et al., 2013; Novitasari, 2019;
Insan & Masmarulan, 2021).

In order to fill this gap, the current study investigates the influence of LMX
and TMX on work engagement with job satisfaction serving as a mediating
variable, in the case of regionally owned business. This study is expected to
contribute to the literature on LMX, TMX, job satisfaction, and work engagement,
as limited research has simultaneously analyzed these variables, particularly
within the context of regionally owned enterprises.
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LITERATURE REVIEW
Social Exchange Theory

Social Exchange Theory (SET) explains workplace behavior as a function
of reciprocal exchanges of material and socioemotional resources. Classic
formulations by Homans (1958), Blau (1964), and Emerson (1976) emphasize
psychological reinforcement, cost-benefit appraisals, and interdependence or
power in social networks. In organizations, relational exchange is reflected in
leader-member exchange (LMX) and team-member exchange (TMX). Through
these exchanges, employees evaluate role-related costs and benefits, shaping job
satisfaction and engagement at work.

Leader-Member Exchange and Job Satisfaction

LMX denotes the quality of dyadic leader-subordinate relationships (Graen
& Uhl-Bien, 1995). High-quality LMX offers access to information, support, and
developmental opportunities, meeting needs for recognition and autonomy and,
in turn, enhancing job satisfaction (Venkatesh et al., 2023; Shang et al., 2024).
Empirical studies consistently finds a positive effect of LMX on job satisfaction
(Tanjung & Sulastri, 2020; Adriani et al., 2023; Nkrumah & Back, 2023; Tahir et
al., 2023).

H1: Leader-Member Exchange positively and significantly affects Job
Satisfaction

Team-Member Exchange and Job Satisfaction

TMX captures the quality of reciprocal coworker exchanges that involve
informational sharing, resources provision, and socioemotional support (Seers,
1989). High-quality TMX strengthens belonging and efficacy, thereby improving
job satisfaction (Shang et al., 2024). Evidence supports a positive TMX-
satisfaction link (Adriani et al., 2023; Faiza et al., 2024).

H2: Team-Member Exchange positively and significantly affects Job
Satisfaction.

Leader-Member Exchange and Work Engagement

High-quality LMX builds trust, respect, and mutual obligation, providing
resources (support, feedback, discretion) that fuel work engagement such as
vigor, dedication, and absorption (Graen & Uhl-Bien, 1995; Robijn et al., 2020;
Albrecht et al., 2021; Venkatesh et al., 2023). Numerous studies report a positive
influence of LMX on work engagement (Tanskanen et al., 2019; Aggarwal et al,,
2020; Al Hakim & Soetjipto, 2020).

H3: Leader-Member Exchange positively and significantly affects Work
Engagement.

Team-Member Exchange and Work Engagement

TMX entails exchanges of ideas, feedback, and assistance among coworkers
(Seers, 1989). In psychologically safe climates, strong TMX promotes engagement
and creativity (Liu & Ge, 2020; Dong et al., 2024). Empirical evidence indicates a
positive effect of TMX on engagement (Al Hosani et al., 2018).
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H4: Team-Member Exchange positively and significantly affects Work
Engagement

Job Satisfaction and Work Engagement

Job satisfaction is linked to higher dedication, cooperation, and
commitment (Robbins & Judge, 2017; Robianto et al., 2020). Studies consistently
show that satisfied employees exhibit greater work engagement (Sari & Thamrin,
2020; Sutarya et al., 2023; Nurhidayat & Fauzan, 2025).

Hb5: Job Satisfaction positively and significantly affects Work Engagement

The Mediating Role of Job Satisfaction

High-quality leader-member relationships elevate job satisfaction,
fostering positive attitudes and discretionary effort (Stringer, 2006; Rahmadani
et al, 2020). Evidence indicates that satisfaction mediates leadership-
engagement links (Novitasari, 2019; Noor et al., 2023).

Hé: Job Satisfaction mediates the relationship between Leader-Member
Exchange and Work Engagement

High-quality TMX similarly increases satisfaction via recognition,
constructive feedback, and mutual support (Shang et al., 2024), preparing
employees psychologically for engagement (Sari & Thamrin, 2020; Robianto et
al., 2020; Sutarya et al., 2023).

H7: Job Satisfaction mediates the relationship between Team-Member

Exchange and Work Engagement

Figure 1. Conceptual Framework

METHODOLOGY

This study employed a quantitative design. A sample of 182 respondents
was drawn from a population of 366 employees at a regional water supply in
Banjarmasin using the Isaac and Michael procedure (Sugiyono, 2022). Data were
collected via interviews and structured questionnaires with established
instruments: LMX-MDM for leader-member exchange (Liden & Maslyn, 1998),
Team-Member Exchange (Seers et al., 1995), the Single Global Rating for job
satisfaction (Wanous et al., 1997), and UWES-9 for work engagement (Schaufeli
et al,, 2006). Hypotheses were tested with Partial Least Squares-Structural
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Equation Modeling (PLS-SEM) in SmartPLS 3.0. The measurement (outer) model
was evaluated for convergent and discriminant validity and for reliability
(composite reliability, Cronbach’s alpha), while the structural (inner) model
assessment included R-square, Q-square, and SRMR model fit (Hair et al., 2021).
Mediation was examined through path analysis following Baron & Kenny (1986)
criteria.

RESEARCH RESULT
Descriptive Analysis
Table 1. Descriptive Analysis
No. Variable Mean Explanation
1 Leader-Member Exchange 3.57 High
2 Team-Member Exchange  3.69 High
3  Job Satisfaction 3.75 High
4  Work Engagement 3.50 High

Based on Table 1, all variables exhibit high mean scores, indicating
favorable employee perceptions: LMX = 3.57, TMX = 3.69, Job Satisfaction = 3.75,
and Work Engagement = 3.50. These values suggest generally positive leader-
member and coworker relationships alongside favorable job attitudes. The
highest mean for job satisfaction implies employees are relatively content with
their work conditions and organizational environment. The slightly lower mean
for work engagement indicates that, while satisfaction is strong, employees’
cognitive and emotional investment in their work could be further strengthened,
particularly through enhanced leadership interactions and richer team
collaboration.

Convergent Validity

Table 2. Outer Loading
LMX TMX Job Satisfaction Work Engagement

(X1) (X2) (2) (Y)
X1.1 0.855
X1.2 0.857
X1.3  0.854
X1.4 0.844
X1.5 0.806
X1.6 0.893
X1.7  0.907
X1.8 0.844
X1.9 0.886
X110 0.814
X111 0.774
X112 0.756
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LMX TMX Job Satisfaction Work Engagement

X1  (X2) (2) (Y)

X2.1 0.852

X2.2 0.808

X2.3 0.805

X2.4 0.815

X2.5 0.774

X2.6 0.744

X2.7 0.832

X2.8 0.828

X2.9 0.874

X2.10 0.776
Z1 1.000
Y1 0.827
Y2 0.818
Y3 0.754
Y4 0.778
Y5 0.818
Y6 0.816
Y7 0.766
Y8 0.710
Y9 0.709

Based on Table 2, all indicators exhibit outer loadings > 0.70,
demonstrating strong contributions to their respective latent constructs. These
results indicate satisfactory convergent validity, the measurement items reliably
reflect the intended constructs, and the instruments used in this model can be
deemed valid and theoretically sound for subsequent analyses.

Table 3. Average Variance Extracted

Variable Average Variance Extracted (AVE)
(X1) LMX 0.709
(X2) TMX 0.659
(Z) Job Satisfaction 1.000
(Y) Work Engagement 0.606

Based on Table 3, all constructs report AVE values > 0.50, indicating that
each latent variable explains more than half of the variance in its indicators.
Accordingly, the measures meet the convergent validity criterion, and the
instruments can be considered valid for further analyses.
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Discriminant Validity

Table 4. Heterotrait-Monotrait ratio
(X1) (X2) (Y) Work (Z) Job
LMX TMX Engagement Satisfaction

(X1) LMX

(X2) TMX 0.770

(Y) Work Engagement 0.826 0.876

(Z) Job Satisfaction 0.782 0.749 0.817

Based on Table 4, it can be observed that all Heterotrait-Monotrait Ratio
(HTMT) values are below 0.9. indicating that the constructs are empirically
distinct. Thus, the measures satisfy discriminant validity and the instrumentation
is appropriate for subsequent structural analyses.

Table 5. Cross-Loadings

(Y) Work (Z) Job
(X1) LMX (X2) TMX Engagement Satisfaction

X1.1 0.855 0.632 0.689 0.676
X1.2 0.857 0.683 0.682 0.652
X1.3 0.854 0.660 0.671 0.692
X1.4 0.844 0.651 0.685 0.651
X1.5 0.806 0.604 0.629 0.581
X1.6 0.893 0.663 0.691 0.707
X1.7 0.907 0.693 0.725 0.709
X1.8 0.844 0.665 0.698 0.617
X1.9 0.886 0.593 0.707 0.724
X1.10 0.814 0.570 0.636 0.678
X1.11 0.774 0.532 0.559 0.536
X1.12 0.756 0.503 0.536 0.523
X2.1 0.625 0.852 0.679 0.634
X2.2 0.528 0.808 0.621 0.500
X2.3 0.604 0.805 0.662 0.555
X2.4 0.581 0.815 0.575 0.584
X2.5 0.589 0.774 0.605 0.589
X2.6 0.538 0.744 0.704 0.564
X2.7 0.546 0.832 0.647 0.518
X2.8 0.604 0.828 0.603 0.591
X2.9 0.723 0.874 0.786 0.823
X2.10 0.623 0.776 0.763 0.538
Y1 0.693 0.709 0.827 0.670
Y2 0.636 0.651 0.818 0.598
Y3 0.534 0.567 0.754 0.546
Y4 0.678 0.713 0.778 0.703
Y5 0.655 0.684 0.818 0.624
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(Y) Work (Z) Job

(X1) LMX (X2) TMX Engagement Satisfaction

Y6 0.674 0.677 0.816 0.682
Y7 0.585 0.593 0.766 0.546
Y8 0.460 0.553 0.710 0.507
Y9 0.537 0.595 0.709 0.514
Z1 0.771 0.736 0.792 1.000

Based on Table 5, it can be seen that the loading scores within the same
block of indicators are higher than the correlations with other variables.
Therefore, the measurement instruments used in this study are considered valid
and have met the requirements for discriminant validity.

Based on Table 5, each indicator loads higher on its intended construct than
on any other construct, satisfying the cross-loading criterion. These results
confirm discriminant validity, indicating that the indicators distinctly capture
their respective latent variables.

Reliability
Table 6. Reliability
Variable Cronbach's Alpha Composite Reliability
(X1) LMX 0.962 0.967
(X2) TMX 0.942 0.951
(Z) Job Satisfaction 1.000 1.000
(Y) Work Engagement 0.918 0.932

Based on Table 6, all constructs exhibit Cronbach’s alpha and composite
reliability values > 0.70, demonstrating internal consistency and confirming that
the measures reliably assess their respective constructs.

R-Square

Table 7. R-Square
R Square R Square Adjusted
(Y) Work Engagement  0.776 0.772
(Z) Job Satisfaction 0.654 0.651

Based on Table 7, the R-square for the model including Leader-Member
Exchange, Team-Member Exchange, and Job Satisfaction in explaining Work
Engagement is 0.776. Because this value is = 0.75, the model is categorized as
substantial, indicating that these predictors jointly explain 77.6% of the variance
in Work Engagement, with the remainder due to factors outside the model. The
R-square for the model including Leader-Member Exchange and Team-Member
Exchange in explaining Job Satisfaction is 0.654 (i.e., moderate, 0.50-0.74),
showing that these predictors account for 65.4% of the variance in Job
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Satisfaction. Adjusted R-square values are close to the main estimates,
supporting model stability.

Q-Square
Table 8. Q-Square
QZ
(Y) Work Engagement 0.458
(Z) Job Satisfaction 0.619

Based on Table 8, the Q-square for the effect of LMX, TMX, and Job
Satisfaction on Work Engagement is 0.458, which is > 0.35 and thus indicates
strong predictive relevance. Similarly, the Q-square for the effect of Leader-
Member Exchange and Team-Member Exchange on Job Satisfaction is 0.619, also
exceeding the 0.35 threshold and confirming strong predictive relevance.

Model of Fit

Table 9. Model of Fit
Saturated Model Estimated Model
SRMR 0.082 0.082

Based on Table 9, the SRMR values for both the saturated and estimated
models are 0.082, within the acceptable 0.08-0.10 range. These results indicate
satisfactory fit, suggesting the model adequately represents the structural
relations among variables, specifically how the quality of LMX and TMX on
Work Engagement with Job Satisfaction as mediator.

Hypothesis Testing

Table 10. Hypothesis Testing
Hypothesis Coefficients P Values Explanation

Leader-Member
Exchange has a positive

H1 0.500 0.001 Accepted
and significant effect on ceepte
Job Satisfaction
Team-Member Exchange
h iti d

Hp oo @ PosTvean 0.365 0.012 Accepted

significant effect on Job
Satisfaction

Leader-Memb
pa _cacermviember 0.247 0.001 Accepted
Exchange has a positive
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Hypothesis Coefficients P Values Explanation

and significant effect on
Work Engagement

Team-Member Exchange

has a positive and

H4 0.436 0.000 Accepted

significant effect on Work
Engagement

Job Satisfaction has a
positive and significant
effect on Work
Engagement

H5 0.280 0.003 Accepted

Job Satisfaction mediates
the relationship between
H6 Leader-Member 0.140 0.041 Accepted
Exchange and Work
Engagement

Job Satisfaction mediates

the relationship between

H7 0.102 0.002 Accepted

Team-Member Exchange
and Work Engagement

Referring to Table 10, the results indicate that H1 is accepted, with a p-value
of 0.001, which falls below the 0.05 threshold. This suggests that Leader-Member
Exchange exerts positive and statistically significant on Job Satisfaction. H2 is
also accepted, with a p-value of 0.012, which is lower than 0.05, confirming that
Team-Member Exchange has a positive and significant effect on Job Satisfaction.

Furthermore, H3 is accepted, with a p-value of 0.001, indicating that
Leader-Member Exchange positively and significantly influences Work
Engagement. H4 is also accepted, with a p-value of 0.000, demonstrating that
Team-Member Exchange positively and significantly affects Work Engagement.

H5 is supported, with a p-value of 0.003, confirming that higher Job
Satisfaction meaningfully enhances employees” engagement with their work. H6
is also accepted, with a p-value of 0.041, indicating that Job Satisfaction mediates
the relationship between Leader-Member Exchange and Work Engagement.
Finally, H7 is accepted, with a p-value of 0.002, demonstrating that Job
Satisfaction mediates the relationship between Team-Member Exchange and
Work Engagement.

DISCUSSION
The results of this study extend the understanding of Social Exchange
Theory (SET) as proposed by Blau (1964), suggesting that high-quality
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interpersonal relationships both between leaders and members (Leader-Member
Exchange) and among team members (Team-Member Exchange) foster a
positive reciprocal cycle that ultimately enhances employees’ positive attitudes
and behaviors in the workplace, including job satisfaction and work engagement.
Supportive and trustworthy interactions serve as valuable social resources that
strengthen employees’ sense of belonging, motivation, and commitment.
Through these reciprocal exchanges, trust, empathy, and respect become the
foundation of a cohesive and engaging work environment, reinforcing SET’s
premise that positive social relationships promote enduring employee
satisfaction and organizational effectiveness.

High-quality interactions between leaders and employees foster
perceptions of fairness, appreciation, and support, which ultimately enhance job
satisfaction. This association can be attributed to the multifaceted nature of
leader-member exchanges, encompassing emotional connection, mutual loyalty,
individual contribution, and professional regard (Liden & Maslyn, 1998).
Positive emotional bonds and empathy from leaders strengthen employees’
sense of being valued, while mutual trust and loyalty create psychological safety
that encourages dedication. Recognition of employees’ contributions enhances
their sense of pride and meaning at work, and respect for a leader’s competence
and integrity fosters admiration and confidence. Together, these elements
cultivate deeper satisfaction and a stronger emotional attachment to both the job
and the organization.

Leader-Member Exchange (LMX) centers on the relational quality that
develops between leaders and team members, highlighting how supportive and
reciprocal interactions build mutual trust and commitment (Graen & Uhl-Bien,
1995). Leaders who cultivate high-quality LMX relationships tend to offer
emotional support, demonstrate care for employees’” well-being, and
acknowledge their contributions, thereby satisfying key psychological needs
(Shang et al., 2024). These positive leader-member relationships contribute
meaningfully to higher levels of job satisfaction, as evidenced by the findings of
this study and supported with prior research demonstrating a strong positive
link between LMX quality and employees’ job satisfaction across diverse
organizational contexts (Novitasari, 2019; Tanjung & Sulastri, 2020; Adriani et al.,
2023; Nkrumah & Back, 2023; Tahir et al., 2023).

Team-Member Exchange (TMX) plays an essential role in shaping the social
dynamics within an organization. When employees perceive genuine support
from their colleagues, whether through assistance in completing tasks, sharing
knowledge, or providing moral encouragement, they develop a sense of being
valued and appreciated. This perception contributes directly to higher job
satisfaction because employees feel part of a cohesive and supportive social
network rather than isolated individuals. In work environments that demand
strong coordination, such as service-oriented organizations in the public sector,
the quality of TMX becomes a determining factor in how effectively employees
can overcome operational challenges and work-related pressures. High-quality
TMX promotes effective information exchange, reduces uncertainty, and
encourages cooperation among team members, which strengthens solidarity,
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trust, and collective confidence within the workplace. Such a positive social
atmosphere creates psychological safety and fosters collaboration, allowing
employees to feel comfortable, engaged, and confident in carrying out their
professional duties.

Furthermore, the quality of Team-Member Exchange (TMX) has a
substantial influence on employees’ job satisfaction. High-quality TMX
relationships serve as a valuable form of social support that enhances employees’
overall work experiences by fostering mutual trust, respect, and cooperation
among colleagues. When team members perceive that their contributions are
recognized and reciprocated positively by others, they tend to feel valued and
supported, which directly strengthens their sense of satisfaction at work (Shang
et al, 2024). This sense of belonging and appreciation reduces feelings of
isolation, promotes emotional well-being, and creates a more cohesive work
environment. These findings are consistent with previous research emphasizing
that supportive peer relationships contribute to job satisfaction by reinforcing a
sense of belonging, mutual respect, and collective efficacy within teams (Adriani
et al., 2023; Faiza et al., 2024).

Employees who maintain high-quality relationships with their leaders tend
to gain greater access to critical resources such as information, emotional
support, developmental opportunities, and confidence in accomplishing tasks
(Venkatesh et al., 2023). These resources not only enhance motivation but also
foster emotional and cognitive attachment to work. Consequently, Leader-
Member Exchange (LMX) contributes to higher levels of work engagement by
creating a supportive and motivating work environment. The findings of this
study indicate that LMX positively influences work engagement, consistent with
previous studies that have reported similar results (Tanskanen et al., 2019;
Aggarwal et al., 2020; Al Hakim & Soetjipto, 2020).

In addition, high-quality Team-Member Exchange (TMX) fosters a positive
work environment that serves as a prerequisite for deep psychological
engagement with employees” work. Within such an environment, employees
experience psychological safety, enabling them to express themselves, share
ideas, and take calculated risks (Dong et al., 2024). Consistent and reciprocal
coworker support enhances feelings of security and comfort at work, strengthens
employees’ sense of professional worth, and motivates them to fully engage with
their tasks and organizational goals (Kahn, 1990). The findings of this study
indicate that TMX positively influences work engagement, aligning with the
results of Al Hosani et al. (2018), who similarly found that TMX positively
influences work engagement.

Furthermore, integrating LMX and TMX within a single research
framework enriches the literature on the dynamics of social relationships in the
workplace. While LMX represents vertical relationships between leaders and
subordinates, TMX reflects horizontal relationships among team members,
which significantly influence employees’ psychological states. This finding
reinforces prior studies suggesting that positive interpersonal relationships and
a supportive work environment enhance motivation and job satisfaction, which
in turn foster higher levels of work engagement (Hasnita et al., 2023). This study
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underscores that work engagement is not solely determined by individual or
structural factors, but is also profoundly shaped by the quality of social exchange
relationships within the organizational context.

This study also demonstrates that job satisfaction positively influences
work engagement, consistent with Bakker & Demerouti (2007), who argue that
interpersonal resources enhance engagement by fostering positive affective
states such as job satisfaction. According to Schaufeli & Bakker (2004), work
engagement represented as psychological state characterized by vigor,
dedication, and absorption, three dimensions that depend on the extent to which
employees experience positive work-related emotions as reflected in their level
of job satisfaction. Satisfied employees tend to exhibit higher energy, pride in
their work, and a willingness to invest extra effort, which represent the core
elements of engagement. These findings align with previous studies indicating
that job satisfaction significantly influences work engagement (Robianto et al.,
2020; Sari & Thamrin, 2020; Sutarya et al., 2023; Nurhidayat & Fauzan, 2025).

The evidence obtained from this research suggests that job satisfaction
serves as an important mediating variable in the relationship between LMX and
TMX with work engagement. Job satisfaction clarifies how the quality of social
exchange (both LMX and TMX) contributes to engagement, which is reflected
through vigor, dedication, and absorption. This suggests that high-quality
interpersonal relationships influence employees” engagement through the sense
of satisfaction derived from supportive and rewarding work conditions. These
results are consistent with the findings of Novitasari (2019), who demonstrated
that job satisfaction mediates the relationship between LMX and work
engagement, and also align with Noor et al. (2023), who reported that job
satisfaction acts as a mediating variable in the relationship between leadership
and work engagement.

CONCLUSIONS AND RECOMMENDATIONS

This study underscores that high-quality interpersonal relationships, both
between leaders and subordinates (LMX) and among team members (TMX), are
essential for fostering job satisfaction and enhancing work engagement. Job
satisfaction serves as a key mediating mechanism linking social exchange quality
to employees” work engagement, highlighting the importance of supportive and
collaborative workplace relationships in sustaining organizational commitment
and performance.

Organizations should prioritize enhancing the quality of interpersonal
relationships at work by fostering both effective leader-member and team-
member exchanges. Leaders are encouraged to build trust, mutual respect, and
supportive communication to strengthen employees’ job satisfaction and
engagement. Furthermore, organizations should cultivate a collaborative culture
that promotes information sharing, teamwork, and psychological safety.
Strengthening these relational and emotional aspects can enhance employees’
work engagement, improve overall performance, and contribute to sustainable
organizational effectiveness.
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ADVANCED RESEARCH

This study was conducted within a single regional-owned enterprise, which
provides a deep contextual understanding but limits the generalizability of the
findings to organizations with different structural or cultural characteristics.
Future studies are therefore encouraged to examine the proposed model across
various industries and organizational contexts to strengthen external validity.
Moreover, subsequent research could incorporate additional mediating or
moderating variables, such as psychological safety, organizational trust, or
meaningful work, to enrich the understanding of how to enhance employees’
work engagement. Cross-cultural investigations are also recommended to
explore how national culture and workplace norms may shape the dynamics
between LMX, TMX, and employee outcomes.

REFERENCES

Adriani, Alhadar, F. M., & Sabuhari, R. (2023). Pengaruh Leader Member
Exchange (LMX) Dan Team Member Exchange (TMX) Terhadap Kinerja
Pegawai Melalui Kepuasan Kerja Sebagai Variabel Intervening. Trending:
Jurnal Manajemen Dan Ekonomi, 1(3), 142-162.
https:/ /doi.org/10.30640/ trending.v1i3.1132

Aggarwal, A., Chand, P. K., Jhamb, D., & Mittal, A. (2020). Leader-Member
Exchange, Work Engagement, and Psychological Withdrawal Behavior: The
Mediating Role of Psychological Empowerment. Frontiers in Psychology, 11.
https:/ /www frontiersin.org/journals/psychology/articles/10.3389/ fpsy
g.2020.00423

Al Hakim, M. L., & Soetjipto, B. W. (2020). The Effects of Leader-Member
Exchange and Fun at Work on Work Engagement and Deviant Workplace

Behavior in Indonesian Telecommunication Company. KnE Social Sciences,
4(6), 266-279. https:/ /doi.org/10.18502/ kss.v4i6.6603

Al Hosani, K. I, Elanain, H. M. A., & Ajmal, M. M. (2018). Personality traits and
work engagement: does team member exchange make a difference?
International ~ Journal — Innovation and  Learning,  24(3), 239-261.
https:/ /doi.org/10.1504/1JIL.2018.094697

Albrecht, S. L., Green, C. R., & Marty, A. (2021). Meaningful Work, Job Resources,
and Employee Engagement. Sustainability, 13(7), 4045.
https:/ /doi.org/10.3390/su13074045

Bakker, A. B., & Demerouti, E. (2007). The Job Demands-Resources model: state
of the art. Journal of Managerial Psychology, 22(3), 309-328.
https:/ /doi.org/10.1108/02683940710733115

Baron, R. M., & Kenny, D. A. (1986). The Moderator-Mediator Variable
Distinction in Social Psychological Research: Conceptual, Strategic, and
Statistical Considerations. Journal of Personality and Social Psychology, 51(6),
1173-1182.

1636



Asian Journal of Management Analytics (AJMA)
Vol. 4, No. 4, 2025: 1623-1640

Blau, G. J. (1986). Job Involvement and Organizational Commitment as
Interactive Predictors of Tardiness and Absenteeism. Journal of Management,
12(4), 577-584. https:/ /doi.org/10.1177/014920638601200412

Blau, P. M. (1964). Exchange and Power in Social Life. John Wiley & Sons, Inc.

Dong, R. K., Li, X., & Hernan, “Banjo” Roxas. (2024). Psychological safety and
psychosocial safety climate in workplace: A bibliometric analysis and
systematic review towards a research agenda. Journal of Safety Research, 91,
1-19. https:/ /doi.org/10.1016/j.jsr.2024.08.001

Emerson, R. M. (1976). Social Exchange Theory. Annual Review of Sociology, 2, 335-
362. https:/ /doi.org/10.1146 /annurev.s0.02.080176.002003

Faiza, G., Mujanah, S., Fianto, A. Y. A., & Suhardi. (2024). Pengaruh Team
Member Exchange, Kompetensi terhadap Produktivitas Kerja dengan
Kepuasan Kerja sebagai Variabel Intervening. Coopetition: Jurnal Ilmiah
Manajemen, 15(2), 355-366.
https:/ /doi.org/10.32670/ coopetition.v15i2.4433

Gallup. (2024). The Relationship Between Engagement at Work and Organizational
Outcomes.

Gallup. (2025). State of The Global Workplace: 2025 Report.

Graen, G. B., & Uhl-Bien, M. (1995). Relationship-based approach to leadership:
Development of leader-member exchange (LMX) theory of leadership over

25 years: Applying a multi-level multi-domain perspective. The Leadership
Quarterly, 6(2), 219-247. https:/ /doi.org/10.1016,/1048-9843(95)90036-5

Hair, J. F., Hult, G. T. M, Ringle, C. M., & Sarstedt, M. (2021). A Primer on Partial
Least Squares Structural Equation Modeling (PLS-SEM). SAGE Publications,
Inc.

Hasnita, Kasran, M., & Sampetan, S. (2023). Pengaruh Hubungan Interpersonal
Dan Lingkungan Kerja Terhadap Kepuasan Kerja Karyawan. SEIKO: Journal
of Management & Business, 6(1), 636-643.
https:/ /journal.stieamkop.ac.id/index.php/seiko/article/ view /3866

Homans, G. C. (1958). Social Behavior as Exchange. American Journal of Sociology,
63(6), 597-606. http:/ /www jstor.org/stable/2772990

Insan, A. N., & Masmarulan, R. (2021). Effects of leader-member exchange and
organizational culture on work engagement and employee performance.
Management Science Letters, 11(3), 879-886.
https:/ /doi.org/10.5267/j.msl.2020.10.011

Kahn, W. A. (1990). Psychological Conditions of Personal Engagement and
Disengagement at Work. The Academy of Management Journal, 33(4), 692-724.
https:/ /doi.org/10.2307 / 256287

1637



Rahadhian, Rahmawati, Claudia, Rifani

Liao, F. Y., Yang, L. Q., Wang, M., Drown, D., & Shi, J. (2013). Team-Member
Exchange and Work Engagement: Does Personality Make a Difference?
Journal of Business and Psychology, 28(1), 63-77.
https:/ /doi.org/10.1007 /s10869-012-9266-5

Liden, R. C,, & Maslyn, J. M. (1998). Multidimensionality of leader-member
exchange: An empirical assessment through scale development. Journal of
Management, 24(1), 43-72. https:/ /doi.org/10.1016 /50149-2063(99)80053-1

Liu, K., & Ge, Y. (2020). How psychological safety influences employee creativity
in China: Work engagement as a mediator. Social Behavior and Personality: An
International Journal, 48(8), 1-7. https:/ /doi.org/10.2224 /sbp.9211

Nkrumah, D., & Back, S. (2023). Effect of Leader-Member-Exchange and Public
Service Motivation on Teacher Job Satisfaction in Ghanaian Senior High
Schools: A Case of Senior High Schools in Greater Accra Region. Open Journal
of Leadership, 12(2), 127-143. https:/ / doi.org/10.4236/ 0j1.2023.122009

Noor, R., Gillani, S. A., & Rehan, M. (2023). Impact of Transformational and
Transactional Leadership on Work Engagement with the Mediating Impact
of Job Satisfaction and Emotional Regulation as a Moderator. Market Forces,
18(1), 41-62. https:/ /doi.org/10.51153 /mf.v18i1.604

Novitasari. (2019). Pengaruh Leader-Member Exchange (LMX) dan Lingkungan
Pekerjaan terhadap Employee Engagement melalui Kepuasan Kerja sebagai Variabel
Intervening di Rumah Sakit Suaka Insan Banjarmasin [Thesis]. Universitas Islam
Indonesia.

Nurhidayat, I. R., & Fauzan, M. (2025). Pengaruh Kompetensi, Pengakuan dan
Kepuasan Kerja Terhadap Keterlibatan Kerja Pegawai PDAM Tirta Moedal
Kota Semarang. Al-Kharaj: Jurnal Ekonomi, Keuangan & Bisnis Syariah, 7(3),
1091-1101. https:/ /doi.org/10.47467 / alkharaj.v7i3.6228

Rahmadani, V. G., Schaufeli, W. B., Stouten, J., Zhang, Z., & Zulkarnain. (2020).
Engaging Leadership and Its Implication for Work Engagement and Job
Outcomes at the Individual and Team Level: A Multi-Level Longitudinal

Study. International Journal of Environmental Research and Public Health, 17(3),
776. https:/ /doi.org/10.3390/ijerph17030776

Robbins, S. P., & Judge, T. A. (2017). Organizational Behavior (Seventeent). Pearson
Education Limited.

Robianto, F., Masdupi, E., & Syahrizal. (2020). The Effect of Career Development,
Compensation, Work Environment and Job Satisfaction on Work
Engagement. Proceedings of the 4th Padang International Conference on
Education, Economics, Business and Accounting (PICEEBA-2 2019), 737-748.
https:/ /doi.org/10.2991/aebmr.k.200305.140

1638



Asian Journal of Management Analytics (AJMA)
Vol. 4, No. 4, 2025: 1623-1640

Robijn, W., Euwema, M. C., Schaufeli, W. B., & Deprez, ]J. (2020). Leaders, teams
and work engagement: a basic needs perspective. Career Development
International, 25(4), 373-388. https:/ /doi.org/10.1108 / CDI-06-2019-0150

Sari, W. P., & Thamrin, W. P. (2020). The effect of job crafting and job satisfaction
on work engagement. International Journal of Research Publications, 44(1), 1-8.
https:/ /ijrp.org/ paper-detail /912

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and their
relationship with burnout and engagement: a multi-sample study. Journal of
Organizational Behavior, 25(3), 293-315. https:/ /doi.org/10.1002/job.248

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement of work
engagement with a short questionnaire: A cross-national study. Educational
and Psychological Measurement, 66(4), 701-716.
https:/ /doi.org/10.1177 /0013164405282471

Seers, A. (1989). Team-Member Exchange Quality: A New Construct for Role-
Making Research. Organizational Behavior and Human Decision Processes,
43(1), 118-135. https:/ /doi.org/10.1016/0749-5978(89)90060-5

Seers, A., Petty, M. M., & Cashman, J. F. (1995). Team-Member Exchange Under
Team and Traditional Management: A Naturally Occurring Quasi-
Experiment. Group &  Organization — Management,  20(1), 18-38.
https:/ /doi.org/10.1177/1059601195201003

Shang, K.-C., Kuo, S.-Y., Hsu, S.-W.,, Lai, P.-L., & Ye, K.-D. (2024). Leader-member
exchange, team-member exchange, employee satisfaction, and service-
oriented organizational citizenship behavior in the international logistics
industry: The moderating effect of the service climate. Research in
Transportation Business & Management, 52, 101072.
https:/ /doi.org/10.1016/j.rtbm.2023.101072

Stringer, L. (2006). The Link Between the Quality of the Supervisor-Employee
Relationship and the Level of the Employee’s Job Satisfaction. Public
Organization Review, 6(2), 125-142. https://doi.org/10.1007/s11115-006-
0005-0

Sugiyono. (2022). Metode Penelitian Kuantitatif, Kualitatif, dan R&D. Alfabeta.

Sutarya, D. S., Suryani, D., Akbar, M. F., & Prasetyaningtyas, S. W. (2023). The
Effect of Work Environment Condition and Job Satisfaction on Employees
Engagement and Organizational Citizenship Behavior on Non-Medical
Workers.  Eduvest-Journal — of  Universal — Studies, 3(5), 974-983.
https:/ /doi.org/10.59188 / eduvest.v3i5.828

Tahir, M. L., Martini, A., Yayuningsih, S., Khuan, H., Prasetyarini, L., Jumintono,
Ambarwati, R., & Utomo, S. T. (2023). Exploring the Role of Leader Member
Exchange on Job Satisfaction and Employee Performance: an Empirical

1639



Rahadhian, Rahmawati, Claudia, Rifani

Study in Indonesian MSMEs. Journal of Law and Sustainable Development,
11(3), e771. https:/ /doi.org/10.55908 /sdgs.v11i3.771

Tanjung, R. H. A., & Sulastri. (2020). The Influence of Leader-Member Exchange
on Job Satisfaction, Work Motivation, and Organizational Commitment to
Mental Hospital Employees Prof. HB. Saanin Padang. Proceedings of the 5th
Padang International Conference On Economics Education, Economics, Business
and Management, Accounting and Entrepreneurship (PICEEBA-5 2020), 897-
905. https:/ /doi.org/10.2991/aebmr.k.201126.098

Tanskanen, J., Midkeld, L., & Viitala, R. (2019). Linking Managerial Coaching and
Leader-Member Exchange on Work Engagement and Performance. Journal
of Happiness Studies, 20(4), 1217-1240. https:/ /doi.org/10.1007 /s10902-018-
9996-9

Venkatesh, V., Thong, J. Y. L., Spohrer, K., Chan, F. K. Y., Arora, A., Hoehle, H.,
& Venkatraman, S. (2023). Equality Does Not Make You Happy: Effects of
Differentiated Leader-Member Exchange and Team-Member Exchange on
Developer Satisfaction in Agile Development Teams. MIS Quarterly, 47(3),
1239-1270. https:/ /doi.org/10.25300/ MISQ/2022 /15358

Wanous, J. P., Reichers, A. E., & Hudy, M. ]. (1997). Overall job satisfaction: How
good are single-item measures? Journal of Applied Psychology, 82(2), 247-252.
https:/ /doi.org/10.1037/0021-9010.82.2.247

1640



