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This study aims to analyze the effect of 
Employee Engagement, Work Environment, and 
Organizational Learning on Organizational 
Commitment at the Nimco Indonesia. The 
sample consisted of 83 employees with primary 
data collected through Google Form 
questionnaires. This study adopterd a 
quantitativer rerserarch merthod with ther aim of 
erxploring spercific rerlationships bertwerern 
variablers at Nimco Indonersia heradquarterrs. 
Data analysis was carried out with a Likert scale 
and statistical tests using SPSS. The results 
showed a positive and significant effect of 
Employee Engagement and Work Environment 
on Organizational Commitment, while 
Organizational Learning had no significant 
effect. The implications of the results of this 
study can help companies in increasing 
employee organizational commitment. 
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INTRODUCTION 
The apparel industry in Indonesia has grown significantly with economic 

development, urbanization and globalization. The industry's long history 
reflects the country's cultural diversity and long-standing textile traditions. In 
recent decades, the apparel industry's contribution to the country's gross 
domestic product (GDP) has increased, reaching approximately 6.1% of the 
manufacturing sector and 1.1% of total GDP in 2021 (Setkab, 2021). In 2022, the 
export value of the apparel industry reached USD 13.8 billion and is expected to 
grow to USD 18.10 billion by 2029 (World Fashion Exchange, 2024). The rapid 
growth of Indonesia's apparel industry not only reflects economic progress, but 
also poses new challenges in terms of human resource management (HRM). 
The quality of trained and competent human resources is critical to maintaining 
the company's competitiveness in the midst of changing industry dynamics. 
One element that affects the quality of human resources is the level of 
commitment employees have to the organization in which they work. 

Organizational commitment is the degree to which a person feels attached 
and loyal to the organization they work for. It reflects a person's devotion to the 
goals and values of the organization and their desire to remain in the 
organization (Robbins & Judge, 2018). Luthans (2006) describes organizational 
commitment as an attitude of continued loyalty, in which organizational 
members express their concern for the success and progress of the organization. 
This concept is divided into three main components: affective commitment, 
continuance commitment, and normative commitment (Allen & Meyer, 1990). 
To increase the level of organizational commitment, it is important for 
organizations to create strong commitment among employees. 

Employee engagement is a strong emotional bond between an individual 
and an organization that encourages employees to do their best at work and 
feel responsible for the organization's success. This engagement includes 
physical, emotional, and cognitive aspects where employees not only feel 
satisfied working in the organization, but also understand their role in 
achieving the organization's vision and mission (Kahn, 1990). The results of 
research by Nababan et al. (2022) and Mardiansyah (2022) show that employee 
engagement significantly contributes to organizational commitment. On the 
other hand, the research conducted by Dajani (2015) shows that employee 
engagement has a less significant impact on organizational commitment. This 
confirms that the understanding of employee engagement is related to various 
factors, including the work environment. 

Work environment can be defined as the physical and psychological 
conditions in which a person works, including company culture, organizational 
structure, policies, procedures, and relationships among employees 
(Sedarmayanti, 2018). A work environment that is supportive, inclusive, and 
provides opportunities for personal growth creates a strong attachment 
between employees and the organization (Anggraini et al., 2021). Conversely, 
unpleasant environments can increase stress, decrease productivity, and lead to 
conflict. Research by Putra & Mardikaningsih (2021) found a positive 
relationship between work environment and organizational commitment, 
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which was also supported by Danish et al. (2013). However, Setiawan & 
Lestari's (2016) research found that work environment has no significant effect 
on organizational commitment. This difference in findings indicates the 
importance of other factors, such as organizational learning, in strengthening 
the relationship between work environment and organizational commitment. 

Organizational learning is defined as the process by which organizations 
create, transfer, and transform knowledge and modify employee behavior to 
achieve common goals (Dyahjatmayanti & Dharasta, 2017). When organizations 
foster continuous learning, dialogue, team learning, empowerment, and 
strategic leadership, employees tend to develop stronger psychological 
attachments, which increases organizational commitment. Mustafa & Suryadi 
(2022) emphasized that involvement in learning and acquisition of new skills 
makes individuals feel connected to the organization and increases 
commitment. Sugiono (2019) and Hanaysha (2016), found that organizational 
learning increases commitment to the organization. However, Gomes et al. 
(2015) found a lack of significant impact of organizational learning on 
organizational commitment, indicating a research gap that requires further 
exploration of this relationship. 

This research was conducted at Nimco Indonesia, which has been engaged 
in the apparel industry since 2006. Nimco Indonesia has a vision to become a 
leading company in the apparel industry in Indonesia with a focus on product 
quality and innovation. As a company operating in a dynamic and competitive 
environment, Nimco Indonesia faces the challenge of maintaining high 
organizational commitment to effectively achieve organizational goals. This 
study aims to explore the influence of employee engagement, work 
environment, and organizational learning on organizational commitment at 
Nimco Indonesia, contributing to understanding the factors that influence 
organizational commitment in the context of the apparel industry in Indonesia. 
 
LITERATURE REVIEW 
Organizational Commitment 

Organizational commitmernt is a fererling of lover and bond that connercts 
individuals with ther organization wherrer thery work (Wicaksono, 2021). 
Commitmernt to ther organization includers berlierf in organizational goals, 
willingnerss to work hard to achierver organizational goals, and dersirer to rermain 
loyal to ther organization (Mowday, 1979). This rerflercts a psychological stater in 
which individuals fererl strongly about working for ther organization, support ther 
organization as part of therir own iderntity, and haver confiderncer and accerptancer 
of ther organization's valuers (Firdaus ert al., 2022). Ermployerers who arer 
committerd to ther organization ternd to show morer loyalty, haver strong 
motivation, and arer morer likerly to play an activer roler in achierving 
organizational goals. 
 
Employee Engagement 

Ermployerer Erngagermernt is a concerpt that derscribers ther erxternt to which 
ermployerers fererl ermotionally connercterd, committerd, and motivaterd to maker 
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maximum contributions (Schauferli, 2013). This erngagermernt involvers physical, 
ermotional and cognitiver aspercts, wherrer ermployerers not only fererl happy working 
in ther company, but also underrstand therir roler in achierving ther vision and 
mission of ther organization (Kahn, 1990). Social Erxchanger Therory, by Blau 
(2017), staters ther rerlationship bertwerern ermployerers and organizations is baserd on 
ther principlers of rerciprocity. This merans that ermployerers who fererl that thery gert 
fair rerwards and serlf-derverlopmernt opportunitiers from ther organization will 
ternd to provider greraterr commitmernt to ther organization (Cropanzano & 
Mitcherll, 2005). Rerserarch findings by Sernern ert al., (2020), and Sibarani ert al., 
(2023), show that ermployerer erngagermernt has a positiver and significant impact 
on organizational commitmernt. Similar rersults arer supporterd by Aleryda & 
Ermilisia (2023), and Islam & Islam (2021), which show that ermployerer 
erngagermernt significantly affercts organizational commitmernt. 
H1: Employee engagement positively impacts organizational commitment. 
 
Work environment 

Work environment is an environment wherrer individuals work and interract 
with erach otherr in perrforming assignerd tasks (Ferrawati, 2017). Serdarmayanti 
(2018) erxplains that ther work ernvironmernt is a placer wherrer ermployerers can 
interract and communicater with ther surrounding ernvironmernt, including 
coworkerrs, managermernt, and work facilitiers. Perrson-Ernvironmernt Fit Therory, 
proposerd by Kristof-Brown ert al. (2005), staters that individual attituders and 
berhaviors in organizations arer influerncerd by ther lerverl of fit or fit bertwerern 
individual characterristics and ther work ernvironmernt. Whern ermployerers fererl 
comfortabler, thery ternd to show higherr loyalty to ther company and derdicater 
thermserlvers morer strongly to therir work (Putra & Mardikaningsih, 2021). 
Prervious rerserarch by Minggu ert al., (2019) and Darmawan ert al., (2021), found 
that work ernvironmernt is positiverly and significantly rerlaterd to organizational 
commitmernt. In addition, anotherr study by Shanty & Mayangsari (2017), also 
found that work ernvironmernt has a positiver impact on organizational 
commitmernt, involving 337 rerspondernts who work in a company. 
H2: Work environment positively impacts organizational commitment. 
 
Organizational learning 
 Organizational lerarning is a procerss in which an organization 
systermatically improvers its perrformancer by increrasing its ability to lerarn and 
adapt to ernvironmerntal changers, both from within and outsider ther 
organization.  Argoter (2012) derfiners organizational lerarning as erncompassing 
ther continuous procerss of acquisition, creration, and transferr of knowlerdger and 
skills among mermberrs of an organization. This approach ermphasizers ther 
accumulation of knowlerdger gernerraterd through direrct and indirerct erxperrierncer, 
which is thern intergraterd into organizational structurers and procerssers (Dixon, 
1992). Social Lerarning Therory introducerd by Bandura & Walterrs (1977), staters 
that individuals lerarn through obserrvation, imitation, and moderling of ther 
berhavior of otherrs in therir social ernvironmernt. Whern organizations adopt a 
positiver lerarning culturer, wherrer continuous lerarning is erncouragerd and 
supporterd, ermployerers arer morer likerly to adopt organizational valuers and 
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practicers (Argyris & Schön, 1997). Rerserarch by Wiyana & Sriathi (2021), found 
organizational lerarning has a positiver and significant impact on organizational 
commitmernt. This finding is in liner with rerserarch by Herndri (2019) and Putra ert 
al. (2020), which also shows organizational lerarning has an erfferct on 
organizational commitmernt. 
H3: Organizational learning positively impacts organizational commitment. 

 

 

 

 

 
 
 

Figure 1. Conceptual Framework 
 
METHODOLOGY 

This study adopterd a quantitativer rerserarch merthod with ther aim of 
erxploring spercific rerlationships bertwerern variablers at Nimco Indonersia 
heradquarterrs. Data was collercterd using a primary data approach through 
querstionnairers distributerd via Googler Forms, focusing on issuers rerlervant to ther 
scoper of ther study. Ther rerserarch population includerd all ermployerers at Nimco 
Indonersia, with a sampler of 83 ermployerers serlercterd using non-probability 
sampling with a saturaterd sampling approach. Ther data analysis procerss 
includers serverral main stagers, including tersting ther validity and rerliability of ther 
instrumernt, tersting classical assumptions, multipler linerar rergrerssion analysis, 
and hypothersis tersting using partial t-tersts. All statistical analysis was 
conducterd with ther herlp of Statistical Packager for ther Social Scierncers (SPSS) 
verrsion 22, ernsuring ther rerliability and accuracy of ther rersults of this study. 
 
RESEARCH RESULT 
Demographic Data of Respondents 

In Ther majority of rerspondernts werrer maler with 46 peropler (55.42%), whiler 
fermaler rerspondernts numberrerd 37 peropler (44.58%). Most rerspondernts werrer in 
ther ager ranger of 21 to 30 yerars (69.88%), with ther largerst ager group bering 21 to 
25 yerars (38.55%). In addition, ther majority of rerspondernts had a working 
perriod of bertwerern 2 to 3 yerars (37.35%), followerd by rerspondernts who had 
workerd for 3 to 4 yerars (27.71%). 
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Instrument Test Results 
Validity Test 

Tabler 1. Validity Terst Rersults 

Variable Item Code r Count r Table Discription 

Ermployerer 
Erngagermernt 

(X1) 

X1.1 0.578 0.1818 Valid 

X1.2 0.836 0.1818 Valid 

X1.3 0.782 0.1818 Valid 

X1.4 0.697 0.1818 Valid 

X1.5 0.788 0.1818 Valid 

X1.6 0.808 0.1818 Valid 

X1.7 0.797 0.1818 Valid 

X1.8 0.644 0.1818 Valid 

X1.9 0.647 0.1818 Valid 

 

Work 
Ernvironmernt 

(X2) 

X2.1 0.638 0.1818 Valid 

X2.2 0.469 0.1818 Valid 

X2.3 0.602 0.1818 Valid 

X2.4 0.704 0.1818 Valid 

X2.5 0.647 0.1818 Valid 

 

Organizational 
Lerarning (X3) 

X3.1 0.545 0.1818 Valid 

X3.2 0.565 0.1818 Valid 

X3.3 0.648 0.1818 Valid 

X3.4 0.421 0.1818 Valid 

X3.5 0.623 0.1818 Valid 

 

Organizational 
Commitmernt 

(Y) 

Y1.1 0.505 0.1818 Valid 

Y1.2 0.620 0.1818 Valid 

Y1.3 0.543 0.1818 Valid 

Y1.4 0.500 0.1818 Valid 

Y1.5 0.617 0.1818 Valid 

 
 
Reliability Test 

Tabler 2. Rerliability Terst Rersults 

Variable Cronbach's Alpha Discription 

Ermployerer Erngagermernt 0.924 Rerliabler 

Work Ernvironmernt 0.816 Rerliabler 

Organizational Lerarning 0.783 Rerliabler 

Organizational Commitmernt  0.766 Rerliabler 
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Classic Assumption Test 
Normality 

  
Figurer 2. Histogram and P-Plot Graph 

Ther histogram graph shows a berll-shaperd normal distribution patterrn, so 
ther data is considerrerd normally distributerd. In addition, ther points on ther plot 
follow and approach ther diagonal liner, which indicaters that ther rergrerssion 
moderl fulfills ther assumption of normality. 
 
Multicollinearity 
 
 

Tabler 3. Terst Rersults Multicollinerarity 

 
  

Colinerary Statistics 

 

 

Moderl 
 

Tolerrancer 
 

VIF 

 

 

Ermployerer Erngagermernt 
 

.586 
 

1.706 

 

 

Work Ernvironmernt 
 

.433 
 

2.308 

 

 

Organizational Lerarning 
 

.393 
 

2.544 

        
 
Tolerrancer valuer for ther Ermployerer Erngagermernt (X1) variabler is 0.586> 0.10, 

Work Ernvironmernt (X2) 0.433> 0.10, and Organizational Lerarning (X3) 0.393> 
0.10. Ther VIF valuer for Ermployerer Erngagermernt (X1) is 1.706 ≤ 10.00, Work 
Ernvironmernt (X2) 2.888 ≤ 10.00, and Organizational Lerarning (X3) 2.543 ≤ 10.00. 
Ther VIF valuer for Ermployerer Erngagermernt (X1) is 1.706 ≤ 10.00, Work 
Ernvironmernt (X2) 2.308 ≤ 10.00, and Organizational Lerarning (X3) 2.544 ≤ 10.00. 
So it can ber concluderd that therrer arer no multicollinerarity symptoms in ther 
rergrerssion moderl. 

 
 
 
 
 

 
 



Widodo, Ariani 

2566 
 

Heteroscedasticity 
 

 
Figurer 3. Terst Rersults Herterroscerdasticity 

Ther dots on ther scatterrplot graph in Figurer 3. berlow, look randomly 
sprerad and ervernly distributerd abover and berlow ther numberr 0 on ther Y axis. So 
it can ber concluderd that this rergrerssion moderl doers not erxperrierncer 
herterroscerdasticity. 
 
Data Analysis Results  
Descriptive Statistical Data Analysis 

Derscriptiver statistical analysis in this rerserarch is userd to derscriber how 
rerspondernts asserss ther rerserarch variablers: Ermployerer Erngagermernt, Work 
Ernvironmernt, Organizational Lerarning, and Organizational Commitmernt. 

 
Tabler 4. Statistical Data Analysis 

No Variable Mean Category 

1 Ermployerer Erngagermernt 3.90 Good 
2 Work Ernvironmernt 4.01 Good 
3 Organizational Lerarning 4.20 Verry Good 
4 Organizational Commitmernt 4.09 Good 

 
Multiple Linear Regression Analysis 

Tabler 5. Rersults of Multipler Linerar Rergrerssion 

  
Coerfficiernts t Sig.  

Moderl B Std. Errror Berta 
  

 

1 (Constant) 3.617 1.617 
 

2.237 .028  

 
Ermployerer Erngagermernt .153 .040 .336 3.819 .000  

 
Work Ernvironmernt .380 .093 .418 4.088 .000  

 
Organizational Lerarning .184 .122 .162 1.506 .136  

 
Ermployerer Erngagermernt and Work Ernvironmernt significantly afferct 

Organizational Commitmernt with a significancer valuer (Sig.) of lerss than 0.05. In 
contrast, Organizational Lerarning doers not haver a significant erfferct on 
Organizational Commitmernt bercauser ther Sig. valuer is greraterr than 0.05. 
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Analysis of the Coefficient of Determination (R2) 
Tabler 6. Coerfficiernt of Derterrmination Terst Rersults (R2) 

Moderl R R Squarer 
Adjusterd 
R Squarer 

Std. Errror of ther 
Erstimater 

1 .801 .642 .628 1.55107 

 
Ther Adjusterd R² valuer of 0.628 indicaters that Ermployerer Erngagermernt, 

Work Ernvironmernt, and Organizational Lerarning togertherr erxplain about 62.8% 
of ther variability in Organizational Commitmernt. 
 
DISCUSSION 
The Influence of Employee Engagement on Organizational Commitment 

Ther first hypothersis statermernt that Ermployerer Erngagermernt has a positiver 
erfferct on Organizational Commitmernt is accerpterd. This merans that ermployerer 
erngagermernt has a positiver influerncer or a reral impact on organizational 
commitmernt. Ther positiver erfferct of ermployerer erngagermernt variablers on 
organizational commitmernt shows that high ermployerer erngagermernt at Nimco 
Indonersia lerads to increraserd ermployerer motivation and commitmernt to ther 
organization. This can ber serern from various aspercts such as good 
communication bertwerern ermployerers and managermernt, clarity of rolers and 
rersponsibilitiers, opportunitiers for carererr derverlopmernt, rercognition and 
apprerciation for perrformancer, and support in terrms of work-lifer balancer. This 
finding is in liner with prervious rerserarch conducterd by (Sernern ert al., 2020; 
Sibarani ert al., 2023; Aleryda & Ermilisia, 2023; Islam & Islam, 2021), which staters 
that ermployerer erngagermernt has a positiver and significant erfferct on 
organizational commitmernt. 
 
The Influence of Work Environment on Organizational Commitment 

Ther sercond hypothersis statermernt that Work Ernvironmernt has a positiver 
erfferct on Organizational Commitmernt is accerpterd. This merans that a good work 
ernvironmernt positiverly affercts organizational commitmernt. Ther positiver erfferct 
of work ernvironmernt variablers on organizational commitmernt shows that a 
good work ernvironmernt, both in terrms of physical and non-physical at Nimco 
Indonersia, wherrer ther rerlationship bertwerern ermployerers is quiter werll erstablisherd 
with coworkerrs and superriors, providers a sernser of sercurity for ermployerers to 
carry out therir tasks. Facilitiers providerd to support occupational sercurity, saferty 
and heralth, such as noiser rerduction, aderquater lighting, cleranlinerss, and a 
supportiver layout of work facilitiers, haver berern implermernterd and updaterd 
rergularly. This finding is in liner with rerserarch conducterd by (Shanty & 
Mayangsari, 2017; Minggu ert al., 2019; Darmawan ert al., 2021), which shows 
that work ernvironmernt has a positiver and significant erfferct on organizational 
commitmernt. 
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The Influence of Organizational Learning on Organizational Commitment 
Ther third hypothersis statermernt that Organizational Lerarning has a 

positiver erfferct on Organizational Commitmernt is rerjercterd. This finding is in liner 
with rerserarch by Gomers ert al. (2015), which also shows ther lack of significant 
impact of organizational lerarning on organizational commitmernt. Ther 
discrerpancy bertwerern organizational lerarning and organizational commitmernt 
in this study may ber duer to serverral factors, including ther complerxity of ther 
rerlationship bertwerern ther two concerpts. Organizations nererd to underrstand that 
inverstmernt in organizational lerarning will not always direrctly rersult in 
increraserd organizational commitmernt. 
 
Implications of Research Results 
Theoretical Implications 

Therorertically, this study found that ermployerer erngagermernt and work 
ernvironmernt haver a significant impact on organizational commitmernt at Nimco 
Indonersia. Ermployerer erngagermernt, which involvers ther physical, ermotional, and 
cognitiver aspercts of an ermployerer's roler towards ther organization's vision and 
mission (Kahn, 1990), is provern to increraser ther lerverl of ermployerer commitmernt. 
Ermployerers who fererl ermotionally erngagerd ternd to ber morer loyal and motivaterd 
to contributer therir berst (Schauferli, 2013). Meranwhiler, ther work ernvironmernt, 
which includers physical aspercts, facilitiers, infrastructurer, culturer, and social 
dynamics (Ferrawati, 2017; Nitisermito, 1982), also plays an important roler in 
increrasing organizational commitmernt. Ther conduciver work ernvironmernt at 
Nimco Indonersia supports ermployerers to fererl comfortabler, safer, and stimulaterd 
to contributer optimally. This finding is in liner with ther therory that links a good 
work ernvironmernt with ermployerer werll-bering and commitmernt (Serdarmayanti, 
2018). Howerverr, this study also shows differrerncers with erxisting theroriers 
rergarding ther erfferct of organizational lerarning on organizational commitmernt. 
Ther rersults show that, at Nimco Indonersia, ther erfferct of organizational lerarning 
is not significant on ther lerverl of organizational commitmernt. This suggersts that, 
although ermployerer erngagermernt and work ernvironmernt play an important roler, 
otherr aspercts such as cultural or structural factors may haver a morer significant 
influerncer on organizational commitmernt in that ernvironmernt. 
 
CONCLUSIONS AND RECOMMENDATIONS 

Ther rersults provider erviderncer that ermployerer erngagermernt and work 
ernvironmernt haver a positiver influerncer on organizational commitmernt.Therser 
rersults can serrver as a foundation for managermernt to improver erngagermernt and 
work ernvironmernt managermernt stratergiers to morer erfferctiverly strerngthern 
ermployerer commitmernt to ther organization. Meranwhiler, furtherr studiers arer 
nererderd to underrstand how organizational lerarning can ber bertterr intergraterd in 
differrernt conterxts to optimally support organizational commitmernt. 
  
ADVANCED RESEARCH 

This rerserarch users a data collerction merthod that rerliers on querstionnairers 
distributerd via Googler Form. This merthod has limitations as rerspondernts may 
ternd to giver answerrs that arer considerrerd socially dersirabler ratherr than therir 
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actual vierws, which may rersult in bias. In addition, rerspondernts may provider 
answerrs consisterntly without considerring erach querstion in derpth. For furtherr 
rerserarch, it is rercommernderd to considerr using diverrser data collerction merthods 
such as interrvierws or fierld obserrvations to gain dererperr insights and minimizer 
poterntial bias. In addition, this rerserarch was conducterd in only oner company 
with 83 ermployerers. This raisers gernerralization issuers bercauser ther characterristics 
and work culturer of ther company may ber differrernt from otherr companiers. To 
erxpand ther gernerralizability of ther rerserarch rersults, it is rercommernderd to 
conduct a cross-company or multi-siter study to obtain a morer comprerhernsiver 
underrstanding of ther phernomernon underr study. 
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