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This study explored the linkages between employee engagement,
motivation, satisfaction, and retention in entrepreneurial enterprises
within the beverage MSME industry in Bogor City. A quantitative
research design was used to collect data from 278 employees working
in entrepreneurial enterprises within the beverage MSME industry in
Bogor City. The study found that employee engagement, motivation,
and satisfaction were positively correlated with employee retention
and collectively predicted employee retention in the beverage MSME
industry in Bogor City. The study also found that employee
perceptions of leadership, organizational culture, and job autonomy
significantly influenced engagement, motivation, satisfaction, and
retention. These findings suggest that businesses in the beverage
MSME industry in Bogor City could benefit from investing in strategies
and initiatives to enhance employee engagement, motivation, and
satisfaction to promote employee retention. The study’s findings have
implications for public policy and regulatory frameworks related to the
beverage MSME industry in Bogor City and highlight the potential
impact of external factors such as economic conditions, political
instability, and technological advancements on employee retention.
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1. INTRODUCTION

Entrepreneurial ventures are founded
and managed by entrepreneurs driven to
create, innovate, and take risks to bring new
products, services, and market solutions [1]-
[3]. Entrepreneurial ventures are often small
and medium-sized enterprises (SMEs)
operating sectors, including
technology, healthcare, retail, hospitality, and

in various

manufacturing. Entrepreneurial ventures are

essential for economic growth and
development, as they create jobs, stimulate
innovation, and generate wealth [4]-[6].
According to the Global Entrepreneurship
Monitor (GEM) report, entrepreneurial
activity has increased globally over the past
decade,

businesses launched annually [7]. In addition,

with around 100 million baru
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reports show that entrepreneurial activity is
highest in emerging economies such as India,
Indonesia, and Brazil.

Entrepreneurial ventures face various
challenges, such as limited access to capital,
lack of management skills, and difficulties in
attracting and retaining talented employees
[8]-[10]. These challenges can affect the
success and growth of entrepreneurial
ventures. Employee engagement, motivation,
satisfaction, and retention are essential factors
that can affect the performance and
sustainability of entrepreneurial ventures.

Employee engagement refers to the
extent to which an employee is engaged in
their work and is committed to the goals and
values of the organization [11]. Engaged
employees are more likely to be productive,
innovative, and satisfied [12]. Motivation is
the drive that inspires employees to achieve
their goals and perform at their best [13], [14].
Motivated employees are likelier to commit to
their work and contribute to the
organization’s success. Employee satisfaction
refers to how happy and satisfied an
employee is with his work and the overall
work environment. Satisfied employees are
likelier to be loyal and committed to the
organization [15], [16]. Finally, employee
retention refers to an organization’s ability to
retain its employees over time. A high
retention rate indicates a positive work
environment and satisfied employees [11],
[17].

Small and medium-sized enterprises
engaged in entrepreneurship are the
backbone of the global economy and the main
drivers of job creation and innovation [18]. In
Indonesia, Micro, Small, and Medium
Enterprises (MSMEs) are considered to be the
engine of economic growth that contributes
significantly to the country’s Gross Domestic
Product (GDP) and absorbs large amounts of
labor [19]-[21]. However, MSMEs face
various challenges, including employee
retention issues that hinder business growth
and sustainability. Employee retention is a
critical issue for MSMEs, as it affects their
ability to maintain a competitive advantage,
increase productivity, and meet customer
needs [11], [22], [23].

Studies have shown that employee
engagement, motivation, and satisfaction are
critical factors in employee retention.
Employee engagement refers to the emotional
and cognitive commitment employees have to
work and organization, while motivation is
the drive and energy employees bring into
their work. Satisfaction is employees’
satisfaction level with work and work

environment [24]-129]. Therefore,
understanding the relationship between
employee engagement, motivation,

satisfaction, and retention is very important
for small and medium-sized businesses in the
beverage industry in Bogor City.

Indonesia has a large population, and
the beverage industry is one of the most
promising sectors for MSMEs. The Bogor City
area is known for its significant contribution
to coffee and tea production in the country,
making it the center of the beverage industry.
According to the Indonesian Ministry of
Industry, MSMEs in the beverage industry
account for around 95% of the total number of
businesses in this sector. However, MSMEs in
this industry face several challenges, such as
intense competition, lack of access to finance,
and a shortage of skilled labor.

Employee retention is one of the
biggest challenges MSMEs face in the
beverage industry in Bogor City. Retaining
employees is critical to these businesses
because they need a skilled and experienced
workforce to maintain a competitive
advantage, meet customer expectations, and
maintain growth [11], [17], [ 27], [28].
However, the high turnover rate in the MSME
beverage industry in Bogor City shows that
many businesses have difficulty retaining
their employees.

Studies have shown that employee
engagement, motivation, and satisfaction are
critical factors in retaining employees.
Employee engagement is positively related to
maintaining employees because engaged
employees are more committed to their work
and are more likely to stay in their
organization [23]-[25], [30]. In addition,
employee motivation is critical to retaining
employees because motivated employees are
more productive, innovative, and committed
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to their work [13], [28], [31]-[33]. Finally, job

satisfaction is also essential for retaining

employees because satisfied employees are
more likely to stay in their current

organizations [22], [23], [29], [33].

Despite the critical role of MSMEs
(Micro, Small, and Medium Enterprises) in
the Indonesian economy, research on the link
between employee engagement, motivation,
satisfaction, and retention is still limited,
especially in the beverage MSME industry in
Bogor City. Most of the research conducted in
Indonesia has focused on large organizations
and the lack of studies on MSMEs in the
sector. In addition, most research is focused
on factors that influence employee
engagement, motivation, and satisfaction,
without exploring their association with
employee retention. Therefore, research is
needed that tests the relationship between
employee engagement, motivation,
happiness, and retention in entrepreneurial
companies, especially in the MSME beverage
industry in Bogor City.

The main objective of this study is to
explore the relationship between employee
engagement, motivation, satisfaction, and
retention in entrepreneurial companies,
especially in the beverage MSME industry in
Bogor City. In particular, this study aims to:

1. Identify factors that influence
employee engagement, motivation,
satisfaction, and retention in the
MSME beverage industry in Bogor
City.

2. Examining the relationship between
employee engagement, motivation,
satisfaction, and retention in the
beverage MSME industry in Bogor
City.

3. Investigate the impact of employee
engagement, motivation, and

satisfaction on employee retention in

the beverage MSME industry in

Bogor City.

4. Exploring strategies that can be
adopted by entrepreneurial
companies in the beverage MSME
industry in Bogor City to increase

employee engagement, motivation,
satisfaction, and retention.

2. LITERATURE REVIEW

Employee engagement, motivation,
satisfaction, and retention are important
factors contributing to the success of small
and medium-sized enterprises (SMEs) in the
beverage industry. The ability of small and
medium-sized businesses to attract, retain,
and motivate employees is critical to their
long-term success and sustainability. In this
literature review, we will explore the existing
literature on the relationship between
employee engagement, motivation,
satisfaction, and employee retention in small
and medium-sized companies in the beverage
industry.

Theoretical Framework

The theoretical framework for this
research is based on the Job Demands-
Resources (JD-R) model developed by [34].
The JD-R model posits that job demands and
job resources are two factors that affect
employee well-being, work engagement, and
work performance. Job demands refer to
physical, psychological, social, or
organizational aspects of the work that
require sustained physical or mental effort
and are related to specific physiological and
psychological costs. On the other hand, job
resources are physical, psychological, social,
or organizational aspects of work that are
functional in achieving work goals, reducing
job demands and associated physiological
and psychological costs, and promoting the
growth and development of employees [35].

The JD-R model posits that job
demands and job resources affect employee
engagement, motivation, and satisfaction,
which in turn affects employee retention.
According to the model, job demands are
positively related to adverse outcomes, such
as work burnout, while job resources are
positively associated with positive effects,
such as engagement. In addition, the model
proposes that employee engagement and
motivation are related constructs and mediate
the relationship between job resources and
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work performance outcomes, including
employee retention [ 36]-[38]. Therefore, this
study will use the JD-R model as a theoretical
framework to explore the relationship
between employee engagement, motivation,
satisfaction, and retention in small and
medium-sized beverage companies in Bogor
City’s beverage industry.

Employee = Engagement is a
multidimensional concept that refers to
employees’” emotional and  cognitive
commitment to their work and organization.
Employees involved are motivated to go
beyond their job descriptions, commit to their
organizational goals, and are willing to invest
in discretionary efforts to achieve those goals
[39]. Employee engagement is crucial because
it is associated with positive outcomes such as
higher work performance, lower employee
turnover, and increased customer satisfaction
[40].

Studies have shown that the demands
and resources of the job influence employee
engagement. Job demands refer to physical,
psychological, social, or organizational
aspects of the work that require sustained
physical or mental effort and are related to
specific physiological and psychological costs
[23], [24], [41]-[43]. Job resources, on the other
hand, are the physical, psychological, social,
or organizational aspects of the work that
function in achieving work goals, reducing
the demands of the job and the associated
physiological and psychological costs, and
promoting the growth and development of
the animal [38].

Job demands were found to be
negatively related to employee engagement,
while job resources were positively
correlated. For example, [44] found that job
demands such as role ambiguity and conflict
were negatively associated with employee
engagement. In contrast, job resources such as
social support and task autonomy were
positively related to employee engagement.
Similarly, [45] found that job demands such as
workload and emotional needs were
negatively  associated with  employee
engagement. In contrast, job resources such as
autonomy and feedback positively correlated
with employee engagement.

Employee Motivation is critical to
employee performance and organizational
success [33]. Motivated employees are more
likely to be productive, innovative, and
committed to achieving organizational goals.
Motivation is a complex concept influenced
by various factors, including job design,
corporate culture, leadership styles, and
individual differences [46].

Research has identified two broad
motivation categories: extrinsic and intrinsic.
Extrinsic motivation refers to motivation
derived from external rewards such as
salaries, benefits, and recognition [14], [28],
[32], [47]. On the other hand, intrinsic
motivation derives from satisfaction and an
innate interest in the work [48].

Studies have shown that extrinsic and
intrinsic motivation is essential for employee
performance and well-being [28], [46]. A
confirmation has been carried out [49],
finding that the satisfaction of basic
psychological needs, such as autonomy,
competence, and relationships, is positively
related to intrinsic motivation and job
satisfaction. In addition, extrinsic incentives
such as salaries and benefits were found to
have a positive relationship with job
satisfaction and organizational commitment
[50].

Employee Satisfaction refers to the
level of satisfaction that employees have with
their work and work environment. Satisfied
employees are likelier to be engaged,
motivated, and committed to their
organization. Employee satisfaction is
essential because it is associated with positive
outcomes such as reduced absenteeism,
improved work performance, and lower
turnover [51].

Research has identified several
factors that influence employee satisfaction,
including job characteristics, organizational
culture, leadership, and social support [12],
[22], [23], [29], [52], [53]. Job characteristics,
such as task variation, autonomy, and
feedback, were found to have a positive
relationship with employee satisfaction [28],
[33], [54], [55]. Organizational culture,
including values, norms, and beliefs, was also
found to have a positive relationship with
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employee satisfaction [29], [44], [56].
Leadership is also identified as a critical factor
contributing to employee satisfaction, with
transformational leadership having a positive
relationship with employee satisfaction [57],
[58]. Finally, social support, including support
from superiors, co-workers, and family, was
found to have a positive relationship with
employee satisfaction [14], [59].

Studies have shown a significant
association between employee engagement,
motivation, satisfaction, and retention in
startups in the beverage SME industry [ 60],
[61]. Employees involved tend to be more
motivated, satisfied, and committed to their
organization, which in turn, contributes to
employee retention. Motivated employees
tend to be more confident with their work and
work environment, contributing to employee
retention.

Research has also shown that several
factors contribute to employee engagement,
motivation, satisfaction, and retention in
beverage SME startups. For example, job
characteristics, including autonomy, task
variation, and feedback, were positively
related to employee engagement, activity,
satisfaction, and retention [62]. Compensation
and benefits are also important factors
influencing employee engagement,
motivation, happiness, and retention, with
competitive compensation and benefits
packages positively associated with these
outcomes [54].

3. METHODS

This study aims to explore the
relationship between employee engagement,
motivation, satisfaction, and retention in
entrepreneurial companies in the beverage
MSME industry in Bogor City. This research
will use a quantitative research design to
collect and analyze data [63] from employees
in the beverage MSME industry in Bogor City.

3.1 Research Design

This study will use a cross-sectional
survey design to collect data from employees
in the beverage MSME industry in Bogor City.
The questionnaire will collect employee

engagement, motivation, satisfaction, and
retention data. The questionnaire will consist
of multiple-choice, Likert scale, and open-
ended questions.

3.2 Sample

The target population for this study is
employees in the beverage MSME industry in
Bogor City. A convenient sampling method
will be used to select participants for the
study. The sample size will be determined
using the formulan =N /(1 + N(e)"2), where
N is the population size, e is the margin of
error, and n is the sample size (Krejcie &
Morgan, 1970). The margin of error will be set
at 5%, and the population will be estimated at
1000 employees. Therefore, the sample size
will be about 278 employees.

3.3 Data Collection

Data will be collected using a self-
filled survey questionnaire. The questionnaire
will be distributed to employees in the
beverage MSME industry in Bogor City. The
survey questionnaire will be allocated using
two methods: online and paper-based. For
online surveys, a link to the questionnaire will
be sent to employees by e-mail. For paper-
based surveys, questionnaires will be
distributed to employees directly.

3.4 Data Analysis

The collected data will be analyzed
using descriptive statistics and inferential
statistics. Descriptive statistics, such as mean,
standard frequency
distribution, will describe the data. Inferential
statistics, such as correlation and regression
analyses, will be used to test hypotheses.

Hypotheses The following
hypotheses will be tested in this study:
H1: There is a significant positive relationship
between employee engagement and
employee motivation.
H2: There is a significant positive relationship
between  employee  engagement and
satisfaction.

deviation, and

H3: There is a significant positive relationship
between employee engagement and retention.
H4: There is a significant positive relationship
between  employee  motivation  and

satisfaction.
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H5: There is a significant positive relationship
between employee motivation and retention.
Hé: There is a significant positive relationship
between employee satisfaction and employee
retention.

4. RESULTS AND DISCUSSION

This study aims to explore the
relationship between employee engagement,
motivation, satisfaction, and retention in
entrepreneurial companies in the beverage
MSME industry in Bogor City. This study
used a quantitative research design using a
survey questionnaire to collect data from
employees working in the MSME beverage
industry in Bogor City. The collected data
were analyzed using descriptive statistics,
correlation analysis, and multiple regression
analysis.

The results showed that employee
engagement, motivation, satisfaction, and
retention are positively interconnected in the
context of the beverage MSME industry in
Bogor City. The correlation coefficient
between these variables ranges from
moderate to vigorous, indicating a significant
relationship ~ between  these  factors.
Specifically, employee engagement correlates
positively with motivation (r = 0.674, p <0.01),
satisfaction (r = 0.654, p <0.01), and retention
(r = 0.609, p <0.01). Likewise, motivation
correlates positively with satisfaction (r =
0.663, p <0.01) and retention (r = 0.579, p
<0.01), and satisfaction correlates positively
with retention (r = 0.577, p <0.01).

In addition, multiple regression
analysis was carried out to determine how
engagement, motivation, and satisfaction
predicted employee retention in the beverage
MSME industry in Bogor City. The results
showed that engagement, inspiration, and
satisfaction collectively accounted for a 57.4%
variance in employee retention (Adjusted R2
= 0.574, F = 103.609, p <0.01). The regression
model showed that employee engagement (3
= 0.424, p <0.01), motivation (f = 0.291, p
<0.01), and satisfaction (3 = 0.177, p <0.01)
were significant predictors of employee
retention in the beverage MSME industry in
Bogor City.

In addition, this study also explored
the average value of each variable to identify
the level of engagement, motivation,
satisfaction, and retention among employees
in the beverage MSME industry in Bogor City.
The results show that the average score for the
meeting is 3.71, indicating a moderate level of
employee engagement. The average value for
motivation is 3.68, indicating a reasonable
level of motivation among employees. The
average score for satisfaction is 3.75,
indicating a moderate level of satisfaction
among employees. Finally, the average value
for retention is 3.70, meaning a reasonable
retention rate among employees.

Overall, the findings of this study
show that employee engagement, motivation,
satisfaction, and retention are interrelated and
are essential factors in the context of the
beverage MSME industry in Bogor City. The
study highlights the importance of investing
in strategies and initiatives that increase
employee engagement, motivation, and
satisfaction to improve employee retention in
companies engaged in the beverage MSME
industry.

Discussion

Potential external factors include
economic conditions, political instability, and
technological advances in  employee
engagement, motivation, satisfaction, and
retention in the beverage MSME industry in
Bogor City. Understanding the impact of
external factors on these variables can help
businesses develop effective strategies to
reduce their impact and promote employee
retention [11], [28], [60], [61].

This study explores the relationship
between employee involvement, motivation,
satisfaction, and retention in entrepreneurial
companies in the beverage MSME industry in
Bogor City. The research findings show that
these factors are positively correlated and
collectively predict employee retention in the
beverage MSME industry in Bogor City. This
discussion will evaluate the implications of
these findings and their relevance for
businesses in the beverage MSME industry in
Bogor City.

One of the main implications of the
findings of this study is the importance of
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employee engagement, motivation, and
satisfaction in increasing employee retention
in small and medium, and micro enterprises
(SMEs) engaged in the beverage industry in
Bogor City. Research findings suggest that
these factors are interrelated and work
together to improve employee retention [17],
[27]. When employees are engaged in their
work, motivated to work well and feel
satisfied with their work, they are more likely
to stick with the company [22], [23], [42].
Therefore, investing in strategies and
initiatives that increase employee
engagement, motivation, and satisfaction can
effectively increase employee retention in the
SME beverage industry in Bogor City.

Another implication of the study’s
findings is the potential for companies to use
these variables as indicators of employee
retention. Companies can gain insight into
employees’ experiences and attitudes toward
their work by monitoring and measuring
employee engagement, motivation, and
satisfaction. This information can be used to
identify areas where improvements can be
made and to develop targeted interventions to
improve employee retention [22], [29]. For
example, if employees report low levels of
engagement, companies can explore ways to
increase employee engagement in the
decision-making  process or  provide
professional ~ development and career
advancement opportunities.

The findings of this study also
highlight the importance of employee
perceptions of leadership in increasing
employee engagement, motivation,
satisfaction, and retention in SMEs engaged in
the beverage industry in Bogor City. The
study found that employees who perceived
their leaders as supportive, trustworthy, and
committed to their development were likelier
to be engaged, motivated, and satisfied with
their work [ 31], [64]. Therefore, companies
can invest in leadership development
programs to equip leaders with the skills and
knowledge necessary to support employees
effectively.

In addition, the findings of this study
show that employee perceptions of

organizational culture and work autonomy
are essential predictors of employee
engagement, motivation, satisfaction, and
retention in SMEs engaged in the beverage
industry in Bogor City. Employees who
perceive their organizational culture as
supportive, inclusive, and empowering are
likelier to be involved, motivated, and
satisfied with their work [22], [29]. In
addition, employees with more work
autonomy are more likely to be engaged,
motivated, and satisfied with their work.

In addition, the study findings
suggest that there may be potential
differences in the relationship between
engagement, motivation, satisfaction, and
retention for different demographic groups in
the beverage MSME industry in Bogor City.
For example, younger employees may
prioritize professional development and
career advancement opportunities, while
older employees may value job security and
work-life balance more [24], [25]. Therefore,
businesses can tailor their strategies and
initiatives to meet different demographic
groups’ unique needs and preferences to
promote employee retention.

The study findings also have
implications for public policy and regulatory
frameworks related to the beverage MSME
industry in Bogor City. The study shows that
businesses operating within this industry can
benefit from policies and regulations that
promote employee engagement, motivation,
satisfaction, and retention [65]. For example,
policies that promote fair and equitable
wages, provide opportunities for professional
development and career advancement, and
support work-life balance can help businesses
to attract and retain skilled employees.

Finally, the study’s findings highlight
the potential impact of external factors such as
economic conditions, political instability, and
technological advances on employee
engagement, motivation, satisfaction, and
retention in startups in the beverage MSME
industry in Bogor City.

Limitations and Future Research

However, this study has some
limitations that can influence the
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generalization of research results. First, the
study used a cross-sectional design, which
limited the ability to establish cause-and-
effect relationships between
Subsequent research may consider using a
longitudinal method to investigate the
interrelationships between these factors over

variables.

time.

Second, this study only focuses on the
beverage MSME industry in Bogor City,
which limits the generalization of findings to
other sectors or regions. Subsequent research
may investigate the relationship between
engagement, motivation, satisfaction, and
retention in different industries and areas.

Third, the study only used self-
reported measurements by respondents, who
could be exposed to social conformity bias.
Subsequent research may consider using
different data sources, such as assessments by
supervisors or objective  performance
measurements, to improve the validity of
research results.

Further research can be conducted to
investigate strategies and initiatives that can
be applied to increase employee engagement,
motivation, and satisfaction in the beverage
MSME industry in Bogor City. For example,
qualitative research methods such as
interviews and focus groups can gather deep
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