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ABSTRACT 

	Aims: This study aims to analyze the influence of work environment, human capital, and employee engagement on employee work productivity at Tanoh Gayo Hospital, Gayo Lues Regency.
Study design:  This study uses an associative quantitative approach with a survey method.
Place and Duration of Study: The study was conducted at Tanoh Gayo Hospital, Gayo Lues Regency, Aceh Province, in the period from February to May 2025.
Methodology: The research population was 48 employees, and because the number was limited, the entire population was used as a sample (census). Data were collected using a questionnaire with a 5-point Likert scale and analyzed using multiple linear regression analysis with the help of SPSS software.
Results: The results of the study demonstrate the work environment, human capital, and employee engagement partially and simultaneously have a positive and significant effect on work productivity. The value of the determination coefficient (R²) of 0.822 indicates that 82.2% of the variation in work productivity can be explained by these three variables, with employee engagement as the most dominant factor. Partially, employee engagement is the most dominant variable. Together, the three variables were able to explain 82.2% of the variation in work productivity, while the remaining 17.8% was influenced by factors other than the research model.
Conclusion: The practical implications of this study emphasize the importance of an integrated approach by hospital management. It is concluded that increasing the work productivity of hospital employees is highly dependent on the creation of a conducive work environment, developing the quality of human capital through training, and increasing employee engagement. Management is advised to implement an integrated strategy that covers all three aspects.
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1. INTRODUCTION 

Work productivity is one of the key indicators in assessing the performance of an organization, especially in the health sector which has a direct impact on the quality of community services (Parashakti et al., 2020). At Tanoh Gayo Hospital, Gayo Lues Regency, employee work productivity is the main focus considering the strategic role of hospitals in providing optimal health services. According to (Alzakholi et al., 2020), work productivity is a comparison between the work results achieved with the various resources used. This is especially relevant in the context of hospitals, where the efficiency and effectiveness of medical services are the main determinants of patient satisfaction.
The work environment is an important factor that affects employee productivity. (Wijaya & Selamat, 2024) Define the work environment as the whole of the facilities and infrastructure around employees that can affect their performance. At Tanoh Gayo Hospital, observations show that a conducive work environment can increase employee discipline and morale. However, there are still some problems such as inadequate ventilation and inefficient shift systems, which have the potential to reduce productivity (Uhl-Bien et al., 2020).
Human capital also plays an important role in supporting work productivity. (Grigorescu et al., 2021) Stating that human capital includes skills, knowledge, and abilities acquired through education and experience. At Tanoh Gayo Hospital, superior human capital can be seen from the diverse educational and training backgrounds of medical personnel. However, there are still obstacles such as lack of ongoing training and high workloads, which can hinder productivity improvement (Tenu & Theny, 2025).
Employee engagement is another factor that is no less important. (Sailindra et al., 2021) Define employee engagement as a positive psychological state characterized by passion, dedication, and focus on work. At Tanoh Gayo Hospital, employees who have high engagement tend to be more productive and loyal. However, challenges such as work stress and lack of rewards can reduce engagement levels (Bregenzer et al., 2022). Employee engagement has become a key indicator that drives higher productivity, improves organizational performance, and fosters greater employee satisfaction. Building a culture of engagement is essential for ensuring sustainable success in the long term (Mohammed, 2025).
A good work environment includes not only the physical aspect, but also the psychological and social aspect. According to (Sedarmayanti, 2018), a comfortable and safe work environment can increase motivation and reduce employee stress. At Tanoh Gayo Hospital, adequate medical facilities and harmonious relationships between employees are the main supporters of the creation of a productive work environment.
Quality human capital can improve the efficiency and quality of health services. According to (Salma & Rizky, 2024), human capital is a collection of knowledge, skills, and experience that individuals possess. At Tanoh Gayo Hospital, investment in employee competency development through training and further education has been proven to increase work productivity.
High employee engagement can encourage employees to work harder and contribute more to the organization (Salliyuana & Hidayat, 2024). According to (DA HILLS, 2021), engaged employees tend to be more innovative and committed to organizational goals. At Tanoh Gayo Hospital, employees who feel valued and involved in decision-making show better performance. This study explores the moderating role of work engagement in the relationship between occupational stress and job performance, particularly in high-pressure professions. By understanding how engagement can buffer the adverse effects of stress, organizations can develop strategies to foster engagement and improve performance even in demanding work environments (Chandrakanta, Vats, Kwatra, Kushwaha, & Singh, 2025).
Previous research by (Rusdiyanto, 2021) shows that the work environment has a significant effect on employee productivity. This is in line with the findings at Tanoh Gayo Hospital, where a good work environment contributes to increased work productivity. Study by (Ulum et al., 2020) It also confirms that human capital and employee engagement have a positive effect on work productivity. These findings reinforce the importance of human capital management and employee engagement in the context of hospitals.
Tanoh Gayo Hospital as one of the main health facilities in Gayo Lues has a great responsibility in providing quality health services. Therefore, increasing employee work productivity is the top priority to ensure the continuity and development of the hospital. This research is expected to provide strategic recommendations for hospital management in increasing work productivity through improving the work environment, developing human capital, and increasing employee engagement. Thus, hospitals can provide better and sustainable health services for the community.
Theoretically, this research contributes to the development of literature on human resource management in the health sector, especially in remote areas such as Gayo Lues. The research findings can be a reference for subsequent academics and researchers interested in exploring the determinants of work productivity in health institutions. Practically, this study provides insight for hospital management about factors that can increase employee work productivity. By understanding the influence of the work environment, human capital, and employee engagement, management can design more effective policies and programs.
Human capital also has a positive and significant effect on work productivity. These findings are in line with opinion (Mahendrawan & Rahayu, 2020) which emphasizes the importance of investing in education and training to increase productivity. Employee engagement has been proven to have the most dominant influence on work productivity. This shows that emotional involvement and employee commitment are key factors in achieving optimal performance (Asokk et al., 2021).
Increasing employee engagement can be done through recognition of employee performance, effective communication, and employee involvement in decision-making (Charles et al., 2021). Thus, employees will feel more valued and motivated to contribute more. Thus, this research is not only academically relevant, but also has significant practical implications for improving the quality of healthcare services at Tanoh Gayo Hospital and other hospitals in Indonesia.
2. LITERATURE REVIEW
Employee productivity in the context of human resource management (HRM) and organizational behavior is influenced by the interaction between ability, motivation, job opportunities, and psychological conditions in the workplace. Among these factors, employee engagement emerges as a crucial motivational mechanism, particularly in healthcare institutions with high work demands and high emotional intensity. Employees who are fully engaged—combining physical, cognitive, and emotional energy in their work—tend to exhibit more effective and productive work behaviors (Kahn, 1990; Schaufeli & Bakker, 2004).
Employee engagement has a strong theoretical basis. According to Kahn (1990), engagement occurs when individuals fully engage in their work, influenced by the meaning of the work, psychological safety, and energy availability. Saks (2006) adds that engagement is rooted in the principle of social exchange: employees who perceive organizational support will reciprocate with higher levels of engagement, which contributes to performance. Furthermore, the Job Demands–Resources (JD-R) model emphasizes that job resources, such as supervisor support, autonomy, and feedback, enhance engagement, ultimately impacting productivity and retention (Bakker & Demerouti, 2017).
Empirical evidence shows that employee engagement is positively related to task performance and contextual behaviors, including initiative and helping coworkers (Christian, Garza, & Slaughter, 2011). HRM practices designed based on the AMO (Ability–Motivation–Opportunity) framework and High-Performance Work Systems (HPWS) have been shown to be effective in fostering engagement. Appropriate selection and training, fair rewards, participation in decision-making, and open communication are factors that strengthen motivation and engagement, which in turn improves productivity and service quality (Huselid, 1995; Boxall & Purcell, 2016).
In the healthcare context, employee engagement plays a critical role in patient quality and safety. Engaged staff exhibit lower absenteeism, controlled turnover, higher patient satisfaction, and improved safety indicators (West & Dawson, 2012). Conversely, burnout is negatively correlated with engagement, thus reducing productivity and service quality. This confirms that in the context of a remote hospital like Tanoh Gayo Hospital, the "work resources → engagement → productivity" pathway is dominant, as employee engagement can strengthen work outcomes despite limited resources.
This study positions employee engagement as the primary mediator between HRM practices and work resources and productivity. HRM practices that support ability, motivation, and opportunity (AMO/HPWS) and adequate work resources enhance engagement, which then translates into increased productivity. Engagement also serves as a buffer against the negative effects of burnout, thus contributing to patient safety and quality of care. Variables were measured using the UWES for engagement, the JD-R scale for job resources and demands, and the employee perception index for HRM practices. While productivity was measured through hospital-specific indicators, such as the number of procedures per shift, protocol adherence, and service quality indicators. Thus, employee engagement is not simply an additional psychological variable, but rather a central mechanism linking HRM practices and work resources to productivity. The emphasis on engagement in the context of Tanoh Gayo Hospital provides significant practical implications, as engagement-enhancing strategies can simultaneously improve work effectiveness, service quality, and patient safety.

3. material and methods 

2.1 Types and Approaches to Research
This research is a quantitative research with an associative approach that aims to analyze the influence of independent variables (work environment, human capital, employee engagement) on dependent variables (work productivity). The quantitative approach was chosen because it is suitable for testing hypotheses and statistically measuring relationships between variables (Akbar et al., 2023). 
2.2 Research Time and Location
This research was carried out from February to May 2025 at Tanoh Gayo Hospital which is located at Jl. Blower, Bustanussalam Village, Blangkejeren District, Gayo Lues Regency, Aceh Province.
2.3 Population and Sample
The population in this study is all employees of Tanoh Gayo Hospital, both medical and non-medical personnel, which totals 48 people. Given that the population is less than 100, the sampling technique used is a census, where all members of the population are used as research samples (Syahroni, 2022). Thus, the number of samples in this study is 48 respondents.
2.4 Data collection techniques
Data was collected through a questionnaire using a 5-point Likert scale, with a choice of answers:
· Strongly Agree (SS) = 5
· Agree (S) = 4
· Hesitation (RR) = 3
· Disagree (TS) = 2
· Strongly Disagree (STS) = 1 (Kurniawati & Judisseno, 2022)
The questionnaire was divided into 4 parts according to the research variables, each consisting of 10 statements, so that the total statement was 40 items.
2.5 Variable Operational Definitions
· Work Environment (X₁): Physical and non-physical conditions around the workplace that affect employee performance, measured through indicators of work atmosphere, facilities, and relationships with colleagues.
· Human Capital (X₂): Employee knowledge, skills, and experience that support productivity, measured through indicators of knowledge, skills, experience, adaptability, motivation, productivity, and innovation.
· Employee Engagement (X₃): Emotional engagement and commitment of employees to work and organization, measured through vigor, dedication, and absorption indicators.
· Work Productivity (Y): The level of efficiency and effectiveness of employees in producing output, measured through indicators of ability, work output, work morale, self-development, quality, and efficiency.
2.6 Data Analysis Techniques
Data were analyzed using descriptive and inferential statistical analysis with the help of SPSS software (Priyastama, 2020). The stages of analysis include:
· Validity and Reliability Test: To measure the accuracy and consistency of the instrument.
· Classical Assumption Test: Includes normality, multicollinearity, and heteroscedasticity tests.
· Multiple Linear Regression Analysis: To test the influence of independent variables on dependents.
· Hypothesis Test: Using a t-test (partial) and an F-test (simultaneous) at a significance level of α = 0.05.
4. results and discussion
Research Results

Respondent Characteristics
Based on the data collected, the characteristics of the research respondents by position can be seen in Table 1 below:

Table 1. Characteristics of Respondents by Position

	Yes
	Personnel Department
	Sum
	Percentage

	1
	Doctor
	8
	16,7 %

	2
	Nurse
	18
	37,5 %

	3
	Other Health Workers
	22
	45,8 %

	
	Total Amount
	48 People
	100 %



Validity and Reliability Tests
All question items for all variables are declared valid due to a value of r_hitung > r_tabel (0.284). All variables were also declared very reliable because Cronbach's Alpha value > 0.70.

Table 2. Reliability Test Results
	Variable
	Cronbach's Alpha
	Criterion

	Work Environment (X₁)
	0,966
	Highly Reliable

	Human Capital (X₂)
	0,951
	Highly Reliable

	Employee Engagement (X₃)
	0,950
	Highly Reliable

	Work Productivity (Y)
	0,947
	Highly Reliable



Classic Assumption Test
· Normality Test: Based on the Kolmogorov-Smirnov test, an Asymp value is obtained. Sig. (2-tailed) of 0.143 > 0.05. This indicates that the data is distributed normally.
· Multicollinearity test: The Tolerance value of all variables > 0.10 and VIF < 10, so it was concluded that multicollinearity did not occur.

Table 3. Multicollinearity Test Results
	Variable
	Tolerance
	VIVID
	Information

	Work Environment (X₁)
	0,418
	2,395
	No Multicollinearity

	Human Capital (X₂)
	0,425
	2,352
	No Multicollinearity

	Employee Engagement (X₃)
	0,410
	2,438
	No Multicollinearity



· Heteroscedasticity Test: Based on the Glejser test, the significance value of all variables > 0.05. In addition, the scatterplot plots show the dots spread randomly and do not form a specific pattern. Thus, heteroscedasticity does not occur.

Multiple Linear Regression Analysis
Based on the results of data processing, the following multiple linear regression equations were obtained:

Y = 2.906 + 0.185X₁ + 0.255X₂ + 0.498X₃

Table 4. Results of Multiple Linear Regression Analysis

	Variable
	Coefficient (B)
	T-Hit
	Sig.

	(Constant)
	2,906
	1,094
	0,280

	Work Environment (X₁)
	0,185
	2,123
	0,039

	Human Capital (X₂)
	0,255
	2,890
	0,006

	Employee Engagement (X₃)
	0,498
	5,135
	0,000

	R
	0,906
	
	

	R Square (R²)
	0,822
	
	

	Adjusted R Square
	0,809
	
	



Hypothesis Test (t-Test)
The t-test is used to test the partial influence of each independent variable. With α = 0.05 and df = n-k-1 = 48-3-1 = 44, the t_tabel value is 1.677.

Table 5. Results of the t-test (Partial Influence)

	Variable
	T-Hit
	T-Table
	Sig.
	Decision
	Hypothesis

	Work Environment (X₁)
	2,123
	1,677
	0,039
	H₀ Rejected
	Significant

	Human Capital (X₂)
	2,890
	1,677
	0,006
	H₀ Rejected
	Significant

	Employee Engagement (X₃)
	5,135
	1,677
	0,000
	H₀ Rejected
	Significant



Simultaneous Test (F Test)
The F test is used to determine the influence of independent variables together on dependent variables.

Table 6. F Test Results (Simultaneous Influence)

	F-hit
	F-Table
	Sig.
	Decision
	Hypothesis

	67,536
	3,19
	0,000
	H₀ Rejected
	Significant



Coefficient of Determination (R²)
The R Square value of 0.822 means that the variation in changes in Work Productivity (Y) can be explained together by the variation of the three independent variables (Work Environment, Human Capital, and Employee Engagement) of 82.2%. The remaining 17.8% is explained by other factors not included in this research model.

DISCUSSION
The Influence of the Work Environment on Work Productivity
The results of statistical tests demonstrate the work environment has a positive and significant influence. The significance value of 0.039 which is well below the alpha 0.05 as well as the t-count value (2.123) which is greater than the t-table (1.677) are strong evidence for rejecting H0 and accepting H1. These findings empirically justify the theory presented by the (Judijanto et al., 2024) and (Muryani et al., 2022)which defines the work environment as everything around an employee that can influence him or her in carrying out his duties. In the context of Tanoh Gayo Hospital, although in general the work environment is considered quite conducive and able to provide a sense of security, the results of the respondents' observations and responses reveal specific problems. Dark workspaces, inadequate ventilation, and inefficient shift systems are mentioned as factors that can decrease concentration, increase fatigue, and ultimately hinder productivity (Amanda, 2023). Thus, improvements in the physical aspects of the work environment are a necessity to encourage higher work efficiency and effectiveness.
The Influence of Human Capital on Work Productivity
The results of this study show that human capital has a positive and significant effect, which is characterized by a significance value of 0.006 and a t-count of 2.890. This is in line with the basic theory of human capital put forward by (Hanushek & Woessmann, 2023) which states that skills, knowledge, and abilities acquired through education and experience are capital that can increase individual productivity. (Frimayasa & Lawu, 2020) It also affirms that human capital is an organization's key asset that contributes to long-term success. In the context of hospitals, quality human capital is reflected in the competence of medical and non-medical personnel in handling patients, managing administration, and adapting to the latest technology. However, observations in the field identify that there are still employees, both medical and administrative, who are poorly trained. Limited ongoing training and excessive workload have the potential to lead to decreased decision quality and slow down workflows, ultimately impacting overall productivity. Therefore, investment in the form of continuous development and training programs is absolutely necessary to maintain and improve the quality of human capital. 
The Effect of Employee Engagement on Work Productivity
This variable was shown to have the most dominant influence with the highest t-count value (5.135) and significance of 0.000. These findings strengthen the definition of employee engagement from (Ariyanto et al., 2025) which states that employee engagement is a positive psychological state characterized by vigor, dedication, and absorption. (Noviardy & Aliya, 2020) It also adds that engaged employees will be physically, cognitively, and emotionally involved in their work. At Tanoh Gayo Hospital, the high level of employee engagement can be seen from the enthusiasm and commitment of employees in serving patients. However, challenges such as high workloads, lack of rewards, and difficulties in balancing work and personal life have the potential to lower engagement levels. Employees who feel burnout or underappreciated will lose their enthusiasm and motivation to give their best performance, which directly impacts productivity (Fhauzan & Ali, 2024). Therefore, building an organizational culture that respects, appreciates, and supports the mental well-being of employees is key to maintaining high employee engagement.
The Simultaneous Influence of Work Environment, Human Capital, and Employee Engagement on Work Productivity
The results of the very significant F-test (F-count = 67.536 > F-table = 3.19) with a significance level of 0.000 demonstrate the work environment, human capital, and employee engagement together have a very strong influence on work productivity. A Coefficient of Determination (R²) value of 0.822 or 82.2% indicates that most of the variation in employee work productivity can be explained by these three independent variables. The remaining 17.8% was influenced by other factors not studied in this study, such as leadership, remuneration systems, organizational culture, or external factors such as government policies and economic conditions. These findings conclude that efforts to increase work productivity cannot be done partially (Madjidu et al., 2022). An integrated approach that includes the creation of a conducive work environment, the development of human capital quality through training, and the development of strong employee engagement through communication and recognition, is the most holistic and effective strategy to achieve optimal work productivity at Tanoh Gayo Hospital, Gayo Lues Regency.
Employee productivity in rural hospitals like Tanoh Gayo Hospital is influenced by several important factors, including the work environment, the quality of human resources, and employee engagement. A comfortable and supportive work environment is a key prerequisite for productivity. Knight, Patterson, and Dawson (2017) emphasized that workspace design and environmental conditions directly impact employee experience, including comfort, concentration, and job satisfaction. In hospitals located in remote areas, limited facilities are often a constraint. However, when supported by functional spatial planning, good communication between units, and a collaborative work culture, these limitations can be minimized and productivity maintained.
In addition to the work environment, human resources are a fundamental factor determining service effectiveness. Becker (1964) has long emphasized that investment in education and training is key to improving the competence and skills of the workforce. This is particularly relevant for hospitals in rural areas, where a shortage of specialized medical personnel is common. Increasing employee capacity through ongoing training, mastery of basic medical technology, and strengthening communication skills are strategic steps to ensure the quality of healthcare services can be maintained even under limited resources.
Furthermore, employee engagement has a significant impact on productivity. As Macey and Schneider (2008) noted, engagement is not only related to job satisfaction but also reflects a positive psychological state in which employees feel motivated, energized, and committed to contributing to the organization. This perspective is reinforced by the Job Demands-Resources theory (Schaufeli & Bakker, 2004; Bakker & Demerouti, 2017), which emphasizes that engagement grows when high work demands are balanced with the availability of resources, such as organizational support, opportunities for self-development, and recognition for performance. In the context of Tanoh Gayo Hospital, employee engagement can be strengthened by creating a supportive work climate, providing appreciation, and providing career advancement opportunities, which ultimately have a direct impact on improved performance.
Thus, the integration of a conducive work environment, adequate quality human resources, and high employee engagement has been proven to significantly boost employee productivity. These three factors complement each other: the work environment creates comfort, quality human resources ensure competent service delivery, while employee engagement fosters dedication and intrinsic motivation. Research results at Tanoh Gayo Hospital show that the combination of these three aspects contributes significantly to increased productivity, which in turn will strengthen the quality of health services in rural areas with limited resources.
5. Conclusion

Based on the results of the analysis and discussion, it is concluded that the work environment, human capital, and employee engagement partially or simultaneously have a positive and significant effect on the work productivity of employees of Tanoh Gayo Hospital, Gayo Lues Regency. Partially, employee engagement is the most dominant variable. Together, the three variables were able to explain 82.2% of the variation in work productivity, while the remaining 17.8% were influenced by factors other than the research model. The practical implications of this study emphasize the importance of an integrated approach by hospital management. The creation of a more conducive physical and non-physical work environment, investment in continuous training programs to increase human capital, and the development of employee engagement through effective communication and reward systems, are strategic steps that are absolutely necessary to achieve optimal and sustainable work productivity.
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        Determinants of Employee Productivity in  Health Institutions: Evidence from Tanoh Gayo  Hospital, Gayo Lues, Indonesia     ABSTRACT     

Aims:  This study aims to analyze the influence of work environment, human capital, and  employee engagement on employee work productivity at Tanoh Gayo Hospital, Gayo Lues  Regency.   Study design:   This study uses an associative quantitative approach with a survey method.   Place and Duration of Study:  The study was conducted at Tanoh Gayo Hospital, Gayo  Lues Regency, Aceh Province, in the period from February to May 2025.   Methodology:  The research population was 48 employees, and because the number was  limited, the entire population was used as a sample (census). Data were collected using a  questionnaire with a 5 - point Likert scale and analyzed using multiple linear regression  analysis  with the help of SPSS software.   Results:  The results of the study  demonstrate   the work environment, human capital, and  employee engagement partially and simultaneously have a positive and significant effect  on work productivity. The value of the determination coefficient (R²) of 0.822 indicates that  82.2% of the variation in work pr oductivity can be explained by these three variables, with  employee engagement as the most dominant factor.   Partially, employee engagement is the  most dominant variable. Together, the three variables were able to explain 82.2% of the  variation in work productivity, while the remaining 17.8% was influenced by factors other  than the research model.   Conclusion:  The practical implications of this study emphasize the importance of an  integrated approach by hospital management.   It is concluded that increasing the work  productivity of hospital employees is highly dependent on the creation of a conducive work  environment, developing the quality of human capital through training, and increasing  employee engagement. Management is adv ised to implement an integrated strategy that  covers all three aspects.  

  Keywords: Work Environment, Human Capital, Employee Engagement, Work Productivity,  Hospitals.         1. INTRODUCTION      Work productivity is one of the key indicators in assessing the performance of an organization,  especially in the health sector which has a direct impact on the quality of community services  (Parashakti et al., 2020) . At Tanoh Gayo Hospital, Gayo Lues Regency, employee work  productivity is the main focus considering the strategic role of hospitals in providing optimal  health services. According to  (Alzakholi et al., 2020) , work productivity is a comparison  between the work results achieved with the various resources used. This is especially relevant  in the context of hospitals, where the efficiency and effectiveness of medical services are the  main determinants of patient  satisfaction.  

