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Abstract. This research was aimed to measure and analyze the influence of the
effectiveness of management, work culture, trust, and engagement, towards work
effectiveness of employee. The research was conducted at PT. Megapolitan
Developments Tbk. This research was conducted to 193 respondents as the samples out
of 650 population from all branch office at Jakarta.This research used the quantitative
approach with path analysis. The result that: (1) there was positive and significant
influence between effectiveness of management towards trust; (2) There was positive and
significant influences between effectiveness of management towards work effectiveness;
(3) There was positive and significant influences between effectiveness of management
towards engagement; (4) There was positive and significant influences between work
culture towards trust; (5) There was positive and significant influences between work
culture towards engagement; (6) There was positive and significant influences between
work culture towards engagement; (7) There was positive and significant influences
between trust towards work effectiveness; (8) There was positive and significant
influences between engagement towards work effectiveness.

Keywords: effectiveness of management, work culture, trust, engagement, work
effectiveness.

1 Introduction

Many factors cause employee work to be ineffective, especially in a family-business
company [1], where there is intense competition within the family environment itself which
leads to power struggles that have an impact on many conflicts, intrigue, and high nepotism in
every internal business process factor [2]. The main problem is that employees feel the object
of this research is long and layered bureaucracy, having leaders comes from nepotism [3],
elements of likes and dislike of directors / management are very thick, making employees feel
anxious [4], who has an impact on high employee turnover that exceeds the normal rate and
the high rate of employee absence [5].

Regarding the character of family companies that cause poor conflict management [6],
employee turnover [7] and high employee absence rates [8], researchers see the ineffective-
ness of employee work in realizing the planned work target. The following is a graph of em-
ployee turnover and absence:
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The problem that is often faced besides the turnover of 3% is employee absence on cer-
tain days [9], namely H-1 day off. Some employees choose not to attend work, especially
reasoned sick and not present without any information [10].

Besides that, work culture is an important factor in realizing employee work effective-
ness. Work culture is based on the values that are owned by the Company which are processed
in such a way as new values that become expected Management attitudes and behaviors in an
effort to face new challenges [11]. Work culture is important because it helps employees to
understand their respective roles in achieving organizational goals or objectives (Berardi,
2009), while also providing boundaries of ethical codes of conduct to determine which ones
can be done, which cannot be done [12].

Trust is the feeling of trust and confidence of employees in management and companies
in managing their business. Trust in the organization is important [13]. Organizations that
have high trust from employees are easier to carry out their operational activities [14]. With
high trust, a commitment to carry out activities more strongly, the risk of internal intrigue is
smaller, productivity and performance of employees and organizations ultimately increases
[15]. Trust in the company has a strong positive impact on emotional commitment employee
[16].

Engagement is the degree to which an employee is able to commit to an organization and
the results of that commitment are determined by how they work and the length of their work
[17], positive attitudes employees have towards the organization and value values in it [18].
Employees who are engaged are aware of the business context and work with fellow employ-
ees to improve work performance for the benefit of the organization [19].

2 Method

This research uses quantitative methods and is analyzed by path analysis. Samples were
taken using a homogeneous population of 193 employees from a population of 650 people.
The number of samples is determined by the Slovin formula with a 5% error margin of 130
people.



3 Result

In this study the result is that there are direct and significant effects of each exogenous
variable on other exogenous variables as well as on endogenous variables with the path analy-
sis structure equation as follows:

Y =0,226X; + 0,182X; +0,098X3 + 0,475X4+0,6066.
X3 =0.670X; + 0.220X; + 0.5431
X4 =0.214X; + 0.545X; + 0.7021
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4 Discussion

Based on the findings in this study it was stated that management effectiveness (X1) has a
direct effect on trust (X3). This is in line with Luthans' theory, that human resources are suc-
cessful if management is able to establish information and communicate with each other, pay
attention to and empower employees, resolve conflicts, and trust their organization [20] and
align that leadership effectiveness in management affects employee trust [21].

Based on the findings, management effectiveness (X1) has a direct effect on work effec-
tiveness (Y). This is in line with the research conducted by Genesys, that Management Effec-
tiveness can encourage employees to work prioritizing priorities, and emphasize effective
leader behavior and go directly to operations [22]. Based on the findings stated that manage-
ment effectiveness (X1) has a direct effect on engaement (X4). This is in line with Medlin's
theory which says that the impact of effective management will produce employees who are
more involved in their work [23], and in line with research conducted by Hasan that effective
leaders will produce employees who are bound.



Based on the findings, work culture (X2) actually has a direct effect on trust (X3). This is
in line with Rollins' theory which says Work culture that consistently produces employee con-
fidence in management and companies [24]-[28], as well as employee job satisfaction [29], on
company performance and employee performance. Based on the findings in this study it was
stated that work culture (X2) has a direct effect on engagement (X4). This is in line with
Schaufeli's theory that positive work culture has an impact on employees who are happier,
healthier and more productive [30] and work culture that brings flexibility will result in em-
ployees more comfortable working [31].

Based on the findings, it was stated that work culture (X2) has a direct effect on work ef-
fectiveness (). This is in line with Marc's research on employee work effectiveness based on
the development of work capabilities [32], [33], and the effect of teamwork effectiveness on
personal work effectiveness [34]. Based on the findings, it can be stated that Trust (X3) has a
direct effect on Work effectiveness (Y). This is in line with Bowen's research regarding man-
agement sovereignty in providing trust to employees [35], while trustworthy management can
make employees work more performably. Based on the findings, it was stated that Engage-
ment (X4) has a direct effect on Work effectiveness (Y). This is in line with Schaufeli's theory
regarding the impact of engagement on employee work output [30], and the influence of en-
gagement on organizational effectiveness [17], and the effect of engagement on employee job
satisfaction [36].

5 Conclusion

Based on the results of the research, data analysis and hypothesis testing, it was concluded
that there were direct and significant effects of Management Effectiveness, Work Culture,
Trust and Engagement on Employee Work Effectiveness with the most influential variable
Trust. In family companies, trust is the biggest foundation in the effectiveness of all jobs.
Management will not be effective if it acts inconsistently, makes decisions based on like or
dislike, recruits high-ranking officials based on nepotiseme, the number of family conflicts of
interest that influence decision making, the amount of intrigue and conflict that results in em-
ployee distrust of management. Management is also obliged to delegate and make deliberation
decisions so that employees feel more engaged, and create a positive and conducive work
culture so that employees can work comfortably and effectively.
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