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Abstrak

Penelitian ini bertujuan untuk mengeksplorasi hubungan antara bahasa motivasi pemimpin,
komunikasi internal simetris, iklim etika dan budaya emosional positif pada perusahaan manufaktur.
Penelitian ini dilakukan di wilayah Jakarta, Bogor, DEPOK, TANGERANG, dan BEKASI. Proses
pengumpulan data dilakukan dengan menyebarkan kuesioner secara online dengan menggunakan
metode purposive sampling untuk menentukan responden. Penelitian ini dilakukan terhadap 255
karyawan pada perusahaan manufaktur. Data yang diperoleh dianalisis dengan menggunakan
metode model persamaan struktural (SEM). Hasil penelitian ini menunjukkan pengaruh komunikasi
internal simetris pada identifikasi organisasi dan bahasa motivasi pemimpin terhadap budaya
emosional positif. Sedangkan iklim etis dan budaya emosi positif tidak berpengaruh terhadap
identifikasi organisasi.

Kata Kunci: Kata kunci berisi gagasan atau konsep dasar yang mewakili bidang yang diteliti

Abstract

This research aims to explore the relationship between leader motivating language, symmetrical internal
communication, ethical climate and positive emotional culture in manufacturing companies. This
research was conducted in the Jakarta, Bogor, Depok, Tangerang and Bekasi areas. The data collection
process was carried out by distributing questionnaires online using the purposive sampling method to
determine respondents. This research was conducted on 255 employees at manufacturing companies.
The data obtained were analyzed using the structural equation model (SEM) method. The results of this
research show the impact of symmetrical internal communication on organizational identification and
leader motivating language on positive emotional culture. Meanwhile, ethical climate and positive
emotional culture have no impact on organizational identification.

Keyword: Keyword’s contain basic ideas or concepts that represent the field under study
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INTRODUCTION

Many people view emotional culture also referred to as the affective side of corporate
culture as a mysterious force that shapes a range of employee attitudes and actions.
Employee behavior and thought patterns are governed by cognitive culture; employee
emotions are governed by emotional culture (Men & Yue, 2019). Although they are in the
minority, some organizations use applications to track employee satisfaction, and others
engage engineers to assess workers' moods on a daily, weekly, or even monthly basis.
Emotional culture is often mismanaged or not managed at all, even though some
progressive firms are starting to investigate ways to use positive emotional culture to
enhance organizational efficiency (Men & Yue, 2019). Many businesses are ignorant of how
important emotions are in creating a healthy work environment. This study looks at the
connection between symmetrical internal communication in organizational identification
and a positive emotional culture, although earlier studies had a different goal. A symmetrical
internal communication system, the leader motivating language, the ethical climate as an
independent variable, the positive emotional culture as an intervening variable, and
organizational identification as a dependent variable were the variables that were examined.
As stated by (Ling, 2020) the growth of management motivation depends on the content of
messages conveyed by leaders to followers, and this includes the use of motivating
language, aim setting leadership is highly appreciated in the workplace, therefore in order
to meet corporate standards, an individual must be dedicated to their aim. For an
organization to maximize task efficiency, each individual must be motivated (Arifin &
Anindita, 2022).

It can be said that symmetrical internal communication can be a starting point for
communication professionals to influence organizational culture in order for internal
communication to have a positive effect on positive emotional culture. This is because
symmetrical internal communication fosters a participatory organizational culture in which
managers show genuine concern for employees and value equality and consensus (Men &
Yue, 2019). Transmitting ideas from a source to a recipient with the intention of changing
their behavior is the aim of communication (Rizky et al., 2023). Ethical behavior and decision
making are facilitated by an ethical climate. Hence, rather than focusing on punishments,
ethical climate studies behavior norms that help people understand what is appropriate in
the workplace, which benefits corporate identity (Teresi et al., 2019). Organizational
identification is mostly based on the symbolic connections that members of the organization
have with each other. These connections cannot be formed without effective leadership and

organizational communication. By communicating their beliefs and objectives, organizations
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can aid in the process of employee identification, which will benefit organizational
identification (Yue et al,, 2021). While meaningful (spirit) conversation creates a unique
culture and connects individual follower values to the organization's larger goals, empathic
(heart) language offers psychological safety (a sense of comfort and acceptance in one's
work surroundings) for members to experience cultural inclusion. Therefore, all three of a
leader motivating language components influence and even enhance the relationship
between understanding and cultural fit. Organizational identification is said to be developed
through understanding and compatibility, suggesting that inspiring language used by
leaders has a good impact on organizational identification (M. Mayfield et al., 2021). The
attitudes of employees toward change are impacted by positive emotional culture. Change
was seen as an exciting challenge by those with intrinsic emotional capacity, whereas those
with limited emotional control were predicted to react adversely to suggested adjustments.
The results of studies show that company culture can raise individual worth (Sancoko et al,
2019), suggesting that an organizational identification have a positive impact on positive
emotional culture.

Additionally, manufacturing firms in the consumer goods, basic and chemical
industries, and other industrial sectors will be the sites of this research's implementation in
Indonesia, particularly of Jakarta, Bogor, Depok, Tangerang, and Bekasi (Jabodetabek) areas.
Additionally, prior research on positive emotional cultural variables has been conducted by
(Yue et al, 2021), However, this study goes one step further by incorporating an ethical
climate into the suggested paradigm. The ethical climate is one element that may have an
impact on organizational identification. It is hoped that this study will contribute to the
growing body of knowledge about positive emotional culture in the workplace, provide
information and references for future research, and reinforce the positive role that
symmetrical internal communication plays in forming organizational culture and employee

organizational identification.

RESEARCH METHOD
This research uses a quantitative methodology using a Google Form link, a cross-
sectional survey methodology was used to distribute online survey questions for this
investigation. A survey approach was used because this research requires primary data in
the form of respondents’ opinions on the subject under study.
Positive emotional culture, symmetrical internal communication, an ethical climate,
leader motivating language, and organizational identification are the characteristics that

were used in this study. An effective emotional culture was operationalized using thirteen
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items in total. A culture of joy is measured by four items, a culture of affection by three items,
a culture of pride by three items, and a culture of appreciation by three items. symmetrical
internal communication assessment instrument with six items. Three components of leader
motivational language with eight items, meaning making language with six items, empathy
and direction giving language were measured by seven items. Six items to measure ethical
climate. Finally, five items were used to measure organizational identification. This
questionnaire uses a total of 51 indicators; The indicators are in appendices 2 and 3. The
Likert scale consists of five points, where one represents strongly disagree and five
represents strongly agree. Hair (2014) calculated that five times the number of statements is
the minimum number of samples that should be used. So, 255 respondents were used (51
x 5 = 255 respondents).

The population investigated consisted of employees of manufacturing companies. This
investigation uses sampling to obtain data on respondents' answers. The sampling strategy
used was purposive sampling methodology. Workers in manufacturing companies with at
least one year of work experience, individuals residing in Jakarta, Bogor, Depok, Tanggerang,
and Bekasi, as well as those between the ages of eighteen and fifty-eight are also required
to be eligible to participate in this program (Jabodetabek).

Original data obtained through respondent surveys must be subjected to quantitative
analysis of the indicators used (pretest). Validity assessment uses Cronbach's Alpha reliability
and Confirmatory Factor Analysis (CFA). The validity test uses the Kaiser Mayer Olkin
Measure of Sampling (KMO) and Measures of Sampling Adequacy (MSA) values. KMO value
> 0.5 and MSA Anti image Correlation value = 0.5 to be acceptable (Hair et al.,, 2019). while
a Cronbach's Alpha (CA) value = 0.6 was used to verify reliability (Hair et al., 2019). The
research methodology in this study is model testing using SEM (Structural Equation Model)
Lisrel which is used to evaluate the inner model using goodness of fit and hypothesis testing,

and the outer model uses convergent validity, discriminant validity and reliability.

RESULTS AND DISCUSSION
This research selected employees who had worked in manufacturing companies, both
permanent and contract employees, and had worked for at least 1 year in the Jakarta, Bogor,
Depok, Tangerang and Bekasi areas as research subjects. Based on the distribution of
questionnaires carried out online, 255 respondents were collected who met the
predetermined criteria.
This research tests the validity and reliability of constructs proposed by (Hair et al.,

2014) which states that measuring construct validity in a study is declared valid and
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acceptable if the indicators for each variable have a loading factor value of more than 0.50.
Based on this, it can be stated that the measurement of construct validity in this research is
acceptable and declared valid because all variable loading factor values have a value of more
than 0.50. In this study, it can be said to be valid if the CR value is = 0.60 and the VE value
is = 0.50, but if one of the CR and VE values meets then it can be said to be valid. Based on
these data, all variables in this study have a CR value of more than 0.60 and have two
variance values above 0.50. Leader motivating language (CR= 0.873; VE= 0.303) Symmetrical
internal communication (CR= 0.895; VE= 0595), Ethical climate (CR= 0.776; VE= 0.368),
Positive Emotional Culture (CR= 0.862; VE= 0.329), and Organizational Identification (CR=
0.920; VE= 0.696).

Structural test analysis is carried out to find out the R* value in each equation. The R
value functions to show how far the independent variable is able to explain the dependent
variable. Based on the results of the SEM analysis, the analysis results obtained are first, the
positive emotional culture variable is influenced by the leader motivating language and
symmetrical internal communication variables with an R* value of 0.0449. Thus, it can be
interpreted that 44.9% of the positive emotional culture variable can be explained by the
leader motivating language and symmetrical internal communication variables, while the
remaining 55.1% is influenced by other variables not included in this research. The second
analysis is, the perceived organizational identification variable is influenced by the variables
positive emotional culture, leader motivating language, symmetrical internal communication
and ethical climate with an R?value of 0.806. This can be interpreted as meaning that 80.6%
of the perceived organizational identification variables can be explained by the variables
positive emotional culture, leader motivating language, symmetrical internal communication
and ethical climate, while the remaining 19.4% can be explained by other variables. Then,
this research also carried out model suitability test analysis, most of which showed good fit,
including Chi square, RMSEA, ECVI, AIC, CAIC, Fit Index, and Goodness of Fit. The results of
the analysis show that there is goodness of fit of the model built in this research, although
there are several items whose fit level is at the marginal fit level. The research findings shown

in the T Value diagram are as follows:
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Figure 1. Path Diagram T Value
Research model hypothesis testing is shown as follows, based on the diagram above:

Table 1. Research Model Hypothesis Testing

Hypothesis Hypothesis Statement Standard Decision
Solutions
Value
H1 Leader motivating language 2.69 Data support
associated positively to positive the hypothesis.

emotional culture.

H2 Symmetrical internal -0.96 Data not
communication associated support the
positively to positive emotional hypothesis.
culture.
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H3 Ethical climate associated -0.34 Data not

positively to organizational support the
identification. hypothesis.
H4 Symmetrical internal 11.63 Data support
communication associated the hypothesis.

positively to organizational

identification.

H5 Leader motivating language 1.86 Data not
associated positively to support the
organizational identification. hypothesis.
H6 Positive emotional culture -0.27 Data not
associated positively to support the
organizational identification. hypothesis.
DISCUSSION

This research was conducted to examine the relationship between leader motivational
language, symmetrical internal communication, ethical climate, and organizational
identification through positive emotional culture as a mediating variable. Specifically, the
research focused on manufacturing companies in the Jakarta, Bogor, Depok, Tangerang and
Bekasi (Jabodetabek) areas. The first hypothesis states that the leader motivating language
and positive emotional culture have a positive impact. A similar argument was also put
forward by (Ling, 2020) who emphasized that a leader's message to his subordinates, and
especially the language he uses to inspire them, determines how much management
motivation increases. Goal setting leadership is highly valued in the workplace, therefore
achieving company goals requires dedication to those goals. An organization needs every
employee to be motivated in order to increase work production (Arifin & Anindita, 2022).

The second hypothesis test shows that there is no impact between symmetrical internal
communication and positive emotional culture. According to research, a person's positive
emotional cultural relationship can impact the symmetrical internal communication among
employees in the manufacturing company. The higher the internal communication, the

higher the emotional intelligence, and conversely, the lower the internal communication, the
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lower the emotional intelligence (Pertiwi, 2017). So, it can be said that symmetrical internal
communication has no impact on positive emotional culture (Hutagalung, 2014).

The third hypothesis test shows that there is no impact between ethical climate and
organizational identification. A study revealed the negative impact of perceived ethical
climate in manufacturing companies. A company can be said to be positive if it has an ethical
climate that is considered good and principled, but it can be said to be negative if the ethical
climate is perceived as selfish in manufacturing companies. Empirical evidence from previous
research shows that employees feel more emotionally attached to organizations that uphold
positive values, such as caring, and adhere to ethical principles, but not to organizations that
are considered selfish (Ismail, 2015). This is in line with previous research which shows that
ethical climate has no impact on organizational identification (Se & Acc, 2008).

The findings of the fourth hypothesis test show that there is a positive impact between
symmetrical internal communication and organizational identification. The foundation of
organizational identification is the symbolic bond that unites its members, and can only be
built through effective organizational leadership and communication. By communicating its
values and goals, organizations can ensure that internal communications have a positive
impact on organizational identification and encourage employee identification (Yue et al,
20217). Internal communication findings were especially positively related to organizational
identification. Previous research only shows that information that signals organizational
identity can increase organizational identification because it helps individuals see themselves
as part of the organization where they work, while other research shows that a positive and
open communication climate in which individuals feel valued and appreciated is important
(Sulaiman & Abdullah, 2019).

The fifth hypothesis test shows that there is no impact between the leader motivating
language on organizational identification. Leader motivating language is important in an
organization that requires good work motivation. The consequence that may arise from the
presence of poor leader motivating language is a decrease in employee performance in
Manufacturing Companies which will have an impact on the decline of the Company
(Nurjaya, 2020). This is in line with previous research which shows that leader motivating
language has no impact on organizational identification (Renaldy, 2018).

The sixth hypothesis test shows that there is no impact between positive emotional
culture and organizational identification. According to research, the higher the positive
emotional culture, the higher the performance of manufacturing company, and conversely,

the lower the positive emotional culture, the lower the company performance (Pramesthi,
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2017). This is in accordance with the opinion (Taboli, 2013) that the progress of a company

can be influenced by several factors, one of which is a positive emotional culture.

CONCLUSION

This research show the impact of symmetrical internal communication on
organizational identification and leader motivating language on positive emotional culture.
Meanwhile, ethical climate and positive emotional culture have no impact on organizational
identification. This happens because the higher the positive emotional culture, the higher
the performance of the manufacturing company, and conversely, the lower the positive
emotional culture, the lower the company performance. Then, the ethical climate has no
impact on organizational identification because the ethical climate is considered selfish in
manufacturing company. Empirical evidence from previous research shows that employees
feel more emotionally connected to organizations that uphold positive values, such as
caring, and adhere to ethical principles, but not to organizations that are considered selfish.
The results of this research also show that the leader motivating language and symmetrical
internal communication are improving employee performance in manufacturing companies
which will have an impact on increasing company performance.

However, there are several problems in this research that can be resolved in further
research. First, the participants in this research cannot accurately represent the entire
population of Indonesia because they are only limited to employees who work in the Jakarta,
Bogor, Depok, Tangerang and Bekasi areas. Similar research could be conducted in the
future, although it is recommended that respondents' areas of interest be broadened.
Second, participants in this study were limited to those who had previous experience in
manufacturing companies. It is recommended for future researchers to expand the scope to
include other than manufacturing companies, such as companies in the trade and services
sectors. We propose to include other variables in future research as indications of positive
emotional culture, such as employee organizational behavior.

In addition, this research has a number of managerial implications that can be used in
the human resources domain to improve symmetrical internal communication. Company
must be able to understand the positive emotional culture and ethical climate regarding
organizational identification in addition to concentrating on developing the leader
motivating language. To develop a successful strategy for a company, symmetrical internal
communication is an important factor that human research must consider. The business

world needs to realize how balanced internal communication can improve its sustainability
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