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ABSTRACT
This study aims to analyze the influence of employee engagement and perceived program usefulness on employee retention with the meaning of work as a mediating variable in the implementation of the digital-based CSR program Sedekah Sampah (Trash Charity) at PT Indocement Tunggal Prakarsa Tbk. The CSR program is part of the company's sustainability strategy that is not only oriented towards environmental impacts but also designed to increase active employee participation through the process of internalizing company values. This study uses a quantitative approach with the Structural Equation Modeling–Partial Least Squares (SEM-PLS) analysis method. The research data were obtained from 169 respondents who met the criteria as active participants of the Sedekah Sampah program. The results show that employee engagement and perceived program usefulness have a positive effect on the meaning of work and employee retention, both directly and indirectly through the meaning of work as a mediating variable. These findings indicate that participatory CSR not only contributes to the formation of the company's external image but also has significant implications for employee work attitudes and loyalty. Theoretically, this study strengthens the role of the meaning of work within the CSR framework, while practically provides managerial recommendations for designing sustainability programs that position employees as important actors in achieving company goals.
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INTRODUCTION
In an increasingly competitive workplace, companies face the challenge of retaining high-performing employees. One approach deemed increasingly relevant is strengthening employee engagement through meaningful programs, such as Corporate Social Responsibility (CSR), which is also part of a company's primary strategy for creating shared value. As CSR practices evolve, digital-based and participatory approaches have emerged that are not only aimed at the external community but also directly involve employees in the implementation and internalization of company values. This approach is believed to not only strengthen a company's reputation externally but also have an internal impact on work attitudes, behaviors, and workforce sustainability. Active employee involvement in CSR programs is seen as enhancing a sense of belonging and strengthening emotional bonds with organizational values ​​(Kim et al., 2021).
PT Indocement Tunggal Prakarsa Tbk. is the only company in the cement industry that implements this approach through a digital-based Sedekah Sampah program, which integrates environmental awareness, social values, and internal employee participation. Through this program, employees are facilitated to collect inorganic waste which is then processed into Renewable Energy (EBT) or Refuse-Derived Fuel (RDF), which is an alternative fuel resulting from processing non-hazardous solid waste that is used as a substitute for coal or other fossil fuels in the cement production process. This initiative not only serves as an educational medium for employees regarding waste management, but also supports the achievement of the company's target of increasing the proportion of alternative fuel use, namely by 18.3% in 2023, with a target of 25% in 2025 and 42% in 2030. This effort is in line with Indonesia's national commitment to the Paris Agreement in achieving Net Zero Emissions by 2060.
Centralized waste collection in HarmonyCornerCafee, Indocement factory complex, Citeureup unit, Bogor, every Monday–Friday at07.00–09.00WIB. This program has been running since August 4, 2021, coinciding with Indocement's 46th anniversary. Employees weigh their own waste and enter a waste number.ParentEmployees (NIK) to the digital-based Waste Alms system. Accepted waste types include textiles, paper, cardboard, plastic, Styrofoam, used cooking oil, and even used tires, all of which have a calorific value that can be used as RDF (Refuse Derived Fuel), an alternative fuel for cement production. Every 3kg of waste is converted into one point, where collected points can be exchanged for souvenirs (drinking bottles, bags, fridge magnets, jackets, etc.) or food/drink products at Harmony.Corner, including MSME products of Indocement's CSR partners.
Employee involvement in Corporate Social Responsibility (CSR) activities at PT Indocement Tunggal Prakarsa Tbk. is not merely a routine operational activity, but aims to foster the perception that their work has a meaningful and beneficial impact, thus fostering job retention. Through this involvement, employees are more likely to view their work as having a greater purpose and value, thereby strengthening their sense of meaning in work (Glavas, 2016; Grant, 2008). Employees who feel involved in CSR activities tend to develop a stronger sense of ownership and attachment to their work (Fakhira, 2024). This involvement can create a more meaningful work experience, namely when individuals see that their work has social value and a broader purpose than simply fulfilling organizational obligations. Beyond just operational involvement, how employees interpret the benefits of the CSR programs is also important. When they perceive that the activities have a positive impact on society, they tend to associate it with their personal values, thus forming the perception that their work has a meaningful contribution (Glavas & Piderit, 2009).
Furthermore, when CSR programs are designed in a participatory manner and perceived to have tangible benefits, they can foster a sense of belonging to the organization, strengthen employee identification with the company, and encourage higher morale and job satisfaction (Kim et al., 2010; De Roeck & Farooq, 2018). CSR programs that are perceived as aligned with employees' personal values ​​can foster an understanding that their work contributions are not only internal or economic, but also have social and environmental impacts (Glavas & Piderit, 2009).
The meaning of work is seen as a crucial foundation for building the quality of employee work experiences. When employees perceive their work positively, job satisfaction tends to increase, followed by a stronger desire to maintain membership in the organization (Rosso et al., 2010; Allan et al., 2016). Based on these considerations, this study positions the meaning of work as a mediating variable with sufficient theoretical and empirical support. The implementation of CSR programs, particularly those designed in a participatory manner and oriented towards social impact, such as the digital-based Sedekah Sampah program, not only generates reputational benefits for the company but also influences how employees assess the meaning and contribution of their work. In this context, the meaning of work plays a role as a psychological process that explains how employee engagement in CSR activities can lead to increased retention. Several studies have shown that perceptions of the social value of work foster stronger emotional attachments between employees and the organization, which in turn contribute to loyalty and retention intentions (Lysova et al., 2019; Singh & Pradhan, 2024; Glavas & Piderit, 2009). Compared to the constructs of job satisfaction and organizational commitment, work meaning offers deeper conceptual scope because it directly relates to aspects of self-identity, value systems, and personal goals at work. Therefore, work meaning is considered most appropriate for explaining the role of CSR involvement and perceived usefulness in influencing employee retention.
In previous literature, studies on Corporate Social Responsibility (CSR) have generally focused on its implications for social legitimacy, corporate reputation, and external stakeholder assessments. However, more recent approaches suggest that CSR also plays a significant role in shaping the internal dynamics of organizations, particularly in human resource (HR) management. CSR programs that actively involve employees have been shown to increase employee engagement, strengthen alignment between individual and organizational values, and provide a more meaningful work experience (Glavas, 2016). When employees perceive CSR as a tangible manifestation of company values ​​aligned with their own, rather than simply an external communication strategy, job satisfaction and loyalty tend to increase (Duthler & Dhanesh, 2018). These findings confirm that CSR can serve as a strategic instrument in strengthening employee commitment, building meaningful work, and supporting the retention and sustainable development of human resources. By focusing on the digital-based Sedekah Sampah CSR program, this study provides an additional perspective on CSR as a strategic intervention that directly impacts employee motivation and work behavior, going beyond its traditional function as a tool for shaping a company's external image.

LITERATURE REVIEW
Sustainability theory emphasizes the importance of integrating three main pillars—economic, social, and environmental—in organizational operations. This approach requires companies to focus not only on financial profits but also on social and environmental impacts (Purvis, Mao, and Robinson, 2019). In the context of Corporate Social Responsibility (CSR), this is relevant for analyzing programs like the digital-based Sedekah Sampah (Trash Donation), which involves employees as key actors and generates social and environmental impacts.
The Triple Bottom Line (TBL) approach, introduced by Elkington (1997), focuses on three main dimensions: Profit, People, and Planet. In this study, TBL was used to assess the contribution of Sedekah Sampah's CSR program to environmental conservation (planet), employee empowerment (people), and economic efficiency (profit). This approach helps evaluate the program's overall added value.
Stakeholder Theory emphasizes that companies are responsible not only to shareholders but also to all parties affected by their business activities. Hörisch, Freeman, and Schaltegger (2020) state that the effectiveness of CSR depends on a company's ability to manage relationships with stakeholders, including employees as important internal stakeholders.
Legitimacy Theory focuses on social acceptance of a company. Suchman (1995) explains that CSR can be a means of gaining and maintaining legitimacy both externally and internally, including for employees actively involved in CSR programs. The Sedekah Sampah (Trash Donation) program, which involves employees, can strengthen social relationships and positive perceptions of the company.
The variables in this study, such as employee engagement, perceived CSR benefits, work meaning, and employee retention, are interrelated. Employee engagement refers to the emotional, cognitive, and physical investment in their work. Gupta et al. (2021) stated that involvement in CSR activities creates a sense of relevance between work and life goals. Perceived CSR benefits refer to an individual's assessment of the program's benefits to society, the environment, and themselves. Farooq et al. (2016) revealed that positive perceptions of CSR benefits increase employee loyalty and emotional engagement.
According to Lysova et al. (2019), work meaning is related to the extent to which work has significance and contributes significantly to an individual's life. CSR programs can help shape work meaning by connecting work to social and environmental impacts. Employee retention, which goes beyond physical presence, is influenced by factors such as job satisfaction, perceived fairness, and emotional connection to the company. Bilgihan and Nejad (2023) showed that employees who have emotional bonds and positive work experiences are more likely to want to stay with the company.
This study analyzes the relationship between employee engagement (X1), perceived usefulness (X2), work meaning (M), and employee retention (Y). Work meaning serves as a mediating variable that explains the relationship between the independent and dependent variables, highlighting the importance of CSR in increasing employee engagement and retention by providing meaning to their work.
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Figure 1. Conceptual Thinking Framework

This study examines the relationship between employee engagement, perceived usefulness of the Sedekah Sampah Digital CSR program, work meaning, and employee retention. Several hypotheses were tested to understand the positive influence of each variable on the others.

H1: Employee Involvement in CSR Programs Has a Positive Influence on the Meaning of Work
Active participation in CSR can deepen the meaning of work because employees perceive their contributions as having a positive impact (Gupta et al., 2021). Wulandari (2021) emphasized that direct employee involvement in CSR increases the perception of meaningful work due to the emotional connection to the organization's social mission. This supports H1, which states that employee involvement in CSR programs positively influences the meaning of work.

H2: Perceived Usefulness of CSR Programs Has a Positive Influence on the Meaning of Work
When employees perceive CSR programs as valuable and providing tangible benefits, their work is perceived as more meaningful and aligned with personal values ​​(Lysova et al., 2019). Wulandari (2021) added that involvement in meaningful CSR programs strengthens a sense of responsibility and pride, enhancing work meaning. This finding supports H2, which states that perceived usefulness of CSR programs positively influences work meaning.

H3: The Meaning of Work Has a Positive Influence on Employee Retention
Employees who perceive their work positively demonstrate high loyalty and commitment to the organization (Bilgihan & Nejad, 2023). Ramadhani (2021) stated that high levels of work meaning reduce the likelihood of leaving the organization. This research supports H3, which states that work meaning positively influences employee retention.

H4: Employee Involvement in CSR Programs Has a Direct Influenceon Employee Retention
Employee involvement in CSR programs strengthens their emotional bond with the organization, increasing their desire to stay (Ali & Zhang, 2022). Wulandari (2021) emphasized that participation in CSR increases a sense of belonging and pride, leading to increased retention. This finding supports H4, which states that employee involvement in CSR programs has a direct impact on employee retention.

H5: Perception of the Usefulness of CSR Programs Has a Direct Influence onEmployee Retention
Employees who perceive CSR programs as beneficial activities tend to be more loyal to the organization (Farooq et al., 2016). Putri (2019) explains that positive perceptions of CSR increase job satisfaction and employee retention. This finding supports H5, which states that perceived CSR benefits directly influence employee retention.

H6: Involvement in CSR Programs Has a Positive Influence on Employee Retention through the Mediation of Work Meaning
Involvement in CSR strengthens work meaning, which increases retention (Singh & Pradhan, 2024). Steger et al. (2012) showed that positive work meaning increases organizational engagement. This finding supports H6, which states that CSR involvement positively influences employee retention through the mediation of work meaning.

H7: Perceived Usefulness of CSR Programs Has a Positive Influence on Employee Retention through the Mediation of Work Meaning
Positive perceptions of CSR benefits strengthen the meaning of work and increase employee loyalty to the organization (Glavas & Piderit, 2009; Alshammari et al., 2019). Westover (2025) showed that authentic CSR builds loyalty. This finding supports H7, which states that perceived CSR benefits positively influence employee retention through the mediation of work meaning.
This study concludes that employee engagement and perceived usefulness of CSR programs have a positive influence on the meaning of work and employee retention, with the meaning of work acting as a mediator that strengthens this relationship.

RESEARCH METHODS
This study uses an associative quantitative approach to analyze the influence of employee engagement and perceived usefulness of the Sedekah Sampah Digital CSR program on employee retention, with work meaning as a mediating variable. The analysis technique used is Structural Equation Modeling–Partial Least Squares (SEM-PLS) to test the relationship between variables.
Research variables included employee engagement, measured by frequency of participation, emotional involvement, concern for CSR outcomes, and motivation to participate in the program (Gupta et al., 2021). Perceived usefulness was measured by environmental, social, and personal benefits, and the program's alignment with personal values ​​(Farooq et al., 2016). Meaningfulness of work was measured by alignment of work with life values, perceived importance of work, social impact, and pride in work contributions (Lysova et al., 2019). Employee retention was measured by intention to stay, commitment, long-term satisfaction, and turnover intentions (Bilgihan & Nejad, 2023). All variables were measured on a 1-5 Likert scale.
The study population was 592 employees of PT Indocement Tunggal Prakarsa Tbk. who were actively involved in the Digital Waste Charity CSR program. The sample was taken using purposive sampling with the criteria of employees with a minimum of one year of service and active involvement for three months, totaling 160 respondents. The instrument was tested on 30 respondents through a pilot test to test validity and reliability (Van Teijlingen & Hundley, 2002).
Data were collected through an online questionnaire and analyzed using SEM-PLS. Hypothesis testing was performed with a t-statistic >1.96 and a p-value <0.05, as well as a positive path coefficient. Model evaluation included convergent validity (outer loading, AVE), construct reliability (CR), and discriminant validity (Fornell–Larcker, HTMT). The analysis continued with testing the structural model and mediation effects using bootstrapping with 5,000 resamplings.
This approach is expected to provide an understanding of the influence of employee engagement and perceptions of CSR benefits on job retention through work meaning.

RESEARCH RESULT
The participants in this study were 169 employees with diverse demographic and structural backgrounds, thus representing the diversity conditions in the work environment of PT Indocement Tunggal Prakarsa Tbk. Grouping respondents based on characteristics such as gender, age group, length of service, and duration of involvement in the Sedekah Sampah program provides a comprehensive basis for analyzing the relationship between individual characteristics and the main results of the study.
[bookmark: _heading=h.zf3e1fth54m1]Table 1. Respondent Characteristics Based on Gender
	Gender
	Number of Respondents
	Presentation (%)

	Man
Woman
	112
57
	66.27%
33.73%

	Total
	169
	100%


Source: Processed data, 2025
Based on Table 1, the distribution of respondents by gender shows that the majority of respondents were male, at 112 people (66.27%), while female respondents numbered 57 people (33.73%). This proportion reflects the general characteristics of the industrial sector workforce, which tends to be dominated by men, but still shows significant female representation in involvement in the digital-based Sedekah Sampah CSR program.
[bookmark: _heading=h.j5a9p53a8eld]Table 2. Respondent Characteristics Based on Age
	Age
	Number of Respondents
	Presentation (%)

	< 25 Years
25 - 35 Years
36 – 45 Years
> 45 Years
	2
27
65
75
	1.18%
15.98%
38.46%
44.38%

	Total
	169
	100%


Source: Processed data, 2025
Based on Table 2, the characteristics of respondents by age indicate that the majority of respondents are in the productive age category. The age group over 45 years old dominates with a percentage of 44.38%, followed by respondents aged 36–45 years old at 38.46%. The dominance of these two age groups indicates that the majority of respondents are employees with a relatively high level of work experience and the potential for strong attachment to the organization. On the other hand, respondents in the age group under 25 years old numbered only two people, or 1.18%, indicating that participation in the digital-based Sedekah Sampah CSR program mostly involves employees with a more established level of maturity and work experience.
[bookmark: _heading=h.urvnbcka4chx]Table 3. Respondent Characteristics Based on Length of Service at the Company
	Length of work
	Number of Respondents
	Presentation (%)

	≤ 1 Year
13 years old
4 - 6 Years
> 6 Years
	3
8
4
154
	1.78%
4.73%
2.37%
91.12%

	Total
	169
	100%


Source: Processed data, 2025
Based on Table 3, in terms of length of service, the majority of respondents (91.12%) had worked at the company for more than six years. This figure indicates that the majority of program participants are long-term, loyal employees who may be more interested in corporate social initiatives. Only a small proportion of respondents were from the group with less than six years of service, suggesting that the continuity of the employment relationship may be a contributing factor in shaping interest in corporate social program participation.
[bookmark: _heading=h.wo7i0yn8stn3]Table 4. Respondent Characteristics Based on Length of Time as a Program Customer
	Length of Time as a Customer
	Number of Respondents
	Presentation (%)

	3 Months – 1 Year
12 years old
23 years
> 3 Years
	29
41
39
60
	17.16%
24.26%
23.08%
35.50%

	Total
	169
	100%


Source: Processed data, 2025
Based on Table 4, in terms of duration of membership in the digital-based Sedekah Sampah program, the majority of respondents have participated in the program for more than three years (35.50%). This indicates that the program has a fairly good level of sustainability and demonstrates consistent employee interest in sustainability-based social activities. Groups with participation between one and two years (24.26%) and two and three years (23.08%) also account for a large share, indicating that the program remains attractive to new employees.
Overall, the demographic characteristics and organizational backgrounds of respondents provide a strong basis for assessing their involvement in the digital-based Sedekah Sampah CSR program. The predominance of respondents with long tenure and productive age indicates that the program has penetrated employees who are more closely aligned with the company's values. This can serve as a foundation for formulating future CSR program development strategies to be more inclusive of new employees and younger age groups.

Analysis Test Results
Evaluation of Measurement Model (Outer Model)
This stage is carried out to ensure the validity and reliability of the indicators used to measure the latent variables. The results of the evaluation of the outer model serve as the primary basis for determining the feasibility of the research instrument before the analysis proceeds to testing the structural model.
[bookmark: _heading=h.4qmsyqk44gtr]
a. Convergent Validity Test (Outer Loading Reliability Indicator)
Evaluation of the measurement model begins with examining the outer loading value for each indicator. A higher outer loading value reflects a strong relationship between the indicator and the construct it represents. Hair et al. (2022) suggest that an acceptable outer loading value is at least 0.7. The results of testing against this criterion are presented in the following table.
[bookmark: _heading=h.uw54fdwnr0j3]Table 5. Convergent Validity Test
	Latent Variables
	Employee Engagement (X1)
	Perceived Usefulness (X2)
	Employee Retention (Y)
	Meaning of Work (M)
	Rule of Thumb
	Information

	X1.1
X1.2
X1.3
X1.4
	0.753
0.778
0.772
0.817
	
	
	
	≥ 0.7
	Valid

	X2.1
X2.2
X2.3
X2.4
	
	0.834
0.813
0.792
0.804
	
	
	≥ 0.7
	Valid

	Y.1
Y.2
Y.3
Y.4
	
	
	0.843
0.791
0.846
0.773
	
	≥ 0.7
	Valid

	M.1
	
	
	
	0.811
	≥ 0.7
	Valid

	M.2
	
	
	
	0.821
	
	

	M.3
M.4
	
	
	
	0.735
0.808
	
	


Source: Processed data, 2025
Explanation of Employee Engagement Construct (X1)
The four indicators have outer loading values ​​between 0.753 and 0.817, exceeding the minimum limit, indicating a strong correlation and good convergent validity.

Explanation of the Perceived Usefulness Construct (X2)
The indicators for perceived usefulness (X2.1 to X2.4) have outer loading values ​​between 0.792 and 0.834, indicating a very good reflection of this construct, with convergent validity being met.

Explanation of Employee Retention Construct (Y)
The four employee retention indicators have outer loading values ​​between 0.773 and 0.846, with the highest indicator at Y.3 (0.846) and the lowest at Y.4 (0.773), all meeting the convergent validity criteria.

Explanation of the Work Meaning Construct (M)
The four indicators (M.1 to M.4) have outer loading values ​​between 0.735 and 0.821. Although M.3 has the lowest value (0.735), it still meets the minimum threshold of 0.7. The other indicators show strong contributions, thus validly and consistently measuring the construct of work meaning.

b. Convergent Validity (AVE)
Convergent validity demonstrates a construct's ability to consistently reflect its constituent indicators. Convergent validity testing in this study was conducted through an assessment of the Average Variance Extracted (AVE) value. Hair et al. (2022) explained that a construct is considered to meet convergent validity criteria if its AVE value is above 0.5, indicating that the construct is able to explain more than 50% of the variance in the measured indicators.
[bookmark: _heading=h.nf3n5z2mbb0p]Table 6. Average Variance Extracted (AVE)
	[bookmark: _heading=h.xro9mbjeinv7]
	Average Variance Extracted (AVE)

	Employee Engagement (X1)
	0.609

	Perceived Usefulness (X2)
	0.658

	Meaning of Work (M)
	0.631

	Employee Retention (Y)
	0.662


Source: Processed data, 2025
The analysis results show that all constructs in this study have met the requirements for convergent validity, as indicated by the Average Variance Extracted (AVE) value for each construct being above the minimum limit. The AVE value for the Employee Engagement construct was recorded at 0.609, Work Meaning at 0.631, Perceived Usefulness at 0.658, and Employee Retention at 0.662. These findings indicate that each set of indicators is able to explain more than 50% of the variance of the construct it represents. Therefore, the measurement model used in this study is declared to meet the feasibility criteria and can be used reliably for further analysis on the structural model.

c. Cronbach's Alphaand Composite Reliability (Internal Consistency Reliability)
The next step in evaluating the outer model is testing the internal reliability of each construct used. This testing is conducted using two main indicators: Cronbach's Alpha and Composite Reliability. Cronbach's Alpha measures the level of consistency between indicators within a construct, while Composite Reliability assesses the relative contribution of each indicator based on the resulting outer loading value. Hair et al. (2022) state that both measures are considered to meet reliability criteria if they have a value above 0.7, reflecting an adequate level of reliability in social research.
[bookmark: _heading=h.jabgwftva3ku]Table 7. Cronbach's Alpha and Composite Reliability (Internal Consistency Reliability)
	
	Cronbach's alpha
	Composite reliability (rho_a)
	Composite reliability (rho_c)

	Employee Engagement (X1)
	0.785
	0.785
	0.861

	Perceived Usefulness (X2)
	0.826
	0.827
	0.885

	Meaning of Work (M)
	0.805
	0.811
	0.872

	Employee Retention (Y)
	0.83
	0.838
	0.887


Source: Processed data, 2025
The test results presented in the table indicate that all latent constructs met reliability criteria. This is reflected in the Cronbach's Alpha and Composite Reliability values ​​for each construct, which were above the 0.7 threshold. Therefore, the constructs used in this study have a good level of internal consistency and are considered reliable for use in subsequent analysis stages.

d. Discriminant Validity
To ensure that each construct in the model clearly represents a distinct concept, discriminant validity testing is conducted. This testing aims to confirm that each construct does not overlap in explaining different phenomena. Some commonly used techniques in evaluating discriminant validity include the Fornell–Larcker criterion, cross-loading analysis, and the heterotrait–monotrait ratio (HTMT), as proposed by Hair et al. (2022).
One of the main methods applied in this test is the Fornell–Larcker criterion. Based on this approach, a construct is declared to have discriminant validity if the square root of the Average Variance Extracted (AVE) value for that construct is higher than its highest correlation value with other constructs. Evaluation of this criterion is demonstrated through the results presented in Table 8 below.
[bookmark: _heading=h.wfqeyfg7zrun]Table 8. Fornell-Larcker Criterion
	
	Employee Engagement (X1)
	Meaning of Work (M)
	Perceived Usefulness (X2)
	Employee Retention (Y)

	Employee Engagement (X1)
	0.78
	
	
	

	Meaning of Work (M)
	0.547
	0.794
	
	

	Perceived Usefulness (X2)
	0.436
	0.568
	0.811
	

	Employee Retention (Y)
	0.639
	0.681
	0.686
	0.814


Source: Processed data, 2025
The table shows the results of discriminant validity testing using the Fornell–Larcker criteria, where the square root of the Average Variance Extracted (AVE) value of each construct is expected to be greater than the correlation with other constructs. Based on the test results, the Employee Engagement construct (X1) has an √AVE value of 0.78, which is higher than its correlation with other constructs such as Meaning of Work (0.547), Perceived Usefulness (0.436), and Employee Retention (0.639). Likewise, the Meaning of Work construct (M) with √AVE 0.794 is higher than the correlation with other constructs (Employee Engagement 0.547, Perceived Usefulness 0.568, Employee Retention 0.681). The Perceived Usefulness construct (X2) has an √AVE of 0.811, higher than the correlation with other constructs, and Employee Retention (Y) with an √AVE of 0.814 higher than its correlation value. These results indicate that all constructs in the model can be clearly distinguished, meeting the Fornell–Larcker discriminant validity criteria well. In addition to using the Fornell–Larcker criteria, discriminant validity testing is also carried out through cross-loading analysis. In this method, an indicator is declared to have discriminant validity if the outer loading value for the construct it represents is higher than the loading value for other constructs. Details of the cross-loading test results are presented in the following table.
[bookmark: _heading=h.dihzvg8yacqy]Table 9. Cross Loading
	
	Employee Engagement (X1)
	Perceived Usefulness (X2)
	Meaning of Work (M)
	Employee Retention (Y)

	X1.1
	0.753
	0.326
	0.404
	0.555

	X1.2
	0.778
	0.323
	0.426
	0.482

	X1.3
	0.772
	0.361
	0.445
	0.484

	X1.4
	0.817
	0.351
	0.43
	0.469

	X2.1
	0.332
	0.834
	0.446
	0.553

	X2.2
	0.349
	0.813
	0.461
	0.593

	X2.3
	0.406
	0.792
	0.471
	0.542

	X2.4
	0.328
	0.804
	0.463
	0.534

	M.1
	0.41
	0.428
	0.811
	0.578

	M.2
	0.404
	0.479
	0.821
	0.574

	M.3
	0.401
	0.428
	0.735
	0.429

	M.4
	0.516
	0.467
	0.808
	0.569

	Y.1
	0.585
	0.611
	0.572
	0.843

	Y.2
	0.477
	0.565
	0.538
	0.791

	Y.3
	0.576
	0.546
	0.649
	0.846

	Y.4
	0.424
	0.506
	0.437
	0.773


Source: Processed data, 2025
Based on the cross-loading analysis in Table 9, all indicators show higher loading values ​​on their original constructs compared to other constructs, indicating no overlap between constructs. This indicates that the discriminant validity criteria based on the cross-loading approach have been met, thus the measurement model is valid for further analysis. Furthermore, discriminant validity testing was also conducted using heterotrait–monotrait ratio (HTMT) analysis, with an accepted threshold of 0.90. If the HTMT value exceeds this limit, the construct is considered not to meet the discriminant validity criteria.
[bookmark: _heading=h.8l2cwhrif31n]Table 10. Heterotrait-monotrait Ratio (HTMT)
	
	Employee Engagement (X1)
	Meaning of Work (M)
	Perceived Usefulness (X2)
	Employee Retention (Y)

	Employee Engagement (X1)
	
	
	
	

	Meaning of Work (M)
	0.685
	
	
	

	Perceived Usefulness (X2)
	0.541
	0.696
	
	

	Employee Retention (Y)
	0.782
	0.819
	0.825
	


Source: Processed data, 2025
The heterotrait–monotrait ratio (HTMT) test results presented in the table show that all HTMT values ​​between constructs are below the recommended threshold of 0.90. This finding indicates that each construct in the model has an adequate level of differentiation and does not overlap with other constructs. Therefore, discriminant validity is declared fulfilled based on the HTMT approach, so it can be concluded that each construct consistently represents a different concept.

Structural Model Evaluation (Inner Model)
Once the measurement model has been declared to meet validity and reliability requirements, the next step is to evaluate the structural model, or inner model. Hair et al. (2022) explain that inner model evaluation includes several key components, including collinearity testing, assessing the significance and relevance of relationships between variables, the model's ability to explain the dependent variable (explanatory power), and its predictive power, which will be discussed further in the next section.

a. [bookmark: _heading=h.2w006anhhul5]Assess the Structual Model for Collinearity Issues(IVF)
Collinearity refers to a condition where there is a strong linear relationship between two or more independent variables in a model, resulting in overlapping information conveyed by these variables. To identify collinearity, a Variance Inflation Factor (VIF) test is performed. If the VIF value is below 5, the model is deemed to be free of collinearity and is suitable for further analysis. The results of the VIF test for each construct are presented in the following table.
[bookmark: _heading=h.wbltizvly75d]Table 11. Variance Inflation Factor (IVF)
	
	VIF

	Employee Engagement (X1) -> Meaning of Work (M)
	1,235

	Employee Engagement (X1) -> Employee Retention (Y)
	1,476

	Meaning of Work (M) -> Employee Retention (Y)
	1,762

	Perceived Usefulness (X2) -> Meaning of Work (M)
	1,235

	Perceived Usefulness (X2) -> Employee Retention (Y)
	1,526


Source: Processed data, 2025
The VIF test results for all paths in the model indicate that the values ​​obtained are below the maximum limit of 5, so there is no indication of collinearity between the predictor constructs. VIF values ​​ranging from 1.235 to 1.762 indicate that each independent variable in the model is able to explain the dependent variable separately without any overlapping information. Thus, the structural model is declared free from collinearity issues and can proceed to the analysis stage of the relationships between constructs.

b. Assess the Significance and Relevance of the Structural Model Relationships Path Coefficientand t-value
At this stage, the analysis focuses on testing the path coefficient and t-statistic values ​​to evaluate the strength and significance of the relationships between constructs in the structural model. A path coefficient value closer to 1 indicates a stronger positive relationship, while a value closer to zero indicates a weaker relationship between the variables. Next, the t-statistic is used to determine the statistical significance of the relationship. In this study, the significance level was set at 5%, so a relationship is considered significant if the t-statistic exceeds 1.96 (Hair et al., 2022). Details of the test results are presented in the following table.
[bookmark: _heading=h.lmg6btbwfkob]Table 12. Path Coefficient and t-statistic value
	Variables
	Original sample (O)
	Sample mean (M)
	Standard deviation (STDEV)
	T statistics (|O/STDEV|)
	P values

	Employee Engagement (X1) -> Meaning of Work (M)
	0.369
	0.373
	0.118
	3,130
	0.002

	Employee Engagement (X1) -> Employee Retention (Y)
	0.312
	0.312
	0.083
	3,777
	0.000

	Meaning of Work (M) -> Employee Retention (Y)
	0.293
	0.294
	0.096
	3,052
	0.002

	Perceived Usefulness (X2) -> Meaning of Work (M)
	0.406
	0.405
	0.113
	3,598
	0.000

	Perceived Usefulness (X2) -> Employee Retention (Y)
	0.384
	0.382
	0.073
	5,246
	0.000


Source: Processed data, 2025
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[bookmark: _heading=h.m21csgypseyb]Figure 2. Path Coefficient
The test results show that employee engagement has a positive influence on the meaning of work, as indicated by a path coefficient value of 0.369, a t-statistic value of 3.130, and a p-value of 0.002. In addition, employee engagement also has a direct influence on employee retention with a coefficient of 0.312, a t-statistic value of 3.777, and a significance level of 0.000. The meaning of work is further proven to have a positive influence on employee retention, with a coefficient of 0.293, a t-statistic value of 3.052, and a p-value of 0.002.
Meanwhile, employee perceptions of the usefulness of CSR programs significantly contribute to increasing the meaning of work, as reflected in the coefficient value of 0.406, t-statistic of 3.598, and p-value of 0.000. Perceived usefulness also shows the strongest direct influence on employee retention, with a path coefficient of 0.384, t-statistic of 5.246, and a significance level of 0.000. Based on these findings, it can be concluded that employee retention is influenced by employee engagement and perceived usefulness, both directly and indirectly through the role of work meaning as a mediating variable. Details regarding the indirect influence between variables will be explained in the following table.
[bookmark: _heading=h.57ysop35pup]Table 13. Indirect Effect
	Variables
	Original sample (O)
	Sample mean (M)
	Standard deviation (STDEV)
	T statistics (|O/STDEV|)
	P values

	Employee Engagement (X1) -> Meaning of Work (M) -> Employee Retention (Y)
	0.108
	0.11
	0.052
	2,073
	0.038

	Perceived Usefulness (X2) -> Meaning of Work (M) -> Employee Retention (Y)
	0.119
	0.122
	0.059
	2,024
	0.043


Source: Processed data, 2025
Meaningfulness of work was shown to act as a significant mediator in the relationship between the two predictor variables and employee retention. The indirect effect of employee engagement on retention is reflected in the coefficient value of 0.108, supported by a t-statistic of 2.073 and a p-value of 0.038. In addition, perceived usefulness also showed a mediating effect through meaning of work on employee retention, with a coefficient value of 0.119, a t-statistic of 2.024, and a p-value of 0.043. These findings indicate that increasing meaning of work plays an important role as a mechanism explaining how employee engagement and perceptions of program usefulness contribute to employees' decisions to remain in the organization.

c. Assess the Model's Explanatory Power
1) R-Square Value
The third stage in structural model evaluation focuses on assessing the model's ability to explain the dependent variable. This evaluation is conducted to determine the extent to which the PLS path model is able to represent the relationships contained in the research data. One commonly used measure to assess the explanatory power of a model is the coefficient of determination (R²). The R² value indicates the proportion of variance in the dependent variable that can be explained by the independent variables in the model. The higher the R² value, the greater the model's ability to explain and predict the phenomenon under study. The results of the R² calculation are presented in the following table.
[bookmark: _heading=h.e2cbq2t9kjde][bookmark: _heading=h.9ywtk7v71ou0][bookmark: _heading=h.6geudx6lhb7]Table 14. R-Square
	
	R-square
	R-square adjusted

	Meaning of Work (M)
	0.433
	0.425

	Employee Retention (Y)
	0.662
	0.655


Source: Processed data, 2025
Based on the information presented in the table, the Meaning of Work construct has an R-square value of 0.433 and an Adjusted R-square of 0.425. This indicates that the Employee Engagement and Perceived Usefulness variables are able to explain approximately 43.3% of the variation in Meaning of Work. The relatively small difference between the R-square and Adjusted R-square values ​​indicates that the model used is quite stable and does not show any indication of overfitting.
Furthermore, the Employee Retention construct showed an R-Square value of 0.662 with an Adjusted R-Square of 0.655. This finding indicates that 66.2% of the variation in Employee Retention can be explained by the variables Employee Engagement, Perceived Usefulness, and Meaning of Work. These values ​​reflect the model's strong predictive ability because the proportion of explained variance is relatively high. Similar to the previous construct, the small difference between the R-Square and Adjusted R-Square values ​​indicates that the model is not too complex and has a good level of generalization.

2) Effect Size Value
[bookmark: _heading=h.bof68r68r90u]The next step in evaluating a model's explanatory power is through effect size (f²) analysis. This analysis aims to determine the extent to which each independent variable contributes to the dependent variable in a structural model. Hair et al. (2022) stated that an f² value of 0.02 indicates a small effect, a value of 0.15 represents a moderate effect, and a value of 0.35 reflects a large effect. These criteria are used as guidelines in assessing the strength of each relationship between constructs. The results of the f² calculation for each construct are presented in the following table.
[bookmark: _heading=h.6sidwdnuef4i]
Table 15. Effect Size or f²
	
	Meaning of Work (M)
	Employee Retention (Y)

	Employee Engagement (X1)
	0.195
	0.195

	Meaning of Work (M)
	
	0.144

	Perceived Usefulness (X2)
	0.236
	0.285


Source: Processed data, 2025
The analysis results show that Perceived Usefulness has the greatest influence on Work Meaning, with an effect size of 0.236, which falls into the medium influence category. Meanwhile, Employee Engagement contributes with an f² value of 0.195, which falls within the small to medium influence range.
In the Employee Retention variable, Perceived Usefulness is again the factor with the most dominant influence, indicated by an effect size value of 0.285 and categorized as a medium influence. Furthermore, Employee Engagement has an f² value of 0.195 which is classified as small to medium, while Meaning of Work shows a lower influence with an f² value of 0.144 and is included in the small category. These findings indicate that the most effective strategy in increasing employee retention is to strengthen the perception of the program's usefulness, which is further supported by increased employee engagement and strengthening the perceived meaning of work.

3) Q²predict value
MAE (Mean Absolute Error) and RMSE (Root Mean Square Error) are metrics used to assess the predictive accuracy of a model, with lower values ​​indicating better predictive ability. However, both metrics are influenced by the scale of the dependent variable, so their interpretation cannot be absolute without considering the context of the data used. To address these limitations, Shmueli et al. (2019) recommend using Q²predict as an alternative in evaluating a model's predictive ability.
Q²predictQ²predict is a measure that compares the level of prediction accuracy of the PLS model with a simple comparison model (naïve model) that only relies on the average value of the training data. The Q²predict value is obtained by subtracting one from the division between the sum of the squares of the prediction errors of the PLS model and the sum of the squares of the prediction errors of the naïve model. If the Q²predict value is positive, it indicates that the PLS model has better predictive ability than the average-based approach, thus indicating the presence of predictive relevance in the model being tested.
[bookmark: _heading=h.eu14f2ugg155]Table 16. Q²predict
	
	[bookmark: _heading=h.2507imcp9va1]Q²predict
	RMSE
	MAE

	Meaning of Work (M)
	0.389
	0.8
	0.546

	Employee Retention (Y)
	0.59
	0.657
	0.479


Source: Processed data, 2025
Based on the Q²predict test results presented in Table 16, the Q²predict value for the Meaning of Work (M) variable was recorded at 0.389, while the Employee Retention (Y) variable had a value of 0.590. A Q²predict value above zero indicates that the model has adequate predictive ability. Furthermore, the Q²predict value for the Meaning of Work (M) variable reflects a moderate predictive ability, while the Q²predict value for the Employee Retention (Y) variable indicates a strong level of predictive ability. These findings indicate that employee engagement and perceived usefulness of CSR programs are able to predict the meaning of work quite well, and together with the meaning of work can explain and predict employee retention with a higher level of accuracy.

1. Hypothesis Testing
Hypothesis testing in this study was conducted through structural model analysis (inner model), which included evaluating the R-square value, path coefficient, and t-statistic value. The determination of whether to accept or reject the hypothesis was based on the level of significance of the relationship between constructs as indicated by the t-statistic and p-value. The testing process was carried out using SmartPLS 3.0 software using the bootstrapping method. The criteria used in this study stipulate that a relationship is declared statistically significant if it has a t-statistic value greater than 1.96, a p-value less than 0.05, and a positive path coefficient. A visual depiction of the hypothesis testing results is presented in Figure 3.
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[bookmark: _heading=h.ai0hobx0h52v]Figure 3. Hypothesis Testing Results
a. Direct Influence
Employee Engagement in the Meaning of Work
The relationship between Employee Engagement and Meaningful Work is indicated by a path coefficient of 0.369, with a t-statistic of 3.130 and a p-value of 0.002. Since the p-value is less than 0.05, the null hypothesis is rejected and the alternative hypothesis is accepted. These results indicate that increasing levels of employee engagement in organizational activities are correlated with stronger employee perceptions of the meaning felt in their work.

Employee Engagement on Employee Retention
The relationship between Employee Engagement and Employee Retention yielded a path coefficient of 0.312, a t-statistic of 3.777, and a p-value of 0.000, confirming the hypothesis. These findings indicate that higher levels of employee engagement significantly contribute to increased employee intention to remain with the company.
The Meaning of Work on Employee Retention
The relationship between Meaningful Work and Employee Retention is indicated by a path coefficient value of 0.293, with a t-statistic value of 3.052 and a p-value of 0.002. Since the p-value is below the significance limit of 0.05, it can be concluded that employee perceptions of meaningful work have a positive and significant influence on the decision to remain in the organization.
Perception of Benefit on Employee Retention
In testing the relationship between Perceived Benefit and Employee Retention, a path coefficient of 0.384 was obtained, with a t-statistic of 5.246 and a p-value of 0.000, indicating a strong and significant influence. These findings indicate that positive employee perceptions of the benefits of CSR programs directly increase their desire to remain employed and stay with the company.
Perception of Usefulness towards the Meaning of Work
Furthermore, testing the relationship between Perceived Usefulness and Meaning of Work yielded a path coefficient of 0.406, with a t-statistic of 3.598 and a p-value of 0.000. These findings strengthen the evidence that when employees perceive company policies or programs as valuable and beneficial, their level of meaning in the work they do also tends to increase.

b. Indirect Influence Through the Meaning of Work
Employee Engagement in the Meaning of Work
The indirect relationship test between Employee Engagement and Employee Retention through Work Meaning shows an influence value of 0.108, with a t-statistic value of 2.073 and a p-value of 0.038. Since the p-value is less than 0.05, the null hypothesis is rejected and the alternative hypothesis is accepted. This finding indicates a positive and significant mediation effect, where employee engagement plays a role in increasing work meaning first, which subsequently has an impact on increasing employee retention. Considering that the direct relationship between employee engagement and employee retention is also proven to be significant, the mediation pattern formed in this model can be categorized as partial mediation.
Employee Engagement on Employee Retention
Furthermore, testing the indirect relationship between Perceived Benefit and Employee Retention through Meaning of Work shows an influence value of 0.119, with a t-statistic value of 2.024 and a p-value of 0.043. Since the p-value is below the significance limit of 0.05, it can be stated that there is a positive and significant mediation effect. This finding indicates that employee perceptions of the benefits of company programs play a role in increasing the meaning of work, which in turn encourages increased employee intention to remain. Furthermore, the significance of both the direct and indirect paths indicates that the relationship forms a partial mediation pattern.

DISCUSSION
This study investigates the relationship between employee engagement in Corporate Social Responsibility (CSR) programs, specifically the digital-based Sedekah Sampah program, with work meaning and employee retention. Overall, the findings provide important insights into the influence of CSR programs on employees' perceptions of their work and how this influences their decision to remain with the organization. The results indicate that employee engagement in CSR, perceived usefulness of the program, and work meaning significantly influence employee retention. Furthermore, work meaning also serves as a mediator linking CSR engagement and perceived usefulness with the decision to remain with the company.
Employee engagement in CSR programs has a significant impact on the meaning of their work. This is confirmed by the analysis results, which show a path coefficient of 0.369, a t-statistic of 3.130, and a p-value of 0.002. Employee engagement is measured through indicators such as frequency of participation, emotional involvement, concern for program outcomes, and intrinsic motivation to engage in CSR activities (Gupta et al., 2021). All of these indicators reflect various aspects of engagement, including physical, emotional, and cognitive. The results of this study strengthen the argument that employee engagement in corporate social activities can strengthen their perception of the meaning of their work. The higher employee engagement in company-facilitated CSR programs, the greater the sense of meaning they experience in their daily work. Employees who perceive their work as positively contributing to society or the environment are more likely to view their work as more meaningful (Gupta et al., 2021).
The meaning of work itself, as the dependent variable in this study, was measured through several dimensions, namely the fit between the work and the employee's life values, the extent to which the work is considered personally important and meaningful, the social impact generated by the work, and a sense of pride in the contribution made (Lysova et al., 2019). This finding also aligns with previous research showing that employees who feel their work is connected to a larger social purpose tend to perceive their work as more meaningful. Wulandari's (2021) research emphasizes that direct involvement in CSR activities not only builds an emotional connection between employees and the organization but also strengthens employees' perceptions that their work has a positive impact on society. This is especially true for younger generations, such as Generation Z, who tend to place social values ​​as an important part of their work identity.
Furthermore, the study also shows that employees' perceptions of the usefulness of the Sedekah Sampah digital-based CSR program significantly impact their work meaning. With a path coefficient of 0.406, a t-statistic of 3.598, and a p-value of 0.000, these findings confirm that when employees perceive that the CSR program provides tangible contributions in social, environmental, and personal aspects, they tend to perceive their work as more valuable. Perceived usefulness is measured through four main indicators: environmental benefits, social contributions, personal benefits perceived by employees, and the extent to which the CSR program aligns with their personal values ​​(Farooq et al., 2016). These findings reinforce the findings of Lysova et al. (2019) who stated that perceived work benefits are closely related to increased work meaning and a more positive psychological state. In this context, even though the CSR program is implemented digitally, the perception of its usefulness can still strengthen employees' work meaning. This shows that the media for implementing CSR is not the main factor, but rather how the values ​​and impacts of the CSR program can be communicated clearly and felt by employees.
Work meaning was also found to have a significant influence on employee retention. A path coefficient of 0.293, a t-statistic of 3.052, and a p-value of 0.002 indicate that the higher employees' perceptions of the meaning of their work, the stronger their intention to remain with the organization. This study found that high work meaning increases employee loyalty and reduces their desire to leave the company. This is consistent with the research findings of Bilgihan and Nejad (2023), which showed that positive work meaning contributes to employee engagement and loyalty. Ramadhani (2021) also stated that employees who perceive their work as meaningful tend to have lower intentions to leave the organization. Therefore, companies that are able to create meaningful work for their employees, through various initiatives such as CSR that connect work to larger social goals, can strengthen employee retention, especially among the younger generation.
Employee involvement in CSR programs has also been shown to have a direct impact on retention. These findings indicate that the higher the level of employee involvement in CSR programs, the greater their likelihood of remaining with the company. With a path coefficient of 0.312, a t-statistic of 3.777, and a p-value of 0.000, these results support the findings of Ali and Zhang (2022), who stated that involvement in CSR creates a positive emotional connection between employees and the organization, which in turn increases their desire to stay. Puspitasari (2020) also added that involvement in CSR activities increases pride and loyalty, which contribute to the decision to remain with the company. In today's digital era, the success of CSR in increasing employee retention depends not only on physical interactions but also on the effectiveness of communication and the social impact generated through digital platforms.
This study also found an indirect effect of employee engagement on retention through work meaning as a mediator. These mediation results indicate that work meaning strengthens the relationship between CSR engagement and retention. This finding supports the research of Singh and Pradhan (2024) which shows that involvement in CSR programs can build strong work meaning, which in turn strengthens employee loyalty and retention. Work meaning serves as a psychological mechanism linking employee engagement in CSR programs with their decision to remain with the organization (Steger et al., 2012; Tasoulis et al., 2025). In other words, CSR engagement that results in strong work meaning will contribute to employees' decisions to remain with the company long-term.
Finally, the mediation analysis also showed that the perceived usefulness of CSR programs had an indirect effect on employee retention through work meaning. With a mediation effect value of 0.119, a t-statistic of 2.024, and a p-value of 0.043, these findings indicate that work meaning plays a significant role in linking perceived usefulness of CSR with employees' decisions to remain with the company. This is in line with research by Alshammari et al. (2019) which emphasized that positive perceptions of CSR can form a strong emotional bond between employees and the organization by increasing work meaning. Glavas and Piderit (2009) also argued that perceived usefulness of CSR can increase work meaning, which in turn strengthens employee loyalty to the company.
Practically, companies need to ensure that their CSR programs are not merely formalities but also deliver tangible impacts that are felt by employees. In a digital context, companies must effectively communicate the impact of CSR programs through various internal communication channels, including inspiring stories, beneficiary testimonials, and regular reports that highlight the social outcomes achieved. This approach will strengthen the perception of the CSR program's usefulness, which in turn will enhance employee work meaning and support long-term retention.

CONCLUSION
This study concludes that employee retention at PT Indocement Tunggal Prakarsa, Tbk. is significantly influenced by involvement in the digital-based CSR program Sedekah Sampah (Trash Charity), perceptions of the program's benefits, and the level of meaningfulness felt by employees at work. These three variables not only show a direct influence on employee retention but are also interconnected through a mediative relationship, where the meaning of work acts as a psychological pathway that strengthens the impact of CSR on loyalty. These findings suggest that active involvement and positive perceptions of the benefits of CSR programs can shape deep work meaning, which ultimately increases employee engagement with the company.
In general, the results of this study confirm that CSR programs designed with a participatory, values-based approach and delivered through digital media, such as Sedekah Sampah (Trash Charity), can be an effective internal strategy to strengthen the emotional connection between the organization and employees. When employees feel that their contributions to the company's social programs have a real impact and align with their personal values, the meaning of their work increases, which in turn impacts long-term loyalty. For large industrial companies like Indocement, integrated CSR management with HR strategies will be increasingly important, especially in addressing the needs of the younger workforce, such as Gen Z, who highly value values, transparency, and social contributions in the workplace.
However, this study has limitations because it was conducted in only one company and focused on one type of CSR program. Therefore, the generalizability of the results to other industrial or organizational contexts remains limited. To broaden our understanding, future research is recommended to involve companies from various industrial sectors and include respondents with more diverse demographic backgrounds. Furthermore, adding other variables such as job satisfaction, trust in the organization, or leadership style could also enrich the conceptual model and provide more comprehensive insights.
The use of a longitudinal approach or qualitative methods is also recommended to explore how perceptions of CSR and the meaning of work evolve over time. This approach can provide a deeper and more contextual understanding of the dynamics of employee engagement with the organization over the long term, as well as the ongoing role of CSR in shaping employee values, attitudes, and loyalty.
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ABSTRACT


 


This study aims to analyze the influence of employee engagement and perceived 


program usefulness on 


employee retention with the meaning of work as a mediating 


variable in the implementation of the digital


-


based CSR program Sedekah Sampah 


(Trash Charity) at PT Indocement Tunggal Prakarsa Tbk. The CSR program is part of 


the company's sustainability strateg


y that is not only oriented towards 


environmental impacts but also designed to increase active employee participation 


through the process of internalizing company values. This study uses a quantitative 


approach with the Structural Equation Modeling


–


Partial


 


Least Squares (SEM


-


PLS) 


analysis method. The research data were obtained from 169 respondents who met 


the criteria as active participants of the Sedekah Sampah program. The results show 


that employee engagement and perceived program usefulness have a posi


tive effect 


on the meaning of work and employee retention, both directly and indirectly 


through the meaning of work as a mediating variable. These findings indicate that 


participatory CSR not only contributes to the formation of the company's external 


imag


e but also has significant implications for employee work attitudes and loyalty. 


Theoretically, this study strengthens the role of the meaning of work within the CSR 


framework, while practically provides managerial recommendations for designing 


sustainabil


ity programs that position employees as important actors in achieving 


company goals.


 


Keywords: Corporate Social Responsibility, employee engagement, perception of 


usefulness, meaning of work, employee retention.


 


 


INTRODUCTION


 


In an increasingly 


competitive workplace, companies face the challenge of 


retaining high


-


performing employees. One approach deemed increasingly relevant 


is strengthening employee engagement through meaningful programs, such as 


Corporate Social Responsibility (CSR), which is 


also part of a company's primary 


strategy for creating shared value. As CSR practices evolve, digital


-


based and 


participatory approaches have emerged that are not only aimed at the external 


community but also directly involve employees in the implementatio


n and 


internalization of company values. This approach is believed to not only strengthen 


a company's reputation externally but also have an internal impact on work 


attitudes, behaviors, and workforce sustainability. Active employee involvement in 


CSR prog


rams is seen as enhancing a sense of belonging and strengthening 


emotional bonds with organizational values 


(Kim et al., 2021).


 


PT Indocement Tunggal Prakarsa Tbk. is the only company in the cement 


industry that implements this approach through a digital


-


based Sedekah Sampah 
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