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ABSTRACT

The rise of self-employment highlights the need to understand its implications
on workers engagement, especially for those in economically dependent Solo
Self-Employment (EDSSE) and Necessity Self-Employment (NSE). This study
aims to examine the effects of these two self-employment types on skill discre-
tion, rewards, autonomy, and work engagement, as well as the mediating roles
of these three intrinsic job resources. Using a quantitative approach, data were
collected via questionnaires from self-employed individuals in Jakarta who have
worked for at least one year. Partial Least Square (PLS) analysis was employed
to evaluate the relationships between variables. The results reveal that both
EDSSE and NSE positively influence skill discretion, rewards, autonomy, and
work engagement. Furthermore, these intrinsic job resources mediate the re-
lationship between self-employment types and work engagement, highlighting
their pivotal role. The findings emphasize that both direct and mediated ef-
fects contribute positively to work engagement among self-employed workers.
This research offers practical insights into the role of intrinsic resources in en-
hancing engagement and provides theoretical contributions to self-employment
literature. Further studies are suggested to explore the moderating influence of
demographic and contextual factors in different self-employment settings.
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1. INTRODUCTION
As the economy develops, more and more individuals are choosing to work independently. Inde-

pendent workers are divided into two, namely Economically Dependent Solo Self-Employed (EDSSE), which
depends on the main contractor, and Necessity Self-Employment (NSE), which works independently due to
economic needs. The government encourages entrepreneurial values among its staff. Neoliberalism glorifies
entrepreneurs as a symbol of personal and professional success, portraying them as independent, proactive,
and highly committed. Work involvement is an important component in entrepreneurial rhetoric. However,
research on the work involvement of self-employed people is still limited, so it is important to know whether
they are actually involved in the work as believed [1].

The employment landscape has changed with the rise of self-employment, divided into two categories,
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namely the economically dependent self-employed, those who are self-employed due to economic limitations,
and the self-employed out of necessity, who do so because there is no other option. Understanding the impli-
cations of these two types of entrepreneurship on work engagement is important in today dynamic workforce
[2].

The increase in independent entrepreneurship is shown by the increasing growth of Micro, Small and
Medium Enterprises (MSMEs).

Figure 1. MSME Data 2018-2023

Based on the data above, it can be seen that the number of MSMEs has fluctuated leading to growth. In
2018 the number of MSMEs was 64.19 million which then increased by 1.98% to 65.47 million. However, this
number decreased by 2.24% to 64 million which was affected by Covid-19. The number of MSMEs increased
again by 2.28% in 2021 to 65.46 million and again increased by 1.52% to 66 million in 2023. This shows an
increase in the number of entrepreneurs from year to year [3].

Figure 2. Number of MSMEs in Indonesia in 2022
Source: umkmindonesia.id

https://ukmindonesia.id/baca-deskripsi-posts/data-umkm-jumlah-dan-pertumbuhan-usaha-mikro-kecil-dan-menengah-di-indonesia#google_vignette
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Based on the image above, the province with the highest MSMEs is West Java, then in second place
is Central Java, followed by the province of East Java. The fourth position is occupied by DKI Jakarya and
the fifth is North Sumatra. The data above shows that the growth of MSMEs in Indonesia is still uneven
because the top four positions are provinces on the island of Java. This can be due to the uneven distribution
of Human Resources (HR). Due to their high growth rate, MSMEs also require careful and appropriate use
of human resources to ensure their high performance, effectiveness, and efficiency. Changes in the research
paradigm and organizational capacity have caused HR management to grow rapidly and become one of the
most important assets of the organization [4]. Employees must work as best as possible and have a connection
with the company for business success to be realized. Effective HR management will facilitate the process of
achieving the company work quality goals. Workers who are highly engaged in work and think positively will
do more work faster [5].

In Indonesia, Micro, Small, and Medium Enterprises (MSMEs) are classified into three different cate-
gories based on their asset size and annual sales revenue. This classification helps in providing targeted support
and resources to businesses according to their scale and needs. The following are the types of MSMEs in
Indonesia:

• Micro Enterprises are the smallest scale businesses in Indonesia. Assets: The business has assets ex-
cluding land and buildings worth up to IDR 50 million (approximately USD 3.500). Their annual sales
revenue does not exceed Rp 300 million (around USD 21.000).

Examples: Small roadside stalls, home-based businesses, street vendors, and small-scale artisans.

• Small Business is a small business that is slightly larger than a micro business but still operates on a
relatively small scale. They have assets outside the land and buildings that are worth more than Rp 50
million but less than Rp 500 million (about USD 35.000). Their annual sales revenue ranges from IDR
300 million to IDR 2.5 billion (around USD 175.000).

Examples: Local shops, small manufacturing units, small restaurants, and service providers such as small
workshops and consulting firms.

• Medium businesses are larger than small businesses but not as large as large corporations. The business
has assets excluding land and buildings worth between Rp 500 million to Rp 10 billion (about USD
700.000). Their annual sales revenue ranges from IDR 2.5 billion to IDR 50 billion (around USD 3.5
million).

Examples: Larger retail stores, mid-scale factories, import-export businesses, and larger service providers
such as mid-scale IT companies and construction companies.

This classification is critical for the implementation of policies and programs designed to support
MSMEs, such as access to financing, training, and market opportunities. The Indonesian government and vari-
ous development agencies are tailoring their support based on these categories to drive growth, competitiveness
and sustainability among MSMEs.

A study on the level of employee engagement around the world was conducted by Gallup. Gallup
conducted research on employees in 155 countries. The employees studied from each country amounted to
1,000 people with an age range of 23-65 years. The results of the study show that the level of employee work
engagement is still very low. The report shows that 85% of employees worldwide feel disengaged with their
work and in Southeast Asia only 19% of employees are engaged with their work. The same survey showed that
76% of employees in Indonesia felt unengaged with their work. Indonesia is also the country with the highest
percentage of unengaged employees compared to other countries in Southeast Asia.

Research on the level of work engagement in Indonesia has also been conducted by Shabrina and
Mardiawan in Bandung. The results of the study stated that there were 30% of employees with a high level of
work engagement and 70% of employees with a low level of work engagement. From the data above, it can
be seen that work engagement in Indonesia is still low. Therefore, the company must pay special attention to
employees so that they can maintain the quality of the company. Work engagement must also be maintained so
that employees avoid the phenomenon of burnout, which is an employee who feels physically and emotionally
tired because of his work. If the level of employee work engagement is high, employees will not only feel
happy while doing their tasks, but also willing to spend more time at work.
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Work engagement is needed by companies if a company wants to grow. Lack of work engagement can
make employees feel less enthusiastic about work. This condition makes employees feel always burdened at
work and feel less productive. This makes employees think about leaving their jobs and looking for new jobs.
If many employees leave the company, it can be detrimental to the company. Companies can lose valuable
knowledge, skills, and abilities in employees, as well as lose pre-established coordination patterns. Therefore,
low work engagement can lead to a decline in overall company performance [6].

Based on the results of a survey conducted by One CareerBuilder on the millennial generation, it is
known that 45% of college graduates who have just been recruited by a company only want to stay in the
company for two years. In addition, based on the Indonesia Millenials Report 2019, 35.1% of Indonesian
millennials admitted that they would work in the same place within two to three years and only 13.1% of
millennials made ten years the ideal time to work in the same place. The results of the survey show that the
millennial generation has poor engagement in their work [7]. Based on the existing phenomenon related to work
engagement, especially in Generation Y employees, employees feel tired of their work routines, employees can
work seriously when they are under pressure related to tasks that must be completed and feel less enthusiastic
because they have to face work challenges.

Economically dependent self-employed workers often face difficult economic conditions, which can
potentially impact their overall work engagement. Economic uncertainty and financial stress are negatively
related to work attachment, thus emphasizing the importance of considering economic factors in understanding
the level of involvement of self-employed individuals. Self-employment due to need, driven by external cir-
cumstances, can have different impacts on individuals. Entrepreneurs in need may experience increased stress
due to financial stress, potentially affecting their engagement. Understanding the unique challenges faced by
self-employed individuals due to necessity is essential to understand their level of work engagement.

In most cases, self-employed people work for multiple customers without placing themselves in hi-
erarchical subordination to them. However, recent discussions have turned our attention to situations where
self-employed people are officially classified as self-employed, but do not benefit from those advantages. from
entrepreneurs. Instead, they are economically dependent on a number of clients who are their biggest source
of income. For reasons of cost control, more and more employers are hiring independent workers to perform
the work that is usually done by workers, as this allows them to avoid, among other things, minimum wage,
compensation in the event of dismissal, holiday pay and payment for sick leave.

The risk of entrepreneurship is shifted to contracted self-employed workers. This means that the
quantity of work for independent workers is highly dependent on the main client. Economically dependent
self-employed are increasingly found in two different niches of the labor market: among high-skilled (liberal)
professions, and among low-skilled side hustles. These activities are characterized by a high level of expertise,
specialization and competence resulting in a strong labour market position, although the workers involved are
often dependent on a single employer. At the same time, in the lower labor market, the activities of non-core and
low-skilled companies are also increasingly contracted to low-skilled and self-employed workers. Especially
the latter situation is usually related to negative psychosocial consequences that have a major impact on health,
such as increased insecurity, low feelings of control over one work life, and low feelings of autonomy and
competence which can all contribute to low work engagement.

2. LITERATURE REVIEW
2.1. The Influence of Economically Dependent Solo Self-Employment on Skill Discretion

Solo self-employed are individuals who work independently without employees. Economically de-
pendent self-employed solo depend on one or a few key customers for their income. Skill discretion refers to
the freedom of individuals to use skills and knowledge in their work. Reliance on one key customer can reduce
skill discretion because workers have to adapt their work to the needs of that customer. However, research
shows different results. Stephan found that economically dependent self-employed workers have a higher level
of skill discretion compared to those who have a more diverse client base. [8] and [9] also found a posi-
tive correlation between economic dependence and skill discretion, highlighting the importance of economic
dependence in encouraging skill development.

H1: Economically Dependent Solo Self-Employment Positively Influences Skill Discretion.

https://cdn.idntimes.com/content-documents/indonesia-millennial-report-2019-by-idn-times.pdf
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2.2. The effect of Economically dependent solo self-employed on Rewards
Economic dependence on one or a few key customers can affect the various forms of appreciation

received by self-employed solos. Rewards include financial aspects such as income, as well as non-financial
aspects such as recognition, job satisfaction, and flexibility. Individuals who rely on key customers may face
higher financial uncertainty, but can also benefit from closer working relationships. Research by Kautonen
found that economically dependent self-employed workers reported higher levels of income satisfaction than
workers with multiple clients. This dependency can increase appreciation for financial rewards and a sense
of accomplishment. [9] also showed that self-employed workers with economic dependence tend to engage
in job-creating behaviors, which allows them to tailor tasks to their preferences, thereby increasing intrinsic
rewards such as satisfaction and enjoyment. Additionally, recognition and praise from key clients can increase
their sense of validation and motivation. Understanding the influence of economic dependence on rewards can
help companies and workforce policies design sustainable reward strategies, paying attention to various aspects
of self-reliance worker satisfaction and well-being.

H2: Economically dependent solo self-employed has a positive effect on Rewards.

2.3. The Influence of Economically Dependent Solo Self-Employment on Autonomy
Independent workers who are economically dependent on a few key customers may lose autonomy

because such dependency limits control over time, project types, and strategic decisions. Although it is consid-
ered to have high autonomy, economic dependence can reduce the level of control of individuals. It emphasizes
the need to understand the relationship between economic dependence and autonomy in order to design policies
that support the independence of self-employed workers in a changing economy.

Research by Richter and Welter found that economically dependent self-employed workers reported
greater autonomy in decision-making compared to those with a diverse client base. This autonomy stems from
the need to navigate their work environment independently to maintain relationships with clients and secure
future revenue. Additionally, single self-employed individuals who are economically dependent may have the
freedom to choose projects and set their schedules, allowing them to align work with their preferences and
priorities. The research of [10] highlights that economic dependency can empower self-employed individuals
to exercise greater control over their work processes, thus leading to increased autonomy and flexibility.

H3: Economically Dependent Solo Self-Employment Positively Influences Autonomy.

2.4. Economically dependent solo self-employed influence on Work Engagement
Economic dependence on key customers can affect the work engagement of self-employed workers.

While this is often thought to reduce motivation, research shows that economic dependency can actually in-
crease engagement by encouraging deeper investment in work to maintain client relationships and revenue
[11]. It can also increase a sense of belonging and responsibility towards the outcome of the work, which in
turn increases the dedication and enthusiasm of Van Gelderen.

The research of [2] highlights that economic dependency fosters a deep commitment to work among
the self-employed, resulting in higher levels of work engagement compared to those with a more diverse client
base. In addition, economic dependence can provide a sense of purpose and satisfaction for sole proprietors,
thus contributing to their overall job satisfaction and engagement. The positive relationship between economic
dependency and work engagement underscores the importance of autonomy and accountability in shaping the
work experience of self-employed individuals.

H4: Economically dependent solo self-employed has a positive influence on Work Engagement.

2.5. The Influence of Necessity Self-Employment on Skill Discretion
Necessity self-employment refers to a situation in which an individual chooses to become self-employed

not because of a career choice, but rather because of economic instability or a lack of formal employment op-
tions. In this condition, skill discretion, which is the extent to which individuals can use and develop their skills
at work, can be affected. Necessity self-employment is often associated with less high-skill-oriented work, and
individuals may face limitations in exercising creativity or freedom in managing their skills. Therefore, an
understanding of the effect of necessity self-employment on skill discretion can provide insight in designing
economic policies that support the skill development and independence of independent workers, especially in
the context of work that arises from needs rather than choices [12].

Research by [8] found that individuals who engage in entrepreneurship out of necessity often develop
a diverse range of skills necessary to adapt to various tasks and roles, thus leading to an increase in skill wis-
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dom. In addition, individuals who work independently out of necessity often face challenging and diverse
tasks in their entrepreneurial ventures, requiring the utilization and refinement of various skills. Exposure to
these diverse responsibilities increases their autonomy in skill dissemination and decision-making, thus con-
tributing to greater skill wisdom. The research of Kautonen highlights that need-driven entrepreneurs tend to
perform more skill-enhancing activities compared to opportunity-driven entrepreneurs, thus further supporting
the positive relationship between entrepreneurs due to skill needs and wisdom.

H5: Necessity self-employment has a positive effect on Skill discretion.

2.6. Effect of Necessity self-employment on Rewards
Necessity self-employment often arises as a result of economic necessity rather than career choice,

which can affect the type and level of reward that the individual receives [13]. Self-employed workers who
engage in necessity self-employment may face challenges in obtaining stable and consistent financial rewards,
as their work tends to be more related to urgent needs than added value or creativity. In addition, rewards in
the form of professional recognition or job satisfaction can also be affected by limitations in the scope of work
that may not always be in accordance with individual skills or interests. Therefore, a deep understanding of
the effect of necessity self-employment on rewards can help in designing policies that support the welfare and
motivation of self-employed workers, especially those who pursue self-employment due to urgent economic
needs.

Fossen and König revealed that need-driven entrepreneurs often experience increased satisfaction with
their income and financial rewards compared to their counterparts who work as wage workers. The increased
appreciation of financial rewards may come from the autonomy and control over the income generation inherent
in entrepreneurship. In addition, individuals who work independently out of necessity tend to get intrinsic
rewards from their entrepreneurial ventures. Research by [2] shows that need-driven entrepreneurs often report
higher levels of satisfaction and satisfaction in running their businesses, thus contributing to overall well-being
and life satisfaction.

H6: Necessity self-employment has a positive effect on Rewards

2.7. The Effect of Necessity Self-employment on Autonomy
Necessity self-employment, which arises in response to economic needs rather than career aspirations,

can result in lower levels of autonomy. Individuals who engage in necessity self-employment may be limited
in choosing the type of job or project they want, as their decisions are often driven more by financial need than
personal preference [14]. In addition, reliance on projects that arise as an emergency can reduce the freedom to
plan work schedules or set long-term work strategies. Therefore, a deep understanding of the effect of necessity
self-employment on autonomy can provide valuable insights into designing policies that support independence
and freedom of decision for self-employed workers, even when they are engaged in self-employment arising
from urgent economic needs.

Research conducted by Welter and Richter highlights that need-driven entrepreneurs show a strong
sense of ownership and responsibility for their businesses, thereby encouraging autonomy in decision-making
and strategy implementation.

H7: Necessity self-employment has a positive effect on Autonomy

2.8. The Influence of Necessity Self-Employment on Work Engagement
Necessity self-employment, which arises as a result of economic need, can affect the level of work

engagement due to financial pressures that may reduce satisfaction and intrinsic motivation in carrying out
tasks [15]. Individuals who engage in necessity self-employment may face challenges in finding personal
meaning and satisfaction in their work, as their decisions are influenced more by needs than career aspirations.
Although self-employed workers are often associated with high levels of engagement because they have control
over their work, urgent economic needs can limit their level of motivation and focus on work [16]. Therefore,
understanding the influence of necessity self-employment on work engagement can provide important insights
in developing support strategies and policies that encourage the involvement and well-being of self-employed
workers, especially in the midst of underlying economic challenges [17].

The research of Kautonen highlights that need-driven entrepreneurs tend to have a high commitment
to their business, thereby increasing job engagement rates compared to other types of work [18]. Entrepreneur-
ship due to necessity provides individuals with opportunities for skill development and autonomy, which can
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increase a sense of competence and satisfaction in their jobs, thus contributing to higher levels of work engage-
ment. This involvement is further strengthened by the meaningful relationships that individuals develop with
their work and the sense of accomplishment that comes from overcoming challenges [2].

H8: Necessity self-employment berpengaruh positif terhadap Work Engagement

2.9. The Effect of Skill Discretion on Work Engagement
Discretion skills reflect an individual’s ability to make decisions and apply creativity in carrying out

tasks that require special skills. Workers who have a high level of skill discretion may be more likely to engage
positively in their work because they can feel the immediate impact of their skill contributions. The ability
to use and develop skills can also increase a sense of accomplishment and job satisfaction, which in turn can
increase engagement rates. Therefore, understanding the positive relationship between skill discretion and
work engagement can provide valuable insights into designing a work environment that facilitates the optimal
use of individual skills and supports high work engagement.

Research by Bakker and Demerouti shows that employees who have greater autonomy and control
over their job tasks, including the flexibility to use their skills, tend to experience higher levels of engagement.
Moreover, the research of Petrou highlights that skill wisdom plays an important role in fostering a sense of
mastery and achievement in employees, which is a key component of work engagement [19]. When individuals
have the opportunity to apply their skills and make meaningful contributions to their work, they will be more
likely to feel motivated and invested in their tasks.

H9: Skill discretion has a positive effect on Work Engagement

2.10. The Effect of Rewards on Work Engagement
Rewards can include financial rewards, recognition of achievements, career development opportuni-

ties, or other non-financial factors. When workers feel valued and recognized, this can increase their motivation
and engagement at work [20]. Fair financial rewards and rewards for contributions can create a positive bond
between workers and work, increasing a sense of ownership over the tasks undertaken. Conversely, a lack of
recognition or inequality in the provision of rewards can be detrimental to work motivation and engagement
[21]. Therefore, a good understanding of how rewards affect work engagement can help companies design
reward systems that support workers well-being and motivate them to engage optimally in their work.

Harter found that employees who felt adequate reward and recognition for their contributions tended
to be more engaged in their work. This highlights the importance of extrinsic rewards, such as monetary com-
pensation and praise, in encouraging engagement. In addition, intrinsic rewards, such as a sense of achievement
and personal growth, also positively affect work engagement. Research conducted by Deci and Ryan shows
that when employees feel autonomy, competence, and connectedness in their work, they tend to experience in-
trinsic motivation and engagement. In addition, research conducted by Grant highlights the role of meaningful
work as reward, which encourages engagement by giving employees a sense of purpose and satisfaction.

H10: Rewards have a positive effect on Work Engagement

2.11. The Effect of Autonomy on Work Engagement
Autonomy allows individuals to align their work with their preferences, strengths, and values, leading

to a deeper sense of satisfaction and satisfaction. Research conducted by [22] highlights that when employees
have the freedom to make decisions and choose how to perform their tasks, they tend to experience intrinsic
motivation and engagement. In addition, autonomy fosters a sense of ownership and responsibility for the
results of one work, further increasing engagement. A study by Baard emphasizes the importance of leader-
ship that supports autonomy in encouraging engagement by empowering employees to take initiative and take
control of their work processes [23].

H11: Positive autonomy towards Work Engagement

2.12. The Effect of Economically Dependent Solo Self-employed on Work Engagement with Skill dis-
cretion as a Mediation Variable

Skills wisdom, which refers to the autonomy and control that individuals have over their job tasks,
plays an important role in improving work engagement [24]. Research by Demerouti shows that employees who
feel a higher level of skill discretion experience greater engagement, as they tend to feel motivated, competent,
and absorbed in their tasks. In addition, skill discretion acts as a mediator in the relationship between economic
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dependence and engagement work a study by Van Gelderen highlights that skill discretion may partially explain
the positive impact of economic dependence on work engagement among single self-employed [25].

H12: Economically dependent solo self-employed has a positive effect on Work Engagement with
Skill discretion as a mediating variable.

2.13. The Effect of Economically Dependent Solo Self-employed on Work Engagement with Rewards
as a Mediation Variable

Research by Harter shows that employees who feel adequate appreciation and recognition for their
contributions tend to be more engaged in their work. This includes self-employed individuals who rely on
positive feedback and financial stability to maintain motivation and commitment. In addition, rewards act as a
mediator in the relationship between economic dependency and work engagement among solo self-employed.
A study conducted by [8] highlighted that rewards may partly explain the positive impact of economic depen-
dence on work engagement, as individuals are motivated by the financial and intrinsic benefits associated with
their work.

H13: Economically dependent solo self-employed has a positive effect on Work Engagement with
Rewards as a mediating variable.

2.14. The Effect of Economically Dependent Solo Self-employed on Work Engagement with Autonomy
as a Mediation Variable

Research conducted by Deci and Ryan shows that employees who feel a high level of autonomy ex-
perience greater intrinsic motivation and engagement, as they feel a sense of ownership and responsibility for
the results of their work. In addition, autonomy acts as a mediator in the relationship between economic depen-
dence and employment engagement among sole self-employed. A study by [2] highlights that autonomy may
partly explain the positive impact of economic dependence on work engagement, as individuals are empowered
to align their job duties with their preferences and strengths [26].

H14: Economically dependent solo self-employed has a positive effect on Work Engagement with
Autonomy as a mediating variable.

2.15. The Effect of Necessity Self-employment on Work Engagement with Skill discretion as a Media-
tion Variable

Research conducted by Bakker and Demerouti shows that employees with a high level of skill dis-
cretion experience greater engagement, because they feel empowered and competent in their job duties [27].
In addition, skill wisdom acts as a mediator in the relationship between entrepreneurial needs and work en-
gagement. The research of [22] highlights that skills wisdom can partly explain the positive impact of en-
trepreneurial needs on work engagement, as individuals with diverse skills are better able to align their tasks
with their abilities and interests, leading to increased engagement.

H15: Necessity self-employment has a positive effect on Work Engagement with Skill Discretion as
a mediating variable

2.16. The Effect of Necessity Self-Employment on Work Engagement with Rewards as a Mediation
Variable

Research by Harter shows that employees who feel adequate appreciation and recognition for their
contributions tend to be more engaged in their work. This includes self-employed individuals who rely on
positive feedback and financial stability to maintain motivation and commitment. A study conducted by [8]
highlighted that rewards can partly explain the positive impact of entrepreneurial needs on work engagement,
as individuals are motivated by the financial and intrinsic benefits associated with their work.

H16: Necessity self-employment has a positive effect on Work Engagement with Rewards as the
mediating variable.

2.17. The Effect of Necessity Self-Employment on Work Engagement with Autonomy as a Mediation
Variable

Research conducted by Deci and Ryan shows that employees who feel a high level of autonomy
experience greater intrinsic motivation and engagement, as they feel a sense of ownership and responsibility
for the results of their work. Furthermore, [2] highlight that autonomy can partly explain the positive impact
of entrepreneurial needs on work engagement, as individuals with greater autonomy will be better able to align
their work with their preferences and values, leading to increased engagement.
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H17: Necessity self-employment has a positive effect on Work Engagement with Autonomy as a
mediating variable.

Figure 3. Research Model

The research method applied in this study is a quantitative approach using an associative research
strategy. The quantitative approach was chosen because it allows for the collection of numerically measurable
data, thus allowing for a more systematic and objective analysis [28]. Associative research strategies are used
to explore the relationship between two or more variables, in this case independent variables (X) and depen-
dent variables (Y). The population of this study is all employees from Micro, Small, and Medium Enterprises
(MSMEs) operating in the Jakarta area. The sample was selected using a purposive sampling technique, where
MSME employees who have worked for at least one year and are domiciled in Jakarta are considered rele-
vant research subjects. The number of samples taken was as many as 100 respondents, which was considered
representative enough for multivariate analysis using PLS-SEM [29].

Primary data was collected through filling out questionnaires online using Google Form. The ques-
tionnaire used refers to the Likert scale with a rating range from 1 to 5, where 1 indicates ”Strongly Disagree”
and 5 indicates ”Strongly Agree”. This approach was chosen because it allows the measurement of respondents
attitudes, opinions, and perceptions towards the phenomenon studied by [30].

Data analysis was carried out in two main stages, namely measurement analysis (outer model) and
structural analysis (inner model) using the Partial Least Square Structural Equation Modeling (PLS-SEM)
method. Measurement analysis involves validity and reliability tests, including convergent validity, average
variance extracted (AVE), and discriminant validity tests [31]. Meanwhile, structural analysis aims to test the
hypothesis proposed in the study, by looking at R-square, hypothesis testing using the Bootstrapping method,
and predictive relevance with Q2 values.

By using this approach, it is hoped that this study can provide a deep understanding of the relationship
between the variables studied and provide valuable insights for the development of appropriate strategies in
increasing engagement and job satisfaction among MSME employees in Jakarta [32].

3. RESEARCH METHOD
In this study, the majority of the respondents are male, making up 61.4% of the total participants,

while 38.6% of the respondents are female. Among the participants, the most common level of education
is a bachelor degree (S1), held by 78.2% of the respondents. Additionally, 16.8% of the respondents have
completed a diploma (D3), and 3.5% have attended high school or vocational education. Only a small portion
of the respondents, 1.5%, have completed Postgraduate Studies (S2) [33].

When considering age, the largest group of respondents is between 21 and 25 years old, accounting
for 77.7% of the sample. The next largest group is aged between 26 and 30 years, comprising 20.8% of the
respondents [34]. A small number of participants are older than 30 years, making up 1%, while only 0.5% of
respondents are younger than 21 years.

In the test of the measurement model (outer model), 2 measurements are carried out, namely the reality
test, the validity test.
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Figure 4. Actual Test Path Model

Based on Table 1, the results of the outer loading test indicate that all indicators in this study have a
loading value >0.7. This suggests that all indicator items are considered valid for the purposes of this study.

Table 1. Outer Loading Results
Items A EDSSE NSE R SD WE
A1 0.852
A2 0.813
A3 0.860
A4 0.823
A5 0.839
EDSSE1 0.817
EDSSE2 0.886
EDSSE3 0.776
EDSSE4 0.834
EDSSE5 0.829
NSE1 0.857
NSE2 0.803
NSE4 0.822
NSE5 0.815
NSE6 0.902
R2 0.900
R4 0.902
R5 0.897
SD2 0.873
SD4 0.883
SD5 0.875
WE1 0.793
WE1 0.793
WE2 0.812
WE3 0.815
WE4 0.831
WE5 0.860

Furthermore, the convegerent validity analysis carried out after the loading factor is the AVE test.
The AVE measurement is used to assess the validity of the convegerent of the construct. As well as for the
assessment of the AVE must be greater than 0.5.
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Table 2. AVE Table
Indicator BIRD
Autonomy 0.701
Economically Dependent Solo Self-Employed 0.688
Necessity Self-Employment 0.706
Rewards 0.810
Skill Discretion 0.770
Work Engagement 0.676

Results from Table 2. indicates that all variables have passed the threshold set for AVE, which is 0.5.
Therefore the validity of convergence has been established.

Table 3. Discriminant Validity HTMT
Variable Autonomy Economically

Dependent
Solo Self-
Employed

Necessity
Self-
Employment

Rewards Skill Dis-
cretion

Autonomy
Economically
Dependent Solo
Self-Employed

0.802

Necessity Self-
Employment

0.884 0.811

Rewards 0.882 0.628 0.755
Skill Discretion 0.703 0.534 0.680 0.550
Work Engagement 0.819 0.750 0.706 0.649 0.509

Based on the results in Table 3, it is known that all variables in this study have an HTMT value <
0.9. Therefore, the validity of discrimination can be established. Table 2 can be seen that the validity of
discrimination has been achieved, where the value of each variable is below 0.9 but in general, all HTMT
approaches detect the problem of the validity of discrimination so that it can be declared valid.

The next test is to test multicollinearity using Variance Inflation Factor. The threshold for VIF is 5,
which if an indicator exceeds that value, it is evidence that there is multicollinearity, and indicates that the
indicator is excessive or no longer necessary.

Table 4. VIF Inner Table
Variable Autonomy Economically

Dependent
Solo Self-
Employed

Necessity
Self-
Employment

Rewards Skill Dis-
cretion

Autonomy 4.672
Economically
Dependent Solo
Self-Employed

2.962 2.962

Necessity Self-
Employment

2.962 2.962 2.962

Rewards 4.036
Skill Discretion 4.220

Based on Table 4 it is known that the VIF values of all indicators are below 5, a threshold that means
there is no multicollinearity. Thus, it can be concluded that the data in this study has been free from multi-
collinearity.
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Table 5. Hypothesis Test Table (Path Coefficient)
H Variable relationships Path

Coeffi-
cient

t-
statistics

P-Value Conclusion

H1 Economically dependent solo self-
employed has a positive effect on skill
discretion

0.338 3.518 0.000 Supported

H2 Economically dependent solo self-
employed has a positive effect on Re-
wards

0.383 3.330 0.001 Supported

H3 Economically dependent solo self-
employed has a positive effect on Au-
tonomy

0.515 9.802 0.000 Supported

H4 Economically dependent solo self-
employed has a positive influence on
Work Engagement

0.094 0.929 0.353 Not Sup-
ported

H5 Necessity self-employment has a posi-
tive effect on Skill discretion

0.583 5.967 0.000 Supported

H6 Necessity self-employment has a posi-
tive effect on Rewards

0.540 4.888 0.000 Supported

H7 Necessity self-employment has a posi-
tive effect on Autonomy

0.462 8.516 0.000 Supported

H8 Necessity self-employment has a posi-
tive effect on Work Engagement

0.355 3.761 0.000 Supported

H9 Discretion skills have a positive effect
on Work Engagement

0.271 2.101 0.036 Supported

H10 Rewards have a positive effect on
Work Engagement

-0.102 0.793 0.428 Not Sup-
ported

H11 Positive autonomy towards Work En-
gagement

0.360 3.504 0.000 Supported

H12 Economically dependent solo self-
employed has a positive effect on
Work Engagement with Skill discre-
tion as a mediating variable

0.092 1.660 0.097 Not Sup-
ported

H13 Economically dependent solo self-
employed has a positive effect on
Work Engagement with Rewards as a
mediating variable

-0.039 0.741 0.459 Not Sup-
ported

H14 Economically dependent solo self-
employed has a positive effect on
Work Engagement with Autonomy as
a mediating variable

0.185 3.188 0.001 Supported

H15 Necessity self-employment has a pos-
itive effect on Work Engagement with
Skill discretion as a mediating variable

0.158 2.062 0.039 Supported

H16 Necessity self-employment has a pos-
itive effect on Work Engagement with
Rewards as a mediating variable

-0.055 0.787 0.431 Not Sup-
ported

H17 Necessity self-employment has a pos-
itive effect on Work Engagement with
Autonomy as a mediating variable

0.166 3.355 0.001 Supported



276 ❒ E-ISSN: 2656-8888 | P-ISSN: 2655-8807

4. RESULT AND DISCUSSION
After processing the actual data of 160 respondents, all hypotheses were supported; Hypothesis 1

states that Economically dependent solo self-employed has a positive effect on Skill discretion has a Path
coefficient value of 0.338 and a t-statistics value of 3.518 >1.65 and a p-value of 0.000 < 0.05. Therefore, it
can be concluded that H1 is supported.

The results of this study support the research of Stephan which found that economically dependent
self-employed workers showed a higher level of skill flexibility compared to those with a more diverse client
base. Similarly, the research of [8] identified a positive correlation between economic dependency and skill
policy among single self-employed people in various industries. In addition, [35] highlight the importance of
economic dependency in encouraging the development of skills and wisdom among self-employed workers.
These studies emphasize the importance of the role of economic dependency in shaping the work dynamics
and skill utilization of self-employed workers, and underscore their positive influence on skills policy.

Hypothesis 2 states that Economically dependent solo self-employed has a positive effect on Rewards
having a Path coefficient value of 0.383 and a t-statistics value of 3,330 >1.65 and a p-value of 0.001 < 0.05.
Therefore, it can be concluded that H2 is supported.

The results of this study support the research of Kautonen which found that economically dependent
self-employed workers reported higher levels of satisfaction with their income compared to workers with mul-
tiple clients. This economic dependence can lead to a deeper appreciation of financial rewards and a stronger
sense of accomplishment. In addition, a single self-employed individual who is economically dependent can
derive the intrinsic rewards of autonomy and mastery of their work. The research of [35] highlights that inde-
pendent workers who feel economically dependent are more likely to engage in job-creating behaviors, which
allows them to align job tasks with their preferences and strengths, resulting in increased intrinsic rewards such
as enjoyment and satisfaction. In addition, single self-employed individuals who are economically dependent
can receive recognition and praise from their clients, thus contributing to their sense of validation and value.
This positive feedback can further increase their motivation and satisfaction with their work.

Hypothesis 3 states that Economically dependent solo self-employed has a positive effect on Auton-
omy has a Path coefficient value of 0.515 and a t-statistics value of 9.802 >1.65 and a p-value of 0.000 < 0.05.
Therefore, it can be concluded that H3 is supported.

The results of this study support the research of Richter and Welter which found that economically
dependent self-employed workers reported greater autonomy in decision-making compared to those with a di-
verse client base. This autonomy stems from the need to navigate their work environment independently to
maintain relationships with clients and secure future revenue. Additionally, single self-employed individuals
who are economically dependent may have the freedom to choose projects and set their schedules, allowing
them to align work with their preferences and priorities. The research of [36] highlights that economic de-
pendency can empower self-employed individuals to exercise greater control over their work processes, thus
leading to increased autonomy and flexibility.

Hypothesis 4 states that Economically dependent solo self-employed has a positive influence on Work
Engagement has a Path coefficient value of 0.094 and a t-statistics value of 0.929 >1.65 and a p-value of 0.353
> 0.05. Therefore, it can be concluded that H4 is not supported.

The results of this study do not support the research of Van Gelderen which found that economic
dependence has a positive impact on work engagement among self-employed workers because it motivates
them to invest more manpower and energy in their work to maintain relationships with clients and ensure
future income. Additionally, single self-employed individuals who are economically dependent may feel a
strong sense of belonging and responsibility for the results of their work, thus increasing their dedication and
enthusiasm.

Hypothesis 5 states that Necessity self-employment has a positive effect on Skill Discretion with a
Path coefficient value of 0.583 and a t-statistics value of 5.967 >1.65 and a p-value of 0.000 <0.05. Therefore,
it can be concluded that H5 is supported.

The results of this study support the research of [8] which found that individuals who engage in en-
trepreneurship out of necessity often develop a diverse range of skills necessary to adapt to various tasks and
roles, thus leading to an increase in skill wisdom. In addition, individuals who work independently out of
necessity often face challenging and diverse tasks in their entrepreneurial ventures, requiring the utilization and
refinement of various skills. Exposure to these diverse responsibilities increases their autonomy in skill dissem-
ination and decision-making, thus contributing to greater skill wisdom. The research of Kautonen highlights
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that need-driven entrepreneurs tend to perform more skill-enhancing activities compared to opportunity-driven
entrepreneurs, thus further supporting the positive relationship between entrepreneurs due to skill needs and
wisdom.

Hypothesis 6 states that Necessity self-employment has a positive effect on Rewards has a Path coef-
ficient value of 0.540 and a t-statistics value of 4.888 >1.65 and a p-value of 0.000 <0.05. Therefore, it can be
concluded that H6 is supported.

The results of this study support the research of Fossen and König which revealed that need-driven
entrepreneurs often experience increased satisfaction with their income and financial rewards compared to
their counterparts who work as wage workers. The increased appreciation of financial rewards may come from
the autonomy and control over the income generation inherent in entrepreneurship. In addition, individuals
who work independently out of necessity tend to get intrinsic rewards from their entrepreneurial ventures.
Research by [30] shows that need-driven entrepreneurs often report higher levels of satisfaction and satisfaction
in running their businesses, thus contributing to overall well-being and life satisfaction.

Hypothesis 7 states that Necessity self-employment has a positive effect on Autonomy with a Path
coefficient value of 0.462 and a t-statistics value of 8.516 >1.65 and a p-value of 0.000 <0.05. Therefore, it
can be concluded that H7 is supported.

The results of this study support the research of Kautonen which found that need-driven entrepreneurs
often feel higher autonomy compared to traditional employees, because they have greater control over work
schedules, decision-making processes, and business operations. In addition, individuals who work indepen-
dently out of necessity often have the autonomy to run a business that aligns with their skills, interests, and
values, allowing them to shape a professional path according to their preferences. This autonomy empowers in-
dividuals to take control of their careers and adapt to changing circumstances, leading to increased satisfaction
and satisfaction. Additionally, entrepreneurship out of necessity encourages individuals to develop problem-
solving skills and resources, as they navigate challenges and uncertainties independently. Research conducted
by Welter and Richter highlights that need-driven entrepreneurs show a strong sense of ownership and respon-
sibility for their businesses, thereby encouraging autonomy in decision-making and strategy implementation.

Hypothesis 8 states that Necessity self-employment has a positive effect on Work Engagement with a
Path coefficient value of 0.355 and a t-statistics value of 3>761 1.65 and a p-value of 0.000 <0.05. Therefore,
it can be concluded that H8 is supported.

The results of this study support the research of [8] which found that individuals who engage in
entrepreneurship out of necessity often show high levels of work engagement due to intrinsic motivation to
succeed despite challenging circumstances. Additionally, individuals who work independently out of necessity
typically have a strong sense of ownership and responsibility towards their endeavors, thus increasing their ded-
ication and enthusiasm in their work. The research of Kautonen highlights that need-driven entrepreneurs tend
to have a high commitment to their business, thereby increasing job engagement rates compared to other types
of work. Entrepreneurship due to necessity provides individuals with opportunities for skill development and
autonomy, which can increase a sense of competence and satisfaction in their jobs, thus contributing to higher
levels of work engagement. This involvement is further strengthened by the meaningful relationships that indi-
viduals develop with their work and the sense of accomplishment that comes from overcoming challenges [2].
Hypothesis 9 states that Economically dependent solo self-employed has a positive effect on Rewards has a
Path coefficient value of 0.271 and a t-statistics value of 2.101 >1.65 and a p-value of 0.036 <0.05. Therefore,
it can be concluded that H9 is supported.

The results of this study support the research of Bakker and Demerouti which showed that employees
who have greater autonomy and control over their job tasks, including the flexibility to use their skills, tend to
experience higher levels of engagement. Moreover, the research of Petrou highlights that skill wisdom plays an
important role in fostering a sense of mastery and achievement in employees, which is a key component of work
engagement. When individuals have the opportunity to apply their skills and make meaningful contributions to
their work, they will be more likely to feel motivated and invested in their tasks.

Hypothesis 10 states that Rewards have a positive effect on Work Engagement with a Path coefficient
value of -0.102 and a t-statistics value of 0.793 >1.65 and a p-value of 0.428 >0.05. Therefore, it can be
concluded that H10 is not supported.

The results of this study do not support the research of Harter which found that employees who
felt adequate rewards and recognition for their contributions tended to be more engaged in their work. This
highlights the importance of extrinsic rewards, such as monetary compensation and praise, in encouraging
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engagement. In addition, intrinsic rewards, such as a sense of achievement and personal growth, also positively
affect work engagement.

Hypothesis 11 states that positive autonomy towards Work Engagement has a Path coefficient value of
0.360 and a t-statistics value of 3.504 >1.65 and a p-value of 0.000 <0.05. Therefore, it can be concluded that
H11 is supported. The results of this study support the research of [22] highlighting that when employees have
the freedom to make decisions and choose how to perform their tasks, they tend to experience intrinsic moti-
vation and engagement. In addition, autonomy fosters a sense of ownership and responsibility for the results
of one work, further increasing engagement. A study by Baard emphasizes the importance of leadership that
supports autonomy in encouraging engagement by empowering employees to take initiative and take control of
their work processes.

Hypothesis 12 states that Economically dependent solo self-employed has a positive effect on Work
Engagement with Skill discretion as a mediating variable having a Path coefficient value of 0.092 and t-statistics
values of 1.660 >1.65 and p-values of 0.097 >0.05. Therefore, it can be concluded that H12 is not supported.

The results of this study do not support the research of Demerouti showing that employees who feel
a higher level of skill discretion experience greater engagement, as they tend to feel motivated, competent, and
absorbed in their tasks. In addition, skill discretion acts as a mediator in the relationship between economic
dependence and employment.

Hypothesis 13 states that Economically dependent solo self-employed has a positive effect on Work
Engagement with Rewards as a mediating variable having a Path coefficient value of -0.039 and a t-statistics
value of 0.741 >1.65 and a p-value of 0.459 >0.05. Therefore, it can be concluded that H13 is not supported.

The results of this study do not support the research of Harter which shows that employees who feel
adequate appreciation and recognition for their contributions tend to be more engaged in their work. This
includes self-employed individuals who rely on positive feedback and financial stability to maintain motivation
and commitment. In addition, rewards act as a mediator in the relationship between economic dependency and
work engagement among solo self-employed.

Hypothesis 14 states that Economically dependent solo self-employed has a positive effect on Work
Engagement with Autonomy as a mediating variable having a Path coefficient value of 0.185 and a t-statistics
value of 3,188 >1.65 and a p-value of 0.001 <0.05. Therefore, it can be concluded that H14 is supported.

The results of this study support the research of Deci and Ryan which shows that employees who feel
a high degree of autonomy experience greater intrinsic motivation and engagement, because they feel a sense
of ownership and responsibility for the results of their work. In addition, autonomy acts as a mediator in the
relationship between economic dependence and employment engagement among sole self-employed.

Hypothesis 15 states that Necessity self-employment has a positive effect on Work Engagement with
Skill discretion as a mediating variable having a Path coefficient value of 0.158 and a t-statistics value of
2>1.65 and p-values of 0.039 <0.05.

The results of this study support the research of Bakker and Demerouti which shows that employees
with a high level of skill discretion experience greater engagement, because they feel empowered and competent
in their job duties. In addition, skill wisdom acts as a mediator in the relationship between entrepreneurial needs
and work engagement.

Hypothesis 16 states that Necessity self-employment has a positive effect on Work Engagement with
Rewards as a mediating variable having a Path coefficient value of -0.055 and a t-statistics value of 0.787 >1.65
and p-values of 0.431 >0.05. Therefore, it can be concluded that H16 is not supported.

The results of this study do not support the research of Harter which shows that employees who feel
adequate appreciation and recognition for their contributions tend to be more engaged in their work. This
includes self-employed individuals who rely on positive feedback and financial stability to maintain motivation
and commitment. A study conducted by [8] highlighted that rewards can partly explain the positive impact of
entrepreneurial needs on work engagement, as individuals are motivated by the financial and intrinsic benefits
associated with their work.

Hypothesis 17 states that Necessity self-employment has a positive effect on Work Engagement with
Autonomy as a mediating variable having a Path coefficient value of 0.166 and a t-statistics value of 3.355
>1.65 and a p-value of 0.001 <0.05. Therefore, it can be concluded that H17 is supported by

The results of this study support the research of Deci and Ryan which shows that employees who feel
a high degree of autonomy experience greater intrinsic motivation and engagement, because they feel a sense of
ownership and responsibility for the results of their work. Furthermore, [2] highlight that autonomy can partly
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explain the positive impact of entrepreneurial needs on work engagement, as individuals with greater autonomy
will be better able to align their work with their preferences and values, leading to increased engagement.

5. MANAGERIAL IMPLICATIONS
The managerial implications of research investigating the influence of economically dependent solo

self-employed and necessity self-employment on work engagement, with the variable intrinsic job resources as
mediation, are important in the context of human resource management and career development in organiza-
tions and independent work environments. The results of this study can provide valuable insights for managers
and leaders to understand how certain types of self-employment can affect the level of employee or worker
work engagement. Managers can use these findings to design more effective strategies in providing workers
with the intrinsic resources they need to improve work engagement and worker well-being.

6. CONCLUSION
This study demonstrates that both Economically Dependent Solo Self-Employed (EDSSE) and Neces-

sity Self-Employment (NSE) significantly influence skill discretion, rewards, and autonomy, which in turn play
a crucial role in enhancing work engagement. Specifically, EDSSE workers benefit from increased autonomy
and skill discretion, while NSE workers report improvements in rewards, skill discretion, and autonomy, all
contributing to higher engagement levels. These findings underline the importance of intrinsic job resources,
such as autonomy and skill discretion, in fostering work engagement among self-employed individuals.

However, the study reveals that rewards did not show a significant effect on work engagement, either
directly or as a mediator. This indicates that while external recognition and financial incentives are important,
they may not be as effective in promoting long-term engagement as factors that empower individuals in their
work, such as autonomy and skill discretion. The findings also emphasize that autonomy is particularly influ-
ential, as it positively mediates the relationship between both EDSSE and NSE with work engagement. This
suggests that providing self-employed individuals with more freedom to manage their tasks and schedules can
lead to higher motivation and job satisfaction.

For future research, it would be valuable to explore additional factors that could further enhance or
hinder work engagement among self-employed workers, such as family support, financial independence, and
psychological well-being. Additionally, expanding the research to include diverse industries or geographical
regions could provide deeper insights into the broader applicability of these findings. Further studies could also
consider demographic factors such as age, education, and work experience, and employ qualitative methods to
better understand the personal experiences of self-employed individuals and their engagement levels.
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