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ABSTRACT

Human resources will process other resources
by using technology to achieve organizational
goals. The objective of the research is to find
out the influence of self-efficacy and
organizational climate on employee engagement
as intervening variables. The research employs a
descriptive causal method with a quantitative
approach. The population consists of all 74
employees and the data are analyzed by using a
structural equation model with Smart PLS
software program. The result of the calculation
shows that self-efficacy has positive dan
significant influence on employee performance.
The result of the calculation shows that,
indirectly, self-efficacy has a positive and
significant influence on employee performance
through  employee engagement as the
intervening variable can influence self-efficacy
and organizational climate on employee
performance. The variable of employee
engagement has the most dominant influence on
employee performance at the original sample of
0.500.

Keywords: self-efficacy, organizational climate,
employee engagement, employee performance

BACKGROUND

The rapid  advancement  of
technology encourages business actors to
use internet access in their part of work. In
the past, many companies only used the
internet to send e-mails, now the need for
the internet has become more widespread,

such as use for meetings, administrative
needs, use of information systems, and so
on. The need for internet does not only
occur at the head office, even now internet
usage has reached branches or units.

On the basis of the increasingly
widespread need for internet usage, this has
been responded to by the number of internet
provider companies or so-called Internet
Service Providers (ISPs), both nationally
and locally. There are several companies
present in this industry, one of which is PT
Indo Webhost Kreasi. As a local ISP
industry player, PT. Indo Webhost Kreasi is
entering a special segment in the ISP
industry, where they focus on business to
business strategy, or towards corporate
business. Several ISPs are playing in retail,
or the target users are the public, PT. Indo
Webhost Kreasi realizes that there are many
players who focus on retail, so they focus on
corporate business.

To be able to run a business and
develop, companies need workers to
develop the company. The workforce
processes resources by utilizing technology
to achieve company goals. Based on the
2018-2020 evaluation data, it is stated that
the service performance of PT. Indo
Webhost Kreasi continues to increase every
year even though it has not yet reached the
standards set by the company. This problem
is caused by a lack of awareness from
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employees of the responsibilities given by
the company so that it is often found that
employees only work when monitored by
the leadership. PT. Indo Webhost Kreasi
also realizes that the facilities provided and
support from the company for employees
such as transportation access for employees
who work outside the office are still
considered lacking. In addition, according to
the management of PT. Indo Webhost
Kreasi, the self-efficacy of employees is still
lacking on the ability of the employees
themselves. This causes frequent tasks to be
neglected and service to customers who are
still considered unsatisfactory.

Positive management characteristics
must be in accordance with employee
expectations so that employee engagement
is formed, (Timpe, 1992). Employee
engagement is the perception that the

workforce plays an important role in
realizing organizational goals and seeks to
improve their performance beyond the
targets set by the company. Another opinion
was put forward by (Gallup, 2013) where
employee engagement itself is the high level
of labor engagement so that it contributes
more to the company. The work bond
involves the workforce both cognitively and
emotionally, if these two things are involved
it will form a strong relationship so that they
have great responsibility for their work, are
punctual, and full of enthusiasm when
working. Based on the results of interviews
with researchers at the management of PT.
Indo Webhost Kreasi related to employee
engagement issues for 74 active employees
from 5 divisions identified several problems
as described below:

Table 1. employee engagement employees of PT. Indo Webhost Creations

-No_ Position Iz'mpiqree Engagement Result
Spirit (%) | Dedicate | Absorption
(%) (%)
1/Human Resources 40 40 40 Not Engaged
2|{Information Technology 40 20 40 Not Engaged
3[Engineering 20 40 40 Not Engaged
4|Business Development [ 40 40 20 | Not Engaged
5{Support ' 20 20 20 ' Not Engaged

Employee engagement level of PT.
Indo Webhost Kreasi is still in the not
engaged category. This is because there are
still many employees think that PT. Indo
Webhost Kreasi is only limited to finding
work experience and becoming a career
stepping stone to a bigger company with the
hope of a bigger salary, so employees often
find other activities that are not related to
the demands of their duties during operating
hours. In addition, the management of PT.
Indo Webhost Kreasi also realizes that the
salary given to employees is still far below
the UMK in Medan City, so it is often found
that employees are less than optimal at
work. The small salary received by
employees because the company is still in
the start-up category so that the profits
received by the company are not
comparable to other IT Development

companies that have been around for a long
time.

Fahmi Illman (2020) conducted
research entitled The Effect of Employee
Engagement and Self Efficacy on Employee
Performance. The number of samples is 118
people. The data analysis method is
descriptive statistical analysis with the help
of SPSS program to measure data quality,
quantitative analysis, classical assumption
test, and hypothesis testing. Based on the
results of the employee variable data and
efficacy stated constant on the performance
of 2,769. The employee regression
coefficient is 0.271, so it can be stated that
there is an influence between employee and
performance. The efficacy regression
coefficient is 0.419, so it can be stated that
there is an influence between efficacy and
performance.
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Richa Chaudhary, Santosh
Rangnekar, and Mukesh Kumar Barua
(2011) conducted a study entitled HRD
Climate and Occupational Self Efficacy as
Predictors of Employee Engagement.
Number of samples as much as 66 people.
The data analysis method is multiple linear
regression which is operated through SPSS.
Based on the data results, the HRD climate
and occupational self-efficacy variables
have a simultaneous positive effect on
employee engagement with a simultaneous
value of 80,046. Self efficacy has a
significant effect partially with an R? value
of 0.709 and a P value below 0.05.

Alessandri, et al., (2014) stated that
self-efficacy affects employee performance
to achieve success at work. Lack of self-
efficacy in one's own abilities is doomed to
failure. So it needs to be understood that
self-efficacy is able to encourage employees
to develop their performance (liman, 2020).

Employee performance can be explained by
organizational  climate, efficacy, and
employee. The better the company climate
and efficacy, the better employee
engagement will be, thus providing good
performance (Nugrahadi, A., et al., 2019).
So it is necessary to understand that
performance is influenced by internal and
external factors, internal factors are
influenced by the person concerned and
external  factors are influenced by
organizational climate (Fajriah, N and
Marcham Darokah, 2016). With employee
engagement, the workforce is aware of a
strong bond to work so that the company's
targets are achieved (Ardi, 2017). Workers
who have ties to the company will work
more so that it helps organizations gain
cognitive advantage and achieve
organizational goals (Garg, N and Brij
Sharma, 2015).

Self Efficacy  ‘
Employee Employee
Engagement [—% Perofrmance
Organization  '
Climate

Figure 1. Conceptual Framework

Hypotheses
H1  : There is a significant effect of Self-
Efficacy (X1) on Employee Engagement

H5 : There is a significant effect of
Employee Engagement (Z) on Employee
Performance ().

(2). H6  : There is a significant effect of Self

H2 . There is a significant influence of Efficacy (X1) on Employee Performance

Organizational Climate (X2) on Employee (YY) through Employee Engagement (Z).

Engagement (2). H7 . There is a significant influence of

H3 : There is a significant effect of Self- Organizational Climate (X2) on Employee

Efficacy (X1) on Employee Performance Performance (YY) through Employee

(Y). Engagement (Z).

H4 . There is a significant influence of

Organizational Climate (X2) on Employee RESEARCH METHOD

Performance (Y). This type of research is causal

descriptive with quantitative analysis.
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Causal research aims to analyze cause-and-
effect relationships by analyzing the effects
that occur and the factors that cause these
effects. the population in this study were all
employees of PT. Indo Webhost Kreasi,
totaling 74 people. The samples of this
study were all members of the population as
samples, namely employees of PT. Indo
Webhost Kreasi as many as 74 people. Data
collection through interviews,
communication with the leadership and all
employees of PT. Indo Webhost Kreasi.
Questionnaire, by submitting a written
statement to all employees of PT. Indo
Webhost Kreasi regarding the problem
being researched. In this study, the
questionnaire measurement scale used was
the Likert scale. The data analysis technique
used in this research is PLS analysis using
the Smart PLS 3.0 application. PLS analysis
is a variance-based structural equation

Hypothesis Testing

analysis to test the measurement model and
test the structural model.

RESULT AND DISCUSS
Structural model of inner model

Table 2. R Square

Variabel R2
Employee Engagement (Z) | 0,630
Employee Performance (Y) | 0,617

a. Employee performance is influenced by
self-efficacy, organizational climate, and
employee engagement by 61.7% and the
rest is influenced by other variables.

b. Employee engagement is influenced by
self-efficacy and organizational climate
by 63% and the rest is influenced by
other variables.

Table 3. bootstrapping value test

Hypotheses Original

| Sample |

Self Efficacy (X1) —
Employee Engagement(Z)

‘ Organization Climate (X2) —

| Employee Engagement (Z)
Self Efficacy (X1) — Employee
Performance (Y)
Organization Climate (X2) —

| Employee Performance(Y)
Employee Engagement (Z)

+ Employee Performance(Y)
Self Efficacy (X1) —
Employee Engagement (Z)

» Employee Performance (Y)
Organization Climate (X2) —

Employee Engagement (Z) 0,185

» Employee Performance (Y)

1. Positive and relevant results were found
between  Self-Efficacy (X1) and
Employee Engagement (Z). The test
results state that the original sample
value is 0.480, the t-statistic value is
3.542 which is greater than 1.96 with a
P-Values value of 0.000 less than 0.050,
then the first hypothesis is accepted.

2. Positive and relevant results were found
between Organizational Climate (X2)
and Employee Engagement (Z). The test
results state that the original sample

0,480

0,369 A
0,457 A
0,317 '

0,500

0,240

Standard T P-

Averages
| Deviation | Statistic | Values |
0,485 0,136 3,542 0,000
0,372 0,127 2917 0.004
0,455 0,101 4,549 0,000
0,330 0,130 2,447 0,015
0,483 0,161 3,100 0,002
0,237 0,103 2,322 0,021
0,181 0,086 2,146 0.032

value is 0.369, the t-statistic value is
2.917, which is greater than 1.96 and the
P-Values is 0.004 less than 0.050, so the
second hypothesis is accepted.

3. Positive and relevant results were found
between  Self-Efficacy (X1) on
Employee Performance (Y). The test
results state that the original sample
value is 0.457, the t-statistic value is
4.549 which is greater than 1.96 with a
P-Values of 0.000 less than 0.050, so the
third hypothesis is accepted.
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4. Positive and relevant results were found employees of PT. Indo Webhost Kreasi

between Organizational Climate (X2) on
Employee Performance (Y). The test
results state that the original sample
value is 0.317, the t-statistic value is
2,447 which is greater than 1.96 with a
P-Value of 0.015 less than 0.050, so the
fourth hypothesis is accepted.

Positive and relevant results were found
between Employee Engagement (Z) on
Employee Performance (Y). The test
results stated that the original sample
value was 0.500, the t-statistic value of
3.100 was greater than 1.96 with a P-
Values value of 0.002 less than 0.050, so
the fifth hypothesis was accepted.
Positive and relevant results were found
between  Self-Efficacy (X1) on
Employee Performance (Y) through
Employee Engagement (Z). The test
results state that the original sample
value is 0.240, the t-statistic value is
2.322 which is greater than 1.96 with a
P-Values of 0.021 less than 0.050, so the
sixth hypothesis is accepted.

Positive and relevant results were found
between Organizational Climate (X2) on
Employee Performance (Y) through
Employee Engagement (Z). The test
results state that the original sample
value is 0.185, the t-statistic value is
2.146 which is greater than 1.96 with a
P-Values of 0.032 which is smaller than
0.050, so the seventh hypothesis is
accepted.

CONCLUSION
1. Self-efficacy is positive and relevant to

Employee Engagement at PT. Indo
Webhost Kreasi, this is due to the lack
of ability of the employees of PT. Indo
Webhost Kreasi in completing difficult
tasks, employee readiness in facing
difficulties is still in the low category,
tenacity and tenacity of employees are
still in the low category so they try to
separate themselves from their work.

Organizational climate is positive and
relevant to Employee Engagement at
PT. Indo Webhost Kreasi. Most of the

is in the category of assessment of a
negative organizational climate. This
refers to a negative assessment of
support and appreciation perceived by
employees.

Self-efficacy is positive and relevant to
employee performance at PT. Indo
Webhost Kreasi. When employees are
unable to complete a difficult task, the
employee will delay the task so that the
task will pile up and cause the
performance achievement target to not
be met.

Organizational climate is positive and
relevant to employee performance at PT.
Indo Webhost Kreasi. Clear job
descriptions, support, and awards are
some of the factors that can provide an
overview and  consideration in
determining the climate of an
organization.

Employee Engagement is positive and
relevant to Employee Performance at
PT. Indo Webhost Kreasi. It is often
found that employees lack concentration
and are less serious in their work,
resulting in  low  organizational
performance.

Self-efficacy is positive and relevant to
Employee Performance through
Employee Engagement at PT. Indo
Webhost Kreasi. Lack of ability of
employees of PT. Indo Webhost Kreasi
in completing difficult tasks and the
readiness of employees to face
difficulties is still in the low category, so
that the company's productivity is
always below the target because task
completion is often late.

Organizational climate is positive and
relevant to Employee Performance
through Employee Engagement at PT.
Indo  Webhost  Kreasi.  Overall
employees of PT. Indo Webhost Kreasi
is in the category of assessment of a
negative organizational climate.
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