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Abstract : The rapid development of technology encourages companies to improve service quality. Employee 

performance is one of the factors to improve service quality. With the support of Employee Engagement and 

Ability, it can create good employee performance. To create a good quality service, digital literacy skills are 

needed. This study uses a path analysis method to determine the causal effect of Employee Engagement and 

Ability on Employee Performance mediated by Digital Literacy. The results showed that Employee Engagement 

and Ability have a positive and significant effect on the performance of employees who are mediated by digital 

literacy. 
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INTRODUCTION 

  Background of the problem 

With the development of technology today, companies - one of which is banking companies, are encouraged to 

improve their services to make them better quality with renewable technology. Improving service quality is 

closely related to employee performance, as in a study conducted by Kawahe et al (2016) stated that service 

quality has a significant effect on employee performance. 

Employee performance is influenced by Employee Engagement and Capability. According to (Hailesilasie, 

2009), (Jasiyah, 2018) states that ability is a condition needed to support work motivation in determining 

employee performance. Meanwhile, Employee Engagement has a very significant relationship with employee 

performance according to Anitha (2014). This is supported by Rustono (2015) which states that employees will 

work more diligently if they feel more engaged to the company. 

The need to improve service quality in adapting to the times must be accompanied by an increase in the quality 

of digital literacy. According to Santoso et al (2019), increasing the quality of digital literacy can create 

innovation in organizations or companies to improve service quality. 

 

LITERATURE REVIEW 

Employee Engagement 

According to Maylett& Winner (2014) in Udhiyanah (2016) Employee Engagement is a condition in which 

employees have a sense of enthusiasm, passionate, energetic, and committed to their work. In line with the 

statement of Maylett& Winner (2014), Frank et al in Saks (2006) in Udhiyanah (2016) that Employee 

Engagement is defined as an emotional and intellectual commitment to the organization. 

Capabilities 

Ability is an individual capacity to do various tasks in a job (Robbins 1998 in Wardani and Pratama 2017). In 

addition, ability is a potential within a person that determines whether he can do the job or not. According to 

Dessler (2017) ability is a person's competence in the aspects of leadership, planning, decision making and 

organizing. 

Digital Literacy 

Digital literacy is the ability to use technology and information from digital devices effectively and efficiently in 

various contexts such as academic careers and daily life (Riel et al 2013 in Akhirfiarta 2017). Based on research 

conducted by UNDP (2011), it shows that the use of ICT in Indonesia is still low, seen from the internet 

penetration and the Human Development Index (HDI) in 2011 which only reached 0.681 by occupying the 

108th position and included in the category of medium development index. This condition is exacerbated by 

differences in the level of ICT adoption in rural and urban areas. The use of the internet in rural communities is 

only 16.6% while in urban communities it is 83.4%. (ITU 2014 in Akhirfiarta 2017). 

Employee Performance 

Performance is a result of a person as a whole during a certain period in carrying out tasks, such as work 

standards, predetermined and mutually agreed goals. (Veithzal 2005 in Asmono 2015). According to Munandar 

(2008) in Asmono (2015) performance appraisal is an assessment process of personality traits, work behavior, 

and work results that are used as consideration for decision making for actions in the labor sector. 

More specifically, Jatmiko (2015) states that performance is the result achieved by employees in completing 

their work in quality, quantity and according to time standards.According to Anggraeni&Rahardja (2018) states 

that the development of employees' achievements can be assessed from the performance that has been done. In 

addition, performance can also be used to assess and influence the quality of a company. 
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RESEARCH METHOD 

 

The research method used in this research is quantitative method. Quantitative or confirmatory research 

methods are business research methods that discuss research objectives through empirical assessments using 

numerical measurements as the basis for analysis (Zikmund et al., 2010). Data processing was performed using 

SPSS v.25 using path analysis. 

The research data was taken using a questionnaire with respondents who were frontliners of a private bank. The 

sampling technique used the Slovin formula where the population amounted to 170 and the calculated sample 

results were 119.2982 rounded to 119 samples. 

 

RESEARCH RESULTS AND DISCUSSION 

Validity Test 

The validity test is the data equation reported by researchers with data obtained directly from the research 

subject, Sugiyono (2018; 267). 

 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 
,805 

Bartlett's Test of Sphericity 

Approx. Chi-Square 246,817 

df 6 

Sig. ,000 

 

The validity test is used to determine whether the data in the questionnaire can be used or not. The validity test 

in this study used the KMO and Bartlett's Test, namely if the KMO MSA value is greater than 0.05, the 

variable can be said to be feasible and the research can be continued. 

It can be seen in the table above where the results show that the KMO MSA value is 0.805, which means that 

the value is greater than 0.05, so the variable is said to be feasible. In addition, the Chi-aquare value with 

Bartlett is 246.817 and a significant value of 0, it can be concluded that the factor analysis test can be 

continued. 

Reliability Test 

Reliability test is the degree of consistency and stability of data or findings, Sugiyono (2018; 268). Unreliable 

data cannot be processed further because it will produce biased conclusions, a measuring instrument that is 

considered reliable if the measurement shows consistent results over time. If the CronbachAppha value α> 0.60 

then it is reliable If the Cronbach Alpha value α <0.60 then it is not reliable. 
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Item-Total Statistics 

 Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

Engagement 12,77 2,319 ,661 ,867 

Ability 12,95 2,101 ,705 ,851 

Performance 12,84 2,041 ,794 ,815 

Literacy 13,01 1,903 ,777 ,822 

 

Based on the results above, it is found that the four variables, namely Engagement, Ability, Performance and 

Digital Literacy have a result greater than 0.60, it can be concluded that all variables are included in the reliable 

category. 

 

Normality Test 

 

The following are the results of the normality test using the Kolmogorov-Smirnov test. 

One-Sample Kolmogorov-Smirnov Test 

 Unstandardized 

Predicted Value 

N 119 

Normal Parameters
a,b

 
Mean 4,1764706 

Std. Deviation ,47675347 

Most Extreme Differences 

Absolute ,117 

Positive ,076 

Negative -,117 

Kolmogorov-Smirnov Z 1,279 

Asymp. Sig. (2-tailed) ,076 

a. Test distribution is Normal. 

b. Calculated from data. 

Based on the table above, it is known that the Asymp.Sig. 2 tailed of 0.076. So it can be concluded that the 

Asymp.Sig value is greater than 0.5 so that the data above is normally distributed. 
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Path Analysis 

Path Model Coefficients 1 

Coefficients
a
 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 

(Constant) 1,180 1,762  ,670 ,504 

Engagement ,245 ,052 ,336 4,663 ,000 

Ability ,242 ,032 ,545 7,564 ,000 

a. Dependent Variable: Performance 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Based on the table above, the significant value of the two variables, namely Engagement (X1) and Ability (X2), 

is 0.000 <0.05. It can be concluded that the variables Engagement and Ability have a significant effect on 

performance (Y). The R2 or R square value obtained is 0.641. So it can be concluded that the effect of 

engagement and ability on performance is 64.1% and 35.9% is influenced by other variables. The value of е1 is 

calculated from √ (1- 0.641) = 0.599. 

 

Then it can be obtained the following diagram structure. 

 

 

 

 

 

 

 

 

 

 

Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

1 ,801
a
 ,641 ,635 1,969 

a. Predictors: (Constant), Ability, Engagement 

 

X1 

Y  

X2 

e1= 0,599 
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Path Model Coefficients 2 

Coefficients
a
 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 

(Constant) -,126 ,337  -,374 ,709 

Engagement ,148 ,096 ,121 1,530 ,129 

Ability ,417 ,081 ,388 5,140 ,000 

Performance ,433 ,099 ,388 4,369 ,000 

a. Dependent Variable: Literacy 

 

Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

1 ,787
a
 ,619 ,610 ,378 

a. Predictors: (Constant), Ability, Performance, Engagement 

Based on the table above, it is known that the significant value of the Engagement variable (X1) is 0.129, the 

Ability variable (X2) is 0.000 and the Performance variable (Y) is 0.000. From the data obtained, it can be 

concluded that the Ability (X2) and Performance (Y) variables have a significant effect on Digital Literacy (Z) 

while the Engagement (X1) variable has no effect on Digital Literacy (Z). The R2 or Rsquare value obtained is 

0.619, it can be concluded that the contribution of the variables of Engagement (X1), Ability (X2) and 

Performance (Y) to Digital Literacy (Z) is 61% while 39% is the contribution of other variables. The value of 

e2 can be calculated as √1-0.610 = 0.6245. 

 

 

 

 

 

 

 

 

DISCUSSION 

Based on the data obtained, the significant value of the Employee Engagement variable is 0.000 <0.05, which 

means that there is a direct significant influence on employee performance. This is in line with the research of 

Haerani, Siti, (2018) that engagement has a positive and significant effect on departmental performance. The 

e1= 0,599 X1 

Z Y  0,388 

X2 
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Ability variable (X2) has a significance value of 0.000 <0.5 and it can also be concluded that there is a 

significant influence between Ability on Employee Performance. 

According to data that has been obtained, the value of the significance of the Employee Engagement variable 

(X1) is 0.126> 0.05, which means that there is no influence between the Employee Engagement variable and 

Digital Literacy. In contrast to the Employee Ability variable (X2) which has a significance value of 0.000 

<0.05, it can be concluded that the Ability variable (X2) has a significant effect on Digital Literacy. In addition, 

there is an influence between employee performance and digital literacy because the employee performance 

variable (Y) has a significance value of 0.000 <0.5. Similar to research conducted by Mohammadyari& Singh, 

(2015), there is a significant relationship between digital literacy and employee performance. 

The direct effect given by the Engagement Employee variable (X1) to Digital Literacy (Z) is 0.121, while the 

indirect effect value of the Engagement Employee variable (X1) through the Employee Performance variable 

(Y) is calculated from the multiplication of the Beta value X1 to Y with the Beta value. Y against Z, which is 

0.130. From these results it is found that the value of the direct effect is 0.121 <the value of the indirect effect 

is 0.130. So it can be concluded indirectly that the Employee Engagement variable (X1) through Employee 

Performance (Y) has a significant effect on Digital Literacy (Z). 

In addition, the direct effect given by the Employee Ability variable (X2) on Digital Literacy (Z) is 0.388. 

While the indirect effect of Employee Ability (X2) through Employee Performance (Y) on Digital Literacy (Z) 

is 0.211. From these results it can be concluded that the Employee Ability (X2) directly has a significant 

influence on Digital Literacy (Z). 

CONCLUSION 

Based on the processed results, this study has reliable and valid data to be tested. From the significance value, it 

is found that the variable Employee Engagement (X1) and Employee Ability (X2) has a significant effect on 

Employee Performance (Y). Meanwhile, there are differences in the Employee Engagement (X1) variable 

which does not have a significant effect on Digital Literacy (Z) with the Employee Ability (X2) variable which 

has a significant effect on the Digital Literacy variable (Z). Furthermore, the Employee Engagement variable 

(X1) indirectly through Employee Performance (Y) has a significant effect on Digital Literacy (Z) while the 

Employee Ability variable (X2) directly has an influence on the Digital Literacy variable (Z). 
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