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ABSTRACT  

This research aims to see the effect of Self-Efficacy as a Moderator in the Relationship Between Digital Stress and 
Employee Work Engagement in the Manufacturing Industry. In this research, researchers place Digital Stress as a 
causal factor in the possibility of low employee Work Engagement, but it is moderated by Self-Efficacy which may 
have a positive influence so that work engagement remains good or increases. Participants in this research included 
90 employees in the manufacturing industry with a minimum of 1 year of work and a productive age range of 17 – 
56 years who were exposed to the use of digital technology in the office with a sampling technique, namely 
purposive sampling technique. This research uses quantitative research methods by testing relationships, 
interactions, or testing hypothesized models. The measuring instrument in this research uses Utrecht Work 
Engagement Scale (UWES-9) as a measurement of Work Engagement (α = 0.937), Digital Stressors Scale (DSS) as 
a measurement of Digital Stress (α = 0.957) and General Self Efficacy Scale (GSES) as a measurement of 
Self-Efficacy (α = 0.946). The results of this research indicate that there is an influence of Digital Stress on Work 
Engagement but Self-Efficacy cannot function as a moderator with a value of r = 0.323, p = 0.0 2 < 0.05, and an 
interaction value of P = 0.830 > 0.05. 
 
Keywords: Digital stress, work Engagement, self efficacy 
 
 
1. INTRODUCTION 
 
The development of the times cannot be separated from the development of technology, which 
also causes the need for technology to increase. According to Gartner (2019) Technology 
Information and Communication (ICT) will not only be a tool for individuals but also become an 
important asset for many organizations around the world in 2019. Even the results through 
surveys on Internetworldstats (2020), the moment this is available, almost 60% of the global 
population have had access to the Internet. Phenomenon This supported Also with exists 
pandemic COVID-19 Which the more make need will technology the more increase with exists 
condition Work Which require employee so that still can work good in a way remote or Work 
from House, communication in a way online, nor exists use new technology in the workplace to 
facilitate more effective work processes and efficient with exists behavior social differentiation 
as well as reduce activity stare face to face.  
 
In research conducted by L. Reinecke et al. (2016) that apart from effect from exists 
communication in a way on line in context digital, multitasking Internet Also impact on 
psychological health and well-being, study This Also highlighting the existence of online 
communication drivers on related stress ICT apart from that The research also shows that the 
communication burden resulting from send, accept, And inspect e - mail personal And so s damn 
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media, as well as multitasking The Internet significantly increases stress and has indirect effects 
burden of communication and internet multitasking on fatigue and depression/ worry so that 
show that potency disturbance health consequence ICT on decline level well-being 
psychological. 
 
Based on the results of a survey conducted by the Center of Innovation and Collaboration (CIC) 
PPM Management from December 2020 to January 2021, 29.7% of respondents declared his 
readiness in facing challenges in 2021. Meanwhile, 59.1% of respondents stated that they were in 
the process of preparing his company. However, the challenge of facing the increasing need for 
digital is also a demand in work. Job demands themselves may include all aspect context Work 
Which requires quite a lot of energy, such as work pressure, workload, pressure time, physical 
effort, complexity of tasks, conflicts with leaders and colleagues, role ambiguity, job insecurity, 
and various stressful events (Bakker et al., 2014; Schaufeli & Taris, 2014; Bakker, 2015; 
Schaufeli, 2017). Employees are also expected to be able to quickly adapt to these changes and 
drive productivity and efficiency to meet market trends and to be able to still be competitive in 
the market. However, change in organization can result in stress psychological and physique in 
between employees (Hylton, 2004; Day, et al., 2017). 
 
According to Paulin Vans Dorssen-Boog et al., (2021) Employees who have work engagement 
are predicted to have an impact on performance and health in general. Employees with a high 
level of work engagement will display this behavior innovative and more creative in work, 
furthermore positively related to performance of the business unit. Not only at the individual 
level but also at the team level (Schaufeli, Stouten et al., 2020). The aim of this research is to fill 
the gap in study about impact from Stress Digital against work engagement employees with 
Self-Efficacy as moderator. Apart from that, there is also previous research that discusses the 
direct effects of stress on work engagement where stress is negatively related to work 
engagement with stress Which low and terrified Work tall (Zhang et al, 2021). Study provides 
recommendations for self-confidence to become one of the factors that can be used to increase 
employee work engagement. According to Ojo, A. Oluwaseyi et al. (in sustainability, 2021) with 
his findings show the influence of family and support Friend, self efficacy, and condition facility 
(IT) on resilience (endurance) employees affects work engagement during stressful situations. 
But research does not review how influence directly from self-efficacy on work engagement is 
caused by digital stress. The competencies that are built will increase the strength of self-efficacy 
in carrying out work tasks (Zimmerman 2000; Skarin, Frida., et al., 2019). Self-efficacy is an 
indicator of work performance (performance) according to Stajkovic and Luthan, 1998), job 
attitude (Judge and Bono, 2001), an individual's ability to build personality (personality 
construct), and psychological capital (psychological capital) according to Luthan and Avolio 
et.al, 2007).  
 
Employees who have work engagement are capable employees who demonstrate full ability and 
feel involved in every job, are active in the company, and have a high commitment to quality 
standards performance set by the company. However, changes in the organization can result in 
psychological and physical stress among employees especially in ICT in the era of digitalization. 
Digital Stress is a stress phenomenon experienced by users in organization as results from use 
ICT Which cause exists fatigue due to ICT demands. Self-Efficacy is expected can help 
individuals in enhancing work engagement caused by digital stress by placing digital stress as a 
factor causing the possibility of low work engagement at employees and self-efficacy as a 
moderator who might be able to have an influence which is positive so that work engagement 
becomes still good and increases. 
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2. RESEARCH METHOD 
 
This research uses a quantitative research method. The variable used in this research is the 
variable Work Engagement which is used as dependent variable, Digital Stress as independent 
variables as well as variable variables Self-Efficacy as a moderator in this research. The effect of 
Self-Efficacy as a moderator variable is expected to help individuals in increasing work 
engagement caused by stress digital with digital stress as a factor because of the possibility of 
low work engagement on employees and Self-Efficacy which may have a positive influence on 
work engagement. 
 
Figure 1 
Research Model 

 
 
 
Participant 
Participants in this study consisted of 90 participants consisting of 39 male people (43.3%) and 
51 female people (56.7%) who worked as private employees in the manufacturing industry and 
using digital technology in office (IT software or form digital communications) with a minimum 
work period of 1 year and had a range of ages. productive 17 – 56 years. Bachelor (S1) with a 
total of 61 people (67.8%), in addition there were also participants with a Diploma (DI-DII) 
totaling 14 people (15.6%), 12 high school people (13.3%). %) and Masters (S2) as many as 3 
people (3.3%) of the total participants. The work period of the majority of participants in this 
study was 1 to < 3 year with a total of 39 participants (43.3%), 18 participants with a work 
period of 3 to < 5 years (20.0%), 5 to <7 years there were 8 participants (8.9%) and there were 
25 participants with a work period of 7 years or more (27.8%). Of the 90 participants taken, there 
were participants with positions There were 40 staff with a percentage of 44.4%, Supervisors 
with a percentage of 29 people (32.2%), and Manager level with a total of 18 people (20.0%) and 
the remaining 3 participants chose Other.  
 
Measurement 
To measure work engagement, researchers used 9 items from the Utrecht measurement scale 
Work  Engagement Scale (Schaufeli, Bakker & Salanova, 2006) Which measure r of 3 aspects, 
with use scale likert 1-7 from “never” to “always. Digital Stress variables researchers use Digital 
Stressor Scale (DSS) from Thomas Fischer, Martin Reuter, and René Riedl (2021) with 10 stress 
category using Liker scale 1 (strongly disagree) to 7 (strongly agree). Self-efficacy researchers 
use General Self Efficacy   Scale (GSES) from Schwarzer & Jerusalem, 1995) which is a 
unidimensional scale with using 10 items. 
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Table 1 
Reliability Cronbach’s Alpha  

 
 
 
 
 

3. RESULTS AND DISCUSSIONS 
The results of the normality test using the One-Sample Kolmogorov Smirnov Test with the 
Monte-Carlo technique showed that Digital Stress, Work Engagement and Self-Efficacy had a p 
value > 0.05, so it could be interpreted that the variables in this study had a normal distribution. 
The results of testing the relationship between these variables show that there is a negative 
relationship between digital stress on work engagement and self-efficacy, and a negative 
relationship is also seen between work engagement and digital stress as well as self-efficacy on 
digital stress. A positive relationship only occurs between work engagement and self-efficacy 
and vice versa with a value of R=0.664. An explanation can be seen in Table 2. 
 
Table 2  
Matrix Correlations 
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Hypothesis testing uses the linear regression method with the reason that the sample size is 
below 100 participants.  
 
Linearity Test 
The purpose of linearity testing is to determine whether the data processed is linear data or that 
the relationship between research variables forms a straight line. The results of the linearity test 
obtained a Deviation from Linearity value of p>0.05. Thus, the variables in this research can be 
concluded to be a linear relationship. Explanations can be seen in Table 3 and Table 4. 

 
Table 3  
Linearity Test of Work Engagement and Digital Stress 

 Mean Sum of 
Squares df Mean 

Square F Sig. 

Work Engagement* (Combined) 6.129.989 67 91.492 .935 .599 

Digital Stress Linearity 866.535 1 866.535 8.859 .007 

 Deviation from 
Linearity 5.263.454 66 79.749 .815 .742 

 (Combined) 6.129.989 67 91.492 .935 .599 
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Table 4 
Linearity Test of Work Engagement and Self Efficacy 

 Mean 
Sum of 
Squares df Mean 

Square F Sig. 

Work Engagement* (Combined) 5.343.527 27 197.908 4.176 .000 

Self Efficacy Linearity 3.647.452 1 3.647.452 76.964 .000 

 
Deviation from 
Linearity 1.696.075 26 65.234 1.376 .152 

 (Combined) 5.343.527 27 197.908 4.176 .000 

 
Multicollinearity Test 
The purpose of multicollinearity testing is to determine whether there is a multicorrelation 
relationship between independent variables, meaning that there is a very low correlation 
relationship or a very high correlation relationship. This condition can be seen from the 
Tolerance value > 0.10, so there is no collinearity relationship or VIF (Variance Infation Factor) 
< 10, meaning the level of collinearity can be tolerated. The variable tolerance results have a 
tolerance value of > 0.858 ( Tolerance > 0.10) and a VIF value of 1,165 (VIF < 10). Thus, it can 
be interpreted that multicollinearity does not occur. Explanation can be seen in Table 5. 

 
Table 5  
Multicollinearity Test Results 

Heteroscedasticity Test. 
 

Heteroscedasticity testing uses scatterplot graphs. In the regression model of the influence 
of Digital Stress on Work Engagement with Self-Efficacy as a moderator, there are no symptoms 
of heteroscedasticity. There is no particular pattern and the points spread irregularly above and 
below the 0 axis on the Y axis. So the classic heteroscedasticity assumption test is met. Can be 
seen in Figure 2. 
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Variable Tolerance VIF Result 

Work Engagement and Digital 
Stress 

0.858 1.165 Multicollinearity not occur 

Work Engagement and Self 
Efficacy 

0.858 1.165 Multicollinearity not occur 
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Figure 2 
Scatterplot - Heteroscedasticity Test 

 
 
 
 

Hypothesis Testing Stage 1: Influence of the Digital Stress variable on the Work 
Engagement variable. 
 
The relationship between Digital Stress and Work Engagement directly (without a moderator) 
uses PROCESS data processing and a correlation value is obtained of R= -0.323, Sig. (p<0.05) 
with an adjusted R Square contribution (R 2 = 0.105). This shows that Digital Stress has a 
significant influence on Work Engagement. The influence given is a negative influence where 
when a person's work engagement is high, the lower the Digital Stress. An explanation can be 
seen in Figure 3 and Table 6. 
 
Figure 3 
Hypothesis Testing Digital Stress on Work Engagement 

 
 
Table 6 
Regression Test of Digital Stress on Work Engagement 

Variable R R Square Adjusted R 
Square 

Unstandardized 
Coefficients (B) 

Standardized 
Coefficients 

(Beta) Sig. (p) 

Digital Stress 

 

.323a 

 

.105 .094 -.071 -.323 .002 

122                                                                                                                https://doi.org/10.24912/ijassh.v2i3.34282 



The Effect of Digital Stress on Work Engagement   Rossy et al. 
with Self Efficacy as Moderator  

 
Hypothesis Testing Stage 2: Self-Efficacy can be a moderator between Digital Stress and 
Work Engagement. 
 
Through the relationship in stage 1 of the hypothesis, then in the multi regression test between 
the three variables between the three variables it was found that there was a significant influence 
on the three research variables (R = 668, Sig. (p<0.05). Then in the Moderator test, Self-Efficacy 
did not succeed in becoming a moderating variable in Digital Stress and Work Engagement (b = 
0.000, SE = 0.001, p = 0.830 (> 0.05). The results can be seen in Figure 4 and Table 7. 
 
Figure 4  
Moderator Hypothesis Test 
 

 
 
 

Table 7  
Results 

Multicollinearity Test Results 
Thus, Self-Efficacy cannot act as a moderator of Digital Stress and Work Engagement with an 
interaction value of p = 0.830 ( > 0.05) . However, Self-Efficacy can be said to be a moderating 
predictor with an interaction value of p = 0.000 (< 0.05). The Moderator Graphic can be seen in 
Figure 5. 
 
Figure 5 
Graphic Syntax 

https://doi.org/10.24912/ijassh.v2i3.34282  123 

Variable B SE 
t 

p 

Self Efficacy 0.714 0.097 
7.337 

0.000 

Interaction Digital 
Stress * Self Efficacy 

  
0.000 

 
0.001 

0.215 
 

0.830 
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In the graph above, it can be seen that when Work Engagement (WE) is high, Digital Stress (DS) 
will be low, and from the graph above, there is no function of Self-Efficacy as a moderator in the 
relationship between Digital Stress and Work Engagement. 
 
4. CONCLUSIONS AND SUGGESTIONS 
 
Based on the explanation above, it can be seen that the results between Work Engagement and 
Digital Stress are r = 0.323, p = 0.0 2 < 0.05, which means that the two variables have a 
significant relationship so they influence each other. Meanwhile, Self-Efficacy can have a 
significant influence, but does not function as a Moderator. This means that in this research, if 
Digital Stress is high then Work Engagement is low and Self-Efficacy cannot function as a 
moderator, however Self-Efficacy can be said to be a predictor of moderation because the 
interaction results are significant at p = 0.000 (< 0.05). It is possible for Self-Efficacy to be used 
as an Independent Variable. 
 
The data above is supported by several previous studies, such as research by Ojo, A. Oluwaseyi 
et al. (in Sustainability, 2021) with his findings showing the influence of self-efficacy and facility 
conditions (IT) on employee resilience in influencing work engagement during stressful 
situations. Thus, the Self-Efficacy Variable can indeed increase employee Work Engagement 
through its function as an Independent Variable. Apart from that, there is also previous research 
that discusses the direct effect of stress on work engagement where stress is negatively related to 
work engagement with low stress and high work engagement (Zhang et al, 2021), which research 
is in line with the results of this research that Digital stress is negatively related to work 
engagement. 
 
The variables in this research are still limited, so further research is needed to be developed. As 
with the variable of Digital Stress itself, there is still minimal discussion, so further research is 
needed to increase insight into related variables. Likewise, with the moderator variables in this 
research, it is hoped that future research can provide other cultural and/or Psychological Capital 
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variables such as motivation and optimism which are more likely to become moderators in the 
relationship between Digital Stress and Work Engagement as well as providing other variables 
that are able to support efforts to improve one of the employee work engagements, as in previous 
research, is self-confidence or one can also look at the influence of subject characteristics such as 
educational background and age of the participants. 
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