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Abstract

The purpose of this research is to determine the role of Artificial Intelligence Competencies,
organizational support, and employee self-efficacy in predicting the performance of government employees.
This research uses quantitative methods with a type of correlation research. The structural Equation Model
(SEM) approach is assisted by the smart PLS application. This approach was chosen because it aims to
determine the correlation between the Artifical Intelligence Competencies, Organizational Support, and
Employee Self-Efficacy variables: Employee Self-Efficacy. Data analysis in this research used descriptive
analysis and statistical analysis. Descriptive analysis is done by describing the results of the sampling
percentage. Based on the results of the research, we show that Artificial Intelligence (AI) competencies,
employee self-efficacy, work engagement, and organizational support proved to have an important contribution
to improving the performance of government employees. Implications of this study indicates the need of
holistic approach in human resource management in government sector. Organizations should also develop
technical competencies like artificial intelligence and support psychological competencies like self-efficacy and
work engagement through just policies and sufficient facilities.

Keywords: Artificial Intelligence competencies, organizational support, employee self-efficacy, government

employee performance.

Introduction

The performance of government employees is
very important because it relates to the efficiency and
effectiveness of public services. Effective governance
and high performance guarantee the better execution of
government functions, and, as a result, greater public
satisfaction, transparency, and accountability. In fact, it
also contributes to the overall growth and stability of a
nation because employee perform better can empower
the implementation of policies more easily, manage the
resources more appropriately and fulfil the basic needs
of public area more efficiently. Therefore, the study
shows that if the government employees are trained
with emotional intelligence, it will result with a better
performance because of their abilities to control their
emotions, to overcome the pressure of making essential
decisions and to create a congenial atmosphere at
workplace through interpersonal relationships (Ariawan
et al., 2023). According (Olufunmilayo & Hannah,

22

2018) employees who are satisfied do perform better,
this suggests that in-order to improve job satisfaction,
and ultimately job performance, effective internal
control mechanisms must be enforced.

Not only does high employee performance
improve service delivery, but it also allows governments
to address societal challenges accordingly. This research
find that good leadership are the key factor to improve
employee performance in goverment agencies. According
to (Shantini Rumbi et al., 2021) better leadership
positively relates with employee performance with
implication that good leadership can create a high-
performance environment. Likewise (Hadian, 2022)
pointed out that employee engagement is essential
in a way that employee involvement means that
the worker may perform better comparatively and
thus aid in the attainment of goals of the organi-
zation.

Problems arising by sub-optimal employee
performance can have a broad impact on various
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aspects of public service. Impact of sub-optimal
employee performance in public service is multifaceted,
affecting policy implementation, resource manage-
ment, and overall service quality. Low employee
performance can result in significant delays in policy
execution, which hampers the efficiency of public
services. The research (Jumanne & Njoroge (PhD),
2019) highlight that improved employee performance
is crucial for the effective delivery of public services,
suggesting that a lack of performance can lead to
inefficiencies that ultimately diminish public trust in
government institutions. The problems arising from
sub-optimal employee performance in public services
are complex and interconnected (Hultman, 2020). Low
performance can lead to delays in policy implementation,
inefficient resource management, and a decline in
service quality.

The consequences of low performance by
government employees can be vast and impact many
different sectors. This loss of trust can be especially
dangerous since it can lead to a citizenry that is less
engaged — less willing to comply with government
efforts or engage in civic processes — and this can
undermine democracy (Shaumi et al., 2023). In
addition, poor public service negatively affects the
public perception of efficacy (Harits & Bhagya, 2021)
which then creates a cycle of discontent and political
disengagement from the government. An economic
policy guided by (Wahyuningrum & Aisyah, 2023) it
is the government that plays a big role in reducing
inequality, but if the bureaucratic performance is not
effective, it will be an obstacle to the implementation
of policies that should be implemented, this leads to
inequality.

To overcome the problem of low government
employee performance, a solution is needed. These
solutions include Artifical Intelligence competencies,
organizational support, and employee self-efficacy.
The integration of Al into organizational frameworks
has become a pivotal factor in enhancing employee
performance and operational efficiency (Olan et al.,
2022). Sudies conclusion that organizations with
robust training programs in Al technologies experience
higher levels of employee engagement and performance,
as employees more equipped to handle the demands of
their roles (Braganza et al., 2021), the development of
hybrid skills that complement Al capabilities is crucial
for fostering a workforce that can thrive in an Al-
enhanced environment (Alsheibani et al., 2020).

Furthermore, the role of organizational support,
like training, access to tools and policies that promote
employee well-being, is fundamental in establishing an
environment conducive to work. One of the biggest
support to motivate employees and to work in

optimum way. Studies have revealed that perceived
organizational support (POS) plays an important role
in improving employee well-being and happiness
which increases affective commitment and reduces
negative outcomes in the organization (Riyono &
Rezki, 2022). Based on our findings, such policies will
not only play an expanded mediating role for POS, but
will also weaken the negative impact of perceived
flexibility stigma to promote a relatively healthier
employer-employee relationship (White et al., 2020).

Self-efficacy, or employees' belief in their own
abilities, also plays an important role. Employees with
high self-efficacy are characterized by greater confidence,
proactivity, and persistence when faced with challenges.
The relationship between self-efficacy and employee
performance is well-documented. For instance, (Abun
etal.,2021) highlight that self-efficacy is a determining
factor in goal attainment, suggesting that management
should focus on enhancing employees' self-efficacy
levels to improve performance outcomes.

Research by (Rozman et al., 2022) used survey
involved randomly selected 317 medium-sized and
large Slovenian enterprises. The findings would help
managers in creating a successful work environment
by applying artificial intelligence in the company.
While research (Amit Dubey, 2024), This papers
discusses the intersection of Al literacy and Augmented
Analytics to suggest strategy for developing a culture
of Al fluency among employees. The novelty in this
research lies in the development of an integrative
model that combines Artificial Intelligence (Al)
Competencies, organizational support, and employee
self-efficacy as a comprehensive approach to improving
government employee performance. This research
offers a novel contribution by emphasizing the importance
of Al competencies not only for task automation but
also as a strategic element in decision making.

Urgency of this research lies in the pressing need
to improve the performance of government employees
in the challenging digital era. Adequate organizational
support is needed to create a conducive environment
for technology adoption and employee development.
This research offers an integrated solution that can help
the government address performance issues, thereby
strengthening the competitiveness and effectiveness of
public services. Therefore, the purpose of this research
is to determine the role of Artificial Intelligence
Competencies, organizational support, and employee
self-efficacy in predicting the performance of government
employees.

Research Methods

Research Design

This research uses quantitative methods with a
type of correlation research. The structural Equation
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Model (SEM) approach is assisted by the smart PLS
application. This approach was chosen because it aims
to determine the correlation between Artificial Intelligence
Competencies, Organizational Support, and Employee
Self-Efficacy variables: Employee Self-Efficacy.

T

Z: Work

X1: Artifical Intelligence
Competencies

Y1: Government

— Employee

X2: Organizational Support

Per,

X3: Employee Self-Efficacy /

Figure 1. Flow of research hypothesis
Population, Sample and Sampling Technique

In this study, the population studied was SMEs in
the government service employee sector in Indonesia.
The population includes various types of government
service employee SMEs in Malang City. Sampling
was conducted using cross-sectional and non-probability
methods, namely purposive sampling techniques. In
this context, the sample was selected based on the
criteria for the level of employee interaction in providing
services to the community. Among them are the Education
Office, Health Office, Transportation Office, and
Environment Office. So that a sample of 100 employees
was obtained. This sample size was determined based
on methodological considerations to ensure sufficient
representation of government service employees while
maintaining the feasibility of data collection and
analysis. Additionally, the selected sample reflects a
diverse range of government functions, which strengthens
the generalizability of the findings within the context
of public service delivery in Malang City.

Data Collection Technique

The data technique used in this study used a
questionnaire distributed to government employees in
Malang City with offices that have been determined by
the researcher. The distribution of questionnaires in
this study refers to an instrument that refers to a Likert
scale of 1-5 on items that have been adapted to this
study.

Data Analysis Technique

Data analysis in this research uses descriptive
analyzing and statistical analyzing. Descriptive analysis
is done by describing the results of the sampling
percentage. While statistical testing is carried out by 1)
analyzing the outer model using convergent validity,
discriminant validity, composite reliability, average

variance extracted (ave), Cronbach alpha and 2)
analyzing the inner model using the coefficient of
determination (R2) test and t test. The analysis method
uses smartPLS SEM (Structural Equation Modeling)
software.

Results and Discussion
Descriptive Analysis

The sharpness and accuracy in the use of analytical
tools greatly determines the accuracy in concluding
research conclusions. The data analysis used in this
research is descriptive analysis. Descriptive analysis
with a quantitative approach is broadly used to analyze
data by describing or describing the data that has been
collected to obtain general conclusions.

The data and steps that can use descriptive
analysis techniques include presenting data in tabular
form or cross-tabulation frequency distribution, presenting
data in visual forms such as histograms, polygons, and
diagrams, calculating measures of central tendency,
calculating measures of location, and calculating
measures of spread.

Table 1
Outer Loading

AIC
Al 0903
A2 0908
A3 0,904
Al4 0915
A5 0,861
ESI 0,834
ES2 0,871
ES3 0,896
ES4 0,872
ES5 0911
GEP1
GEP2
GEP3
GEP4
GEP5
0s1
0S2
0S3
0S84
0S5
WEI
WE2
WE3
WE4
WES

ESF GEP (O]

0,833
0,858
0,828
0,869
0,847
0,841
0,894
0,830
0,876
0,874
0,871
0,889
0,847
0,885
0,830

Outer loading factor is said to be valid if it has a
value greater than 0.7. The output of outer loadings can
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be obtained from the PLS Algorithm Report SmartPLS.
Based on the table above, it can be seen that each
variable in this study has a value greater than 0.7 so that
the variables in this study have a correlation and are
valid for research and data analysis.

Construct Reliability and Validity

Based on the data test results in the table 2, it can
be seen that the variables tested are valid, this is
because the r-count> r-table value and is positive.
While the reliability value in the table above is reliable
because the r value (Cronbach'’s alpha) is greater than
0.60.

Table 2
Construct Reliability and Validity

Cronbach's rho.a rhoc AVE

alpha - -
Artificial 0,940 0,947 0954 0,807
Intelligence
Competencies
Employee Self 0,925 0927 0943 0,769
Efficacy
Government 0,902 0,903 0927 0,718
Employee
Performance
Organizational 0,915 0,924 0,936 0,745
Support
Work 0,915 0916 0937 0,747
Engagement
R-Square

Based on the results of data processing in this
study, the work engagement variable in R-Square has
a value of 0.575 and R Square Ajusted has a value of
0.562 so that it can be seen that the tested model is still
classified as strong because the value is almost close to
1. The government employee performance has an R
Square value of 0.641 and R Square Ajusted 0.626 so
that it can be seen that the tested model is classified as
strong because it is almost close to 1.

Table 3
Uji R-Square
R-square R-square adjusted
Government 0,641 0,626
Employee
Performance
Work Engagement 0,575 0,562
Path Coefficient

Hypothesis testing is done by comparing the t-
count with the t-table of 1.65 (for n-2) with a standard

error of 5% or a significance value below 0.05 in table
4.

Table 3 shows the test results using Bootstrapping.
Overall, the variables in this study are declared
significant because it is seen from the t-statistic value
above 1.65 for significance <0.05. Based on these
criteria, the rejected hypothesis is in the latent variable
relationship between artificial intelligence competencies
and employee performance. This happens because the
research t-statistic has a value of less than 1.65.

Specific Indirect Effect

Specific Inderect Effect according to indirect
effect aims to analyze how strong the influence of
variables with other variables is either between
exogenous and endogenous. Specific Inderect Effect
refers to the impact that occurs as a result of an event
or change, but the effect is not a direct result of the
event. Table 5 show result of Specific Indirect Effect.
Table 5 shows the results of the mediation function
using the bootstripping method of the specifict indirect
effects table. The results show that which is declared
insignificant because it has a significance value of
more than 0.05 and the t-count is lower than the t-table.

Table 4
Path Coefficient

Original Sample Standard
sample mean deviation
0) (M) (STDEV) S

0,039 0,037 0,064

statistics P
(|O/  values

TDEV|)
0,607

Artificial
Intelligence
Competencies
- Government
Employee
Performance
Artificial
Intelligence
Competencies
- Work
Engagement
Employee Self
Efficacy >
Government
Employee
Performance
Employee Self
Efficacy >
Work
Engagement
Organizational
Support >
Government
Employee
Performance
Organizational
Support >
Work
Engagement
Work
Engagement >
Government
Employee
Performance

0,544

0,217 0,222 0,069 3,134 0,002

0,211 0,212 0,085 2,498 0,013

0,597 0,598 0,051 11,656 0,000

0,222 0,223 0,079 2,820 0,005

0,168 0,167 0,072 2,330 0,020

0,497 0,497 0,095 5,252 0,000
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Table 5

Specific Indirect Effect

Original Sample Standard T statistics P

sample mean deviation (JO/  values
((9)] (M) (STDEV) STDEV)
0,108 0,112 0,045 2,404

Artificial
Intelligence
Competencies >
Work
Engagement >
Government
Employee
Performance
Employee Self
Efficacy >
Work
Engagement >
Government
Employee
Performance
Organizational
Support = Work
Engagement >
Government
Employee
Performance

0,016

0297 0296 0059 5029 0,000

0083 0081 0036 2302 0021

The Influence of Artificial Intelligence (A1) Competencies

on Government Employee Performance

The results show that Al competencies have a
significant influence on the performance of government
employees, as shown in various studies. The ability of
employees to understand and apply Al-based tech-
nologies enables them to improve work efficiency,
accuracy in decision-making, and innovation in public
services (Kuziemski & Misuraca, 2020). Previous
research shows that Al competency contributes to
more effective data management, reduction of
administrative burden, and optimization of work
processes, which in turn increases employee
productivity and job satisfaction. In addition, related
studies have also highlighted that the successful
implementation of Al in the government sector is
highly dependent on organizational support, such as
relevant training and the provision of adequate
technological infrastructure (Sharma et al., 2022). Thus,
Al competency development is not only a technical
necessity, but also an important strategy to holistically
improve performance in the government environment.

Influence Artificial Intelligence (A1) Competencies
on Work Engagement

The results show that Artificial Intelligence
competencies have a close relationship with employees'
level of work engagement. Research shows that mastery
of Al technology increases employees' confidence in

completing their tasks, as Al enables more. Furthermore,
Al competency also affects employees' ability to face
the challenges of the digital era, such as adapting to
technological changes and increasing public expectations
for faster and more personalized services (Vrontis et
al., 2022). Other research reveals that employees with
high Al competencies tend to be more capable of
delivering technology-based innovations, such as
automation of administrative processes and predictive
analysis for more strategic policy making(Johnson et
al., 2022). This has implications for improving the
efficiency of public services, saving resources, and
accelerating response times to community needs.

However, similar research results also highlight
emerging challenges, such as resistance to technological
change and skills gaps among employees (Ozkan-
Ozen & Kazancoglu, 2022). Therefore, a holistic
approach involving continuous training, an adaptive
work culture, and strong management support is
required to ensure the implementation of Al competencies
delivers optimal results(Kulkov et al., 2024). In this
context, Al competencies are not only a tool to improve
individual performance but also the foundation of
digital transformation in the government sector.
Efficient work, automation of routine tasks, and
improved accuracy of results (Tschang & Almirall,
2021). The ability to utilize Al also promotes a sense
of professional accomplishment, which is one of the
important aspects of work engagement. In addition,
employees who are competent in using Al are more
likely to experience positive work challenges, which
can increase their intrinsic motivation(Koo et al.,
2021). Another study revealed that Al technologies can
create opportunities for more meaningful work, as
employees can focus more on strategic and creative
tasks(Dwivedi et al., 2021).

When organizations support the development of
Al competencies, employees feel more valued and
empowered, which strengthens their engagement at
work. Conversely, a lack of such support can lead to
job stress, resistance to technology, and ultimately
lower levels of work engagement (Molino et al., 2020).
Therefore, it is important for organizations to integrate
Al competency development in their human capital
strategy to sustainably improve work engagement.

Influence Employee Self-Efficacy on Government
Employee Performance

The results show that employee self-efficacy, or
the belief in one's ability to accomplish a particular
task, has a significant influence on the performance of
government employees. Research shows that employees
with high levels of self-efficacy tend to be more
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proactive in dealing with work challenges, take
initiative, and take responsibility for the results of their
work(Chen & Zhang, 2019). This belief helps them
overcome obstacles, both technical and interpersonal,
which ultimately has a positive impact on work
productivity. Other studies have also revealed that self-
efficacy contributes to more confident and innovative
decision-making, especially in complex work environ-
ments such as the government sector (Ji & Yoon, 2021).

In addition, self-efficacy is a predictor of intrinsic
motivation, as it affects the degree to which employees
set work goals for themselves and then consistently
stick to them. In other related studies, self-efficacy in
employees helps them to cope up from the stress at
work, leading them to be emotionally strong and
concentrating more on the task (Udayar et al., 2020).
Moreover, self-efficacy also mediates the effect of
training and development on the enhancement of
performance, thereby strengthening the need for
performing self-efficacy to be a focal point of
organizational investment in developing employees lls
as well (Yu et al., 2020). Thus, it can be an effective
target to enhance performance in government sector as,
through trained, positive approach to performance,
work environment to improve self-efficacy.

Influence Employee Self-Efficacy on Work
Engagement

The findings that employee self-efficacy has a
direct correlation to employee work engagement.
Studies have shown that those employees with stronger
confidence in personal abilities have a greater
excitement and motivation to successfully perform
work tasks (Yang & Li, 2021). Self-efficacy offers the
right amount of confidence which makes the
employees in a better position to tackle challenges, set
higher goals, and work passionately. High work
engagement is characterized by individuals feeling
energized and thriving while performing tasks, thus
self-efficacy helps employees rock their roles, as per
studies, and reduces strain against work stressors
(Wang & Pan, 2023). In addition, self-efficacy can be
used as an intrinsic motivation driver that increases the
emotional bond between employees and work.
Another study shows that self-efficacy reduces
employees separation from work, and leads to higher
energy, commitment and absorption of mind in work
(Rai et al., 2022). Furthermore, self-efficcy helps
employees view work as a self-development chance
which contributes to greater meaningful work. As a
result, organizations can enhance the employees' work
engagements by facilitating them to develop their self-
efficacy by creating a favorable environment through

which relevant training, a platform for constructive
feedback, and an effective managerial support can be
offered.

Influence Organizational Support on Government
Employee Performance

The findings indicate organizational support
positively affects the performance of government
employees by fostering a productive and efficient work
environment. Studies indicate that when employees
perceive support from the institution, meaning receiving
sufficient resources along with pertinent training and
acknowledgment of their efforts, their performance
increases (Shanock et al., 2019). This kind of support
allows staff to perform to their full potential in getting
the work done better. Strong organizational support
helps employees to overcome job challenges and leads
to confidence and drives them to deliver quality job
(Utomo et al., 2023) has also been found in related
studies. Additionally, the support from the leaders of
the organization is significant to enhance the
employees' emotional connection/diversion with their
work. Motivated employees who get support are more
effective in fulfilling their duties. Studies indicate that
when individuals perceive their organization to be
supportive, they feel more responsible and are more
committed to the attainment of institutional goals
(Thompson et al., 2020). And this leads to individual
and group performance improvement. For instance,
providing training that is suitable for the job helps
employees develop technical abilities, but also self-
confidence that aids in optimal execution.

Nonetheless, the result of similar studies indicated
that the absence of organizational support can be an
inhibiting factor for employee performance (Astuty &
Udin, 2020). The absence of adequate work facilities,
lack of recognition, or ineffective communication from
management can decrease work motivation and increase
stress. Therefore, organizations need to consistently
provide support through fair policies, a healthy work
climate, and investment in employee development to
encourage optimal performance (Faeni, 2024). By
building a supportive work culture, organizations can
ensure the sustainability of performance improvement
in the government sector.

Influence Organizational Support on Work
Engagement

The results show that organizational support has
a significant influence on employee work engagement.
According to (Rasool et al., 2021) employees are more
adaptive and focused on their work when they feel
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supported by the organization (e.g. with good facilities,
regular training, and attention from managers to
individual needs). This kind of support creates a sense
of security and comfort, such that workers can
concentrate on the tasks at hand without worrying
about outside issues.

Such support provides a sense of security and
comfort, allowing employees to focus on tasks without
being distracted by external concerns. Related studies
reveal that organizational support increases employees'
energy, dedication and concentration towards their
work, which are key dimensions of work engagement
(Aldabbeas et al., 2023). When employees feel supported,
they tend to see work as part of contributing to a larger
goal, rather than just an obligation. Other research
shows that recognition of individual contributions,
career development opportunities, and transparent
communication from management create a positive
relationship between employees and the organization
(Thelen & Formanchuk, 2022). This reinforces a sense
of belonging which in turn increases overall work
engagement.

However, research results also show that a lack of
organizational support can lower levels of work
engagement. Role ambiguity, lack of recognition for
achievements, and lack of adequate facilities can cause
employees to feel unappreciated and demotivated.
Therefore, organizations need to ensure that the
support provided is not only material but also
emotional and strategic (Graham et al., 2020). By
creating a supportive and empowering work environment,
organizations can sustainably increase employee work
engagement, which ultimately contributes to the
achievement of institutional goals.

Influence Work Engagement on Government
Employee Performance

The results showed that work engagement has a
significant influence on the performance of government
employees. Research shows that employees with high
levels of work engagement tend to be more motivated,
dedicated and focused in completing their tasks
(Shkoler & Kimura, 2020). Dimensions of work
engagement, such as energy, commitment and per-
severance, help employees carry out their responsibilities
effectively even under challenging working conditions.
Related studies have also revealed that employees who
are engaged in their work are more productive because
they have a strong sense of responsibility for the
outcomes of their work, which directly impacts on
improving the quality of public services(Meynhardt et
al., 2020). In addition, work engagement contributes to
the achievement of organizational goals by improving

teamwork efficiency and collaboration among
employees. Other research shows that highly engaged
employees often exhibit proactive behaviors, such as
providing innovative ideas or taking initiative in
solving problems(Alikaj et al., 2021). This is important
in a government context that faces bureaucratic
complexity and ever-increasing public expectations.
With strong work engagement, employees are able to
adapt to change and make greater contributions
towards achieving the institution's mission.

However, a lack of work engagement can have a
negative impact on employee performance. Research
shows employees who do not feel connected to their
work tend to experience decreased productivity, lose
motivation, and exhibit low levels of absenteeism
(Primadi Candra Susanto et al., 2023). Therefore,
organizations need to create an environment that
supports work engagement, such as rewarding achieve-
ments, creating positive work challenges, and ensuring
a balance between work demands and employee well-
being.

Conclusions and Implications

This research conclusion that Artificial Intelligence
(AD) competencies, employee self-efficacy, work
engagement, and organizational support proved to
have an important contribution to improving the
performance of government employees. Al competence
drives efficiency and innovation in public services,
self-efficacy increases confidence and productivity,
while work engagement strengthens employee
motivation and dedication. In addition, organizational
support is an important foundation that strengthens the
influence of other variables, by providing resources,
training, and a supportive work environment.

The implications of this study show the importance
of a holistic approach to human resource management
in the government sector. In addition, ensuring the
sustainability of employee performance requires the
integration of technology-based training and strategic
support from management. This research emphasizes
that optimizing these factors not only improves
employee performance, but also strengthens organi-
zational readiness to face the challenges of the digital
era.

To improve the performance of government
employees in the digital era, a holistic and technology-
based HR management policy is needed. Strengthening
Al competencies is a strategic step by developing
training and certification oriented to the needs of the
public sector, as well as integrating Al technology in
work systems to improve efficiency and service
innovation. In addition, increasing employee self-
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efficacy can be done through mentoring, coaching, and
job rotation opportunities that expand their skills and
confidence. Work engagement also needs to be
strengthened with performance-based incentive systems,
work-life balance policies, and increased employee
involvement in decision-making. Optimal organizational
support is an important foundation with adequate
resource allocation for training, provision of digital
infrastructure, and a collaborative and innovative work
environment.

Technology integration in HR management
should be strengthened with Al-based systems that
support recruitment, performance evaluation, and
talent management, as well as continuous learning
programs to dynamically upskill employees. In
addition, the government needs to develop a long-term
strategy to deal with digital transformation by building
awork ecosystem that supports innovation, conducting
regular evaluations of HR policies, and ensuring
employee readiness for change. With this approach,
employee performance will not only improve, but also
strengthen the organization's readiness to face future
digital challenges.
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