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Abstract - This study examines the influence of team characteristics (such as team efficacy) and 

environmental factors (such as emotional intelligence climate) on engineering team performance based 

on social cognitive theory (SCT). Data were collected through 157 questionnaires from engineering 

employees of a manufacturing company in Indonesia using random sampling method. Data analysis 

was conducted using SEM method with SmartPLS 4.0 software. The proposed model shows that work 

team planning acts as a mediator between team efficacy, emotional intelligence climate, and team 

performance. The findings provide an in-depth understanding of the factors that influence team 

performance in the context of the manufacturing industry. The results suggest that work team planning 

plays an important role in improving team performance through the effects of team efficacy and 

emotional intelligence climate. The practical implication of this study is the importance of company 

management to pay attention to both antecedents of team performance, both in terms of personal 

(efficacy) and environmental (emotional intelligence climate) in an effort to improve engineering team 

performance in a sustainable manner. 

Keywords: Emotional intelligence climate, team performance, work team planning, team efficacy. 
 

This work is licensed under a Creative Commons Attribution-NonCommercial-ShareAlike 4.0 International License. 

 

INTRODUCTION 

 

The importance of teamwork in organizations is emphasized as a group of employees who 

identify themselves as a social entity within an organization. Collaboration within a team has significant 

benefits for both employees and organizations, such as facilitating the generation of creative ideas, 

improving interpersonal communication, increasing team spirit, facilitating team planning, and 

improving team performance. Bandura's Social Cognitive Theory (SCT) is a key theory that explains 

team performance, emphasizing the control individuals have over their thoughts, feelings, and actions 

within an organizational system. SCT has been widely used in various disciplines and practical settings, 

showing empirical support in understanding team problems. 

Team efficacy, an important component of SCT, has been related to various team issues such 

as goal difficulty, job satisfaction, psychological well-being, organizational citizenship behavior 

(OCB), and team performance. Previous research suggests that the relationship between team efficacy 

and team performance is mediated by factors such as leadership empowerment, team learning behavior, 

and team purpose. This study further explores how team efficacy affects team performance based on 

SCT, focusing on the mediating role of team planning as a self-regulatory tactic adopted by team 

members to achieve team goals. 

Team planning, defined as a collaborative activity in which teams design actions to achieve 

selected goals, is recognized as an important meta-cognitive mediator for improving team performance. 

Effective team planning has been related to improved team performance, emphasizing the importance 
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of coordination and communication within teams. This study evaluates how team planning mediates the 

relationship between team efficacy, emotional intelligence climate, and team performance, providing 

insight into the interplay between individual and environmental factors in team performance. 

Moreover, this study differs from previous research by incorporating both team characteristics 

(e.g., team efficacy) and environmental factors (e.g., emotional intelligence climate) to gain a 

comprehensive understanding of team performance. By examining team planning as a mediator in 

shaping team performance based on SCT with the antecedents of team efficacy and emotional 

intelligence climate, this study contributes to the existing literature and highlights the importance of 

considering both individual and environmental factors in improving team performance. 

This study uses Social Cognitive Theory (SCT) as the basis for building a team performance 

model. SCT explains how team characteristics, environmental factors, and behaviors interact to 

influence team performance. This research model shows that work team planning and team performance 

are influenced by team characteristics (such as team efficacy) and environmental factors (such as 

emotional intelligence climate). Team planning is considered an important self-regulatory tactic, 

guiding team activities towards goals. High-efficacy teams tend to have better meta-cognitive skills, 

including the ability to plan tasks, anticipate problems and adjust plans quickly. In contrast, teams with 

low efficacy may have difficulty planning and executing tasks in a timely manner. Therefore, the 

relationship between team efficacy and team planning is considered important in improving team 

performance. Based on the above rationale and justification, the following hypothesis is developed. 

H1. Team efficacy has a positive and significant effect on work team planning. 

 

Team efficacy is the collective belief of team members about the team's ability to achieve 

certain goals. It is derived from the beliefs of individuals in the team that develop through the experience 

of working together, depending on each other, and interacting socially. When individual self-efficacy 

combines, it becomes a team-level variable. Team efficacy influences the actions taken by team 

members, how hard they work to achieve team goals, and how persistently they persevere when faced 

with failure. Previous studies have shown that there is a strong relationship between team efficacy and 

team performance. Teams with high levels of team efficacy tend to achieve good performance in a 

variety of situations. Strong team efficacy can also help teams recover and improve performance after 

failure. In contrast, teams with low team efficacy tend to experience a decline in performance. 

Therefore, it is important for teams to build and maintain high levels of team efficacy to achieve optimal 

performance. Thus the hypothesis is derived as below. 
H2. Team efficacy has a positive and significant effect on team performance 

 

According to Olukayode & Ehigie (2005), emotional intelligence is thought to increase an 

individual's sense of responsibility, problem solving, reality testing, stress tolerance, impulse control, 

and happiness. These conditions enhance team spirit (Olukayode & Ehigie, 2005). In previous literature, 

it has been mentioned that emotional intelligence is critical to the planning process and team activities 

(Robins, 2002). Researchers point out that the emotional intelligence environment is essential for 

teamwork and a very important component for employment (Olukayode and Ehigie, 2005). Previous 

research on emotional intelligence climate shows that teams with a less defined climate tend to have a 

strong desire to work together for team planning. However, teams with a poorly defined climate tend to 

experience relationship conflicts and increased conflict intensity (Ayoko et al., 2008), resulting in poor 

team planning. Various team planning, such as team cohesiveness and team interaction processes, are 

influenced by the emotional intelligence environment (Olukayode and Ehigie, 2005). In summary, the 

emotional intelligence climate enables teams to reduce conflict and increase organizational cohesion by 

creating mutually patterned scenarios for participating in jointly designed activities. This suggests a 

positive relationship between emotional intelligence and joint planning. Thus, the hypothesis is 

proposed as below. 

H3. Emotional intelligence climate has a positive and significant effect on work team planning. 

 

Emotional intelligence is defined as a work environment in which people can track their own 

and others' feelings and emotions, discriminate among them, and use this information for planning, 

team thinking, and action (Salovey and Mayer, 1990). Team performance is affected by the emotional 

intelligence environment, which is influenced by mediators at early and later stages (Perlini & 

Halverson, 2006). In particular, the emotional intelligence environment helps solve problems, which 
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helps team performance (Jordan & Troth, 2004). Many studies have emphasized the relationship 

between team performance and emotional intelligence (e.g., Ayoko et al. (2008), Rhee (2005), and van 

Kleef et al. (2009). This is because a good emotional intelligence climate represents the ability to 

express emotions in an appropriate way to help improve performance (Côté & Miners, 2006). Thus, the 

proposed hypothesis is as below. 

H4. Emotional intelligence climate has a positive and significant effect on team performance. 

 

Joint planning is an important self-organizing process that positively impacts team performance 

outcomes (Zimmerman, 2001). "Team action plans" were proposed by DeShon and Gillespie (2005) as 

a way to gain mastery and goal orientation that demonstrates performance. Thus demonstrating the 

relationship between performance and planning. According to previous empirical research, there is a 

direct correlation between team performance and work team planning (e.g., Janicik and Bartel (2003)). 

Weingart (1992), for example, found that work team plans have a positive effect on student group 

performance. Similarly, Weldon et al. (1991) stated that there is a positive correlation between team 

performance in production tasks and work team planning. In other words, teams that have higher levels 

of team planning are more likely to achieve better performance than teams that have lower levels of 

team planning (DeShon & Gillespie, 2005). Consequently, the hypothesis is developed as below. 

H5. Work team planning has a positive and significant effect on team performance. 

 

The entire research project is based on a theoretical framework, according to Sekaran & Bougie 

(2016). Using the theoretical framework, hypotheses can be created and tested to determine the validity 

of the theory. Furthermore, measurements will be made using appropriate statistical analysis. The author 

created the following research model based on the theory and previous research: 

 

Figure 1. Conceptual Model of Research 

 

METHODS 

 

Data collection 

According to Creswell & Creswell (2017), a quantitative approach is most appropriate if the 

purpose of the research is to determine the relationship of influence between the variables under study. 

Quantitative research is suitable for testing theories and hypotheses with statistical tools (Creswell & 

Creswell, 2017). Therefore, the quantitative survey method was used to test the hypotheses made. 

Therefore, questionnaires were used to collect the necessary data. The people involved in the research 

population consisted of 157 people working in the manufacturing industry in West Java. According to 

previous research, the appropriate respondents of this study were the organizers in the company, ranging 

from squad heads to top managers. This is because they have an important role in the organization, which 

allows them to provide reliable information about the main characteristics and environment of their 

organization (Hung et al., 2010). 267 surveys were sent to the population via the internet using a simple 

random sampling method. The sample size used for this study was considered appropriate because, 

according to Roscoe's (1975) rule of thumb, the sample size should be more than 30 and less than 500 for 

most studies. 157 questionnaires were returned and valid, which resulted in a response rate of 58.8%. 
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Measurement and Scale 

The reflective measurement model is suitable for this study because it involves dependent effects 

between latent constructs and manifest variables (Hair Jr. et al., 2017). Four items were used to measure team 

effectiveness (TE1-TE4) from Mosley et al. (2008), emotional intelligence climate (EIC1-EIC4) from Law et 

al. (2004), work team planning (TPL1-TPL4) from Mehta et al. (2009), and team performance (TPF1-TPF4) 

adapted from Lin (2010). A five-point Likert-type scale was used to measure all variables. For each closed- 

ended question or statement, five response options were given. Strongly agree (SS) gets a score of 5, agree (S) 

gets a score of 4, neutral/undecided (N) gets a score of 3, disagree (TS) gets a score of 2, and strongly disagree 

(STS) gets a score of 1. Processing data using PLS and SmartPLS version 4.0 software is the tool. Table 1 lists 

the items used in this study. To ensure the validity and reliability of the above metrics for manufacturing 

employees in Indonesia, a pilot study was conducted on 30 respondents. The results of the pilot study showed 

that the internal consistency of the main constructs exceeded the 0.70 threshold suggested by (Hair et al., 2014). 

 
Data analysis 

Covariance-based approaches (CB-SEM) and variance-based partial least squares techniques 

(PLS-SEM) are the two most widely used statistical techniques in Structural Equation Modeling SEM 

(Sarstedt et al., 2014). However, many fields such as strategic management, marketing, and 

management information systems now use PLS-SEM (Hair et al., 2012). The main cause of the 

increased use of this method is the ability of PLS-SEM to handle common social science modeling 

problems such as unusual data characteristics (such as non-normal data) and highly complex models. 

To test the research hypotheses, PLS-SEM was used due to the advantages of this method. SmartPLS 

4.0 software was used to check each of the outer and inner models. Testing was performed on the 

outside of the model to ensure the validity and reliability of the measurements, and testing inside the 

model to check the introduced hypotheses. 

 

Table 1. List of Research Items 

Notation Item 

Team Efficacy (TE) 

TE1 My team is confident to help each other to meet the demands of quality teamwork. 

TE2 My team is confident to help each other to correct teamwork mistakes. 

TE3 My team believes in reminding each other to follow all safety rules. 

TE4 My team is confident in working together to maintain the effectiveness of teamwork. 

Emotional Intelligence Climate (EIC) 

Regarding the climate of emotional intelligence in my team, my team members feel that... 

EIC1 We can control our anger, so we can handle difficulties rationally. 

EIC2 We were quite capable of controlling our own emotions. 

EIC3 We always calm down quickly when we are very angry. 

EIC4 We have good control over our own emotions. 

Teamwork Planning (TPL) 

TPL1 My team understands the purpose of a problem before trying to answer. 

TPL2 My team carefully planned its actions. 

TPL3 My team figured out the goal and what needed to be done to achieve it. 

TPL4 My team developed a plan for the solution of the problem. 

Team Performance (TPF) 

TPF1 My team's collaboration reduces work content redundancy 

TPF2 My team's collaboration improved team efficiency 

TPF3 My team collaboration coordinates the effort from everyone on the team 

FPF4 My team's collaboration facilitates the innovation of new ideas 
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RESULTS AND DISCUSSION 

Results 

A total of 157 employees participated. Most were male (67.5%), followed by female (32.5%). 

They have different age groups, under 30 years old (25.5%), ranging between 30-40 years old (46.5%), 

and over 40 years old (28.0%). Their tenure as employees is also quite diverse, with some being under 

5 years (35.0%), ranging between 5-10 years (49.1%), and more than 10 years (15.9%). The education 

level of the majority is diploma/graduate (87.9%), followed by high school/vocational school (12.1%). 

Table 2. Sample Description 

Criteria  Total % 

Gender Male 106 67.5% 

 Women 51 32.5% 

Age (as of March 2021) < 30 years 40 25.5% 
 30 - 40 years 73 46.5% 

 > 40 years 44 28.0% 

Length of service as an 

employee 
< 5 years 55 35.0% 

5-10 years 77 49.1% 

 > 10 years 25 15.9% 

Highest diploma Diploma/Bachelor's 

Degree 
138 87.9% 

 SMA/SMK 19 12.1% 

 

 

Convergent and discriminant validity were tested in the measurement model. However, 

composite reliability values and Cronbach's alpha are used to evaluate construct reliability. If all 

indicators of the PLS model meet the requirements of convergent validity, discriminant validity, and 

reliability tests, the PLS analysis results can be used to test the research hypotheses. 

The loading factor value of each indicator compared to its construct is used to test convergent 

validity. For most references, a factor weight of 0.5 or more is considered to represent sufficient latent 

construct explanation (Chin, 1998; Ghozali, 2014; Hair et al., 2010). In this study, the AVE value of 

each construct must be greater than 0.5, and the minimum acceptable loading factor is 0.5. After 

SmartPLS 4.0 processing is complete, some indicators or items, including KK4 and KK6, must be 

removed from the model. After that, each indicator must have a loading factor value above 0.5 or with 

the condition that the AVE value is above 0.5. Figure 2 shows the biased or fit model for this study. 

Therefore, the convergent validity of this research model has been qualified. Table 3 and Figure 2 show 

the loading values, Cronbach's alpha, composite reliability, and AVE for each construct. 

Discriminant validity is used to ensure that ideas about each latent variable are different from 

each other. If the squared AVE value of an exogenous construct-or the value on the diagonal-exceeds 

the correlation between the construct and other constructs (the value below the diagonal), then the model 

has good discriminant validity (Ghozali, 2014). The squared AVE value is used to test discriminant 

validity, as shown in Table 4. The squared AVE value is obtained using the Fornell-Larcker criterion. 

In addition, the cross-loading value of all indicator items is greater than the cross-loading value of other 

indicator items, as shown in Table 4. Therefore, it can be concluded that the model qualifies for 

discriminant validity (Fornell & Larcker, 1981). Next, collinearity was evaluated to ascertain whether 

the model has collinearity. A VIF calculation of each construct was performed to determine collinearity. 

If the VIF score is more than 5, then the model has collinearity (Hair et al., 2014). However, all VIF 

scores are less than 5, which indicates that this model does not have collinearity issues. 

One way to determine construct reliability is to look at the combined reliability and Cronbach's 

alpha value of each construct. The recommended combined value of reliability and Cronbach's alpha is 

more than 0.7 (Ghozali, 2014). The reliability test results, which can be seen in table 2 above, show that 

all constructs have a combined reliability and Cronbach's alpha value greater than 0.7. In short, the 

entire structure meets the reliability standard. 

Internal model test is another term for hypothesis testing in PLS. This test involves evaluating 

the significance of direct and indirect effects and calculating how much influence exogenous variables 
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have on endogenous variables. Direct and indirect effect tests are needed to determine the effect of team 

effectiveness and emotional intelligence climate on engineering team performance through work team 

planning as a mediating variable. The R Square values and significance test values are obtained in 

Tables 6 and 7 when the boothstrapping technique is used to conduct the influence test in the partial 

least squared (PLS) analysis model. 
 

 

Figure 2. Valid Research Model 

 

 

Table 3. Items Loadings, Cronbach's Alpha, Composite Reliability, and Average Variance Extracted 

(AVE) 

Variables Items Loadings 
Cronbach's 

Alpha 

Composite 

Reliability 
AVE 

Emotional Intelligence 
Climate (EIC) 

EIC1 0.716 0.798 0.868 0.623 

EIC2 0.837    

 EIC3 0.928    

 EIC4 0.926    

Team Efficacy (TE) TE1 0.838 0.850 0.899 0.691 
 TE2 0.849    

 TE3 0.841    

 TE4 0.833    

Team Performance (TPF) TPF1 0.790 0.786 0.861 0.610 
 TPF2 0.786    

 TPF3 0.721    

 TPF4 0.810    

Teamwork Planning TPL1 0.843 0.765 0.851 0.588 

(TPL) TPL2 0.832    

 TPL3 0.750    

 TPL4 0.757    

 

Table 4. Discriminant Validity 

Variables EIC TE TPF TPL 

EIC 0.856 

   

TE 0.688 0.840   

TPF 0.638 0.731 0.777  

TPL 0.552 0.623 0.635 0.797 
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Table 5. Collinearity Statistics (VIF) 

Variables EIC TE TPF TPL 

EIC 

   

1.898 

TE    1.898 
TPF     

TPL   1.000  

 

 

Table 6. R Square value 
 

R Square R Square Adjusted 

TPF 0.606 0.599 

TPL 0.417 0.410 

Table 7. Hypotheses Testing 

Hypotheses 

Original 

Sample 

(O) 

Sample 

Mean 

(M) 

SE T Statistics P-Values Decision 

H1 TE -> TPL 0.464 0.465 0.079 5.852 0.000 Supported 

H2 TE -> TPF 0.444 0.445 0.078 5.704 0.000 Supported 

H3 EIC -> TPL 0.231 0.234 0.089 2.594 0.010 Supported 

H4 EIC -> TPF 0.194 0.196 0.085 2.285 0.022 Supported 

H5 TPL-> TPF 0.248 0.250 0.065 3.833 0.000 Supported 

 

Based on Table 6, the R Square value of Teamwork Planning (TPL) of 0.417 indicates that the TPL 

variable can be explained by the team efficiency (TE) and emotional intelligence climate (EIC) 

variables by 41.7%, while the R Square value of team performance (TPF) of 0.606 indicates that the 

team performance variable (TPF) can be explained by the team efficacy (TE) and emotional intelligence 

climate (EIC) and Teamwork Planning (TPL) variables by However, the influence between the research 

variables mentioned is shown in Table 7 through the statistical t value and p. The five study hypothesis 

paths were validated and supported at the 0.05 significance level. Team effect and emotional 

intelligence climate positively and significantly influence work team planning (H1 and H3). Team 

effect, emotional intelligence climate, and work team planning also positively and significantly 

influence team performance (H2, H4, and H5). 

Discussion 

 

This study demonstrates an application and test of social cognitive theory that team 

characteristics (e.g., team efficacy) and team climate (e.g., emotional intelligence) directly and 

indirectly drive team performance through work team planning. Based on social cognitive theory, 

efficacy is considered an important determinant of behavior and performance. However, in terms of 

team planning, emotional intelligence climate also makes sense, as empirically confirmed by this study. 

This result has rarely been discussed in previous Indonesian literature. 

According to previous research, there is a strong relationship between people's characteristics, 

organizational climate, self-regulation, and performance demonstrated at the individual level as well as 

at the team level. This study shows how work team planning mediates the impact of team characteristics 

(i.e. team performance) and team climate (i.e. emotional intelligence) on team performance. Findings 

like this are novel and have tremendous potential for future research development. In the Indonesian 

manufacturing industry, the mediation of work team planning has never been evaluated before. The 

indirect relationship between team performance and emotional intelligence climate is demonstrated by 
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the mediation of team planning. This suggests that learning to use emotional intelligence when 

interacting with others helps in effective team planning. Team leaders should help team members create 

self-regulation strategies to increase emotional intelligence and create a cooperative context that 

supports the use of these strategies. As a result, team members can learn about how work team planning 

helps improve team performance. Work team planning enables team members to work together better 

to achieve better results. The fact that the effectiveness theme and emotional intelligence environment 

have a direct impact on team performance suggests that both components have a very performance- 

oriented power. Therefore, teams that have a good work environment tend to perform better than teams 

that work in a poor work environment. Since creating a good teamwork environment takes a long time, 

the management of an organization-in this case a manufacturing company-must establish an effective 

way to communicate with team members and come to an agreement on the kind of unique and enjoyable 

teamwork environment they want to create. 

Three models can affect team performance. Team efficiency is the first; emotional intelligence 

climate affects team performance; and work team planning is the last. According to the results of this 

study, team efficiency is the most powerful factor driving team performance (0.427), followed by 

emotional intelligence environment (0.289) and work team planning (0.178). Therefore, management 

should pay more attention to team efficiency. The strength of these factors helps explain the specific 

problems that team members may face when joining. 

 

 

CONCLUSIONS 

 

This study found that team characteristics (represented by team efficiency) and team climate 

(represented by emotional intelligence) strongly influence team work planning and its performance. In 

addition, teamwork planning significantly and positively affects team performance. This study shows 

that SCT theory can be applied to understand the formation of team performance and provide an 

understanding of individual behavior and performance. In addition, this study provides additional 

validation of SCT theory as a team performance model and proposes that this theory can be generalized 

to a variety of team tasks performed by different organizations. 

Two main limitations of this study relate to the interpretation of the empirical results. First, the 

sample used in this study is management employees in the Indonesian manufacturing industry. 

Therefore, the findings may not accurately reflect the perceptions and characteristics of teams in very 

different industries, countries or cultures. Since the sample of this study is limited, any generalization 

of the results should be done with caution. Second, beyond the team climate used in this study, there 

may be other important exogenous components that influence team performance. Leadership models 

and readiness for change are examples (Basuki et al., 2020; Novitasari, Sasono, et al., 2020b, 2020a; 

Zaman et al., 2020). The authors suggest including more predictors and comparing their explanatory 

capabilities with those assessed in this study as this study has a theoretical focus on SCT and team 

climate. By surveying more team members from different industries and cultures, as well as additional 

control variables, such as the ratio of age and gender differences, future research can try to improve the 

shortcomings of this study. 

Based on the research findings, discussion and conclusions above, company management 

should consider two components of team performance: personal factors. Personal factors consist of the 

ability to support and provide creative freedom and autonomy to responsible employees. In addition, 

environmental elements must remain conducive, particularly the climate of emotional intelligence. Such 

an environment is particularly suitable in an era of disruption full of dynamics and uncertainty, which 

increases the potential and risk of exposure to significant stress. The climate of emotional intelligence 

is able to become a bamper that increases one's emotional strength and fighting power to win the 

competition in a business environment full of competition. 

Theoretical Implications 

The theoretical implication of the results of this research article is that concepts such as team 

efficacy and emotional intelligence climate have a significant role in influencing engineering team 

performance. Using social cognitive theory (SCT) as a framework, this research provides a deeper 

understanding of how psychological and environmental factors can influence team interactions and 

performance. In addition, the findings also corroborate the importance of considering aspects such as 
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work team planning as a mediator between these variables. This suggests that in the context of the 

manufacturing industry, efforts to improve team performance should pay attention not only to individual 

characteristics within the team (such as team efficacy), but also to a work climate that supports 

emotional intelligence to create a positive and productive work environment. 

Thus, theoretically, this study contributes to expanding the understanding of how psychological 

and environmental concepts can interact with each other and influence overall team performance. This 

can serve as a foundation for further research in developing theories related to team performance and 

human resource management in an organizational context. 

 
Practical and Managerial Implications 

The practical implication for employees from this research is a better understanding of the 

factors that can improve team performance in the work environment. Employees can pay attention to 

the importance of building team efficacy, which is the collective belief in the team's ability to achieve 

common goals, as well as creating a positive emotional intelligence climate in the workplace. By 

understanding that work team planning acts as a mediator between these factors, employees can focus 

more on effective planning to better achieve team goals. 

Meanwhile, the managerial implication for employers and managers of the manufacturing 

industry is the importance of creating a work environment that supports the development of team 

efficacy and a positive emotional intelligence climate. Managers and company leaders need to pay 

attention to the psychological and environmental factors that can affect team performance, and ensure 

that work team planning is a major focus in team management strategies. 

Given the findings of this study, managers can implement training and development programs 

aimed at increasing team efficacy and creating a work climate that supports emotional intelligence. In 

addition, managers can also pay attention to the importance of effective communication, good team 

collaboration, and purposeful planning to improve overall team performance. As such, the results of 

this research provide practical guidance for employees in improving their team performance, while also 

providing insights for managers and company leaders in managing work teams and creating a 

productive and harmonious work environment. 

 

REFERENCES 

 

Agistiawati, E., Asbari, M., Basuki, S., Yuwono, T., & Chidir, G. (2020). Exploring the Impact of 

Knowledge Sharing and Organizational Culture on Teacher Innovation Capability. International 

Journal of Science and Management Studies (IJSMS), 3(3), 62-77. 

Akgün, A.E., Lynn, G.S., 2002. New product development team improvisation and speed-to-market: 

an extended model. Eur. J. Innov. Manag. 5, 117-129. 

Alexander, S., Ruderman, M., 1987. The role of procedural and distributive justice in organizational 

behavior. Soc. Justice Res 1, 177-198. 
Asbari, M. (2018). Father without a Face. Tosca Publisher. 

Asbari, M. (2019). The Effect of Transformational Leadership and Organizational Climate on Lecturer 

Performance. Journal of Communication Education, 13(2), 172-186. 
Asbari, M. (2020). Is Transformational Leadership Suitable for Future Organizational Needs? 

International Journal of Sociology, Policy and Law (Ijospl), 1(01), 51-55. 

Asbari, M., & Novitasari, D. (2020a). The Influence of Readiness to Change during the Covid-19 

Pandemic: What Leaders Need to Maintain Performance. Journal of Economics: Management, 

Accounting, and Sharia Banking, 9(2), 1-17. https://doi.org/https://doi.org/10.24903/je.v9i2.932 

Asbari, M., & Novitasari, D. (2020b). The Role of Readiness for Change on Part-Timer Employee 

Performance: Analysis of Transformational Leadership Practice in Convection Industry. Journal 
of Communication Education (JOCE), 14(02). 

Asbari, M., & Novitasari, D. (2021a). The Effect of Knowledge Sharing Activities and Cultural 

Mediation on Teacher Innovation Ability. JMSP (Journal of Management and Supervision of 

Education), 5(1), 324-334. 

Asbari, M., & Novitasari, D. (2021b). The Effect of Authentic Leadership on the Ready to Change 

Mentality and Performance of Part-Time Employees. Business Management Journal, 17(1), 73- 
88. https://doi.org/http://dx.doi.org/10.30813/bmj 

Asbari, M., Novitasari, D., Gazali, G., Silitonga, N., & Pebrina, E. T. (2020). Analysis of Readiness to 

http://dx.doi.org/10.30813/bmj


Motivaksi: Jurnal Ilmu Sosial, Manajemen, Akuntansi dan Bisnis | 52 

 

Change during the Covid-19 Pandemic: Study of the Effect of Transformational Leadership on 

Employee Performance. Perspective Journal, 18(2), 147-159. 
https://ejournal.bsi.ac.id/ejurnal/index.php/perspektif/article/view/8576 

Asbari, M., Novitasari, D., Pebrina, E. T., & Santoso, J. (2020). Work-Family Conflict and Employee 

Performance during Covid-19 Pandemic: What is the Role of Mental Readiness to Change? 

JPBM (Journal of Business and Management Education), 6(2). 

Asbari, M., Novitasari, D., Silitonga, N., Sutardi, D., & Gazali. (2020). Analysis of Readiness for 

Change on Performance: Perspective of Contract Employees during the Covid-19 Pandemic. 

JEMASI:  Journal  of  Management  Economics  and  Accounting,  16(2),  1-16. 
https://doi.org/https://doi.org/10.35449/jemasi.v16i2.153 

Asbari, M., Purba, J. T., Hariandja, E. S., & Sudibjo, N. (2021). From Leadership to Innovation: 

Managing Employee Creativity. Journal of Strategic Management and Business Applications, 

4(1), 143-154. 

Asbari, M., Santoso, P. B., & Prasetya, A. B. (2020). Elitical and Antidemocratic Transformational 

Leadership Critics: Is It Still Relevant? (A Literature Study). INTERNATIONAL JOURNAL 

OF SOCIAL, POLICY AND LAW, 1(1), 12-16. 

Ayoko, O.B., Callan, V.J., Härtel, C.E., 2008. The influence of team emotional intelligence climate on 

conflict and team members' reactions to conflict. Small Group Res. 39, 121-149. 

Bandura, A., 1986. Social Foundations of Thought and Action. Prentice Hall, Englewood Cliffs, NJ. 

Bandura, A., 2001. Social cognitive theory of mass communication. Media Psychol. 3, 265-299. 

Basuki, S., Novitasari, D., Fahlevi, M., Nadeak, M., Fahmi, K., Pebrina, E. T., Sudiyono, R. N., & 

Asbari, M. (2020). Performance Analysis of Female Employees in the Covid-19 Pandemic 

Period: The Effects of Readiness for Change and Effectiveness of Transformational Leadership. 

Solid State Technology, 63(1s), 201-217. 

Brown, A.L., Bransford, J.D., Ferrara, R.A., Campione, J.C., 1983. Learning, remembering, and 

understanding. In: Flavell, J.H., Markman, E.M. (Eds.), Handbook of Child Psychology. Wiley, 

New York, pp. 77-166. 

Chen, C.H., Ho, Y.H., Chan, L.J., 2010. Team implicit coordination in manufacturing industry: 

assessing the mediating role of empowering leadership and team efficacy. 2010 International 

Symposium on Computer Communication Control and Automation (3CA), pp. 459-462. 

Chin, W. (1998). The Partial Least Squares Approach to Structural Equation Modeling (E. Modern 

Methods for Business Research, In: G. A. Marcoulides (ed.)). Lawrence Erlbaum Associates 

Publisher. 
Côté, S., Miners, C.T.H., 2006. Emotional intelligence, cognitive intelligence, and job performance. 

Adm. Sci. Q. 51, 1-28. 

Creswell, J. W., & Creswell, J. D. (2017). Research design: Qualitative, quantitative, and mixed 

methods approaches. Sage publications. 

DeShon, R.P., Gillespie, J.Z., 2005. A motivated action theory account of goal orientation. J. Appl. 

Psychol. 90, 1096-1127. 

Ford, J.K., Smith, E.M., Weissbein, D.A., Gully, S.M., Salas, E., 1998. Relationships of goal 

orientation, metacognitive activity, and practice strategies with learning outcomes and transfer. 
J. Appl. Psychol. 83, 218-233. 

Fornell, C., & Larcker, D. F. (1981). Evaluating Structural Equation Models with Unobservable 

Variables and Measurement Error. Journal of Marketing Research, 18(1), 39. 
https://doi.org/10.2307/3151312 

Gazali, G., Asbari, M., & Novitasari, D. (2020). The Role of Readiness for Change Mentality on the 

Performance of Footwear Industry Contract Employees. Widya Cipta: Journal of Secretarial and 

Management, 4(2), 169-182. https://doi.org/10.31294/widyacipta.v4i2.8823 

Ghozali, I. (2014). Structural Equation Modeling, Alternative Methods with Partial Least Square (PLS) 

(4th ed.). Diponegoro University Publishing Agency. 

Goestjahjanti, S. F., Novitasari, D., Hutagalung, D., Asbari, M., & Supono, J. (2020). Impact of Talent 

Management, Authentic Leadership and Employee Engagement on Job Satisfaction: Evidence 

From South East Asian Industries. Journal of Critical Reviews, 7(19), 67-88. 

Gully, S.M., Incalcaterra, K.A., Joshi, A., Beaubien, J.M., 2002. A meta-analysis of team-efficacy, 

potency, and performance: interdependence and level of analysis as moderators of observed 

relationships. J. Appl. Psychol. 87, 819-832. 



Motivaksi: Jurnal Ilmu Sosial, Manajemen, Akuntansi dan Bisnis | 53 

 

Hair Jr, J. F., Sarstedt, M., Ringle, C. M., & Gudergan, S. P. (2017). Advanced issues in partial least 

squares structural equation modeling. saGe publications. 
Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2010). Multivariate Data Analysis (7th ed.). 

Pearson Prentice Hall. 

Hair, J. F., Hult, G. T., Ringle, C. M., & Sarstedt, M. (2014). A primer of partial least squaresstructural 

equation modeling (PLS-SEM). SAGE Publications. 

Hair, Joe F, Sarstedt, M., Ringle, C. M., & Mena, J. A. (2012). An assessment of the use of partial least 

squares structural equation modeling in marketing research. Journal of the Academy of 

Marketing Science, 40(3), 414-433. 

Holton, J.A., 2001. Building trust and collaboration in a virtual team. Team Perform. Manag. 7, 36-47. 

Hooper, D.T., Martin, R., 2005. The impact of LMX differentiation on perceptions of team conflict and 

procedural justice climate. In: Myors, B. (Ed.), 6th Australian Industrial and Organisational 
Psychology Conference, Surfers Paradise Marriott Resort, Gold Coast, QLD, p. 131. 

Hung, R. Y.-Y., Lien, B. Y.-H., Fang, S.-C., & McLean, G. N. (2010). Knowledge as a facilitator for 

enhancing innovation performance through total quality management. Total Quality 

Management, 21(4), 425-438. 

Hutagalung, D., Asbari, M., Fayzhall, M., Ariyanto, E., Agistiawati, E., Sudiyono, R. N., Waruwu, H., 

Goestjahjanti, F. S., Winanti, W., & Yuwono, T. (2020). The Role of Religiosity, 

Transformational Leadership, Job Satisfaction and Mediation of Organizational Citizenship 

Behavior on Teacher Performance. EduPsyCouns: Journal of Education, Psychology and 

Counseling, 2(1), 311-326. 

Janicik, G.A., Bartel, C.A., 2003. Talking about time: effects of temporal planning and time awareness 

norms on group coordination and performance. Group Dyn. Theory Res. Pract. 7, 122-134. 
Joe, S.W., Lin, C.P., 2008. Learning online community citizenship behavior: a socio-cognitive model. 

Cyberpsychol. Behav. 11, 367-370. 

Jordan, P.J., Troth, A.C., 2004. Managing emotions during team problem solving. Hum. Perform. 17, 

195-218. 

Jumiran, Novitasari, D., Nugroho, Y. A., Sutardi, D., Sasono, I., & Asbari, M. (2020). The Effect of 

Transformational Leadership Dimensions on Job Satisfaction and Organizational Commitment: 

Case Study on Lecturers of Private Universities. EduPsyCouns: Journal of Education, 

Psychology and Counseling, 2(1), 600-621. 

Kamar, K., Novitasari, D., Asbari, M., Winanti, W., & Goestjahjanti, F. S. (2020). Enhancing 

Employee Performance During the Covid-19 Pandemic: the Role of Readiness for Change 

Mentality. JDM (Journal of Management Dynamics), 11(2), 154-166. 

Law, K.S., Wong, C.S., Song, L.J., 2004. The construct and criterion validity of emotional intelligence 

and its potential utility for management studies. J. Appl. Psychol. 89, 483-496. 

Lin, C., Peng, T., 2010. From organizational citizenship behavior to team performance: the mediation 

of group cohesion and collective efficacy. Manag. Organ. Rev. 6, 55-75. 
Lind, E.A., Tyler, T.R., 1988. The Social Psychology of Procedural Justice. Plenum, New York. 

Lukayode, A.A., Ehigie, B.O., 2005. Psychological diversity and team interaction processes: a study of 

oil-drilling work teams in Nigeria. Team Perform. Manag. 11, 280-301. 

Maesaroh, S., Asbari, M., Hutagalung, D., Mustofa, M., Agistiawati, E., Basuki, S., Radita, F. R., 

Nurasiah, N., Yulia, Y., & Singgih, E. (2020). The Effect of Religiosity and Transformational 

Leadership on Teacher Performance through Mediating Organizational Citizenship Behavior. 

EduPsyCouns: Journal of Education, Psychology and Counseling, 2(1), 276-290. 

Mehta, A., Field, H., Armenakis, A., Mehta, N., 2009. Team goal orientation and team performance: 

the mediating role of team planning. J. Manag. 35, 1026-1046. 

Moorman, R.H., 1991. Relationship between organizational justice and organizational citizenship 

behaviors: do fairness perceptions influence employee citizenship? J. Appl. Psychol. 76, 845-855. 

Mosley Jr, D.C., Boyar, S.L., Carson, C.M., Pearson, A.W., 2008. A production self-efficacy scale: an 

exploratory study. J. Manag. Issues 20, 272-285. 

Naumann, S.E., Bennett, N., 2002. The effects of procedural justice climate on work group 

performance. Small Group Res. 33, 361-378. 

Novitasari, D., & Asbari, M. (2020a). The Effect of Transformational Leadership on Employee 

Performance: The Role of Readiness to Change as a Mediator. Journal of Management, 10(2), 

84-99. 



Motivaksi: Jurnal Ilmu Sosial, Manajemen, Akuntansi dan Bisnis | 54 

 

Novitasari, D., & Asbari, M. (2020b). The Urgency of Leadership and Ready to Change Mentality on 

Employee Performance in the Covid-19 Pandemic Season. Journal of REKOMEN (Management 

Economic Research), 4(1), 66-80. 

Novitasari, D., Asbari, M., Sutardi, D., Gazali, G., & Silitonga, N. (2020). The Effect of Readiness to 

Change and Transformational Leadership Effectiveness on Employee Performance during the 

Covid-19 Pandemic. Value: Journal of Management and Accounting, 15(2), 22-37. 

Novitasari, D., Asbari, M., Wijayanti, L. M., Hyun, C. C., & Farhan, M. (2020). The Role of 

Religiosity, Leadership Style, Job Satisfaction and Organizational Citizenship Behavior 

Mediation on Woman Teachers' Performance. Solid State Technology, 63(6), 2953-2967. 

http://solidstatetechnology.us/index.php/JSST/article/view/3380 

Novitasari, D., Goestjahjanti, F. S., & Asbari, M. (2020). The Role of Readiness to Change between 

Transformational Leadership and Performance: Evidence from a Hospital during Covid-19 

Pandemic. APMBA (Asia Pacific Management and Business Application), 9(1), 37-56. 

https://doi.org/10.21776/ub.apmba.2020.009.01.4 

Novitasari, D., Sasono, I., & Asbari, M. (2020a). Work-Family Conflict and Worker's Performance 

during Covid-19 Pandemic: What is the Role of Readiness to Change Mentality? International 

Journal of Science and Management Studies (IJSMS), 3(4), 122-134. 

Novitasari, D., Sasono, I., & Asbari, M. (2020b). Work-Family Conflict and Worker's Performance 

during Covid-19 Pandemic: What is the Role of Readiness to Change Mentality? International 

Journal of Science and Management Studies (IJSMS), 3(4), 122-134. 

http://www.ijsmsjournal.org/volume3-issue4.html 

Novitasari, D., Yuwono, T., Cahyono, Y., Asbari, M., & Sajudin, M. (2020). Effect of Hard Skills, Soft 

Skills, Organizational Learning and Innovation Capability on Indonesian Teachers' Performance 

during Covid-19 Pandemic. Solid State Technology, 63(6), 2927-2952. 

http://www.solidstatetechnology.us/index.php/JSST/article/view/3379 

Nuryanti, Y., Novitasari, D., Nugroho, Y. A., Fauji, A., Gazali, & Asbari, M. (2020). Improving 

Organizational Commitment of Lecturers: Analysis of the Influence of College Leadership and 

Lecturers' Intrinsic & Extrinsic Satisfaction. EduPsyCouns: Journal of Education, Psychology 

and Counseling, 2(1), 561-581. 

O'Leary, M.B., Mortensen, M., 2010. Go (con)figure: subgroups, imbalances, and isolates in 

geographically dispersed teams. Organ. Sci. 21, 115-131. 

Pajares, F., 1997. Current directions in self-efficacy research. In: Maehr, M.L., Pintrich, P.R. (Eds.), 

Advances in Motivation and Achievement. JAI Press, Greenwich, CT, pp. 1-49. 

Perlini, A.H., Halverson, T.R., 2006. Emotional intelligence in the National Hockey League. Can. J. 

Behav. Sci. 38, 109-120. 

Prussia, G.E., Kinicki, A.J., 1996. A motivational investigation of group effectiveness using social 

cognitive theory. J. Appl. Psychol. 81, 187-198. 

Renn, R.W., 1998. Participation's effect on task performance, mediating roles of goal acceptance and 

procedural justice. J. Bus. Res. 41, 115-125. 

Richter, A.W., Scully, J., West, M.A., 2005. Intergroup conflict and intergroup effectiveness in 

organizations: theory and scale development. Eur. J. Work. Organ. Psychol. 14, 177-203. 

Robins, S., 2002. A consultant's guide to understanding and promoting emotional intelligence in the 

workplace. In: Lowman, R. (Ed.), Handbook of Organizational Consulting Psychology. John 

Wiley & Sons Inc, New York, N.Y. 

Roscoe, J. T. (1975). Fundamental research statistics for the behavioral sciences [by] John T. Roscoe. 

Salovey, P., Mayer, J.M., 1990. Emotional Intelligence: Imagination, Cognition, and Personality. 

Harper & Row, N.Y. 

Sarstedt, M., Ringle, C. M., Smith, D., Reams, R., & Hair Jr, J. F. (2014). Partial least squares structural 

equation modeling (PLS-SEM): A useful tool for family business researchers. Journal of Family 

Business Strategy, 5(1), 105-115. 

Sekaran, U., & Bougie, R. (2016). Research methods for business: A skill building approach. John 

Wiley & Sons. 

Silitonga, N., Novitasari, D., Sutardi, D., Sopa, A., Asbari, M., Yulia, Y., Supono, J., & Fauji, A. 

(2020). The Relationship of Transformational Leadership, Organizational Justice and 

Organizational Commitment: a Mediation Effect of Job Satisfaction. Journal of Critical Reviews, 

7(19), 89-108. 

http://solidstatetechnology.us/index.php/JSST/article/view/3380
http://www.ijsmsjournal.org/volume3-issue4.html
http://www.solidstatetechnology.us/index.php/JSST/article/view/3379


Motivaksi: Jurnal Ilmu Sosial, Manajemen, Akuntansi dan Bisnis | 55 

 

Sudiyono, R. N., Goestjahjanti, F. S., Asbari, M., Agistiawati, E., Fayzhall, M., Yani, A., Winanti, W., 

Yuwono, T., Nurasiah, N., & Yulia, Y. (2020). Improving Lecturer Commitment and 

Performance: What is the Role of Higher Education Management? EduPsyCouns: Journal of 

Education, Psychology and Counseling, 2(1), 337-352. 

Suprapti, S., Asbari, M., Cahyono, Y., & Mufid, A. (2020). Leadership Style, Organizational Culture 

and Innovative Behavior on Public Health Center Performance during Pandemic Covid-19. 

Journal of Industrial Engineering & Management Research, 1(2), 76-88. 

Sutardi, D., Novitasari, D., Asbari, M., Silitonga, N., Nugroho, Y. A., Hutagalung, D., Mustofa, Chidir, 

G., Basuki, S., & Yuwono, T. (2020). The Effect of Work-Family Conflict, Job Stress and Social 

Support on Job Satisfaction: Case Study on Female Teachers in Tangerang. EduPsyCouns: 

Journal of Education, Psychology and Counseling, 2(1), 482-498. 

Sy, T., Tram, S., O'Hara, L.A., 2006. Relation of employee and manager emotional intelligence to job 

satisfaction and performance. J. Vocat. Behav. 68, 461-473. 

Tremblay, M., Cloutier, J., Simard, G., Chenevert, D., Vandenberghe, C., 2010. The role of HRM 

practices, procedural justice, organizational support and trust in organizational commitment and 

in-role and extra-role performance. Int. J. Hum. Resour. Manag. 21, 405-433. 

Tsai, Y.H., Lin, C.P., Chiu, C.K., Joe, S.W., 2009. Understanding learning behavior using location and 

prior performance as moderators. Soc. Sci. J. 46, 787-799. 

van Emmerik, H., Jawahar, I.M., Schreurs, B., de Cuyper, N., 2011. Social capital, team efficacy and 

team potency: the mediating role of team learning behaviors. Career Dev. Int. 16, 82-99. 

van Kleef, G.A., Homan, A.C., Beersma, B., van Knippenberg, D., van Knippenberg, B., Damen, F., 

2009. Searing sentiment or cold calculation? The effects of leader emotional displays on team 

performance depend on follower epistemic motivation. Acad. Manag. J. 52, 562-580. 

Weingart, L.R., 1992. Impact of group goals, task component complexity, effort, and planning on group 

performance. J. Appl. Psychol. 77, 682-693. 

Weldon, E., Jehn, K.A., Pradhan, P., 1991. Processes that mediate the relationship between group goals 

and improved group performance. J. Pers. Soc. Psychol. 61, 555-569. 

Yang, J., Mossholder, K.W., Peng, T.K., 2007. Procedural justice climate and group power distance: an 

examination of cross-level interaction effects. J. Appl. Psychol. 92, 681-692. 

Yoon, J., 1996. Fairness issues and job satisfaction among Korean employees: the significance of status 

value and procedural justice in work orientation. Soc. Justice Res 9, 121-143. 

Yuwono, T., Wiyono, N., Asbari, M., Novitasari, D., & Silitonga, N. (2020). Analysis of the Effect of 

Transformational Leadership Effectiveness and Readiness to Change on Female Employee 

Performance during the Covid-19 Pandemic. Scientific Journal of Management Economics 

Students, 5(3), 615-632. 

Zaman, M. N., Novitasari, D., Goestjahjanti, F. S., Fahlevi, M., Nadeak, M., Fahmi, K., Setiawan, T., 

& Asbari, M. (2020). Effect of Readiness to Change and Effectiveness of Transformational 

Leadership on Workers' Performance during Covid-19 Pandemic. Solid State Technology, 

63(1s), 185-200. http://www.solidstatetechnology.us/index.php/JSST/article/view/708 

Zimmerman, B.J., 2001. Attaining self-regulation. In: Boekaerts, M., Pintrich, P.R., Zeidner, M. (Eds.), 

Handbook of Self-Regulation. Academic Press, San Diego, CA, pp. 13-35. 

http://www.solidstatetechnology.us/index.php/JSST/article/view/708

