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ABSTRACT 

Good communication is an important tool in improving the quality of superior performance and maintaining 

good working relationships within the organization. In the District of Samosir, a communication strategy that 

incorporates elements of local wisdom will strengthen employee engagement, which in turn will encourage 

employee performance. The study aims to analyze the effect of local wisdom-based communication strategy on 

employee performance, mediated by employee engagement. This research was carried out in Samosir District, 

Province of Sumatera Utara. The objects in this study were 107 districts, government employees. Results show 

that employee engagement served as the mediator between local wisdom-based communication strategy and 

employee performance.   

Keywords: Local Wisdom-Based Communication Strategy, Employee Engagement, Employee 

Performance, Dalihan Na Tolu 

1. INTRODUCTION 

An employee is considered as one of the most 

important elements for the organization [1], the key 

success factors of the organization. Employee 

performance can be considered the backbone of 

organizational performance.  Therefore, organizations 

are investing a huge amount of effort in exploring 

employee performance. However, in today's world, it is 

still a big challenge for the organization to find out the 

most fitted factors to encourage the employees to 

achieve their best performance. While being engaged in 

their job. 

It happens as well in the District Office of Samosir, 

Sumatera Utara Province. There are various efforts were 

conducted to achieve better employees performance. 

According to [17] employee performance can be 

explained from the internal communication strategy in 

the org. In addition, Internal communication can create 

employee engagement which will lead to greater 

performance.  

District of Samosir which is famous as the birthplace 

of the Batak tribe, uses Batak Toba culture and customs 

in daily life. Therefore in order to achieve employee 

engagement and greater performance, the District office 

of Samosir incorporates the local wisdom from Batak 

Toba culture in the internal communication strategy. 

The practices of local wisdom namely Dalihan Na Tolu 

in the internal communication strategy in the District 

Office of Samosir is suitable due to the characteristics of 

its location and employees. Batak people originated 

from Pusuk Buhit in the District of Samosir and 

scattered all over the area of Indonesia. Therefore, 

people in Samosir strongly maintain the customs and 

cultures based on The Batak tradition which was 

inherited by the older generation. 

Although several studies have discussed the 

relationship between internal communication strategy 

with employee engagement and employee performance, 

there was a very limited study that has analyzed the 

concept of an internal communication strategy that 

incorporates the local wisdom. Hence, this study tries to 

fill the research gap and enrich the body of knowledge 

related to internal communication strategy on employee 

engagement and employee performance, by analyzing 

the effect of local wisdom-based communication 

strategy on employee performance mediated by 

employee engagement.  

2. LITERATURE REVIEW 

2.1 Local Wisdom-based Communication Strategy 

One of the local community cultures that need to 

be preserved is local wisdom. According to [2], 

Advances in Economics, Business and Management Research, volume 202

3rd International Conference on Business and Management of Technology (ICONBMT 2021)

Copyright © 2021 The Authors. Published by Atlantis Press International B.V.
This is an open access article distributed under the CC BY-NC 4.0 license -http://creativecommons.org/licenses/by-nc/4.0/. 226

mailto:author@example.com


 

local wisdom can be defined as a local knowledge 

applied by local communities that blended with not 

only belief systems but also norms, and cultures. 

Local wisdom is demonstrated in lifelong 

traditions and myths.  

The widely known local wisdom in the Batak Toba 

community is Dalihan Na Tolu or Tungku Nan 

Tiga. This value serves as a guide that regulates, 

controls, and gives direction to the behavior and 

deeds (attitude or pattern of action) of the Batak 

Toba people. Dalihan Na Tolu means the three 

pillars of the furnace. The three furnaces of 

Dalihan [3] are symbols of Hula-hula, Dongan 

Sabutuha, and Boru. The philosophy of Dalihan 

Na Tolu supports equality, as important as one 

another. Everything is equal, there is no 

discrimination, there is no distinction between 

religion, race, or class.  

The organization's internal communication strategy 

based on local wisdom incorporates the philosophy 

of Dalihan Na Tolu in internal communication 

within the organization. The application of Dalihan 

Na Tolu philosophy in an internal communication 

strategy is appropriate because the characteristics 

of employees at the Toba Samosir Government 

Office are highly concerned with preserving and 

upholding Batak customs in their daily life. Based 

on the existing organizational structure, the 

manager acts as a Hula-Hula that protects 

employees. Employees act as Boru, who work in 

the organization under the supervision and 

direction of Hula-Hula. Meanwhile, the 

relationship between colleagues at the employee 

level represents mutual respect namely 'Dongan 

Sabutuha', which promotes the existence of 

understanding among them. 

Each element of Dalihan Na Tolu is obliged to 

uphold the role and show respect based on their 

respective positions. The existence of these three 

elements in Dalihan Na Tolu cannot be separated 

and are interdependent. Under any circumstances, 

all three have the same obligation to help and 

provide solutions to existing problems. Providing 

input is also in accordance with the capacity or 

role of each element and is carried out through a 

deliberation process. 

In practice, the philosophy of Dalihan Na Tolu is 

not similar to the common traditional concept that 

uses a top-down approach but upholds equality 

which is based on the symbolism of the three 

furnaces that cannot stand alone. This concept fits 

perfectly with symmetrical internal 

communication, which promotes trust, openness, 

credibility, two-way communication, and 

negotiation within the organization [4]. 

Dalihan Na Tolu enriches the internal 

communication strategy to encourage a better 

quality of employee relations. 

2.2 Employee Engagement  

Employee engagement has arisen as a significant 

factor of current business development. It 

influences the morale of the employee, the level of 

productivity, and reasons for retaining in the 

organization. Generally, organizations use their 

engaged employees as a way to achieve strategic 

competence. An employee with a high level of 

engagement towards the organization is more 

likely will excel at the standard of performance 

[5]. 

There are various definitions of employee 

engagement. The first construct was proposed by 

[6], as participating one's “favored self” and as 

“…the connection of themselves with their work 

roles; in engagement, people demonstrate their 

physical, cognitive, and emotional effort during 

role performances” (p. 694).  

Refer to [7], employee engagement was described 

as the involvement of an individual's thorough 

identification with his or her work, embracing 

many factors, namely (1) passion (full of energy, 

enthusiasm, and toughness), (2) commitment (in-

depth connection with the job including 

significance, motivation, and challenge), and, (3) 

absorption (being fully participated with work 

tasks).  

It is noticeable that engaged employees put a lot of 

effort toward their main job tasks, responsibilities, 

and extra-role behaviors. An engagement is 

viewed as a distinct construct in relation to other 

organizational behavior variables, partially 

because there is the involvement of an individual's 

working experience, its impacts on the 

performance of rather than just work attitudes 

related to performance [8]. 

2.3 Employee Performance  

Employee performance can be explained as an 

employee's behavior when performing a job or task 

[9]. It is the product or outcome resulted by the 

employees in the organization [10]. Employee 

performance embraces the employee's achievement 

in line with the regulations, expectations, and 

requirements of the organization. The set of 

ability, effort and perception of the task from 

employees can produce employee performance. 

[11], [12]. 
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In terms of organizational context, employee 

performance is the degree of contribution of an 

organizational member in achieving the 

organizational goals [13]. 

2.4 Local Wisdom-based Communication Strategy, 

Employee Engagement, and Employee 

Performance  

Communication has significance role in employee 

engagement [14], [15], [16]. [16] highlight the 

needs of employees to have clear communication 

from superiors, in order to relate their roles with 

leadership vision. In addition, internal 

communication is an important activity in an 

organization because it helps individuals and 

groups to achieve goals. Effective internal 

communication plays an essential role in 

improving performance [17]. 

The organization can successfully convey the 

values to all employees through a local wisdom-

based communication strategy, which will lead to 

the support delivered by the employees toward the 

organizational goals. Dalihan Na Tolu and 

symmetrical communication as the foundation of 

communication strategy in the organization will 

improve the level of employee engagement. The 

feeling of trust, openness, and interdependency 

between employees and organization create the 

favorable condition for the development of their 

connections with their works and organization. 

Therefore, internal communication is important to 

guarantee employee engagement [18], [19], [20].   

Previous studies found that employee engagement 

has a relationship with greater employee 

performance, which further leads to enhanced 

organizational performance, in terms of [21], [22]. 

Therefore, the relationship between local wisdom-

based communication strategy and employee 

performance is significant through the role of 

employee engagement. 

Hypothesis: Local Wisdom-based Communication 

Strategy is positively related to Employee 

Performance mediated by Employee Engagement. 

3. METHODOLOGY 

3.1. Research Methodology 

This research was conducted at BPKPD Kabupaten 

Samosir, while the objects in this study were 107 

employees at BPKPD Kabupaten Samosir. To test 

the validity and fit of the model, use the Loading 

Factor and Average Variance Extracted (AVE). The 

hypothesis are tested by using Structural Equation 

Model (SEM) method. 

3.2. Measures 

This study uses a five-point Likert scale measures, 

whereby 1 represents for strongly disagree and 

strongly agree is represented by 5. All the 

measurements were adapted from the existing 

literature and demonstrated with good levels of 

reliability and validity. Local Wisdom-based 

Communication Strategy (6-item) was 

operationalized by adapting from by [23] and 

incorporate the philosophy of Dalihan Na Tolu. 

Employee engagement (10-item) was 

operationalized by adopting from [24]. Employee 

performance (9-item) was operationalized by 

adapting from [25]. 

4. RESULTS AND DISCUSSION 

4.1. Results 

4.1.1. Validity Test 

 

Figure 1. Validity Testing based on Loading Factor 

The validity testing from figure 1 shows the that is 

demonstrated the entire loading value is > 0.7. It can 

be concluded that all requirements are achieved.  

Table 1. The Value of  Validity Testing 

according to Average Variance Extracted. 

  (AVE) 

Employee Engagement (Y) 0.848 

Employee Performance (Z) 0.834 

Local Wisdom-based 

Communication Strategy (X) 
0.761 

 

Based on the table 1, all the requirement for the 

validity are met, which are > 0.5 [26]. Furthermore, 

reliability testing was carried out based on the 

composite reliability (CR) value. 
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Table 2. The Testing of Reliability 

  
The Composite 

Reliability 

Employee Engagement (Y) 0.982 

Employee Performance (Z) 0.978 

Local Wisdom-based 

Communication Strategy (X) 
0.950 

According to table 2, the recommended CR value is 

above 0.7 [26]. Meaning that the requirement of 

validity has been fulfilled CR values are > 0.7, 

which means that they have met the validity 

requirements based on the CR.  

Table 3 Reliability Testing based on Cronbach’s Alpha 

(CA) 

 Cronbach’s Alpha 

Employee Engagement (Y) 0.980 

Employee Performance (Z) 0.975 

Local Wisdom-based 

Communication Strategy (X) 
0.937 

In table 3, it is clear that the recommended CA 

should be value is above 0.7 [27]. It can be noticed 

the overall value of CA above the lower limit of 

0.7.    

Table 4. The Test of Discriminant Validity 

  

Employe

e 

Engagem

ent (Y) 

Employe

e 

Performa

nce (Z) 

Local 

Wisdom-

based 

Communicati

on Strategy 

(X) 

Employee 

Engagement (Y) 
0.921 

  

Employee 

Performance (Z) 
0.787 0.913 

 

Local Wisdom-

based 

Communication 

Strategy (X) 

0.717 0.791 0.873 

In discriminant validity testing as illustrated in 

table 4, the value of the square root of the AVE of 

a latent variable is compared with the correlation 

value between the latent variable and other latent 

variables. It is known that the square root value of 

AVE for each latent variable is greater than the 

correlation value between the latent variable and 

other latent variables. So it is concluded that it has 

met the requirements of discriminant validity.  

4.1.2 Bootstrapping 

Table 5 presents the results of the Significance 

Effect Test 

 

 

Table 5. Significance Effect Test 

  

Origin

al 

Sampl

e (O) 

Samp

le 

Mean 

(M) 

Standa

rd 

Deviati

on 

(STDE

V) 

T 

Statistics 

(|O/STDE

V|) 

P 

Valu

es 

Employee 

Engagement 

(Y) -> 

Employee 

Performance 

(Z) 

0.451 0.429 0.155 2.904 0.004 

Local 

Wisdom-

based 

Communicat

ion Strategy 

(X) -> 

Employee 

Engagement 

(Y) 

0.717 0.716 0.094 7.647 0.000 

Local 

Wisdom-

based 

Communicat

ion Strategy 

(X) -> 

Employee 

Performance 

(Z) 

0.468 0.490 0.147 3.182 0.002 

Based on the results in Table 5 above, it can be 

highlighted several necessary information 

 It is known that the coefficient of Employee 

Engagement (y) on Employee Performance (z) is 

0.451 (original sample column), with P-Values = 

0.004 < 0.05, it is noticeable that Employee 

Engagement (y) significant effect on Employee 

Performance (z). 

 It is known that the coefficient value of Local 

Wisdom-based Communication Strategy (x) on 

Employee Engagement (y) is 0.717 (original 

sample column), with P-Values = 0.000 < 0.05, it 

is concluded that Local Wisdom-based 

Communication Strategy (x) affects significantly 

to Employee Engagement (y). 

 It is known that the path coefficient value of 

local wisdom-based communication strategy (x) 

on employee performance (z) is 0.468 (original 

sample column), with P-Values = 0.002 < 0.05, it 

is concluded that local wisdom-based 

communication strategy (x) affects significantly 

to employee performance (z) 
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Table 6. Coefficient of Determination (R-Square) 

 
R Square 

Employee Engagement (Y) 0.514 

Employee Performance (Z) 0.725 

Based on the results in Table 6, the value of r-

square of employee engagement (y) is 0.514. This 

value can be interpreted that the influence of local 

wisdom-based communication strategy (x) on 

employee engagement (y) is 51.4%. Meanwhile, 

the coefficient of determination (r-square) of 

employee performance (z) is 0.725. This value can 

be interpreted as the influence of local wisdom-

based communication strategy (x) and employee 

engagement (y) on employee performance (z) of 

72.5%. 

Table 7. Meditation Test 

  

Origin

al 

Sampl

e (O) 

Mean 

of 

Sampl

e (M) 

STDE

V 

T 

Statisti

cs 

(|O/ST

DEV|) 

P 

Valu

es 

Local 

Wisdom 

based 

Communic

ation 

Strategy 

(X) -> 

Employee 

Engageme

nt (Y) -> 

Employee 

Performan

ce (Z) 

0.323 0.306 0.115 2.811 
0.00

5 

Based on the results of the mediation test in Table 

7, it is known that the influence of local wisdom-

based communication strategy (x) on employee 

performance (z) through employee engagement (y) 

is 0.323, with P-Values = 0.005 < 0.05, it can be 

concluded that employee engagement ( y) is 

significant as a mediator of the relationship 

between local wisdom-based communication 

strategy (x) and employee engagement (y). 

4.2. Discussion 

This research aims to analyze the role of 

employee engagement in mediating the 

relationship between local wisdom-based 

communication strategy and employee 

performance. Based on the results of the study, 

it was found that employee engagement serves 

as the mediator between local wisdom-based 

communication strategy and employee 

performance. Employee performance is an 

employee's behavior when performing a job or 

task, as an achievement that is in line with the 

regulations, expectations, and requirements of 

the organization. This expected performance 

can be achieved when the employee has a 

strong involvement with his or her work, 

passion, enthusiast, and have a high 

commitment to the job tasks [7]. An engaged 

employee will have high responsibilities and 

put a lot of effort to excel in their job. 

Employee engagement was created from the 

existence of effective communication in the 

organization [14].  Added by [16], the need of 

employees to have clear communication from 

superiors, in order to relate their roles with 

leadership vision is the important factor to 

build employee engagement. Local wisdom-

based communication strategy characterized by 

the value of respect, protection, trust, openness, 

and equality will create a favorable atmosphere 

for employees to share their ideas, consult their 

problems, express their needs, and receives 

feedback. Superior acts as The Hula-Hula who 

protects The Boru, and Boru will give his or 

her outstanding performance under the 

supervision and direction of Hula-Hula. While 

colleagues serve as Dongan Satubu will consult 

with Hula-Hula if there is a conflict with Boru. 

Therefore, it can be stated that an internal 

communication strategy based on Dalihan Na 

Tolu encourages employees to engage with the 

job and organization, which will lead to high 

performance. 
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