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ABSTRACT 

This research aims to analyze the influence of the self-concept dimension and the locus 

of control dimension on the performance of Maluku Province Regional Revenue 

Agency employees. This research uses a descriptive-quantitative approach with a 

correlational cause-effect type. The population used in this research was all 160 

employees of the Maluku Province Bapenda. Determining the sample size uses Issac 

and Michael's sample table, where if the population is 160 people, then at the 95% 

confidence level, the sample is 110 people, which is determined using simple random 

sampling. Data analysis is multiple linear regression. The results of the research 

conclude that (1) Self-efficacy has a positive and significant effect on the performance 

of Maluku Province Bapenda employees, (2) Self-esteem has a positive and significant 

effect on the performance of Maluku Province Bapenda employees, (3) Self-leadership 

has a positive and significant effect on the performance of Provincial Bapenda 

employees Maluku, (4) Internal Locus of Control has a positive and significant effect 

on the performance of Maluku Province Bapenda employees and (5) External Locus of 

Control has a positive and significant effect on the performance of Maluku Province 

Bapenda employees. 

 

INTRODUCTION 
Public organizations need to conduct periodic performance assessments to 

improve the quality of public services. This assessment aims to evaluate the 

effectiveness and efficiency of the organization in achieving its goal, which is to 

provide the best service to the community. In contrast to private organizations that 

are profit-oriented, public organizations are established to serve the community, 

so that service quality is the main focus. Performance appraisal in public 

institutions is not only to see the results of past work but also to formulate the 

direction of the organization in the future. Therefore, every employee is required 

to have optimal performance. 

The Maluku Provincial Regional Revenue Agency is a Regional 

Apparatus Organization that coordinates Regional Revenue Management and is 

responsible to the Governor through the Regional Secretary, as explained in 

Maluku Provincial Regional Regulation No.06 of 2016 concerning the 

Establishment and Composition of the Maluku Provincial Regional Apparatus.  

The Maluku Provincial BAPENDA has the task of implementing the Regional 
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Revenue levy and implementing the APBD. In carrying out the main tasks, the 

Regional Revenue Agency of Maluku Province has the function of Formulating 

Regional Revenue Programs in accordance with the Strategic Plan of the Regional 

Revenue Agency and RPJMD; Formulation technical policies in the field of 

Regional Revenue; implementing local Government Policies in the field of 

Regional Revenue; Conducting Technical Development and Supervision in the 

field of Regional Revenue; Regional Technical Implementation Unit 

Development; Fostering functional position groups; Implementation of 

administration; Collaborate with relevant stakeholders; The implementation of the 

Governor's policies given according to the duties of the. 

Performance is the result of work that is measured and evaluated based on 

company standards, set targets, and applicable norms, which shows the 

contribution of individuals or groups in achieving organizational goals. In 

addition, performance reflects the effectiveness and efficiency of government 

agency leaders and employees in carrying out work plans to achieve 

organizational goals.  

Performance is the achievement achieved by a person in carrying out the 

tasks and work given to him. An organization or agency certainly expects optimal 

performance from its employees. The ability and work skills possessed by 

employees are aspects of knowledge and skills that can make employees carry out 

work in accordance with what is expected by employees effectively and 

efficiently in relation to several internal factors.   

Several studies have found a relationship between performance and self-

efficacy (Kawet & Rimper, 2014), (Harnyoto et al., 2020), (Arfan et al., 2021).  

Similarly, the relationship between performance and self-esteem has been studied 

by (Rafiditya & Syarifuddin, 2020) and (Khaer & Nursyafitri, 2017).  As well as a 

study on the relationship between performance and self-leadership by (Sawitri et 

al., 2018) and (Hammado, 2015). The difference in findings from previous studies 

opens up room for researchers to contribute.   

Self-efficacy, or belief in one's own abilities, is one of the important factors 

in achieving optimal performance. Employee confidence in their abilities is 

essential to improve their performance. This is because employees who have high 

self-efficacy will be confident that they are able to complete the tasks given by 

their superiors well and on time. Self-efficacy is a self-assessment, whether you 

can do good or bad actions, right or wrong, can or cannot do as indicated 

(Aisyiyah et al., 2022), (Harnyoto et al., 2020), (Nurul Hikmah et al., 2021). 

(Andriyani, 2017), (Setyawan, 2017), (Noviawati, 2016).  Similarly, individuals 

with high levels of self-esteem will have better performance compared to 

individuals with  low levels of self-esteem (Khaer & Nursyafitri, 2017) and 

(Rafiditya & Syarifuddin, 2020). 

 Rachmawati et al. (2018) The influence of self-leadership on employee 

performance is very significant. The higher the level of self-leadership, the higher 

the level of work achievement of each individual. Similarly (Jusriadi et al., 2021), 

Sustiyatik, Ridwan, Pamungkas, & Kadir (2019), Dewi et al. (2021) concluded 

that better self-leadership can improve employee performance. 

Leaders who have good self-leadership will be encouraged to maximize 

their potential and continue to develop in line with their life goals, aspirations, and 



Self Concept Dimension and Locus of Control Dimension  
on Employee Performance 

2024 

 

Rahman Hakim Talaohu1 , Tehubijuluw Zacharias2 , Hendry Selanno3  

  458 

desire to achieve success. (Muljono, Azhad, & Herlambang, 2015), (Dessyarti, 

2019).   

Another internal factor that can affect a person's performance is 

personality. Many types of personality have been put forward by experts, one of 

which is the locus of control which is divided into two, namely the internal locus 

of control and the external locus of control.  Abdurrahman, Purnomo, & Jati 

(2019) proved that the internal locus of control personality has a significant 

positive effect on improving employee performance. 

An effective organization must be able to manage recurring events to 

achieve its goals. This can be achieved by implementing a good locus of control, 

which will motivate employees and improve their performance. Giving employees 

a sense of control can help them avoid distractions at work. Employees who feel 

able to control themselves and their environment will more easily overcome the 

consequences and achieve their goals, thereby increasing their job satisfaction. 

This suggests that the locus of control, which is an individual's belief in how 

much control they have over their lives, has a significant influence on employee 

performance (Gunawan, 2020), (Wahyuni et al.,  2016), (Abdurrahman et al., 

2019), (Arini & Ariyanto, 2018)  and (Andini et al., 2019).  Meanwhile, there are 

several previous studies according to (Darmawan, Bagis, & Anggraini, 2021) that 

there is a significant influence between Locus of control on employee 

performance. However, it is different from (Haryanto & Suyasa, 2014) and 

(Hendri & Kirana, 2021) who say that the locus of control does not have a 

significant effect on employee performance. 

 

RESEARCH METHODS 

The research approach used is quantitative, associative with survey methods 

and cross-section data types. The implementation of research at the Maluku 

Provincial Bapenda. This research was conducted for 2 (two) months, namely 

from June to August 2023.  This research involved all 160 employees of the 

Maluku Provincial Bapenda, consisting of 100 ASN and 60 honorary personnel. 

The sample, which is part of a population with similar characteristics, was taken 

from as many as 110 people based on Issac and Michael's sample table. The 

confidence level in this sampling is 95% and the method used is simple random 

sampling. The data analysis technique in this study uses descriptive analysis and 

multiple linear regression analysis with the following equations: 

Y = b0 + b1X1 + b2X2 + b3X3  + b4X4 + b5X5 + e  

Dimana : 

Y  = Employee Performance 

X1 = Self-efficacy 

X2 = Self-esteem 

X3 = Self-leadership 

X4 = Internal Locus of Control 

X5 = Eksternal Locus of Control 
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bo, b1,b2,b3,b4,b5 =   Regression coefficients 

e = Glitches of distractions  (error term) 

To explain the variables referred to in this study, the following operational 

definitions of variables are needed: 

Table 1. Operational Definition of Variables and Indicators 

No Variable Definition Indicator 

1. Employee 

Performance 

the work of Maluku 

Provincial Bapenda 

employees 

(1) Target Achievement 

(2) Quality of work 

(3) Timing  

(4) Obedience to organizational principles  

(Mallafi & Silvianita, 2021) 

2. Self-efficacy one of the ability to 

regulate in an 

individual 

 

(1) self-confidence to be able to work hard 

(2) diligent and brave 

(3) a belief that they can endure in the face 

of obstacles 

(4) When facing difficulties, it takes faith to 

be able to survive  

(5) Confidence in being able to complete 

tasks  

(Harnyoto et al., 2020) 

3. Self-esteem Individual 

assessment of 

himself expressed 

with positive and 

negative attitudes 

 

(1) Feeling Safe (Feeling of Security)  

(2) Feelings of Self-Respect (Feeling of 

Identity)  

(3) Feeling Accepted (Feeling of Belonging)  

(4) Feeling Capable (Feeling of 

Competence)  

(5) Feeling Valued (Feeling of Worth)  

(Rafiditya & Syarifuddin, 2020) 

4. Self-

leadership 

An understanding of 

self-influencing that 

understands and 

influences oneself, 

thus encouraging 

individuals to work 

with natural 

motivation. 

(1) Self-awareness 

(2) self-directed 

(3) self-management,  

(4) Self-achievement 

 (Jusriadi et al., 2021) 

5. Internal 

Locus of 

Control 

A person's success 

and failure are 

determined by each 

individual's abilities, 

skills, and efforts 

 

(1) Love to work hard; 

(2) Have a high level of initiative;  

(3) Always strive to find a solution; 

(4) Always try to think as effectively as 

possible;  

(5) always have the perception that effort 

must be made if you want to succeed 

(Subhan, Saleh, & Sapiri, 2019) 

6. External 

Locus of 

Control 

A viewpoint that 

believes that all 

outcomes, good or 

bad, are not 

determined by 

individual effort, but 

by external factors 

such as luck, chance, 

and destiny 

(1) good luck 

(2) opportunity  

(3) destiny 

(Subhan et al., 2019) 
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RESULTS AND DISCUSSION 

 

Research Results 

This study uses multiple linear regression In this study, we investigated how 

certain personal characteristics, including self-belief in one's capabilities (self-

efficacy), positive self-regard (self-esteem), the ability to manage oneself (self-

leadership), and the degree to which individuals believe they control their 

outcomes (internal and external locus of control), influence employee 

performance. We analyzed data using SPSS 21.00 software, and the results are 

presented in the following table: 
Table 2. Multiple Linear Regression Analysis Results 

Variable Koef.Reg t.count Prob.  r2 Parsial  

Self-efficacy (X1) 0,250 2,102 0,003 0,263 

Self Esteem  (X2)  0,518 3,724 0,000 0,213 

Self Leadership (X3) 0,399 2,017 0,006 0,115 

Internal Locus of Control (X4) 0,365 2,688 0,004 0,297 

External Locus of Control (X4) 0,743 2,061 0,002 0,418 

Konstanta :  5,417 F. Ratio :   40,264 

R  square:  0,659 Prob. :   0,000 

Multiple R:  0,812 n :  110 

 

Based on Table 2, the multiple regression equation is as follows : 

Y= a + b1 X1+ b2 X2 + b3 X3 + b4 X4 + b5 X5+ e 

Y= 5,417+ 0,250 X1+ 0,518 X2 + 0,399 X3 +  0,365 X4 + 0,743 X5 + e 

Persamaan tersebut di atas bermakna bahwa : 

1) The b0 value of 5,417 indicates that the performance of employees is 5,417 

units assuming that they are not affected by self-efficacy, self-esteem, self-

leadership, internal locus of control, and external locus of control. 

2) A b1 value of 0.250 indicates a positive relationship between self-efficacy and 

employee performance. This means that when an employee's self-efficacy 

increases by one unit, their performance will also increase by 0.250 units. It is 

important to note that the assumption in this analysis is that other variables 

that can affect employee performance (such as motivation, skills, and 

organizational support) remain constant.  

3) The coefficient b2 has a positive value of 0.518, which indicates a positive 

relationship between self-esteem and employee performance. This means that 

if an employee's self-esteem increases by one unit, then their performance is 

predicted to increase by 0.518 units, assuming there is no change in other 

factors that affect performance. 

4) The regression coefficient of b3 has a positive value of 0.399. This shows that 

there is a positive relationship between self-leadership and employee 

performance. If self-leadership increases by one unit, employee performance 

is predicted to increase by 0.399 units, assuming the other variables in this 

statistical model remain unchanged. 

5) The b4 regression coefficient of 0.365 shows a positive relationship between 

self-leadership and employee performance. This means that every 1 unit 

increase in self-leadership is predicted to result in an increase of 0.365 units in 
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employee performance, assuming other variables that affect employee 

performance remain constant. 

6) The coefficient of b5 has a positive value of 0.743. This shows that every 1 

unit increase in self-leadership is predicted to result in an increase of 0.743 

units in employee performance, assuming there is no change in other 

variables. 

Furthermore, tests are carried out to find out whether the hypothesis 

proposed, is accepted or rejected, as explained below: 

 

First, Second, Third, Fourth, Fifth Hypothesis Testing 

The first, second, third, and fourth hypotheses state that self-efficacy (X1), 

self-esteem (X2), self-leadership (X3), internal locus of control (X4), and external 

locus of control (X5) affect the bound variable, namely employee performance 

(Y) partially.  The test was carried out by confirming the calculated t-value with 

the t-value of the table at free degrees (df=104). 

1) The calculated t-value for the self-efficacy variable is that in this study, the 

calculated t-value for the self-efficacy variable (2.102) is greater than the t-

value of the table (df = 104) which is 1.980. This shows that the null 

hypothesis (Ho) is rejected and the alternative hypothesis (Ha) is accepted. In 

conclusion, there is a partial influence between self-efficacy and employee 

performance. 

2) The results of statistical tests show that self-esteem has a significant influence 

on employee performance. This is evidenced by the t-value of the calculation 

(3.724) which is greater than the t-value of the table (1.980) at 104 degrees of 

freedom. The rejection of the null hypothesis (Ho) and the acceptance of the 

alternative hypothesis (Ha) suggest that self-esteem has a partial effect on 

employee performance. 

3) Statistical analysis showed that the calculated t-value (2.017) for the self-

leadership variable was greater than the t-value of the table (1.980) with a 

degree of freedom of 104. This shows that the null hypothesis (Ho) is rejected 

and the alternative hypothesis (Ha) is accepted. In conclusion, self-leadership 

has a significant influence on employee performance, although the effect is 

not too big. 

4) The calculated t-value for the internal control locus variable is 2.688 > the t-

value of the table (df=104) is 1.980, so it is concluded that Ho is rejected, Ha 

is accepted, which means that the internal control locus has a partial effect on 

employee performance. 

5) The calculated t-value for the external locus of the control variable is 2.061 > 

the t-value of the table (df=104) is 1.980, so it is concluded that Ho is rejected, 

Ha is accepted, which means that the external locus of control has a partial 

effect on employee performance. 

 

Testing the Sixth Hypothesis 

A theory proposes that five factors - self-efficacy, self-esteem, self-

leadership, internal control, and external control (represented by X1 to X5) - all 

directly influence employee performance (Y). This theory was tested by 

comparing a calculated F-statistic with a reference F-statistic based on a sample 

size of 105 and 5 degrees of freedomThe analysis revealed a statistically 
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significant effect (F(5, 104) = 40.264) that far exceeds the critical F value from 

the table (4.40). This result led us to reject the null hypothesis (Ho) and accept the 

alternative hypothesis (Ha). In other words, self-efficacy (X1), self-esteem (X2), 

self-leadership (X3), internal locus of control (X4), and external locus of control 

(X5) all have a combined influence on employee performance (Y). The study 

found that a large portion, specifically 81.2% (or 0.812 in decimal form), of the 

factors affecting performance can be explained by five key variables: self-efficacy 

(X1), self-esteem (X2), self-leadership (X3), internal locus of control (X4), and 

external locus of control (X5). The remaining 18.8% is likely influenced by other 

factors not considered in this research. 

 

Testing the Seventh Hypothesis 

The table (Table 2) summarizes a multiple linear regression analysis. 

Among the independent variables (X1, X2, X3, X4, and X5) affecting the 

dependent variable (Y), "locus of control" stands out. It has the highest regression 

coefficient, t-value, and partial r-squared value. This indicates that the locus of 

control has the strongest influence (41.8%) on Y, likely due to its larger 

correlation coefficient compared to the other variables. It's important to remember 

that the regression coefficient reflects the impact of each independent variable on 

Y, assuming the values of all other independent variables remain constant. 

 

Discussion 

The Effect of Self-Efficacy on Employee Performance 

Variabel Efikasi Diri (X1) shows a strong positive relationship between self-

efficacy and employee performance. Increased employee self-efficacy is 

associated with significant improvements in their performance. The regression 

coefficient of 0.250 shows that every increase in one unit of employee self-

efficacy will result in an average performance increase of 0.250 units. This shows 

that self-efficacy is an important factor that contributes to optimal employee 

performance. Other factors affecting employee performance are assumed to be 

constant in this study. 

How much the influence of changes in self-confidence (self-efficacy) on 

changes in employee performance can be explained by the coefficient of partial 

determination. Data analysis shows that the value of the partial determination 

coefficient (r) for self-efficacy is 0.263. This means that self-efficacy is able to 

explain 26.3% of the variation in employee performance changes. It is assumed 

that other variables other than self-efficacy do not undergo changes. In other 

words, self-efficacy has a fairly strong relationship with employee performance. 

The higher the employee's self-confidence, the greater the likelihood of their 

performance improvement, with the note that other factors that affect performance 

are considered constant. 

Our analysis focused on whether the self-efficacy variable (X1) has a 

statistically significant impact on employee performance. We conducted a price 

significance test, which compares a calculated value (t-value) to a reference value 

(t-table) at a chosen confidence level (5% in this case). The results showed a t-

value of 2.102 for the self-efficacy variable. Since this value is greater than the 

absolute value of the t-table (1.980), we can partially conclude that self-efficacy 

has a significant effect on employee performance. In other words, the calculated t-
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value falls outside the range where we would assume no relationship exists (the 

null hypothesis, Ho). This suggests the regression coefficient for self-efficacy is 

not zero, meaning the variable has a statistically significant influence on the 

model. 

The results of this study are in line with previous research conducted by 

(Harnyoto et al., 2020) an individual's belief in his or her abilities is a major factor 

that influences how they see themselves, how they think, how they motivate 

themselves, and how they act. This belief is based on their assessment of their 

abilities and competencies in completing tasks, achieving goals, and overcoming 

obstacles. 

Kurangnya minat dan fokus pada pekerjaan dapat mengakibatkan 

kemunduran dalam performa dan pencapaian. On the other hand, if the person 

concerned believes that he can achieve his goals, then his self-motivation and 

performance level will tend to increase  (Nurul Hikmah et al., 2021). 

Improving employee performance can be done by building self-efficacy. 

Self-efficacy is important for employee performance development because 

individual self-confidence in their abilities will increase motivation and 

punctuality in completing tasks given by the boss. Self-efficacy is self-assessment, 

whether you can do good or bad actions, right or wrong, can or cannot do as 

indicated (Aisyiyah et al., 2022). 

Improving employee performance can be done by fostering self-efficacy in 

them. Self-efficacy is important for the development of employee performance 

because it can increase their confidence in completing the tasks given by the boss. 

A person who has  high self-efficacy will achieve better performance because the 

person has strong motivation and the ability to provide performance for activities 

or behaviors successfully (Andriyani, 2017), (Setyawan, 2017), (Noviawati, 

2016). 

 

The Effect of Self-Esteem on Employee Performance 

Self-esteem (X2) has a positive influence on employee performance. This 

is evidenced by the regression coefficient value of 0.518. This means that every 

increase in one unit of self-esteem will increase employee performance by 0.518 

units, assuming the other variables remain unchanged. 

Statistical analysis shows that self-esteem has a moderate influence on 

employee performance. This is evidenced by the value of the partial determination 

coefficient (r) of 0.213. That is, changes in self-esteem can account for 21.3% of 

changes in employee performance, assuming that other factors affecting employee 

performance remain constant. In conclusion, self-esteem is one of the important 

factors that affect employee performance, although the influence is not too big. 

At a confidence level of 5%, the t-table value indicating the significance 

limit is ± 1,980. Since the t-count value (3.724) is greater than the t-table value 

(1.980), it can be concluded that partially, the self-esteem variable has a 

significant influence on employee performance. This is evidenced by the t-count 

value that is in the area of Ho's rejection. Ho (null hypothesis) states that the 

regression coefficient of the self-esteem variable is equal to 0. The rejection of Ho 

means that the regression coefficient of the self-esteem variable is not equal to 0, 

suggesting that this variable has a significant influence. 
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The results of this study are in line with previous research conducted by 

(Rafiditya &. Syarifuddin, 2020) that Self-esteem has a significant influence on 

Performance. Similarly (Khaer &; Nursyafitri, 2017) which concludes that self-

assessment, called self-esteem, reflects an individual's beliefs about his abilities 

and values. Individuals with high self-esteem generally have positive beliefs about 

themselves, which according to his research is associated with better performance 

compared to individuals with low self-esteem. 

 

The Influence of Self-Leadership on Employee Performance 

Self-leadership (X3) has a positive influence on performance. This shows 

that the higher the level of self-leadership a person has, the better his performance. 

A regression coefficient of 0.399 indicates that every increase of one unit in the 

self-leadership variable (with other variables constant) will increase performance 

by 0.399 units. 

Statistical analysis shows that self-leadership has a moderate influence on 

employee performance. It is illustrated with a partial determination coefficient (r) 

value of 0.115. That is, 11.5% of the variation in employee performance can be 

explained by changes in self-leadership, assuming that other factors affecting 

employee performance do not change. This shows that improving self-leadership 

can significantly improve employee performance. 

We examined how strongly self-leadership (X3) influences employee 

performance using regression analysis. The results showed that self-leadership has 

a statistically significant effect at a 5% confidence level. This is because the 

calculated t-value (2.017) is greater than the critical t-value from the t-distribution 

table (± 1.980). Furthermore, the negative t-value indicates that the relationship 

between self-leadership and performance is negative. In simpler terms, higher 

self-leadership scores are associated with lower employee performance.  

The results of this study are in line with previous research conducted by 

Sustiyatik, Ridwan, Pamungkas, &; Kadir (2019) that managers who follow 

situational management self-leadership, lead to demonstrably higher levels of 

output, employee contentment, and achievement. Focusing on self-leadership 

within organizations is crucial, as it empowers individuals to excel in their roles 

and achieve organizational goals. According to Rachmawati et al. (2018) stated 

that self-leadership has a great influence on performance and that the higher the 

self-leadership, the higher the employee performance. 

The success of an organization is not only determined by external factors 

but is also influenced by the individual's ability to lead himself. This ability, 

known as self-leadership, includes self-understanding, self-management, and self-

motivation to complete tasks effectively. (Jusriadi et al., 2021).  Similarly, Dewi 

et al. (2021) concluded that the better self-leadership, the better it can improve 

employee performance. 

The influence of self-leadership and work attachment is someone who has 

great self-leadership and a quality mindset, improves employees' ability to handle 

work constraints and reduce error rates, so they can achieve a state of "flow" and 

complete tasks optimally (Putra, R.A., & Trinanda, 2021). 

Self-leadership has been proven to improve employee performance. 

Leaders who have good self-leadership will realize their potential and continue to 
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strive to achieve it, in line with their life choices, hopes, and desires to achieve 

success. (Muljono et al., 2015), (Dessyarti, 2019).   

 

The Influence of Internal Locus of Control  on Employee Performance 

Research shows that an individual's belief in their own ability to control 

outcomes (internal locus of control) has a positive relationship with performance. 

This means that the higher the individual's confidence in his or her abilities, the 

better his or her performance. A regression coefficient of 0.365 indicates that 

every increase of one unit in the internal locus of control is predicted to increase 

performance by 0.365 units, assuming the other variables remain unchanged. 

How much influence the independent variable (X) has on the dependent 

variable (Y) can be measured by the partial determination coefficient. In this 

study, it was found that the partial determination coefficient (r) for the internal 

locus of control variable was 0.297. This figure shows that 29.7% of variations in 

employee performance can be explained by changes in the internal locus of 

control, assuming that other variables do not change. This shows that the internal 

locus of control has a fairly strong relationship with employee performance. 

The influence of the internal locus of the control variable (X4) on the bound 

variable was analyzed using a regression coefficient test. This test aims to 

determine whether the X4 variable has a significant relationship with the bound 

variable. The price significance test is carried out to obtain test results. The test 

results showed that the t-value for the internal locus of the control variable was 

2.688. This value is greater than the t-value of the table at the 5% confidence level 

of ± 1,980. This study proves that employees with internal locus of control have 

better work performance. This is evidenced by statistical values that show a 

significant partial relationship between the internal locus of control and employee 

performance. This means that employees who believe they are in control of their 

work outcomes tend to be more motivated, persistent, and results-oriented, thus 

having superior work performance compared to employees who have an external 

locus of control. In addition, the t-value is calculated > the t-value table. The test results 

showed that the t-value of the free variable calculation was outside the limit that 

was considered insignificant (H0 rejection area). This indicates that the regression 

coefficient of the internal locus of control variable is not equal to zero. In other 

words, the coefficient of this variable is statistically significant.  

The results of this study are in line with previous research conducted by 

(Wahyuni et al., 2016) Individuals with a belief in internal control have a stronger 

drive to achieve goals, driven by a competitive nature and a determination to 

always excel, they work tirelessly and strive to go beyond the limits in order to 

achieve higher achievement.  

Internal locus of control is the assumption that everything that happens in 

a person's life is under the control of the person himself. Employees who have a 

high internal locus of control tend to be confident in their ability to work. A 

person who has  a high level of internal locus of control has a high level of 

performance as well (Abdurrahman et al., 2019). 
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External Influence of Locus of Control  on Employee Performance 

The external locus of control (X4) as a variable turns out to be positive, 

Individuals with a high external locus of control tend to be more motivated to 

work hard and achieve their goals because they believe that their efforts will be 

rewarded with positive results. The regression coefficient of 0.743 indicates a 

positive relationship between the external control locus and performance. That is, 

the higher a person's locus of external control (that is, the more they believe that 

external factors such as luck or fate determine their outcome), the higher their 

performance will be. An increase of one unit of external control locus is predicted 

to result in an increase of 0.743 units of performance, assuming the other variables 

remain constant. 

How much the change of the independent variable (X) affects the dependent 

variable (Y) can be explained by the partial determination coefficient. From the 

results of the data analysis, it is known that the partial coefficient (r) for the 

external locus of control variable is 0.418. This value shows that the external 

locus of control can explain 41.8% of the variation in employee performance 

changes, assuming that other variables do not change. This means that the external 

locus of control has a fairly strong relationship with employee performance, 

where individuals with a high external locus of control tend to have better 

performance compared to individuals with a low external locus of control, ceteris 

paribus. 

Testing the regression coefficients of variables, the external variables 

locus of control (X4) are significant or insignificant, the price significance test is 

carried out.  The results of the test were obtained for the external locus of control 

variable of 2.061; Meanwhile, the amount of ttable at the confidence level of 5% 

is ± 1,980.  Statistical analysis shows that the external locus of the control variable 

has a significant partial influence on employee performance. This is evidenced by 

the calculated t value which is greater than the t value of the table. The position of 

the calculated t-value in the rejection region of the null hypothesis (H0) shows that 

the regression coefficient of the external locus of the control variable is not equal 

to zero. In other words, the coefficient of this variable has a significant value and 

shows the relationship between the external locus of control and employee 

performance.  

The results of this study are in line with previous research conducted by 

(Andini et al., 2019) that external Locus Of Control is related to improved 

performance and external Locus Of Control should have a higher level than 

internal Locus Of Control in an audit environment.  

The locus of control can influence the audit performance of internal 

auditors as well as external auditors. They will be confident in their ability to 

complete all their work which creates a sense of job satisfaction, in addition to 

being able to improve their performance if the auditor has an internal locus of 

control (Arini & Ariyanto, 2018).   
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The Influence Between Self Efficacy, Self Esteem, Self Leadership, Internal 

Locus of Control and External Locus of Control Together on Employee 

Performance 

Self-efficacy (X1), self-esteem (X2), self-leadership (X3), internal locus of 

control (X4), and external locus of control (X5) together affect employee 

performance (Y). This effect was tested by comparing the calculated F value with 

the table F value at degrees of freedom (df) (5)(104). Based on the table above, 

the calculated F value (40.264) is greater than the table's F value at degrees of 

freedom (df) 5 and 104 (4.40). This shows that the null hypothesis (Ho) is rejected 

and the alternative hypothesis (Ha) is accepted. In conclusion, the variables of 

self-efficacy (X1), self-esteem (X2), self-leadership (X3), internal control locus 

(X4), and external control locus (X5) simultaneously had a significant influence 

on the bound variable, namely employee performance (Y). These three variables 

have an influence of 81.2% (0.812) on employee performance, while the 

remaining 18.8% are influenced by other factors outside this research model. 

Employee performance is significantly affected by a combination of 

psychological factors, such as self-efficacy, self-esteem, self-leadership, internal 

control locus, and external control locus. Self-efficacy, which is an individual's 

belief in his or her ability to achieve goals, plays an important role in increasing 

employee motivation and effort to achieve more optimal performance. High self-

esteem also plays an important role in providing a sense of confidence that 

encourages employees to overcome challenges and tasks effectively. 

In addition, self-leadership, which involves the ability of individuals to 

manage themselves and motivate themselves, can increase the responsibility and 

initiative of employees at work. The internal locus of control, which indicates the 

belief that the individual has control over events in his or her life, can lead to a 

proactive attitude and self-adjustment to changes in the work environment. On the 

other hand, external locus of control can affect employee performance by giving 

them confidence that factors beyond their control also affect success or failure, 

which can motivate or hinder their performance. Together, these factors create an 

environment that supports optimal growth, motivation, and performance for 

employees. 

 

CONCLUSION 

Self-efficacy and self-esteem have a positive and significant effect on the 

performance of Maluku Provincial Bapenda employees, Self-leadership and 

Internal Locus of Control, External Locus of Control, have a positive and 

significant effect on the performance of Maluku Provincial Bapenda employees.  
 

 

  



Self Concept Dimension and Locus of Control Dimension  
on Employee Performance 

2024 

 

Rahman Hakim Talaohu1 , Tehubijuluw Zacharias2 , Hendry Selanno3  

  468 

BIBLIOGRAPHY 

 

Abdurrahman, Muhammad Shollih, Purnomo, Ratno, & Jati, Eling Purwanto. 

(2019). Pengaruh Motivasi Kerja Otonom dan Internal Locus of Control 

Terhadap Kinerja Karyawan dengan Employee Engagement Sebagai 

Variabel Mediasi. Performance, 26(2), 66–76. 

https://doi.org/10.20884/1.jp.2019.26.2.1621 

Aisyiyah, Nassyiatul, Turnip, Kaiman, & Siregar, Nina Siti Salmaniah. (2022). 

Pengaruh Self-Efficacy dan Motivasi Kerja Terhadap kinerja Pegawai 

Sekretariat DPRD Kota Medan. Journal of Education, Humaniora and 

Social Sciences (JEHSS), 4(3), 1584–1594. 

https://doi.org/10.34007/jehss.v4i3.912 

Andini, Natasia, Sylvana Sihombing, Triani, Saputri Br Tarigan, Ema, & Tiurma 

Uli Sipahutar, Tetty. (2019). Pengaruh Locus of Control, Gaya 

Kepemimpinan, Dan Komitmen Organisasi Terhadap Kinerja Auditor (Studi 

Kasus Di BPKP Perwakilan Sumatera Utara). Jurnal AKRAB JUARA, 4(2), 

160–172. 

Andriyani, Kiki. (2017). Pengaruh Self Efficacy Dan Motivasi Terhadap Kinerja 

Karyawan (Studi Pada PT. Gearindo Prakarsa Surabaya). Jurnal Ilmu 

Manajemen (JIM), 5(3), 1–7. 

Arfan, Wahyu, Sapurtra, Prayekti, Epsilandri, & Seprtyarini. (2021). Pengaruh 

Gaya Kepemimpinan Demokrasi, Self Efficacy, Dan Lingkungan Kerja 

Terhadap Kinerja Karyawan. Journal of Management, 4(1), 28–38. 

Arini, Ni Made Suci, & Ariyanto, Dodik. (2018). Pengaruh Locus of Control 

Internal , Etika Profesi Dan Gaya Kepemimpinan terhadap Kinerja Auditor. 

E-Jurnal Akuntansi Un, 23(3), 2230–2255. 

Darmawan, Akhmad, Bagis, Fatmah, & Anggraini, Intan Anggun Puspita. (2021). 

Pengaruh Locus of Control, Kepemimpinan Transformasional dan Spiritual 

At Work Terhadap Kinerja Karyawan. BISNIS : Jurnal Bisnis Dan 

Manajemen Islam, 9(2), 301–318. https://doi.org/10.21043/bisnis.v9i2.11832 

Dessyarti, Robby Sandhi. (2019). Self Leadership Dalam Meningkatkan Kinerja 

Melalui Kesiapan Untuk Berubah Di Masa New Normal. Jurnal Ilmiah 

Bisnis Dan Ekonomi Asia, 16(1), 151–163. 

https://doi.org/10.32812/jibeka.v16i1.926 

Dewi, Novita, Sujana, I. Wayan, & Novariani, Ni Nyoman Ari. (2021). Pengaruh 

Self Leadership, Kerjasama Tim Dan Komunikasi Terhadap Kinerja 

Karyawan Pada Bali Management Villa Seminyak. VALUES, 2(2), 398–405. 

Gunawan, Indra. (2020). Pengaruh Komitmen Organisasional Dan Locus Of 

Control Terhadap Kinerja Karyawan Pada PT. Nikkatsu Electric Works 

Bandung. J.Paradigma Administrasi Negara, 2(1), 1–10. 

Hammado, Muhammad Safri. (2015). Pengaruh Citra Sekolah Terhadap Inovasi 

Melalui Self Leadership , Self Concept , Self Efficacy Mengajar Guru Sma 

Negeri Di Provinsi Sulawesi Barat. Jurnal Nalar Pendidikan, 3(2), 84–88. 

Harnyoto, Sawitri, Diyah, & Naser, Jamal Abdul. (2020). Analisis Remunerasi, 

Self Efficacy Dan Etos Kerja Terhadap Kinerja Pada Pegawai Negeri Sipil 

Politeknik Angkatan Darat Di Malang. Journal Of Economics and 

Management, 21(1), 11. 

Haryanto, Rudy, & Suyasa, P. Tommy Y. S. (2014). Persepsi terhadap job 



Volume 4, Nomor 6, Juni 2024 

p-ISSN 2774-7018 ; e-ISSN 2774-700X 

 469  http://sosains.greenvest.co.id 

characteristic model, psychological well-Being dan performance ( studi pada 

karyawan PT . X ) persepsi terhadap job characteristic model, psychological 

well-being dan performance ( studi pada karyawan PT . X ). Phronesis 

Jurnal Ilmiah Psikologi Industri Dan Organisasi, 9(June 2007), 67–92. 

Hendri, Made, & Kirana, Kusuma Candra. (2021). Pengaruh Gaya 

Kepemimpinan, Locus Of Control, Komitmen Organisasi Dan Budaya 

Organisasi Terhadap Kinerja Karyawan Di Roy Sentoso Collection. Jurnal 

Inovasi Penelitian, 2(1), 119–128. 

Jusriadi, Edi, Syafaruddin, Syafaruddin, & Rusydi, Muhammad. (2021). Human 

Capital Development of Research Staff through Self-Leadership, Teamwork 

Management, and Culture Diversity. Jurnal Minds: Manajemen Ide Dan 

Inspirasi, 8(1), 1. https://doi.org/10.24252/minds.v8i1.19316 

Kawet, Lotje, & Rimper, Rinna Ribka. (2014). Pengaruh Perencanaan Karir Dan 

Self Efficacy Terhadap Kinerja Karyawan Pada Pt. Pln (Persero) Area 

Manado. Jurnal EMBA: Jurnal Riset Ekonomi, Manajemen, Bisnis Dan 

Akuntansi, 2(4), 413–423. 

Khaer, Ain, & Nursyafitri, Evi. (2017). Pengaruh Self Esteem Dan Self Efficacy 

Terhadap Kinerja Karyawan Studi Kasus Di PT. Finnet Indonesia. E-

Proceeding Management, 4(1), 335–345. 

Mallafi, Finia Rezkiyani, & Silvianita, Anita. (2021). Pengaruh Flexible Working 

Arrangement Dan Work Life Balance Terhadap Kinerja Karyawan ( Studi 

Pada Karyawan Department Internal Audit PT . Telkom Indonesia , Tbk 

Bandung ). E-Proceeding of Management ISSN : 2355-9357, 8(6), 8596–

8602. 

Muljono, Agung, Azhad, M. Naely, & Herlambang, Toni. (2015). Super 

Leadership Dan Self Leadership: Dampaknya Terhadap Kinerja Pegawai. 

Prosiding Seminar Nasional FE UM, 300–311. 

Noviawati, Dian Rizki. (2016). Pengaruh Self Efficacy terhadap Kinerja 

Karyawan dengan Motivasi sebagai Variabel Intervening (Studi pada 

Karyawan Divisi Finance dan Human Resources PT. Coca-Cola Distribution 

Indonesia, Surabaya). Jurnal Ilmu Manajemen, Vol. 4, pp. 1–12. 

Nurul Hikmah, Handayani, Rahmawati, Ima, & Lestari, Hana. (2021). Hubungan 

Efikasi Diri dengan Kreatifitas Kerja Guru Pegawai Negeri Sipil (PNS) 

Sekolah Dasar Negeri Se-Kecamatan Cibungbulang. Jurnal Dirosah 

Islamiyah, 3(1), 10–17. https://doi.org/10.47467/jdi.v3i1.289 

Putra, R.A., & Trinanda, O. (2021). Organizational Justice And Work 

Engagement With Self-Leadership As A Mediating Variable. Human 

Resource Management Studies, 1(1), 14–25. 

https://doi.org/10.24036/jkmb.xx 

Rachmawati, E., Mujanah, S., & Retnaningsih, W. (2018). Pengaruh Self 

Leadership, Kecerdasan Sosial, Employee Ability Terhadap Komitmen 

Organisasional Dan Kinerja Karyawan Dinas Pengendalian Penduduk, 

Pemberdayaan Perempuan Dan Perlindungan Anak Kota Surabaya. Jurnal 

Ilmu Ekonomi Dan Manajemen JMM17, 5(2), 1–10. 

Rafiditya, Afif, & Syarifuddin. (2020). Pengaruh Self Esteem dan Self Efficacy 

terhadap Kinerja Karyawan PT Dana Tabungan dan Asuransi Pegawai 

Negeri Kantor Cabang Utama Bandung. E-Procceding of Management, 7(2), 

4143–4150. 



Self Concept Dimension and Locus of Control Dimension  
on Employee Performance 

2024 

 

Rahman Hakim Talaohu1 , Tehubijuluw Zacharias2 , Hendry Selanno3  

  470 

Sawitri, Dyah, Cahyandari, Nurmala, & Muawanah, Umi. (2018). Hubungan Self 

Leadership, Self Efficacy dan Kecerdasan Intelektual Terhadap Kinerja 

Karyawan pada Badan Pendapatan Daerah Kabupaten Mojokerto. Jurnal 

Manajemen Dan Bisnis Indonesia, 6(1), 76–90. 

https://doi.org/10.31843/jmbi.v6i1.184 

Setyawan, Suprihono. (2017). Pengaruh Self Efficacy Dan Pemberdayaan 

Terhadap Kinerja Pegawai Dengan Mediasi Komitmen Organisasional. 

Jurnal Akses, 12(24), 99–106. 

Subhan, Muh, Saleh, Haeruddin, & Sapiri, Muthar. (2019). Pengaruh Locus Of 

Control Terhadap Kinerja Pegawai Pada Dinas Pendapatan Daerah Kota 

Makassar. Jurnal Ecosystem, 19(3), 367–373. 

Sustiyatik, E., Ridwan, A., Pamungkas, AR, & Kadir, A. (2019). The Effect Of 

Characteristics Of Individual, Self Leadership, Commitment To Profession 

On Performance Of Lecturers In The High Protection Of Kopertis Private 

East …. Journal of Indonesian …, 1(2), 1–6. 

Wahyuni, Endang Sri, Taufik, Taufeni, & Ratnawati, Vince. (2016). Pengaruh 

Budaya Organisasi, Locus Of Control, Stres Kerja Terhadap Kinerja Aparat 

Pemerintah Daerah Dan Kepuasan Kerja Sebagai Variabel Intervening (Studi 

Empiris Pada Pemerintah Kabupaten Bengkalis). Jurnal Manajemen, 20(2), 

189–206. https://doi.org/10.35314/inovbiz.v5i1.165 

 
 

 
 

This work is licensed under a Creative Commons Attribution-ShareAlike 4.0 

International License. 

 

 

https://creativecommons.org/licenses/by-sa/4.0/
https://creativecommons.org/licenses/by-sa/4.0/
https://creativecommons.org/licenses/by-sa/4.0/

