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1. INTRODUCTION 

Along with the changing times and technological developments known as globalization, humans live and develop in that 

context. In this era of globalization, news is often heard about companies that stop operating or do not function optimally. 

The failure or cessation of operations can be caused by various factors, both internal and external (Irawati, 2018). This is 

not only related to the quality of education, but also the work ethic of each individual. The people involved in a company, 

whether permanent employees or daily laborers, have an equally important role in the progress of the company (Darim, 

2020). However, in reality, sometimes high goals are not matched by facilities or other support. This condition can affect 

the work ethic of employees. Too much workload is often imposed on employees without being matched by adequate 

compensation (Simangunsong, 2023). This causes a decrease in employee performance in a company. According to Azizzah 

& Firdaus (2022) and Irawati (2018), The quality and quantity of tasks completed by employees in fulfilling predetermined 

responsibilities is a form of performance in line with the assigned tasks. 

Human resource results are reflected in the performance shown in the company. When each employee contributes well 

in accordance with the department's plans and goals, the overall performance of the company will increase. With the 

increase in employee performance results, the company will indirectly achieve greater profits. Employee performance can 

be interpreted as the achievement or result of organizational goals that have been agreed upon (Saleha et al., 2023). 

Information about employee performance in an organization is a very crucial factor and can serve as an evaluation material. 

This data helps determine whether the performance that has been carried out is in accordance with the expectations and 

ideals of the company. In addition, there are various supporting factors that affect employee performance, both internal to 

the organization, such as work culture, management, and training, and external, such as market conditions, government 

policies, and the social environment. All of these factors interact with each other and can have a significant impact on 

employee performance and, ultimately, organizational success (Latief et al., 2023). Internal influences on employee 

performance usually come from the strong desire and motivation of the individual. High motivation can encourage 

employees to work better and achieve the targets that have been set. On the other hand, external factors also play an 

important role, including influences from the work environment, such as organizational culture, as well as the workload 

given to employees (Rahmadani et al., 2023). 

Workload is an assessment of how employees deal with job demands that are mental and physical activities, which also 

affect good and negative impacts. This can affect workload. The ability of workers is the basic foundation of how employees 

are able or not to realize the ideals of the company. If the employee's ability cannot meet the company's expectations, it will 
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certainly hinder the company's goals (Purba & Setiyono, 2022). Workload is a very important aspect in the work process, 

because it has a significant effect on the attitude and behavior of an employee when carrying out their duties and 

responsibilities (Ratnasari & Purba, 2019). Employees are required to show the results that the company wants, so that the 

company can assess the development of the individual. However, there are also individuals who experience a decline in 

work quality, which companies need to anticipate. This shows that the majority of the labor force in Indonesia consists of 

men, especially in urban areas, and is growing rapidly every year (Nuraeni & Suryono, 2021). However, if there are female 

individuals who are hired in big cities, they are employees who have great confidence in their performance and a strong 

influence on their environment (Dommermuth et al., 2017). This belief is often referred to as locus of control ability in 

employees. Syatriadin (2017) explains that locus of control is “generalized belief that a person can or cannot control his own 

destiny.” From this explanation, it can be concluded that a strong belief to control everything done by each individual can 

be a source of control over events. 

Self-efficacy is an individual's belief in their abilities and competencies. Employees who have high self-efficacy tend to 

be more confident and believe that they can achieve the set goals. This will trigger positive responses and boost their 

confidence. Self-efficacy is different from judgment of the potential consequences of an action, but it can influence the 

expected outcome. Individuals who believe in their abilities will have greater motivation and expectation to achieve better 

results, thus having the opportunity to get a better job. In contrast, people with low self-efficacy often feel inferior and tend 

to retreat or give up when faced with difficulties. Lack of confidence can lead to excessive fear and increase the likelihood of 

making mistakes that could have been avoided. 

According to Indriyani et al. (2023), Self-efficacy is the belief in one's ability to achieve goals and overcome obstacles. 

Therefore, self-efficacy is very important, because it gives confidence to face various obstacles. However, generating high 

morale and confidence in employees is not easy, as not all employees have the same level of confidence. External factors 

also have a big influence on individual self-confidence, which can collapse due to external influences. This study found gaps 

in previous research, such as that conducted by Abang et al. (2018), which only considers two independent variables, 

namely workload and employee performance. This study develops variables by adding locus of control and self-efficacy as 

factors that cause performance. In addition, this study uses indicators of a person's perspective in solving problems and 

tasks, and applies total sampling techniques for data collection. The comfort of the work environment is very important in 

the company, including good relationships between superiors and employees, as well as between employees. Many cases 

show that workers quit their jobs due to conflicts within the company. Therefore, self-efficacy is an important aspect of 

self-awareness, which has a significant effect on daily life.  

Based on this background, it is often the case that high goals are not matched by adequate facilities or support, which 

can reduce employee work ethic. Excessive workload without appropriate benefits is also a problem at PT Petrokopindo 

Cipta Selaras. Therefore, this study wants to comprehensively examine the relationship between the independent variable 

and the dependent variable. 

 

2. RESEARCH METHOD 

In an effort to deeply understand the relationship between workload, locus of control, and self-efficacy on employee 

performance, this study adopts a quantitative research design utilizing survey and questionnaire methods, where multiple 

linear regression analysis is used to identify the direction and magnitude of the influence of the independent variables on 

the dependent variable, with a focus on the entire workforce of 100 people at PT Petrokopindo Cipta Selaras located in 

Sidoarjo, where the research population was taken using the total sampling technique, while primary data was collected 

through questionnaires distributed to respondents, and secondary data was obtained from various articles, journals, and 

books that were used as references to support the analysis and discussion in this study. 

The variables and measurements in this study adapt from previous researchers who have been scientifically tested. For 

workload variables refer to Irawati & Carollina (2017) with 8 statement items and 4 indicators consisting of: 1) target goals 

set; 2) working conditions; 3) use of work time; and 4) work standards. One example of an item used in this variable is, “I 

clearly understand my work objectives.” Then, locus of control refers to research Asfarina (2017) by using 5 indicators, 

namely 1) success; 2) self-quality; 3) facing problems and finding solutions; 4) effective thinking; and 5) succeeding because 

of trying. An example of an item on the locus of control variable is “I believe that I have the ability to achieve goals”. 

Furthermore, on the self-efficacy variable referring to research Kusumaningsih et al. (2023) with an example item “I have 

confidence that I am able to succeed in carrying out certain tasks because of experience and learning”. Finally, the 

performance variable refers to Wartono (2017) with the example statement “I have confidence that I am able to achieve the 

target quantity of work set efficiently”. All items in this study use closed statements and 4-point Likert scale 

measurements 1 (strongly disagree) to 4 (strongly agree). After obtaining the data, multiple regression testing was then 

carried out using the help of the SPSS version 16 statistical application. First, validity, reliability, and classical assumption 

testing were carried out. Then, to find out the relationship in each variable, simple regression and multiple regression tests 

were carried out. 

 

3. RESULTS  

3.1 Respondent Characteristics 

Based on the research conducted, there are several characteristics of the respondents obtained in the form of gender, age 

and last education of the respondents. data collection through the process of distributing questionnaires to employees. 

Below are the characteristics of respondents in the form of a table as follows. 
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Table 1. Respondent characteristics 

Characteristics Frequency (n) Frequency (%) 

Gender 
MALE 87 87% 

FEMALE 13 13% 

Age (Years) 

>30 19 19% 

30-33 21 21% 

34-36 21 21% 

37-39 19 19% 

<40 20 20% 

Advanced Education 

JUNIOR HIGH 32 32% 

HIGH SCHOOL 32 32% 

BACHELOR 36 36% 

Total 100 100% 

 

The Table 1, shows that most of the respondents were filled by men with 87% (n = 87 respondents), while female 

respondents only amounted to 13% (n = 13 respondents). then based on the age of the respondents, there are 5 age groups 

which include respondents aged> 30 years as many as 19% (n = 19 respondents), then respondents aged 30-33 years 

totaling 21% (n = 21 respondents), then in the age group 34-36 years with a total of 21% (n = 21 respondents), then at the 

age of 37-39 years which amounted to 19% (n = 19 respondents) and the last is the age group <40 years which amounted to 

20% (n = 20 respondents). as for the characteristics in the form of the latest education level in the form of junior high school 

level with a total of 32% respondents (n = 20 respondents). As for the characteristics in the form of the latest level of 

education in the form of a junior high school level with 32% of respondents (n = 32 respondents), then there is also a group 

of senior high school levels with a total of 32% (n = 32 respondents), and the last group of education levels that have been 

taken is S1 with a total of 36% (n = 36 respondents). Thus it can be concluded that there are a total of 100 respondents. 

 

3.2 Validity Test 

The use of this validity test aims to determine whether an instrument that has been used in research is valid. The 

statement of whether an instrument is valid or not if the calculation of R count is greater than R table. The table below is 

the result of the validity test. 

Table 1. Validity test 

 

Item 
Variable’s 

X1 X2 X3 Y 

1 .908** .675** .607** .771** 

2 .713** .721** .763** .773** 

3 .753** .789** .788** .751** 

4 .896** .746** .838** .853** 

5 .893** .782** .823** .871** 

6 .926** .848** .741** .819** 

7 .754** .868** .741** .861** 

8 .731** .838** .725** .616** 

9 - .868** .726** .624** 

10 - .835** .603** .681** 

 

Based on the validity test that has been carried out in the table above, the following results are obtained. In variable X1 

there are 8 items with the lowest number at 0.713. Then in variable X2 there are 10 items with the lowest number at 0.721. 

Next in variable X3 has a total of 10 items with the lowest value at 0.603. Finally, variable Y has a total of 10 items with 

the lowest value at 0.616. All variables have a calculated R value greater than the R table (0.195). So it can be concluded 

that all items in each variable have a valid distribution. 

 

3.3 Reliability Test 

The implementation of this reliability test aims to measure the consistency of the instruments that have been used in the 

study. An instrument will be declared reliable if it has a Cronbach's alpa value of more than 0.60. The following are the 

results of the reliability test. 
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Table 2. Reliability test 

Reliability Statistics X1 X2 X3 Y 

Cronbach's Alpha 0,933 0,936 0,906 0,921 

N of Items 8 10 10 10 

 

Based on the reliability test conducted on Cronbach's alpha X1 of 0.933. next on variable X2 has a Cronbach's alpha 

value of 0.936. then on variable X3 has a Cronbach's alpha value of 0.906. The last variable Y has a Cronbach's alpha value 

of 0.921. Thus, it can be concluded that all variables have a Cronbach's alpha value of more than 0.60 and have been 

declared reliable. 

 

3.4 Normality Test 

Normality tests are carried out to determine the distribution of data or variables used is normally distributed. This 

Normality Test uses the Kolmogorov-Smirnov technique with a test decision if Asymp. Sig has a result greater than 0.05, 

then the variable distribution has a normal distribution. 

Table 3. Normality test 

 

One-Sample Kolmogorov-Smirnov Test 

 Unstandardized Residual 

N 100 

Normal Parametersa,b Mean 0,0000000 

Std. Deviation 
0,66822276 

Most Extreme Differences Absolute 0,051 

Positive 0,049 

Negative -0,051 

Test Statistic 0,051 

Asymp. Sig. (2-tailed) .200c,d 

a. Test distribution is Normal. 

b. Calculated from data. 

c. Lilliefors Significance Correction. 

d. This is a lower bound of the true significance. 

 
Based on the results of the normality test, the Asymp. Sig. Has a value of 0.200 which is greater than 0.5. Thus, the 

distribution is normal. 

 

3.5 Multicollinearity Test 

The multicollinearity test is used with the intention of determining whether there is a high or almost perfect correlation 

between the independent variable and the dependent variable. Multicollinearity test is done through the VIF (Variance 

Inflation Factor) value (Ghozali, 2016). If the VIF value is smaller than 10.00, it will be concluded that multicollinearity 

does not occur. The table below shows the multicollinearity test results as follows. 

 

Table 4. Multicollinearity test 

Coefficientsa 

Model 

Collinearity Statistics 

Tolerance VIF 

1 X1 0,680 1,470 

X2 0,669 1,494 

X3 0,755 1,325 

a. Dependent Variable: Y 

 

The Table 4, is the result of multicollinearity testing. The test results show that X1 has a VIF value of 1.470 which 

means it is smaller than 10.00. The X2 test results have a value of 1.494 and the X3 variable is 1.325. Thus, it can be 

concluded that the multicollinearity test results are less than 10.00 and it can be assumed that there are no 

multicollinearity symptoms. 
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3.6 Heteroscedasticity Test 

The heteroscedasticity test is used to determine the occurrence of inequality between variants in the same observation in 

each dependent variable of the regression test. This test uses Glejser with a standard satisfaction sig value above 0.05, so it 

can be stated that there are no symptoms of heteroscedasticity. The table below is the result of the heteroscedasticity test. 
 

Table 5. Heteroscedasticity test 

Coefficientsa 

Model 
Unstandardized Coefficients 

Standardized 

Coefficients t Sig. 

B Std. Error Beta 

1 (Constant) 1,344 0,338   3,980 0,000 

TOTAL_X1 0,065 0,044 0,882 1,480 0,142 

TOTAL_X2 -0,016 0,056 -0,237 -0,282 0,778 

TOTAL_X3 -0,057 0,051 -0,820 -1,112 0,269 

a. Dependent Variable: ABS_RES 

 

The significance result in the heteroscedasticity test is 0.269. This value is higher than the 0.05 significance level used 

in statistical analysis. When comparing 0.269 > 0.05. With this, the test indicates the absence of heteroscedasticity in the 

items used. 
 

3.7 Linear Regression Test   

Linear testing is carried out to see the relationship between the independent variable and the dependent variable. In this 

regression test a test can be carried out by looking at the value in the Sig. table on the test calculation results. A variable 

can be declared to have a relationship if the value on Sig. is smaller than 0.05. The regression test results in Table 6. 
 

Table 6. T-test 

Model 
Unstandardized Coefficients Standardized Coefficients 

t Sig. Decision 
B Std. Error Beta 

1 (Constant) 2,014 0,584   3,448 0,001  

TOTAL_X1 0,407 0,076 0,370 5,325 0,000 H1 Accepted 

TOTAL_X2 0,267 0,096 0,272 2,777 0,007 H2 Accepted 

TOTAL_X3 0,369 0,089 0,357 4,164 0,000 H3 Accepted 

 

In the Table 6, it is known that the Sig. workload variable is 0.000. Next, the locus of control variable has a value of 

0.007. Next on the self-efficacy variable with a variable value of Sig. 0,000. Thus, all independent variables have a Sig. 

value smaller than 0.05. Therefore, it can be assumed that there is a positive and significant effect on workload variables, 

locus of control and self-efficacy on employee performance partially. 
 

3.8 Multiple Regression Test 

Multiple regression testing is carried out to see how the relationship between variables together. In this multiple 

regression test can be carried out by looking at the value in the Sig table. test results. If the Sig. value is less than 0.05. 

Then there is a positive and significant influence, but on the contrary, if the Sig. value is more than 0.05, there is a negative 

and insignificant influence. 

Table 7. F-test  

Model Sum of Squares df Mean Square F Sig. Decision 

1 Regression 3427,504 3 1142,501 2481,134 .000b H4 Accepted 

Residual 44,206 96 0,460      

Total 3471,710 99        

a. Dependent Variable: TOTAL_Y  

b. Predictors: (Constant), TOTAL_X3, TOTAL_X1, TOTAL_X2  

 

In the Table 7, it is known that Sig. is worth 0.000 which is less than 0.05. So there is a positive and significant 

influence between workload variables, locus of control and self-efficacy on employee performance together. 

 

4. DISCUSSION 

4.1 Workload and Employee Performance 

This study shows that the workload has a positive and significant effect on employee performance. The higher the workload, 

the higher the employee performance. In addition, a comfortable work environment plays a role in helping employees 

complete their tasks. Employees also understand and comply with the goals and targets that have been set according to the 
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instructions given. The clearer the time targets and tasks to be completed, the more employees will be able to accomplish 

their tasks, both individually and collectively. A good understanding of work objectives and awareness of effective use of 

time also help employees reduce perceived workload. Therefore, a high workload balanced with clear targets and adequate 

time can improve overall employee performance. Thus, high workload accompanied by a comfortable working environment, 

clear time targets, and an understanding of work objectives, contribute significantly to improving employee performance. 

This finding is in line with Aisyah et al. (2023) which reveals that workload can have a direct effect on employee 

performance. Workload is supported by indicators of predetermined goals, work conditions, use of work time and work 

standards on employees to provide an increase in employee performance. Then, workload has a significant and positive 

influence on employee performance. The study results show that workload can have a direct effect on employee 

performance, with increased workload leading to increased performance (Aisyah et al., 2023; Herawati et al., 2023). In 

addition, a positive and significant effect of workload on job satisfaction has been found, which in turn positively affects 

employee performance (Lutfitasari et al., 2022; Setiti & Paramarta, 2023). Then, by providing the appropriate portion of 

the workload, it is believed that it will not overburden the employees (Cahyaningsih & Dyahjatmayanti, 2023; Hutabarat 

et al., 2023). Then, completing many assigned tasks will affect employee performance in a better direction. However, the 

findings of Spagnoli et al. (2020) mentioned that workload has a negative relationship with employee performance. Asteya 

(2023) also found a negative relationship on workload to employee performance. This is because excessive workload can 

cause high stress and fatigue, so employees cannot work effectively. Therefore, the workload factor is a crucial aspect in 

improving employee performance. Thus, alignment between time targets and tasks assigned to employees can improve 

employee skills in completing tasks, both individually and collaboratively. 

 

4.2. Locus of Control and Employee Performance 

The findings of this study indicate that locus of control has a positive and significant effect on employee performance. The 

higher the locus of control, the higher the employee performance. With this positive influence, the goals set by the company 

can be achieved, and employee motivation is also formed. This indicates that employees with a high locus of control tend to 

consider various alternatives and consequences before making important decisions at work. They believe that hard work is 

the main factor in achieving success. In addition, they have high self-confidence, good self-control skills, and a tendency to 

find solutions to any problems that arise. Overall, employees' locus of control positively affects their performance. When 

employees feel they have control over their actions and outcomes, they tend to perform better. Positive thinking and 

confidence in one's ability to complete assigned tasks are important factors in supporting optimal performance. Therefore, 

employees who feel in control of their actions and work outcomes tend to show better performance, because they are more 

confident, able to control themselves, and seek solutions in facing challenges. In line with the findings Annisa & Ginarti 

(2023), high locus of control in employees has an influence on improving employee performance. Locus of control built by 

indicators of success, self-quality, facing fiber problems looking for solutions, thinking effectively, and succeeding because 

of effort can improve performance in employees. Employees with high levels of self-efficacy tend to have better work results. 

Locus of control has a very significant influence on employee performance (Annisa & Ginarti, 2023; Nilla Tazkia 

Jumaharta & Sulastri Irbayuni, 2023; Shatila, 2023). The existence of thoughts about gender assortment in the workplace 

is also related to locus of control, has also been researched to have a significant impact on employee performance 

(Situmorang, 2023; Syahril et al., 2023). While, Harmen et al. (2022) refutes this research with the argument that locus of 

control has a negative impact on employee performance. Kesumawatie et al. (2021) states that locus of control has no 

significant effect on employee performance. This concludes that employees who have a locus of control internally or 

externally will experience a decrease in performance. Overall, locus of control has an important role in improving employee 

performance in various factors. Thus, high self-confidence, a good level of self-control, and the ability to find solutions to 

any problems that arise are factors that contribute to improved performance. 

 

4.3 Self-Efficacy and Employee Performance  

This finding indicates that self-efficacy has an important role in improving employee performance. The results showed that 

self-efficacy has a positive and significant effect on performance. Strong self-efficacy allows company goals to be achieved 

more easily, because employees who have high confidence in their abilities tend to be able to control themselves and face 

various challenges at work. Employees with good self-efficacy have the confidence to complete tasks, withstand job 

pressures, and work hard, persistently, and diligently. This shows that self-efficacy allows employees to perform tasks to 

the maximum, playing an important role in determining optimal performance. The study found that when employees have 

high self-efficacy, they are more likely to achieve company goals. Several indicators of self-efficacy, such as the belief in 

being able to complete a particular task, self-motivation, perseverance in effort, as well as the ability to deal with various 

difficult situations, significantly improve performance. This positive factor shows that self-efficacy has a major influence in 

encouraging optimal employee performance. Thus, employees with high self-efficacy are more confident, persistent, and 

effective in achieving company goals, so they are able to face job challenges and contribute significantly to optimal 

performance. This research shows that self-efficacy has a significant influence on employee performance. In addition, 

self-efficacy has a significant influence on employee performance, with work motivation and work engagement mediating 

this relationship (Hadi, 2023; Nasution & Saragih, 2023; Saleem et al., 2022). Positive social influence from superiors will 

have a significant impact on employee performance (Annisa & Ginarti, 2023). Next, a positive influence on self-efficacy also 

has a positive impact on efforts to improve sustainable employee performance (Hidayat & Panjaitan, 2022). Later, 

self-efficacy was studied to be an important factor for employee performance, along with locus of control (Saleem et al., 

2022). Thus, some of the findings above provide an opinion that employee self-efficacy can improve employee performance. 
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This means that the belief that success or failure depends on how the employee controls himself. 

 

4.4 Workload, Locus of Control, Self-Efficacy and Employee Performance 

The results of statistical testing provide findings that workload, locus of control, self-efficacy have a positive and significant 

effect on employee performance. With all these positive aspects, it shows that the work ethic of each employee is well 

formed and can improve satisfactory work results. These positive results are formed because of clear work goals, employees 

have understood the tasks given, mastered a problem well. Then, always think efficiently and find solutions to every 

problem that arises, workers have confidence that they will be able to complete the task. In addition, employees are also 

able to withstand all forms of work pressure given. This implies that workload, locus of control, and self-efficacy are 

important factors that influence how well employees perform in their work. When employees consider their workload to be 

manageable, feel they can control their circumstances, and believe in their ability to succeed, employees tend to perform 

better. Workload, locus of control and self-efficacy have a positive impact on employee performance. The quality of human 

resources, including individual employee performance. Locus of control and ability have a positive and significant impact 

on employee performance, and self-efficacy also has a partial effect on employee performance (Prasetiyaningtiyas et al., 

2022). As for the simultaneous effect when both factors are considered in the context of start-up companies, self-efficacy 

and locus of control support increased employee performance (Agustini et al., 2023; Situmorang, 2023; Yusanti & Suprapti, 

2022). Thus, workload, locus of control, and self-efficacy have an important role in determining employee performance in 

employee work. 

 

5. CONCLUSION 

Based on the research and test results that have been conducted, all variables have an influence on employee performance. 

Workload affects employee performance with the tasks given according to the ability or even the tasks given exceed the 

capacity of the worker and can have a positive impact on the company. Locus of control has an impact on employee 

performance, if employees are able to control themselves, they can think positively that they are able to complete all tasks 

given by the company. Then, self-efficacy has a very important influence on employee performance. Workers who have high 

self-confidence in solving existing problems and have high self-confidence that they can complete their tasks. In summary, 

the findings of this study indicate encouraging clear work goals, providing adequate support and resources for employee 

performance. The existence of positive thinking and self-confidence in employees will create a comfortable work 

environment that can improve employee performance. These findings emphasize the importance of addressing workload 

management, promoting internal locus of control and self-confidence, and supporting employees in developing resilience to 

work pressure to increase overall organizational productivity. This study only focuses on several variables (workload, locus 

of control, self-efficacy) without considering other factors that may affect employee performance, such as leadership style, 

organizational culture, or external market conditions. Therefore, it is important for further research to investigate 

potential mediating or moderating variables such as social support or job satisfaction that may affect the 

employee-performance relationship.  
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