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 This research was conducted to determine the influence of self-efficacy, self-esteem, 
personality on employee performance in Lamongan district. 

This type of research is descriptive quantitative using survey methods. The population 

in this study were employees who worked in factories or industries in Lamongan 

district, and in determining the sample using the Slovin formula, 100 respondents were 
obtained. 

The research results show that both partially and simultaneously self-efficacy, self-

esteem and personality have a positive and significant influence on employee 

performance. However, of these three variables, personality is proven to be the most 
dominant in influencing employee performance. This research emphasizes the 

importance of employees building self-efficacy, self-esteem and personality well to 

improve company performance. 

 
INTRODUCTION 

             This research focuses on the theme of employee performance due to the issue of declining 

performance or poor performance from various companies in Indonesia (Shaid, 2024). Decreased 

performance or poor performance of an organization or company can be caused by several factors, both 

individual and environmental. Individual factors relate to health, personal conditions, lack of 

motivation, lack of skills, knowledge, inability to manage time, emotional instability and lack of social 

support. 

             Apart from that, the next individual factor that can influence performance is low self-efficacy, 

meaning a person's ability to carry out tasks to achieve certain results is still weak. Supposedly, when a 

problem occurs in a company, the workforce acts as a driving force capable of helping and providing 

solutions to the company to make a decision amidst the bad turmoil occurring in the company 

(Khasbulloh, 2024). Apart from self-efficacy, the next individual factor is low self-esteem, meaning 

that you tend to be unsure of your expectations and potential. Meanwhile, someone with high self-
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esteem tends to solve problems with confidence and confidence in their abilities. Furthermore, 

personality is related to the appearance, actions and emotions of employees at work. This argument is 

strengthened by research conducted by Zusmawati et al., (2022) showing that it is very important for 

employees to develop a good personality because it is an effective stimulus in improving company 

peirformancei. 

             Employee performance is a description of the level of achievement of an activity program or 

policy to achieve the organization's goals, objectives, vision and mission as outlined in the 

organization's strategic plan. Therefore, this understanding is not only important from an employee 

management perspective, but also has a direct impact on overall business performance. Companies that 

are able to manage and optimize these factors will be superior in achieving short-term and long-term 

goals. 

             Three variables that influence employee performance are self-efficacy, self-esteem and 

personality. Self-efficacy is very important in employee performance because it plays a big role in 

determining how confident a person feels capable of completing a task or achieving a certain goal. Apart 

from self-efficacy, self-esteem also plays an important role in improving employee performance 

because it directly influences how a person assesses himself, feels worthy of success, and interacts in 

the work environment. Employees with healthy self-esteem tend to be more productive, emotionally 

stable, and able to work well in teams. Personality is very important in employee performance because 

personality influences the way a person works, interacts, faces pressure, and adapts to the organization's 

culture. 

             Based on this, this research aims to determine the influence of self-efficacy, self-esteem and 

personality on employee performance in Lamongan Regency. The focus of this research is the extent to 

which self-efficacy, self-esteem and personality directly or indirectly influence employee performance. 

Through this research, it is hoped that we can gain a deeper understanding of the role of self-efficacy, 

self-esteem and personality on employee performance. 

 

RESEARCH METHODS 

             This type of research is descriptive quantitative research. According to Sugiyono (2019) 

quantitative research is a research method based on the philosophy of positivism which uses research 

tools and statistics to test predetermined hypotheses. The data sources for this research are primary data 

and secondary data. Primary data was obtained from questionnaires distributed to industrial employees 

in Lamongan district. Meanwhile, secondary data is in the form of questionnaire data, Lamongan 

Regency Government data related to industry in Lamongan Regency. The population in this study were 

employees who worked in factories or industries in Lamongan district. The sampling technique in this 

research is the purposive sampling method, and in determining the number of samples using the Slovin 

formula which is as follows : 

 

𝒏 =  
𝑵

𝟏 + 𝑵(𝒆𝟐)
 

Information : 

n = Numbeir of sampleis 

N = Numbeir of population of reiseiarch objeicts  

ei = 10% eirror ratei  
Calculations using thei Slovin formula arei as follows : 

𝑛 =
170.836

1 + 170.836(0,12)
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𝑛 =
170.836

1.709,36
 

𝑛 = 99,94 

             Baseid on thei calculation reisults, a samplei of 99.94 was obtaineid but roundeid up to 100. 

             Thei indeipeindeint and deipeindeint variableis in this study weirei meiasureid using a Likeirt scalei. 

According to Sugiyono (2022), thei Likeirt scalei is useid to eivaluatei attitudeis, opinions and peirceiptions 

of individuals or groups towards social pheinomeina. Indicators for thei variableis to bei meiasureid are i 

compileid and useid as a reifeireincei for eiach componeint of thei tool, eiitheir in thei form of queistions or 

stateimeints. 

 

Tablei 1. Likeirt Scalei 

No. Scalei Valuei 

1. 

2. 

3. 

4. 

5. 

Strongly disagreiei 

Disagreiei 

Neiutral 

Agreiei 

Strongly agreiei 

1 

2 

3 

4 

5 

Sourcei: Data proceisseid 2025 

 

             To answeir thei stateimeints in thei queistionnairei, a 5-point Likeirt scalei was useid, which meians: 1 

= strongly disagreiei, 2 = disagreiei, 3 = neiutral, 4 = agreiei, 5 = strongly agreiei. In this reiseiarch, thei data 

analysis teichniqueis useid arei validity teist, reiliability teist, multiplei lineiar reigreission analysis, multiple i 

correilation teist, classical assumption teist, normality teist, multicollineiarity teist, heiteirosceidasticity teist, 

coeifficieint of deiteirmination, t teist (partial) and f teist (simultaneious). 

 

REISULTS AND DISCUSSION 

             Thei reisults of thei validity teist and reiliability teist show that all variableis arei deiclareid valid and 

reiliablei. This is baseid on thei reisults of thei calculateid r validity teist for all variableis > r tablei = 0.1966 

with a significancei leiveil < 0.05, whilei thei reisults of thei reiliability teist for thei threiei variableis havei a 

Cronbach's Alpha valuei > 0.6. 

             Thei reisults of thei normality teist show that thei data is normally distributeid. This is baseid on the i 

normality plot imagei beilow which shows that thei data is spreiad out and thei plot points follow a diagonal 

linei. 

                             
Sourcei: SPSS 26 Statistical Output Proceisseid 2025 

Picturei 1. SPSS Normality Teist Reisults 
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 Thei reisults of thei multicollineiarity teist show that thei data is freiei from multicollineiarity. This is 

baseid on thei collineiarity statistical reisults beilow which show thei toleirancei valuei for all variableis is 

abovei 0.10 (10%) and thei VIF valuei for all variableis is > 10. 

 

Tablei 2. Multicollineiarity Teist 

Modeil Toleirancei VIF 

Seilf eifficacy (X1) 

 

Seilf eisteieim (X2) 

 

Peirsonality (X3) 

 

.589 

 

.499 

 

.532 

1.698 

 

2.004 

 

1.880 

Sourcei: SPSS data proceisseid, 2025 

 

 Thei reisults of thei heiteirosceidasticity teist show that all variableis do not havei heiteirosceidasticity. 

This is baseid on thei scatteirplot reisults beilow wheirei thei dots do not form a particular patteirn and thei 

dots spreiad beilow or abovei. 

 

                                           
Sourcei: SPSS 26 Statistical Output Proceisseid 2025 

Picturei 2. SPSS Heiteirosceidasticity Teist Reisults 

 

 Baseid on thei reisults of thei normality teist, multicollineiarity teist and heiteirosceidasticity teist, it can be i 

concludeid that in this study theirei arei no classical assumption probleims. Thei T teist is a teist carrieid out 

to deiteirminei thei eiffeict of eiach indeipeindeint variablei on thei deipeindeint variablei. Nameily thei variable is 

seilf eifficacy (X1), seilf eisteieim (X2), and peirsonality (X3) on eimployeiei peirformancei (Y). The i 

significancei leiveil in this teist is 5%. 

 

Tablei 3. T Teist 

Variablei Signifikan a thitung ttabeil 

Seilf eifficacy (X1) 

 

Seilf eisteieim (X2) 

 

Peirsonality (X3) 

.000 

 

.001 

 

.003 

0,05 

 

0,05 

 

0,05 

3.961 

 

3.368 

 

3.093 

1,984 

 

1,984 

 

1,984 

Sourcei: Data proceisseid by SPSS 2025 

 

Discussion of Hypotheisis 1 

Thei Influeincei of Seilf-EIfficacy on EImployeiei Peirformancei 

             Baseid on thei reiseiarch reisults of thei seilf eifficacy variablei, it was obtaineid that t count > t table i 

with a valuei of 3,961 > 1.984 with a significancei of 0.00 < 0.05, so Ho was reijeicteid and H1 was 
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acceipteid. This meians that theirei is a significant and partial influeincei beitweiein seilf-eifficacy on eimployeiei 

peirformancei. This agreieis with reiseiarch by Sireigar (2020), Wicaksono (2022), Ari (2020) which state is 

that thei seilf-eifficacy variablei has a significant influeincei on eimployeiei peirformancei. 

 

Thei Influeincei of Seilf EIsteieim on EImployeiei Peirformancei 

             Baseid on thei reiseiarch reisults of thei seilf-eisteieim variablei, it was obtaineid that t count > t table i 

with a valuei of 3,368 > 1.984 with a significancei of 0.01 < 0.05, so Ho was reijeicteid and H2 was 

acceipteid. This meians that theirei is a significant and partial influeincei beitweiein seilf-eisteieim on eimployeiei 

peirformancei. This agreieis with reiseiarch by Meiga (2022), Rahmawati (2022) which stateis that thei seilf-

eisteieim variablei has a significant influeincei on eimployeiei peirformancei. 

 

Thei Influeincei of Peirsonality on EImployeiei Peirformancei 

             Baseid on thei reisults of reiseiarch on peirsonality variableis, t count > t tablei with a valuei of 3,093 

> 1.984 with a significancei of 0.03 < 0.05, thein Ho is reijeicteid and H3 is acceipteid. This meians that theire i 

is a significant and partial influeincei beitweiein peirsonality on eimployeiei peirformancei. This agreieis with 

reiseiarch by Anggina (2020), Zusmawati & Geimilang (2022) which stateis that peirsonality variableis 

havei a significant influeincei on eimployeiei peirformancei.  

             Thei F teist is a statistical teist to deiteirminei how indeipeindeint variableis simultaneiously influeince i 

thei deipeindeint variablei. Baseid on thei output beilow, it is known that thei variableis seilf eifficacy, seilf 

eisteieim and peirsonality simultaneiously influeincei eimployeiei peirformancei with a significant valuei of 0.00 

< 0.05 and f count 49,242 > 2.70. So it can bei concludeid that thei variableis seilf eifficacy, seilf eisteieim and 

peirsonality havei a positivei and significant eiffeict on eimployeiei peirformancei. 

 

Tablei 4. F Teist 

Modeil Sum of Squarei Df Meian Squarei F Sig 

Reigreission 

 

Reisidual 

 

Total 

1250.361 

 

812.549 

 

2062.910 

3 

 

96 

 

99 

416.787 

 

8.464 

49.242 .000b 

Sourcei: Data proceisseid by SPSS 2025 

 

Discussion of Hypotheisis 2 

             Baseid on thei reisults of thei F teist, Fcount is 49.242, whilei Ftablei is obtaineid using thei formula 

df = (n-k-1) = (100-3-1) = 96. So thei reisulting Ftablei is 2.70 so Fcount > Ftablei, so H0 is reijeicteid. This 

meians that simultaneiously theirei is a positivei and significant influeincei beitweiein seilf-eifficieincy (X1), 

seilf-eisteieim (X2), and peirsonality (X3) on eimployeiei peirformancei (Y) in Lamongan district. 

 

Discussion of Hypotheisis 3  

             According to Sugiyono (2019) multiplei lineiar reigreission analysis is a reigreission that has one i 

deipeindeint variablei and two or morei indeipeindeint variableis with an analytical modeil useid to eixplain the i 

reilationship and influeincei beitweiein thei indeipeindeint variableis on thei deipeindeint variablei. Baseid on the i 

reisults of thei multiplei lineiar reigreission teist, thei multiplei lineiar reigreission modeil eiquation was obtaineid, 

nameily Y = 2,348 + 0.458X1 + 0.410X2 + 0.481X3 so that it can bei seiein that thei most dominant 

variablei influeincing eimployeiei peirformancei is peirsonality (X3) = 0.481. 

             Thei coeifficieint of deiteirmination is useid to find out what peirceintagei influeincei thei indeipeindeint 

variableis (X) havei togeitheir on thei deipeindeint variablei (Y). 

Tablei 5. Coeifficieint of Deiteirmination Teist 

Modeil R R Squarei Adjusteid R Squarei Std. EIrror of 

thei E Istimatei 
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1 .779a .606 .594 2.909 

Sourcei: Data proceisseid by SPSS 2025 

 

             Baseid on thei reisults of thei coeifficieint of deiteirmination teist, R2 was obtaineid at 0.616. So it can 

bei eixplaineid that 60.6% of careieir succeiss can bei influeinceid by knowleidgei and eimployeiei organization 

reilationship variableis, whilei thei reimaining 39.4% can bei influeinceid by otheir variableis not eixamineid in 

this reiseiarch. 

 

CONCLUSION 

             Baseid on thei reisults and discussions that havei beiein carrieid out reigarding thei influeincei of seilf-

eifficacy, seilf-eisteieim and peirsonality on eimployeiei peirformancei, it can bei concludeid that partially the i 

variableis seilf-eifficacy, seilf-eisteieim and peirsonality havei a positivei and significant influeincei on 

eimployeiei peirformancei. This reisult can bei provein by T teist analysis (partial) which shows that t count 

> t tablei, thei seilf eifficacy variablei has a t count valuei (3.961) > t tablei (1.984), thei seilf eisteieim variable i 

has a t count valuei (3.368) > t tablei (1.984) and thei peirsonality variablei has a t count valuei (3.093) > t 

tablei (1.984). Thein simultaneiously thei threiei variableis of seilf-eifficacy, seilf-eisteieim and peirsonality 

togeitheir havei a positivei and significant influeincei on eimployeiei peirformancei. Howeiveir, of thei threie i 

variableis, thei peirsonality variablei is thei variablei that has thei most eiffeictivei stimulus in increiasing 

eimployeiei peirformancei in Lamongan District. This is beicausei workeirs with high peirsonality can 

influeincei thinking, thinking, reiacting and inteiracting with individuals and theiir einvironmeint so that 

theiy can improvei peirformancei within thei company. 
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