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ABSTRACT 

This study aims to analyze the influence of work-family conflict, self-efficacy, and workload on employee 
performance at PT. BPR Artha Bali Jaya (Headquarters). This is a quantitative study. The population in this study 
consists of all employees of PT. BPR Artha Bali Jaya (Head Office), totaling 40 people. The sampling technique used 
is the Saturated Sampling Technique, where the selection in this study utilizes the entire total population. The data 
analysis technique used in this study is Multiple Linear Regression Analysis. The results of the study indicate that 
work-family conflict has a negative and significant effect on employee performance at PT. BPR Artha Bali Jaya (Head 
Office). Self-efficacy has a positive and significant effect on employee performance at PT. BPR Artha Bali Jaya (Head 
Office). Workload has a negative and significant effect on employee performance at PT. BPR Artha Bali Jaya (Head 
Office).  
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1. INTRODUCTION 
According to , human resource management is a general management field that encompasses the 
aspects of planning, implementation, and control. As human resources play a crucial role in achieving 
organizational goals, various experiences and research findings in the field of human resources are 
systematically compiled, which is referred to as human resource management.  
 
According to (2020) , employee performance is the result produced from the functions of a specific job or 
a specific activity within a job over a certain period of time, which can demonstrate the quality and 
quantity of that work. Performance evaluation is crucial because it serves a dual purpose: to measure 
performance as the basis for rewards, and to develop an individual’s potential in carrying out the tasks 
and functions under their responsibility (Sihaloho and Siregar, 2020) . PT. BPR Artha Bali Jaya (Head 
Office) is one of the institutions focused on improving employee performance. However, observations 
indicate that the company is facing human resource issues in the form of declining performance. 
Throughout 2024, PT. BPR Artha Bali Jaya (Head Office) experienced fluctuations in achieving monthly 
targets. This can be seen in the Credit Target and Realization Data, as presented in Table 1. 
 

Table 1. Credit Target and Realization Data at PT. BPR Artha Bali Jaya (Head Office) in 2024 

No.  Month 
Target Realization Percentage 
 (IDR)   (Rp)  (%) 

1 January 13,000,000,000 4,007,166,316 31 
2 February 13,000,000,000 6,736,109,630 52 
3 March 13,000,000,000 4,611,049,341 35 
4 April 13,000,000,000 3,037,698,965 23 
5 May 13,000,000,000 3,492,559,750 27 
6 June 13,000,000,000 5,462,799,132 42 
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7 July 13,000,000,000 5,782,935,226 44 
8 August  13,000,000,000 4,315,436,598 33 
9 September 13,000,000,000 3,495,945,758 27 

10 October 13,000,000,000 6,223,562,609 48 
11 November 13,000,000,000 5,523,905,013 42 
12 December 13,000,000,000 5,611,736,805 43 

Total 156,000,000,000 58,300,905,143 37 
Average 13,000,000,000 4,858,408,762 37 

Source: PT. BPR Artha Bali Jaya (Head Office) 2024 

 
Based on Table 1, PT. BPR Artha Bali Jaya (Head Office) set an annual credit target of Rp 156 billion, or an 
average of Rp 13 billion per month. However, actual loan disbursement reached only Rp 58.3 billion, 
averaging Rp 4.8 billion per month. Consequently, the average target achievement rate was only 37%, far 
below the company’s performance standard, which requires a minimum monthly achievement of 80%.  
 
The Capital Adequacy Ratio (CAR) of 27.8% indicates a very strong capital position, meaning that, in 
theory, the bank has the capacity to expand its lending. The Loan to Deposit Ratio (LDR) of 81% is within 
a healthy range, so there is still room to increase financing. This is reinforced by preliminary findings from 
the pre-survey data on employee performance, as presented in Table 2 below. 
 

Table 2. Pre-Survey on Employee Performance at PT. BPR Artha Bali Jaya  (Head Office) in 2025 
No. Question Agree Disagree 

1.  Completes tasks meticulously, ensuring a high level of 
accuracy 

30% 70 

2.  Completing work in accordance with the company’s set 
targets 20% 80 

3.  Company-provided resources are used effectively. 
60% 40 

4.  Willing to assist coworkers in performing their duties. 
60% 40 

5.  Takes initiative in completing tasks without waiting for 
instructions. 30% 70% 

Number of respondents 10 
Source: Results of the Pre-Survey at PT. BPR Artha Bali Jaya (Headquarters), 2025 

 
The results of the pre-survey on employee performance at PT. BPR Artha Bali Jaya (Head Office) in 2025, 
involving 10 respondents, revealed a significant gap. The statement receiving the highest level of 
agreement was that the resources provided by the company are used effectively and that employees are 
willing to assist colleagues in performing their work, with 60% of respondents agreeing and the remaining 
40% disagreeing.  
 
Disagreement regarding the willingness to assist colleagues in performing their work is likely related to 
the high individual workload; employees may feel already burdened by their own tasks, as indicated by 
the very low level of agreement on achieving work targets, leading them to be reluctant to help out of 
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concern that it might compromise the completion of their personal tasks; however, performance in other 
aspects remains at a low level.  
 
There is a phenomenon at PT. BPR Artha Bali Jaya (Head Office) that has the potential to influence 
employee performance: work-family conflict, self-efficacy, and workload. Work-family conflict is one 
form of interrole conflict—that is, the pressure or imbalance between roles at work and roles within the 
family (Desnasari, 2020) . Long working hours and heavy workloads are direct indicators of work-family 
conflict, as excessive time and effort spent on work result in a lack of time and energy available for family 
activities (Syah & Hermawati, 2018) . Ariati and Wulandari (2022) define work-family conflict as a role 
conflict experienced by employees, where on one hand they must perform work duties at the office and 
on the other hand must fully attend to their family, making it difficult to distinguish between work 
interfering with family and family interfering with work. Work interfering with family means that most of 
one’s time and attention is devoted to work, leaving little time for family.  
 
Employee data at PT. BPR Artha Bali Jaya (Headquarters) for the year 2025 shows a total of 40 employees. 
In terms of gender composition, male employees dominate with 24 individuals, while female employees 
number 16. In terms of marital status, the majority of employees are married, totaling 33 people, while 
unmarried employees number only 7. In terms of educational level, most employees have a higher 
education background, with bachelor’s degree holders being the largest group at 26 people, followed by 
high school/vocational school graduates at 12 people, and diploma holders at 2 people. 
 
In the employee status data, the high proportion of married employees is one of the main triggers of work-
family conflict. Based on the results of the preliminary survey presented earlier, the majority of employees 
experience a conflict between work demands and family responsibilities, known as work-family conflict. 
Additionally, there are reports that heavy workloads, regular overtime, and unexpected tasks often 
interfere with family time. Moreover, domestic conflicts, such as arguments with a partner, also affect 
mood and work attitude.  
 
Previous research conducted by Minarika et al. (2020) , Lestari & Budiono (2021) , Lisna & Putera (2025) , 
Fransisca et al. (2023) , Purwanto (2020) , Morrison et al. (2020) , , Hidayah (2024) , Rasminingsih& 
Wibawa (2021) , Ariati&  Wulandari (2022) , Francisca& Rostina (2023) and Prianggi& Kusuma (2022) 
which state that work-family conflict has a negative and significant effect on employee performance. 
However, a different study conducted by Al-Alawi et al. (2021) states that work-family conflict does not 
affect employee performance.   
 
In addition, the phenomenon observed at PT. BPR Artha Bali Jaya is Self-Efficacy. According to , self-
efficacy is an individual’s belief or confidence in their ability to organize, perform a task, achieve a goal, 
produce results, and implement actions to attain specific competencies. Initial self-efficacy reflects an 
individual’s belief in their ability to perform tasks at a certain level of performance. According to states 
that self-efficacy is a person’s belief in their ability to plan, discover, and carry out a task until the goal is 
achieved. Self-confidence is useful for dealing with problems in daily life. According to , Masruroh & 
Prayekti (2021) define self-efficacy as a person’s judgment of their own ability to achieve a desired or 
predetermined level of performance, which will influence subsequent actions. 
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The pre-survey results in Table 2 indicate that the majority of employees exhibit low levels of self-efficacy 
in performing their duties. Self-efficacy refers to an individual’s belief in their ability to complete tasks and 
overcome workplace challenges. Competition among banking institutions and the demands of direct 
customer service further reinforce hesitation in acting independently. Some employees even expressed 
reluctance to develop skills in other areas.  
 
Several previous studies conducted by Ary & Sriathi (2019) , Machmud (2018) , Arifin et al. (2021) , 
Widyawati (2020) , Fauziyyah & Rohyani (2022) , Ambarwati & Fitriasari (2021) as well as Azhari et al. 
(2022) , who stated that self-efficacy has a positive and significant effect on employee performance. 
However, this differs from the results of a study conducted by Mochammad (2018) , who stated that self-
efficacy does not affect employee performance. 
 
Workload is also one of the phenomena affecting employees at PT. Artha Bali Jaya (Headquarters). 
According to Parashakti (2020) , workload refers to the volume of tasks that employees must complete 
within a limited timeframe. If employees can successfully manage and adapt to the responsibilities 
assigned by their superiors, this may not be an excessive burden; however, if they fail to meet these 
expectations, the resulting obligations and activities can become an overwhelming burden for the 
employee.  
 
The preliminary survey results presented in Table 2 above show that the majority reported experiencing a 
fairly high workload in carrying out their daily tasks. This workload manifests in various forms, such as 
demands to meet company targets within limited time frames, a heavy volume of tasks, and a routine of 
working overtime every month.  
 
Previous research conducted by Adani & Dudija (2020) , Djawoto (2018) , Rosida & Swasti (2022) , Jahari 
(2019) , Putri & Primadineska (2023) , Suputra et al. (2024) , Nabila & Syarvina (2022) , Agustin (2023) and 
Rasminingsih and Wibawa (2021) who stated that workload has a negative and significant effect on 
employee performance. However, this differs from the research conducted by Sitompul & Simamora 
(2021) who stated that workload does not affect employee performance. 
 
Based on these phenomena and previous research findings, this study aims to identify the extent to which 
work-family conflict, self-efficacy, and workload influence employee performance at PT. BPR Artha Bali 
Jaya (Head Office). Employee performance is a critical variable in achieving the bank’s profit targets and 
ensuring the company’s operational sustainability. Therefore, the researcher is interested in conducting a 
study titled “The Influence of Work-Family Conflict, Self-Efficacy, and Workload on Employee 
Performance at PT. BPR Artha Bali Jaya (Head Office).” 

 
2. LITERATURE AND HYPOTHESES 
Goal Setting Theory  
This study employs Goal Setting Theory, proposed by Locke, as the primary theory (grand theory). Goal 
Setting Theory is a form of motivation theory. It emphasizes the importance of the relationship between 
established goals and resulting performance (Pramesti, 2021:97) . According to Afandi (2018:191) , 
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management is defined as a process of cooperation among employees to achieve organizational goals in 
accordance with the implementation of the functions of planning, organizing, staffing, directing, leading, 
and controlling. Goal Setting Theory serves as a measure of an organization’s success in achieving a high 
level of performance, where the goal is what is sought to be achieved, while organizational culture, 
organizational commitment, and job satisfaction act as determining factors. The higher these 
determining factors are, the greater the likelihood of achieving the goal, namely high- .  
 
Employee Performance 
According to Hasan & Khaerana (2020) , employee performance refers to the quality and quantity of work 
produced by an employee in carrying out their duties in accordance with the responsibilities assigned to 
them. According to Hasan & Khaerana (2020) , employee performance refers to the quality and quantity 
of work produced by an employee.  Setyanti et al. (2022) state that employee performance is the 
achievement attained by an employee in carrying out the tasks and work assigned to them. According to 
Soelistyoningrum (2018:76) , the indicators used to measure the level of employee performance include 
the following: work quality, work quantity (volume of work), responsibility, cooperation, and initiative.   
 
Work-Family Conflict 
Work-family conflict is one form of interrole conflict, namely the pressure or imbalance between roles at 
work and roles within the family (Desnasari, 2020) . Ariati& define work-family conflict as a role conflict 
experienced by employees, where on one hand they must perform work duties at the office and on the 
other hand must fully attend to their family, making it difficult to distinguish between work interfering with 
family and family interfering with work. Fransisca et al. (2023) state that work-family conflict can be 
defined as a form of role conflict where the demands of work and family roles cannot be reconciled in 
certain aspects. According to Prianggi& Kusuma (2022) , there are three indicators of work-family conflict: 
time-based conflict, strain-based conflict, and behavior-based conflict.  
 
Self-Efficacy  
According to , self-efficacy is an individual’s belief or confidence in their ability to organize, perform a 
task, achieve a goal, produce results, and implement actions to attain specific competencies. According 
to ,  define self-efficacy as an individual’s judgment of their own ability to achieve a desired or specified 
level of performance, which will influence subsequent actions. Meanwhile, according to Darmawan et al. 
(2022) state that self-efficacy also plays a crucial role within a company; high self-efficacy among 
employees fosters a positive work environment and leads to optimal performance aligned with 
established targets. According to Yuniarti & Muhtamar (2022) , there are three indicators of self-efficacy: 
level (difficulty level), generality (scope of behavior), and strength. 
 
Workload 
According to Parashakti (2020) , workload refers to the number of tasks that an employee must complete 
within a limited amount of time. If an employee is able to complete and adapt to the many responsibilities 
assigned by their supervisor, this may not be considered an excessive burden; however, if the employee 
fails to meet these expectations, the resulting obligations and tasks will become an excessive burden. 
According to , Raymond et al. (2023) state  that workload is the amount of work that must be performed 
by a unit within an organization within a limited timeframe. According to , Kurnia & Sitorus (2022) state 
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that workload is the average frequency of each type of work assigned over a specific period; in other 
words, the perceived heaviness or lightness of a task is influenced by the division of labor. According to 
Kurniawan & Rizki (2022) , the indicators of workload consist of four indicators, namely:  work targets, 
work conditions, use of work time, and work standards.  

 
Hypothesis 
The effect of work-family conflict on employee performance 
Work-family conflict is one form of interrole conflict, namely the pressure or imbalance between roles at 
work and roles within the family (Desnasari, 2020) . This statement aligns with previous empirical studies 
conducted by Minarika et al. (2020) , Lestari & Budiono (2021) , Lisna & Putera (2025) , Fransisca et al. 
(2023) , Purwanto (2020) , Morrison et al. (2020) , , Hidayah (2024) , Rasminingsih& Wibawa (2021) , Ariati 
and Wulandari (2022) , Francisca& Rostina (2023) and Prianggi& Kusuma (2022) which state that work-
family conflict has a negative and significant effect on employee performance. Based on the above 
discussion, the following hypothesis can be formulated: 
H1 : Work-family conflict has a negative and significant effect on employee performance. 

The effect of self-efficacy on employee performance 
According to Agustin et al. (2021) , self-efficacy is an individual’s belief or confidence in their ability to 
organize, perform a task, achieve a goal, produce something, and implement actions to attain a specific 
skill. Initial self-efficacy reflects an individual’s belief in their ability to perform a task at a certain level of 
performance. This statement aligns with previous empirical studies conducted by Ary & Sriathi (2019) , 
Machmud (2018) , Arifin et al. (2021) , Widyawati (2020) , Fauziyyah & Rohyani (2022) , Ambarwati & 
Fitriasari (2021) as well as Azhari et al. (2022) , which states that self-efficacy has a positive and 
significant effect on employee performance. Based on the above description, the following hypotheses 
can be formulated: 
H2 : Self-efficacy has a positive and significant effect on employee performance. 
 
The effect of workload on employee performance 
According to , workload refers to the number of tasks that an employee must complete within a limited 
timeframe. If an employee can successfully manage and adapt to the many responsibilities assigned by 
their supervisor, this may not be an excessive burden; however, if the employee fails to meet these 
expectations, the resulting obligations and tasks will become an excessive burden. This statement aligns 
with previous empirical studies conducted by Adani & Dudija (2020) , Djawoto (2018) , Rosida & Swasti 
(2022) , Jahari (2019) , Putri & Primadineska (2023) , Suputra et al. (2024) , Nabila & Syarvina (2022) , 
Agustin (2023) and Rasminingsih and Wibawa (2021) who state that workload has a negative and 
significant effect on employee performance. Based on the above description, the following hypotheses 
can be formulated: 
H3 : Workload has a negative and significant effect on employee performance. 
 
3. RESEARCH METHOD 
This study was conducted at PT. BPR Artha Bali Jaya, located at Jl. Pudak No. 101, Batubulan, Sukawati 
Subdistrict, Gianyar Regency, Bali. According to Sugiyono (2020), the research objects are the variables 
studied to draw conclusions, namely work-family conflict, self-efficacy, workload, and employee 
performance. The population in this study consists of all employees at PT. BPR Artha Bali Jaya 
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(Headquarters), totaling 40 individuals. Given that the population size is less than 100, the entire 
population was used as the sample via a census or saturated sampling method. Data were collected via 
a questionnaire, and data analysis was conducted using multiple linear regression processed with SPSS 
software to test the relationships among the research variables.  
 
4. RESULTS AND DISCUSSION 
Research Instrument Validation 
a. Validity Test  

Table 3. Validity Test Results 
No Variable Indicator Pearson 

Correlation 
Description 

1 Employee Performance 
(Y) 

Y1.5 0.933 Valid 
Y1.2 0.733 Valid 
Y1.3 0.536 Valid 
Y1.4 0.807 Valid 
Y1.5 0.878 Valid 

2 Work-Family Conflict (X1 ) X1.1 0.628 Valid 
X1.2 0.685 Valid 
X1.3 0.922 Valid 

3 Self-Efficacy (X2 ) X2.1 0.782 Valid 
X2.2 0.699 Valid 
X2.3 0.934 Valid 
X2.4 0.914 Valid 

4 Workload (X3 ) X3.1 0.871 Valid 
X3.2 0.886 Valid 
X3.3 0.842 Valid 
X3.4 0.875 Valid 

                      Source: Processed Data, 2025  

 
Table 3 shows that all variables have a Pearson correlation coefficient above 0.30. Therefore, all variables 
are deemed valid. Reliability Test  
 
b. Reliability Test  

Table 4. Reliability Test Results 
No Variable Cronbach's 

Alpha 
Description 

1 Employee Performance (Y)  0.895 Reliable 
2 Work-Family Conflict (X1) 0.862 Reliable 
3 Self-Efficacy (X2 ) 0.904 Reliable 
4 Workload (X3 ) 0.915 Reliable 

Source: Processed Data, 2025  

 
Table 4 shows that all variables have Cronbach’s Alpha values above 0.60. Therefore, all variables are 
deemed reliable.  

 
Classical Assumption Test  
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a. Normality Test  
Table 5. Normality Test 

Description Value  
N 40 

 Test Statistic  0.498 
Asympt. Sig. (2-tailed) 0.965 

Source: Processed Data, 2025  

 
Based on the results of the normality test in Table 5 using the Kolmogorov-Smirnov method, it is shown 
that the results of the normality test of respondent characteristics with a data set of 40, and a significance 
value of 0.965 > 0.05, indicate that the data used in this study are normally distributed. 
 
b. Multicollinearity Test  

Table 6. Multicollinearity Test  

Model 
Collinearity Statistics 

Tolerance VIF 
1 Work-Family Conflict  0.666 1.501 

Self-Efficacy  0.645 1.551 
Workload 0.736 1.359 

Source: Processed Data, 2025 

 
Table 6 shows that none of the independent variables (Work-Family Conflict, Self-Efficacy, and Workload) 
have a VIF value less than 10 or a tolerance value greater than 0.10. Therefore, it can be concluded that 
the data used in the regression equation testing does not exhibit multicollinearity. 

 
c. Heteroscedasticity Test  

Table 7. Heteroscedasticity Test   
Independent Variable  Sig. Description 

Work-Family Conflict  0.948 No Heteroscedasticity 
Self-Efficacy  0.883 No Heteroscedasticity 
Workload 0.379 No Heteroscedasticity 
Source: Processed Data, 2025 

 
Based on Table 7, it can be seen that the significance results of the independent variables are above 0.05. 
Regarding the work-family conflict variable, it obtained a significance value of 0.948; the self-efficacy 
variable obtained a significance value of 0.883; and the workload variable obtained a significance value 
of 0.379. It can be concluded that there are no signs of heteroscedasticity.  
 
Multiple Linear Regression Analysis 

Table 8. Results of Multiple Linear Regression Analysis 
Dependent Variable Independent 

Variables 
Regression 
Coefficient 

Standard 
Error 

t-value Sig. 

 
Employee 
Performance    

(Constant) 0.039 0.413 0.094 0.925 
Work-Family Conflict  -0.245 0.108 -2.259 0.027 
Self-Efficacy  0.287 0.096 2.974 0.004 
Workload -0.472 0.089 -5.282 0.000 
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R                              0.797a 
Adjusted R-Square 0.618 
N                              40 
F. Sig                       0.000b 

Source: Processed Data, 2025  

 
Based on Table 8, it can be explained that the variables work-family conflict, self-efficacy, and workload 
influence employee performance; thus, the systematic regression equation is as follows: 
Y = 0.039 –0.245X1+ 0.287X2– 0.472X3 
 
Based on this regression equation model, the following information can be explained: 
1) The constant value of 0.039 with a positive direction indicates that employee performance will 

remain constant, assuming no changes in the variables of work-family conflict, self-efficacy, and 
workload.  

2) The coefficient value (b1) shows a negative direction of -0.245, meaning that employee performance 
will increase if work-family conflict decreases, assuming all other variables remain constant. 

3) The coefficient value (b2) shows a positive direction of 0.287, meaning that employee performance 
will increase if self-efficacy increases, assuming all other variables remain constant. 

4) The coefficient value (b3) indicates a negative direction of -0.472, meaning that employee 
performance will increase if work load decreases, assuming all other variables remain constant.  

 
Coefficient of Determination (R2 )  
Based on Table 8, it can be explained that the analysis of the coefficient of determination yielded an 
Adjusted R-Square value of 0.618, meaning that the variables work-family conflict, self-efficacy, and 
workload account for 61.8% of the variation in employee performance, while the remaining 38.2% is 
explained by other variables not examined in this study. Regarding the correlation level between the 
independent variables and the dependent variable, an R value of 0.797 or 79.7% was obtained, indicating 
that the independent variables are strongly correlated with the dependent variable. 
  
F-Test 
Based on the results of the F-test in Table 8, it can be explained that the significance value of 0.000 is 
smaller than α (0.05), which means that the model used in this study is valid (fits), and thus the research 
model used is valid and the hypothesis testing can proceed. 

 
t-Test 
Based on the results of the t-test in Table 7, the results of the t-statistic test can be explained as follows:  
1) The results of the t-test analysis for the work-family conflict variable yielded a significance value of 

0.027, which is smaller than α (0.05), with a negative regression coefficient of -0.245. This indicates 
that work-family conflict has a negative and significant effect on employee performance at PT. BPR 
Artha Bali Jaya (Head Office).  

2) The results of the t-test analysis for the self-efficacy variable yielded a significance value of 0.004, 
which is smaller than α (0.05), with a positive regression coefficient of 0.287. This indicates that self-
efficacy has a positive and significant effect on employee performance at PT. BPR Artha Bali Jaya 
(Head Office). 
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3) The results of the t-test analysis for the workload variable yielded a significance value of 0.000, which 
is smaller than α (0.05), with a negative regression coefficient of -0.472. This indicates that workload 
has a negative and significant effect on employee performance at PT. BPR Artha Bali Jaya (Head 
Office). 

 
Discussion 
The Effect of Work-Family Conflict on Employee Performance 
The results of the hypothesis testing indicate that work-family conflict has a negative and significant 
effect on employee performance at PT. BPR Artha Bali Jaya (Head Office). This implies that a reduction in 
work-family conflict, as indicated by the indicators of time-based conflict, strain-based conflict, and 
behavior-based conflict, can lead to improved employee performance at PT. BPR Artha Bali Jaya (Head 
Office). This finding aligns with previous empirical studies conducted by Minarika et al. (2020) , Lestari & 
Budiono (2021) , Lisna & Putera (2025) , Fransisca et al. (2023) , Purwanto (2020) , Morrison et al. (2020) , 
Adani & Dudija (2020) , Hidayah (2024) , Rasminingsih and Wibawa (2021) , Ariati and Wulandari (2022) , 
Francisca and Rostina (2023) and Prianggi and Kusuma (2022) which state that work-family conflict has 
a negative and significant effect on employee performance. 

 
The Effect of Self-Efficacy on Employee Performance 
The results of the hypothesis testing indicate that self-efficacy has a positive and significant effect on 
employee performance at PT. BPR Artha Bali Jaya (Head Office). This means that an increase in self-
efficacy, as indicated by the indicators of level (difficulty), generality (scope of behavior), strength, and 
relationships with coworkers, can influence an improvement in employee performance at PT. BPR Artha 
Bali Jaya (Head Office). This statement aligns with previous empirical studies conducted by Ary & Sriathi 
(2019) , Machmud (2018) , Arifin et al. (2021) , Widyawati (2020) , Fauziyyah & Rohyani (2022) , Ambarwati 
& Fitriasari (2021) as well as Azhari et al. (2022) , who state that self-efficacy has a positive and significant 
effect on employee performance. 
 
The Effect of Workload on Employee Performance 
Based on the results of the hypothesis testing, it was found that workload has a negative and significant 
effect on employee performance at PT. BPR Artha Bali Jaya (Head Office). This implies that a reduction in 
workload—as indicated by performance targets, work conditions, time management, and work 
standards—can positively influence employee performance at PT. BPR Artha Bali Jaya (Head Office). This 
finding aligns with previous empirical studies conducted by Adani & Dudija (2020) , Djawoto (2018) , 
Rosida & Swasti (2022) , Jahari (2019) , Putri & Primadineska (2023) , Suputra et al. (2024) , Nabila & 
Syarvina (2022) , Agustin (2023) and Rasminingsih and Wibawa (2021) who state that workload has a 
negative and significant effect on employee performance. 
 
5. CONCLUSIONS AND LIMITATIONS 
Based on the research findings, it can be concluded that work-family conflict has a negative and 
significant effect on employee performance at PT. BPR Artha Bali Jaya (Head Office). Additionally, self-
efficacy has a positive and significant effect on employee performance, indicating that the higher an 
employee’s self-confidence, the better their performance. On the other hand, workload has a negative 
and significant effect on employee performance, indicating that the heavier the workload employees 



EMAS 
Volume 7 Nomor 04, April (2026): 453-465 
DOI: https://doi.org/10.36733/emas.v7i4.13998 

E-ISSN 2774-3020 
 

 

463 
 

face, the lower their performance becomes. This underscores the importance of management that can 
reduce work-family conflict, enhance self-efficacy, and effectively manage workload to improve 
employee performance.  
 
This study focuses only on three independent variables: work-family conflict, self-efficacy, and work- , 
while there are many other variables that are believed to influence employee performance. The scope of 
this study is limited to PT. BPR Artha Bali Jaya (Head Office). 
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