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Abstract: This study seeks to investigate self-efficacy on job performance through the role 

of work anxiety and intrinsic motivation. The research sample consisted of 83 employees 

and ten leaders on the STIEM Bongaya campus, and data analysis used Warp PLS 7.0. This 

study does not support the hypothesis that the better the self-efficacy, the higher the job 

performance. So, as a practical implication, self-efficacy is not the main determining factor 

in determining the value of job performance in tertiary institutions. Interestingly, self-

efficacy has a positive and significant effect on work anxiety, and subsequently, job 

performance is getting better. It was found that the better the self-efficacy, the better the 

intrinsic motivation, and the better job performance. Hence, the role of work anxiety and 

intrinsic motivation as a complete mediation variable. The higher the self-efficacy, the 

higher the anxiety and the higher the job performance, but the impact is not significant or 

significant. Furthermore, the better the self-efficacy, the higher the intrinsic motivation and 

higher job performance, but the impact is not significant. 

 

Keywords: self-efficacy, anxiety, intrinsic motivation, performance. 

 

Abstrak: Penelitian ini berusaha menginvestigasi efikasi diri terhadap kinerja pekerjaan 

melalui peran kecemasan bekerja dan motivasi intrinsic. Sampel penelitian yakni karyawan 

83 orang dan pimpinan 10 orang pada kampus STIEM Bongaya dan analisis data 

menggunakan WarpPLS 7.0. Ternyata, Penelitian ini tidak mendukung hipotesis bahwa 

semakin baik efikasi diri semakin tinggi kinerja pekerjaan. Artinya, efikasi diri bukan faktor 

penentu utama dalam menetukan nilai kinerja pekerjaan pada intitusi perguruan tinggi. 

Menariknya, efikasi diri berbengaruh positif dan signifikan terhadap kecemasan bekerja dan 

selanjutnya kinerja pekerjaan semakin baik. Ditemukan bahwa semakin baik efikasi diri 

semakin baik motivasi intrinsik dan semakin baik kinerja pekerjaan. Kemudian, peran 

kecemasan bekerja dan motivasi intrinsic sebagai variabel mediasi sempurna (complete 

mediation). Sebab, semakin baik efikasi diri semakin tinggi kecemasan dan kinerja 

pekerjaan semakin tinggi namun dampaknya tidak bermakna atau signifikan. Selanjutnya, 

semakin baik efikasi diri semakin tinggi motivasi intrinsik dan kinerja pekerjaan semakin 

tinggi namun dampaknya tidak bermakna atau signifikan. 

 

Kata kunci: Efikasi diri, kecemasan, motivasi intrinsic, kinerja. 
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INTRODUCTION 
 

 Many practitioners and academics are trapped by the work performance 

measurement model, which is based solely on the work performance produced under 

standards. The measure of job performance is more than that, and it seems that there has not 

been a comparison of beneficial values for individuals and institutions for the resulting 

achievements. It is necessary to work awareness and produce results above the standard 

average, on time, and with quality in having valuable achievements. Of course, employees 

will display valuable job performance for individuals and institutions. 

Work performance will be better and more valuable if there is a good and quality 

drive of self-efficacy because self-efficacy is a portrait of the behavior of individuals who 

have strong beliefs so that employees can complete their tasks according to standards, on 

time, of quality and value (Engku et al., 2020; Kaakeh et al., 2020). Research by 

Khedhaouria et al., 2015); (Lyons and Bandura, 2019) stated that the better self-efficacy, 

the higher the job performance. Thus, employees who have good self-efficacy are 

employees who have creativity. Because the better the work created, the better the self-

efficacy and the stronger the job performance. (Li et al., 2020) show evidence that the 

relationship between self-efficacy and individual creative performance is an inverted U-

shaped. 

 Employees who have good self-efficacy and quality can reduce work anxiety. 

Research by (Hur et al., 2020) reports that good self-efficacy will certainly be more creative 

in work to better work performance. These employees often display optimism and do not 

feel bored at work, and they do not display polluted work behavior (Harju et al., 2016). Such 

behavior can only be found in employees who have good self-efficacy. Tend to show like 

looking and love work (Zalewska, 2011) and not easily stressed out at work (Jiang et al., 

2019). Therefore, self-efficacy is related to anxiety at work and has an impact on job 

performance. Because the better self-efficacy, the lower the anxiety at work and the higher 

the performance (De Clercq et al., 2018). 

Self-efficacy can generate intrinsic motivation at work. Of course, employees who 

have a sense of competence and deliver valuable performance can certainly be employees 

who have good intrinsic motivation content that was born with a strong belief that they can 

get the job done well to perform well. Research, (Heyder et al., 2020) stated that belief in 

working could strengthen social bonds. Also, (Feng et al., 2018) stated that self-efficacy has 

a significant relationship with intrinsic motivation through the offering of values in the form 

of self-presentation, social ties, and fun so that work performance is good and quality. Also, 

firm (Hayati and Caniago, 2012); (Kimura et al., 2019) stated that the better the intrinsic 

motivation, the better the job performance. 

This study aims to find answers to the relationship between self-efficacy and job 

performance on the STIEM Bongaya campus, which is mediated by the role of anxiety in 

work and intrinsic motivation. The STIEM Bongaya campus is chaired by a second-

generation foundation that has put a cool working atmosphere and motivates management, 

including employees, to produce good and quality performance so that it is interesting to 

conduct research. 

This article is organized into several sections: a theoretical study, methodology; 

research result; discussion; last conclusion. 
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THEORITICAL REVIEW 
 

Self-efficacy and job performance. Self-efficacy is a belief and self-confidence in an 

employee's ability to work with a conscious, intelligent, and valuable motive. Given the 

conservation of resources (COR) theory, employees always try to maintain their abilities 

based on the values of awareness in doing work intelligently and producing valuable work 

(Hobfoll et al., 1990). The right meaningful work awareness encourages self-efficacy. 

(Engku et al., 2020); (Kaakeh et al., 2020) reported that work awareness is a driver of self-

efficacy in doing good and valuable work. It is because someone who has high work 

awareness has high morale and is n accordance with the institution's needs (Sugahara et al., 

2010). 

The quality of self-efficacy by employees can be seen from their creative role because 

the better the work creativity, the better the self-efficacy, and the stronger the job 

performance. Research by (Li et al., 2020) shows an inverse U-shaped relationship between 

self-efficacy and individual creative performance. Even though the low self-efficacy is low, 

the creativity of the performance is getting higher. Furthermore, a certain point decreases in 

creativity along with increasing self-efficacy. There is a tendency if there is no 

organizational or leadership support; self-efficacy also decreases, resulting in a decrease in 

work creativity value. Thus, a decrease in the self-efficacy value will have an impact on the 

decrease in job performance.  It is evidenced by research by (Afzal et al., 2019) that 

perceived supervisor support affects self-efficacy and results in a decrease in work creativity 

intentions. In other words, the decline in performance is caused by a lack of professional 

employees in doing work so that they cannot encourage job performance. However, some 

think that professionalism is not a determining factor in encouraging employees' job 

performance (Bennett, 2011). Therefore, (Khedhaouria et al., 2015); (Lyons and Bandura, 

2019) stated that the better self-efficacy, the higher the job performance. So the research 

hypothesis is: 

 

H1:  Self-efficacy has a positive effect on job performance. 

 

Self-efficacy and anxiety at work. Psychologically, when employees are seized by feelings 

of tension, nervousness, restlessness, worry, and fear, they will show emotions of fear or 

anxiety. This psychological condition is known as work anxiety. Employees who have good 

self-efficacy will be able to control work anxiety. The COR theory's perspective is that 

individuals who can protect themselves from anxiety will display a strong personality, 

especially in the face of work (Hobfoll and Lilly, 1993; 2001). A way to reduce anxiety 

tension is through work assistance. (Kachaturoff et al., 2020) explained that peer mentoring 

could reduce stress and short-term anxiety levels. Besides, employees must be encouraged 

to do creativity that benefits the institution. (Hur et al., 2020) stated that good self-efficacy 

would certainly be more creative in work to have better work performance. Also, reliable 

employees are looking for job challenges to avoid work boredom, and work pollution can 

certainly decrease (Harju et al., 2016). The study of (De Clercq et al., 2018) illustrates that 

when he does work hastily, it means he is experiencing work anxiety, and his self-efficacy 

is not good. 

Furthermore, (Deer et al., 2018) stated that the higher the self-efficacy, the lower the 

anxiety level if the intention or desire to seek work is high. Furthermore, it will increase job 
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satisfaction (Zalewska, 2011). In addition to getting job satisfaction, this behavior can also 

reduce stress and anxiety in workers. Research by (Jiang et al., 2019) states that collective 

environmental factors are significantly associated with workers' stress and anxiety. 

Therefore, the research hypothesis is: 

 

H2: Self-efficacy has a negative effect on work anxiety. 

 

Anxiety in work and job performance. Job performance can be interpreted as work 

performance according to standards or above standards and is meaningful to individuals and 

institutions. Employees who have a low level of work anxiety will produce good and quality 

job performance. The lower the anxiety, the higher the job performance. Recognizing the 

work environment helps prevent work anxiety from performing well and get job satisfaction 

(Zalewska, 2011). Employees who have a quality personality will certainly reduce anxiety 

levels so that their performance is good (Kaakeh et al., 2020). Then, (De Clercq et al., 2020) 

stated that employees who are not grateful for what is given by the organization can reduce 

performance because they are always haunted by higher anxiety at work. Therefore, the 

better self-efficacy, the lower the work's anxiety and the higher the performance (De Clercq 

et al., 2018). Thus, the next pituitary: 

 

H3:  Anxiety at work has a negative effect (harm) on job performance. 

 

H4: Self-efficacy has a positive effect on job performance through work anxiety. 

 

Self-efficacy and intrinsic motivation. Employees who feel competent and perform well 

and meaningfully are employees who have good intrinsic motivation. He always makes 

changes, from not performing well to performing employees. Because when he can do a 

good job, he has a superior job, and he believes that the job is more meaningful for him than 

the institution. (Heyder et al., 2020) stated that realizing the success of their abilities will 

make them work a lot because there are social ties. Furthermore, (Feng et al., 2018) stated 

that self-efficacy was significantly related to intrinsic motivation through the offering of 

values in the form of self-presentation, social ties, and fun. Awareness produces quality self-

efficacy and strengthens intrinsic motivation. (Chaurasia et al., 2019) suggests a positive 

relationship between awareness and intrinsic motivation. The characteristics of the work 

ethic are employees who have intrinsic motivation and strive for job satisfaction. (Hayati 

and Caniago, 2012) explain that employees with a work ethic will strengthen intrigue 

motivation to get job satisfaction. Therefore, self-efficacy portraits are employees who have 

high hopes that they will contribute to the institution. Then the research hypothesis is: 

 

H5: Self-efficacy has a positive effect on intrinsic motivation. 

 

Intrinsic motivation and job performance. It is believed that intrinsic motivation is 

related to job performance. (Hayati and Caniago, 2012); (Kimura et al., 2019) stated that 

the better the intrinsic motivation, the better the job performance. Employees who are 
motivated to work are employees who believe that work is more meaningful to themselves, 

so job performance is high. (Heyder et al., 2020) stated that the higher the belief, the higher 

the intrinsic motivation and the better the performance. Of course, these employees like new 
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job challenges. (Jabagi et al., 2019) stated that employees who like challenges tend to build 

social relationships with their peers to make their performance good. Therefore, they always 

display work behavior that is not just symbolic or ceremonial. Employees display real and 

valuable work as a form of quality self-efficacy. It can be ascertained that he has a high 

intrinsic motivation to produce good and quality job performance. The research of (Çetin 

and ASkun, 2018) states that the better self-efficacy, the higher the intrinsic motivation and 

the better the performance. Therefore, the proposed hypothesis is: 

 

H6: Intrinsic motivation has a positive effect on job performance. 

 

H7: Self-efficacy has a positive effect on positive job performance mediated by intrinsic 

motivation. 

 

METHODS 
 

Data and sample. For accurate and reliable information about self-efficacy, work anxiety, 

and intrinsic motivation, this study distributed questionnaires to employees as respondents 

as many as 83 people. The job performance information was given the opportunity by 

Campus Leaders, including the Chair and Secretary of the Study Program, as many as ten 

people. Respondents were allowed to respond for two weeks. The questionnaires collected 

from employee respondents were 80 (86.02%), and the leaders were seven respondents 

(7.58%) so that the total questionnaires collected were 87 (93.60%). All question items 

contained in the questionnaire have obtained complete answers according to the required 

information. Demographics of respondents show that 55 percent of the employees are male, 

and 45 percent of the female employees are at the STIEM Bongaya Campus. The average 

age of employees is between 20 and 35 years at 55 percent and between 36 and 55 years old 

at 40 percent. This campus was founded in the 1970s, so the age of this campus is quite old, 

so that some employees whose work period is 1-2 years is 20 percent, 3-5 years is 18 percent 

and a work period of> 5 years is 62 percent. Meanwhile, the education level of employees 

is dominated by undergraduates at 97 percent. 

 

RESULT 
 

Model goodness. The model is declared good if the p-value <0.05 on each indicator, namely 

the Average path coefficient (APC), Average R-squared (ARS), and Average adjusted R-

squared (AARS) (see Table 1). The APC value of 0.461 is close to 50%, so it can be stated 

that the independent variable can respond to the dependent variable. Furthermore, the ARS 

is 0.570, which indicates that the average determinant correlation is above 50%, so that 

between variables is stated to correlate. Then, the AARS value is 0.561, which means that 

several independent variables' correlation is above 50%. Therefore, the model can be good 

because it is above 50% and has a p-value of P <0.001 (Sumail and Abdullah, 2019).  

 

 
 

 

 



          Razak: How Self-Efficacy Drives Job Performance: The Role ... 
 
 

 
Jurnal Manajemen/Volume XXV, No. 02, June 2021: 190-205 

DOI: http://dx.doi.org/10.24912/jm.v25i2.735 
195 

Table 1. Model Goodness 

 

 
Model Goodness indicator 

APC ARS AARS 

Result of the 

analysis 

0.458, (p = 0.001)** 0.570, (p = 0.001)** 0.561, (p = 0.001)** 

Conclusion Good Good Good 

    

Note: Criteria for Fit p value <0.05 or ** 

 

Measurement. Before the questionnaire is distributed to respondents, it begins with 

measuring the item is valid or reliable. The validity criterion is if the factor load is> 0.30 or 

p <0.001, and the reliability criterion is if the alpha coefficient is above 0.70 (Solimun et 

al., 2017). Each question item uses a five-point Likert scale ranging from 1 (strongly 

disagree) to 5 (strongly agree). 

 

Self-efficacy at work. Self-efficacy is a belief or confidence by employees regarding their 

ability to carry out a task, which is implemented in smart and valuable actions. The self-

efficacy measurement used six items (see Table 2). The six self-efficacy measurement items 

fulfilled the validity criteria because the factor load was> 0.30 or p <0.001. Furthermore, 

the test results for the alpha coefficient are above the value of 0.773, so that all items are 

declared reliable. A high item-value reflecting increased self-efficacy at work was "when I 

have a problem at work, I can usually find some solutions" of 0.768. 

 

Table 2. Constructs and Measurement Items Self-Efficacy 

 

Items 
Factor 

loading 

p-Value 

When I have problems at work, I can usually find some meaningful 

solutions. 

0.768 <0.001 

I feel confident at work because I have working creativity. 0.686 <0.001 

I feel empowered to organize and carry out a smart and valuable action that 

my workplace needs. 

0.559 <0.001 

I feel confident that I can contribute to the institutional development 

strategy because I have sufficient experience. 

0.705 <0.001 

I do my job ethically so that I enjoy the results of my job performance. 0.718 <0.001 

I have high awareness and morale when my institute expects job 

performance to be of value. 

0.668 <0.001 

 

Work anxiety. Anxiety is a psychological condition reflected in the emotions of employees 

who tend to be haunted by feelings of tension, nervousness, restlessness, worry, fear, so that 

it has an impact on decreased self-confidence in doing a job. 
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Table 3. Constructs and Measurement Items of Anxiety in Work 

 

Items 
Factor 

loading 

p-Value 

I feel uneasy because of the work I do not completed according to schedule. 0.524 <0.001 

Sometimes I feel restless when I think about work. 0.550 <0.001 

I feel guilty when I take time off from my job. 0.588 <0.001 

I love work so I can reduce anxiety at work. 0.815 <0.001 

Before I do a job, I recognize the field of work so I can be confident at work. 0.808 <0.001 

I try to be grateful for what the organization provides so that I am not 

haunted by anxiety. 

0.394 <0.001 

 

In obtaining accurate information, work anxiety is measured by six items (see Table 3) with 

a Likert scale pattern. The six items measuring anxiety in work fulfilled the validity criteria 

because the factor load was> 0.30 or p <0.001. Furthermore, the alpha coefficient test results 

are above the value of 0.797 so that all indicators are declared reliable. Questions such as “I 

like to find work so I can reduce workplace anxiety” of 0.815 are high item scores reflecting 

job anxiety. 

 

Intrinsic motivation. Intrinsic motivation is the feeling of employees who have been 

challenged or competent in doing meaningful or meaningful work, measuring the level of 

intrinsic motivation by employees through six-question items based on a Likert scale. The 

results of the validity measurement were due to the factor load> 0.30 or p <0.001. Moreover, 

the alpha coefficient's test results are above the value of 0.774 so that all items of the intrinsic 

motivation variable are declared reliable. The item of the question "I am motivated to work 

because I believe the job is more meaningful to myself" is the item that has the highest 

weight in reflecting the intrinsic motivation of employees of 0.808 (see Table 4). 

 

Table 4. Constructs and Measurement Items of Intrinsic Motivation 

 

Items 
Factor 

loading 

p-Value 

I enjoy working according to my competence. 0.336 <0.001 

I do this work because I hope that I can provide benefits for tomorrow. 0.584 <0.001 

I feel there are challenges at work and I try to produce valuable work. 0.653 <0.001 

I am motivated to work because I believe that work is more meaningful to 

me. 

0.797 <0.001 

I work based on awareness so that I produce meaningful work, not symbolic 

or ceremonial. 

0.646 <0.001 

I work to provide the best so that I will have the satisfaction of working. 0.621 <0.001 

 

Job performance. Job performance, such as employees' work performance under the 

standards or above the organization's standards. Measurement of job performance by 

employees is done by providing six-question items and using a Likert scale. 
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Table 5. Constructs and Measurement Items of Job Performance 

 

Items 
Factor 

loading 

p-Value 

Employees feel they have a high personal responsibility so that they produce 

quality and valuable performance. 

0.715 <0.001 

Employees make use of existing resources so that they produce performance 

according to standards. 

0.550 <0.001 

Employees take advantage of concrete feedback in all work activities so that 

they produce effective and sustainable performance. 

0.707 <0.001 

Employees are always looking for opportunities to put work plans into 

action on time. 

0.613 <0.001 

Employees feel they have a high commitment and responsibility for the 

tasks assigned to them. 

0.554 <0.001 

Employees have the courage to take and bear the risks associated with 

institutional development. 

0.417 <0.001 

 

Of the six items, it can be stated that they meet the validity criteria because the factor load 

is> 0.30 or p <0.001, and it can also be stated that they meet the reliability criteria because 

the alpha coefficient is above the value of 0.853. The item of the question "Employees feel 

they have a high personal responsibility so that I produce quality and valuable performance" 

is the item that has the highest weight in characterizing job performance by employees of 

0.715 (see Table 5). 

 

Table 6. Result of path coefficients 

 
Independent variable Dependent variable Coefficient SE p-value 

Self-efficacy (X) Job performance (Y3)      0.039 0.11 0.362 

Self-Efficacy (X) 

 

Anxiety that relaxes 

work (Y1) 

0.809*** 0.09 0.001 

Self-Efficacy (X) 
Intrinsic motivation 

(Y2) 
0.720*** 0.09 0.001 

Anxiety that relaxes work 

(Y1) 
Job performance (Y3) 0.309*** 0.10 0.001 

Intrinsic Motivation (Y2) Job performance (Y3) 0.415*** 0.10 0.001 

Independent 

variable 

Mediating 

variables 

Dependent 

variable 
Coefficient SE p-value 

Self-Efficacy 

(X) 

 Anxiety that 

relaxes work 

(Y1) 

Job 

performance 

(Y3) 

0.548*** 0.09 0.001 

Self-Efficacy 

(X) 

Intrinsic 

motivation (Y2) 

Job 

performance 

(Y3) 

0.093*** 0.09 0.001 

 

Information: *** = highly significant at α = 0.01 ** = significant at α = 0.05; * = weakly significant 

at α = 0.10. 
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Figure 1. Model Research Results 

 

DISCUSSION 
 

 This study found that self-efficacy was positively related but not significant to job 

performance, or this study did not support the hypothesis that the better self-efficacy, the 

better job performance. The ability and confidence to do work do not give meaning or do 

not mean anything to job performance. It is due to employees' tendency to lose the meaning 

of their abilities when doing work, or it may be that employees' actions tend to be less 

intelligent so that the value of job performance can dim. In other words, employees who are 

less professional in doing work are not meaningful in encouraging job performance. 

Research by (Bennett, 2011) reports that professionalism is not a determining factor in 

employees' encouraging job performance. 

It is not an exaggeration to state that the indication of awareness and morale is still 

low, so that it has an impact on decreasing the meaning of the relationship between self-

efficacy and job performance. Work awareness can be interpreted as a psychological portrait 

of the ability to understand or recognize one's feelings to make smart and meaningful 

actions. Therefore, the meaning of consciousness is lost or dim, resulting in a decrease in 

the meaning of self-efficacy. (Engku Kamarudin et al., 2020); (Kaakeh et al., 2020) reported 

that work awareness is a driver of self-efficacy in doing good and valuable work. Someone 

who has a high work awareness has high morale as well. His enthusiasm is for employees 

to do work n accordance with the institution's needs (Sugahara et al., 2010). 

Other indications were also found, namely that the employee's work creativity 

seemed to decrease. Decreasing work creativity will result in a loss of meaning in the role 

of self-efficacy on job performance. The better the work created, the better the self-efficacy, 

and the stronger the job performance.  Is proven empirically by (Li et al., 2020) an inverse 

U-shaped relationship between self-efficacy and individual creative performance. That is, 

the lower the self-efficacy, the higher the creativity performance. Furthermore, at a certain 

point, creativity decreases along with increasing self-efficacy. When there is no 

organizational support or leadership, self-efficacy also decreases, resulting in a decrease in 

the value of work creativity intentions. When the self-efficacy value decreases, it will 
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certainly impact decreasing the meaning of job performance. Research by (Afzal et al., 

2019) provides evidence that perceived supervisor support affects self-efficacy and 

decreases work creativity intentions. 

A practical implication related to self-efficacy with job performance is encouraging 

employees to do smart work to drive the value of job performance. Then, instill the values 

of awareness and morale to strengthen self-efficacy and encourage job performance. It is 

not enough to do work that is motivated by smart work and work awareness, but employees' 

creativity is of particular concern to institutions if self-efficacy and work performance are 

more valuable and sustainable. 

In avoiding a decrease in the meaning of self-efficacy and job performance, 

management needs to maintain a position on employee motivation to work, such as 

involvement in institutional development strategies. Because employees who feel confident 

in their high involvement in work (Luthans and Peterson, 2002). Their involvement as a 

portrait that they have the competence and experience they have can strengthen employee 

self-efficacy. 

Furthermore, the position that must be maintained is doing work ethically, so that 

job performance has meaning. Working with ethical values is a strong portrait of an 

employee's self-efficacy. Research by (Sukserm and Takahashi, 2012) states that employee 

self-efficacy increases and is meaningful if they have self-confidence and do work ethically. 

That is, the stronger the ethics, the more confident employees are, and the better self-

efficacy. Finally, the position that needs to be maintained is employees' ability to find 

solutions when facing work problems. This behavior reflects the skills to find solutions to 

produce good and valuable job performance. Research by (Gashi Tresi and Mihelič, 2018) 

reports that employees who have job crafting will strengthen self-efficacy and encourage 

performance. 

This study does not support the hypothesis proposed by (Khedhaouria et al., 2015); 

(Lyons and Bandura, 2019) that the better self-efficacy, the higher the job performance. 

Therefore, as a practical implication, self-efficacy is not the main determining factor in 

determining the value of job performance in tertiary institutions. It may be that self-efficacy 

will be meaningful to employees' work performance on other objects or outside the STIEM 

Bongaya Campus object. 

This study does not support the hypothesis that the better the self-efficacy, the lower 

the work's anxiety. Empirical evidence shows that the better the self-efficacy, the higher the 

anxiety at work. The self-efficacy displayed by STIEM Bongaya employees has not been 

able to reduce anxiety at work. Even though self-efficacy seems high, on the other hand, 

some employees have not felt the benefit of the mentoring role of coworkers, which still 

seems low. It is addressed to employees whose work period is 1-2 years as much as 20 

percent tend to be inexperienced in work so that their anxiety tin work is high. (Kachaturoff 

et al., 2020) stated that peer mentoring reduces stress and short-term anxiety level situations, 

especially for inexperienced employees. 

Another factor as a cause of anxiety at work is high because employee involvement 

in creativity is still low. Work creativity is the ability of employees to create work results 

that others have not found. Employees who have good self-efficacy will certainly be more 
creative at work to better their work performance (Hur et al., 2020). It seems that employees 

do not have a sense of work challenges, and the work they do is still seemingly routine as a 

result of boredom at work, so that anxiety at work is high. (Harju et al., 2016) reported that 
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employees who like to seek job challenges would avoid work boredom, and work pollution 

can decrease. 

STIEM Bongaya employees who tend to do work in a hurry can potentially cause 

anxiety at work. Employees who do work in a hurry will certainly reduce enjoyment at work 

so that the potential for work anxiety will arise. Conversely, employees who enjoy their 

work are less likely to display a hasty attitude and produce higher performance (De Clercq 

et al., 2018). Supposedly, employees have a high sense of guilt when they take time off 

work, so work anxiety tends to be below. Nevertheless, what was found in STIEM Bongaya 

employees was a common sense of guilt when he took time off so that work anxiety was 

high. 

To maintain employees is their job-seeking behavior, that the job is important to 

them apart from the institution so that the potential for anxiety in the workplace can be 

reduced. This behavior arises because of good self-efficacy. Research (Deer et al., 2018) 

stated that the higher the self-efficacy, the lower the level of anxiety if the intention or desire 

to seek work is high and the institution always provides career opportunities for employees. 

Reality shows that before he does work, he tries to identify work and the environment to get 

satisfaction at work because the higher the job satisfaction, the lower the anxiety (Zalewska, 

2011). In addition to getting job satisfaction, this behavior can also reduce stress and anxiety 

in workers. Research by (Jiang et al., 2019) states that collective environmental factors are 

significantly associated with workers' stress and anxiety. 

Anxiety in work has implications for job performance by employees. Nevertheless, 

this study does not support the hypothesis that the lower the work's anxiety, the higher the 

job performance. Empirical evidence shows that the higher the anxiety at work, the higher 

the job performance. Although anxiety in work is high, employees have awareness and love 

for work because work is important to them apart from the institution. What is unforgettable 

is that before commencing workers, they begin by recognizing the work environment to get 

job satisfaction (Zalewska, 2011) and have an impact on improving job performance. 

Employees who have high awareness are employees who love to work. Automatic self-

efficacy is strong, and subsequently, the job performance is getting better. Because he loves 

his job, he feels to have a high personal responsibility to produce quality and valuable 

performance. (Kaakeh et al., 2020) reported that awareness positively affects self-efficacy 

and subsequently affects the individual's performance and image getting better. 

Furthermore, employees who have the awareness and love of work will not show an 

attitude of betrayal and avoid the meanings of organizational goals. (De Clercq et al., 2020) 

stated that betrayal and not being grateful for what is given by the organization can reduce 

performance because it is always haunted by higher anxiety in daily work. Thus, anxiety is 

not a barrier factor in doing work with the assumption of good self-efficacy. Ideally, self-

efficacy increases, the level of anxiety at work is low, so performance increases (De Clercq 

et al., 2018). 

This study's results are in line with (De Clercq et al., 2018) that increasing employee 

self-efficacy can improve job performance if they experience less anxiety while doing daily 

work tasks. Therefore the mediating role of work-related anxiety is very prominent because 

employees believe that they are working with awareness followed by a sense so that their 
behavior is civilized. Thus, as a practical implication, the management of the STIEM 

Bongaya Campus must strengthen self-efficacy, reduce the potential for work anxiety, and 

encourage job performance. (Taylor, 2020) offers three types of interventions to deal with 
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various types of work-related anxiety: (1) conducting programs that motivate people to 

overcome anxiety and take action to reduce the effects of work climate change, (2) conduct 

anxiety therapy to avoid work stress, and (3) undertake resilience-building programs at the 

individual and community level to help people better cope with the challenges of the future. 

Self-efficacy has a role in intrinsic motivation. Empirical evidence supports the 

hypothesis that the better the self-efficacy, the higher the self-motivation. Employee 

behavior characterized by a sense of competence and a sense of urgency in doing work is 

an employee who has good and valuable intrinsic motivation. At least, employees can make 

changes, from not performing well to performing employees.  Employees who are motivated 

to work are employees who believe that work is more meaningful to them. (Heyder et al., 

2020) stated that the belief in realizing one's abilities and obstacles is important in creating 

an atmosphere of work involvement. Employees who always feel that there are challenges 

at work can be sure to get social bonds and enjoyment of work. He always presents the best 

as a form of self-efficacy. In line with (Feng et al., 2018), self-efficacy is significantly 

related to intrinsic motivation through the offering of values in the form of self-presentation, 

social ties, and fun. 

High self-efficacy is believed to be due to the inherent value of working awareness 

so that a sense of competitiveness tends to be high. It works based on consciousness so that 

it produces meaningless work, not symbolic or ceremonial. Research by (Chaurasia et al., 

2019) suggests a positive relationship between awareness and intrinsic motivation. It means 

that work awareness creates a sense of competence in producing works of value, not only 

symbolic or ceremonial works. Of course, the employee will present the best so that he will 

get job satisfaction. Only those with a work ethic will have high intrinsic motivation who 

will get job satisfaction. (Hayati and Caniago, 2012) explain that employees with a work 

ethic will strengthen intrigue motivation to get job satisfaction. 

What needs to be instilled in employees is to instill hope that the job can benefit the 

next day. Unfulfilled expectations increase work-related boredom, which and affects 

intrinsic motivation (Gkorezis and Kastritsi, 2010). Therefore, doing work according to 

competence will be more enjoyable and get job satisfaction. 

Work motivation can drive job performance. Job performance is the work 

performance produced by employees who have value. This study supports the hypothesis 

that the higher the intrinsic motivation, the higher the job performance. In line with the 

research of (Biology and Caniago, 2012), (Kimura et al., 2019) stated that intrinsic 

motivation is increasingly having a positive and significant effect on job performance. Is 

because an employee who is motivated to work is that he believes that work is more 

meaningful to himself, so that job performance is high. This argument can be strengthened 

by (Heyder et al., 2020) that the higher the belief, the higher the intrinsic motivation, and 

the better the performance. 

The motive of employees who like challenges will get social space so that they are 

happy at work. (Jabagi et al., 2019) provide evidence that being happy with challenges will 

strengthen social relationships with colleagues so that performance is good. Therefore, they 

will display work behavior that is not just symbolic or ceremonial. Only employees who 

have intrinsic motivation can present the best with the hope of good job performance often 
held into a high sense of personal responsibility so that they produce quality and valuable 

performance. However, employees often take advantage of concrete feedback in all work 

activities, looking for opportunities to realize work plans on time. 
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The performance will be more meaningful if we dare to take and bear the risks 

associated with institutional development to produce effective and sustainable performance. 

So this research supports the hypothesis that the better the self-efficacy, the higher the 

intrinsic motivation and the better job performance. It is in line with (Çetin and ASkun's, 

2018), showing that job self-efficacy and intrinsic motivation significantly affect 

performance, and intrinsic motivation serves as a partial mediator in this relationship. 

However, this study resulted in the role of intrinsic motivation as a complete mediation 

variable. 

As a practical implication, what must be played by employees is to make changes or 

turn the direction from underperforming to underperforming. Therefore, awareness of work 

will strengthen intrinsic motivation in offering the best, so that job performance is good. 

 

CONCLUSION 
 

 This study does not support the hypothesis that the better the self-efficacy, the higher 

the job performance. Thus, as a practical implication, self-efficacy is not the main 

determining factor in determining the value of job performance in tertiary institutions. 

Furthermore, it also does not support the hypothesis that the better the self-efficacy, the 

lower the work's anxiety. Empirical evidence shows that the better the self-efficacy, the 

higher the anxiety at work. The self-efficacy displayed by some STIEM Bongaya employees 

has not been able to reduce anxiety at work, especially for employees whose work periods 

are relatively young or inexperienced. Some employees have not felt the benefit of their 

coworkers' mentoring role, which seems low, so anxiety at work is high. 

Furthermore, the factor of employee involvement in creativity is still low and still 

seems routine. As a result, boredom at work occurs, so that anxiety at work is high. 

Interestingly, job anxiety is high, but job performance is high too. It was found that some 

employees have work awareness and love to work so that their performance increases. It is 

mostly found in employees who have high involvement and experience. 

As a practical implication, the management of the STIEM Bongaya Campus must strengthen 

self-efficacy, reduce the potential for work anxiety, and encourage job performance. The 

next practical implication is that employees have to make changes or turn around from not 

performing to underperforming. Therefore, awareness of work will strengthen intrinsic 

motivation in offering the best, so that job performance is good. 

This study supports the hypothesis that the better the self-efficacy, the higher the 

intrinsic motivation and the better job performance. Therefore, the role of work anxiety and 

intrinsic motivation can be expressed as a complete mediation variable. 

Because there is only one research object, it seems that information is limited, so that future 

research needs to expand the object of research, for example, several campuses in the 

Makassar area. 
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