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Abstract. The purpose of this study is to explain and explore the relationship between 

self-efficacy and business performance in cooperatives in Bali. The development of 

cooperatives in the province of Bali is very rapid so that the number of active 

cooperatives is 4193 spread over 9 districts / cities. The research sample was 54 

cooperatives from nine cities and districts. Each cooperative represented as many as 3 

employees to be respondents. So the total sample size is 162 people. Data collection 

using questionnaires has been distributed to 162 respondents. The data is processed using 

a quantitative approach assisted by SPSS 25 software. The results of the research show 

that self-efficacy has a significant effect on employee performance in Bali. 
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1 Introduction 

Cooperatives are the pillars of the economy in Indonesia and as a forum for the welfare of its 

members in realizing a people's economy. The development of cooperatives in Bali is very 

fast, which is fostered by local Balinese wisdom that has developed for a long time. The 

development of cooperatives in Bali is proven according to data from BPS 2020 that the 

number of cooperatives is 4193 cooperatives spread across 9 (nine) districts and cities of Bali 

Province. Of that number, all of them are active and have met the requirements of 

cooperatives in Indonesia. The purpose of this study is to find out and explain how far the 

performance of its business so far has been, whether it has really prospered its members or 

not. 

Good performance certainly requires quality and quantity as well as the best use of 

time. Vickery [1] revealed that performance should not be judged by indicators that overlap 

with the company's performance, but it is best measured from a financial and commercial 

perspective, because cooperatives need profits for the welfare of their members. Performance 

is also influenced by self-efficacy, which according to[2], the higher one's self-efficacy, the 

higher one's self-efficacy, the greater one's confidence in his ability to succeed in doing his job 
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and self-efficacy values are needed in making changes because Self-efficacy is a perspective 

and belief. 

Factors that affect performance are self-efficacy [3]. The relationship between self-

efficacy and generally positive performance is often expressed by [4], [5].  

Empirically studies on self-efficacy associated with employee performance have been widely 

carried out including by [7]; [8]; [9]; [10] [11] However, the results of his research are quite 

diverse. There are those who say that self-efficacy has a negative effect on performance, there 

are also those who say that it has an effect. 

 

2    Literature Review and Hypotheses 
 

2.1 Self-efficacy 

     

Self-efficacy is a person's ability to do work with enthusiasm and skills so that the work can be 

completed properly [12]. Self-efficacy is self-confidence to do work even though the work 

feels difficult to do, so that with self-confidence it is finally completed well [13]. The higher a 

person's self-efficacy, the more confident he is in his ability to carry out tasks well [14]. 

Conversely, if self-efficacy is low, it tends to be easy to give up and there is no confidence to 

complete the work.[15] Referring to the opinions that have been stated, self-efficacy is the 

self-confidence of an employee that he does not give up even though his work conditions are 

very difficult so that in the end he will be able to complete the job well. 

 

2.2 Employee performance. 

 

Performance is an activity carried out by a worker every working day, where the 

implementation is adjusted to the main tasks and functions and in accordance with standard 

procedures that have been determined by the organization. Good performance depends on the 

intentions, and abilities of the employees themselves. If the work is done with the intention to 

work, then good results will be achieved. Conversely, if someone does not have the 

confidence to be able to complete the work, then the result will not be successful. Good 

performance must also be followed by skills so that it will make it easier to complete the work 

 

2.3 Hypothesis 

 

Self-efficacy is closely related to employee performance because self-efficacy is the belief of a 

worker to carry out his performance so that the work can be completed properly. Bandura [12] 

stated that self-efficacy can improve performance well. Previous researchers have also 

revealed that self efficacy is indeed important in improving employee performance such as 

[17]; [18]; [19]; [20] [21]. Thus, the hypothesis is built as follows: 

Hypothesis: Self-efficacy has a significant effect on employee performance. 

 

3 Methods 

 

This study uses a quantitative approach. Quantitative means to calculate the data that has been 

collected to find the effect between the variables used. This research focuses on the 

performance of cooperatives in Bali Province. Bali is one of the provinces in Indonesia which 

has 9 districts and cities. There developed cooperatives, amounting to 4193 cooperatives 



 

 

 

 

spread across districts and cities. So the population of cooperatives in Bali is 4,193 

cooperatives. From the 4,193 cooperatives, 54 cooperatives were taken as samples spread over 

9 cities and regencies. Of the 54 cooperatives represented by 3 employees so that from 9 cities 

/ districts the number of samples was 162 respondents. The sampling technique used was 

multistage random sampling. Data was collected by distributing questionnaires to 162 

employees of the Cooperative, but in practice it turned out that the questionnaires returned 120 

people while 42 more people were not willing to participate in this study. After the data is 

collected then it is processed using simple linear analysis with the help of SPSS 25. 

 

 

4 Result and Discussion 

 

Table 1 shows that all indicators combined in the two variables have significant values, 

meaning they meet validity and reliability. Furthermore, the respondents' responses are 

explained in Table 2 below: 

 
Table 1. Respondents' responses 

 Respondent's Answer Score Means 

STS TS N ST SS 

f % f % f % f % f % 

Self  Efficacy.  

● Past Experience 6 6 0 0 2 2 42 42 50 50 4.30 

● Vicarious Experience 5 5 2 2 11 11 50 50 32 32 4.02 

● Verbal Persuasion 5 5 2 2 8 8 40 40 45 45 4.18 

● Emotional Cues 5 5 1 1 6 6 41 41 47 47 4.24 

Job Performance  

● Organization and Clarity 5 5 0 0 0 0 60 60 35 35 4.20 

● Analytic Way of Teaching 5 5 0 0 0 0 54 54 41 41 4.26 

● Synthetic Way of Teaching 5 5 0 0 3 3 52 52 40 40 4.22 

● Dynamism and Enthusiasm 5 5 0 0 8 8 42 42 45 45 4.23 

Source: 2021 research results 

 

Table 2 above shows that all indicators combined from the self-efficacy and employee 

performance variables have values above four. This means that in general the respondents' 

responses to the indicators are categorized as good, but unfortunately there are still 5 percent 

of respondents who express their disagreement with the 8 indicators. 

. 
 Table 2. Relationship between indicators and variables 

Variable Indicator Correlation sign 

Self Efficacy  
 

● Past Experience 0.898 0.000 

● Vicarious Experience 0.846 0.000 

● Verbal Persuasion 0.930 0.000 

● Emotional Cues 0.926 0.000 

 
Job 
Performance 

● Organization and Clarity 0.880 0.000 

● Analytic Way of Teaching 0.967 0.000 

● Synthetic Way of Teaching 0.974 0.000 



 

 

 

 

 ● Dynamism and Enthusiasm 0.942 0.000 

Source: Research Results 2021 

 

Table 3 above shows that the relationship between indicators on the variable Self-

efficacy and employee performance has a value above 8 and 9, meaning that each indicator 

has represented its respective variables well. 

 

4.1 Hypothesis Testing 

 

Testing this hypothesis is limited to two independent and dependent variables, namely self-

efficacy and employee performance, where the correlation is presented in Table 3: 

 

Table 3. Correlations 

Relationship between variables Correlation Sig Information 

 Self Efficacy🡪 Employee 
Performance 

0.821 0.000 Significant 

Source: 2021 research results 

 

Table 3 above shows that the correlation between the self-efficacy variable and employee 

performance is 0.821 or 82 percent. Thus, the hypothesis that self-efficacy has a significant 

effect on employee performance can be accepted. Self-efficacy can improve employee 

performance. Furthermore, the research model is presented in the Figure below: 

 

 

 

 

 

 

 

Figure 1 Research model 

 

4.2 Self-efficacy and employee performance. 

 

According to [22] defines the self-efficacy of a person who has the ability to work in the 

environment at hand. According to [23] stated that self-efficacy and work have become an 

integral part of us so that if we lose a job, it can reduce an individual's sense of confidence. 

Lunenburg [24] self-efficacy is influenced by a number of factors, among others, consisting 

of: The amount of individuals trust themselves in achieving the level of difficulty in their 

duties, the magnitude of their strengths and weaknesses regarding their belief in their abilities, 

the extent of their expectations in all general situations they face.  

According to [25] employee performance is carrying out tasks with quality results and 

full of responsibility. According to [26] explain that performance is an individual's work 

performance which refers to the quality and quantity achieved by a person in carrying out the 

tasks assigned to him. Simorangkir [27] employee performance is influenced by a number of 

factors, including: Internal factors and external factors. According to [28], several indicators 

are used to measure employee performance, namely: Quality, Quantity, Punctuality. 

The hypothesis proposed in this study is that self-efficacy has a significant effect on 

employee performance. The results showed that it was proven that efficacy had a significant 

0.821 



 

 

 

 

effect on employee performance. Self-efficacy has been able to improve employee 

performance. Indeed, cooperatives in Bali must be accompanied by the ability to do business 

to develop products for the welfare of its members. The cooperative principle is the ability to 

manage inputs, processes and outputs through good cooperation with internal and external 

partners. 

In this study, the focus on the variable self-efficacy is associated with employee 

performance, which in theory is closely related to the relationship between self-efficacy and 

employee performance. While the results of this study indicate that self-efficacy has a 

significant effect on employee performance as well as other studies such as: AbdulKader 

Kaakeh [2020] suggests that self-efficacy has a significant effect on employee performance. 

Therefore, for further researchers, there are still many factors that affect employee 

performance such as personality variables, soft skills. To fill the research gap related to the 

relationship between self-efficacy and employee performance, intervening or moderating 

variables are needed so that self-efficacy can improve employee performance indirectly. 

The contribution in this study is to provide input to practitioners on how to improve 

employee performance in terms of the aspect of confidence that comes from an employee even 

though the employee does not yet have many competent skills but has work spirit and self-

confidence that he is confident that he will be able to complete his work. well. Self-confidence 

for every employee is very important and needed by the organization because it can affect 

organizational performance. Theoretically, this research focuses on the science of human 

resource management, but is colored by psychology, namely self-efficacy. 

 

5 Conclusion 

 

This study is to explain and explore the relationship between self-efficacy and business 

performance in cooperatives in Bali. The development of cooperatives in the province of Bali 

is very rapid so that the number of active cooperatives is 4193 spread over 9 districts / cities. 

The research sample was 54 cooperatives from nine cities and districts. Each cooperative 

represented as many as 3 employees to be respondents. So the total sample size is 162 people. 

Data collection using questionnaires has been distributed to 162 respondents. The data is 

processed using a quantitative approach assisted by SPSS 25 software. The results of the 

research show that self-efficacy has a significant effect on employee performance in Bali. 

 

Acknowledgements 

 

Thank you for Prof. Juhary Ali (Deputy Vice-Chancellor of Asia e University) and Prof. Dr. 

Tulus Suryanto (Dean of Faculty Islamic Economics and Business, UIN Raden Intan 

Lampung, Indonesia) as the supervisor,  Postgraduate Ph.D. Business Administration, Asia e 

University, Malaysia.  

References 

[1]  Shawnee K Vickery; Jayanth Jayaram; Cornelia Droge; Roger Calantone (2003). The effects of 

an integrative supply chain strategy on customer service and financial performance: an analysis 

of direct versus indirect relationships. , 21(5), 523–539. doi:10.1016/j.jom.2003.02.002 

[2]   Robbins, S. 2008. Perilaku Organisasi, Jilid I dan II, alih Bahasa : Hadyana Pujaatmaja. 

Jakarta: Prenhallindo. 



 

 

 

 

[3]  Stajkovic, A. D., & Luthans, F. (1998). Self-efficacy and work-related performance: A meta-

analysis. Psychological Bulletin, 124(2), 240–261. https://doi.org/10.1037/0033-

2909.124.2.240 

[4]    Bandura, A,1982. Self-efficacy mechanism in human agency. American Psychologist,37 

[5]   Wood, R., & Bandura, A. (1989). Social cognitive theory of organizational management. 

Academy of Management Review, 14, 361-384. 

[6]   Vancouver, J., & Purl, J. (2016). A Computational Model of Self-Efficacy’s Various Effects on 

Performance: Moving the Debate Forward. Journal of Applied Psychology, 102(4), 599-616. 

[7]   Park, Ji-kyung; John, Deborah Roedder (2014). I Think I Can, I Think I Can: Brand Use, Self-

Efficacy, and Performance. Journal of Marketing Research, 51(2), 233–247. 

doi:10.1509/jmr.11.0532 

[8]   Robert A. Peterson. (2020) Self-efficacy and personal selling: review and examination with an 

emphasis on sales performance. Journal of Personal Selling & Sales Management 40:1, pages 

57-71. 

[9]   Leah R. Halper, Jeffrey B. Vancouver, Kyle A. Bayes. (2018) Self-efficacy does not appear to 

mediate training's effect on  performance based on the moderation-of-process design . Human 

Performance 31:4, pages 216-237. 

[10]   Jeffrey B. Vancouver, Nicole L. Gullekson, Brendan J. Morse, Michael A. Warren. (2014) 

Finding a Between-Person Negative Effect of Self-Efficacy on Performance: Not Just a 

Within-Person Effect Anymore. Human Performance 27:3, pages 243-261. 

[11]  AbdulKader Kaakeh, M. Kabir Hassan, Stefan Van-Hemmen, Ishrat Hossain. (2020) 

Understanding self-efficacy and performance of salespersons in Islamic banking. Journal of 

Islamic Accounting and Business Research 11:5, pages 973-988. 

[12]  Bandura Bandura, A. (2012). On the functional properties of perceived self-efficacy revisited. 

Journal of Management, 38(1), 9-44 

[13]  Bandura. A. (2001). Social Cognitive Theory of Mass Communication. Theoretical Integration 

And Research Syntesis Essay 3, 265-299.  

[14], D. H., & Pajares, F. (2002). The development of academic self-efficacy. In A. Wigfield & J. S. 

Eccles (Eds.), Development of achievement motivation (pp. 15–31). Academic Press. 

https://doi.org/10.1016/B978-012750053-9/50003-6 

[15]  Ede, A., Hwang, S., & Feltz, D.L. (2011). Current directions in self-efficacy research in sport. 

Revista Iberoamericana de Psicología del Ejercicio y el Deporte, 6, 181-201. 

[16]  Hendrawan Supratikno, dkk.,Manajemen Kinerja Untuk Menciptakan Keunggulan Bersain, 

Edisi I (Cet. I; Yogyakarta: Graha Ilmu, 2006), h. 12 

[17]  Park, Ji-kyung; John, Deborah Roedder (2014). I Think I Can, I Think I Can: Brand Use, Self-

Efficacy, and Performance. Journal of Marketing Research, 51(2), 233–247. 

doi:10.1509/jmr.11.0532 

[18]  Robert A. Peterson. (2020) Self-efficacy and personal selling: review and examination with an 

emphasis on sales performance. Journal of Personal Selling & Sales Management 40:1, pages 

57-71 

[19]) Leah R. Halper, Jeffrey B. Vancouver, Kyle A. Bayes. (2018) Self-efficacy does not appear to 

mediate training's effect on  performance based on the moderation-of-process design . Human 

Performance 31:4, pages 216-237. 

[20]  Jeffrey B. Vancouver, Nicole L. Gullekson, Brendan J. Morse, Michael A. Warren. (2014) 

Finding a Between-Person Negative Effect of Self-Efficacy on Performance: Not Just a 

Within-Person Effect Anymore. Human Performance 27:3, pages 243-261. 

[21] AbdulKader Kaakeh, M. Kabir Hassan, Stefan Van-Hemmen, Ishrat Hossain. (2020) 

Understanding self-efficacy and performance of salespersons in Islamic banking. Journal of 

Islamic Accounting and Business Research 11:5, pages 973-988. 

[22]  Ngr, A. A. A., Saraswathi, D., Dewi, I. G. A. M., & Piartini, P. S. (2017). Pengaruh Efikasi 

Diri Terhadap Kinerja Karyawab dengan Dukungan Organisasional sebagai Pemoderasi, 6, 

2257–2286 



 

 

 

 

[23]   Silvia, P., Maria Luisa, F., Francesco, A., & Michele, V. (2010). Work Self-Efficacy Scale and 

Search forWork Self-Efficacy Scale: A Validation Study in Spanish and Italian Cultural 

Contexts. Revista de Psicología Del Trabajo Y de Las Organizaciones, 26(3), 201–210. 

https://doi.org/10.5093/tr2010v26n3a4 

[24] Lunenburg, F. C. (2011). Self-efficacy in the workplace: Implications for  motivation  and  

performance.  International  Journal  of Management, Business, and Administration, 14(1), 1-6 

[25]  Safitri, E., Manajemen, J., & Ekonomi, F. (1044). Pengaruh Pelatihan Dan Disiplin Kerja 

Terhadap Kinerja Karyawan. Jurnal Ilmiah Manajemen, 1(4). 

[26]  Maktabi, S. H., & Khazaei, A. (2014). The Impact of Organizational Learning on 

Organizational Performance and Organizational Innovation : Evidence from Bank Industry of 

Iran. International Journal of Economy, Management and Social Sciences, 3(10), 569–573 

[27]  Simorangkir Simorangkir, S. S., Manajemen, P. S., Manajemen, J., Ekonomi, F., & Dharma, U. 

S. (2010). Analisis  pengaruh strategi inovasi terhadap kinerja karyawan 

[28] Chasanah, N. (2008). Analisis Pengaruh Empowerment, Self efficacy dan Budaya Organisasi 

terhadap Kepuasan Kerja dalam Meningkatkan Kinerja Karyawan (Studi Empiris pada 

Karyawan pada Karyawan PT. Mayora Tbk Regional Jateng dan DIY). Universitas 

Diponegoro. Program Studi Magister Manajemen Universitas Diponegoro 

 


