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	Abstract
This study aims to analyze professionalism and life dilemmas: the influence of self-efficacy and work-life balance on employee performance at coffee shops in Pontianak City. This study uses an associative approach. The research instrument used in data collection was a questionnaire. This study involved 180 respondents as a sample. Sampling was carried out using a saturated sampling technique covering 180 coffee shop employees in Pontianak City. The statistical analysis approach was carried out using the IBM SPSS Statistics 26 program. Data analysis was carried out using validity, reliability, classical assumptions (multicollinearity, heteroscedasticity, normality, linearity), coefficient of determination, multiple linear regression, F-test, and T-test. The findings of the study indicate that (1) self-efficacy and work-life balance simultaneously have a positive and significant effect on employee performance, (2) self-efficacy has a positive and significant effect on employee performance, and (3) work-life balance has a positive and significant effect on employee performance.





INTRODUCTION
For the people of Pontianak, coffee shops are more than just places to enjoy a drink; they have evolved into social spaces with economic, cultural, and community interaction functions. This phenomenon aligns with Oldenburg's (1999) concept of the third place, a social space outside the home (first place) and the workplace (second place) that serves as a means of informal community interaction. In the modern urban context, coffee shops serve not only as places to consume food but also as spaces for working, discussing, building social relationships, and seeking creative inspiration. According to data from the Pontianak City Regional Revenue Agency, as of August 2025, there were 1,035 coffee shop-type businesses across six districts in Pontianak City. This rapid growth in coffee shop businesses demonstrates that the coffee industry has become a rapidly growing creative economy sector and contributes significantly to local economic activity. However, this growth in the number of businesses has also given rise to increasingly fierce competition, requiring every business to create a sustainable competitive advantage.
In the service industry, service quality is a key factor in determining customer satisfaction and loyalty. According to Kotler & Keller (2016), service quality is a company's ability to meet customer expectations through interactions that provide value and positive experiences. This condition causes customers to no longer only consider the quality of the product, such as the taste of the coffee, but also the emotional experience, the comfortable atmosphere, and the quality of interactions with employees. Therefore, human resources play a crucial role in maintaining the sustainability of coffee shops amidst high levels of competition. Fast, friendly, and authentic service is an added value that is difficult for competitors to imitate. On the other hand, high service demands also create significant work pressure for employees.
Coffee shop employees are required to maintain their best performance, be agile, communicative, and responsive when dealing with customers, especially during busy operating hours. This situation often creates a dilemma between work demands and employees' personal needs. Continuous work pressure can lead to physical and emotional exhaustion, which impacts service quality. According to Robbins and Judge (2017), poorly managed work pressure can reduce motivation, job satisfaction, and individual performance within an organization. In such situations, one psychological factor that plays a crucial role in maintaining employee performance is self-efficacy.
According to Alwisol (2007), self-efficacy is an individual's perception of their ability to deal with certain situations. This concept is reinforced by Bandura (1977), who stated that self-efficacy is a person's belief in their ability to organize and execute the actions necessary to achieve a specific outcome. Individuals with high levels of self-efficacy tend to be more motivated, more resilient under pressure, and able to complete work effectively. In the context of a coffee shop, self-efficacy can be reflected in an employee's ability to navigate queues of customers, complete work quickly, and maintain quality service amid high work pressure. Conversely, low self-efficacy can lead to employees feeling anxious, doubting their own abilities, and being more prone to making mistakes. Friedman & Schustack (2008) also explain that positive self-efficacy encourages individuals to try and persist in the face of challenges, while negative self-efficacy tends to lead individuals to avoid situations perceived as difficult.
In addition to internal psychological factors, work-life balance is also a crucial factor influencing employee work quality. The "coffee culture" that continues into the night, even 24 hours a day, forces most coffee shop employees to work long and irregular hours. This situation increasingly blurs the boundaries between work and personal life. According to Bird (2016), work-life balance is not simply a balanced division of time between work and personal life, but rather a state in which an individual is able to achieve satisfaction from work while simultaneously enjoying their personal life. This opinion is supported by Greenhaus & Allen (2011), who state that work-life balance is the extent to which an individual can harmoniously balance work demands and personal life responsibilities. When this balance is not achieved, individuals are at risk of job stress, emotional exhaustion (burnout), and decreased work productivity.
Risna & Yusuf (2021) explain that work-life balance encompasses an individual's ability to manage the demands of work and personal life so that both can flow proportionally. Employees who do not have sufficient time for family, rest, or personal activities tend to experience decreased work enthusiasm and a loss of emotional energy. In the long term, these conditions can impact the quality of service provided to customers. Yet, in service industries like coffee shops, emotional interactions between employees and customers are a crucial element in shaping customer satisfaction.
Employee performance is the end result that reflects an individual's success in carrying out their duties and responsibilities. According to Mangkunegara (2009), performance is the quality and quantity of work achieved by an individual in accordance with their assigned responsibilities. Meanwhile, Mathis & Jackson (2011) state that performance is influenced by various factors, such as individual ability, motivation, organizational support, and the work environment. In the context of coffee shops in Pontianak, intense business competition makes the quality of employee performance a strategic factor in maintaining customer loyalty and the company's image. Coffee flavors can easily be imitated by competitors, but sincere and consistent service from employees with psychological health is a competitive advantage that is difficult to replace.
Based on this description, it is clear that self-efficacy and work-life balance are two important factors that have the potential to influence employee performance in the coffee shop industry in Pontianak City. Self-efficacy helps employees build confidence in their abilities to cope with work pressure, while work-life balance helps maintain emotional stability and individual well-being. Therefore, research on the influence of self-efficacy and work-life balance on employee performance is crucial, particularly in the competitively developing coffee shop industry in Pontianak City. This research is expected to provide theoretical contributions to the development of human resource management studies and provide practical input for coffee shop entrepreneurs in creating a healthier, more productive, and more sustainable work environment.


METHODS
This research is an associative study with a quantitative approach. Associative research aims to determine the relationship and influence between two or more variables (Sugiyono, 2022). The quantitative approach was used because this study focuses on measuring numerical data and statistically testing hypotheses regarding the influence of self-efficacy and work-life balance on the performance of coffee shop employees in Pontianak City. According to Creswell (2014), quantitative research is a research method used to test a specific theory by examining the relationships between variables measured using research instruments and analyzed through statistical procedures. Therefore, this approach is considered appropriate for obtaining an empirical picture of the relationships between variables in the study.
The research instrument used for data collection was a questionnaire. According to Arikunto (2019), a questionnaire is a data collection technique conducted by providing a set of written questions or statements to respondents to answer. The use of a questionnaire in this study was chosen because it can collect data effectively, systematically, and efficiently from a relatively large number of respondents. The questionnaire was structured based on indicators for each research variable: self-efficacy, work-life balance, and employee performance.
This study involved 180 respondents, consisting of coffee shop employees in Pontianak City, as a sample. The sampling technique used was saturated sampling. According to Sugiyono (2022), saturated sampling is a sampling technique where the entire population is used as a sample. This technique was used because the population size is relatively affordable, allowing the entire population to be used as respondents, obtaining more representative data and minimizing generalization errors. Furthermore, Roscoe (1982:253) in Sugiyono (2022) states that an appropriate sample size for research ranges from 30 to 500 respondents. In multivariate analysis, the minimum sample size is 10 times the number of variables studied. Therefore, the number of respondents in this study is considered to meet the eligibility criteria for statistical analysis.
The primary objective of this study was to obtain empirical data and information regarding the influence of self-efficacy and work-life balance on employee performance. Therefore, primary data was obtained by directly distributing questionnaires to all study respondents. According to Sekaran & Bougie (2016), primary data is data collected directly by researchers from primary sources for specific research purposes. Using primary data allows researchers to obtain more up-to-date and relevant information according to their research needs.
The research instrument was developed based on indicators for each variable using a Likert scale ranging from 1 to 5. The Likert scale is used to measure respondents' attitudes, perceptions, and opinions regarding the research object. According to Rensis Likert, the Likert scale allows respondents to indicate their level of agreement with a statement in a hierarchical manner. The assessment categories in this study consisted of: 1 (strongly disagree), 2 (disagree), 3 (neutral/uncertain), 4 (agree), and 5 (strongly agree). This scale facilitated the quantification of respondents' responses so they could be analyzed statistically.
Data analysis in this study was conducted using the IBM SPSS Statistics program. According to Ghozali (2021), the use of statistical applications helps researchers process data more accurately, systematically, and efficiently. The data analysis phase included validity and reliability tests to ensure the research instrument was suitable for use. Validity tests aimed to measure the extent to which the instrument was able to measure what it was intended to measure, while reliability tests were used to determine the instrument's consistency (Ghozali, 2021).
Furthermore, this study also employed classical assumption tests, including multicollinearity, heteroscedasticity, normality, and linearity. Classical assumption tests are necessary to ensure the regression model meets statistical requirements and produces unbiased estimates. The analysis continued with coefficients of determination to determine the contribution of independent variables to the dependent variable, multiple linear regression analysis to examine simultaneous and partial effects between variables, and F-tests and T-tests to test the research hypotheses. According to Gujarati & Porter (2009), multiple linear regression is a statistical method used to determine the relationship and influence of more than one independent variable on a single dependent variable, either simultaneously or partially. Therefore, this analytical method is considered appropriate for addressing the research objective of the influence of self-efficacy and work-life balance on the performance of coffee shop employees in Pontianak City.
RESULTS AND DISCUSSION
Result

Table 1. Demographic Distribution Table of Participants
	Description
	Category
	Total
	Proportion  (%)

	Gender
	Male
Female
	90 people
90 people
	50
50

	Age
	15-20 years
20-25 years
25-30 years
35-40 years
	21 people
72 people
69 people
18 people
	11,7
40
38,3
10

	Year of Employment
	1 years
2 years
3 years
4 years
5 years
	30 people
45 people
43 people
36 people
26 people
	16,7
25
23,9
20
14,4


Data source: results of researcher data processing, 2026

The participants in this study were evenly matched between men (50 percent) and women (50 percent). Ages ranged from 15-20 years (11.7 percent), 20-25 years (40 percent), 25-30 years (38.3 percent), and 35-40 years (10 percent). Length of service ranged from 1 year (16.7 percent), 2 years (25 percent), 3 years (23.9 percent), 4 years (20 percent), and 5 years (14.4 percent).

Validity Test
Table 2.Validity
	Parameter
	Benchmark
	R count
	R table(0,05;df=180)
	Conclusion

	Self-efficacy
	X.1.1
X.1.2
X.1.3
X.1.4
X.1.5
X.1.6
	0,586
0,683
0,708
0,623
0,628
0,477
	

0,1455
	

Valid

	Work-life balance
	X.2.1
X.2.2
X.2.3
X.2.4
X.2.5
X.2.6
	0,745
0,677
0,767
0,694
0,708
0,611
	

0,1455
	

Valid

	Employee engagement
	Y.1.1
Y.1.2
Y.1.3
Y.1.4
Y.1.5
Y.1.6
Y.1.7
Y.1.8
	0,624
0,669
0,648
0,643
0,710
0,668
0,710
0,784
	


0,1455
	


Valid


Data source: researcher data processing results, 2026

The test obtained a value exceeding the r table (0.1455), indicating that all indicators were valid. This means that each question in the questionnaire accurately and consistently measured the variables. Therefore, all indicators were valid and consistent.

Reliability Test
Table 3. Reliability
	Variable
	Reliability Test (Cronbach’s Alpha)
	Conclusion

	Self-efficacy (X1)
	0,676
	Reliable

	Work-life balance (X2)
	0,789
	Reliable

	Employee engagement (Y)
	0,833
	Reliable


Data source: researcher data processing results, 2026

Based on the table above, the Cronbach's Alpha (α) values ​​for the variables self-efficacy, work-life balance, and employee engagement are ≥ 0.60, indicating that the indicators for each statement in the questionnaire are reliable and suitable as measuring instruments for the variables.

Data Feasibility Test
Table 4. Data Feasibility Test
	Testing
	Limitation
	Result
	Criteria
	Conclusion

	Normality Test 
	Kolmogorov-Smirnov (K-S)
	0,081
	Sig > 0,05
	Data is normally distributed

	
Linearity Test
	Linearity (SE-EE)
Linearity
(WLB-EE)
	0,000


0,000
	
Sig < 0,05
	
Linear relationship

	
Multicolinearity Test
	VIF Self-efficacy

VIF Work-life balance
	
1,151

1,151
	

VIF < 10
	
No disturbance

	

Heteroscedasticity Test
	Spearman’s rho
Self-efficacy

Spearman’s rho
Work-life balance
	
0,115


0,320
	

Sig > 0,05
	
Does not experience heteroscedasticity


Data source: researcher's data processing results, 2026

The test results above explain that the research data is normally distributed because the Kolmogorov-Smirnov (K-S) test yielded a significance level of 0.081 > 0.05. The table above shows a linear relationship between variables, as the linearity test yielded a linear significance for the relationship between self-efficacy (SE) and employee engagement (EE) of 0.000 and work-life balance (WLB) and employee engagement (EE) of 0.000, both of which are less than 0.05. Meanwhile, self-efficacy (EE) and work-life balance (WLB) had a VIF score of 1.151 (VIF <10) according to the multicollinearity test, indicating the absence of multicollinearity in the research data. The results of the heteroscedasticity test, conducted using Spearman's rho, showed that the self-efficacy (SE) variable had a value of 0.115 (sig>0.05) and the work-life balance (WLB) variable had a value of 0.320 (sig>0.05), indicating no instability in the residual distribution.

Multiple Linear Regression Test
Table 5. Multiple Linear Regression
	coefficientsa

	Variable
	Coefficient B
	Standart error
	Beta
	T
	Sig

	Constant
	10,182
	2,080
	
	4,895
	0,000

	Self-efficacy (SE)
	0,431
	0,084
	0,324
	5,123
	0,000

	Work-life balance
(WLB)
	0,535
	0,079
	0,426
	6,738
	0,000


Data source: researcher data processing results, 2026

The regression model shows the equation Y = 0.324X1 + 0.426X2. This indicates that self-efficacy (X1), with a Standardized Beta Coefficient of 0.324, and work-life balance (X2), with a Standardized Beta Coefficient of 0.426, have a directional relationship with employee engagement (Y). It can be concluded that both variables directly drive productivity and work performance among coffee shop staff in Pontianak City. Meanwhile, the T-test calculation shows that the independent variables self-efficacy (X1) and work-life balance (X2) have a significant value (<0.05), indicating that both variables significantly influence employee engagement (Y).

F Test (Simultaneous)
Table 6.  F Test
	ANOVA

	Bentuk
	Sum of square
	df
	Mean square
	F
	Sig.

	Regression
	2321,573
	2
	1160,787
	55,608
	0,000

	Residual
	3694,755
	177
	20,874
	
	

	Total
	6016,328
	179
	
	
	


Data source: researcher data processing results, 2026

The f-test (stimulant) of this study yielded a result of 37.068 with a significance level of 0.000 <0.05. It can be concluded that self-efficacy (X1) and work-life balance (X1) simultaneously influence employee engagement (Y) in coffee shops in Pontianak City.

Coefficient of Determination Test
Table 7. Coefficient of Determination
	Model summary

	Form
	R
	R2 determination
	Terkoreksi (Adjusted R2 )
	Standard error of estimate

	1
	0,621
	0,386
	0,379
	4,569


Data source: researcher's data processing results, 2026

The analysis of the correlation between self-efficacy (X1) and work-life balance (X2) variables on employee engagement (Y) yielded a correlation value of 0.621, which meets the criteria for a strong correlation. Therefore, it can be seen that the self-efficacy (X1) and work-life balance (X2) variables contribute significantly to employee engagement (Y). The R2 value in this study was 38.6%, while the remaining 61.4% was influenced by other variables not examined in this study.

DISCUSSION
This study aims to analyze the influence of self-efficacy and work-life balance on employee engagement among coffee shop employees in Pontianak. The results revealed that both independent variables have a positive and significant impact on employee engagement. This finding suggests that employee engagement in the coffee shop industry is influenced not only by organizational factors but also by individual psychological factors and employee work-life balance.
Based on the demographic distribution, the study showed that the number of male and female participants was balanced, at 50 percent each. This illustrates that the coffee shop industry in Pontianak City provides relatively equal employment opportunities for both men and women. In terms of age, the majority of respondents were in the productive age range of 20–30 years. This indicates that the coffee shop sector is dominated by a young workforce who tend to be highly mobile, adapt quickly, and have dynamic work characteristics. According to Robbins & Judge (2017), the productive age group generally has high work enthusiasm and is more likely to build work engagement if they are provided with a supportive work environment. Furthermore, the respondents' length of service, which was predominantly 2–4 years, indicates that most employees have sufficient work experience to understand the operational rhythm of a coffee shop and are able to build social relationships with customers and coworkers.
Validity test results showed that all statement items had calculated r values ​​greater than the table r (0.1455), thus all indicators were declared valid. This indicates that the research instrument was able to accurately measure self-efficacy, work-life balance, and employee engagement. According to Ghozali (2021), a valid instrument indicates that each question item adequately represents the concept of the variable being studied. Furthermore, reliability test results showed that all variables had Cronbach's Alpha values ​​above 0.60, indicating that the instrument was reliable or consistent. Therefore, the data obtained in this study can be trusted for further analysis.
The classical assumption test showed that the data were normally distributed, had a linear relationship, did not experience multicollinearity, and did not exhibit heteroscedasticity. These results indicate that the regression model used met statistical requirements and was therefore suitable for testing the relationships between the research variables. According to Gujarati & Porter (2009), meeting the classical assumptions is necessary for a regression model to produce accurate, unbiased estimates and be able to draw scientific conclusions.
The results of a multiple linear regression analysis indicate that self-efficacy has a positive and significant effect on employee engagement, with a beta value of 0.324 and a significance level of 0.000 <0.05. These results indicate that the higher an employee's belief in their abilities, the higher their level of work engagement. In the context of a coffee shop, self-efficacy makes employees more confident in dealing with work pressure, serving customers, completing tasks quickly, and adapting to dynamic work situations. This finding aligns with Bandura's (1977) theory, which states that individuals with high self-efficacy tend to have better motivation, mental resilience, and adaptability when facing work challenges. Employees who believe in their abilities are more likely to build emotional attachment to their work because they feel capable of making a positive contribution to the organization.
The results of this study also support previous research that found that self-efficacy has a positive relationship with employee engagement. Individuals with high self-confidence tend to be more active, enthusiastic, and dedicated to their work. In service industries like coffee shops, this is crucial because service quality is significantly influenced by an employee's psychological well-being. When a barista is confident in their abilities, they are more likely to build warm interactions with customers and maintain their work performance even in busy work environments.
In addition to self-efficacy, work-life balance has also been shown to have a positive and significant influence on employee engagement, with a beta value of 0.426 and a significance level of 0.000 <0.05. A higher beta value compared to self-efficacy indicates that work-life balance has a more dominant influence on employee engagement among coffee shop employees in Pontianak City. This finding demonstrates that work-life balance is a crucial factor in building employee engagement. According to Greenhaus & Allen (2011), work-life balance is an individual's ability to harmoniously balance the demands of work and personal life, thereby creating greater psychological well-being.
The coffee shop culture, which often operates late into the night, even around the clock, results in some employees working long and irregular hours. If this situation isn't balanced with adequate rest and personal life time, employees are susceptible to emotional exhaustion (burnout). In such circumstances, employee engagement declines as individuals lose the physical and emotional energy needed to fully engage in their work. Conversely, when employees have a good work-life balance, they feel happier, have more stable work energy, and are able to demonstrate greater enthusiasm for their work. This aligns with Bird's (2016) opinion, which states that work-life balance is not just about time allocation, but about simultaneously creating satisfaction in both work and personal life.
The results of a simultaneous test (F-test) indicate that self-efficacy and work-life balance jointly have a significant effect on employee engagement, with a significance value of 0.000 <0.05. This finding suggests that employee work engagement cannot be formed by a single factor, but rather is a combination of internal individual factors and work-life well-being factors. Employees with high self-confidence but lacking a good work-life balance are still at risk of experiencing decreased work engagement due to emotional exhaustion. Conversely, a good work-life balance also needs to be supported by an individual's ability to face work challenges so that employee engagement can be optimally achieved.
The coefficient of determination showed an R² value of 0.386, indicating that self-efficacy and work-life balance explained 38.6 percent of the influence on employee engagement, while the remaining 61.4 percent was influenced by other variables outside the study. This indicates that employee engagement is a multidimensional concept influenced by various other factors such as leadership, work environment, compensation, organizational culture, job satisfaction, and organizational support. According to Kahn (1990), employee engagement is formed when individuals feel a sense of meaning, psychological safety, and energy in carrying out their work. Therefore, companies need not only to improve individual capabilities but also to create a healthy work environment that supports employee well-being.
Overall, the results of this study demonstrate that a coffee shop's success in maintaining service quality depends not only on product quality but also on the psychological well-being and well-being of its employees. High employee engagement will encourage employees to work with greater enthusiasm, loyalty, and productivity. In the increasingly competitive coffee shop industry in Pontianak, companies need to focus more on developing self-efficacy through training, job support, and rewards, as well as maintaining work-life balance through more humane work hours and a supportive work environment. This can increase employee engagement and positively impact service quality and the sustainability of coffee shop businesse.

CONCLUSION
Based on the results of a quantitative study entitled "Professionalism and Life Dilemma: The Influence of Self-Efficacy and Work-Life Balance on Employee Performance at Coffee Shops in Pontianak City," the following conclusions can be drawn:
1. The Self-Efficacy variable (X1) has a partial significant effect on Employee Performance (Y). This is evidenced by a t-value of 0.000 <0.05.
2. The Work-Life Balance variable (X2) has a partial significant effect on Employee Performance (Y). This is evidenced by a t-value of 0.000 <0.05.
3. The Self-Efficacy (X1) and Work-Life Balance (X2) variables simultaneously have a significant effect on Employee Performance (Y) at coffee shops in Pontianak City with a t-value of 0.000, which is less than 0.05.
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