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ABSTRACT

This study aims to analyze the influence of personality and work ability on employee performance (EP) at 

the General Bureau Office of the Regional Secretariat of West Sulawesi Province (GBORS-WSP). A 

quantitative approach using an associative design was applied to analyze the causal relationships among 

the study variables. The population consisted of all 76 employees, and using the total sampling as the 

sampling technique. Data collection procedures involved direct obeservation, structured intervies, and 

questionnaires measured using a Likert-type scale. The data were processed thorugh multiple linear 

regression analysis with the statistical support from SPSS version 26. The results revealed that both 

personality and work ability have a positive and significant effect on EP, both partially and 

simultaneously. The coefficient of determination also indicates that personality and work ability explain a 

substantial portion of the variation in EP, while more than half is influenced by other factors. Therefore, 

enhancing positive personality traits and improving work ability are key factors in increasing EP within 

the government bureaucracy environment. 
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INTRODUCTION 

Human resources serve as a vital organizational asset, as the success of any institution is largely 

shaped by the quality, competence, and productivity of its employees, all of which significantly contribute 

to the achievement of organizational objectives [1]. Human resource management (HRM) focuses on 

managing and developing employee potential through enhancing abilities, motivation, and 

professionalism so that the organization can operate effectively and sustainably [2]. 

In the context of government institutions, Law Number 20 of 2023 emphasizes that the State 

Civil1Apparatus (ASN) is a profession required to work professionally and competently. Employee- 

performance becomes a key indicator of organizational success in public organizations, as it influences 

effectiveness, efficiency, and service quality [3]. Therefore, objective and accountable performance 

appraisal is crucial, as regulated in Government Regulation Number 30 of 2019. This principle aligns 

with Islamic values that emphasize responsibility and professionalism in work [4]. 

EP is affected by various factors, including personality and work ability. Personality determines 

employees’ mindset, attitude, and adaptability in facing job dynamics [5]. Previous research indicates that 

personality has a positive and significant role on performance achievement, as it shapes disciplined, 

resilient, and responsible work behavior [6]. 

In addition, work ability is also known as a crucial factor reflecting mastery of knowledge, 

technical skills, and accuracy in performing tasks [7]. Employees with high work ability tend to be more 

effective in completing their responsibilities and contributing to the achievement of organizational goals 

[8][9]. 

The General Bureau Office of the Regional Secretariat of West Sulawesi Province was chosen as 

the research location because of its strategic role in administrative services and technical coordination 

within the provincial government. Based on observations, it was found that some employees faced 

difficulties adapting to work dynamics, showed a lack of discipline, and had limited technical skills, 

which affected work effectiveness. 

This situation highlights the importance of conducting a scientific investigation into how 

personality and work ability contribute to EP. Such research is needed to generate strategic 

recommendations for strengthening human resource development and enhancing bureaucratic 

effectiveness. Therefore, examining the impact of personality and work ability on EP at the GBORS-WSP 

becomes essential. 
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Formulation of the Problem 

Based on the phenomena described earlier, this research formulates several main research 

problems as the focus of analysis. These problems are focus on how personality and work ability 

contribute to variations in EP within the GBORS-WSP. Accordingly, this study aims: 

1. To determine the impact of personality on EP within the General Bureau. 

2. To analyze the impact of work ability on EP in the same institutional context. 

3. To identify the simultaneous impact of personality and work ability on EP at the GBORS-WSP. 

Writing Purpose 

In accordance with the formulated research problems, this study seeks to explore and examine 

how personality and work ability influence EP within the GBORS-WSP. Specifically, the objectives of 

this research are to determine and analyze the effect of personality on EP, to determine and analyze the 

effect of work ability on employee performance, and to determine and analyze the simultaneous influence 

of personality and work ability on EP at the GBORS-WSP. 

LITERATURE REVIEW 

Human Resource Managements 

Human Resource Management (HRM) serves as the fundamental foundation in realizing a 

productive and sustainable organization [10]. emphasizes that human resources hold a strategic position in 

achieving organizational success because humans possess the ability to think, create, and adapt. The 

management of human resources aims to optimize employee potential, build synergy, and place 

individuals according to their expertise so that the organization can operate effectively and efficiently. 

According to [1], human resources are the workforce that plays a central role in achieving 

organizational goals, especially in the government sector, which requires competent, professional, and 

accountable civil servants. [11]. adds that HR management is a combination of science and art in 

managing the workforce to create a harmonious relationship between worker and the organization [3]. 

asserts that HRM is a process of managing and developing personnel to work efficiently, productively, 

and in alignment with the institution’s vision and mission. Thus, HRM is a strategic process in managing 

personnel in a planned manner to enhance capacity, professionalism, and an integrity-based work culture. 

According to [2], HRM functions are divided into two categories: operational and managerial. 

The operational domain encompasses activities such as staffing, employee development, compensation 

administration. Integration, maintenance, and disciplinary management. Meanwhile, the managerial 

domain covers the processes of planning, organizing, directing, and controlling. Together, these functions 



JEM17: Jurnal Ekonomi Manajemen                         Volume 10, Nomor 2, Nov 2025, Halaman 239 – 260 
 

242 
 

serve as a comprehensive framework that enables worker to perform their tasks efficiently and 

effectively, thereby contributing to the attainment of organizational objectives in the public sector. 

Personality 

Personality influences the way individuals think, behave, and interact, including within the work 

environment. [5] state that personality is a factor that shapes a person’s mindset, attitude, and emotions in 

facing various conditions. 

According to [13], personality reflects character, thinking patterns, and behavior formed through 

a combination of genetic and social environmental factors. [14] add that personality is the result of the 

interaction between physical, genetic, emotional, and cognitive factors that continuously develop through 

life experiences. [15] define personality as a set of relatively stable characteristics that form the 

foundation of individual behavior. Therefore, personality is the result of the interaction between innate 

and environmental factors that shape one’s identity and work patterns. 

[16] identifies two main factors that shape personality: internal factors (temperament, emotion, 

and talent) and external factors (family, social environment, work culture, and leadership). The 

combination of these factors produces a unique personality that affects employee professionalism and 

performance. According to Costa & McCrae in [6], personality can be measured through five major 

indicators known as the Big Five Personality Traits, includes Openness, Conscientiousness, Extraversion, 

Agreeableness, and Neuroticism, which represent variations in individual behavior and tendencies in the 

workplace. 

Work Ability 

Work ability reflects the capacity of employees to perform tasks effectively. [16] states that work 

ability indicates the extent to which individuals can perform their duties in accordance with job 

requirements and professional standards. According to [9], work ability is the synergy of physical and 

non-physical potential, including intelligence, skills, and work attitude. [8] describe work ability as the 

success of individuals in completing responsibilities based on experience and time efficiency, while [7] 

emphasize technical capacity, accuracy, and employee adaptability. 

[16] divides the factors influencing work ability into two categories: physical ability (stamina, 

strength, body coordination) and intellectual ability (analysis, problem-solving, and decision-making). 

Both factors form the foundation of employee productivity and professionalism. 
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According to [17], indicators of work ability include aptitude/potential, work capacity, education, 

and work experience, which collectively reflect an employee’s competence and readiness to perform 

assigned responsibilities. 

Employee- Performance 

[1] defines performance as measurable and assessable work outcomes, not merely a reflection of 

personality. [18] defines performance as evaluative individual behavior formed from ability, personality, 

and work experience. [19] add that EP serves as a key indicator of organizational success. [10] describes 

performance as the work results of individuals or groups within a specific period, while [20] view 

performance as the achievement of work quality based on responsibility and knowledge. [3] highlights 

that performance reflects sustainable achievement grounded in ethics and accountability. 

[21] identify several factors affecting performance, including ability, knowledge, work planning, 

personality, motivation, leadership, work culture, discipline, loyalty, and commitment. Internal factors 

(motivation, ability, and commitment) and external factors (environment and leadership) interact to create 

productive employees oriented toward organizational goals. 

Based on the Regulation of the Ministry of Administrative and Bureaucratic Reform (PERMEN 

PAN-RB) Number 6 of 2022, the indicators of EP include quality of work, quantity of work, timeliness, 

efficiency, service, commitment, collaboration, and integrity as objective benchmarks for assessing the 

performance of civil servants (ASN). 

Hypothesis 

 

Figure 1. Frame of Mind 

A hypothesis is a temporary statement proposed by the researcher as an answer to the research 

problem, the validity of which still needs to be verified through empirical data collection and analysis. 

Based on the problem formulation and the literature review previously described, the hypotheses in this 

study are as follows: 
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H1: There is a significant partial effect of personality on EP at the GBORS-WSP. 

H2: There is a significant partial effect of work ability on EP at the GBORS-WSP. 

H3: There is a significant simultaneous effect of personality and work ability on EP at the GBORS-WSP. 

RESEARCH METHODS 

Research Design 

This study employee a quantitative approach with an associative method, aiming to examine how 

personality and work ability relate to EP. The study integrates two forms of data: primary and secondary. 

Primary data were sourced from respondents through questionnaire administration and direct interviews, 

whereas secondary data were gathered from a range of supporting materials, including scholarly 

literature, institutional records, and other pertinent academic documents. 

Research Limit 

This research was focused on employees working at the GBORS-WSP. The research scope 

includes two independent variables, namely personality (X₁) and work ability (X₂), and one dependent 

variable, employee performance (Y). This study does not examine other factors beyond these variables, 

such as motivation, leadership, or work environment, which may also influence performance. Variable 

Identification: 

1. Independent Variable (X₁): Personality 

2. Independent Variable (X₂): Work Ability 

3. Dependent Variable (Y): Employee Performance 

Participants and Setting 

The research was conducted at the GBORS-WSP, located in the Governor’s Office Complex, 

Jalan H. Abdul Malik Pattana Endeng, Mamuju Regency. The study was carried out over a period of four 

months, from July to October 2025, encompassing the full sequence of activities from proposal 

preparation and data collection to data processing, and the completion of the final research report. 

The population of this study consisted of all personnel working in the GBORS-WSP, totalling 76 

individuals, comprising Civil Servants (ASN) and Government Employeess with Work Agreements 

(PPPK). Considering the relatively small and homogeneous population size, this study employed a total 

sampling technique, allowing every member of the population to be directly included as respondents. 
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Measurement 

Personality (X₁) is defined as a reflection of an individual’s character, mindset, and behavior, 

formed through interactions between innate factors and the work or social environment. The measurement 

indicators of personality refer to the five major dimensions proposed by Costa and McCrae in [6], namely 

openness to experience (creativity and adaptability), conscientiousness (discipline and accuracy), 

extraversion (enthusiasm and sociability), agreeableness (cooperativeness and tolerance), and neuroticism 

(emotional stability and resistance to stress). 

Work ability (X₂) is understood as a combination of potential, competence, and individual 

professionalism in performing tasks. The measurement indicators of work ability refer to proficiency, 

work capability, education, and years of service, as stated by Robbins (2022). 

Employee performance (Y) is conseptualized as the result of work achieved by employees 

responsibly in carrying out their assigned duties and functions, taking into account aspects of quality, 

quantity, timeliness, efficiency, service, commitment, collaboration, and integrity. The measurement 

indicators of EP refer to the Regulation of the Miniister for Administrative and Bureaucrautic Reform 

(Permenpan RB) Number 6 of 2022. 

Data Collection 

Data were collected using several methods, namely observation to examine employee behavior 

and work conditions, interviews to gain deeper insights from the results of observations and 

questionnaires, and documentation to obtain historical and administrative data. The main research 

instrument was a questionnaire developed using a Likert scales (1–5), rangeing from strongly disagree to 

strongly agree, to measure all research variables. 

Data Analysis 

The quantitative data analysis employed in this research utilized multiple linear regresssion with 

the support of statistical software. Prior to running the regression model, the research instrument 

underwent validity and reliability testing to confirm that each item measured the intended construct 

consistently. Following this step, partial (t-test) and simultaneous (F-test) analyses were carried out to 

identify the individual effect of each independent variable as well as their combined influence on the 

dependent variable. Furthermore, the coefficient of determinations (R2) was applied to assess how much 

variation in EP can be explained by personality and work ability within the regression model. 
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RESULTS 

Validity Test 

The validity test is a “method for evaluating whether the collected data accurately reflects the 

actual condition of the research object,” meaning that it is considered valid if it is capable of measuring 

the aspect that is truly intended to be measured [22] The testing procedure is carried out by comparing the 

calculated correlation coefficient (r-count) with the critical value listed in the r-table, based on the 

following criteria: 

1. The statement item is valid if, r count > r table. 

2. The statement item is not valid if, r count < r table. 

The r count value is obtained from the SPSS program (using Pearson Correlation), while the r 

table value is determined based on the critical point (α = 0.05) in combination with the degree of freedom 

(DF) in the Product Moment distribution table. 

1. The degree of freedom (DF) is calculated as follows: DF = N – 2 = 76 – 2 = 74 

2. The r-table value at a significant level of 0.05 with DF = 74 is 0.226. 

Table 1. Results of Data Validity Test for Personality (X1) 

 

The validity result displayed in Table 1 show that all eight statement items proposed for the 

personality (X1) produced r<sub>count</sub> values greater than r<sub>table</sub>. This result 

indicates that each questionnaire item is perceived as valid, as it is statistically capable of measuring the 

intended variable indicators. Therefore, all questionnaire items for the personality are considered 

appropriate to be used as measurement instruments in this study, as they meet the validity criteria and 

accurately reflect the construct being measured. 
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Table 2. Results of Data Validity Test for Work Ability (X2) 

 

The validity test presented in Table 2 show that all eight statement items proposed for the work 

ability (X2) produced r<sub>count</sub> values greater than r<sub>table</sub>. This finding indicates 

that each questionnaire item is perceived as valid, as it is statistically capable of measuring the intended 

variable indicators. Therefore, all questionnaire items for the work ability are considered appropriate to be 

used as measurement instruments in this study, as they meet the validity criteria and accurately reflect the 

construct being measured. 

Table 3. Results of Data Validity Test for Employee Performance (Y) 

 

The validity test result displayed in Table 3 show that all eight statement items proposed for the 

employee performance (Y) produced r<sub>count</sub> values greater than r<sub>table</sub>. This 

finding indicates that each questionnaire item is perceived as valid, as it is statistically capable of 

measuring the intended variable indicators. Therefore, all questionnaire items for the EP variable are 

considered appropriate to be used as measurement instruments in this study, as they meet the validity 

criteria and accurately reflect the construct being measured. 
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Reliability Test 

Reliability testing was carried auto assess whether the research instrument consistently produces 

stable data when used repeatedly under the same conditions (Sembiring et al., 2024:85). The test 

employed the Cronbach’s Alpha method. 

1. The instrument is considered reliable, if Cronbach’s Alpha > 0.60 

2. The instrument is considered not reliable, if Cronbach’s Alpha < 0.60 

Table 4. Reliability Test Results for the Personality (X1) 

 

According to the reliability statistics in Table 4, it is known that the Personality (X1) has a 

Cronbach’s Alpha value of 0.874, which is well above the threshold standard of 0.60. This value indicates 

that the research instrument for this variable demonstrate strong internal coherence among its items.. 

Accordingly, it can be affirmed that the personality instrument is reliable and appropriate to be used as a 

measurement tool in data analysis. 

Table 5. Reliability Test Results for the Works Ability (X2) 

 

Based on the reliability statistics in Table 5, it is known that the Work Ability (X2) has a 

Cronbach’s Alpha value of 0.869, exceeding the minimum standard of 0.60. It indicates that the 

instrument for this variable has a high level of internal consistency, thus it can be concluded that the work 

ability instrument is reliable and suitable to be used as a measurement tool in data analysis. 

Table 6. Reliability Test Results for the Employee Performance (Y) 
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Based on the reliability statistics in Table 6, it is known that the Employee Performance (Y) has a 

Cronbach’s Alpha value of 0.650, which is above the threshold standard of 0.60. This value indicates that 

the instrument for this variable has a high level of internal consistency. Accordingly, the instrument to 

measure the work ability can be regarded as reliable and suitable to be used as a measurement tool in data 

analysis. 

Multiple Linear Regression Test 

Multiple Linear Regression Test Based on the output generated through the multiple linear 

regression procedure in SPSS version 26, the analysis produced the following statistical results: 

Table 7. Results of Multiple Linear Regression Analysis 

 

Referring to the coefficient analysis in Table 7, the multiple linear regression model generated 

from the analysis can be expressed in the following equation: 

Y = 16.062 + 0.248 [X₁] + 0.293 [X₂] + e 

The interpretation of the equation is as follows: 

1. Constant (α = 16.062) indicates that when the Personality (X₁) and the Work Ability (X₂) make no 

contribution or have a value of zero, the EP at the GBORS-WSP is predicted to remain at 16.062. 

2. The regression coefficient of the Personality (B₁X₁) is 0.248, signifying that personality has a 

positive correlation with EP. This means that every improvement in personality is expected to raise 

the EP score by 0.248, provided that the other variables included in the model are held constant or 

unchanged. 

3. The regression coefficient of the Work Ability (B₂X₂) is 0.293, indicating a positive correlation 

between work ability and EP. In practical terms, an increase in work correspond s to an improvement 

of 0.293 in EP, provided that the influence of other variables remains unchanged throughout the 

model. 
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Partial Test Results (t-test) 

The t-statistical test is used to evaluate the capability of predictor variables independently in 

explaining the dependent variable. The test is conducted by comparing the obtained t-value (t-count) with 

the t-table (t-table) value, as well as by evaluating the significance level (Sig.) with the p-value (0.05). 

The t-count value is obtained from the coefficients t-analysis, while the t-table value is derived from the 

critical limit (α) in combination with the degree of freedom (DF) in the Student’s t-distribution table, one-

tailed test. Formulation of t-table: α = a/2 ; DF = N – K α = 0.05/2 ; DF = 76 – 3 α = 0.025 ; DF = 73 and 

The t-student one-tailed test value at t-table (0.025; 73) = 1.993. Criteria for determining the partial effect 

decision: 

1. Considered Influential, if t-count > t-table 

2. Considered Not Influential, if t-count < t-table 

Criteria for determining significance: 

1. Considered Significant, if Sig. < 0.05 

2. Considered Not Significant, if Sig. > 0.05 

Table 8. Results of Partial Analysis (t-test Statistics) 

 

First Hypothesis Testing 

Referring to the t-statistics coefficients analysis presented in Table 8, the Personality (X₁) 

obtained a t-count value of 5.085, which is greater than t-table 1.993. This condition confirms that 

personality is partially perceived to have an influence on EP. In addition, sig. 0.000 is far below the 

critical p-value of 0.05, further emphasizing that the correlation is significant by statistic. Thus, the first 

hypothesis, stating that “there is a significant partial effect between personality and EP at the General 

Bureau of the Regional Secretariat of West Sulawesi Province”, is scientifically proven and empirically 

accepted. 

Second Hypothesis Testing 
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Referring to the t-statistics coefficients analysis presented in Table 8, the Work Ability (X₂) 

obtained a t-count value of 4.599, which is greater than t-table 1.993. This confirms that work ability is 

partially perceived to have an influence on EP. Moreover, the significance value (Sig.) of 0.000 is far 

below the critical p-value of 0.05, demonstrating that the correlation is statistically significant. 

Thus, the second hypothesis, stating that “there is a significant partial effect between work ability 

and employee performance within the General Bureau of the Regional. Secretariat” of West Sulawesi 

Province”, is scientifically proven and empirically accepted. 

Simultaneous Test Results (F-test) 

According to [23], the F-statistical test is designed to evaluate the extent to which the regression 

model is capable of simultaneously predicting the predictor variables in explaining the dependent 

variable. This test is conducted by comparing the F-count value with the corresponding F-table value, as 

well as comparing the significance level with the p-value (0.05). The F-count value is obtained from the 

Analysis of Variance (ANOVA) analysis. The results are presented as follows: 

Table 9. Simultaneous Testing (F-statistics Test) 

 

Next, to determine the F-table value, the significance probability (0.05) must first be established, 

followed by determining the degrees of freedom (DF) and combining DF1 with DF2 in the F-distribution 

table. F-table value calculation: DF₁ = K – 1 ; DF₂ = N – K = 3 – 1 ; = 76 – 3 = 2 ; = 73. 

Based on the F-distribution table at a probability level of 0.05, the F-table value is 3.122. 

Decision-making criteria: 

1. Considered Influential, if F-count > F-table 

2. Considered Not Influential, if F-count < F-table 

Criteria for significance decision: 

1. Considered Significant, if Sig. < 0.05 

2. Considered Not Significant, if Sig. > 0.05 
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Third Hypothesis Testing 

Referring to the data processing results presented in the Analysis of Variance (ANOVA) in Table 

9, the simultaneous testing between predictor variables and the dependent variable produced an F-count 

value of 25.817, which is much greater than the F-table value of 3.122. This confirms that personality and 

work ability simultaneously influence EP. 

In addition, the sig. of 0.000 is far below the critical p-value of 0.05, emphasizing that the 

correlation is significant by statistic. Therefore, the third hypothesis, stating that “there is a significant 

simultaneous effect between personality and work ability on EP at the General Bureau of the Regional 

Secretariat of West Sulawesi Province,” is scientifically proven and empirically accepted. 

Coefficient of Determination (R²) Analysis Results 

According to [23], the analysis of the coefficient of determination is applied to assess the 

proportion of variance in the dependent variable that is simultaneously accounted for the predictor 

variables. The value of the coefficient of determination ranges from 0 (zero) to 1 (one) and can be 

observed in the Model Summary output under R Square. 

The interpretation of the contribution level is determined based on the following intervals: 

1. Range 0,000 to 0,199 category Very weak 

2. Range 0,200 to 0,399 category Weak 

3. Range 0,400 to 0,599 category Moderate 

4. Range 0,600 to 0,799 category Strong 

5. Range 0,800 to 1,000 category Very Strong 

Table 10. Results of the Coefficient of Determination (R²) Analysis 

 

Based on the model summary analysis presented in Table 10, the R Square value obtained is 

0.414. This value lies within the interval range of 0.400–0.599, which, according to the interpretation 

criteria, falls into the “moderate” category of correlation contribution. This means that the variables 

Personality and Work Ability, when combined, are able to predict 41.4% of the variation occurring in the 
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Employee Performance at GBORS-WSP. The remaining 58.6% is attributed to the determinants not 

included in the current regression model and therefore not explored in this study. 

DISCUSSION 

The Effect of Personality’ on EP 

Based on the data analysis using the t-test statistic, it was found that “partially, personality has a 

significant effect on EP at the General Bureau of the Regional Secretariat of West Sulawesi Province.” 

This description is identified through the obtained tcount value of 5.085, which is greater than ttable 

1.993. In addition, the significance value of 0.000 is far below the tolerance limit of p-value 0.05. The 

positive value of 0.248 reflects that higher-quality personality. Thus, an improvement in personality 

aspects contributes significantly to enhancing employees’ ability to perform tasks effectively, efficiently, 

and punctually. A good personality becomes an essential factor in encouraging optimal performance 

within the bureaucratic environment. 

This result aligns with the patterns reported in earlier empirical studies. Research by [13] showed 

that personality has a significant effect on EP within the Regional Financial and Asset Agency (BPKD) of 

Ciamis Regency, with a strong level of influence. The results confirm that the improvement of employee 

personality quality is directly proportional to the increase in achieved performance. Similarly, [24] also 

found that personality serves as a critical determinant of performance outcomes of executive-level staff 

working within Sri Lankan financial institutions. A similar finding was reported by [6], who proved that 

personality exert a positive and statistically significant impact on EP at the Land Affairs Office of Palopo 

City. Overall, these findings strengthen the evidence that personality is a determinant factor in improving 

EP across various organizational contexts. 

Therefore, this study reinforces that personality development is a strategic aspect that must be a 

primary focus in human resource management. A positive personality—reflected through responsibility, 

discipline, integrity, and a high work ethic—forms the fundamental basis for building productive work 

behavior oriented toward achievement. Furthermore, strengthening personality dimensions not only 

impacts individual performance improvement but also contributes to building an organizational culture 

that is professional, adaptive to change, and focused on improving the quality of public services. 

The Effect of Work Ability on EP 

Based on the results of the t-test analysis, the study reveals that “partially, work ability has a 

significant effect on EP at the General Bureau of the Regional Secretariat of West Sulawesi Province.” 

This finding is identified through the obtained t-count value of 4.599, which is greater than t-table 1.993. 

Moreover, the significance value of 0.000 is far below the tolerance limit of p-value 0.05. The positive 
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regression coefficient value of 0.293 indicates that the higher the employee’s work ability, the more 

optimal the resulting performance. Improving work ability not only impacts better work outcomes but 

also strengthens accuracy, speed, and quality in task implementation. Employees with strong work 

abilities can adapt to job dynamics, take initiative in problem-solving, and demonstrate professional 

performance in carrying out bureaucratic responsibilities. 

This finding aligns with previous empirical research. [20] proved that work ability significantly 

affects EP at the Personnel and HRD Agency of East Kolaka Regency. Similarly, [25] confirmed that 

work ability exerts a positive and statistically significant effect on EP at the Regional Financial and Asset 

Agency (BPKD) of Bireuen Regency. Meanwhile, [26] emphasized that work ability plays a crucial factor 

enhancing EP at the Organization and Human Resources Bureau of the National Research and Innovation 

Agency (BRIN). Collectively, these findings strengthen the evidence that work ability is a key factor 

determining EP levels in various government institutions. 

Therefore, the findings of this study assert that strengthening work ability is a crucial strategy for 

elevating the overall quality of human resources. Employees with good capabilities, through aspects of 

knowledge, skills, and professional attitudes, will be better prepared to face the complexity of tasks and 

organizational challenges. Hence, developing work ability through targeted training, competency 

enhancement, and continuous coaching becomes a strategic step to build productive, adaptive, and high-

integrity public servants focused on delivering excellent public service. 

The Effect of Personality and Work Ability on EP 

The results of data processing using the F-test statistic concluded that “personality and work 

ability have a significant simultaneous effect on EP at the General Bureau of the Regional Secretariat of 

West Sulawesi Province.” This is identified through the analysis of variance, which shows an F-count 

value of 25.817, greater than the F-table value of 3.122, along with a significance value (Sig.) of 0.000, 

which is far below the error tolerance level of 0.05. These results confirm that both variables jointly 

contribute significantly to improving EP. 

This results align with prior empirical studies by [27], Gabriel (2023), and [16] all of which 

consistently show that the combination of good personality traits and high work ability enhances 

productivity, effectiveness, and the quality of civil servant performance as drivers of organizational 

operations. 

These findings indicate that achieving optimal performance does not rely solely on technical 

ability but is also influenced by individual personality as the foundation of work behavior. Personality 

serves as a psychological factor shaping attitudes, ethics, and motivation at work, while work ability 
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represents a competency factor determining task effectiveness, problem-solving capacity, and 

performance outcomes. The synergy between a positive personality and superior work ability produces 

employees who can adapt to organizational dynamics, work professionally, and contribute maximally to 

achieving institutional goals. 

Nevertheless, the results of the determination coefficient analysis indicate that personality and 

work ability can only explain 41.4% of EP variation, classified as moderate, while the remaining 58.6% is 

shaped by other variables that were not included within the scope of this research. This finding indicates 

that EP is a multidimensional phenomenon influenced by various individual and work environment 

aspects such as motivation, leadership, job satisfaction, organizational culture, discipline, loyalty, 

commitment, and conducive working conditions. 

Therefore, future research needs to examine these factors using a more comprehensive approach 

to gain a holistic understanding of the determinants of civil servant performance. These results also 

reaffirm the importance of strengthening personality and work ability as the core foundation for 

developing professional, high-integrity employees oriented toward high-quality public service. 

CONCLUSION 

Based on the analysis and the relevance of the empirical studies presented in the previous 

discussion, the principal conclusion drawn from this stud can be summarized as follows: 

1. Personality has a significant partial effect on EP at the GBORS-WSP. Employees with positive 

personalities, such as being disciplined, responsible, cooperative, and emotionally stable, tend to 

demonstrate more optimal performance. Thus, the first hypothesis is accepted. 

2. Work ability has a significant partial effect on EP at the GBORS-WSP. Proficiency, physical and 

mental readiness, education, and work experience contribute to the effectiveness of optimal 

performance implementation. Therefore, the second hypothesis is accepted. 

3. Personality and work ability simultaneously have a significant effect on EP at the GBORS-WSP. 

This means that the combination of positive character and high competence is the key to achieving 

professional and productive EP. Hence, the third hypothesis is accepted. 

SUGGESTION 

Based on the findings of this research, several suggestions are formulated for relevant stakeholders 

as follows: 

1. For the GBORS-WSP, it is recommended to continuously improve the quality of human resource 

management through strengthening employee personality and developing work ability—particularly 
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in aspects of emotional control, work resilience, and commitment in dealing with job-related 

pressures. This can be achieved through stress management training, mental work coaching, team-

building activities, and implementing a balanced work pattern to help employees maintain 

performance stability under various conditions. In addition, it is important to apply a performance- 

and behavior-based appraisal and reward system to foster employee motivation and loyalty. 

2. For Employees, it is expected that they optimize their potential by strengthening emotional 

management skills, developing empathy, and enhancing physical and mental endurance in 

performing their duties. Employees should also cultivate mutual support and teamwork to create a 

harmonious and productive work environment. Furthermore, continuous improvement of technical 

competence, task commitment, and adaptability to technological changes and bureaucratic dynamics 

is necessary to ensure the provision of fast, accurate, and high-quality public services. 

3. For Future Researchers, it is suggested to examine other factors that may influence EP, considering 

that personality and work ability only explain 41.4% of its variation. Several factors such as 

motivation, leadership, job satisfaction, organizational culture, discipline, loyalty, commitment, and 

conducive work environment conditions should be further explored using diverse methodological 

approaches across institutions. Such approaches are expected to yield a more holistic overview of the 

determinants of EP and reaffirm the importance of strengthening personality and work ability as the 

foundation for developing professional employees oriented toward high-quality public service. 
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