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ABSTRACT

The purpose of this study was to determine the effect of workload and organizational support
variables partially and simultaneously on work-life balance. Using a positivist paradigm
approach, with an emphasis on causal associative relationships, primary data was collected on
105 research respondents from 168 populations, using a questionnaire, while secondary data
was obtained from documents at the Community Health Centers and the Department of
Health and Population in East Lombok Regency. The sample of respondents was determined
by quota sampling, which was taken by 3 midwives in 35 Community Health Centers
throughout East Lombok Regency, with the criteria of being married and having children.
The results showed that the two independent variables (workload and organizational support)
had a positive and significant effect on work-life balance. This means that the higher the
workload and organizational support, the higher the work-life balance. On the other hand, if
the workload and organizational support decrease, the work-life balance will also decrease.

Keywords: Workload, Organizational Support, Work-Life Balance, Community Health
Center

INTRODUCTION

Work-life balance in the view of employees is the choice to manage work and
personal obligations (responsibility to family). Meanwhile, in the view of the organization or
company, work-life balance is a challenge to create a supportive culture in the company so
that employees can focus on their work while at work (Mariati, 2013). Not creating a work-
life balance will not only have an impact on the individual itself but will also have an impact
on families and organizations (Delecta, 2011). The imbalance between life and work affects
the overall well-being of individuals causing problems such as dissatisfaction with life,
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prolonged sadness, using drugs or alcohol (Lowe, 2001). If the demands of family and social
interests are not met, a person will naturally sacrifice working hours to fulfill his personal
needs (Higgins et al. 2007).

Organizations (companies) that manage work-life balance practices well generally

have a sense of responsibility and control over their personal and work lives. If the company
helps an employee in achieving work-life balance, the feedback obtained by the organization
in the form of loyalty and commitment, the employee will be more focused on his work and
career development so that company productivity will increase (Adikaram, 2016).
Creating a balance between work responsibilities and family responsibilities is a dilemma for
employees and almost impossible to do because of the volatile work environment, and fast-
moving economic developments around the world resulting in demanding work and long
working hours (Nadeem, 2009).

PusKesMas (abreviation of Pusat Kesehatan Masyarakat — Community Health Center)
is known as a health service facility that has the highest level of health care because it is the
basis of the middle and lower classes, so the demand for work is quite high, where employees
are very attached to the prevailing working hours (Fitria, 2019). In Indonesia, the working
hours for workers are regulated in Law No. 13 of 2003 concerning Manpower, specifically
articles 77 to 85. The provisions for working hours have been regulated in 2 systems, namely:
7 (seven) hours in 1 (one) hour. ) days/40 (forty) hours in 1 (one) week for 6 (six) working
days, or 8 (eight) working hours in 1 (one) day/ 40 working hours in 1 (one) week for 5
working days. However, as reported by coil.com (2018), based on the results of research by
the Organization for Economic Cooperation and Development (OECD), which explains
countries with working hours of more than 60 hours per week or 12 hours a day. The findings
of the study show that Indonesia is in position 3 with the worst work-life balance country
with a figure reaching 14.3%, after Turkey and South Korea, which reached 23.3% and
22.6%, respectively. This occurs on average in Asian countries, such as Japan (9.2%) and
China (5.8%). The higher the percentage, the more hours worked and the level of balance
between life and work is getting worse (Kumparan.com 2018).

Tarwaka et.al. (2004) explained that the heavy or light workload carried out by
employees can be used in determining the duration of employees to be able to carry out work
activities according to the ability of workers, the heavier the workload, the shorter the
working time of a person to work without feeling tired and psychological disorders, as well as
vice versa so that work-life balance will be achieved. Omar et.al. (2015) conducted a study in
Malaysia which found that workload had a significant effect on work-life balance.

Apart from the workload aspect, according to Poulose & Sudarsan (2014),
organizational support is one of the factors that can affect work-life balance. Perceived
organizational support refers to employees’ perceptions of the extent to which the
organization values employee contributions and cares about employee welfare (Rhoades &
Eisenberger, 2002). Employees see the organization as an important source for their
socioemotional needs such as respect (award), caring (care), training opportunities, and
tangible benefits such as salaries and health benefits (Zulkarnain & Hadiyani, 2015), so that
they will have no difficulty in balancing the demands of their roles in work and other roles
outside of work or family (Thakur & Kumar, 2002).

Research conducted by Puspitasari & Ratnaningsih (2019) shows that there is a
positive and significant relationship between perceived organizational support and work-life
balance. These results strengthen the findings of Sianturi (2017) which explains that the
perception of organizational support has an influence on work-life balance. So that in order to
improve the work-life balance of employees, an organization must provide support that is in
accordance with the needs of its employees.
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Indonesia is one of the countries that has the initiative to provide midwifery services to rural
areas since 1989 for Maternal and Child Health (KIA-Kesehatan Ibu & Anak) service
providers in the community. The policy for the placement of Civil Servant Midwives (PNS)
is in accordance with the Circular of the Director General of Public Health Development,
Ministry of Health. In its operation, the working mechanism of the Village Midwife is
directly responsible to the Head of the local PusKesMas.

This condition provides an opportunity to develop a model that can explain the phenomenon
of the effect of workload and organizational support on work-life balance at midwives at
PusKesMas in East Lombok Regency.

THEORETICAL BACKGROUND

Work Life Balance

Work-life balance is defined as a person's level of satisfaction with his involvement
with the dual role he has in life (Lazar, Codruta & Patricia, 2010), the individual's ability to
align work demands with his responsibilities for personal life and life outside work, such as
responsibility towards work. family (Schermerhorn, Hunt, & Osborn. 2002), as well as the
form of efforts made by individuals to balance two or more roles that are undertaken (Fisher,
2009). While Hause et.al. (2003) defines Work-Life Balance as the level when individuals
can harmonize their satisfaction and role involvement in work and family.

There are several factors that influence a person's efforts to achieve Work-Life
Balance (Poulose & Sudarsan, 2014), including individual factors (personality, psychological
well-being, and emotional intelligence; organizational factors (Work Arrangements, policies,
Organizational Support, Job Stress, and human roles; social environmental factors (Childcare
Responsibilities and family support). Meanwhile, McDonald and Bradley (2005) state that
there are three indicators in work-life balance, namely time balance, involvement balance,
and satisfaction balance.

Workload

Workload according to Astianto and Suprihhadi (2014) can be defined as a difference
between the capacity or ability of workers and the demands of the work that must be faced
(Astianto and Suprihadi, 2014). Meanwhile, Sunarso (2010) defines workload from the
perspective of a number of activities that must be completed by an organizational unit or
position holder within a certain period of time. Likewise with Widyastuti (2015) workload is
something that feels burdensome, goods or something carried, which is difficult to do as a
dependent. The workload charged to employees can be categorized into three conditions,
namely a workload that meets the standards, a workload that is too high (over capacity) and a
workload that is too low (under capacity).

There are 2 factors that affect the workload, namely from external elements in the
form of tasks (tasks), Organization which consists of length of work time, rest periods, shift
work, and work environment which includes temperature, lighting intensity, dust, employee
relations with employees, and so on, while the internal factors are somatic factors (gender,
age, body size, health condition, nutritional status) and psychological factors (motivation,
perception, belief, desire, and satisfaction). In addition to influencing factors, the workload
also has indicators (Salsabila & Azizah (2022) in the form of targets to be achieved, working
conditions, use of time and work standards.

Organizational Support

Organizational support theory states that in order to meet emotional needs and assess
the benefits of increased effort at work, employees form a general perception of the extent to
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which the organization values its contribution and cares about its welfare (perceived
organizational support) (Eisenberger, et al. in Mangundjaya, 2016). At the same time, Erdoan
and Enders (2016: 8) state that organizational support is the degree of individual trust in the
organization that the organization cares about, evaluates every input given, and provides help
and assistance for it. The organizational support they receive is high, then the employee will
integrate membership as a member of the organization into their self-identity and then
develop a more positive influence and perception of the organization.

Hypotheses Development.

If a worker is given a workload or workload in his daily routine, the motivation to
complete the work will also be higher. This means that the person has a passion for work and
creates satisfaction for the work he does. In other words, when the workers are able to handle
the workload well, then the work will be fun. So that work-life balance will be achieved.
Omar et al. (2015) conducted a study in Malaysia which found that workload had a
significant effect on work-life balance.

Nurhasanah (2021) shows the results of research in Samarinda that there is an effect
of workload and social support on work-life balance, there is an effect of workload on work-
life balance, and there is an effect of social support on work-life balance. Previously Holland
et.al. (2019) conducted the same study on a group of nurses in Australia and found that
perceived workload can affect satisfaction and work-life balance. The results of previous
studies are somewhat different, where Reddy et.al. (2019) states that job demands have a
significant effect on work-life balance with a negative correlation direction. Based on this, it
can be seen that when the demands of work on workers are high, the value of the work-life
balance will be lower. In other words, when a worker feels excessive work demands, then he
cannot balance his time and energy for work and personal life as well as life with his family.
So that work-life balance cannot be achieved. In addition to work demands, the dimension of
perceived workload that can affect work-life balance is excessive physical demands.

H1: Workload has a negative and significant effect on Work-L.ife Balance.

Work and family life mutually reinforce each other, experience in the family as a part
brought by employees that will affect their contribution to work and organization (Gallos,
1989) and vice versa (Aryee, Srinivas & Tan, 2005). The results of the study by Fapohunda
(2014) stated that when individuals feel happy in a family environment, they tend to avoid
conflicts at work. One of the factors that affect work-life balance according to Kumarasamy
et.al. (2015) is organizational support.

The results of the research by Thakur and Kumar (2015) show that the perception of
organizational support is positively correlated with work-life balance. In this study it is said
that organizational support received by employees will make employees feel cared for so that
they have no difficulty in balancing the demands of work and family roles.

Another study conducted by Puspitasari & Ratnaningsih (2016) showed that there was
a significant positive relationship between perceived organizational support and work-life
balance. The more positive the perception of organizational support, the higher the work-life
balance and vice versa. This is in line with research conducted by Sianturi (2017) which
explains that the perception of organizational support has an influence on work-life balance.
So that in order to improve the work-life balance of employees, an organization must provide
support that is in accordance with the needs of its employees.

H2: Organizational Support has a positive and significant effect on Work-L.ife
Balance.

150


http://www.ijiset.com/

I]I-‘il"l' IJISET - International Journal of Innovative Science, Engineering & Technology, Vol. 09 Issue 11, November 2022
gt ISSN (Online) 2348 — 7968 | Impact Factor — 6.72

www.ijiset.com

According to Cohen (in Thakur & Kumar, 2015) When individuals feel supported at
work, they feel cared for by others and feel that they have access to help. Emotionally and
psychologically, individuals who feel a lot of support will be better able to cope with daily
stress due to high work pressure (Jex, in Thakur & Kumar, 2015). The level of organizational
support is also seen as a resource that directly addresses how work and family are connected
to one another (Voydanoff, 2004). The level of organizational support can reduce work
pressure and increase facilitation in work and family through managing boundaries in work
and family and making decisions in the use of policies for work and family interests
(Voydanoff, 2004).

An employee who perceives high organizational support tends to show favorable
work behavior (Eisenberger, 1986) When employees have family-friendly policies or flexible
work arrangements as organizational support, they tend to perceive any work assigned to
them as normal and must be completed immediately. Research shows that there is a
significant relationship between workload and perceived organizational support (Casper et
al., 2002; Dixon & Sagas, 2007).

H3: Workload and Organizational Support have a positive and significant effect on
Work-Life Balance.

RESEARCH METHODS
Research approach and sample respondent

The approach in this study uses quantitative methods and includes the type of causal
associative research (cause and effect), namely to examine the causal relationship between
the variables studied (Umar, 2008). Causal associative research aims to analyze how one
variable affects other variables or how the influence of workload and organizational support
on work-life balance at midwives at PusKesMas in East Lombok Regency. The population in
this study were 180 midwives in East Lombok Regency and spread over 35 Community
Health Centers. Using quota sampling where from each PusKesMas, 3 midwives were taken
as a sample of respondents with the criteria of being married and having children so that the
research sample was obtained as many as 105 people.

Primary data collection using a questionnaire consisting of 3 question items from each
research indicator, where in this study there were 10 indicators. Each research question is
derived from a previous research questionnaire (reference) with a 5 tap answer provided on a
Likert scale. To complete the primary data, secondary data was used obtained from the Public
Health Center documents and various related agencies regarding health and population. As a
complement to the primary and secondary data, clarification was carried out through in-depth
interviews, if it was felt that the respondent’s answers were still questionable

The research instrument test, validity and reliability test, was conducted on 30
research volunteers with the test results obtained that all research items have a correlation
greater than r table of 0.3610. This means that all research questions are declared valid. In
addition to the validity test, a reliability test was also carried out, using a Cronbach Alpha
value > 0.60 to be said to be reliable. The following table shows the Cronbach Alpha value
for each variable.

Table 1. Research Variable Reliability Test Results
Cronbach's

No. Variable Alpha Category
1. Workload 0.836 Reliable
5 Organizational 0.875 Reliable

Support
3. Work-life Balance 0.875 Reliable
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Based on the table 1. above, the category of reliability values is said to be good
because the values range from 0.8 to 1.0, meaning that there is consistency in the
respondents’ answers to the questions on the related variables.

RESULT

Multiple Linear Regression Analysis and Hypothesis Testing
This analysis aims to determine the effect of Workload and Organizational Support on
the Work-life Balance of Midwives in PusKesMas in East Lombok Regency, as shown in the
following table.
Table 2. Individual Parameter Significance

Unstandardized

Model Coefficients
B Std. Error
1 (Constant) 1.657 0.326
Workload 0.226 0.075
Organizational Support 0.390 0.066

Based on the table 2. above, the function of linear regression can be formulated as follows:
Y =1.657 + 0.226X; + 0.390X;

Where : Constant =1.657; Y = Work-life Balance
bl =0.226 X1 = Workload
b2 =0.390 X, = Organizational Support

The linear function mentioned above can be described as follows. The constant value
of 1.657 means that if each independent variable, namely Workload, Organizational Support,
and Personal Resources, has a value of 0, then the Work-life Balance of Midwives in East
Lombok Regency is worth 1.657. This means that the Work-life Balance when there is no
Organizational Support and no Workload is 1.657.

The regression coefficient of Workload (b1) which is worth 0.226 means that if the
Workload (X1) variable is added to the research model, it has an effect on Work-life Balance
of 0.226. The positive workload regression coefficient (b1) means that the higher the
workload, the higher the work-life balance of midwives in East Lombok Regency. Vice
versa, the lower the workload, the lower the Midwife's Work-life Balance.

The regression coefficient of Organizational Support (b2) which is worth 0.390
explains that if the Organizational Support (X2) variable is added to the research model, it
has an effect on Work-life Balance of 0.390. The regression coefficient of Organizational
Support (b2), which is positive, means that the higher the Organizational Support, the higher
the Work-life Balance of Midwives in East Lombok Regency. Vice versa, the lower the
Organizational Support, the lower the Work-life Balance.

The results of the partial significance test (t-Test) aim to see the effect of each
variable workload and organizational support on the work life balance of midwives in
PusKesMas in East Lombok Regency, as well as to prove hypothesis 1 and the research
hypothesis formulated earlier.
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Table 3. Partial Significant Test Result

Unstandardized
Coefficients

Workload 0.226 3.031 0.003 Significant

Organizational 0.390 5862  0.000 Significant
Support

Model T count Sig. Description

By using a 95% confidence level where = 5%, the results for the t table are 1.98282.
From the table 3 above, it can be seen that t count > t table of each variable as well as the
significance value of each variable is lower than the error tolerance value of 5% (0.05).

The first hypothesis (H1) is rejected because t count Workload>t table
(3,031>1,98282). In addition, the significance value is 0.003 which is smaller than 0.05 (5%),
meaning that the higher the workload, the higher the work-life balance. Likewise, the second
hypothesis (H2) can be accepted because the t value of Organizational Support > t table
(5.862> 1.98282) and a significance value of 0.000 which is smaller than 0.05 (5%), meaning
that the higher the organizational support, the higher as well as work-life balance. Thus, it can
be concluded that the workload and organizational support variables individually have a
positive and significant effect on the Work-life Balance of Midwives in Community Health
Centers in East Lombok Regency.

The following findings of this study indicate the percentage contribution of the
influence of the independent variables (X1 and X2) simultaneously on the dependent variable
Y, or often called the value of the coefficient of determination (R2).

Table 4. Determination Coefficient

Adjusted R Std. Error of the
Square Estimate

Model R R Square

1 0.591° 0.349 0.336 0.26421

a — predictor : (constant), workload, organizational support
b — Dependent variable : work life balance

Based on the table 5 above, it can be illustrated that the magnitude of R Square (R2) is
0.349, this means that 34.9% of the variation in the Work-life Balance of midwives in East
Lombok Regency can be explained by variations of the two independent variables, namely
Workload and Organizational Support. While the rest is explained by other causes from
outside the model that are not examined in this research model such as task structure factors,
organizational structure, leadership, career development, job satisfaction, work culture, and
others.
The final test result from a series of regression analysis is the Fm-Test, which is to see how
the appropriateness of the influence of Workload and Organizational Support together on the
Work-life Balance of Midwives in PusKesMas in East Lombok Regency, as shown in the
following table.

Table 5. F-Test Result

Model Sumof 4 Mean F Sig.
Squares Square
Regression  3.817 2 1.909 27.343  0.000°
1  Residual 7.120 102 0.070
Total 10.937 104

a. Dependent Variable: Work-life Balance
b. Predictors: (Constant), Workload, Organizational Support

153


http://www.ijiset.com/

III-‘il"l‘ IJISET - International Journal of Innovative Science, Engineering & Technology, Vol. 09 Issue 11, November 2022
gt ISSN (Online) 2348 — 7968 | Impact Factor — 6.72

www.ijiset.com

Based on table 6 above, the calculated F value is 219.038. Then, using a 95%
confidence level, a=5%, dfl (number of variables-1)=3-1=2, and df2 (n-k-1)=105-2-1=102,
so that the results for F table are obtained. of 3.08 (in appendix 7). So, because F count > F
table (27.343> 3.08) as well as a significance value of 0.000, it can be concluded that
Workload and Organizational Support together have a significant effect on the Work-life
Balance of midwives in East Lombok Regency. Therefore, it can be said that the third
hypothesis (H3) is acceptable.

DISCUSSION

In this section, the research results will be compared with the reference findings used,
by emphasizing the relationship between variables. The results showed that all dependent
variables (workload and organizational support), both individually and simultaneously, had a
positive and significant effect on the dependent variable (work-life balance).

This study proves that workload has a positive and significant effect on work-life
balance. This finding supports the results of the study of Omar et.al. (2015) in Malaysia who
said that when workers are able to handle workloads well, work will be fun so that work-life
balance will be achieved. The same research topic with the same results was also carried out
by Holland et.al. (2019) on a group of nurses in Australia and found that perceived workload
can affect satisfaction and work-life balance. Likewise with a study conducted by
Nurhasanah (2021) in Samarinda that there is an effect of workload on work-life balance, and
there is an effect of social support on work-life balance.

However, the results of this study are different from the findings of Sheikh et.al.
(2018) stated that job demands have a significant effect on work-life balance with a negative
correlation direction. Based on this, it can be seen that when the demands of work on workers
are high, the value of the work-life balance will be lower. In other words, when a worker
feels excessive work demands, then he cannot balance his time and energy for work and
personal life as well as life with his family. So that work-life balance cannot be achieved. In
addition to work demands, the dimension of perceived workload that can affect work-life
balance is excessive physical demands.

This study also verify that organizational support has a positive and significant effect
on work-life balance, thus supporting the findings of previous studies conducted by Gallos
(1989), Fapohunda (2014), Kumarasamy et.al. (2015) which states that when individuals feel
happy in a family environment, they tend to avoid conflicts at work. One of the factors that
affect work-life balance according to is organizational support or organizational support.
Furthermore, the findings of this study are in line with the results of studies by Thakur and
Kumar (2015), Puspitasari & Ratnaningsih (2016) and Sianturi (2017) showing that perceived
organizational support is positively correlated with work-life balance. In this study it is said
that organizational support received by employees will make employees feel cared for so that
they have no difficulty in balancing the demands of work and family roles.

In addition to the partial effect, this study also simultaneously demonstrates that the
workload and organizational support variables have a positive and significant effect on work-
life balance. These results prove the theory of Eisenberger (1986) which says that an
employee who perceives high organizational support tends to show favorable work behavior.
When employees have family-friendly policies or flexible work arrangements as
organizational support, they tend to perceive any work assigned to them as normal and must
be completed immediately. Likewise, the results of a study by Voydannoff (2004) show that
the level of organizational support is also seen as a resource that directly discusses how work
and family are connected to each other. The level of organizational support can reduce work
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pressure and increase facilitation in work and family through managing boundaries in work
and family and making decisions in the use of policies for work and family interests. Casper
et.al. (2002) and Dixon & Sagas (2007) also found that there was a significant relationship
between workload and perceived organizational support.

CONCLUSION

Workload has a positive and significant effect on the Work-life Balance of midwives
in PusKesMas in East Lombok Regency. This means that the higher the workload of
midwives at the PusKesMas in East Lombok Regency, the higher the Work-life Balance of
the Midwife. On the other hand, the lower the workload of midwives at the PusKesMas in
East Lombok Regency, the lower the work-life balance of the midwife.

Organizational Support has a positive and significant effect on the Work-life Balance
of midwives in PusKesMas in East Lombok Regency. This means that the better and
complete the Organizational Support, the higher the Work-life Balance of the Midwife, on
the other hand, the less complete the Organizational Support, the lower the Work-life Balance
of the Midwife in East Lombok Regency.

Workload and Organizational Support together can have a significant effect on the
Midwife's Work-life Balance. That is, the higher the workload provided which is balanced
with Organizational Support through remuneration provided due to the workload that has
been fulfilled, the Work-life Balance will increase.
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