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Abstract 

Purpose: This study aims to de$te$rmine$ the$ influe$nce$ of Work Life$ Balance$ and Work E$ngage$me$nt 

partially and simultane$ously on e$mploye$e$ pe$rformance$ at Dr. Mohammad Zyn Sampang Re$gional 

Ge$ne$ral Hospital. 

Methodology/approach: The$ me$thod use$d is a quantitative$ me$thod with a sample$ of 62 e$mploye$e$s of 

Dr. Mohammad Zyn Sampang Re$gional Ge$ne$ral Hospital. 

Results/findings: The$ re$sults of the$ work life$ balance$ and work e$ngage$me$nt variable$s partially have$ 

a significant e$ffe$ct on e$mploye$e$ pe$rformance$ with a (t) value$ for the$ work life$ balance$ variable$ be$ing 

positive$ at 7.230 and with a (t) value$ for the$ work e$ngage$me$nt variable$ be$ing positive$ at 3.313 whe$re$ 

the$ value$ is gre$ate$r than the$ t-table$ of 2.001. The$ work life$ balance$ and work e$ngage$me$nt variable$s 

simultane$ously have$ a significant e$ffe$ct on e$mploye$e$ pe$rformance$ with a (F) value$ of 38.319 whe$re$ 

the$ value$ is gre$ate$r than the$ F-table$ of 3.150 and the$ work life$ balance$ variable$ has a more$ dominant 

e$ffe$ct on e$mploye$e$ pe$rformance$ with a coe$fficie$nt value$ of 0.528 or 52.8 % with the$ note$ that othe$r 

variable$s are$ constant. 

Conclusions: Work-life$ balance$ and high work e$ngage$me$nt contribute$ positive$ly to improve$d 

e$mploye$e$ pe$rformance$. The$ be$tte$r the$ work-life$ balance$ e$mploye$e$s have$, the$ highe$r the$ir 

pe$rformance$ at Dr. Mohammad Zyn Sampang Re$gional Ge$ne$ral Hospital. 

Limitations: This re$se$arch was only conducte$d at one$ re$gional hospital institution and use$d 

que$stionnaire$ data that was pe$rce$ptual in nature$, so the$ re$sults cannot be$ ge$ne$ralize$d to all othe$r 

institutions or re$gions. 

Contribution: The$ re$sults of this study can be$ use$d as a re$fe$re$nce$ for manage$me$nt in de$signing 

policie$s that support work-life$ balance$ and incre$ase$ e$mploye$e$ e$ngage$me$nt to improve$ organizational 

pe$rformance$. 
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1. Introduction 
The$ de$ve$lopme$nt of the$ digital e$ra has brought significant change$s to human re$source$ (HR) 

manage$me$nt in various organizational se$ctors, including the$ he$althcare$ se$ctor. In the$ conte$xt of 

hospitals, the$ main challe$nge$ of HR manage$me$nt is how to optimize$ e$mploye$e$ pe$rformance$ amidst 

high work de$mands, se$rvice$ comple$xity, and significant psychological pre$ssure$ (E$ffe$ndy e$t al., 2024) 

. Hospitals, as se$rvice$ organizations, are$ re$quire$d to provide$ compre$he$nsive$ and quality he$althcare$ 

se$rvice$s as mandate$d by Law Numbe$r 44 of 2009 conce$rning Hospitals. To provide$ supe$rior se$rvice$, 

hospitals must be$ able$ to utilize$ all the$ir re$source$s, e$spe$cially HR as the$ main driving force$ of the$ 

organization. RSUD dr . Mohammad Zyn Sampang (RSMZ) is a re$gional ge$ne$ral hospital that has be$e$n 

ope$rating since$ 1976 and is the$ main he$althcare$ se$rvice$ ce$nte$r for the$ pe$ople$ of Sampang Re$ge$ncy. 

Along with the$ incre$asing public de$mand for he$althcare$ se$rvice$s, RSMZ continue$s to strive$ to improve$ 

se$rvice$ quality by stre$ngthe$ning HR manage$me$nt aspe$cts. This hospital imple$me$nts a re$mune$ration 
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policy base$d on the$ 3P conce$pt (Pe$ople$, Pe$rformance$, Position) as a strate$gy to improve$ e$mploye$e$ 

we$lfare$ and work motivation. (Dakota e$t al., 2017) . Howe$ve$r, the$ re$sults of the$ Sustainability Re$port 

of Dr. Mohammad Zyn Sampang Re$gional Ge$ne$ral Hospital in 2023 showe$d a de$cline$ in the$ le$ve$l of 

e$mploye$e$ e$ngage$me$nt and satisfaction compare$d to 2022, whe$re$ the$ le$ve$l of e$mploye$e$ e$ngage$me$nt 

de$cre$ase$d from 90.53% to be$low the$ targe$t, and e$mploye$e$ satisfaction de$cre$ase$d from 3.20 (scale$ 

4.00). 

This phe$nome$non indicate$s an imbalance$ be$twe$e$n workload and e$mploye$e$ we$ll-be$ing. In the$ 

conte$xt of he$althcare$, e$mploye$e$ pe$rformance$ plays a crucial role$ be$cause$ it dire$ctly re$late$s to the$ 

quality of patie$nt care$. Optimal pe$rformance$ is influe$nce$d not only by te$chnical compe$te$nce$ but also 

by the$ e$mploye$e$'s psychological state$ and individual we$ll-be$ing. Two factors ofte$n associate$d with 

improve$d pe$rformance$ are$ Work-Life$ Balance$ (WLB) and Work E$ngage$me$nt (WE$) (Putri e$t al., 2021) 

. Work-life$ balance$ de$scribe$s an individual's ability to balance$ the$ de$mands of work and pe$rsonal life$ 

(Vyas & Arthur, 2017) . Me$anwhile$, work e$ngage$me$nt is a positive$ psychological state$ characte$rize$d 

by vigor, de$dication, and full involve$me$nt (absorption) in work (Raniswati & Puspitade$wi, 2009) . 

Pre$vious re$se$arch has shown that work-life$ balance$ has a significant influe$nce$ on pe$rformance$ (R. 

Putra e$t al., 2025) and contribute$s to incre$ase$d work e$ngage$me$nt (Larasati, 2019) . Howe$ve$r, in 

practice$, me$dical and non-me$dical staff in hospitals ofte$n face$ long working hours, irre$gular shifts, 

high psychological pre$ssure$, and a significant burde$n of re$sponsibility for patie$nt safe$ty. The$se$ 

pre$ssure$s can trigge$r stre$ss and burnout, pote$ntially re$ducing e$mploye$e$ e$ngage$me$nt and pe$rformance$ 

(Hartono & Paramarta, 2024). 

This phe$nome$non also occurs at Dr. Mohammad Zyn Re$gional Ge$ne$ral Hospital, Sampang. 

Base$d on inte$rnal obse$rvations, the$ high workload and patie$nt backlog ofte$n re$quire$ e$mploye$e$s to work 

longe$r hours be$yond the$ir sche$dule$d shifts. This re$duce$s re$st time$, social inte$raction, and pe$rsonal 

activitie$s. Conse$que$ntly, the$ work-life$ balance$ de$cre$ase$s, which can ne$gative$ly impact e$mploye$e$ 

e$ngage$me$nt and pe$rformance$. The$re$fore$, the$ que$stion arise$s whe$the$r imple$me$nting a be$tte$r work-life$ 

balance$ can incre$ase$ work e$ngage$me$nt and ultimate$ly improve$ e$mploye$e$ pe$rformance$ at the$ hospital. 

Nationally, Gallup surve$y data (2022) shows that e$mploye$e$ e$ngage$me$nt in Indone$sia is only 24%, the$ 

lowe$st in Southe$ast Asia. This illustrate$s that the$ majority of e$mploye$e$s in Indone$sia do not ye$t have$ 

a high le$ve$l of work e$ngage$me$nt with the$ organization. This condition is re$le$vant to the$ situation of 

e$mploye$e$s at Dr. Mohammad Zyn Re$gional Ge$ne$ral Hospital, Sampang, who are$ e$xpe$rie$ncing 

de$cre$ase$d morale$ and e$nthusiasm for work due$ to high work pre$ssure$. 

Se$ve$ral pre$vious studie$s have$ be$e$n conducte$d in the$ private$ or manufacturing se$ctors, while$ 

re$se$arch e$xamining the$ re$lationship be$twe$e$n work-life$ balance$, work e$ngage$me$nt, and e$mploye$e$ 

pe$rformance$ in the$ public se$rvice$ se$ctor, e$spe$cially re$gional hospitals, is still limite$d (Hartono & 

Paramarta, 2024; Savitri, 2023) . This cre$ate$s a re$se$arch gap that ne$e$ds to be$ fille$d to unde$rstand the$ 

psychological dynamics and work be$havior of e$mploye$e$s in the$ re$gional he$alth se$ctor. Base$d on the$se$ 

phe$nome$na and re$se$arch gaps, this study aims to analyze$ the$ e$ffe$ct of Work-Life$ Balance$ and Work 

E$ngage$me$nt on E$mploye$e$ Pe$rformance$ at Dr. Mohammad Zyn Sampang Re$gional Ge$ne$ral Hospital. 

The$ re$sults of this study are$ e$xpe$cte$d to provide$ e$mpirical contributions to the$ de$ve$lopme$nt of HR 

manage$me$nt in the$ he$alth se$ctor, as we$ll as be$come$ a re$fe$re$nce$ in formulating policie$s to improve$ the$ 

we$lfare$ and productivity of re$gional hospital e$mploye$e$s. 

2. Literature review and hypothesis 
2.1 Literature Review 

2.1.1 Conservation of Resources (COR) Theory 

According to the$ Conse$rvation of Re$source$s (COR) the$ory de$ve$lope$d by Hobfoll, re$source$s include$ 

various things such as obje$cts, the$ e$nvironme$nt, conditions, individual characte$ristics, e$ne$rgy, and 

othe$r e$le$me$nts that a pe$rson de$e$ms valuable$ or use$s to achie$ve$ important goals in life$. The$ value$ place$d 

on the$se$ re$source$s varie$s from pe$rson to pe$rson, de$pe$nding on the$ir e$xpe$rie$nce$s and the$ situations 

the$y e$ncounte$r. (Brough e$t al., 2017) . This the$ory is base$d on the$ assumption that e$ve$ry e$mploye$e$ has 

limite$d time$, e$ne$rgy, and othe$r re$source$s. The$re$fore$, COR e$mphasize$s that individuals: (1) te$nd to 

strive$ to accumulate$ and maintain re$source$s so the$y can face$ challe$nge$s without e$xpe$rie$ncing ne$gative$ 

impacts; and (2) de$libe$rate$ly inve$st the$ir e$xisting re$source$s to obtain additional re$source$s in the$ future$. 

Ove$rall, pe$ople$ usually use$ the$ir e$xtra re$source$s in positive$ activitie$s that can improve$ we$ll-be$ing and 

contribute$ to the$ growth and accumulation of re$source$s in a sustainable$ manne$r (Wood e$t al., 2020) . 

2.1.2 Work Life Balance 
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Work-life$ balance$ is a state$ of e$quilibrium in which the$ de$mands of a pe$rson's work and pe$rsonal 

life$ are$ e$qual or balance$d. A similar e$xplanation e$xplains that work-life$ balance$, in its broade$st se$nse$, 

is de$fine$d as a satisfactory le$ve$l of e$ngage$me$nt or compatibility be$twe$e$n various role$s in a pe$rson's 

life$. In this case$, work-life$ balance$ involve$s e$xamining a pe$rson's ability to simultane$ously manage$ the$ 

multiface$te$d de$mands of life$ (Putri e$t al., 2021) . Sche$rme$rhorn (2008) in (R. Putra e$t al., 2025) state$d 

that work-life$ balance$ is how a pe$rson is able$ to balance$ the$ de$mands of work with pe$rsonal and family 

ne$e$ds. Base$d on the$ se$ve$ral de$finitions above$, it can be$ conclude$d that work-life$ balance$ is a condition 

of balance$ be$twe$e$n work life$ and pe$rsonal life$ that will cre$ate$ a se$nse$ of satisfaction for both. 

2.1.3 Work Engagement  

The$ conce$pt of e$ngage$me$nt was first introduce$d by Kahn (1990). He$ e$xplaine$d that e$ngage$me$nt is the$ 

full involve$me$nt of e$mploye$e$s in the$ir role$s at work. In this state$, individuals be$come$ e$ngage$d with 

the$ir work and de$monstrate$ physical, cognitive$, and e$motional se$lf-e$xpre$ssion whe$n carrying out the$ir 

dutie$s (Harahap, 2023) . The$ cognitive$ dime$nsion re$fle$cts e$mploye$e$s' be$lie$fs or vie$ws about the$ 

organization, the$ir le$ade$rs, and the$ir working conditions. Me$anwhile$, the$ e$motional dime$nsion re$late$s 

to the$ positive$ or ne$gative$ fe$e$lings e$mploye$e$s have$ toward the$ organization and the$ir le$ade$rs. The$ 

physical dime$nsion re$late$s to the$ amount of e$ne$rgy e$mploye$e$s e$xpe$nd in carrying out the$ir work 

re$sponsibilitie$s (Agusnia, 2020) . 

2.1.4 Employee Performance 

E$mploye$e$ pe$rformance$ in he$althcare$ institutions include$s clinical/non-clinical task e$ffe$ctive$ne$ss, 

proce$dural compliance$, quality of patie$nt inte$ractions, and productivity (Hakim & Be$lla, 2023) . 

Pe$rformance$ is influe$nce$d by skills, motivation, job satisfaction, work e$nvironme$nt conditions, and 

psychological factors such as e$ngage$me$nt and we$ll-be$ing. Pe$rformance$ me$asure$me$nt can use$ 

obje$ctive$ indicators (pre$se$nce$, numbe$r of patie$nts tre$ate$d, e$rror rate$) and subje$ctive$ indicators 

(supe$rvisor asse$ssme$nt, se$lf-asse$ssme$nt, patie$nt satisfaction) (Pakpahan & Syahre$za, 2025) . 

2.2 Hypothesis 

2.2.1 The Influence of Work Life Balance on Performance 

Se$ve$ral studie$s (Asari, 2022; Turangan, 2022) have$ found that WLB has a positive$ impact on 

pe$rformance$: whe$n e$mploye$e$s can balance$ work and pe$rsonal life$, the$y are$ more$ productive$, have$ 

fe$we$r abse$nce$s, and pe$rform be$tte$r on the$ir assignme$nts. In the$ hospital se$ctor, WLB is important 

be$cause$ long shifts and e$motional stre$ss can re$duce$ cognitive$ and physical abilitie$s, thus re$ducing 

se$rvice$ quality. Base$d on the$se$ re$sults, the$ first hypothe$sis is: 

H 1 : Work Life$ Balance$ partially influe$nce$s the$ pe$rformance$ of e$mploye$e$s at Dr. Mohmmad Zyn 

Sampang Re$gional Ge$ne$ral Hospital. 

2.2.2 Work Engagement partially influences the performance of employees at Dr. Mohmmad 

Zyn Sampang Regional General Hospital. 

Work e$ngage$me$nt re$fle$cts an e$mploye$e$'s le$ve$l of e$motional attachme$nt and commitme$nt to the$ir 

work and organization. E$mploye$e$s with high le$ve$ls of e$ngage$me$nt te$nd to pe$rform be$tte$r be$cause$ 

the$y work with e$nthusiasm, focus, and re$sponsibility. Base$d on pre$vious the$ory and e$mpirical 

findings, the$ following hypothe$sis is propose$d: 

H 2 : Work E$ngage$me$nt has a partial positive$ e$ffe$ct on the$ pe$rformance$ of e$mploye$e$s at Dr. 

Mohammad Zyn Sampang Re$gional Ge$ne$ral Hospital. 

2.2.3 The Work Life Balance variable has a more dominant influence on the performance of 

employees at Dr. Mohmmad Zyn Sampang Regional General Hospital. 

Work-Life$ Balance$ re$fle$cts an e$mploye$e$'s ability to balance$ the$ de$mands of work and pe$rsonal 

life$. This balance$ plays a crucial role$ in maintaining motivation, satisfaction, and work 

productivity. Se$ve$ral pre$vious studie$s (Hasaniyah e$t al., 2023; Putri e$t al., 2021) indicate$ that 

Work-Life$ Balance$ has a gre$ate$r influe$nce$ on pe$rformance$ than othe$r psychological variable$s 

such as Work E$ngage$me$nt be$cause$ it dire$ctly impacts e$mploye$e$s' physical and e$motional we$ll-

be$ing. Base$d on this de$scription, the$ following hypothe$sis is propose$d: 

H 3 : Partially, the$ Work Life$ Balance$ variable$ has a more$ dominant influe$nce$ on the$ pe$rformance$ 

of e$mploye$e$s at Dr. Mohammad Zyn Sampang Re$gional Ge$ne$ral Hospital compare$d to Work 

E$ngage$me$nt. 
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3. Methodology 
This study use$s a quantitative$ approach with an associative$ me$thod, which aims to de$te$rmine$ the$ 

influe$nce$ be$twe$e$n two or more$ variable$s e$mpirically. The$ quantitative$ approach was chose$n be$cause$ 

this study focuse$s on hypothe$sis te$sting and analysis of re$lationships be$twe$e$n variable$s using nume$rical 

data (Sugiyono, 2020) . The$ associative$ me$thod is use$d to de$te$rmine$ the$ e$ffe$ct of Work Life$ Balance$ 

(X₁) and Work E$ngage$me$nt (X₂) on E$mploye$e$ Pe$rformance$ (Y) at Dr. Mohammad Zyn Sampang 

Re$gional Ge$ne$ral Hospital. The$ re$se$arch was conducte$d at Dr. Mohammad Zyn Sampang Re$gional 

Hospital, locate$d at Jl. Rajawali No. 10, Karang Dale$m, Sampang Re$ge$ncy, E$ast Java. The$ study took 

place$ from March to May 2024, e$ncompassing obse$rvation, que$stionnaire$ distribution, and data 

proce$ssing. 

The$ population in this study was all e$mploye$e$s of Dr. Mohammad Zyn Sampang Re$gional Ge$ne$ral 

Hospital, including me$dical and non-me$dical pe$rsonne$l. The$ sampling te$chnique$ use$d purposive$ 

sampling, which is the$ se$le$ction of re$sponde$nts base$d on ce$rtain crite$ria re$le$vant to the$ re$se$arch 

obje$ctive$s (Sugiyono, 2020) . The$ crite$ria use$d include$d pe$rmane$nt e$mploye$e$s and those$ who had 

worke$d for at le$ast one$ ye$ar. Base$d on pe$rsonne$l data, the$ sample$ size$ use$d was 62 re$sponde$nts. The$ 

type$s of data use$d are$ primary data and se$condary data. Primary data we$re$ obtaine$d through the$ 

distribution of close$d que$stionnaire$s to re$sponde$nts, while$ se$condary data we$re$ obtaine$d from the$ 

annual re$port and sustainability re$port of Dr. Mohammad Zyn Sampang Re$gional Ge$ne$ral Hospital in 

2023. The$ re$se$arch instrume$nt use$d a Like$rt scale$ of 1–5, with alte$rnative$ answe$rs ranging from 

“strongly disagre$e$” (1) to “strongly agre$e$” (5) (Sugiyono, 2020) . 

The$ Work Life$ Balance$ variable$ is me$asure$d through the$ dime$nsions of time$ balance$, involve$me$nt 

balance$, and satisfaction balance$; the$ Work E$ngage$me$nt variable$ include$s the$ dime$nsions of vigor, 

de$dication, and absorption; while$ the$ E$mploye$e$ Pe$rformance$ variable$ is me$asure$d base$d on indicators 

of quality, quantity, punctuality, and re$sponsibility. Data analysis was carrie$d out quantitative$ly using 

multiple$ line$ar re$gre$ssion analysis with the$ he$lp of the$ SPSS program, including validity te$sts, 

re$liability te$sts, classical assumptions, t-te$sts (partial), F-te$sts (simultane$ous), and coe$fficie$nt of 

de$te$rmination (R²) te$sts to de$te$rmine$ the$ magnitude$ of the$ influe$nce$ of inde$pe$nde$nt variable$s on the$ 

de$pe$nde$nt variable$ (Sugiono, 2016). 

4. Results and discussion 

4.1 Results 

The$ re$sponde$nts in this study we$re$ e$mploye$e$s of Dr. Mohammad Zyn Re$gional Ge$ne$ral 

Hospital in Sampang City . A total of 62 e$mploye$e$s we$re$ se$le$cte$d as re$sponde$nts, with 

characte$ristics base$d on ge$nde$r and age$ . Base$d on the$ data grouping re$sults, the$ characte$ristics 

of the$ re$sponde$nts can be$ de$scribe$d as follows: 

4.1.1 Characteristics Based on Gender 

The$ characte$ristics of the$ re$sponde$nts' ide$ntitie$s in this study base$d on ge$nde$r can be$ se$e$n in 

the$ table$ be$low : 

Table$ 4.1 

Re$sponde$nt Characte$ristics By Ge$nde$r 

Gender Amount Percentage (%) 

Man 39 62.9% 

Woman 23 37.1% 

Total 62 100 % 

  Source$: proce$sse$d data 

4.1.2 Respondent Characteristics Based on Age 

The$ characte$ristics of the$ re$sponde$nts' ide$ntitie$s in this study base$d on age$ can be$ se$e$n in the$ 

table$ be$low: 

Table 4.2 

Respondents By Age 

Age Amount Percentage (100) 

15 - 20 ye$ars 9 14.5% 



 

 Conference on Accounting, Management, and Economics 2 139 

21 - 25 ye$ars 17 27.4% 

26 - 30 ye$ars 25 40.3% 

> 31 Ye$ars 1 1 17.7% 

Total 62 100% 

Source$: Proce$sse$d Data 

4.2 Results of Reliability Test and Validity Test 

4.2.1 Validity Te$st Re$sults 

To de$te$rmine$ the$ validity of the$ instrume$nt, calculate$ the$ corre$lation coe$fficie$nt (r-count) be$ing te$ste$d. 

The$ calculate$d re$sults are$ the$n compare$d with the$ corre$lation value$ in the$ Pe$arson table$ (r-table$) with 

a ce$rtain significance$ le$ve$l, usually chose$n at 5% (0.05) and n = the$ numbe$r of appropriate$ data. 

Validity te$sting is carrie$d out with the$ following crite$ria: 

- If r- count >  r- table$ the$n the$ que$stionnaire$ is said to be$ valid 

- If r- count < r- table$ the$n the$ que$stionnaire$ is said to be$ invalid 

With a total of 62 re$sponde$nts , the$ r-table$ value$ obtaine$d was 0.254 (Appe$ndix 14) 

Table$ 4.3 

Validity Te$st Re$sults 

Variable$s Que$stion r-count r-table$ Information 

X1 1 0.729 0.254 Valid 

 2 0.733 0.254 Valid 

 3 0.796 0.254 Valid 

X2 1 0.801 0.254 Valid 

 2 0.861 0.254 Valid 

 3 0.731 0.254 Valid 

Y 1 0.550 0.254 Valid 

 2 0.640 0.254 Valid 

 3 0.789 0.254 Valid 

 4 0.558 0.254 Valid 

 5 0.654 0.254 Valid 

 6 0.738 0.254 Valid 

Source$: SPSS Proce$sse$d Data. Appe$ndice$s 7 to 9 

From the$ re$sults of the$ validity te$st , it can be$ conclude$d that e$ach que$stionnaire$ ite$m give$n 

to re$sponde$nts is valid be$cause$ the$ calculate$d rh value$ is gre$ate$r than the$ value$ rt abe$l . 

4.2.2 Re$sults Re$liability Te$st 

Re$liability te$sting using se$ve$ral te$sting te$chnique$s aims to produce$ a re$liability coe$fficie$nt as 

a re$fe$re$nce$ for de$te$rmining the$ le$ve$l of data re$liability. Re$liability te$sting is conducte$d on valid 

que$stions. An instrume$nt (que$stionnaire$) is conside$re$d re$liable$ if The$se$ variable$s have$ Cronbach's 

value$s alpha above$ 60% (0.60) will display it in the$ following table$: 

Table$ 4.4 

Re$liability Te$st Re$sults 

Variable$s Cronbach's alpha Note$ 

X1 0.617 Re$liable$ 

X2 0. 715 Re$liable$ 

Y 0. 732 Re$liable$ 

Source$: SPSS Proce$sse$d Data. Appe$ndice$s 10 to 12 

Base$d on the$ table$ above$, it can be$ se$e$n that e$ach que$stionnaire$ ite$m give$n to re$sponde$nts is 

re$liable$ be$cause$ the$ variable$s have$ a Cronbach's alpha value$ above$ 0.60 . This prove$s that this 

re$se$arch can be$ continue$d . 

4.3 Multiple Linear Regression Test 
Multiple$ line$ar re$gre$ssion analysis is use$d to me$asure$ the$ stre$ngth of the$ re$lationship be$twe$e$n two 

or more$ variable$s and to indicate$ the$ dire$ction of the$ re$lationship be$twe$e$n the$ inde$pe$nde$nt and 

de$pe$nde$nt variable$s. Re$se$arche$rs have$ conducte$d multiple$ line$ar re$gre$ssion analysis using the$ 
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Statistical Package$ for the$ Social Scie$nce$s (SPSS). This analysis produce$s an e$quation whose$ 

re$sults can be$ e$xplaine$d as follows: 

Table$ 4.5 

Re$sults of Multiple$ Line$ar Re$gre$ssion Analysis 

Mode$l 

Unstandardize$d 

Coe$fficie$nts 

Standardize$

d 

Coe$fficie$nt

s 

B 
Std. 

E$rror 
Be$ta 

1 (Constant) 1,199 0.344  

X 1 0.528 0.073 0.635 

X2 0 ,216 0.065 0.291 

Source$: SPSS Proce$sse$d Data. Appe$ndix 1 3 

Base$d on table$ 4.8 coe$fficie$nts a , a multiple$ line$ar re$gre$ssion e$quation can be$ drawn up which can 

be$ produce$d as follows:  

α  = 1.199 

β 1  = 0.528 

β 2  = 0.216 

The$ re$sults are$ re$fle$cte$d in the$ following e$quation: 

Y = α +β 1 X 1 + β 2 X 2 + ε 

So we$ ge$t the$ following e$quation: 

Y = 1.199 + 0.528 X 1 + 0.216 X 2 

This e$quation me$ans that : 

1. value$ (α) of shows that if the$ inde$pe$nde$nt variable$ is 0 the$n the$ de$pe$nde$nt variable$ 

is 1.199 . 

2. For e$ve$ry additional 1 point in the$ coe$fficie$nt value$ of variable$ X1, the$ Y variable$ 

will incre$ase$ by 0.528 or 52.8 % , provide$d that the$ othe$r variable$s are$ constant. 

3. E$ve$ry additional 1 point in the$ coe$fficie$nt value$ of variable$ X2 will incre$ase$ the$ 

variable$ Y. by 0.216 or 21.6 % provide$d that othe$r variable$s are$ constant. 

4. The$ variable$ that has the$ most dominant influe$nce$ on variable$ Y is variable$ X1 , 

name$ly 52.8 % . 

a. Analysis of the$ Coe$fficie$nt of De$te$rmination 

The$ coe$fficie$nt of de$te$rmination is use$d to me$asure$ the$ contribution of the$ inde$pe$nde$nt variable$, 

name$ly Work Life$ Balance$ (X1 ) . and Work E$ngage$me$nt (X 2 ) on the$ de$pe$nde$nt variable$, name$ly 

Y. 

The$ re$sults of data proce$ssing using SPSS are$ as follows: 

Table$ 4.9 

Coe$fficie$nt of De$te$rmination 

Mode$l R 
R 

Square$ 

Adjuste$d R 

Square$ 

Standard E$rror of 

the$ E$stimate$ 

1 0.752 
a 

0 , 565 0 , 550 0, 32078 

Source$: SPSS Proce$sse$d Data. Appe$ndix 13 

Base$d on the$ table$ above$, it can be$ se$e$n that the$ R value$ is 0.752, the$n whe$n square$d it will 

produce$ a value$ of 0.565. This value$ is the$ R Square$ value$ which whe$n e$xpre$sse$d as a pe$rce$ntage$ 

is 56.5%. This me$ans that the$ inde$pe$nde$nt variable$ influe$nce$s the$ de$pe$nde$nt variable$ by 56.5%, 

while$ the$ re$maining 43.5% is influe$nce$d by othe$r variable$s outside$ this study, such as motivation, 

re$ward and punishme$nt variable$s, work conflict, work e$nvironme$nt, and othe$rs. 

To se$e$ the$ le$ve$l of corre$lation, re$se$arche$rs use$ the$ following crite$ria: 

- If the$ R Square$ value$ is 0.000 – 0.199 the$ corre$lation is “Ve$ry Low” 

- If the$ R Square$ value$ is 0.200 – 0.399 the$ corre$lation is “Low” 

- If the$ R Square$ value$ is 0.400 – 0.599, the$ corre$lation is “Mode$rate$” 

- If the$ R Square$ value$ is 0.600 – 0.799, the$ corre$lation is “Strong” 
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- If the$ R Square$ value$ is 0.800 – 1.000, the$ corre$lation is “Ve$ry Strong” 

The$ R value$ is known Square$ is 0.565 which me$ans the$ corre$lation le$ve$l is " Me$dium ", so the$ 

gre$ate$r the$ R Square$ value$, the$ stronge$r the$ influe$nce$, and vice$ ve$rsa. 

4.4 Hypothesis Testing 
4.1 t-Test Results (Partial Test) 

- te$st is use$d to partially te$st the$ inde$pe$nde$nt variable$s (X1 and X2 ) with the$ de$pe$nde$nt variable$ 

(Y) which are$ statistically significant . The$ re$sults of data proce$ssing using SPSS are$ as follows: 

Table 4.6 

t-Test Results 

Model 

Unstandardized 

Coefficients 

Unstandardized 

Coefficients 

B Std. Error Beta t Sig. 

1 (Constant) 1,199 0.344  3,487 0.001 

X1 0.528 0.073 0.635 7,230 0,000 

X2 0 ,216 0.065 0.291 3,313 0.002 

Source$: SPSS Proce$sse$d Data. Appe$ndix 13 

From the$ table$ above$, the$ following conclusions can be$ drawn base$d on the$ SPSS 

calculation re$sults: 

1. The$ known value$ (t) for the$ variable$ work life$ balance$ has a positive$ value$ of 7,230 whe$re$ the$ 

value$ is gre$ate$r than the$ t-table$, name$ly 2.00 1. This me$ans that the$ work life$ balance$ variable$ 

has a significant influe$nce$ on the$ pe$rformance$ of e$mploye$e$s at Dr. Mohammad Zyn Sampang 

Re$gional Hospital 

2. The$ known value$ (t) for the$ work e$ngage$me$nt variable$ has a positive$ value$ of 3.313, whe$re$ 

this value$ is gre$ate$r than the$ t-table$, name$ly 2.001 . This me$ans that the$ work e$ngage$me$nt 

variable$ has a significant influe$nce$ on the$ pe$rformance$ of e$mploye$e$s at Dr. Mohammad Zyn 

Sampang Re$gional Hospital 

3. To ide$ntify the$ dominant variable$s influe$ncing e$mploye$e$ pe$rformance$ , se$e$ the$ table$ above$, 

which has the$ highe$st coe$fficie$nt value$ and the$ lowe$st significance$ value$. Work-life$ balance$ is 

the$ dominant variable$ influe$ncing e$mploye$e$ pe$rformance$ at Dr. Mohammad Zyn Sampang 

Re$gional Ge$ne$ral Hospital, with a coe$fficie$nt value$ of 7.230. 

4.2 F Test Results (Simultaneous Test) 
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F- te$st is use$d to simultane$ously te$st the$ inde$pe$nde$nt variable$s (X1 and X2 ) with the$ de$pe$nde$nt 

variable$ (Y) that are$ statistically significant . The$ re$sults of data proce$ssing using SPSS are$ as 

follows: 

Table 4.11 

F-test 

Model 
Sum of 

Square 
Df 

Mean 

Square 
F Sig. 

Re$gre$ssion 7,886 2 3,943 38,319 0,000 b 

Re$sidual 6,071 59 0.103   

Total 13,957 61    

Source$: Proce$sse$d data 

Base$d on the$ table$ above$, it is known that (F) is 38.319, whe$re$ this value$ is gre$ate$r than the$ 

F-table$, which is 3.150, me$aning that the$ work life$ balance$ variable$ and work e$ngage$me$nt has a 

significant impact on e$mploye$e$ pe$rformance$ Dr. Mohammad Zyn Sampang Re$gional Hospital. 

4.3 Discussion 

Base$d on the$ re$sults of data proce$ssing using multiple$ line$ar re$gre$ssion analysis, the$ re$sults 

obtaine$d show that the$ variable$s Work Life$ Balance$ and Work E$ngage$me$nt have$ a positive$ and 

significant e$ffe$ct on the$ pe$rformance$ of e$mploye$e$s at Dr. Mohammad Zyn Sampang Re$gional Ge$ne$ral 

Hospital, both simultane$ously and partially. The$ calculate$d F value$ of 38.319 is gre$ate$r than the$ F 

table$ of 3.150 with a significance$ le$ve$l of 0.000 < 0.05 . This me$ans that the$ two inde$pe$nde$nt variable$s 

toge$the$r are$ able$ to e$xplain variations in e$mploye$e$ pe$rformance$ improve$me$nts at this hospital. This 

finding shows that the$ balance$ be$twe$e$n work and pe$rsonal life$ and e$mploye$e$ e$ngage$me$nt in work are$ 

important factors that influe$nce$ work re$sults. 

The$ re$sults of this study support the$ Job De$mands-Re$source$s (JD-R) Mode$l the$ory de$ve$lope$d by 

(Bakke$r & De$me$routi, 2017) whe$re$ the$ balance$ be$twe$e$n job de$mands and available$ re$source$s 

de$te$rmine$s the$ le$ve$l of e$mploye$e$ e$ngage$me$nt and pe$rformance$. In the$ conte$xt of RSUD dr . 

Mohammad Zyn Sampang, e$mploye$e$s face$ high work pre$ssure$ due$ to the$ characte$ristics of hospital 

work that de$mands pre$cision, gre$at re$sponsibility for patie$nt safe$ty, and rotating work sche$dule$s. If 

the$ workload is not balance$d with organizational support and pe$rsonal life$ balance$, it can re$duce$ work 

e$nthusiasm, cause$ e$motional e$xhaustion, and le$ad to de$cre$ase$d pe$rformance$. (Hasaniyah e$t al., 2023) 

. The$ re$se$arch findings show that the$ Work Life$ Balance$ variable$ has a gre$ate$r influe$nce$ on 

pe$rformance$ than Work E$ngage$me$nt , with a t-value$ of 7.230 and a re$gre$ssion coe$fficie$nt of 0.528. 

This me$ans that incre$asing the$ balance$ be$twe$e$n work life$ and pe$rsonal life$ of e$mploye$e$s will 

contribute$ significantly to improving the$ir pe$rformance$. This condition is in line$ with the$ re$sults of 

re$se$arch by IGAW Putra & Utama, (2017) which state$s that the$ balance$ of time$ and satisfaction in 

carrying out work and family role$s he$lps e$mploye$e$s avoid stre$ss, incre$ase$ conce$ntration, and 

stre$ngthe$n loyalty to the$ organization. 

Furthe$rmore$, the$se$ re$sults are$ also in line$ with re$se$arch by Vyas & Arthur, (2017) which state$s 

that individuals who have$ a good work-life$ balance$ will te$nd to have$ highe$r le$ve$ls of productivity and 

cre$ativity. In a 24-hour hospital e$nvironme$nt, this balance$ is ve$ry important so that me$dical and non-

me$dical pe$rsonne$l can maintain the$ir physical and e$motional stability. Thus, hospital manage$me$nt 

ne$e$ds to pay atte$ntion to aspe$cts of work time$ manage$me$nt, providing re$st rights, and social support 

in the$ work e$nvironme$nt so that this balance$ can be$ achie$ve$d . Me$anwhile$, the$ Work E$ngage$me$nt 

variable$ was also shown to have$ a positive$ influe$nce$ on e$mploye$e$ pe$rformance$ with a t-value$ of 

3.313. This finding supports the$ vie$w (Schaufe$li & Bakke$r, 2010) that e$ngage$me$nt de$scribe$s a 

positive$ psychological condition in which individuals show high e$nthusiasm ( vigor ), de$dication ( 

de$dication ), and full involve$me$nt ( absorption ) in work. E$mploye$e$s with high work e$ngage$me$nt 

te$nd to be$ more$ e$nthusiastic, take$ initiative$, and have$ a strong se$nse$ of re$sponsibility in comple$ting 
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the$ir tasks. In the$ conte$xt of he$althcare$ se$rvice$s, this e$ngage$me$nt is re$fle$cte$d in how e$mploye$e$s 

provide$ se$rvice$s with e$mpathy, re$spond quickly to patie$nt ne$e$ds, and maintain se$rvice$ quality. 

This re$se$arch also aligns with the$ re$sults of Saks' (2019) re$se$arch , which found that e$mploye$e$ 

e$ngage$me$nt plays a crucial role$ in improving pe$rformance$ e$ffe$ctive$ne$ss in the$ public se$ctor be$cause$ 

it can stre$ngthe$n organizational commitme$nt and re$duce$ turnove$r rate$s. At RSUD dr . Mohammad 

Zyn Sampang, high work e$ngage$me$nt is crucial to e$nsure$ that e$ve$ry e$mploye$e$ fe$e$ls the$y have$ a dire$ct 

contribution to the$ succe$ss of he$althcare$ se$rvice$s. Howe$ve$r, a high le$ve$l of e$ngage$me$nt cannot be$ 

maintaine$d without an ade$quate$ work-life$ balance$. The$re$fore$, Work-Life$ Balance$ can be$ vie$we$d as 

the$ primary foundation for sustainable$ Work E$ngage$me$nt . The$ coe$fficie$nt of de$te$rmination (R²) of 

0.565 indicate$s that Work-Life$ Balance$ and Work E$ngage$me$nt can e$xplain 56.5% of the$ variation in 

e$mploye$e$ pe$rformance$ change$s, while$ the$ re$maining 43.5% is influe$nce$d by othe$r factors such as 

intrinsic motivation, work e$nvironme$nt, le$ade$rship style$, and re$ward syste$ms. This finding supports 

the$ re$se$arch of Wibowo and Marpaung (2021), which e$mphasize$s that work-life$ balance$ is inde$e$d an 

important factor, but optimal pe$rformance$ improve$me$nt can only be$ achie$ve$d if the$ organization also 

has a fair and supportive$ human re$source$ manage$me$nt syste$m. 

The$ore$tically, the$ re$sults of this study re$inforce$ the$ conce$pt of Conse$rvation of Re$source$s (COR) 

The$ory from Hobfoll, (1989) , which e$xplains that individuals will strive$ to maintain and prote$ct the$ 

re$source$s the$y have$, such as time$, e$ne$rgy, and e$motional we$ll-be$ing. Whe$n e$mploye$e$s have$ a balance$ 

in the$ir work life$, the$y can manage$ the$se$ re$source$s e$fficie$ntly so the$y are$ not e$asily e$xhauste$d or lose$ 

motivation. Conve$rse$ly, whe$n the$ balance$ is disturbe$d, the$y te$nd to e$xpe$rie$nce$ psychological stre$ss 

that can re$duce$ pe$rformance$. Ove$rall, this study confirms that Work Life$ Balance$ is the$ most dominant 

variable$ in influe$ncing e$mploye$e$ pe$rformance$, followe$d by Work E$ngage$me$nt . This stre$ngthe$ns the$ 

vie$w (Mangkune$gara, 2017) that e$mploye$e$ pe$rformance$ is not only de$te$rmine$d by te$chnical abilitie$s, 

but also by psychological and social conditions that affe$ct daily work. By cre$ating a balance$d work 

e$nvironme$nt and e$ncouraging e$mploye$e$ e$ngage$me$nt, hospitals can improve$ pe$rformance$, 

productivity, and the$ quality of se$rvice$ to the$ community. 

 

5. Conclusion 
5.1. Conclusion 

Base$d on the$ re$sults of the$ analysis and discussion, it can be$ conclude$d that Work Life$ Balance$ and 

Work E$ngage$me$nt have$ a positive$ and significant e$ffe$ct on the$ pe$rformance$ of e$mploye$e$s at Dr. 

Mohammad Zyn Sampang Re$gional Ge$ne$ral Hospital, both partially and simultane$ously. Partially, 

Work Life$ Balance$ has a more$ dominant influe$nce$ on pe$rformance$ than Work E$ngage$me$nt, as 

indicate$d by the$ re$gre$ssion coe$fficie$nt value$ of 0.528. This indicate$s that the$ balance$ be$twe$e$n work 

life$ and pe$rsonal life$ is the$ main factor that drive$s incre$ase$d e$mploye$e$ pe$rformance$, e$spe$cially in a 

hospital work e$nvironme$nt that has high pre$ssure$ and gre$at re$sponsibility for patie$nt safe$ty. 

This re$se$arch also re$inforce$s the$ Job De$mands–Re$source$s (JD-R) and Conse$rvation of Re$source$s 

(COR) the$orie$s, which e$mphasize$ the$ importance$ of managing pe$rsonal and organizational re$source$s 

to maintain morale$, de$dication, and work pe$rformance$. Thus, balancing job de$mands and 

organizational support is prove$n to be$ ke$y to optimal pe$rformance$ in the$ re$gional he$althcare$ se$ctor. 

5.2. Limitation 

This study has se$ve$ral limitations. First, the$ scope$ of the$ study was limite$d to one$ institution, name$ly 

Dr. Mohammad Zyn Re$gional Hospital in Sampang, so the$ re$sults cannot be$ ge$ne$ralize$d to all re$gional 

hospitals in Indone$sia. Se$cond, the$ data use$d we$re$ source$d from a que$stionnaire$ with a pe$rce$ptual 

approach, so the$re$ is a possibility of re$sponde$nt subje$ctivity bias. Third, this study only e$xamine$d two 

inde$pe$nde$nt variable$s, while$ e$mploye$e$ pe$rformance$ in the$ hospital conte$xt can also be$ influe$nce$d by 

othe$r factors such as le$ade$rship style$ , organizational culture$, compe$nsation, or work motivation. 

The$re$fore$, the$ re$sults of this study be$tte$r re$fle$ct the$ spe$cific conditions of Dr. Mohammad Zyn 

Re$gional Hospital in Sampang at the$ time$ the$ study was conducte$d. 
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5.3. Suggestion 

Base$d on the$ re$se$arch re$sults and limitations found, se$ve$ral re$comme$ndations can be$ put forward. 

 

1. For the$ manage$me$nt of Dr. Mohammad Zyn Sampang Re$gional Ge$ne$ral Hospital, it is 

re$comme$nde$d to stre$ngthe$n work-life$ balance$ policie$s by imple$me$nting a faire$r shift syste$m, 

providing sufficie$nt re$st time$, and providing e$mploye$e$ we$ll-be$ing programs to maintain the$ 

physical and me$ntal he$alth of e$mploye$e$s. 

2. To improve$ Work E$ngage$me$nt, hospitals can hold se$lf-de$ve$lopme$nt training, te$am building 

activitie$s, and awards for good pe$rformance$ so that e$mploye$e$s fe$e$l appre$ciate$d and e$motionally 

involve$d in the$ir work. 

3. For furthe$r re$se$arch, it is re$comme$nde$d to e$xpand the$ re$se$arch obje$ct to se$ve$ral othe$r re$gional 

hospitals so that the$ re$sults are$ more$ re$pre$se$ntative$, as we$ll as adding othe$r variable$s such as job 

satisfaction, motivation, and le$ade$rship style$ that may contribute$ to improving e$mploye$e$ 

pe$rformance$. 
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