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Abstract

The purpose of this study was to determine and examine the effect of work-life balance,
work stress and work motivation on employee job satisfaction with psychological capital as an
intervening variable. The method used in this study uses a quantitative approach, data collection
using a questionnaire and distributed to 81 respondents. Statistical data analysis using SEM-PLS
(Structural Equation Modeling-Partial Least Square) and using path analysis to examine the pattern
of relationships that reveal the influence of variables with other variables. Both direct and indirect
effects use the Smart PLS Ver 3.0 software. The results showed that the work-life balance directly
had a positive and significant effect on psychological capital with a p-value of 0.004 <0.05,

Keywords: Work-life Balance, Job Stress, Work Motivation, Psychological Capital, Job
Satisfaction

1.INTRODUCTION

Indonesia has entered the era of demographic bonus; this is based on the results of the
August 2021 National Labor Force Survey (Sakernas) where the productive age (15-64 years)
dominates the domestic population. The survey states that the highest contribution to the national
workforce is the millennial generation, which is 37.37 percent and Generation X at 34.52
percent.(Central Bureau of Statistics, 2021, p. 28).

Millennials, also known as Generation Y, are the demographic group born between 1980 and
2000(Central Bureau of Statistics, 2018, p. 33).

Some of the characteristics of the millennial generation include wanting to be fast-paced,
creative, dynamic, upholding freedom, being brave, critical, aware of technology and being active
on social media.(Central Bureau of Statistics, 2018, p. 18). The millennial generation as human
resources are an asset for companies or agencies that must be maintained and also develop its
potential. One of the government agencies whose employees are mostly millennials is the BNN
office in the Riau Islands.

Provincial National Narcotics Agency or abbreviatedBNNP is a vertical agency of the
National Narcotics Agency that carries out the duties, functions, and authorities of the National
Narcotics Agency within the province. Regency/City BNN is a vertical agency of the National
Narcotics Agency that carries out the duties, functions, and authorities of the National Narcotics
Agency within the Regency/City area.The Batam BNN Rehabilitation Workshop is a Technical
Implementation Unit (UPT) of the National Narcotics Agency in the field of rehabilitation services
for abusers and/or addicts of narcotics, psychotropic substances, and other addictive
substances.(National Narcotics Agency, 2014, p. 32).

Generation Y or millennials tend to like a relaxed work atmosphere and are able to do
several things simultaneously or multi-task. This generation is called millennial because of their
closeness to the millennium era and raised in the digital age. The millennial generation has a fairly
high self-confidence compared to the generations before them at the same age. This confidence is
manifested in the form of optimism. They don't give up easily to solve a problem. Because they
have many instruments that can be used to find solutions, one of which is technology.

There is a stereotype against millennials who think that the millennial generation is a
workforce that is not loyal to the company and wants too much reciprocity in the
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workplace.(Buzza, 2017, p. 52). Compared to previous generations, millennials are more often free
to move from one job to another. Millennial workers show a low desire to stay in their current job.
They are quite open to various alternative jobs(Adkins, 2019, p. 45).

The purpose of working is also different between millennials and generationsprevious
generation. Millennials work because they are driven by the need to do something meaningful to be
someone, create something, and achieve satisfaction and get rewarded for bringing change to the
world. In contrast to Generation X, whose work goal is to earn a decent living, comfort for their
families and offspring (Yudith and John, 2018, p. 41).

Another factor that influences employee job satisfaction is work motivation.Job satisfaction
is affectedby work motivation in an organization, this means that work motivation is the basic
capital and at the same time a trigger factor for employees to work and be satisfied with their
work.(Can, 2016, p. 35). Based on information from the personnel departmentBNN in the Riau
Islands, there are still many employees who have low discipline, this is one indicator that the
motivation of these employees is also low.

The aims of this research are:

1. To find out and analyze whether work-life balance affects the psychological capital of BNN
millennial employees in the Riau Islands.

2. To find out and analyze whether work stress affects the psychological capital of BNN millennial
employees in the Riau Islands.

3. To find out and analyze whether motivation has an effect on the psychological capital of BNN
millennial employees in the Riau Islands.

4. To find out and analyze whether work-life balance has an effect on job satisfaction of BNN
millennial employees in the Riau Islands.

5. To find out and analyze whether work stress has an effect on job satisfaction of BNN millennial
employees in the Riau Islands.

6. To find out and analyze whether motivation has an effect on job satisfaction of BNN millennial
employees in the Riau Islands.

7. To find out and analyze whether psychological capital has an effect on job satisfaction of BNN
millennial employees in the Riau Islands.

8. To find out and analyze whether work-life balance has an effect on job satisfaction of BNN
millennial employees in the Riau Islands through psychological capital.

9. To find out and analyze whether work stress affects the job satisfaction of millennial BNN
employees in the Riau Islands through psychological capital.

10.To find out and analyze whether motivation has an effect on job satisfaction of BNN millennial
employees in the Riau Islands through psychological capital.

2. LITERATURE REVIEW
2.1. Job Satisfaction

Edwin A. Locke as quoted by Luthans(2006, p. 74)defines job satisfaction as a pleasant
feeling or positive feeling that is the result of an assessment of one's work experience.Job
satisfaction is a belief that can foster the desire of employees to work optimally in the
company(Utomo et al., 2017, p. 65).According to Afandi(2018, p. 77) job satisfaction indicators
include; satisfaction with work, satisfaction with wages, satisfaction with promotion opportunities,
satisfaction with superior supervision and satisfaction with coworkers.
2.2. Psychological Capital

Luthan, Youssef and Avolio define Psychological capital as part of individual human
development, which is synonymous with having the confidence to take and exert efforts to achieve
success in challenging tasks (self-efficacy); be positive about current and future success
(optimism); persevering in achieving goals/goals and if necessary diverting ways to achieve goals
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as part of success (hope); when hit by problems and difficulties, it can survive and bounce back
even beyond its original state to achieve success (resiliency)(Luthans et al., 2007, p. 24).

Psychological capitalrefers to positive psychological resources, which are owned by an
individual and are useful in predicting the synthesis of the psychological state of work, individual
high performance and happiness index. This positive mentality can lead to positive organized
behavior, making individuals diligent in doing the right thing and getting higher performance and
job satisfaction(Zhao & Hou, 2009).

2.3. Work-L ife Balance

In the world of work,The existence of a balance between work and life outside of work is
known as work-life balance. Work-life balance is the degree to which employees are equally
engaged and satisfied in their roles in their work and non-work lives(Greenhaus et al., 2003, p.
510).Schermerhorn(2013, p. 412)revealed that Work-Life balance is a person's ability to balance
the demands of work with personal and family needs.

Work-life balance indicators consist of time balance, involvement balance and satisfaction
balance.(McDonald et al., 2005, p. 17).

2.4. Work Stress

In human resource management, job stress is not a new thing. Every employee has the
potential to experience work stress due to workload, work conflict, or other problems caused in the
work environment. According to Siagian(in Fatikhin, 2017, p. 81)Job stress is a condition of
tension that creates a physical and psychological imbalance, which affects the emotions, thought
processes, and condition of an employee.

Sunyoto(2012, p. 92)defines that stress is a consequence of anyenvironmental actions and
situations that may create excessive psychological and physical demands. According to
Mangkunegara(2013, p. 102)Stress is a feeling of pressure experienced by employees in dealing
with work. Another definition expressed by Hasibuan(2016, p. 45)Stress is a condition of tension
that affects a person's emotions, thought processes and conditions.

According to Hasibuan(2016, p. 48), Work stress indicators are workload, leader attitude, working
time, conflict, communication, work authority.

2.5. Work Motivation

Motivation is a desire that arises from within a person or individual because he is inspired,
encouraged, and driven to carry out activities with sincerity, pleasure and earnestness so that the
results of the activities he does get good and quality results.(Afandi, 2018, p. 54).
Mangkunegara(2013, p. 102)suggested thatMotivation is a condition that moves employees to be
able to achieve the goals of their motives.

According to Maslow(in Mangkunegara, 2013, p. 102)indicators formeasuring motivation,
namely physiological needs, security needs, social needs or a sense of belonging, self-esteem needs
and self-actualization needs.

2.6. Hypothesis

H1 : Work-life balanceaffect psychological capital

H2 : Work stress affects psychological capital

H3 : Work motivation affects psychological capital

H4 : Work-life balanceaffect job satisfaction

H5 : Job stress affects job satisfaction

H6 : Work motivation affects job satisfaction

H7 : Psychological capitalaffect job satisfaction

H8 : Work-life balanceaffect job satisfaction through psychological capital
H9 : Job stress affects job satisfaction through psychological capital

H10 : Work motivation affects job satisfaction through psychological capital

3.RESEARCH METHOD
This research was carried out at the BNN office in the Riau Islands. The research was
conducted quantitatively by using a questionnaire to 81 respondents.
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Determination of the sample in this study using purposive sampling technique. The criteria
used as a sample are millennial employees or those currently aged between 22 to 40 years, status as
permanent employees / civil servants who work at the Riau Islands BNN office. The data analysis
method used is descriptive analysis and structural modeling (SEM).

4.RESULTS AND DISCUSSION

Questionnaires distributed to respondents have been tested for validity using product
moment correlation and instrument reliability using Cronbach Alpha. There are 75 items of
questions posed to respondents that have met the valid and reliable requirements.
4.1. Analysis of the Measurement Model (Outer Model)
a. Load Factor Test Results

Based on the table of outer loading measurement results, from 75 question items, there
are values > 0.7 or 55 items are considered valid.

b. AVE. Test Results

Variable Average Variance Extracted (AVE)
X1 (Work-Life Balance) 0.703
X2 (Work Stress) 0.686
X3 (Work Motivation) 0.680
Z (Psychological Capital) 0.734
Y (Job Satisfaction) 0.734

Based on the results of the AVE test in the table above, all AVE values > 0.5 indicate
that all variables meet the requirements of convergent validity.

c. Fornell-Larcker Criterion

. Job . Psychological Work-Life
Variable o o T Motivation Capital Work Stress Balance
Job
satisfactio 0.857
n
Mo“r:’a“o 0.455 0.825
Psycholo
gical 0.764 0.627 0.857
Capital
Work
Stress -0.624 -0.182 -0.583 0.829
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0.609 0.799 0.709 -0.428 0.839
Balance

d. Heterotrait-Monotrait Ratio (HTMT)

Variable Y X3 Z X2 X1
Y
X3 0.476
Z 0.745 0.733
X2 0.619 0.237 0.647
X1 0.610 0.713 0.796 0.430

Based on the table above, the correlation results of all variables have a correlation value of <
0.900 so that all variables are declared valid.

e. Composite Reliability

Variable Composite Reliability
X1 (Work-Life Balance) 0.922
X2 (Work Stress) 0.938
X3 (Work Motivation) 0.914
Z (Psychological Capital) 0.892
Y (Job Satisfaction) 0.961

Based on the results of the Composite Reliability test in the table above, it was found that all
values> 0.7, then the construct was considered reliable.

f. Cronbach's Alpha reliability

Variable Cronbach's Alpha
X1 (Work-Life Balance) 0.896
X2 (Work Stress) 0.924
X3 (Work Motivation) 0.882
Z (Psychological Capital) 0.818
Y (Job Satisfaction) 0.955

Based on the results of the reliability test in the table above, it can be concluded that all
variables are reliable because they have Cronbach's Alpha values > 0.7.

4.2. Structural Model Analysis (Inner Model)
a. R-Square. Test Results

Variable R Square Adjusted R Square
z 0.639 0.625
Y 0.642 0.623

Based on the results of the R-square test above, it is found that 63.9 percent of the Z variable
is influenced by the variables X1, X2, X3. As much as 64.2 percent of the variable Y is influenced
by variables X1, X2, X3 and Z.
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b. Colinearity Test Results

Variable X1 X2 X3 Z Y
X1 3,582 3,763
X2 1.342 1,808
X3 3,024 3,361

Z 2,768
Y

Based on the information above, the structural model in this study does not contain a
collinearity problem because the VIF value is > 5.00.

c. Structural Model Path Coefficients
Direct Effect Hypothesis

. Original Sample Standard T

Viaietsls Sar?]ple Mea?n Deviation Statistics »veles
Xl —7Z 0.255 0.246 0.089 2,859 0.004
Xl —>Y 0.175 0.177 0.144 1,212 0.226
X2 —7Z -0.410 -0.411 0.079 5,194 0.000
X2 —>Y -0.248 -0.272 0.126 1,973 0.049
X3 —>7Z 0.349 0.363 0.109 3,204 0.001
X3 —>Y 0.067 0.042 0.122 0.548 0.584
Z—-Y 0.538 0.502 0.139 3,859 0.000

Relationship between variablescan be said to be significant when the value of T-statistics>
1.96,(Ghozali, 2017, p. 78). If the probability value (P Value) < Alpha (0.05) then Ho is accepted
(there is an influence between the independent variables on the dependent variable). Based on the
results of the direct influence analysis test, it can be seen that those that have a direct influence are
XlonZ, X2onZ, X3onZ, X2onYandZonY.

Indirect Effect Hypothesis Testing

Variable Original Sample Star)dgrd T _ P
Sample Mean Deviation Statistics Values
Xl->Z7Z—>Y 0.137 0.125 0.061 2,265 0.024
X2—Z7Z—>Y -0.221 -0.205 0.066 3,319 0.001
X3>Z—>Y 0.188 0.180 0.072 2,615 0.009

1) Based on the table above, the coefficient value of the indirect effect of X1 on Y through Z is
2.265 > 1.96 with a P value of 0.024 <0.05 so that it can be stated that the Z variable mediates
the effect between the X1 variable on the Y variable.

2) Based on the table above, the coefficient value of the indirect effect of X2 on Y through Z is
3.319 > 1.96 with a P value of 0.000 <0.05, so it can be stated that the Z variable mediates the
effect between the X2 variable on the Y variable.

3) Based on the table above, the coefficient value of the indirect effect of X3 on Y through Z is
2.615 > 1.96 with a P value of 0.009 < 0.05. It can be stated that the Z variable mediates the
effect of the X3 variable on the Y variable.

5. CONCLUSIONS AND SUGGESTIONS
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5.1. Conclusion
Based on the table above, the results of hypothesis testing are obtained:

H1 : Work-life balancesignificant positive effect on psychological capital
H2 : Work stress has a negative effect on psychological capital

H3 : Work maotivation has a positive effect on psychological capital

H4 : Work-life balancedoes not affect job satisfaction

H5 : Job stress has a negative effect on job satisfaction

H6 : Work motivation has a positive effect on job satisfaction

H7 : Psychological capitalaffect job satisfaction

H8 : Work-life balanceaffect job satisfaction through psychological capital
H9 : Job stress affects job satisfaction through psychological capital

H10 : Work motivation affects job satisfaction through psychological capital

5.2. Suggestions
Suggestions that can be given in this research are:

1. Management is expected to pay more attention to the work-life balance of employees by
arranging the main tasks and functions (tupoksi) or assignments based on an analysis of the
workload of each employee.

2. Employees are expected to be able to balance time for work and time for activities outside of
work, so that the physical and mental health of employees can be maintained properly.

3. Employees are expected to have strategies to manage work stress that are tailored to the needs
and abilities of the employees themselves.

4. The personnel department can develop programs intended for employees, in order to increase
work motivation for all employees.

5. With concern for employee work-life balance, good work stress management, as well as
increasing work motivation and employee psychological capital, it is expected to increase
employee job satisfaction.

6. The nature and characteristics of the millennial generation, if developed effectively can provide
benefits and advantages for the organization. Organizations need to understand that the
millennial generation in doing their work requires rewards, recognition, involvement and
flexible working hours in order to maintain the mental health of employees.

7. Further researchers should emphasize more on job satisfaction factors that have not been studied
in this study.
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