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ABSTRACT

Technological developments have caused
changes in work patterns in offices, including
BPJS Employment, Medan Kota Branch, which
has decreased since the last three years. The
decline in employee performance was
exacerbated by the presence of the COVID-19
pandemic, which caused employees to have to
work from home, so that it had an impact on
their work-life balance and organizational
support. This study aims to determine and
analyze the effect of work-life balance and
perceived organizational support on the
performance  of employees of BPJS
Employment, Medan Kota Branch mediated by
affective commitment. This research is
guantitative research. The population in this
study was 50 employees of BPJS Employment
Medan Kota Branch. The number of samples in
this study was 50, with a saturated sampling
technique. The data analysis method used is
SEM with SmartPLS. The results indicate that
the factors that directly affect the employees’
performance at BPJS Employment, Medan Kota
Branch include work-life balance, perceived
organizational support, and affective
commitment.

Keywords: Work-Life Balance, Perceived
Organizational Support, Affective Commitment,
Employee Performance

INTRODUCTION
Indonesia is one of the emerging nations
with the fastest technological growth. The

advancement of technology has made it
possible for individuals to do practically all
of their daily activities from home,
including shopping, learning, and even
working. In learning from home and
working from home, online (network)
approaches are often used, which involve
the use of internet facilities and home-based
software  without direct face-to-face
encounters. In Indonesia, the work-from-
home (WFH) system has been adopted by
all firms, including public, state-owned, and
private organizations. This began as a result
of the outbreak of the COVID-19 pandemic
in Indonesia at the start of the year 2020.
According to the CNN Jakarta poll (2020),
73% of Indonesian employees are willing to
do WFH. In addition, Anugrah (2021)
highlighted that, according to SOEs
employee survey data, 66 percent of SOES
workers who implemented WFH and more
than 84 percent reported that their
productivity was increasing.

In contrast to Anugrah's results, Fikri's
(2020) research indicates that 75 percent of
workers find it difficult to separate their
time due to the heavy workload associated
with motherhood and household leadership
responsibilities, which have become a
priority at home. Organizational units and
incumbents must complete a certain number
of tasks within a predetermined timeframe.
This results in physical and mental fatigue
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as well as an emotional reaction. When
workers are physically and emotionally
exhausted, it has a negative effect on their
work productivity, which in turn affects the
company's performance. The method of
working from home has negative effects on
employees since it may hinder productivity
and performance (Brooks, 2020). The
impact of the COVID-19 pandemic has

caused many companies to experience a
decline in the performance of their
employees, with the exception of BPJS
Employment, Medan Kota  Branch.
However, based on the performance data of
BPJS Employment, Medan Kota Branch has
experienced a decline since before the
COVID-19 pandemic in Indonesia, as
shown in table 1.

Table 1: Employee Performance Data for BPJS Employment Medan Kota Branch, Year 2018-2020

2018 2019 2020
Criteria Rating

Number  of |Employee Number  of| Employee Number  of | Employee

employees performance (%) |employees performance (%) |employees performance (%)
Special 55-<6|18 33.96 3 5.26 0 0.00
Very satisfying N 56.60 44 77.19 49 87.50
Satisfying 4-<45|0 0.00 4 7.02 5 8.93
Good 35-<4|0 0.00 0 0.00 2 3.57
Enugh 2,5<35 |0 0.00 1 1.75 0 0.00
Proportionate
candidates for work |<2°  [® 9.43 5 8.77 0 0.00
Amount 53 100 57 100 56 100

According to Table 1, there is a decrease in
the employee performance of BPJS
Employment. In 2018, as many as 18
employees received special criteria for their
performance with a presentation of 33.96
percent. Meanwhile, in 2019, employees
who received special criteria were only 5.26
percent, and even in 2020, not a single
employee received special criteria. The
absence of employees who obtain special
criteria for their performance is due to the
existence of a work from home policy that
began to be established by BPJS
Employment, Medan Kota Branch since the
beginning of the COVID-19 pandemic.
Employees are often unable to strike a
balance between their work life and their
personal life. This problem is commonly
known as work-life balance (WLB). Several
scholars have underlined that work-life
balance management is one of the most
essential managerial methods for enhancing
employee and organizational performance.
This is because work-life balance tends to
have a positive impact on retention,

employee engagement, employee behavior,
performance, higher productivity, job
satisfaction, and employee commitment to
the organization (Kim, 2014). Rochim
(2019) and Herlambang (2019) discovered,
however, that work-life balance had no
positive influence on employee
performance. In contrast to earlier studies,
Mehwish and Muhammad (2017) and
Wolor (2020) show that work-life balance
has a positive and statistically significant
effect on employee performance. In recent
decades, many studies have developed the
concept of the relationship between
perceived organizational support and
affective commitment in social exchange
activities. Organizational motivation theory
suggests that perceived organizational
support can increase organizational affective
commitment by establishing a policy of
having concern for organizational well-
being as well as in achieving organizational
goals (Marique et al., 2013). Meyer in
Waeyenberge (2016) states that affective
commitment refers to the emotional or
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affective relationships of an organization
that go through employee involvement as
well as organizational identification.
Hodgkinson (2018) argues that only
affective commitment can be managed and
has a strong link to public service. Affective
commitment can arise in a person due to
several factors, namely work experience,
perceived organizational support, and trust
(Mercurio, 2014). Affective commitment
involves  the  employee’'s  emotional
attachment to the company. Employees will
continue to work at the company when they
feel they have positive feelings that will
bind employees with the company.
Employees with high affective commitment
can identify and strongly support company
goals and values (Walston & Johnson,
2022). Although affective commitment has
proven to be important, many employees
still do not have a commitment to their
workplace. Especially in the current
millenial generation, they tend to easily
move from one company to another due to
the lack of work-life balance, rigid work
environment, and the need for self-
actualization. According to Bloomer et al.
(2013), affective commitment serves as a
motivator that may enhance the competence
and performance of employees. This
confirms the study performed by Astuty
(2020), who determined that the existence
of affective commitment has a significant
impact on employee performance. However,
the findings of Yuniawan and Udin (2020)
suggest that affective commitment has no
effect on employee performance. Based on
the facts above, it is clear that the BPJS
Employment Medan Kota Branch has
problems with employee performance and
research gaps in which work-life balance,
perceived organizational support, and
affective commitment have a negative effect
on employee performance.

Referring to the phenomenon that has been
described, the research questions are:

RQ1: Does work-life balance affect the
employees' affective commitment at BPJS
Employment Medan Kota Branch?

RQ2: Does the perceived organizational
support have an effect on the employees'
affective commitment at BPJS Employment
Medan Kota Branch?

RQ3: Does work-life balance affect the
employees' performance at BPJS
Employment Medan Kota Branch?

RQ4: Does the perceived organizational
support have an effect on the employees'
performance at BPJS Employment Medan
Kota Branch?

RQ5: Does affective commitment
affect the employees' performance at BPJS
Employment Medan Kota Branch?

RQ6: Does work-life balance affect
employee performance through affective
commitment in BPJS Employment Medan
Kota Branch?

RQ7: Does perceived  organizational
support affect the performance of
employees through affective commitment in
BPJS Employment Medan Kota Branch?

Accprdingly, the purposes to be achieved

from this study are

1. To analyze the effect of work life
balance on employee performance at
BPJS Employment, Medan Kota
Branch.

2. To analyze the effect of perceived
organizational support  on the
employees’ performance at  BPJS
Employment, Medan Kota Branch

3. To analyze the effect of the balance of
work life on the affective commitment
of employees at BPJS Employment,
Medan Kota Branch.

4. To analyze the effect of perceived
organizational support on affective
commitment at BPJS Employment,
Medan Kota Branch.

5. To analyze the effects of affective
commitment on the performance of
employees at BPJS Employment, Medan
Kota Branch.

6. To analyze the effect of work-life
balance on employee performance
through affective commitment to BPJS
Employment, Medan Kota Branch
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7. To analyze the effect of perceived
organizational support on employee
performance through affective
commitment to BPJS Employment,
Medan Kota Branch..

The findings of this research are anticipated
to be valuable as one of the resources that
may be investigated in an effort to increase
knowledge, particularly about work-life
balance, perceived organizational support,
affective commitment, and employee
performance. In order to achieve the goals
of BPJS Employment, Medan Kota Branch
and practical benefits can be one of the
sources of information and materials for
consideration or input in improving
employee  performance through the
influence of work-life balance, perceived
organizational support, and affective
commitment. It is anticipated that it will
contribute to the advancement of research
and serve as a tool for gaining practical
knowledge on work-life balance, perceived
organizational support, affective
commitment, and employee performance.

LITERATURE REVIEW

Employee performance

The term "performance” is derived from the
terms “job performance” and "actual
performance” and refers to the quality and
quantity of work accomplished by an
employee in the context of fulfilling their
assigned responsibilities (Mangkunegara,
2011). Robbins (2016) defines performance
as the result of an employee's work in
accordance with the job's required criteria.
Atatsi (2019) defines employee performance
as behaviors and measurable outcomes that
employees follow or generate in relation to
and in support of company goals. Some
viewpoints on performance imply that
performance is the outcome of work or the
degree of success achieved by workers in
their area of work, which is directly
reflected in the quantity and quality of
output generated in compliance with job
requirements. In their research, Diamantidis
& Chatzoglou (2019) concluded that there
are six factors that can affect employee

performance, including  organizational
support, organizational climate, work
environment, flexibility, and intrinsic
motivation. Meanwhile, based on the
research results of Krishnaveni & R.
Monica (2018), they concluded that
empowerment, competency development
practices, rewards and recognition, as well
as work involvement, are some of the
factors that can affect the level of employee
performance. According to Robbins (2016),

performance indicators are a tool for
assessing the degree of employee
performance  achievement. It  divides

performance appraisal into the following
categories:  work  quality,  quantity,
timeliness, effectiveness, and autonomy.

Work life balance

Numerous studies suggest that work-life
balance has a significant influence on an
individual's psychological wellbeing and
sense of life's harmony, which is an
indicator of the balance between duties at
work and roles at home. The term "work-life
balance™ refers to the relationship between
an individual's working and non-working
activities. It is often assumed that achieving
a positive work-life balance requires
devoting more time to one activity (work) in
order to have more time for other activities
(outside work) (Kelliher, 2018). Work-life
balance represents satisfaction with one's
professional and personal life, in the
absence of role conflicts (Kim, 2014). This
work-life balance is also known as one's
ability to meet work and family obligations
and other non-work-related duties and
activities. According to Schermerhorn
(2013), work-life balance is related to a
person's capacity to achieve a balance
between work demands and the
requirements of their personal and family
life. According to Delecta (2011), work-life
balance is described as an individual's
capacity to meet their work and family
obligations, as well as other non-work-
related tasks, while maintaining a healthy
work-life balance. Work-life balance
programs, according to Robbins and Coulter
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(2012), include resources for parent and
child care, worker health and welfare care,
relocation, and other services. Many
businesses provide the family-friendly
benefits workers need to maintain a healthy
work-life balance, including flexible hours,
job sharing, long-distance communication,
and other options. Gragano (2020) describes
in general the influence of work-life balance
as divided into four types of influence
between work and family based on its
direction and valence. The four types
include: family-to-work conflict, work-to-
family conflict, family-to-work
enrinchment, and work-to-family
enrichment. Work-life balance is influenced
by various variables that may be related to
the individual, family, job, or both. A study
conducted by Vyas and Shrivastava (2017)
provides an overview of eleven factors that
affect work-life balance, including social
support, organizational issues, stress issues,
information technology and work issues,
and family  issues, social  issues,
organizational support, work-load issues,
individual issues, and lack of knowledge.
According to Fisher (2012), work-life
balance is divided into two groups, each of
which has two dimensions; first, demands:
a) work interference with personal life and
b) personal life with work interference.
Second, resources; (a) work enhancement of
personal life, (b) personal life enhancement
of work. According to Bulger and Fisher
(2012), a work-life balance may have
several advantages. Work-life balance may
enhance employee performance and
attitudes by enabling workers to better
balance their responsibilities. In addition to
satisfied and  productive  employees,
companies benefit from the capacity to
attract, retain, and motivate workers. If there
is a policy that impacts work-life balance
from the perspective of corporate social
responsibility, it may help enhance the
company's image. Meanwhile, Gragano
(2020) argues that work-life balance may
increase job happiness, performance, and
organizational dedication in addition to the
quality of one's personal and family life. In

addition, it can also reduce the occurrence
of stress-related symptoms such as
psychological discomfort, emotional
fatigue, anxiety, and depression by
achieving a work-life balance.

Perceived Organizational Support

The term "perceived organizational support”
(POS) relates to employees' perceptions of
the extent to which their contributions are
valued and their well-being is considered by
the  company  (Eisenberger,  2014).
According to Robbins (2015), perceived
organizational support refers to the extent to
which employees think that the organization
values their contributions and cares about
their well-being. Employees view their
employment relationships as reciprocal
relationships that show relative dependence
and go beyond formal contracts. Similarly,
Eisenberger (2014) argues that perceived
organizational support is the level at which
employees believe that their organization
values their contributions and cares for their
well-being. Organizations can do several
things to support their employees, including
providing adequate compensation,
protecting job security, developing jobs, and
minimizing political impact (Colquitt et al.,
2018). Organizational support can provide
benefits for employees, such as acceptance
and recognition. POS can also help
employees with the various tasks they need
to perform (Havizd & Gupron, 2019). Based
on Allen's research (2020), in general, there
are three factors that affect perceived
organizational support by employees,
including (1) job characteristics, stressors,
and organizational actions. Based on Yuan's

(2017) research, three-dimensional
measures of perceived organizational
support were adopted. Job support,
emotional support, and developmental

support are the three dimensions. According
to Agustian and Fitria (2020), perceived
organizational support (POS) has three
dimensions: (1) fairness; (2) supervisor
support; and (3) organizational rewards and
job conditions. Neves & Eisenberger (2014)
argue that the existence of perceived
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organizational support by employees is
important. ~ Among  these are: (1)
organizational commitment; (2) job-related
affect; (3) job involvement; (4)
performance; (5) strains; (6) desire to stay;
and (7) withdrawal behavior.

Organizational commitment

According to Robbins and Judge (2017),
organizational commitment is "the extent to
which an employee identifies with a
particular organization and its goals and
wants to maintain his or her position within
the  company.”  Thus, we define
organizational commitment as  an
employee's  willingness to  perform
organizational responsibilities and a desire
to keep his or her position within the
organization. Moorhead and Griffin (2013)
mention that organizational commitment is
an attitude that reflects the extent to which
an individual knows and is attached to their
organization, and organizations can increase

commitment among employees by
cultivating employee-
perceived organizational support, which

reflects the extent to which organizations
care about employee well-being (Colquitt et
al.,, 2018). As Luthans (2011) mentions,
there are several special stages in an effort

to increase employee organizational
commitment, including: (1) Commit to
people-first value; (2) explain and

communicate the company's mission; (3)
ensure organizational justice; and (4) create
a sense of community; (5) support employee
development. As per Meyer in Khanan
(2021), organizational commitment consists
of three components, including: (1) affective
commitment; (2) continuous commitment;
and (3) normative commitment.

Affective commitment

The affective commitment approach is a
widely used technique for organizational
commitment. Luthans (2015) mentions
affective commitment as a strong desire to
engage with the organization, a strong
desire to achieve a high level of competence
on behalf of the organization, and a certain

belief in the acceptance of organizational
values and goals. As Wong (2015) argues,
affective commitment refers to the extent to
which a person identifies with and
participates in a particular organization.
Meyer in Waeyenberge (2016) suggests that
affective commitment refers to the
emotional or affective relationships of an
organization that go through employee
engagement as well as organizational
identification.

Perceptions of job  characteristics,
dependence on the organization, perceptions
of participatory management, and tenure.
Mercurio (2015) explains that studies on the
causes of emotional commitment have
gained popularity as a result of the empirical
correlations shown between affective
commitment and turnover, absenteeism,
organizational citizenship behavior, and
stress. Mangago (2014) concludes that the
antecedents of affective commitment
include objective and subjective aspects of
work, which are classified into three
categories: personal characteristics,
structural ~ characteristics, and  work
experience. Fenandez-Lores (2015) states
that the dimension of affective commitment
consists of three, namely: (1) identification
with the organization, (2) involvement in
the organization, and (3) emotional
attachment to the organization.

The influence of work-life balance on
affective commitment

Work-life balance has become an important
topic in the workplace as it can lower

turnover rates, create job engagement,
performance, high  productivity, job
satisfaction, and organizational

commitment. Kim (2014) stated that work-
life balance can increase employee affective
commitment. This is in line with research
conducted by Nadeeshani & Nishanthi
(2020), who suggested that work-life
balance has a fairly high influence on
employee affective commitment.
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The influence of perceived organizational
support on affective commitment

Several research on affective commitment
based on social exchange concludes that one
of the important factors that can affect
affective  commitment is  perceived
organizational support (POS), both directly
in the banking and trade sectors and
indirectly in the banking and education
sectors (Alshaabani, 2021). Alshaabani's
research found that the influence of
perceived organizational support can
positively influence affective commitment.
With an increase in perceived organizational
support by employees, the likelihood of
employees having a positive sense of
commitment to the organization increases.
This research is in line with the research of
Astuty & Udin (2020), who found that there
is a significant influence of perceived
organizational support on the affective
commitment of employees.

The effect of work-life balance on
employee performance

Employee productivity and performance
will decrease if the company fails to
consider the importance of work-life
balance and manage it properly. Wolor et al.
(2020) stated that work-life balance has an
influence on the performance of employees
of the millennial generation. However, Kim
(2015) has a different opinion, finding that
there is no direct influence of work-life
balance on the performance of in-role
employees. According to Mehwish and
Muhammad (2017), work-life balance has a
positive and significant relationship with
employee performance, and the role of
family and demographics plays an important
role in determining how well work-life
balance is maintained in the company.

The effect of perceived organizational
support on employee performance

Shabbir et al. (2021) stated that, based on
the results of their research, they found that
the perception of organizational support has
a significant positive effect on employee
performance. Similarly, Ridwan & Ali

(2020) found that the perception of
organizational support has a positive and
significant effect on employee performance,
both partially and simultaneously. While
Karepete et al. (2016) found that perceived
organizational support does not have a
direct effect on employee performance. The
results of this study are different from the
research of Sabir et al. (2020), which
showed a direct effect of perceived
organizational ~ support on employee
performance.

The influence of affective commitment on
employee performance

Affective commitment acts as a motivator,
increasing various competencies that benefit
employees and, as a result, improving
employee performance (Bloemer et al.,
2013). Affective commitment affects
employee performance positively and
significantly (Astuty & Udin, 2020). This is
in line with the research of Ridwan et al.
(2020), which states that affective
commitment affects employee performance
both partially and simultaneously. Unlike
previous studies, Yuniawan and Udin
(2020) found that there was no influence of
affective  commitment on  employee
performance.

Hypotheses proposed

Hipotesis yang disusun adalah sebagai
berikut

H1: Work-life balance has a significant
effect on the employees' affective
commitment at BPJS Employment, Medan
Kota Branch.

H2: The perceived organizational support
has a significant effect on the employees'
affective commitment at BPJS Employment,
Medan Kota Branch.

H3: Work-life balance has a significant
effect on the employees' performance
at BPJS Employment, Medan Kota Branch.
H4: The perceived organizational support
has a significant effect on the employees'
performance at BPJS Employment, Medan
Kota Branch.
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H5: Work-life balance has a significant
effect on the employees' performance at
BPJS Employment Medan Kota Branch
through affective commitment.

H6: The perceived organizational support
has a significant effect on the employees'
performance at BPJS Employment, Medan
Kota Branch, through Affective
Commitment.

H7: Affective commitment has a significant
effect on the employees' performance at
BPJS Employment, Medan Kota Branch.

RESEARCH METHODS

This study uses a sample survey approach,
i.e., data collection is only done on a part of
the population (Arikunto, 2010). Based on
research problems, techniques and tools
used in this research are quantitative
descriptive, with the nature of explanatory
research that explains the relationship
between research variables and hypothesis
testing that have been formulated
previously. This research was conducted at
BPJS Employment, Medan Kota Branch
North  Sumatera. The research was
conducted from January to April 2022.

Population and Sample

The population in this research is employees
at BPJS Employment, Medan Kota Branch,
who numbered 50 people with the minimum
criteria of having worked for three years.
The entire population of 50 people will be
observed (using a saturated sample).
According to Sugiyono (2017), a saturated
sample is a sample that represents the total
population, which is usually done if the
population is considered small or less than
100 people.

Operational Variable

Work-life balance (X1) is the life balance
felt by employees at BPJS Employment,
Medan Kota Branch, between their work
and personal lives, without role conflicts.
Perceived Organizational Support (X2) is
the degree to which employees think that
BPJS Employment, Medan Kota Branch
appreciates their contributions and supports

their work. "Employee performance” (Y) is
the work results achieved by employees at
BPJS Employment, Medan Kota Branch, in
their jobs according to certain criteria that
apply within the company. Affective
Commitment (Z) is a strong desire of
employees at BPJS Employment, Medan
Kota Branch to be involved with the
company; a strong desire to achieve a high
level of competence on behalf of the
company; and a certain confidence in
accepting the values and goals owned by
BPJS Employment, Medan Kota Branch.

Data sources and types

Primary and secondary data are used in this
investigation. According to  Sugiyono
(2017), primary data is a data source that
supplies data collectors with information
directly. This data was collected directly
from respondents at the study site using
questionnaires and interviews addressing the
examined variables. Secondary data is data
sources that do not provide data collectors
with information directly.

Methods for Data Analysis

Data analysis activities include grouping
data based on variables and types of
respondents; tabulating data based on
variables from all respondents; presenting
data for each variable studied; performing
calculations to answer the problem
formulation; and performing calculations to
test proposed hypotheses. In this work, data
analysis was conducted using Partial Least
Square (PLS). PLS is a type of component-
based structural equation modeling (SEM).
According to Ghozali (2016), PLS is an
alternate technique that changes from
covariance-based SEM to variant-based
SEM. For path analysis with observed
variables using the SmartPLS software,
there is no need to conduct model
measurements (measurement models) to
assess validity and reliability; hence,
structural model estimations are performed
instantly (Ghozali, 2016). The association
between work-life balance (X1), perceived
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organizational support (X2), performance
(YY), and affectiveal commitment (Z).

RESULTS

Characteristics of respondents

Respondents in this study amounted to 50
people, who are all employees of BPJS
Employment Medan Kota Branch. The
characteristics of respondents are described
by gender, age, work, and division.

Mean results for all variables

The result of the mean of all variables
demonstrates the distribution of respondents’
replies to the questionnaire's proposed
statements. The following are the findings
of the distribution of respondent responses
for work-life balance (X1), perceived
organizational support (X2), affective
commitment (Z), and performance (Y).

Table 3: Summary of mean results for each variable

Table 2: Characteristics of respondents Constructs Mean | Category
Characteristics FrequencylPercentage| _ _
Gender Work-life balance 3,48 High
Female 6 52 Perceived organizational support | 3,59 High
Male o4 48 Affective commitment 3,46 High
IAmount 50 100 Employee performance 3,53 High
Age
T — Model Evaluation
41 - 56 years old 15 30 The Outer Model (Measurement Model)
IAmount 50 100
\Working period - .
15 years 5 B Convergent validity is part of the
6-10 years 25 50 measurement model, which in SEM-PLS is
pbove 10 years o usually referred to as the outer model. There
Division are two criteria to assess whether the outer
Corporations and institutions 8 16 model (measurement model) meets the
Special program membership|15 30 . T
Finance b n condition of convergent validity for the
Pelayanan 13 26 reflective construct, namely the loading
General and HRD 6 12
Pengawas dan Pemeriksa 6 2 must be above 0.7 and the p value must be
/Amount 50 100 significant (<0.05).
“E\ \\, ~. }ms 0496 .3\9?9 399/: ]BTE/]E;(//
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Figure 1. Validity testing based on loading factor
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Figure 1 shows that the entire loading value
is> 0.7, which means it has met the validity
requirements based on the loading value.
Furthermore,  reliability  testing  was
performed based on composite reliability
(CR) values (see table 4).

Table 4: Reliability Test

gg{gﬁ)ﬁg Cronbach's Alpha | AVE
X1 | 0.989 0.988 0.813
X2 | 0.986 0.985 0.816
Y 0.981 0.978 0.837
Y4 0.984 0.982 0.791

The suggested CR value is more than 0.7
(Mahfud and Ratmono, 2013); hence, any
CR values greater than 0.7 satisfy the
reliability requirements based on CR and
Cronbach's alpha (CA). In contrast, the

validity test based on the average variance
extracted (AVE) value revealed that all
AVE values were more than 0.5, indicating
that it satisfies the AVE-based validity
requirements.

Hypothesis testing

Direct effect

The direct effect is the influence of an
independent variable on a dependent
variable that does not pass via an
intervening variable. There is a direct
relationship  between the independent
variable (X), the intermediate variable (2),
and the dependent variable (Y). In table 5,
the following are the findings of the
significance test:

Table 5: Significance test

Original Sample (O) | Sample Mean (M) | Standard Deviation (STDEV) | T Statistics ((O/STDEV]) | P Values
X1->Y | 0.341 0.328 0.155 2.204 0.028
X1->Z | 0.389 0.395 0.164 2.374 0.018
X2->Y | 0.318 0.316 0.157 2.024 0.044
X2->Z | 0418 0.422 0.159 2.627 0.009
zZ->Y 0.412 0.411 0.199 2.066 0.039

Table 5 shows the results of the following

empirical findings:

1. Work-life balance (x1) has a positive
effect on employee performance (y),
with a path coefficient value (original
sample) of 0.341 and is significant, with
a value of P-Values = 0.028 <0.05
(hypothesis was accepted).

2. Work-life balance (x1) has a positive
effect on affective commitment (z), with
a path coefficient value (original
sample) of 0.381 and is significant, with
a value of P-Values = 0.018 <0.05
(hypothesis was accepted).

3. Perceived organizational support (x2)
has a positive effect on employee
performance (y), with a path coefficient
value (original sample) of 0.318 and is
significant, with a value of P-Values =
0.044 <0.05 (hypothesis was accepted).

4. Perceived organizational support (x2)
has a positive effect on affective
commitment (z), with a path coefficient
value (original sample) of 0.418 and is

significant, with a value of P-Values =
0.009 <0.05 (hypothesis was accepted).

5. Affective commitment (z) has a positive
effect on employee performance (y),
with a path coefficient value (original
sample) of 0.412 and is significant, with
a value of P-Values = 0.039 <0.05
(Hypothesis was accepted).

Table 6. Coefficient of determination (R-Square)
R Square
0.679
0.382

Y (Performance)
Z (Affective commitment

The R-Square value of employee
performance (y) is 0.679, indicating that
work-life  balance  (x1), perceived
organizational support (x2), and affective
commitment (z) may account for up to
67.9% of employee performance (y). The R-
Square value of affective commitment (z) is
0.382, which means that work-life balance
(x1) and perceived organizational support
(x2) explain 38.2% of affective commitment

(2)..
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Indirect effects

Indirect effects show the influence of work-
life balance and perceived organizational
support on employee performance through

affective commitment. In table 7, the results
of the mediation test are presented as
follows:

Table 7: Mediation Testing (Indirect Effects)

Original Sample (O) | Sample Mean (M) | Standard Deviation (STDEV) | T Statistics (O/STDEV|) | P Values
X1->Z->Y | 0.281 0.294 0.141 1.993 0.047
X2->Z->Y | 0.302 0.316 0.144 2.095 0.037

The results of mediation testing in Table 7
reveal the following:

The indirect effect of work-life balance (x1)
on employee performance (y) through
affective commitment (z) is 0.281. It is
known that affective commitment (z2)
significantly mediates the relationship
between work-life balance (x1) and
employee performance (y), with P-Values =
0.047 < 0.05 (hypothesis was accepted).

The indirect effect of  perceived
organizational support (x2) on employee
performance  (y), through  affective
commitment (z) is 0.302. It is known that
affective commitment (z) significantly
mediates the relationship between perceived
organizational support (x2) and employee
performance (y), with P-Values = 0.037 <
0.05 (hypothesis was accepted).

Analyzing research hypotheses

Total effects
In the study model, the total effect is the
sum of all direct and indirect effects.

Table 8: Total effects

Performan | Affective

ce (Y) commitment (Z)
Work-life balance (X1) 0.501 0.389
Perceived organizational
support (X2) 0.490 0.418
Performance (YY)
Affective commitment (Z) | 0.412

The results of the mediation test in Table 8
show that the total effect of work-life
balance (X1) on employee performance ()
is 0.501, while the total effect of work-life
balance (X1) on affective commitment (2)
is 0.389. The total effect of perceived
organizational support (X2) on employee
performance (Y) is 0.490, while the total
effect of perceived organizational support
(X2) on affective commitment (Z) is 0.418.
The total effect of affective commitment (Z)
on employee performance (Y) is 0.412.

Table 9: Hypotheses Test

Coefficient P .
No. | Hypotheses Value Value Conclusion
Work-life balance has a significant effect on the affective commitment of employees at
Hi BPJS Employment, Medan Kota Branch. 0,381 0.009 Accepted
Perceived organizational support has a significant effect on the affective commitment of
H2 employees at BPJS Employment, Medan Kota Branch. 0,418 0.018 Accepted
H3 Work-life balance has a significant effect on employee performance at BPJS 0,341 0.028 Accepted
Employment, Medan Kota Branch.
Perceived organizational support has a significant effect on employee performance at
H4 BPJS Employment, Medan Kota Branch 0,318 0.044 Accepted
Work-life balance has a significant effect on employee performance through affective
H5 commitment at BPJS Employment, Medan Kota Branch 0,281 0.047 Accepted
Perceived organizational support has a significant effect on employee performance
He through affective commitment at BPJS Employment, Medan Kota Branch. 0,302 0.037 Accepted
H7 Affective commitment has a significant effect on the performance of employees of BPJS 0412 0.039 Accepted
Employment Medan Kota Branch.
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DISCUSSION

Work-life balance has a positive and
significant effect on affective commitment
The first hypothesis states that work-life
balance has a significant effect on the
affective commitment of employees at BPJS
Employment, Medan Kota Branch. In this
case, work-life balance is the cause of
affective commitment. Therefore, it is
important to pay attention to and create a
work-life balance that can increase the
affective commitment of employees.
By providing opportunities for employees to
balance their work life with their personal
life.

Overall, the results of the study indicate that
employees of BPJS Employment Medan
Kota Branch have a high work-life balance.
This is due to employees who generally
have worked for more than 6 years and have
been able to adjust between personal and
work routines. Employees with this tenure
also have family, children, or relatives who
understand their work conditions, so that
their environment adapts to the employee's
working conditions. The results of this study
are in line with the research of Shashikala &
Nishanthi, (2021), Rani and Desiana (2019),
and Kim (2014), which state that work-life
balance has a positive and significant effect
on affective commitment.

Perceived organizational support has a
positive and significant effect on the
affective commitment

The second hypothesis states that perceived
organizational support has a positive and

significant effect on the affective
commitment of employees at BPJS
Employment, Medan Kota  Branch.

Perceived organizational support is the
cause of affective commitment in this
case.The greater perceived organizational
support by employees, the greater the
emotional bond within employees to BPJS
Employment, Medan Kota Branch. The
results of this study are in line with research
by Astuty & Udin (2020), Sabir et al.
(2020), and Choi (2020), which states that
perceived organizational support has a

positive effect
commitment.

on employee affective

Work-life balance has a positive and
significant effect on the employees'
performance

The third hypothesis states that work-life
balance has a significant effect on the
employees' performance at BPJS
Employment, Medan Kota Branch. In this
case, work-life balance is the cause of
employee performance. The decline in
performance at BPJS Employment, Medan
Kota Branch began in 2019 and continued
to decline in 2020 due to the presence of the
COVID-19 pandemic, which made it
difficult for employees to divide work time
and family time when they had to work
from home. The results of this study are in
line with the research of Wolor et al. (2020),
Mehwish and Muhammad (2017), and Amin
& Malik (2017), which state that work-life
balance has a significant positive effect on
employee performance.

Perceived organizational support has a
positive and significant effect on the
employees' performance

The fourth hypothesis states that perceived
organizational support has a significant
effect on the employees' performance at
BPJS Employment, Medan Kota Branch. In
this case, the perceived organizational
support is the ~cause of employee
performance. When employees can feel the
support provided by the organization, they
will make maximum efforts to achieve
organizational goals. The results of this
study are in line with research conducted by
Astuty & Udin (2020), Sabir et al. (2020),
Ridwan et al. (2020), and Choi (2020), who
stated that perceived organizational support
had a significant positive effect on
employee performance.

Work-life balance variable on employee
performance mediated by affective
commitment

The results showed that there was an effect
of the work-life balance variable on
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employee performance mediated by
affective commitment. Thus, this response
to the fifth hypothesis, namely, work-life
balance, has a significant effect on the
employees' performance at BPJS
Employment, Medan Kota Branch through
affective commitment. Employees who have
a good work-life balance will encourage the
creation of affective commitment, which in
turn will encourage Dbetter employee
performance to produce high performance.
When an employee has a high sense of
belonging to their organization, the
employee will improve their performance
because they feel that the success of their
organization is their success as well.
Affective commitment is one of the
important things for employees of BPJS
Employment, Medan Kota Branch who
provide public services. The results of this
study are in line with the research of Kim
(2014), Banu (2020), and Ardiansyah &
Surjanti (2020), which state that there is an
effect of work-life balance on employee
performance through affective commitment.

Perceived organizational support on
employees’ performance mediated by
affective commitment

The results showed that there was an
influence of perceived organizational
support on employee performance mediated
by affective commitment. Thus, this
response to the sixth hypothesis, namely,
perceived organizational support, has a
significant effect on the employees'
performance at BPJS Employment, Medan
Kota Branch through affective commitment.
Perceived  organizational support by
employees can encourage the creation of
employee affective commitment. When
affective commitment to employees has

grown  because of the perceived
organizational support, affective
commitment  will  affect  employee

performance. Employees who already have
an affective commitment to BPJS
Employment, caused by  perceived
organizational support, can provide the best
performance they have. With perceived

organizational support by employees, it will
create an affective commitment that can
encourage employee performance
improvement. The results of this study are
in line with research conducted by Kim
(2014), Astuty & Udin (2020), and Choi
(2020), which states that there is an
influence between perceived organizational
support and employee  performance
mediated by affective commitment.

Affective commitment has a positive and
significant effect on employee
performance

Based on the results of the study, affective
commitment has a positive and significant
effect on employee performance. Thus, this

answers  hypothesis  seven,  namely,
perceived organizational support has a
significant effect on the employees'

performance at BPJS Employment, Medan
Kota Branch. Affective commitment tends
to be a strong factor in improving employee
performance. Thus, companies can have
employees who are loyal, proactive, and
have the initiative to provide maximum
performance as an effort to maintain and
develop company goals. The results of this
study are in line with research conducted by
Kim (2014), Astuty & Udin (2020), Choi
(2020), Ridwan et al. (2020), and Sabir et al.
(2020), which state that affective
commitment has a significant positive effect
on employee performance.

CONCLUSION AND SUGGESTIONS
From the analysis and discussion of the
effects of work-life balance and perceived
organizational support mediated by affective
commitment, the following conclusions can
be drawn:

Work-life balance has a significant positive
effect on the affective commitment of
employees at BPJS Employment, Medan
Kota Branch. Perceived organizational
support has a significant positive effect on
employees' affective commitment at BPJS
Employment, Medan Kota Branch. Work-
life balance has a significant positive effect
on employees' performance at BPJS
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Employment, Medan Kota Branch.
Perceived organizational support has a
significant positive effect on employees'
performance at BPJS Employment, Medan
Kota Branch. Through affective
commitment, work-life balance has a
significant positive effect on employees'
performance at BPJS Employment, Medan
Kota Branch. Through affective
commitment, perceived  organizational
support has a significant positive effect on
employees' performance  at BPJS
Employment, Medan Kota Branch through
affective commitment. Affective
commitment has a significant positive effect
on employees' performance at BPJS
Employmen, Medan Kota Branch.

Some suggestions proposed by researchers
are as follows:

It is recommended for BPJS Employment,
Medan Kota Branch to pay more attention
to the work-life balance of its employees by
adjusting the workload and employee capa
Kota and making a policy of overtime work
per day. It is recommended to BPJS
Employment, Medan Kota Branch to make
a mini-playground or child care (baby care)
so that it can make it easier for employees,
the majority of whom are married, to divide
their time and thoughts between work and
children. It is recommended to create a
positive and pleasant work environment
with community-mindedness, build smooth
communication between each employee,
and organize team building and office
gatherings that are carried out regularly,
which will affect the work-life balance of
employees. It is recommended to implement
flexible working arrangements and remote
working policies, which can assist in
attracting and retaining  high-quality
employees who are looking for more
flexibility in their work schedules. It is
recommended to place employees according
to their skills and competencies, in order to
make it easier for employees to carry out
their work duties. Hence, employees can
carry out personal activities to get work-life
balance. It is recommended that the social-
emotional welfare of employees provide

opportunities for development, guidance
from superiors or experts, as well as
motivation or encouragement that can foster
perceived organizational support and
employee affective commitment. It is
recommended to develop  coaching
techniques using the FUEL method (Frame,
Understand, Explore, and Lay). Hence, the
coaching process can make employees more
aware of their competencies, which can
improve employee performance. It is
recommended to conduct a training needs
analysis so that employees can get training
that suits their needs at work. It is
recommended to apply flexi time, a half-day
leave policy, leave for male employees
whose wives have just given birth, digital
signatures, child care facilities, lactation
rooms, and implement co-working spaces. It
is recommended to do best practice sharing
regularly between divisions as an effort to
update employee knowledge and skills that
will create a feeling of support from BPJS
Employment for employee competency
development. It is recommended to consider
a pay-for-performance policy as an effort to
minimize the emergence of a sense of
injustice  between  divisions. It s
recommended to provide leadership training
and emotional intelligence training to
increase the affective commitment of
employees of BPJS Employment Medan
Kota Branch. For further researchers, it is
suggested that they be able to expand the
research variables that may affect employee
performance and deepen the influence of
work-life balance variables by adding
indicators of flexible working arrangements,
job satisfaction, self-awareness, coaching
methods, job  characteristics,  work
environment, employee involvement, and
psychosocial mentoring so that more
complete information can be obtained
regarding factors that affect affective
commitment and employee performance.

Acknowledgement: None
Conflict of Interest: None
Source of Funding: None

International Journal of Research and Review (ijrrjournal.com) 101
Vol. 9; Issue: 8; August 2022



Devana Anisha Indra Putri et.al. The influence of work-life balance and perceived organizational support on
employees' performance is mediated by affective commitment at the employment of BPJS, Medan Kota Branch

REFERENCES

1.

Abdillah, Willy, and Jogiyanto Hartono.
"Partial Least Square (PLS): alternatif
structural equation modeling (SEM)
dalam penelitian bisnis." Yogyakarta:
Penerbit Andi 22 (2015): 103-150.

Alpkan, L., Bulut, C., Gunday, G,
Ulusoy, G., & Kilic, K. (2010).
Organizational support for

intrapreneurship and its interaction with
human capital to enhance innovative
performance. Management  Decision,
48(5), 732-755.

Arjuna, S. Absah, Y., &. Sembiring,
B.K.F. (2021). The Analyst of Group
Dynamics and Leadership Styles on the
Employee's Performance through Social
Interaction as the Intervening Variable
of Coffee Shops in Medan. International
Journal of Research and Review, 8(1),
624-636.

Arnada, S.T., Lumbanraja, P., &. Rini,
E. S. (2021). Analysis of Talent
Management and Self-Efficacy of
Employee Performance through Career
Development at PT. Pos Indonesia
(Persero) Binjai Region. International
Journal of Research and Review, 8(12),
606-613.

Aulia. D, Rini, E.S., &. Fadli. (2021).
The Influence of Gamification, E-
Service Quality and E-Trust on Onlie
Purchase  Decision  with  Online
Purchase Intention as Intervening
Variable at the Marketplace Shopee in
Medan City. International Journal of
Research & Review, 8(8): 546-558
Azliani, T., Tarmizi, H. B., & Siahaan,
E. (2022). The Effect of Employee
Placement and Work Environment
yhrough  Work  Spirit on  ASN
Performance at BAPPEDA Aceh
Tamiang District.

Banuari, N., Absah, Y., &. Siahaan, E.
(2021). Analyze the Influence of Talent
Management and Knowledge
Management on Employee Performance
through  Employee Retention as
Intervening Variable at PT Bhanda
Ghara Reksa Divre | Medan.
International Journal of Research and
Review, 8(9), 189-204.

Butar-Butar, T. T. R., Fachrudin, K. A,
& Syahputra, S. A. (2021). Analysis of
the Effect of Profitability and Leverage

10.

11.

12.

13.

14.

on Firm Value with Dividend Policy as
an Intervening Variable in Business
Index Companies 27, 2016-2019 Period.
International Journal of Research and
Review, 8(2), 264-2609.

Fadha, M.A., Absah, Y., &. Gultom, P.
(2021). Analysis of The Influence of
Employee Empowerment, Work
Collectivity, and employee engagement
on Organizational Citizenship Behavior
at the BKPSDM Office in Langsa City,
Aceh, Indonesia. International Journal
of Research and Review, 8(3), 692-702.
Fitria, F., Fachrudin, K. A., & Silalahi,
A. S. (2021). Comparison of
Determinants of Capital Structure in
Lippo Group and Bakrie Group
Companies Listed on the Indonesia
Stock Exchange. International Journal
of Research & Review, 8(2): 83-88
Harahap, A. S., Rini, E. S., & Fadli.
(2021). Effect of Attractions, Social
Media, Quality of Service and Facilities
on Revisit Interest with Customer
Satisfaction as Intervening Variables to
Geopark Kaldera Toba in Sianjur
Mulamula Village. International Journal
of Research and Review, 8(8): 342-348.
Harris, 1., Rini, E. S., & Sembiring, B.
K. F. (2022). The Influence of Financial
Technology and Quality of Service on
Satisfaction and Loyalty on Employees
of Bank CIMB Niaga Bukit Barisan
Branch on Grab App  Users.
International Journal of Research &
Review, 6(2): 65-77.

Hendrawan A, Fauzi, A., & Sembiring,
B.K.F (2021). Effect of Service Quality
and Company Image on Customer
Loyalty with Satisfaction Customers as
Intervening Variables (Case Study of
Brilink Agent PT Bank Rakyat
Indonesia  (Persero) TBK. Medan
Region Office). International Journal of
Research and Review, 8(8): 196-202.
Herman, Absah. Y, Lumbanraja, P.
(2020). Effect of Organizational
Commitment and Organizational Justice
on Employee Performance with Work
Stress as an Intervening Variable in the
General Department of PT. Indonesia
Asahan Aluminum (Inalum) Kuala
Tanjung, North Sumatra. International
Journal of Research & Review, 7(2):
470-475

International Journal of Research and Review (ijrrjournal.com) 102
Vol. 9; Issue: 8; August 2022



Devana Anisha Indra Putri et.al. The influence of work-life balance and perceived organizational support on
employees' performance is mediated by affective commitment at the employment of BPJS, Medan Kota Branch

15.

16.

17.

18.

19.

20.

Herman, H. Absah, Y., & Lumbanraja,
P. (2020). Effect of Organizational
Commitment and Organizational Justice
on Employee Performance with Work
Stress as an Intervening Variable in the
General Department of PT. Indonesia
Asahan Aluminum (Inalum) Kuala
Tanjung, North Sumatra. International
Journal of Research and Review, 7(12):
475-410

Huda, A.N. Dalimunthe, R.F.,, &.
Silalahi, A.S. (2022). The Effect of

Emotional Intelligence, Cooperations
and Self Efficacy on Employee
Turnover  Intention  through  Job
Satisfaction in  PT. XYZ. The
International  Journal of Business
Management and Technology, 6(3):
102-116.

Lubis, K. R. A, Rini, E. S, &
Sembiring, B. K. F. (2021). The

Influence of E-Service Quality and
Perceived Value on the Positive E-Word
of Mouth through Satisfaction of
Customers Users of Internet Banking
BRI in the City of Medan. International
Journal of Research & Review, 8(1):
259-268

Lubis, M. I., Sadalia, 1., &. Silalahi, A.
S. (2021). Effect Of Good Corporate
Governance, Financial Leverage and
Firm Size on Firm Value with
Profitability as an Intervening Variable
(Case Study of Banking Include in the
ASEAN Corporate Governance Score
Card Country Reports and
Assessments). International Journal of
Research and Review, 8(1), 509-514.
Matondang, M. H., Absah, Y., &. Lubis,
A. N. (2021). The Effect of Trust in
Leader and Communication on
Employee Performance through
Motivation Pt. Herfinta Farm and
Plantation. International Journal of
Research and Review, 8(1), 663-672
Miraza, F.M., Rini, E. S., &. Fadli.
(2021). Halal Awareness, Social Media
Promotion, and Reference Group (Word
of Mouth) on Purchase Decision
through ~ Purchase  Intention  as
Intervening Variable (Case Studies on
MSME in Super Swalayan, Taman
Setiabudi Indah, Medan). International
Journal of Research and Review, 8(6),
347-354.

21.

22.

23.

24,

25.

26.

217.

Nasution, L. S., Sembiring, B. K. F., &
Harahap, R. H. (2021). Analysis of the
influence of work motivation, locus of
control, and organizational commitment
to employee performance with Islamic
work ethics as a moderating variable.
International Journal of Research and
Review, 8(1), 615-623.

Nasution, N. A., Sadalia, I., & lrawati,
N. (2022). Behavior Holding Period
Determination With Moderating Yield
To Maturity In Indonesia And Malaysia

Manufacturing  Open  Companies.
International Journal of Economic,
Business,  Accounting,  Agriculture

Management and Sharia Administration
(NEBAS), 2(1), 63-66.

Pasaribu. D.A, Absah, VY. &.
Sinulingga, S. (2021). Analysis of the
Impact of Talent Management Practice
on Employee Performance  with
Employee Engagement as an
Intervening Variable in Bank XYZ
Region I. |International Journal of
Research & Review, 8(1): 342-356
Pertiwi, S, Nurbaity, A., &. Absah, Y.
(2021). The Influence of Service Failure
and Service Recovery Towards
Customer Loyalty of Firstmedia Service
Users with Customer Trust as an
Interveing  Variable.  International
Journal of Research and Review, 8(1),
693-705.

Prabowo, A., Lubis, A. N., &
Sembiring, B. K. F. (2021). The Effect
of Promotion and Servicescape on
Impulsive  Buying Behavior  with
Shopping Emotion as Intervening
Variables for Consumers Store of
Fashion H&M in Sun Plaza Medan,
North Sumatera, Indonesia.
International Journal of Research and
Review, 8(2): 235-252.

Pratama, A.P. Lumbanraja, P., &
Absah, Y. (2021). Effect of Quality and
Competence on Satisfaction ofCivil
Servants for E-Kinerja Users throug
Perceptions of Ease of Use as an
Intervening Variable at the City
Government of Banda Aceh in 2020.
International Journal of Research and
Review, 8(1): 243-249

Puspitaweni, R., Rini, E. S., &.
Sembiring, B. K. F. (2021). The
Influence of Product Quality and Price

International Journal of Research and Review (ijrrjournal.com) 103
Vol. 9; Issue: 8; August 2022



Devana Anisha Indra Putri et.al. The influence of work-life balance and perceived organizational support on
employees' performance is mediated by affective commitment at the employment of BPJS, Medan Kota Branch

28.

29.

30.

31.

32.

33.

on Customer Loyalty of Telkom Users
Through Customer Satisfication in
Medan City. International Journal of
Research and Review, 8(12), 580-586.
Putri, C. A., & Ginting, P. (2021). The
Influence of E-Service Quality and
Relational Marketing on E-Satisfaction
in Using Mobile Banking through User
Experience at Bank Syariah Mandiri
Medan  Petisah  Branch  Office.
International Journal of Research &
Review, 8(8): 587-596.

Rahayu, H.S, Ginting, P. Sembiring,
B.K.F. (2021). The Influence of Service
Quality and Company Image to
Customer Loyalty through Corporate
Customer Satisfaction on XXX Group.
International Journal of Research &
Review, 8(8): 207-213

Ramadhan, H., Lumbanraja, P., &
Sinulingga, S. (2021). Analysis of the
Effect of Competence and Soft Skill on
Employee  Performance with  Job
Satisfaction as Intervening Variable at
the Regional Social Services of South
Tapanuli Regency. International Journal
of Research and Review, 8(8), 290-298.
Ramadhan, H., Lumbanraja, P., &
Sinulingga, S. (2021). Analysis of the
Effect of Competence and Soft Skill on
Employee Performance with Job
Satisfaction as Intervening Variable at
the Regional Social Services of South
Tapanuli Regency. International Journal
of Research & Review, 8(8): 290-298
Ramadhani, A., Fauzi, A., &. Absah. Y.
(2021). The Influence of Brand
Awareness, the Knowledge and Halal
Label on Purchase Decisions of
Cosmetics Emina through to Reference
Group as a Moderating Variable on the
Generation Y and Generation Z in the
City of Medan. International Journal of
Research and Review, 8(1): 323-335.
Regina, R., Rini, E. S., &. Sembiring, B.
K. F. (2021). The Effect of Online
Customer Review and Promotion
through E-Trust on the Purchase
Decision of Bukalapak in Medan.
International Journal of Research and
Review, 8(8), 236-243.

35.

36.

37.

38.

39.

40.

Performance through Job Satisfaction at
PT Bank XYZ Regional Credit Card
Medan. International  Journal  of
Research and Review, 8(1), 673-692.
Siagian, M., Rini, E. S., &. Situmorang,
S. H. (2021). The Effect of Digital
Service Quality (Brimo) on Customer
Loyalty through Customer Trust and
Satisfaction on COVID-19 Situation
(PT Bank Rakyat Indonesia Medan
Regional Office). International Journal
of Research and Review, 8(8), 263-271.
Tampubolon, R., Lumbanraja, P., &
Silalahi, A. S. (2021). The Effect of
Emotional Intelligence and Spiritual
Intelligence on Job Satisfaction with
Social Interaction is a Moderate
Variable in PT Bank Tabungan Negara
Medan Branch. International Journal of
Research and Review, 8(3), 715-730.
Tarigan, P. S., Ginting, P., & Siahaan,
E. (2021). Effect of Job Stress and
Organizational Climate on Turnover
Intention with Job Satisfaction as an
Intervening Variable for Employees of
STMIK STIE Mikroskil. International
Journal of Research and Review, 8(9),
468-474.

Tumulo, Y. S., Lumbanraja, P., &
Harahap, R. H. (2022). Effect of
Changing Employee Readiness and
Organizational Citizenship Behavior on
Employee Performance Through Work
Stress on Employees of UPT. Food
Plant Protection and Horticulture, North
Sumatra. The International Journal of
Business Management and Technology.
The International Journal of Business
Management and Technology, 6(1), 90-
106.

Verina, R.N., Rini, E. S., &. Sembiring,
B. K. F. (2021). The Effect of e-Service
quality on customer loyalty with
customer satisfaction as an intervening
variable for Grab Service users in
Medan City, North Sumatera, Indonesia.
International Journal of Research and
Review, 8(3), 703-714.

Zahara, A.N, Rini, E.S., & Sembiring,
B. K. F. (2021).The Influence of Seller
Reputation and Online  Customer

34. Sembiring, S. N., Lumbanraja, P., &. Reviews towards Purchase Decisions
Siahaan, E. (2021). The Effect of through Consumer Trust from C2C E-
Leadership, Emotional Intelligence and Commerce Platform Users in Medan,
Social Support on Employee North Sumatera, Indonesia.

International Journal of Research and Review (ijrrjournal.com) 104

Vol. 9; Issue: 8; August 2022



Devana Anisha Indra Putri et.al. The influence of work-life balance and perceived organizational support on
employees' performance is mediated by affective commitment at the employment of BPJS, Medan Kota Branch

41.

42.

43.

44,

45.

46.

47.

48.

International Journal of Research and
Review, 8(2): 422-438.

Alshaabani, A., Naz, F., Magda, R., &
Rudnék, 1. (2021). Impact of perceived
organizational support on ocb in the
time of covid-19 pandemic in hungary:
Employee engagement and affective
commitment as mediators.
Sustainability  (Switzerland), 13(14).
https://doi.org/10.3390/su13147800
Amin, M., & Malik, M. S. (2017).

Impact of Work-life balance on
Employees’ Performance in Pakistani
Context. International Journal of

Management & Organizational Studies,
6(1, viewed 07 October 2021).

Anita, R., Abdillah, M. R., Wu, W,,
Faizal Sapthiarsyah, M., & Sari, R. N.
(2020). Married female employees’
work-life balance and job performance:
The role of affective commitment.
Pertanika Journal of Social Sciences and
Humanities, 28(3), 1787-1806.
Ardiansyah, C. A., & Surjanti, J. (2020).
Pengaruh Work Life Balance terhadap
Kinerja Karyawan melalui Komitmen
Organisasi pada Karyawan PT.
Bhinneka Life Indonesia Cabang
Surabaya. Jurnal IImu Manajemen, 8(4),
1211.
https://doi.org/10.26740/jim.v8n4.p121
1-1221

Arifin, Z., Rivai, A., & Sodikin, A.
(2018). The Effect of Organizational
Commitment and

Integrity on Employee Performance
through Motivation PT . Parsariran.
IOSR Journal of Business and
Management (IOSR-JBM), 20(7), 23—
32. https://doi.org/10.9790/487 X-
2007052332

ASTUTY, |, & UDIN, U. (2020). The
Effect of Perceived Organizational
Support and Transformational
Leadership on Affective Commitment
and Employee Performance. Journal of
Asian  Finance, Economics and
Business, 7(10), 401-411.
https://doi.org/10.13106/jafeb.2020.vol 7
.n010.401

Azeem, S. M., & Akhtar, N. (2014).

49

50.

51.

52.

53.

54.

55.

56.

57.

. International ~ Journal of Human
Resource  Studies, 4(2), 18-24.
https://doi.org/10.5296/ijhrs.v4i2.5667
Bataineh, K. Adnan. (2019). Impact of
Work-Life Balance , Happiness at Work
, on Employee Performance.
International Business Research, 12(2),
99-112.
https://doi.org/10.5539/ibr.v12n2p99
Colquitt, J.A., Lepine.AJ., & Wesson,
M.J. (2018). Organizational Behavior:
Improving Performance and
Commitment in the Workplace, Sixth
Edition. McGraw-Hill Education.
Choi, J., Kim, A., Han, K., Ryu, S.,
Park, J. G.,, & Kwon, B. (2018).
Antecedents and consequences of
satisfaction with work—family balance:
A moderating role of perceived insider
status. Journal of Organizational
Behavior, 39(2), 1-11.
https://doi.org/10.1002/ job.2205
Choi, Y. (2020). A study of the
influence of workplace ostracism on
employees’ performance: moderating
effect of perceived organizational
support. European Journal of
Management and Business Economics,
29(3), 333-345.
https://doi.org/10.1108/EJMBE-09-
2019-0159
Crosbie, T., & Moore, J. (2004). Work—
life Balance and Working from Home.
Social Policy and Society, 3(3), 223—
233.
https://doi.org/10.1017/s147474640400
1733
Haar, J. M., Russo, M., Sufie, A., &
Ollier-Malaterre, A. (2014). Outcomes
of
work-life balance on job
satisfaction, life satisfaction and
mental health: A study across seven
cultures.  Journal  of  Vocational
Behavior, 85(3), 361-373.
https://
doi.org/10.1016/j.jvb.2014.08.010
Hair, J. F., Sarstedt, M., Hopkins, L., &
G. Kuppelwieser, V. G. (2014). Partial
least squares structural  equation
modeling (PLS-SEM): An emerging

The Influence of Work Life Balance tool in business research. European

and Job Satisfaction on Organizational Business Review, 26(2), 106-121.

Commitment of Healthcare Employees. https://doi. org/10.1108/EBR-10-2013-
0128

International Journal of Research and Review (ijrrjournal.com) 105

Vol. 9; Issue: 8; August 2022



Devana Anisha Indra Putri et.al. The influence of work-life balance and perceived organizational support on
employees' performance is mediated by affective commitment at the employment of BPJS, Medan Kota Branch

58.

59.

60.

61.

62.

63.

64.

65.

66.

Haque, A., Fernando, M., & Caputi, P.
(2019). Responsible leadership,
affective commitment and intention to
quit: An individual level analysis.
Leadership & Organization
Development Journal, 40(1), 45-64.
https://doi.org/10.1108/ LODJ-12-2017-
0397
Hogler.R.L. (2015). Civil Rights,
Employee Discrimination, and Human
Resource
Management.
University. Business
Human Resource.
Kaliannan, M., Perumal, K. &
Dorasamy, M. (2016). Developing a

Colorado State
Expert Press

work-life  balance model towards
improving job satisfaction among
medical doctors across different

generations. The Journal of Developing
Areas, 50(5), 343-351.

Karatepe, O. M., & Aga, M. (2016).
The effects of organization mission
fulfillment and perceived organizational
support on job performance: The
mediating role of work engagement. In
International Journal of Bank Marketing
(Vol. 34, Issue 3).
https://doi.org/10.1108/1JBM-12-2014-

0171

Kelliher, M. T., Yue, Y., Ng, A,
Kamiyama, D., Huang, B., Verhey, K.
J, & Wildonger, J.  (2018).
Autoinhibition of Kkinesin-1 is essential
to the dendrite-specific localization of
Golgi outposts. Journal of Cell Biology,
217(7), 2531-2547.
https://doi.org/10.1083/jcb.201708096

Kim, H. K. (2014). Work-Life Balance
and Employees’ Performance: The

Mediating Role of  Affective
Commitment. An International Journal,
6(1), 37-51.

Kim, J. S., & Ryu, S. (2017). Employee
satisfaction with work-life balance
policies and organizational
commitment: A Philippine study. Public
Administration and  Development,
37(4), 260-276.
https://doi.org/10.1002/pad.1794

Kithae, D. P. P., & Keino, D. C. (2016).
Effects of Work Life Balance on Staff
Performance in the Telecommunication

67.

68.

69.

70.

71.

72.

73.

74.

75.

Landers, R.N. (2019). The Cambridge
Handbook Technology and Employee
Behavior. University of Minnesota.
Cambridge University Press.

Latan, H., & Ghozali, I. (2012). Partial
Least Squares: Konsep, teknik dan
aplikasi menggunakan program Smart
PLS 2.0 M3 [Partial Least Squares:
Concepts, techniques and applications
using the Smart PLS 2.0 M3 software].
Semarang, Indonesia: UNDIP Press.
Maulidiyah, N. N., Setyanti, S. W. L.
H., & Handriyono. (2019). The Role of
Organizational Commitment In
Mediating The Influence of Work
Family Conflict and Job Stress On
Employee Performance. ljciras, 1(12),
1-6.

Neves, P., & Eisenberger, R. (2014).
Perceived organizational support and
risk taking. Journal of Managerial
Psychology, 29(2), 187-205.
https://doi.org/10.1108/JMP-07-2011-
0021

Padley, I (2011). Improving
performance and quality. In PPI Pulp
and Paper International (Vol. 53, Issue
2).

Prof. dr. sugiyono. (2011). prof. dr.
sugiyono, metode penelitian kuantitatif
kualitatif dan r&d. intro ( PDFDrive
).pdf. In Bandung Alf (p. 143).

Ridwan, M., Mulyani, S. R., & Ali, H.
(2020). Improving employee
performance through perceived

organizational support, organizational
commitment and organizational
citizenship behavior. Systematic
Reviews in Pharmacy, 11(12), 839-849.
https://doi.org/10.31838/srp.2020.5.123
Shabbir, T., Naz, K., & Trivedi, S. D.
(2021). Perceived  Organizational
Support and Employee Performance: A
Moderating Role of Organizational
Justice during COVID-19. International
Journal of Educational Administration,
Management, and Leadership, 2(1), 35—
44,

shashikala, chalani, & Nishanthi, H. M.
(2021). Affective Commitment: The
Role of Work-life Balance and
Organizational Pride (with special
reference to XYZ Glove Manufacturing

Sector in Kenya. Archives of Business Company in Sri Lanka). SSRN
Research, 4(1), 129-138.
International Journal of Research and Review (ijrrjournal.com) 106

Vol. 9; Issue: 8; August 2022



Devana Anisha Indra Putri et.al. The influence of work-life balance and perceived organizational support on
employees' performance is mediated by affective commitment at the employment of BPJS, Medan Kota Branch

76.

77.

78.

Electronic Journal, 326-348.
https://doi.org/10.2139/ssrn.3862204
Wolor, C. W., Kurnianti, D., Zahra, S.
F., & Martono, S. (2020). The
importance of work-life balance on
employee  performance  millennial
generation in Indonesia. Journal of
Critical Reviews, 7(9), 1103-1108.
https://doi.org/10.31838/jcr.07.09.203
WOLOR, C. W., SOLIKHAH, S,
FIDHYALLAH, N. F., & LESTARI, D.
P. (2020). Effectiveness of E-Training,
E-Leadership, and Work Life Balance
on Employee Performance during
COVID-19. Journal of Asian Finance,
Economics and Business, 7(10), 443-
450.
https://doi.org/10.13106/jafeb.2020.vol7
.n010.443

Yuniawan, A., & Udin, U. (2020). The

Affective Commitment, and Meaningful
Work on Employee‘s Performance.
International Journal of Economics and
Business Administration, VIII(Issue 3),
72-82.
https://doi.org/10.35808/ijeba/487

79. Zenger.H.J,Stinnett. K. (2013). ElI Coach
Extraordinario (Spanish Edition). Spain :
Profit Editorial.

How to cite this article: Devana Anisha Indra
Putri, Yeni Absah, Parapat Gultom. The
influence of work-life balance and perceived
organizational support  on  employees'
performance is mediated by affective
commitment at the employment of BPJS, Medan
Kota Branch. International Journal of Research
and Review. 2022; 9(8): 88-107. DOI: https://
doi.org/10.52403/ijrr.20220807

Influence of Knowledge Sharing,
*kkkkk
International Journal of Research and Review (ijrrjournal.com) 107

Vol. 9; Issue: 8; August 2022



