Journal of Indonesian Psychological Science
Volume 04, No 2 (2024), pp. 149—159, E-ISSN 2828-4577
https://doi.org/10.18860/jips.v4i2.26816

The relationship between workload and work life
balance in generation Z employees

Hubungan antara beban kerja dengan work life

balance pada karyawan generation Z

Article History Hudan Azkiya Rachman!, Pratista Arya Satwika"

Accepted ! Faculty of Psychology, Sebelas Maret University, Indonesia
November 09, 2024

Received
May 02, 2024

Published
December 31, 2024

ABSTRACT

In recent years, the world of work has seen the arrival of a new generation
known as Generation Z. Generation Z has different desires from previous
generations, especially in the aspect of work flexibility related to work life
balance. In achieving work life balance, workload analysis is needed,
because workload can indirectly lead to a decrease in work life balance. This
study aims to determine the relationship of workload to work life balance in
Generation Z employees at PT “X”. The research method used is quantitative
method using Spearman Rank non-parametric test. The subjects of this study
were 61 employees at PT “X” using saturated samples. This study uses a
workload scale and a work life balance scale. The results showed a positive
relationship between workload and work life balance with a correlation
value of 0.352 (p < 0.05). This shows that when the level of workload is
increased according to the ability of employees, the level of work life balance
also tends to increase, and vice versa. This finding provides important
implications for organizations to pay attention to workload so that
generation Z employees can achieve their work-life balance.
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ABSTRAK

Beberapa tahun terakhir, dunia kerja kedatangan generasi baru yang dikenal
Generasi Z. Generasi Z memiliki keinginan yang berbeda dengan generasi-
generasi sebelumnya terutama dalam aspek fleksibilitas bekerja yang
berhubungan dengan work life balance. Dalam meraih work life balance
diperlukan pengaturan beban kerja atau workload analysis, karena secara
tidak langsung beban kerja dapat mengakibatkan penurunan work life
balance. Penelitian ini bertujuan untuk mengetahui hubungan beban kerja
terhadap work life balance pada karyawan Generasi Z di PT “X”. Metode
penelitian yang digunakan yaitu metode kuantitatif dengan menggunakan
uji non parametrik Spearman Rank. Subjek penelitian ini sebanyak 61
karyawan di PT “X” dengan menggunakan sample jenuh. Penelitian ini
menggunakan skala beban kerja dan skala work life balance. Hasil penelitian
menunjukkan adanya hubungan yang positif antara beban kerja dengan
work life balance dengan nilai korelasi 0.352 (p < 0.05). Hal ini menunjukkan
ketika tingkat beban kerja ditingkatkan sesuai dengan kemampuan
karyawan, tingkat work life balance juga cenderung meningkat, demikian
sebaliknya. Penemuan ini memberikan implikasi penting bagi organisasi
untuk memperhatikan beban kerja agar karyawan generasi Z dapat
mencapai work-life balance nya.
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Introduction

Generation Z is the age group born between 1995 and 2010 (Brown, 2020),
which is also often referred to as “Digital Native” (a generation that grew up with
digital technology and social media) (Jayatissa, 2023). This generation has an
open character, likes flexibility in work, prefers to work in groups rather than
alone, and prefers a family atmosphere (Haryanto, 2019). These characteristics
make Generation Z employees tend to have different desires from previous
generations, especially in the aspect of work flexibility related to work-life
balance (Rachmadini & Riyanto, 2020).

The balance between work life and personal life is widely championed by
Generation Z employees, this is based on data found by Satwika and Suhariadi
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(2023) which shows that 58% of Generation Z employees consider personal health
to be important today. However, based on this research, it was also found that
work-life balance in Generation Z employees is still disrupted. The data shows
that 26% of Generation Z employees feel that their work interferes with their
personal life domain with high categorization, 62% are in the medium
categorization, and the remaining 12% are in the low categorization (Satwika &
Suhariadi, 2023). This data is also supported by research by Mahardika et al.
(2022) who found that the tendency for low work-life balance in Generation Z
employees was also found in the factors of income, activities outside of working
hours, working hours, and place of residence.

The term work-life balance refers to the balance between the world of work
and the personal world, which is related to balancing harmony in individual lives
(Fidyani, 2018; Kelliher et al., 2019). In another sense, work-life balance is defined
as a person's effort to achieve a balance between two obligations and activities
where this relates to pressure, goal achievement, energy, and time (Fisher, 2002).
Greenhaus et al. (2003) also explained work-life balance as the extent to which a
person has an attachment in the same way to the family and the world of work,
and is balanced towards work and family obligations. Another definition refers
to (Lockwood, 2003) work-life balance is defined as an individual condition that
is balanced in personal life obligations with work obligations. If work-life balance
cannot be achieved by the company, it will harm the company itself such as
affecting job performance (Rafsanjani et al., 2019), turnover intention (Suganda,
2022), well-being (Sun et al, 2023), job satisfaction, and organizational
commitment

Research has also found several factors that can affect employee work-life
balance such as individual or personality factors, organization, work stress,
environment, working hours, family support, work support, work
compensation, and workload (Arditya Afrizal Mahardika et al., 2022; Poulose &
Susdarsan, 2014; Rizky & Afrianty, 2018). Based on the exposure of these
researchers, workload is one of the many factors that affect work-life balance.
This is reinforced by previous research which explains that workload has a
significant effect on work-life balance (Pasla et al., 2021; Putra Edy Wirawan,
2022; Syihabudhin et al., 2020; Wirawan, 2022).

As the most junior employees in the workplace, Generation Z employees
need a lot of experience and skills to complete their work. This makes it not
uncommon for Generation Z employees to be given greater opportunities than
other Generation employees to complete their tasks as learning. The number of
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opportunities and tasks that must be completed will then have an impact on the
high workload of Generation Z employees. Allard et al (in Xiaoming et al., 2014)
said workload is a condition where employees in the company spend their
energy psychologically and physiologically to achieve goals. If the individual's
ability is above the given workload, then the workload is said to be low and the
individual feels bored. Conversely, if the workload given is far below the
individual's ability, then the workload is said to be high, and the individual
experiences job fatigue (Widyanti et al., 2012).

Bruggen (2015) defines workload in terms of quantity, which is the amount
of work to be completed by employees, qualitative tasks, and the level of
difficulty of the work to be completed by employees. Workload has a U-shaped
relationship with employee performance, namely that employee performance
increases with increasing workload up to a point that is by individual abilities,
and after passing that point employee performance decreases as workload
increases (Bruggen, 2015). Research by Widyanti et al. (2012) explained that each
needs the amount of workload that follows the person's ability to provide
optimal workability. Workload is the amount of work given to employees
(Tarwaka et al., 2004).

There are many studies that examine workload and work-life balance, but
there are still few studies that focus on the relationship between workload and
work-life balance of Generation Z employees. Referring to these studies,
researchers want to examine the extent of the influence of workload on work-life
balance, especially for Generation Z employees.

Method

This research uses quantitative methods with respondents of Generation Z
employees who have worked. The population in this study were Generation Z
employees at company X, totaling 61 employees. The research sample was taken
using non-probability sampling techniques, with an emphasis on the use of
saturated sampling, which is a technique for selecting sample members when the
entire population is taken as a sample (Sugiyono, 2013). Data collection and
distribution began on November 8, 2023 to November 22, 2023.

Data for this study were obtained through the use of a questionnaire, which
consisted of several questions taken from psychological scales, namely the work-
life balance scale and the workload scale. This questionnaire was distributed
online through the Google Form platform. The use of online questionnaires was
chosen with consideration of efficiency in data collection, which allows time
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savings in the process of distributing questionnaires to the research population.

Measurement of work-life balance using the work-life balance scale
developed by Fisher et al. (2009) using the dimensions of work-life balance,
namely: work enhancement of personal life, personal life enhancement of work,
personal life interference with work, and work interference with personal life.
The scale consists of 14 items with the index value of the differential power of the
items in the range of 0.279 to 0.666 and a reliability coefficient of 0.839. The higher
the score obtained, the higher the level of work-life balance owned by the
respondent.

Measurement of workload variables using a workload scale developed by
Tarwaka et al. (2004) using aspects of workload, namely: mental workload
aspects and physical workload aspects. The scale consists of 15 items with the
index value of the differentiating power of the items in the range of 0.273 to 0.721
and the reliability coefficient value of 0.864. The higher the score obtained, the
more appropriate the level of workload with employee abilities.

The data analysis used in this study used the Spearman rank non-
parametric correlation test. Data analysis using IBM SPSS Statistics 26.

Result

The results of descriptive analysis of research data show that the empirical
mean of workload variables is 59.70 (SD = 7.228) and work-life balance is 53.03
(SD =7.578). The results of empirical data categorization show that the majority
of respondents are in the moderate categorization at the workload level (62.3%)
and the work-life balance level (65.5%).

Spearman rank correlation test analysis that has been conducted on 61
respondents resulted in a correlation value of 0.352 (p < 0.05) between workload
and work-life balance variables. This means that there is a positive relationship
between workload and the work-life balance of Generation Z employees. Based
on the correlation strength level criteria, the correlation coefficient value of 0.352
is included in the interval value of 0.25 - 0.50 and is included in the moderate
category. The correlation coefficient has a positive value, which indicates that
when the level of workload is increased according to the employee's ability, the
level of work-life balance also tends to increase, and vice versa.

Discussion

The results of hypothesis testing using Spearman Rank correlation show a
significant positive relationship between workload and work-life balance in
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Generation Z employees, with a relationship coefficient value of 0.352 (p < 0.05).
The research hypothesis that reveals the relationship between workload and
work-life balance in Generation Z employees can be accepted. The correlation
between the two variables shows a moderate level of relationship and a positive
direction of relationship (r=0.352). This means that when the level of workload is
increased according to the ability of employees, the level of work-life balance in
Generation Z employees also tends to increase, and vice versa.

The results of the research conducted are in line with the results of several
previous studies which show that there is a significant and positive relationship
between work-life balance and workload. This indicates that when the level of
workload is increased according to the employee's ability, the level of work-life
balance also tends to increase, and vice versa (Pasla et al., 2021; Sari et al., n.d.;
Syihabudhin et al., 2020; Wirawan, 2022) The workload that is not by the
employee's ability, such as if the workload is lower than the employee's ability,
will cause the employee's work-life balance to decrease because the employee
will feel bored with his job and tend to prioritize his personal life. Likewise, when
the workload exceeds the employee's ability, the employee will experience stress,
causing the work-life balance to decrease.

Based on the results of the study, work-life balance and workload are
correlated at 0.352, which means they are included in the moderate category.
Other factors influence work-life balance, such as research by Mahardika et al.
(2022) which shows that work-life balance can be influenced by the
organizational or corporate environment, social support, place of residence, and
work compensation. Based on several studies, work-life balance is significantly
influenced by various factors, namely working hours, work stress, saturation at
work, employee welfare, employee performance, age, changes in working
conditions, new technological demands, and poor management (Jyoti & Verma,
2022; Rosnani et al., 2023).

Overall, this study is not free from limitations. The first limitation is related
to the sample size which is limited to 61 respondents of Generation Z employees
in one organization. This makes the results of this study less generalizable to
different samples. The second limitation is related to the instrument used in this
study is an online self-report scale, so there may still be bias in its measurement.
Researchers suggest that future studies can further expand the research sample
by increasing the sample size and using sampling techniques that are more likely
to generalize the results of this study. In addition, researchers also suggest using
instruments that are free from bias, expanding the research area, and using other
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variables besides workload in influencing work-life balance in Generation Z
employees.

Conclusion

Referring to the results of the analysis and findings of this study, it can be
concluded that there is a significant relationship between workload and work-
life balance in Generation Z employees at Company X. The correlation coefficient
is positive (r = 0.352) which indicates that there is a positive relationship between
the two variables, namely workload and work-life balance. This means that when
the level of workload is increased according to individual abilities, the level of
work-life balance in employees tends to increase, and vice versa. This finding
provides important implications for organizations and becomes material for
stakeholders such as HR or organizational leaders to be able to pay more
attention to the workload for Generation Z employees so that they are better able
to achieve their work-life balance.
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