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method used is quantitative, with a population of 332 respondents. For
sampling, the researcher employed purposive sampling, resulting in a sample
of 120 respondents who met the criteria. Data collection was conducted using a
scale method comprising the Work-Life Balance Scale, Perceived Organization
Scale, Employee Engagement Scale, and Psychological Well-Being Scale.
Furthermore, the analysis method used in this study was Structural Equation
Modeling (SEM) using the SmartPLS 4.0 application. The results obtained in this
study indicate that work-life balance affects employee engagement (T Statistic=
2.753; P=0.000), perceived organization also affects employee engagement (T
Statistic=5.055; P=0.000), Psychological Well-Being influences Employee
Engagement (T Statistic=5.131; P=0.000), Work-Life Balance influences
Psychological Well-Being (T Statistic=4.477; P=0.000), Psychological Well-Being
influences Employee Engagement (T Statistic=3.138; P=0.002), furthermore,
Work-Life Balance influences Employee Engagement through Psychological
Well-Being (T Statistic=1.998; P=0.031), while Perceived Organization does not
influence Employee Engagement through Psychological Well-Being (T
Statistic=1.693; P=0.091).

Keywords: Work-Life Balance, Perceived Organization, Employee
Engagement, Psychological Well-Being, Members of the Central Java Regional
Police Traffic Directorate

INTRODUCTION

Human resources are a fundamental component in determining the success or failure of an
institution in achieving its predetermined goals. Human resources are not only considered as objects
for attaining institutional objectives, but also serve as the key actors in realizing those goals.
Therefore, effective human resource management is crucial to enhancing institutional efficiency and
performance. This importance applies not only to private organizations but also to government
institutions, including law enforcement agencies such as the police.

The Indonesian National Police (POLRI) is a state institution mandated by the Indonesian
constitutional system to maintain national security and enforce applicable laws across the country.
According to Law No. 2 of 2002, the roles and functions of the police include fostering community
relations, protecting the public, upholding the law, and maintaining public order. As a state
apparatus, the police are also expected to provide excellent, prompt, and accurate public services to
reflect their professionalism and accountability in law enforcement.

The complexity of a police officer's duties presents significant challenges. Police officers face
irregular working hours, exposure to crime and traumatic situations, and must often make swift
decisions in emergencies while upholding high ethical and moral standards. These demands
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particularly affect officers in the Traffic Directorate (Ditlantas), who are tasked with ensuring road
safety and order—duties that are highly stressful and require both mental preparedness and
professionalism.

The Traffic Directorate of the Central Java Regional Police (Ditlantas Polda Jawa Tengah) is
responsible for managing traffic-related functions, comprising several sub-directorates including
education, traffic security, vehicle registration and identification, traffic law enforcement,
administration, and highway patrol. This unit emphasizes the 3E + 1I approach (Education,
Enforcement, Engineering, and Identification) in carrying out its duties. Given the significance of
these responsibilities, high levels of employee engagement are crucial for ensuring effective
performance and public service delivery.

Employee engagement refers to the physical, cognitive, and emotional investment that
employees make in their work. According to Schaufeli and Salanova (2017), engagement fosters
organizational health and enhances competitiveness. However, many organizations face challenges
related to low levels of employee engagement. In the police force, officers must balance dual roles
as law enforcers and public servants, making engagement even more critical.

Preliminary interviews with personnel from Polda Jawa Tengah revealed issues related to
vigor, or the energy and mental resilience required for police work. Some officers reportedly
experience low energy levels, affecting their ability to maintain focus and persistence, particularly
in demanding tasks such as traffic control, accident response, and enforcement activities.

Furthermore, the concept of absorption—being deeply engrossed in one's work—is often
lacking. Observations suggest that some officers show low concentration and enthusiasm in
delivering services, possibly due to insufficient engagement. This lack of focus can undermine the
police’s effectiveness and damage public trust. A 2022 survey by the Indonesian Survey Institute
(LSI) indicated a decline in public trust in the police, from 70% to 53%, highlighting the urgency of
improving engagement and public service quality.

Several factors, including work-life balance, perceived organizational support, and
psychological well-being influence employee engagement. Work-life balance refers to an
individual's ability to manage both work responsibilities and personal life effectively. Imbalance in
this area often leads to stress, which in turn hampers engagement and productivity. Officers who
feel supported in balancing these roles tend to be more motivated and committed to their duties.

Perceived organizational support—employees’ perception of how much the organization
values their contributions and cares about their well-being —also plays a pivotal role in fostering
engagement. Supportive environments with adequate facilities, recognition, and fair treatment can
lead to higher morale and better performance.

Moreover, psychological well-being is essential in achieving employee engagement. It reflects
a person’s ability to accept themselves, cope with stress, and find meaning in their work. Officers
who possess a strong sense of well-being tend to exhibit greater enthusiasm, resilience, and job
satisfaction, all of which are essential for high-quality public service.

Despite adequate facilities in Ditlantas Polda Jawa Tengah, preliminary findings suggest that
several officers still perform below expectations. This performance gap, marked by delays in task
completion and lack of focus, indicates a deeper issue potentially rooted in low levels of employee
engagement.

Therefore, this study aims to examine the influence of work-life balance and perceived
organizational support on employee engagement, with psychological well-being serving as a
mediating variable among police officers at Ditlantas Polda Jawa Tengah. This research is expected
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to contribute to the development of strategies to enhance the quality of human resources in law
enforcement institutions.
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Figure 1. Research Framework

METHODS

This quantitative research employed a cross-sectional design using a purposive sampling
technique. The population comprised active-duty police officers in the Solo Raya area, with 124
respondents participating in the study. Data collection was conducted through validated
questionnaires, and data analysis used SEM-PLS via SmartPLS 4.0. Variables measured include
work-life balance, perceived organizational support, psychological well-being, and employee
engagement, using previously developed instruments adapted to the public sector setting.

RESULT AND DISCUSSION

The data analysis confirmed that both work-life balance (f = 0.225, p < 0.05) and perceived
organizational support ( = 0.318, p < 0.05) positively influence employee engagement. Furthermore,
psychological well-being significantly mediates these relationships. The mediation test results
indicate that psychological well-being amplifies the effect of independent variables on engagement.
These findings are consistent with prior studies indicating the pivotal role of well-being in sustaining
employee commitment and motivation. Organizations that emphasize balanced life and social
support mechanisms enhance engagement, especially in high-pressure environments like law

enforcement.
Table 1. Structural Model Results
Variable Saoliilgoil:::)) S:::f;e g:i?;?gi T-statistic p-Value Results

Z->Y 0,532 0,535 0,123 4,338 0,000 Significant
X1->Z 0,460 0,464 0,090 5,131 0,000 Significant
X1->Y 0,166 0,178 0,095 2,753 0,000 Significant
X2->7 0,391 0,374 0,124 3,138 0,002 Significant
X2->Y 0,580 0,572 0,115 5,055 0,000 Significant
X1->z->y 0,179 0,145 0,150 1,998 0,031 Significant
X2->z->y 0,169 0,168 0,100 1,693 0,091 Not
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Significant

Source: Data Processed 2025

Based on the T-Statistics values with a significance level of 0.05, the model is considered valid
or the hypothesis is accepted if the T-value >1.96 or the p-value < 0.05.

Hypothesis 1: There is an influence between Work-Life Balance and Employee
Engagement. Based on the table above, the T-statistic value is 2.753, and the p-value is 0.000.
Therefore, there is a significant effect of Work-Life Balance on Employee Engagement.

Hypothesis 2: There is an influence between Perceived Organizational Support and
Employee Engagement. The table shows a T-statistic value of 5.055 and a p-value of 0.000. Thus,
Perceived Organizational Support significantly influences Employee Engagement.

Hypothesis 3: There is an influence between Work-Life Balance and Psychological Well-
Being. The T-statistic value is 5.131 with a p-value of 0.000, indicating a significant relationship
between Work-Life Balance and Psychological Well-Being.

Hypothesis 4: There is an influence between Perceived Organizational Support and
Psychological Well-Being. The table also reports a T-statistic of 5.131 and a p-value of 0.000,
confirming a significant influence of Perceived Organizational Support on Psychological Well-

Being.

Hypothesis 5: There is an influence between Psychological Well-Being and Employee
Engagement. With a T-statistic of 3.138 and a p-value of 0.002, the results show a significant effect
of Psychological Well-Being on Employee Engagement.

Hypothesis 6: There is an influence between Work-Life Balance and Employee Engagement
through Psychological Well-Being. The T-statistic is 1.998, and the p-value is 0.031, indicating that
Psychological Well-Being mediates the relationship between Work-Life Balance and Employee

Engagement.

To determine the mediating role, the Variance Accounted For (VAF) value is calculated.
According to Hair (2014), VAF is interpreted as follows:

e VAF > 80% indicates full mediation

e 20% < VAF <80% indicates partial mediation

e VAF < 20% indicates no mediation
The calculation is as follows:

VAF = (axb)/ ((axb)+c)=0.179 / 0.345 = 0.518 or 51%

Since the VAF falls between 20% and 80%, it indicates partial mediation. It shows that
Psychological Well-Being plays a significant mediating role. Without Psychological Well-Being, the
influence of Work-Life Balance on Employee Engagement is less impactful. Hence, Psychological
Well-Being is a crucial variable in enhancing Employee Engagement among traffic police officers.

Hypothesis 7: There is no influence between Perceived Organizational Support and
Employee Engagement through Psychological Well-Being. The T-statistic is 1.693, and the p-value
is 0.091. Therefore, there is no significant mediating effect of Psychological Well-Being in the
relationship between Perceived Organizational Support and Employee Engagement.

VAF is calculated as follows:

VAF = (axb) / ((axb) +c) =0.169 / 0.749 = 0.225 or 22.5%
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Since the VAF value falls between 20% and 80%, it can be interpreted as partial mediation. It
implies that Psychological Well-Being does not have a strong direct mediating effect between
Perceived Organizational Support and Employee Engagement, but still plays a moderate mediating
role.

CONCLUSION

The study confirms that both work-life balance and perceived organizational support are
significant predictors of employee engagement, with psychological well-being serving as a crucial
mediator. Police officers who experience support from their organization and maintain a life balance
are more likely to report higher levels of engagement when their psychological well-being is also
nurtured. For future research, longitudinal studies are recommended to examine the long-term
effects of these variables across different law enforcement contexts.

REFERENCES

Aubé, C., Rousseau, V., & Morin, E. M. (2019). Perceived organizational support and organizational
commitment: The moderating effect of locus of control and work autonomy. Journal of
Managerial Psychology, 22(5), 479-495. https:/ /doi.org/10.1108/02683940710757209

Azeem, S. M. & Akhtar, N. (2018). The Influence of Work Life Balance and Job Satisfaction on
Organizational Commitment of Health Care Employees. International Journal of Human
Resource Study. Vol. 04, No.02.

Azwar, S. (2015). Penyusunan Skala Psikologi. Yogyakarta: Pustaka Pelajar

Bakker, A. (2009). Building Engagement in the Workplace. (R. Burke, & C. Cooper, Eds.) UK: Routledge.
https://doi.org/10.4324/9780203971611.ch3

Bakker, A., & Leiter, M. (2010). Work Engagement: A handbook of essential theory and research. New York:
Psychology Press. https://doi.org/10.4324 /9780203853047

Bakker, A. B. (2021). An Evidence-Based Model of Work Engagement. Current Directions in
Psychological Science, 20(4), 265-269. https://doi.org/10.1177/0963721411414534

Bakker, A. B., & Demerouti, E. (2018). Towards A Model of Work Engagement.

Banu, A. R., & Duraipandian, K. (2019). Development of an Instrument to Measure Work-Life
Balance of It Professionals in Chennai. Vol . 5, No.11.

Becker, B. E., & Gerhart, B. (2018). The impact of human resources management on organization
performance, progress and prospects. The Academy of Management Journal, 39(4), 779-801.
https:/ /doi.org/10.1108/13620430810870476

Chusniyah, T., & Hakim, G. R. U. (2021). Tujuan Hidup sebagai Prediktor Kesejahteraan Psikologi
pada Generasi Z. In Seminar Nasional Psikologi UM,1(1),413-423.

Delecta, P. (2021). Review Article Work Work-Life Balance. International Journal of Current Research,
Vol. 3, No. 4).

Dessler, G. (2020). Manajemen Sumber Daya Manusia, Jakarta: PT. Indeks, Employee Engagement
Insights for Business Leaders Worldwide, 1-23.

Gallup, C. (2017). State of the Global Workplace. Executive Summary.

Gallup. (2018). How Employee Engagement Drives Growth. Business Journal. Retrieved March 11,
2016, from: http://www.gallup.com/businessjournal/163130/employee-engagementdrves-
growth.aspx

Ha51buan, M. S. P. (2003). Manajemen Sumber Daya Manusia. Bumi Aksara: Jakarta.

v | This open-access article is distributed under a
| Creative Commons Attribution (CC-BY-NC) 4.0 license

1061

e i At

Indexed By :


https://doi.org/10.1108/02683940710757209
https://doi.org/10.4324/9780203971611.ch3
https://doi.org/10.4324/9780203853047
https://doi.org/10.1177/0963721411414534
https://doi.org/10.1108/13620430810870476
http://www.gallup.com/businessjournal/163130/employee-engagementdrves-growth.aspx
http://www.gallup.com/businessjournal/163130/employee-engagementdrves-growth.aspx

i f ? i‘ EATEA"S + ISSN 2720 - 9644 (print)
)/ NsTITUTE “ISSN 2721 - 0871 (online)

WD I1IESSS

INTERNATIONAL JOURNAL OF ENVIRONMENTAL,
SUSTAINABILITY AND SOCIAL SCIENCE

Ghozali, I. (2018). Structural Equation Modeling, Metode Alternatif dengan Partial Least Square (PLS)
(Edisi 4). Badan Penerbit Universitas Diponegoro.

Ghozali, 1., & Latan, H. (2017). Partial least squares: Konsep, teknik, dan aplikasi menggunakan program
smart PLS 3.0 (2nd ed.) (2nd Editio). Universitas Diponegoro.

Ghozali, 1. (2018). Structural Equation Modelling, Model Alternatif dengan Partial Least Squares.
Semarang. Badan Penerbit Undip.

Ghufron, N., & Risnawati, R. (2021). Teori-Teori Psikologi. Ar-ruzz Media.
Ginanjar., & Riyanti, B. P. D. (2018). Hubungan Antara Kepuasan Kerja dan Komitmen Organisasi
pada Pekerja Lepas Biro Konsultan. Jurnal Ilmiah Psikologi Manasa, Vol.4, No. 2, 125-139.

Greenhaus, J. H., Collins, K. M., & Shaw, J. D. (2023). The relation between work-family balance and
quality of life. Journal of Vocational Behavior, 63(3), 510-531. https://doi.org/10.1016/5S0001-
8791(02)00042-8

Hidayat, K. (2017). ‘Pengaruh Work-Life Balance dan Lingkungan Kerja terhadap Kepuasan Kerja
Karyawan’, Jurnal Administrasi Bisnis, 49(1).

Humas Polri. (2022). Tugas dan Fungsi -. https://humas.polri.go.id/ tugas-dan-fungsi/

Kahn, W. A. (2020). Psychological Conditions of Personal Engagement and Disengagement at Work.

Lutfiah. (2017). Metodologi Penelitian Kualitatif, Tindakan Kelas & Studi Kasus. Sukabumi: CV Jejak.

Macey, W. H., Schneider, B., Barbera, K.M., & Young, S.A. (2009). Employee engagement: tools for
analysis, practice, and competitive advantage. USA: John Wiley & Sons
https://doi.org/10.1002/9781444306538

Maslach, C., & Leiter, M. P. (2018). Burnout. In G. Fink (Ed.), Stress: Concepts, cognition, emotion,
and behavior (pp. 351-357). Academic Press. https://doi.org/10.1016/B978-0-12-800951-
2.00044-3

Moh. Nazir. (2014). Metode Penelitian. Bogor: Ghalia Indonesia

Pangemanan, F. L.; Pio, R. J.; and Tumbel, T. M. (2018). Pengaruh Work- Life Balance Dan Burnout
Terhadap Kepuasan Kerja. 8.

Restu, K. (2020). Asas Metodologi Penelitian. Yogyakarta: Graha Ilmu.

Rini, K. G. G. P., & Indrawati, K. R. (2019). Hubungan antara work-life balance dengan komitmen
organisasi perempuan Bali yang bekerja pada sektor formal. Jurnal Psikologi Udayana. 153-164.

Ryff, C. D. (2017). Psychological well-being in adult life. Current Directions in Psychological Science,
4(4), 99-104. https://doi.org/10.1111/1467-8721.ep10772395

Ryff, C. D., Singer, B. H. (2017). Best news yet on the six-factor model of wellbeing. Social Science
Research 35. https://doi.org/10.1016/j.ssresearch.2006.01.002

Saks. (2020). Antecedents and Consequences of Employee Engagement. Journal of Managerial
Psychology. Vol. 21 Iss:7 pp. 600- 619 https:/ /doi.org/10.1108/02683940610690169

Schaufeli. (2018). The Measurement of Engagement and Burnout: A Two-Sample Confirmatory
Factor Analytic Approach. Journal of Happiness Studies.

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2018). The measurement of work engagement with
a short questionnaire: A cross-national study. Educational and psychological measurement.

Schaufeli, W., Marisa, S., Vincente, G., & Bakker, A. (2020). The Measurement of Engagement and
Burnout: A Two-Sample Confirmation Factor Analytic Approach. Journal of Happiness Studies,
3, 71-92. https:/ /doi.org/10.1023 / A:1015630930326

v | This open-access article is distributed under a
| Creative Commons Attribution (CC-BY-NC) 4.0 license

1062



https://doi.org/10.1016/S0001-8791(02)00042-8
https://doi.org/10.1016/S0001-8791(02)00042-8
https://humas.polri.go.id/tugas-dan-fungsi/
https://doi.org/10.1002/9781444306538
https://doi.org/10.1016/B978-0-12-800951-2.00044-3
https://doi.org/10.1016/B978-0-12-800951-2.00044-3
https://doi.org/10.1111/1467-8721.ep10772395
https://doi.org/10.1016/j.ssresearch.2006.01.002
https://doi.org/10.1108/02683940610690169
https://doi.org/10.1023/A:1015630930326

) i o
Wi '3’ Restanch « ISSN 2720 - 9644 (print) i KSI
W msmmre * ISSN 2721 - 0871 {online) PRI

WD I1JESSS

INTERNATIONAL JOURNAL OF ENVIRONMENTAL,
SUSTAINABILITY AND SOCIAL SCIENCE

Indexed By :

) i Coec

Singh, S. K. (2017). Competing through employee engagement: a proposed framework. International
Journal ~ of  Productivity ~ and  Performance = Management, 65(6), 831-843.
https:/ /doi.org/10.1108 /1JPPM02-2016-0037

Sudjana. (2019). Metode Statistika. Bandung: Tarsito.

Sugiyono. (2017). Metode Penelitian Kuantitatif, Kualitatif dan R&D, Cetakan ke 24. Bandung: Alfabeta.
Sugiyono. (2021). Metode penelitian pendidikan. Bandung: ALFABET.

Sugiyono. (2020). Metode Penelitian Kuantitatif, Kualitatif dan R&D. Bandung: Alfabeta.

Wardani. (2021). Psychological Capital, Psychological Empowerment, dan Employee. E-Book.

Widodo, P. (2022). Peranan Bhayangkara Pembina Keamanan dan Ketertiban Masyarakat Dalam
Penanggulangan Tindak Pidana Pencurian Motor (Studi Kasus di Polsesk Genuk), Skripsi
IImu Hukum, Fakultas Hukum, Universitas Islam Sultan Agung, Semarang, 2022.

»" | This open-access article is distributed under a
| Creative Commons Attribution (CC-BY-NC) 4.0 license

1063


https://doi.org/10.1108/IJPPM02-2016-0037

