The Effect of Absenteeism, Workload and Job
Satisfaction on Cost Reduction: Case Study at
IFRC - CCST

Dewi Rosiani', Arief Wibisono Lubis?
(dewi.rosiani8@yahoo.com, arief wibisono_lubis@yahoo.com)

"Master of Management, FEB Universitas Indonesia, Jakarta, Indonesia
?Department of Management, FEB Universitas Indonesia, Jakarta, Indonesia

Abstract. This research aims to examine the effect of absenteeism, workload, and job
satisfaction on cost reduction in the context of a non-profit organization as mentioned
above. The research method uses causal descriptive (related to the statement of each
variable in the study) and causal associative research methods (aims to determine the
effect of WLB on cost reduction). Data analyzed were units of data originating from
individual IFRC staff, collected through questionnaire research instruments using a
Likert scale. From the analysis result showed that job satisfaction is significantly
associated with cost reduction in the organization, while absenteeism and workload do
not have any significant relationship with cost reduction. Thus the implication is IFRC
needs to improve work life balance program to reduce cost in the organization through
increasing employees’ job satisfaction.

Keywords: Absenteeism, Workload, Job Satisfaction, Cost Reduction, Work-
Life Balance.

1 Introduction

The International Federation of Red Cross and Red Crescent Societies
(IFRC) is a non-profit organization engaged in the field of humanity, formed
since 1919 in Paris. IFRC takes action before, during and after a disaster or
health emergency without discrimination on nationality, race, religion, class or
political opinion. IFRC staff should be available at all times in terms of disaster
management, so that a high level of staff absenteeism must be reduced and
should not occur, because it has a major impact on the cost issues that IFRC is
responsible to humanitarian aid donors and other stakeholders. HR and Finance
do have a very close relationship in several aspects, this is one of them.

In normal situations, all IFRC staff have many work responsibilities, for
example providing health education and disaster preparedness to the general
public. In the event of a disaster or health emergency, almost all staffs will work
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long periods of time with very high workloads, adjusting rehabilitation
completion targets. Equitable distribution of workload according to position
must be considered, so there is no work fatigue due to overwork, which can
potentially cause staff illness or even work accidents. If this happens, it will
certainly incur additional costs such as paying overtime for other staff to help
complete work targets, incurring costs for the recruitment of replacement staff
(daily worker, internship, or assistant staf¥).

Previously, the level of absenteeism and staff turnover was very high at
IFRC, which made the HR team work extra hard in recruiting within urgent
time, since the needs of employees were very high especially in the event of a
disaster. In this regard, from April 30, 2019, IFRC HR began implementing a
work-life balance program, as a form of full support for its staff in carrying out
humanitarian missions. This program is considered important because the
organization realizes that staff not only face roles and problems at work, but
also outside their work. The size of the balance is indeed different for each
individual, because of differences in life and priorities in his life. Therefore,
organizations must consider what kind of work-life balance program to be
implemented.

The following are the work-life balance program benefits for employees
[1]: (1) increased job satisfaction; (2) increased job security; (3) increase control
over work-life environment; (4) reduced levels of work stress; and (5)
increasing physical and mental health. As for the company [1]: (1) reducing the
level of absenteeism and delays; (2) increase productivity; (3) employee
commitment and loyalty; (4) increasing customer retention; and (5) reduced
employee turnover. Benefits for this organization can be a source of unnecessary
cost reduction, thus at the end, the organization could provide even more
benefits to staff.

The work-life balance program implemented by IFRC includes: provide
work time flexibility, working from home, 24 days leave a year, nursery rooms
for breastfeeding and break out rooms to release fatigue at work, and family-
friendly policies such as special leave (maternity leave, male staff leave to
accompany the wife giving birth, leave accompanying sick parents / close
relatives, etc.), holding informal activities such as outbound (skills development
activities) and also gymnastics, yoga and other hobby distribution programs
while providing diverse needs serving coffee in the office pantry room.
Meanwhile, to implement a work-life balance policy, the following costs can
arise[2], namely:

e direct costs, such as payment of parental leave or providing equipment for
telecommuters (flexibility of time and place to work with communication
technology support);



¢ indirect costs, related to temporary replenishment of absences and temporary
reductions in productivity arising from disturbances.
e costs associated with implementing work-life balance policies

The organizations may experience difficulties in assessing the real impact
of work-life balance policies because it is easier to identify and measure costs
than benefits. One of the organizational successes is the creation of job
satisfaction among staff in the organization, which will also have a positive
impact on staff work. This is in line with the opinion [3], in which maximizing
employee satisfaction by making employees feel "valuable" will form the core
of the asset / human resource policy.

The success or failure of an organization largely depends on the quality,
positive contribution and creativity of the people who work in it. To achieve
organizational goals, they need to recruit people with the necessary skills,
qualifications, and experience [4]. If human resource is treated as an asset, then
every salary, wages, benefits to the facilities provided are investments and not
costs. Since they are investments, the impact certainly cannot be felt
immediately at that time.

Before implementing a WLB program, the staff turnover rate was very
high in IFRC. The HR recruitment team should work extra hard within urgent
target time, since the needs of new staff are very high, especially when in a
state after a disaster or health emergency. This very high staff turnover results
significant additional costs incurred by the Finance department. The purpose
of this case study is to analyze the effect of absenteeism, workload and job
satisfaction on cost reduction in IFRC Country Cluster Support Team staff in
Indonesia, with the research question are :

1. Knowing that absenteeism has a negative relationship with cost reduction

2. Knowing that workload has a negative relationship with cost reduction

3. Knowing that job satisfaction has a positive relationship with cost reduction
4. Knowing that WLB has a significant positive effect on cost reduction

The research conceptual model that becomes the reference is the
research presented by Deborah, which clearly shows a positive correlation to
Cost Reduction. This study found that a reduced workload would reduce the
potential for conflict between work and family; and reduced absenteeism and
high levels of job satisfaction have been shown to reduce costs to the
organization.

As supporting data research, Figure 1.1 presents the [IFRC Headcount Data
Diagram during 2019, which shows the difference in the level of absenteeism
between the first and second semester (six months) of staff in the IFRC office.



The difference in this attendance levels is strongly influenced by the
implementation of work-life balance program since April 30, 2019.
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Figure 1.1 Headcount Data Diagram 2019 IFRC CCST
Source: HR IFRC

Figure 1.2 Diagram Variable Cost 2019 IFRC CCST presents an increase in
variable cost reduction after the implementation of work-life balance program.
And this is based on data on Table 1.1 Data Budget vs Actual 2019 IFRC CCST

as follows:
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Table 1.1 Data Budget vs Actual 2019 IFRC CCST

Monthly Budget - Support Services Team Total CHF 560,687.12
‘ Project Code 0IDA0T Alternative * ]
Appeal MS0ID001 Company * 0o IFRC Secretariat
Budget Start Date *| 01-Jan-2019 |Budget starts in financial period 2016/1,

Prepared by '@ Budget End Date * 31-Dec-2019 |spans for 12
D G H I=67H g 1 M=D"]
Unit Cur  Unit Price IDR Per pax Unit Price  Times Times

Praject Activity Mcode

Support Service/Salary 1 Unit IDR  424,478,860.00 12,862,99576  31,411.44 12 Month 376937.33 661  OIDODI A9%2L HSOIDOO1
Support Service/BPIS TK 1 Unit IDR 17,997,903.66 54539102  1,331.85 12 Month 15,982.14 661  0IDO01 ASS21 MSOIDOOL
Support Service/BPIS Pension 1 Unit IDR 5,900,202.00 178,794.00 436.62 12 Month 5,239.38 661 OIDOO1 A9S21 MSOIDOD1
Support Service/BPIS Kes 1 Unit IDR 15,840,000.00  480,000.00  1,172.16 12 Month 14,065.92 661  OIDO01 A9921 MSOIDOOL
::::I';T'T‘;;‘i‘)'(ph°""°fﬁ“ L Unit IDR  62700,00000 1290000000  4,639.80 12 Month 55,6761 [ s ) (R
Manpil ottt s L Unit IDR  165000,000.00 500000000  370.00 12 Month 444000 661  OIDOOL A9921 MSCIDODL
Support Service/THR 1 Unit IDR  424,478,860.00 12,862,99576  31,411.44 1 Meonth 31,411.44 661  OIDOD1 A9921 MSOIDOOL
Support Service/Insurance 1 Unit IDR 604,368,600.00 18314,200.00 44,723.29 1 Month 44,723.29 661  OIDOO1 AS921 MSOIDOOL
Support Service/Training 1 Unit IDR  165,000,000.00 5,000,000.00  12,210.00 1 Meonth 12,210.00 661  OIDO01 A9921 MSCIDOOL
Sub Total 1,885,764,425.66 560,687.12
+ Estimated PSSR value that will be added during processing of this file 0.00
+ Estimated pledge cading fee 0.00
Grand Total | 1,885,764,425.66 | seo687.12
Monthly Budget - Program Team - Total CHF 823,673.21
Project Code PID026 Alternative
Appeal MAAIDOOZ Campany * 00 IIFRC Secretariat
: Bugdget Start Date *| 01-Jan-2019 |Budget starts in financial periad 20194,
Prepared by () Budget End Date *  31-Dec-2018 spans for 12 periods and ends in 2019/12

I=G*H 1 =D

:Wﬁn‘ie

Description Unit Cur Unit Price IDR Per pax Unit Price  Times Times Total CHF Account  Project Activity Mcode
1 [
Program Salary 1 Unit IDR 528,546,258.00 15,101,321.66 39,112.43 12 Month 469,349.20 661  PID026 APO48 MAAIDOC2
Program/BPJS TK 1 Unit IDR 22,410,361,34  640,296.04  1,658.37 12 Month 19,900.41 661  PIDOZ6 APO4S  MAAIDOC2
Program/BPJS Pension 1 Unit IDR 6,257,790.00  178,794.00 463.08 12 Month 555692 661  PIDO26 APO48 MAAIDOO2
Program/BPS Kes 1 Unit IDR 16,800,000,00  480,000.00  1,243.20 12 Month 14,918.40 661  PIDO26 APO48  MAAIDOG2
::::I':'Ti‘::)' (hane; Office 1 Unit IDR 66,500,000.00 1,900,000.00 492100 12 Month so,05202 ([ (L T (R
Mkl 1 Unit IDR  175000,000.00 500000000 12,950.00 12 Month 15540004 661  OIDOOL /021 MSCIDODL
Program/THR 1 Unit IDR  528,546,258.00 15,101,321,66 39,112.43 1 Meonth 39,112.43 661  PID026 APO48  MAAIDOOZ
Program/ Insurance 1 Unit IDR 640,997,000.00 18,314,200.00  47,433.79 1 Month 47,433.79 66  PID026 APO4B MAAIDOC2
Program/Training 1 Unit IDR 175,000,000.00  5,000,000.00  12,950.00 1 Month 12,950.00 661  PID026 APO48 MAAIDOOZ
Sub Total 2,160,057,667.34 823,673.21
+ Estimated PSSR value that will be added during processing of this file 0.00
+ Estimated plecige cading fee 0.00
Grand Total | 2,160,057,667.34 | smeman




Monthly Actual - Support Services Team

Monthly M0ABB6000 3747886000 38447886000 004TBEGO00  IMQA7EEG000  B4A7BAGD0D  BM247BEG000  4O047EBE000  MAAEE60.00 3044780000  IMGATHEE000 7647886000

Manthly 144%30366 1596270366 16,0100366 1698030366  I6G4LI0366 1630090366  16G4L10366 1698030066  16IL0065 163019038 1596270366 1596270366

Menhly 446085000 482743800 500623200 536382000 5,165,026.00 5,006,232.00 5,185,026.00 53382000 5,006,232.00 5,006, 3200 4827,438.00 482743800

Monthly 1200000000  12960,00000 1344000000  14,400,000.00 13,920,000.00 13,440,000.00 13,820,000.00 14,400,000.00 13,440,000.00 13,440,000.00 12,90,000.00 12,960,000.00

ety 7524000000 21943000000 87,780,000.00 mramou 56,430,000,00 50,160,000.00 50,160,000.00 50,160,000.00 50,L60,000.00 50,160,000.00 50,160,000, 00 50,160,000.00

Monibly BOS000000 2300000000 100000000 245000000  G250000000 9900000000 6500000000 6500000000 4125000000 8250000000 4L2000000 16,500,00000

Allatonce 424,47,850.00

Al at ance 504,368,600.00

Matual 1500000000 1500000000 1500000000  15,000,000.00 10,000,000,00 15,000,000.00 15,000,000.00 15,000,000.00 L5,000,000.00 15,000,000.00 10,000,000, 00 10,000,000.00
1,346, 493,613 66 875679,001.66 753,006,995.66 73569208366 1,001,633,840.66 58338699566 559,384980.66 56838298366 52563609566 56683600556 51163000166  486,389,00166

Monthly Actual - Program Team

Monthly M0562500 41559625800 46454625800 BESIG2SED0 49654525800  496,545,258.00 47254525800  BSSIGLSE00 48054625800 48054625800  4EB546.2500  46B546.258.00

Monthly 169831613 176605134 1963676134 07436134  A053%LM  L0SSELM DOISHIM MM4BLM MIFELM NISHLM MWLM 0746LM

Manihly 3,397,086.00 375467400 482743800 536382000 5,542,614.00 5,342,614.00 5,006,232.00 536282000 4827.428.00 4827,438.00 596382000 536382000

Monthly 91000000 1008000000 1296000000 1440000000  148E000000 14800000 1344000000 1440000000 1296000000 1296000000 1440000000  14,400,000.00

el #6,45000000 7380000000 7315000000 7980000000  S9SS000000  G317500000  S220000000 65500000 6317500000 6118000000 6384000000 5320000000

Monthly UIM00000 2750000000 26250000000 262000000  IE0000000 12250000000 62000 14000000000 1000000 AHM2SO00000 135000000  131,250,00000

Al gt once 528,546, 25.00

Ml st once £40,097,00000

Manal 1000000000 1000000000  10,00000000  10,000,000.00 500000000 1000000000  iDJDOOODO0 1000000000 1000000000 1000000000  10,00000000  10,000000.00
137749350534 765,342,493.34 B47,680,457.34 85507443034 1166,418,69134 73369743334 67047845134 73554943034 TI438385734  T2LI3BAST34 7411443034 72347443034

Furthermore, the discussion in this paper is structured as follows: The
second section discusses several theories that are relevant to the topic of this
research. The third section describes the methodology used, while section 4
presents the results and discussion of the main findings. At the end, namely
section 5 will conclude the discussion as a whole.



2 Theory
2.1. Non-profit organizations

Non-profit organizations aim to support an issue that is attracting public
attention and is carried out without having a commercial purpose or aiming for
profit [5]. Based on PSAK No. 45 it is known that non-profit organizations
obtain resources from donations from members and other donors who do not
expect any compensation from the institution. Even though non-profit
organizations are not profit-oriented, this organization needs to prepare financial
reports in accordance with the format of financial statements of non-profit
organizations in Indonesia based on PSAK No. 45 published by IAI 2000.

The ultimate goal of nonprofit financial management is generally to
maximize the distribution of donations from donors while minimizing the
expenditure of funds to support the operational activities of the organization.
There are things that can be controlled from business processes in nonprofit
organizations by reducing unnecessary expenses such as ornamental plant
rental, reducing newspaper variations, and even adjusting the communication
budget based on average usage each month, for example, the initial budget per
month is Rp 1 million, but actually the average use is only Rp 500 thousand per
month, then the budget can be reduced and have an impact on cost savings every
month.

The following are the characteristics of non-profit institutions [5]:

= There’s no ownership as in business organizations in general

= Producing an item or service that is not intended to make a profit alone, if
there is a profit then it never distributed to the owners of the organization

= Resources or funds that can come from donors who do not wish to benefit
from what has been given

2.2. Absenteeism

The general definition of absenteeism is unplanned absence, even though
the work is scheduled. Employees can be absent at work for various reasons or
just deciding to be rebellious as a sign of registering some concerns especially
associated with job dissatisfaction in the workplace. Absenteeism in the
workplace is catastrophic as it hinders performance and results[27]. There are
unseen and often unforeseen costs due to absenteeism, namely increased
oversight time, additional staff, overtime, temporary staff hiring, administration,
training, insurance, the effects of reduced service provision and loss of business.
These invisible costs may be double the wage costs. The absenteeism effect is



most pronounced when there are jobs that are interdependent with each other.
With complex processes, requiring expertise and technology, operations cannot
proceed without a complete staffing composition.

A study clearly shows that there is a negative correlation between
absenteeism and cost reduction[6]. The study found that with a higher level of
absenteeism, and staff turnover has been shown to increase the costs incurred
by the organizations. In this study also found that there are a lot of cost reduction
in an organization through the implementation of work-life balance policies.
Reducing staff turnover results in lower costs, because recruitment requires a
lot of direct costs such as job advertisements, interviews and indirect costs such
as loss of knowledge and institutional contacts. Staff retention also reduces
training costs, because having staff join longer in the organization increases the
rate of return on investment for training that has been provided.

2.3. Workload

The negative impact of excess workload that is not in accordance with the
ability of the workforce causes a decrease in the quality of work due to physical
fatigue and decreased concentration, self-supervision, work accuracy so that
work results do not comply with standards[7].

The workload pressure can be positive, and this leads to the satisfaction
of work-life balance among employees[8]. Employees who positively perceive
the workload will understand workload as a challenge not as pressure, and this
will make the employee motivated to achieve tasks with good performance, on
time so that employees will feel satisfied and have a commitment to the
company. This expectation is difficult to achieve if employees have a negative
perception of workload.

The research shows very clearly that there is a negative correlation
between workload and cost reduction[6]. This study found that with the increase
in workload, it was proven to increase the costs that organizations must incur.
Ergonomic balance theory[9] states that work fatigue is caused by an imbalance
between work capacity and workload factors. If not addressed, it will cause
fatigue due to work and cause other problems such as work accidents and reduce
work productivity.

2.4. Job satisfaction
Job satisfaction is a complex emotional reaction and is a result of

encouragement, desires, demands and expectations of employees to work that
is connected with the reality felt by employees, giving rise to a form of



emotional reaction in the form of feelings of pleasure, satisfaction, or feelings
of dissatisfaction reflected by work morals, discipline, and work
performance[10][11]. If employees feel unsatisfied with their work, employees
can leave their jobs, often complain, disobey, steal items belonging to the
organization, avoid some of their work responsibilities, and so forth[12].

A study proves that job satisfaction can bring innovative ideas to
employees[13]. Employees can be more loyal to the organization. Employees
will also be more satisfied if they get what they expect with an efficient work-
life balance so that they can work effectively and efficiently. Demographics
related to gender, age, education, marital status, number of family members and
income level can also be factors that influence job satisfaction.

Several factors can influence job satisfaction, including supervision,
leadership attitude, work itself, fairness among employees, accuracy in the
placement of work skills, organization and management, colleagues, employee
finance, work conditions and guarantees and employee welfare[10][11][14].
Research shows very clearly that there is a positive correlation between job
satisfaction and cost reduction[6]. The higher job satisfaction, the higher cost
reduction in organization.

2.5. Cost Reduction

The overhead costs incurred by an organization are indeed influenced by
the level of productivity generated by employees in terms of doing their work,
while the level of productivity is strongly influenced by the work-life balance
of their employees. Positive impacts resulting from work-life balance include
increased performance, productivity, motivation, work involvement and
organizational commitment[15][16]. While the negative impacts include
absenteeism, employee turnover, work stress, tardiness, and absenteeism (Frone
etal., 1997)[17].

The following 4 analysis of activities that can be done in terms of cost
reduction[18]:

e Reduction of activities. Reduce the time or effort needed to do the activity.
For example, simultaneous engineering reduces time to market.

e Abolition of activities. Eliminate all activities. For example, using the
application to eliminate the need to prepare purchase orders and check
invoice payments.

e Selection of activities. Choose inexpensive alternatives from a series of
design alternatives. These alternatives require different equipment, settings
and other resources and require different costs.



e Division of Activities. Make changes that allow sharing with other products
to produce economies of scale. Managing activities is the core of activity-
based costing and activity-based management. If you focus on reducing
costs, it can lead to wrong decisions.

The most effective and efficient way to do cost reduction is to evaluate
which cost factors are priorities, especially related to staff retention. So not by
running any program that can reduce organizational costs, because usually the
cost savings in the short term may succeed, but it has consequences for the long
term.

Actually, not all costs are considered bad. It should also be considered in
terms of the benefits and cost analysis of each program that will be run. No
problem if there are additional costs, but it can provide output or benefits far
greater than the costs incurred. The function of the budget directly related to
Cost Reduction is to influence and motivate employees to always take effective
and efficient actions for the purpose of the organization.

3 Method

The model used in this research is as shown below:

Absenteeism

m\
Work Load HE
Job Satisfaction H3/

Figure 3.1 Research Conceptual Model

This study approached the abovementioned problem by using
descriptive and causal associative research methods. Descriptive problem
formulation is related to the statement of each variable in the study. Whereas
causal associative has the main objective to find out the effect of absenteeism,
workload and job satisfaction (exogenous variable) on cost reduction
(endogenous variables). Data analyzed were units of data originating from
individual IFRC staff, collected through questionnaire research instruments
using a Likert scale.

H1: Absenteeism has a significant negative effect on cost reduction



H2: Workload has a significant negative effect on cost reduction
H3: Job satisfaction has a significant positive effect on cost reduction

The population in this study is the staff working at IFRC CCST Indonesia.
Meanwhile, the sample taken in this study consisted of staff from the Jakarta
office, Palu Operations and Lombok Operations. The number of research
samples taken were 201 samples from the results of the questionnaire
distributed to 225 IFRC staff. Sampling technique using a questionnaire
technique with a Likert scale and literature study for each variable. While the
data source used is primary data, i.e. data obtained directly from the research
object. Respondents are usually asked to rate how much they agree with the
statement given by the researcher[19]. The range of values used in this study is
1 to 5, with details (1) strongly disagree, (2) means not agree, (3) means neither,
(4) means agree, and (5) means strongly agree.

Table 3.1. Questions on Absenteeism

Kode Item

AB1 High absenteeism rates cause labor turnover

AB2 The level of absence increases the cost of overtime benefits

AB3 Absence interferes with organizational workflow

AB4 Absence and turnover of workers reduces the quality of production

Table 3.2 Questions on Workload

Kode Item

WL1 I feel that too many deadlines in my work are difficult to fulfill

WL2 I work long hours even on holidays

WL3 My daily activities are affected due to workload (such as exercise,
mealtime, and bedtime)

WL4 I like to wake up at night because of problems at work

Table 3.3 Questions on Job Satisfaction

Kode Item
JS1 I feel satisfied in terms of working with my colleagues
JS2 Organizational support for the welfare of its staff is satisfactory according

to workload and responsibility

JS3 I feel satisfied with the work that I do

JS4 I can strike a balance between work and personal demands, so I don't think
about leaving work

In examining the research model, this study employs SEM (Structural
Equation Model) method using Lisrel 8.8 software. The SEM method was
chosen because: (1) It can estimate a series of regression equations separately,



but interdependently, based on structural models used in statistical programs;
(2) SEM method can measure variables that have two roles at the same time
(dependent variable and independent variable); (3) SEM method is appropriate
to be used for confirmatory analysis research, with the aim to test and confirm
the theory; (4) SEM method is also suitable for research involving hypothetical
causal relationships in research[20].

Descriptive analysis is used to provide information about the
characteristics of the research variable by providing a description of the data
seen from the mean, standard deviation, maximum, minimum, variant, sum, and
range[21]. In this research descriptive analysis is used to find general
description of the demographic characteristics of respondents such as gender,
age, marital status, last education, and employment agreement status.
Descriptive analysis is also carried out on each variable to see the distribution
of respondents' answers.

Validity and Reliability Test

Each latent variable that is processed by SEM data has several indicator
variables, and it’s modeled as a factor that underlies the indicator variable, also
called loading factor. The relationship between indicator variables and latent
variables was analyzed through Confirmatory Factor Analysis (CFA). The
results of the CFA analysis were obtained through a match test, namely the
validity and reliability tests. This compatibility test is carried out for each
construct[22].

Validity is the extent to which the developed measurement tool can
measure the concept of the study conducted[20]. There are three types of
validity tests that can be done, namely (1) content validity to determine how
well the depiction of dimensions and elements of a concept, (2) criterion related
validity, and (3) construct validity to determine the level of compatibility of the
results obtained from the measuring instrument with theory used in testing. First
of all a validity test was performed on all variables used in this study, using the
Lisrel software and measurement items can be said to be valid if the
Standardized Factor Loading (SLF) value > 0.5 [20].

The reliability of a measuring instrument illustrates the extent to which
the gauge is free of bias so that it can make measurements in a stable and
consistent manner[23]. Reliability tests were also carried out on all variables
used in this study, using Lisrel software, with indicators to measure the degree
of reliability using construct reliability measures (CR) and variance extracted
measures (VE). The CR value is obtained from the sum of the squares of the
factor loading for each construct and the number of error variances for a
construct. A variable is called having a good level of reliability if the value of



CR >0.70. However, CR values between 0.6 - 0.7 can also be called reliable, if
other indicators of validity of the construct show good results[20]. In addition,
the reliability indicator can also be seen through the value of VE with a standard
match > 0.5 [20]. If the Variance Extracted value is below 0.5, it is still adequate,
provided the resulting CR value is greater than 0.5 [24].

The construct reliability value is derived from the square of the total
loading standard (sum) divided by the square of the total standard loading value
plus the sum error value. Where the standard loading value is derived from the
standardized loading value for each indicator (AMOS, Lisrel output results).
While the error (e) comes from the measurement error of each indicator: (1-
Loading?2). The cut off value of the construct reliability test is accepted or (fails
to be rejected) if the value is > 0.70, but if the research is still explanatory, values
below 0.7 are still accepted.

Model Match Test

Model fit test is used in measuring how well a particular model is to
produce covariance matrices among indicator variables. This test consists of 3
parts, namely absolute fit indices, incremental fit indices, and parsimony fit
indices. Absolute fit indices are direct measurements to see how well the model
proposed by researchers in reproducing observed data can be measured from
various fit indices such as goodness-of-fit-index (GFI), root mean square error
of approximation (RMSEA), root mean square residual (RMR), and
standardized root mean residual (SRMR). Incremental fit indices measure how
well the model under study is in accordance with the baseline model (the most
common is the null model). Some incremental fit indices that are often used are
normed fit index (NFI), tucker lewis index (TLI), comparative fit index (CFI),
and relative noncentrality index (RNI). Parsimony fit indices aims specifically
to provide information about the best model compared to other competing
models by considering its compatibility with its complexity. Parsimony fit
indices can be seen through the adjusted goodness of fit index (AGFI) and
parsimony normed fit index (PNFI) values[20].

Through SEM, researchers can answer research questions that are
dimensional (ie measuring what indicators of a concept) and regression
(measuring the influence or degree of relationship between factors that have
been identified dimensions). According to the rules of thumb[20], the model
compatibility test must be seen from multiple indicators that include a minimum
of x2 values along with df, an absolute fit index (GFI, RMSEA, or SRMR), an
incremental fit index (CFI or TLI ), one goodness-of-fit index (GFI, CFI, or
TLI), and one badness-of-fit index (RMSEA or SRMR) [20]. Standard values
for model suitability tests [20] and [22] can be seen in table 3.4.



Tabel 3.4 Goodness of fit Index[20]

Goodness of fit index

Cut-of Value

X2 — Chi-square

Significance
Probability

RMSEA

GFI

AGFI

CMIN/DF

TLI
CFI

Expected to be low

>0,05
<0,08
>0,90
>0,90
<2,00
>0,95
>0,94

4 Results and Discussion

Absenteeism Variable consists of four statement indicators. Table 4.1 presents
the statistic descriptive of each of the element. Overall, Absenteeism has an
average total value of 4.208 which means it is categorized as high.

Table 4.1 Descriptive Statistical of Absenteeism Variable

N Min Max Mean Std. Total

Deviation Mean

ABI1 201 1.00 5.00 3.81 53.82 4.208
AB2 201 2.00 5.00 431 60.93
AB3 201 2.00 5.00 4.23 59.88
AB4 201 2.00 5.00 4.48 63.39

Workload Variables consist of 4 statement indicators, which are shown
by Table 4.2. Overall, the workload has an average total value of 3.805, which
means it belongs to the high category.

Table 4.2 Descriptive Statistical of Workload Variable

N Minimum Maximum Mean Std. Deviation Total Mean
WLI1 201 2.0 5.0 3.63 51.36
WL2 201 2.0 5.0 3.53 48.88 3805
WL3 201 2.0 5.0 3.63 51.43 '
WL4 201 1.0 5.0 4.42 62.55

Job Satisfaction Variable consists of four indicator indicators as shown by
Table 4.3. Overall the job satisfaction variable has an average total value of
4.162 which means it is in the high category.



Table 4.3 Descriptive Statistical of Job Satisfaction Variable

N Minimum Maximum Mean  Std. Deviation Total Mean
JS1 201 2.0 5.0 4.07 57.62
JS2 201 2.0 5.0 431 60.93 4162
JS3 201 2.0 5.0 4.13 58.40 ’
JS4 201 1.0 5.0 4.14 58.54

Validity and Reliability Test

In the case of the indicators of Absenteeism, namely AB1, AB2, AB3 and
AB4, the results of the calculation of standardized loading factors showed that
not all items meet the standard loading factor > 0.50, except AB4. Considered
AB1, AB2, AB3 must be removed from the model, while AB4 is valid.

Table 4.4 Validity Test Absenteeism Variable

Latent variable Item Loading Factor Error Conclusion

Absenteeism AB1 0.21 0.96 Not Valid
AB2 0.05 1.00 Not Valid
AB3 0.14 0.98 Not Valid
AB4 0.93 0.13 Valid

From the results of reliability testing for absenteeism variables, since only
1 item is left, there is no need to calculate the CR (construct reliability) and VE
(variance extracted) manuals.

Meanwhile, the results of data processing on the workload variable which
has 4 indicators (observable variables) namely WL1, WL2, WL3 and WL4. The
results of the standardized loading factor calculation show that all statement
items meet the standardized loading factor > 0.50 except WL4. So WL4 must
be removed from the model, whereas WL1, WL2, Valid WL3.

Table 4.5 Validity Test Workload Variable

Latend variable Item Loading Factor Error Conclusion

Workload WLI 0.98 0.04 Valid
WL2 0.96  0.07 Valid
WL3 097  0.05 Valid
WL4 0.11 099 Not Valid

From the results of reliability testing for workload variables, the 3 items
are reliable because they have a construct reliability value of 0.98 > 0.50, and
an extracted variance value of 0.94. Thus, the results of item tests are valid and
reliable, then the research instruments are feasible to use for data collection in
research.

Based on the results of data processing on job satisfaction variables that
have 4 indicators (observed variables), namely JS1, JS2, JS3 and JS4. The



results of the standardized loading factor calculation show that not all statement
items meet the standardized loading factor > 0.50 except JS1. So JS2, JS3 and
JS4 must be removed from the model, while JS1 is Valid.

Table 4.6 Validity Test Job Satisfaction Variable

Latent variable Item Loading Factor Error Conclusion
Job Satisfaction JS1 0.59 0.65 Valid
JS2 041 0.83 Not Valid
JS3 039 0.85 Not Valid
JS4 0.14  0.98 Not Valid

From the results of reliability testing for job satisfaction variables,
because there is 1 item left, there is no need to calculate manually the CR
(construct reliability) and VE (variance extracted).

Structural Test model

Furthermore, a model compatibility test is performed to ensure that the
research model can represent the data by comparing theory with existing data.
Based on the test results of the suitability of the research model that can be seen
in table 4.8, it is known that almost all indicators show the research model is
included in the good fit category.

Table 4.7 Model Match Test Results

Cut-off value  Result Remarks
Goodness-of-fit
Goodness of Fit Index (GFI) >0.90 0,91 Good fit
Standardized Root Mean <0.08 0.078 Good Fit
Square Residual (SRMR)
Normed Fit Index (NFI) >0.90 0,90 Good fit
Comparative Fit Index (CFI) >0.90 0,92 Good fit
Incremental Fit Index >0.90 0,92 Good fit

Source: Output Lisrel 8.8

Hypothesis Test with SEM method

In the next stage, hypothesis testing is carried out using the Structural
Equation Model (SEM) method. Testing is done with LISREL software using
the Lisrel 8.8 application through path analysis, the aim is to determine the
strength of the relationship on the model.

In this study a hypothesis test was performed by looking at the t-value
because the standard deviation of the study population was unknown. This study
uses a level of confidence of 0.05 and a total sample of 201, so the critical value



in this study is 1.96 for the one-tailed hypothesis[25]. Figure 4.1 and Figure 4.2
below show the value of standardized loading factor and t-values of the research
model.

0.05 AB4 Js1 0.05

Q.01 WL1 CR1 [—0.10
0.0a—= WL2 CR3 =—0.13
0. 05— WL3 CR4 —0.15

Chi-Square=30.89, di=16, P-value=0.00000, RMSER=0.142

Figure 4.1 Standardized Loading Factor Research Model
Source: Lisrel 8.8 processed by researchers

After testing the hypothesis, the results can be seen from the output issued
by Lisrel. The significance of the relationships between variables can be seen in
Figure 4.2 path diagram of the t-value model.

On a significant effect, the t-value must be greater than the t-table, with a
value greater than 1.96 (significance at the 0.05 level). Based on the HI
hypothesis, absenteeism has a significant negative effect on cost reduction. Then
from the test results in Figure 4.2 shows that the resulting t-value of -0.24 <
1.96. This means showing incompatibility with the initial hypothesis so that H1
is rejected.

Next, the researcher tests the H2 hypothesis, and it is shown that workload
has a significant negative effect on cost reduction. From the t-value between
workload and cost reduction it turns out to have a value smaller than 1.96 which
is -2.68. This shows the incompatibility with the initial hypothesis, so that
finally this H2 is rejected.

Based on the H3 hypothesis, job satisfaction has a significant positive
effect on cost reduction, then from the test results as can be seen in Figure 4.2
shows that the resulting t-value of 4.92 > 1.96. This means that in accordance
with the initial hypothesis so that H3 fails to be rejected.
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Figure 4.2 T-Value Research Model
Source : Lisrel 8.8 processed by Researchers
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Figure 4.3 Path Analysis Test Results
Source: data processed by Researchers

Table 4.9 Test Results

Hypotheses T-Value Coefficient Test Result Conclusion
H1 AB->CR -0.24 -0.04 Not significant H1 is rejected
H2 WL ->CR -2.68 -0.21 Not significant H2 is rejected
H3 JS->CR 4.92 0.63 Significant H3 is failed to be

rejected

Source : Lisrel 8.8 Data processed by Researchers

Overall analysis

When a disaster or health emergencies happen, requests for humanitarian
assistance from IFRC rise sharply, at that time, staff are faced with high
workloads and prone to be overwhelmed and can trigger fatigue for staff. This
requires an optimal management system that can manage a balanced workload
so that it can control work-life balance problems that staff may face. The IFRC



organization understands very well that staff is a valuable asset, therefore IFRC
always gives appreciation commensurate with the capabilities of its staff.
However, the performance of each staff is strongly influenced by different
individual demographic factors such as age, gender, marital status, educational
level, as well as psychological factors, work systems, existing workloads,
support and motivation from the organization for the welfare of the staff alone.

It can be concluded that the role of the organization needs to be increased
in the work-life balance program to reduce the level of absenteeism through
flexibility in terms of working time, a very adequate number of annual leave of
24 days and also working from home policies for certain circumstances,
availability of nursery rooms for breastfeeding, break out rooms to release work
fatigue, and family-friendly policies such as special leave (maternity leave,
leave for male staff to accompany a wife to give birth, leave with accompanying
parents / close relatives who are sick, etc.), informal activities such as outbound
(skills development activities), gymnastic programs, yoga and other hobby
distribution while providing diverse coffee needs in the office pantry (clean
kitchen) office.It becomes an important point that will benefit the organization
in terms of cost reduction by not having to incur additional costs to recruit
additional staff so that the work target can be achieved.

In addition to absenteeism, workload also does not have a significant
negative effect on cost reduction. An uneven distribution of staff workload has
a continuing impact caused by this problem. However, based on descriptive
analysis in this study, it shows that IFRC has done a good division of work and
achieved targets in accordance with the competence and authority of each
position, so that IFRC has controlled the costs incurred by the organization.

While on job satisfaction variable this study shows effective results,
involvement and all related to benefits such as reducing leave intentions, less
absenteeism, reducing the number of delays and increasing performance and
productivity. All of which contribute to cost control and organizational growth.
On the cost reduction variable, the results are in line with a study[26] which
investigates the relationship between workload and cost reduction and shows a
negative influence.

The flow of cost reduction and profit increase in the end is not the final
goal, but rather leads to an increase in the main profit - the results of interest[6].
Cost reduction can come from a variety sources, including lower wages, lower
absenteeism, lower staff turnover or reduced energy and office costs. In setting
the scale of these costs, the potential scope of work-life balance program to
improve the business balance sheet. Several studies have also found reductions
in average salaries at the initial level, related to work-life balance programs



offered by companies. Thus, some or all of the work-life balance policy costs
are offset by lower wage costs.

It can be concluded that decreasing the level of absenteeism, balanced
workload and high job satisfaction increases cost reduction as can be seen its
significant effect on variable cost data in table 1.2. And the organizational
management must continue to control it, one of which is through the
implementation of work-life balance program for IFRC CCST Indonesia's staff.

5 Conclusion

1. In this study shows that absenteeism has an insignificant negative effect on
cost reduction at IFRC. Work-life balance program need to be improved to
reduce the level of absenteeism. Generally, the high absenteeism shows an
imbalance work-life balance, and incur extra costs to recruit additional
workers or daily workers to reach the set time target.

2. In this study shows that workload has an insignificant negative effect on cost
reduction at IFRC. IFRC has done a good division of work and achieved
targets in accordance with the competence and authority of each position, so
that IFRC has controlled the costs incurred by the organization.

3. In this study shows effective results on job satisfaction and it has a significant
positive effect on cost reduction at IFRC and all related to benefits such as
reducing intention to leave, less absenteeism, reducing the number of delays
and increasing performance and productivity. Because job satisfaction makes
the staff feel that their work contributions are highly valued and get
appropriate compensation.

4. There are limitations to the study conducted using this questionnaire method,
the researcher did not sit with the respondent when filling out the
questionnaire, so the researcher could not conduct in-depth interviews with
the respondent to confirm the results of the study. Furthermore, this research
was not conducted in several different organizations so it cannot be
ascertained that the results of this study will always be the same if it is carried
out on different respondents, samples, variables, locations and times.
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