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	The purpose of this study was to determine the effect of role overload and self-efficacy on work performance which is mediated by work engagement and moderated by perceived organizational support. Data collection was carried out using total sampling of all staff working at the RSGMP X by distributing a questionnaire containing 36 questions with a Likert Scale of 1 – 5, then the data was analyzed using the PLS-SEM method. The results of this study state that role overload has a negative influence on work engagement and work performance, while self-efficacy has a positive influence on work engagement and work performance. Work engagement can mediate the influence of role overload and self-efficacy on work performance, but the role of perceived organizational support as moderation does not have a significant influence on the relationship between role overload and work performance.
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1. INTRODUCTION
These days, human resource are becoming an important key so that an organization can grow and fulfilled its goals. According to the World Health Organization (WHO), human resources in the health sector are a group of people who devote themselves to carrying out health efforts to improve the level of health in society. While human resource are becoming an important key in an organization, quite a few resources experience problems in their work environment, where  their performance at work can be influenced by many factors (Bernales-Turpo et al., 2022).  RSGM-P X is a hospital which provide dental and oral treatment, where the staff will collaborate with dentist, college student, and also patients. As work demands increase over time, they are still expected to provide maximum performance, which of course can affects their work performance because they feel tired and stressed. This situation will unfortunately affects the hospital's performance as well.
Based on several previous studies regarding role overload, inconsistent results were found where research conducted by (Pamungkas & Sridadi, 2020)(Ugwu, 2022)(Zhang et al., 2022) stated that role overload had a negative influence on work performance and work engagement, while research conducted by (G. Deng et al., 2021)(Nurshoimah et al., 2023)(Zorec et al., 2021) states that role overload has a positive influence on work performance and work engagement. According to (Johari et al., 2019) role overload can provide two different types of responses, where on the one hand role overload is considered a challenge and considered an appropriate sacrifice to get maximum results in the future and the other party thinks that role overload will only cause stress.
Since there has never been research aimed at RSGM-P X’s staff, and several similar studies used nurses or doctors as their research subjects, therefore this research was carried out by adapting several previous studies which stated that there are several factors that can influence work performance, such as role overload, self efficacy, work engagement, and perceived organizational support (Bernales-Turpo et al., 2022)(J. Deng. et al., 2019)(Ma et al., 2023)(Zhang et al., 2022). Therefore, this research was conducted to analyze the influence of role overload and self-efficacy on work performance, which is mediated by work engagement and moderated by perceived organizational support, which will be used as an objective reference in improving staff work performance at RSGM-P X.
To determine the hypothesis, the relationship between variables will be explained further. Work performance is an ability to work effectively and efficiently in completing their responsibilities (Mittal & Bhakar, 2018) in a timely manner and providing high quality results in accordance with the goals of the organization (Nurshoimah et al., 2023). Role overload is excessive demands to complete several jobs at once within a limited time period and beyond their capabilities (Mittal & Bhakar, 2018) so that it often causes stress and fatigue (Izdebski et al., 2023). Self efficacy is an individual's belief in their potential or ability to complete their job in accordance with the goals or expectations given, as well as the individual's ability to overcome problems that may occur while completing the job (Bernales-Turpo et al., 2022). Work engagement is dedication to work, persistence, focus, and enthusiasm in completing a work (Zhang et al., 2022). Perceived organizational support is an organizational support for its employees by providing fair treatment to all workers, providing support from superiors, listening to employees' input (Hobfoll et al., 2018), and appreciating the efforts given by its employees (Matande et al., 2022).
Work performance can be influenced by several factors, including the amount of work that must be completed, the level of difficulty of the work, and the time given (Zorec et al., 2021). Excessive work demands can be caused by a lack of human resources or the number of workers being disproportionate to the work given, so there is not enough time to complete the work given. Feelings of stress that arise due to role overload would impact their work, where the results provided may not be optimal, thereby reducing their overall performance (Pamungkas & Sridadi, 2020).
H1: Role Overload has a negative influence on Work Performance.
When they have a great self efficacy, they will become more confident in what they do and also in their own abilities, so they will know what to do and they will provide more high quality performance and in accordance with their goal (Ramadhan & Budiono, 2023).
H2: Self Efficacy has a positive influence on Work Performance.
Work engagement will increase the individual's role and contribution in a work, where the will become motivated, thereby increasing their productivity (Zhang et al., 2022) and also increasing the work effectiveness, because they gain more skills and knowledge in the running. When they engage more in their work they will consider a work as a challenge and not a burden which can trigger feelings of stress which can ultimately reduce the individual's performance (Bernales-Turpo et al., 2022).
H3: Work Engagement has a positive influence on Work Performance.
Role overload can make workers feel overwhelmed and stressed with their work, so that they often reduce their effort and motivation in completing a task, which may reduce their work engagement. H4: Role Overload has a negative influence on Work Engagement.
Self-efficacy can affect individual's ability to adapt because it can improve their enagagement in their work, so that they can contribute optimally on every work and also increase correlation between co-workers (Al‐Hamdan & Bani Issa, 2022).
H5: Self Efficacy has a positive influence on Work Engagement.
Role overload are known to be one of the main causes of emotional fatigue which triggers stress in workers. This situation may become an obstacle for workers in completing their tasks (Tang & Vandenberghe, 2021). Role overload will reduce their efforts in completing their tasks, which will lower their performance. On the other hand, if they focus on their main job and do the work according to their abilities, then they will put more effort into doing their work, where they will be more engage in their work, so that it will improve their performance. Therefore, excessive roles are reducing their work engagement and their work performance as well (Zhang et al., 2022). It is also explained that by reducing stress at work that caused by role overload, it can improve their motivation at work and increase their work engagament and also their work performance (Allande-Cussó et al., 2021).
H6: Work Engagement mediates the relationship between Role Overload and Work Performance.
Work engagement indicates their dedication and commitment to their organization. One aspect that can influence work engagement is self efficacy, because when they understand their abilities better, it will be easier for them to improve their skills and become better at solving problems. Self-efficacy is known to influence work engagement, so that it can improve work performance (Utami & Sudiro, 2023). It is also explained that with self-efficacy, a person will become more committed to their work, which makes them able to do several jobs at once without feeling excessive burden or stress. This makes a person more engage in their work and will ultimately improve a person's performance at work (Bernales-Turpo et al., 2022).
H7: Work Engagement mediates the relationship between Self Efficacy and Work Performance.
When workers feel the impact of perceived organizational support in their work environment, they will become more responsible for their work and will strive to provide better performance (Yang et al., 2020). Therefore, it can be said that with good perceived organizational support in an organization, it can reduce the negative effects of role overload which has an impact on work performance (Zhang et al., 2022).
H8: Perceived Organizational Support moderates the relationship between Role Overload and Work Performance.
2. RESEARCH METHOD
This research used a quantitative method with a survey research design and total sampling, which was conducted on all 61 staff of RSGMP X with the inclusion criteria being that the employees had worked for at least one year. The questionnaire was distributed through google form with 36  questions in total.  This research uses a 5-point Likert scale for indicators measurement. The data will be analyzed using the variance-based partial least squares-structural equation modeling (PLS-SEM) method (Hair Jr et al., 2021) (Sarstedt et al., 2022). The software used in this analysis is Smart PLSTM version 4.0.9.2. The calculation results from PLS-SEM will produce an outer model, inner model, and hypothesis test (Memon et al., 2020). This research model (Figure 1) was formed based on several previous studies (Bernales-Turpo et al., 2022)(J. Deng. et al., 2019)(Ma et al., 2023)(Zhang et al., 2022).
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Figure 1. Research Model

3. RESULTS AND DISCUSSIONS
3.1 Respondent Characteristics
The questionnaire was distributed to RSGMP X staff. Total number of respondents who filled out the questionnaire was 61 people. The profile of the respondents monitored in this questionnaire are: Gender, age, length of work, education level.
Table 1. Respondent Characteristics
	Category
	Percentage(%)

	Gender
	

	Male
	39%

	Female
	61%

	Age
	

	20 – 30 
	20%

	31 - 40 
	31%

	41 - 50 
	34%

	> 50 
	15%

	Length Of Work
	

	1 - 5 years
	18%

	6 - 10 years
	31%

	11 - 20 years
	30%

	> 20 years
	21%

	Education Level
	

	Diploma
	15%

	Bachelor
	82%

	Master
	3%



3.2 Convergent Validity Result
This research show that the outer loading values are greater than 0.70 and Average Extracted Variance (AVE) values are greater than 0.50 (Table 2). This means all data was valid (Hair Jr et al., 2021).

Table 2. Convergent Validity
	Variable
	Indicator
	Outer Loading
	AVE

	Perceived organizational support
	OS1
	0.758
	0.631

	
	OS2
	0.741
	

	
	OS3
	0.834
	

	
	OS4
	0.828
	

	
	OS5
	0.840
	

	
	OS6
	0.751
	

	
	OS7
	0.799
	 

	Role Overload
	﻿RO1
	0.732
	0.681

	
	RO2
	0.833
	

	
	RO3
	0.833
	

	
	RO4
	0.838
	

	
	RO5
	0.831
	

	
	RO6
	0.877
	 

	Self Efficacy
	SE1
	0.855
	0.683

	
	SE2
	0.845
	

	
	SE3
	0.832
	

	
	SE4
	0.826
	

	
	SE5
	0.805
	

	
	SE6
	0.811
	

	
	SE7
	0.810
	 

	Work Engagement
	WE1
	0.816
	0.650

	
	WE2
	0.838
	

	
	WE3
	0.774
	

	
	WE4
	0.846
	

	
	WE5
	0.798
	

	
	WE6
	0.762
	

	
	WE7
	0.754
	

	
	WE8
	0.843
	

	
	WE9
	0.818
	 

	Work Performance
	WP1
	0.760
	0.665

	
	WP2
	0.839
	

	
	WP3
	0.841
	

	
	WP4
	0.797
	

	
	WP5
	0.828
	

	
	WP6
	0.820
	

	
	WP7
	0.818
	


Source: Research data processed using SmartPLS 4.0.9.5 software in 2023

3.3 Construct Reliability Results
The From table 4, we can see that every indicators have reached >0.70 for cronbach’s alpha and composite reliability. This indicates that all indicators are valid and reliable and can be carried out for further analysis (Hair Jr et al., 2021).

Table 4. Construct Reliability
	Variable
	Cronbach's Alpha
	Composite Reliability

	Perceived organizational support
	0.902
	0.923

	Role Overload
	0.907
	0.927

	Self Efficacy
	0.923
	0.938

	Work Engagement
	0.933
	0.943

	Work Performance
	0.916
	0.933


Source: Research data processed using SmartPLS 4.0.9.5 software in 2023

3.4 Collinearity Results
The multi-collinearity test is carried out to see whether there is an independent or interrelated relationship between variables, using the variance inflation factor (VIF) values, where in table 5 all the VIF values is < 3 so it can be said that all VIF values are ideal and there are no multicollinearity problems (Hair Jr et al., 2021).

Table 5. Collinearity Assessment
	
	Work Engagement
	Work Performance

	Perceived organizational support
	1.233

	Role Overload
	1.001
	1.161

	Self Efficacy
	1.001
	1.229

	Work Engagement
	1.463

	Perceived organizational support x Role Overload
	1.117


Source: Research data processed using SmartPLS 4.0.9.5 software in 2023	
	
3.5 Coefficient of Determination Result (R2)
	R2 test is to measure how much the ability of the independent variable to describe the dependent variable. If the R2 value is 0.75, it is considered to have large predictive accuracy, which means it has a greater influence on the dependent variable. if the R2 value is 0.50 it is considered to have moderate predictive accuracy, and if the R2 value is 0.25 it is considered to have low predictive accuracy. Based on table 6, it was found that the R2 value for the work engagement was 23%, which was categorized as weak, while the R2 value for the work performance was 66.4%, which was categorized as moderate (Liengaard et al., 2021).

Table 6. Coefficient of Determination
	Variable
	R-square
	Category

	Work Engagement
	0.230
	Weak

	Work Performance
	0.664
	Moderate 


Source: Research data processed using SmartPLS 4.0.9.5 software in 2023

3.6 Predictive Relevance Results (Q2)
The Q2 test is carried out to determine the predictive ability of a research model, using the Stone-Geisser Q2 value. If the Q2 value > 0 there is predictive prevalence, if the Q2 value is 0-0.25 then it has small predictive relevance, if the Q2 value is 0.25 - 0.5 then it has medium predictive relevance, if the Q2 value > 0.5 it has large predictive relevance, and if Q2 < 0 then it does not have a predictive prevalence. Based on table 7, it was known that the Q2 value for work engagement  is 0.126, which explains the small predictive relevance ability. Meanwhile, the Q2 value for work performance is 0.413, which explains the moderate predictive relevance ability (Hair Jr et al., 2021)

Table 7. Predictive Relevance
	Variable
	Q2

	Work Engagement
	0,126

	Work Performance
	0,413


Source: Research data processed using SmartPLS 4.0.9.5 software in 2023

3.7 Effect Size Result (f2)
The f2 test is carried out to see how much impact the independent variable has on the dependent variable. The effect size is considered small if it has a value of 0.02, medium if it is 0.15, and large if it has a value of 0.35. From table 8 it can be concluded that role overload (0.148) and self efficacy (0.161) significantly influence work engagement and are categorized as medium effect. Then self efficacy (0.327) and work engagement (0.220) aslo influence work performance significantly and are categorized as medium effect. Furthermore, the role overload (0.119) and perceived organizational support x role overload (0.028) also influence work performance significantly but are categorized as small effect (Hair Jr et al., 2021).

Table 8. Effect Size
	Variable
	Work Engagement
	Work Performance

	Perceived organizational support
	
	0,250

	Role Overload
	0,148
	0,119

	Self Efficacy
	0,161
	0,327

	Work Engagement
	
	0,220

	Perceived organizational support x Role Overload
	
	0,028


Source: Research data processed using SmartPLS 4.0.9.5 software in 2023

3.8 Hypothesis tests
This hypothesis test is carried out to find out which relationships have significant effect. This test uses the bootstrapping method by assessing the path coefficient using SmartPLS. Based on table 9, it is known that H1, H2, H3, H4, H5, H6, H7 are supported and H8 is not supported (Hair Jr et al., 2021).


Table 9. Hypothesis
	Hipotesis
	Path Coefficient
	Result

	H1 : Role Overload  Work Performance
	-0.216
	Supported

	H2 : Self Efficacy  Work Performance
	0.368
	Supported

	H3 : Work Engagement  Work Performance
	0.329
	Supported

	H4 : Role Overload Work Engagement
	-0.337
	Supported

	H5 : Self Efficacy  Work Engagement
	0.352
	Supported

	H6 : Role Overload  Work Engagement  Work Performance
	-0.111
	Supported

	H7 : Self Efficacy  Work Engagement   Work Performance
	0.116
	Supported

	H8 : Perceived organizational support x Role Overload  Work Performance
	-0.119
	Not Supported


Source: Research data processed using SmartPLS 4.0.9.5 software in 2023

3.9 Discussion
The results of this research show that role overload has a negative influence on work performance. This result in accordance with H1 and in line with previous research where an imbalance between the number of staff and the amount of work given can cause someone to have role overload so that they will need more time to complete their (Pamungkas & Sridadi, 2020). Other research also in line with the results of this study, where the role overload experienced by staff may be considered as an excessive burden, and not considered a challenge, so that the greater the role overload felt by the staff, the lower the work performance will be  (Zhang et al., 2022).
H2 discusses the influence of self-efficacy on work performance, where the results of this research state that self-efficacy has a positive influence on work performance. The results of this research are in line with several previous studies, where with understanding their abilities and high self-confidence, staff can complete their work responsibly provide maximum performance (Ramadhan & Budiono, 2023)(Utami & Sudiro, 2023). Other research also state that the higher the self-efficacy, the better the work performance provided (Bernales-Turpo et al., 2022)(Lim et al., 2022).
H3 discusses the influence of work engagement on work performance, where the results of this research state that work engagement has a positive influence on work performance. The results of this study are similar to several previous studies that state that good work engagement will improve work performance (Bernales-Turpo et al., 2022)(Ramadhan & Budiono, 2023)(Utami & Sudiro, 2023)(Zhang et al., 2022).
H4 discusses the influence of role overload on work engagement, where the results of this study state that role overload has a negative influence on work engagement. These results are in line with previous research which states that if someone experiences role overload in their work, this situation can reduce their motivation to complete the work assigned (Zhang et al., 2022). Other research that also shows similar results state that increasing role overload will reduce a person's work engagement at work (Ugwu, 2022).
H5 discusses the influence of self-efficacy on work engagement, where the results of this study show that self-efficacy has a positive influence on work engagement. The results of this research are in line with previous research where self-efficacy has a positive influence on work engagement (Bernales-Turpo et al., 2022)(Al‐Hamdan & Bani Issa, 2022). Previous study state that good self-efficacy can make a person believe in their abilities in completing a task and improving their skills so that they can solve existing problems positively  (Utami & Sudiro, 2023).
H6 discusses the influence of role overload on work performance which is mediated by work engagement. The results show that work engagement can mediate the influence of role overload on work performance. It is known that the results of this research are in line with previous research where role overload can have an indirect negative influence on work performance through work engagement, where if role overload occurs, this situation can reduce their motivation to work because the staff will feel tired and overwhelmed, that indirectly reduce their work performance (Zhang et al., 2022).
H7 discusses the influence of self-efficacy on work performance which is mediated by work engagement, where the results obtained from this research are that work engagement can mediate the influence of self-efficacy on work performance. The results of this research are in line with previous research where self-efficacy can have an indirect positive influence on work performance through work engagement, where with good self-efficacy a person will enjoy the work they do because they believe in their abilities and are dedicated to it. They will do their work without feeling burdened, and consider existing problems as challenges so that they indirectly improve their work performance which in the end they will provide maximal results (Bernales-Turpo et al., 2022)(Utami & Sudiro, 2023).
H8 discusses the effect of role overload on work performance which is moderated by perceived organizational support, where the results obtained are that perceived organizational support as moderation does not have a significant influence on the relationship between role overload and work performance. These results contradict with the previous study  where perceived organizational support has a significant influence on employee performance, because the support provided by an organization becomes an important resource in the organization to reduce the occurrence of role overload which can have an impact on work performance (Zhang et al., 2022).

4. CONCLUSION
Based on the results of this research conducted on RGMP X’s staff regarding the influence of role overload and self efficacy on work performance which is mediated by work engagement and moderated by perceived organizational support, the following conclusions are obtained : Role overload has a negative influence on work engagement and work performance. Self-efficacy has a positive influence on work engagement and work performance. Work engagement has a positive influence on work performance. Work engagement can mediate the relationship between role overload and self-efficacy on work performance. Perceived organizational support does not moderate the relationship between role overload and work performance.
With these results, hopefully the hospital management can balance the deadlines and the amount of tasks given, so the staff can improve their work performance, and even though in a situation of role overload it was found that perceived organizational support did not have a significant influence on the staff's work performance, hopefully the hospital management will continue to maintain the support provided to their staff so they will feel appreciated and keep on in improving the welfare of the hospital.
There are several limitations, namely the number of respondents in this research is relatively small, because it was only carried out in one hospital with a limited number of staff, therefore, hopefully the future research can examine several hospitals so the results can provide an overview of the staff who work in the hospital. Then, this research only  invesitage the influence of role overload, self efficacy, work engagement, and perceived organizational support on work performance, hopefully further research can invesitage the influence of burnout, work life balance, job satisfaction, and other factors on work performance.
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The purpose of this study was to determine the effect of role 


overload and self


-


efficacy on work performance whi


ch is 


mediated by work engagement and moderated by perceived 


organizational support. Data collection was carried out using 


total sampling of all staff working at the RSGMP X by 


distributing a questionnaire containing 36 questions with a 


Likert Scale of 1 


–


 


5, then the data was analyzed using the PLS


-


SEM method. The results of this study state that role overload 


has a negative influence on work engagement and work 


performance, while self


-


efficacy has a positive influence on 


work engagement and work performan


ce. Work engagement 


can mediate the influence of role overload and self


-


efficacy on 


work performance, but the role of perceived organizational 


support as moderation does not have a significant influence on 


the relationship between role overload and work pe


rformance


.
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1.


 


INTRODUCTION


 


These days, human resource are becoming an important key so that an organization can 


grow and fu


lfilled its goals. According to the World Health Organization (WHO), human 


resources in the health sector are a group of people who devote themselves to carrying 


out health efforts to improve the level of health in society. While human resource are 


becomin


g an important key in an organization, quite a few resources experience problems 


in their work environment, where  their performance at work can be influenced by many 


factors 


(Bernales


-


Turpo et al., 2022)


.  RSGM


-


P X is a hospital which provide dental and 


oral treatment, where the staff will collaborate with dentist, college student, and also 


patients. As work demands increase over time, they are still expecte


d to provide 


maximum performance, which of course can affects their work performance because they 


feel tired and stressed. This situation will unfortunately affects the hospital's 


performance as well.


 


Based on several previous studies regarding role overlo


ad, inconsistent results 


were found where research conducted by 


(Pamungkas & Sridadi, 2020)


(Ugwu, 


2022)


(Zhang et al., 2022)


 


stated that role overload had a negative influence on work 


perfor


mance and work engagement, while research conducted by 


(G. Deng et al., 
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