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Abstract. 
A good work program is needed by using the WISN (Workload Indicators of Staff 
Needing) method, which helps see the workload given to and received by medical 

workers in health facilities. This study aims to determine the appropriate number of 
employees using the WISN (Workload Indicators of Staff Needing) method to reduce 
the workload in the hospital's medical rehabilitation polyclinic. This research is a 
descriptive study with quantitative data analysis conducted at the H. Abdul Manan 
Simatupang Hospital in 2021. The data taken is medical record data on the total 
number of patient visits at the medical rehabilitation polyclinic and staffing data for 
the rehabilitation polyclinic. H. Abdul Manan Simatupang Kisaran Hospital. We 
found a relatively high number of visits at the Medical Rehabilitation Polyclinic; the 
workforce data obtained totaled four employees who handled patients directly. The 

study's results found that the available work time was not directly proportional to 
the existing standard workload, where the available work time is 135,360 minutes 
per year while the Standard Workload is 347,424 minutes per year. The workload in 
the Medical Rehabilitation Polyclinic is too high, and we can obtain the cause from 
the number of operational staff on duty. 
 
Keywords: Workload indicators of staff needs, workload, human resources, and 

medical rehabilitation polyclinic. 

 

 

I. INTRODUCTION 

Often hospital management does not realize that there are several parts of the hospital that require 

more staff, so in this case the medical rehabilitation poly division found that the number of medical 

personnel on duty did not match the number of daily patient visits. This led to excessive workload. , the 

effect appears ineffectiveness in their daily activities. [12] Human resources in charge of an organizational or 

management system are something that is mandatory, and because of that human resources need to get more 

attention, often human resources who are employed carry out their activities excessively due to lack of 

attention from company management, often also because the number of workers employed does not match 

the amount of work handled for reasons of quantity and effectiveness. There are also rations given that are 

not appropriate, such as holidays, required training. In this way the work done becomes ineffective due to the 

workload. [3] Therefore, a good work program is needed, one of which is by using the WISN (Workload 

Indicators of Staff Needing) method which is useful for seeing the workload given to and received by 

medical workers in health facilities. Workload is something that is often experienced by officers or 

employees because of the work they do. The effect of workload can cause negative or unfavorable things that 

can cause bad things to the work safety of the human resources on duty. [2] H.Abdul Manan Simatupang 

Kisaran Hospital is a regional type C hospital where the only hospital in Kisaran that provides medical 

rehabilitation services. 

This medical rehabilitation service can be accessed by all patients, both BPJS and non BPJS users. 

given related to the medical rehabilitation of hospital patients itself can be in the form of outpatient and 

inpatient care, where patients can come to the medical rehabilitation poly according to a predetermined 

outpatient schedule or for inpatients then active staff will come and provide services to the inpatient room 

inpatient patients who get recommendations for medical rehabilitation activities. [8] The number of 
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mandatory working days is 6 days a week, namely Monday to Saturday, the number of days off is based on 

holidays set by the government while for leave it is 7 days a year, but the number of days off is deducted 

according to the number of days off. The work system does not apply shifts or changes because there are 

only 4 active officers. The training period given to medical rehabilitation officers is 3 times a year, but so far 

the officers have stated that they have not taken the training schedule because all costs are borne by the 

medical officers themselves. The types of services available are Electro Therapy, Physical Exercise, Akino 

Therapy and other Basic Physical Therapy. This research aims to the number of days off is based on the 

holidays set by the government while for leave it is 7 days a year, but the number of days off is deducted 

according to the number of days off. The work system does not apply shifts or changes because the number 

of active officers is only 4 people. The training period given to medical rehabilitation officers is 3 times a 

year, but so far the officers have stated that they have not taken the training schedule because all costs are 

borne by the medical officers themselves.  

The types of services available are Electro Therapy, Physical Exercise, Akino Therapy and Other 

Basic Physical Therapy. This research aims to the number of days off is based on the holidays set by the 

government while for leave it is 7 days a year, but the number of days off is deducted according to the 

number of days off. The work system does not apply shifts or changes because the number of active officers 

is only 4 people. The training period given to medical rehabilitation officers is 3 times a year, but so far the 

officers have stated that they have not taken the training schedule because all costs are borne by the medical 

officers themselves. The types of services available are Electro Therapy, Physical Exercise, Akino Therapy 

and Other Basic Physical Therapy. This research aims to but the number of days off is deducted according to 

the number of days off. The work system does not apply shifts or changes because there are only 4 active 

officers. The training period given to medical rehabilitation officers is 3 times a year, but so far the officer 

stated that he had not taken the training schedule because all costs were borne by the medical officer himself. 

The types of services available were Electro Therapy, Physical Exercise, Akino Therapy and other Basic 

Physical Therapy. This research aims to but the number of days off is deducted according to the number of 

days off. The work system does not apply shifts or changes because there are only 4 active officers.  

The training period given to medical rehabilitation officers is 3 times a year, but so far the officer 

stated that he had not taken the training schedule because all costs were borne by the medical officer himself. 

The types of services available were Electro Therapy, Physical Exercise, Akino Therapy and other Basic 

Physical Therapy. This research aims to but so far the officers stated that they had not taken the training 

schedule because all costs were borne by the medical officers themselves. The types of services available are 

Electro Therapy, Physical Exercise, Akino Therapy and other Basic Physical Therapy. This research aims to 

but so far the officers stated that they had not taken the training schedule because all costs were borne by the 

medical officers themselves. The types of services available are Electro Therapy, Physical Exercise, Akino 

Therapy and other Basic Physical Therapy. This research aims tofind out the right number of employees 

using the WISN (Workload Indicators of Staff Needing) method with the aim of reducing the workload in 

the hospital's medical rehabilitation polyclinic. [16] 

 

II.  METHODS  

This research is a descriptive study with quantitative data analysis to find out the exact number of 

human resource needs using the WISN (Workload Indicator of Staff Needing) method based on workload in 

the medical rehabilitation polyclinic at H. Abdul Manan Simatupang Kisaran Hospital. This research was 

conducted at the H. Abdul Manan Simatupang Kisaran Hospital from 2021 to 2021.The data taken are 

medical record data for the total number of patient visits at the medical rehabilitation polyclinic and staffing 

data for the medical rehabilitation polyclinic at H. Abdul Manan Simatupang Kisaran Hospital.Calculations 

use the WISN method [6]. With the following formula: 

a. Calculate working time available 

AWT = {A-(B+C+D+E)xF} 
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Information : 

AWT: Available working time in a year  

A: Possible working days of the year  

B: Annual Leave  

C: Education and training in accordance with organizational rules  

D: National Holidays  

E: Absence from work  

F: Working time in one day  

b. Define workload components 

The three workload components are: 

1. The main health service activity is the activity carried out by all staff and has regular 

records. 

2. Supporting activities Namely the activities of all staff but there is no record. 

3. Additional activities Namely activities carried out by several staff and not recorded. 

c. Set activity standards 

1. Service standard is an activity standard for the main service activity expressed in units of 

time, namely the average time used in providing services and the average activity that can be completed in a 

certain time. The calculation starts from the beginning of service delivery until right before providing service 

to the next patient with the service. the same according to the local situation. 

2. Allowance standards are activity standards for additional activities. There are two categories, 

namely: 

• Category allowance standards (CAS): for activities carried out by all staff in a category and 

expressed as a percentage of working time. 

• Individual allowance standards (IAS): for activities that are not carried out by all staff in a 

category and expressed in actual work time. 

d. Determine the standard workload (Standart workload) 

Standard workload is the number of jobs in a service workload of a health worker in 1 year. The 

calculation of standard workload depends on the service time which is expressed in units of time and the rate 

of working. 

e. Calculating the allowance factor (Allowance Factor) 

The allowance factor consists of: 

• Category allowance factor (CAF), namely the multiplier factor to calculate the number of 

human resources needed to carry out health service activities and supporting activities 

• Individual allowance factors (IAF) are the amount of resources needed for additional 

activities. 

Data analysis using the WISN method can be carried out using two indicators, namely difference, 

namely by assessing the difference between the currently available human resources and the human 

resources needed. So that one can assess whether the unit under study has excess or lack of human resources. 

Ratio is assessing the workload of HR in their daily activities or work in the unit they are assigned. The ratio 

is obtained by dividing the HR currently available by the number of HR calculated by WISN. If the ratio is 

equal to one, it means that the workload with HR is balanced. If the ratio is greater small, the workload is 

high and vice versa if the ratio is large it means the workload is low in that unit. 

 

III.  RESULT AND DISCUSSION  

The research was conducted by looking at the results of medical records and data on the number of 

staff belonging to the hospital, which had previously been submitted for permission by the hospital, namely 

the Director and Head of the Medical Rehabilitation Poly Service. the availability of existing human 

resources affects the employees on duty. However, it is not a benchmark in determining research or even 

research results.To initiate the WISN research, calculations are needed to determine the exact value of 

Available Working Time in minutes in one year. Available Working Time will be a value that measures the 

444 

https://ijhp.net/


International Journal of Health and Pharmaceutical 

https://ijhp.net 

workload of available employees and determines how many employees should be available according to the 

workload that can be supported.Based on data analysis in the form of medical records and staffing data, it 

was found that the number of human resources currently available is 4 people where the number of visits per 

year is 13,706. So far, based on the number available and working time available for service, there are no 

complaints from patients at all due to predetermined visit schedules. This is in line with research [5] where 

the effectiveness, efficiency and productivity of hospital services are often not the main factors for hospitals 

but in the end to improve hospital quality this is something that must be taken seriously.However, from the 

results of interviews with active employees, this is felt to be quite heavy because there are several additional 

activities which result in increased workload.  

The workload itself can reduce effectiveness and efficiency. Where when activities take place and 

the number of human resources decreases due to several additional activities, the workload increases high 

because the HR in charge has to carry out several activities at once or serve several patients at the same time. 

This is in line with research [7] where the workload and competence of HR affect the satisfaction and 

responsibility of the work being supported.From the results of this study, it was found that the existing 

workload was considered quite high because the amount of available work time with the existing workload 

was unbalanced and even too high to be carried out in accordance with the number of available human 

resources. Based on the WISN calculation results, the number of human resources that should be available 

based on the calculation results starts from Available Working Time, Workload Standards, Allowance 

Standards are obtained for 7 people while currently there are only 4 employees on duty, so it can be 

concluded that the workload is quite high. This is in line with research [20] with the results of a one year 

workload study adjusted to the available human resources, which is why it is necessary to increase the 

number of human resources to match the workload.This research also provides new insights in providing 

new insights in determining the right number of human resources. That the use of WISN in determining the 

appropriate human resources based on the workload being supported is more precise. So that the hospital can 

determine the number of available human resources in one year more precisely so that the hospital's 

performance optimal. This is in line with research [14] where the use of the WISN method can be used to 

obtain the right human resources according to the needs of the hospital in treating patients. 

 

IV.  CONCLUSION  

The cause of this high workload can be obtained from the number of active employees on duty at the 

Medical Rehabilitation Polyclinic which is not in accordance with the results of the study where there are 

currently 4 active employees while based on the exact research results there are 7 people. What can be 

concluded from the WISN method if The smaller the value, the higher the workload. With a high workload, 

it can be concluded that it will affect the effectiveness and efficiency in the activities of the Medical 

Rehabilitation Poly, thereby reducing the quality of the service itself. This also affects the available human 

resources itself where the available leeway standards have quite small results compared to the main activities 

that must be carried out. 
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