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Abstract

This research aims to analyze the impact of work-life balance and employee engagement on employee
performance, proposing job satisfaction as a mediating variable. The study was conducted at PT.
Nindya Karya (Persero) Region 2. The study sample comprised 220 employees. The data analysis
technique uses Smart PLS to employ the Structural Equation Model (SEM). The findings highlight that
work-life balance and employee engagement significantly impact both job satisfaction and performance.
Moreover, job satisfaction plays a crucial role in enhancing employee performance. The relationship
between work-life balance and employee engagement in performance is significantly influenced by job
satisfaction as a mediating factor. Consequently, the endorsement of the mediating role of job
satisfaction emphasizes its importance as a strategy for improving employee performance at PT. Nindya
Karya (Persero) Region 2.
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Pengaruh Work-Life Balance dan Keterlibatan Karyawan
terhadap Kinerja Melalui Kepuasan Kerja

Abstrak

Tujuan dari penelitian ini adalah untuk menganalisis pengaruh antara keseimbangan kehidupan-
kerja dan keterlibatan karyawan terhadap kinerja karyawan dengan menawarkan solusi kepuasan
kerja sebagai variabel mediasi. Penelitian ini dilakukan pada PT. Nindya Karya (Persero) Wilayah
2. Sampel pada penelitian ini adalah 220 orang karyawan. Teknik analisis data menggunakan
Structrual Equation Model (SEM) Smart PLS. Temuan utama pada penelitian ini adalah
keseimbangan kehidupan-kerja dan keterlibatan karyawan berpengaruh terhadap kepuasan kerja
dan kinerja karyawan. Kepuasan kerja berpengaruh terhadap kinerja karyawan. Kepuasan kerja
berperan dalam memediasi pengaruh keseimbangan kehidupan-kerja dan keterlibatan karyawan
terhadap kinerja karyawan. Diterimanya hipotesis yang menyatakan peran mediasi dari kepuasan
kerja menunjukkan pentingnya kepuasan kerja sebagai salah satu strategi dalam meningkatkan
kinerja karyawan PT. Nindya Karya (Persero) Wilayah 2.

Kata Kunci: Kinerja Karyawan, Kepuasan Kerja, Keseimbangan Kehidupan-Kerja, Keterlibatan
Karyawan
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INTRODUCTION

State-owned enterprises (BUMN) in the construction sector represent entities under the
ownership of the Indonesian government, tasked with the critical function of developing
and enhancing infrastructure throughout Indonesia (Apriwarto & Sasono, 2022). The
construction services provided by BUMN play a crucial role in the development and
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restoration of infrastructure, encompassing a range of projects, including roads, bridges,
airports, ports, electricity networks, telecommunications networks, and office buildings,
among others (Pandoyo, Pramesti, & Tulhanifah, 2021). The construction services sector
occupies a pivotal role in facilitating national development. This significance is evidenced
by its interconnectedness with other industries (Harefa & Laia, 2022).

PT. Nindya Karya (Persero) is a state-owned construction services company with a
long history and experience in its central business line in construction services. Currently,
PT Nindya Karya is committed to improving the company's performance by thoroughly
restructuring the company, including the company logo, vision, mission, fundamental
values, culture, finance, organization, HR, and systems, to become an innovative company
driven by knowledge and technology.

The subsequent data pertains to the consolidated profit, loss, and other comprehensive
income report for the company (PT. Nindya Karya (Persero) Indonesia) in 2017-2021,
presented in Table 1.

Table 1. Consolidated Profit (Loss) and Other Comprehensive Income of PT. Nindya Karya
(Persero) Indonesia Period 2017 — 2021

Description (In million rupiah)

2017 2018 2019 2020 2021
Operating revenues 5,875,138 6,226,911 5,783,502 3,616,483 4,415,364
Cost of income 5203412 -5534.321 -5.158.970 -3.299.318 -4 053477
Gross profit 671726 692590 624533 317165  361.887
Profit before income tax 54 331 573388 220087 50,101 65,700
expense
Net Profit for the 244273 272,181 215873 42,822 65,794
current year
Amount of other 260,272 178 5,984 4,333 13,608
ComprehenSIVﬁ' mcome
Total comprehensive 504,546 272,358 209,889 47,155 79,402

profit for the year

Source: Annual Report PT. Nindya Karya (Persero) Indonesia (2021)

Table 1 demonstrates that the business income of PT. Nindya Karya (Persero)
Indonesia experienced fluctuations during 2017-2021. This variability in operating income
and net profit suggests a corresponding instability in employee performance. An
organization's employees' performance fundamentally impacts its efficacy (Sayekti &
Suhartini, 2022). The performance of employees is manifested in their productivity and
output, which can be attributed to the processes of employee development (Sinambela,
2018). Examining employee performance is a critical factor that warrants attention, as it
significantly enhances overall employee effectiveness. Furthermore, it catalyzes
organizations to persist in their innovative endeavors to bolster employee performance and
welfare. This, in turn, facilitates the attainment of corporate objectives and positions the
company favorably within the competitive business landscape (Sedarmayanti, 2017).

Organizations strive to enhance employee productivity and foster loyalty, and they
achieve this through initiatives to ensure job satisfaction among their workforce (Saranga et
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al., 2022). Job satisfaction represents an employee's disposition regarding their perception
of work (Sun et al., 2020). Employee satisfaction yields numerous advantages, notably
fostering a harmonious relationship between the organization and its workforce (Saptono
et al., 2020). The assessment of employee job satisfaction at PT. Nindya Karya (Persero)
Indonesia reveals deficiencies in promotion, interpersonal relationships among coworkers,
and overall work conditions. These shortcomings represent ongoing challenges that
adversely affect job satisfaction within the organization, consequently impacting
performance outcomes.

Another determinant affecting employee performance is the equilibrium between
work and personal life. The concept of work-life balance pertains to how individuals
manage their obligations within professional and familial contexts (Rony & Yulisyahyanti,
2022). This notion pertains to the interplay between an employee's professional
responsibilities and personal life demands (Riyanto & Lukertina, 2019). The equilibrium
within the family unit holds significant importance as a manifestation of responsibility
among its members (Alvesteffer, 2016). The equilibrium an employee must maintain
between professional responsibilities and personal life presents a significant challenge, as
Nurul et al. (2018) noted. An employee undoubtedly possesses specific responsibilities and
roles within the family context; however, concerning the organization, the employee must
also attend to additional roles and responsibilities (Muzakki & Rokhmah, 2019).

Nonetheless, achieving an optimal work-life balance remains a significant challenge
at Nindya Karya, particularly for employees engaged in projects that necessitate flexible
working hours and, sometimes, demand more than the standard eight-hour workday.
Consequently, PT. Nindya Karya (Persero) Indonesia persistently endeavors to establish a
work environment that is both balanced and conducive to the health of its employees.

Another determinant that affects employee performance is the level of employee
engagement. Employee engagement refers to a condition in which employees are physically
and psychologically invested in their work. This dual connection fosters a sense of
commitment, leading individuals to contribute more significantly and dedicate their energy
to achieving the organization's objectives (Dessler, 2019). The significance of work
engagement extends beyond private enterprises; it is equally pertinent within BUMN,
governmental institutions, and various organizations (Djastuti et al., 2022). Elevated levels
of work engagement significantly enhance an individual's motivation, fostering a sense of
commitment and enthusiasm in the workplace (Muliawan et al., 2017).

Nonetheless, the phenomenon of employee engagement remains a significant
challenge at PT. Nindya Karya (Persero) Indonesia, particularly among project employees
who frequently exit the organization due to elevated work demands and associated job risks.
Consequently, PT. Nindya Karya (Persero) Indonesia persistently endeavors to enhance
employee commitment, thereby fostering loyalty among its workforce towards the
organization.

Numerous studies have examined the relationship between work-life balance, job
satisfaction, and employee performance. For instance, previous studies conducted indicate
that work-life balance exerts a significant positive influence on both job satisfaction and
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employee performance (Arief et al., 2021; Thamrin & Riyanto, 2020; Aruldoss et al., 2021;
Hussein et al., 2016; Abdirahman et al., 2018; Waworuntu et al., 2022; Fayyazi & Aslani,
2015). Conversely, other findings suggest that work-life balance does not significantly
enhance job satisfaction or employee performance (Foanto et al., 2020; Krishnan et al.,
2018; Endeka et al., 2020; Shantha, 2019; and Kim, 2014).

Subsequent investigations into the relationship between employee engagement, job
satisfaction, and performance have yielded varied conclusions. Some previous studies
indicate a significant positive correlation between employee engagement, job satisfaction,
and employee performance (Arief et al., 2021; Saranga et al., 2022; Happy, 2021; Maleka,
2019; Jaiswal, 2017). Conversely, findings from Joushan (2015) and Yusuf et al. (2019)
suggest that employee engagement does not significantly influence job satisfaction or
performance.

Numerous prior investigations have yielded findings indicating that job satisfaction
influences performance considerably. At the same time, other studies have concluded that
job satisfaction does not significantly impact employee performance. The findings of various
studies (Juniantara & Riana, 2015; Damayanti et al., 2018; Rosita & Yuniati, 2016; and
Wijaya, 2018) indicate a positive and significant relationship between job satisfaction and
employee performance. Meanwhile, studies conducted by Supiyanto (2015) and Arianto
(2017) have determined that job satisfaction exerts an insignificant influence on employee
performance.

The motivation behind researchers' interest in the construction services sector stems
from the contemporary governmental focus on modern infrastructure development, which
is being executed effectively in Indonesia to facilitate Development 5.0. Consequently, the
construction services sector plays a significant role in the nation's development. There is an
increasing demand for construction service companies to enhance their operations to align
with advancements in this modern era. These companies are anticipated to achieve greater
productivity (Pandoyo et al., 2021).

This research is necessitated by the evident deficiency in scholarly inquiry regarding
the impact of work-life balance on job satisfaction within the construction sector,
particularly among employees of state-owned construction services (Muzakki & Rokhmah,
2019). The rationale for undertaking research at PT. Nindya Karya (Persero) Indonesia
stems from the company's extensive portfolio of projects nationwide, encompassing
building construction and large-scale infrastructure initiatives. This diversity presents a
unique opportunity to examine various dimensions of project management, work quality,
and employee performance. Furthermore, PT. Nindya Karya's esteemed reputation within
the construction sector suggests that the findings derived from research conducted at this
organization could yield substantial contributions to the academic discourse in the field.
Research examining the correlation between employee engagement and job satisfaction
within the construction sector is notably scarce, as highlighted by Owusu and Ansah-Adu
(2016). The existing literature reveals a notable deficiency in exploring the simultaneous
effects of work-life balance and employee engagement on job satisfaction within the
construction sector (Puspitasari & Apriani, 2020). Prior investigations predominantly
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focused on private enterprises, whereas the current study will examine state-owned
enterprises, which exhibit distinct characteristics and requirements (Afsar et al., 2019;
Mahalakshmi & Ramesh, 2017; Singh & Pradhan, 2021).

Thus, this research aims to address the existing gap by examining the interconnections
among work-life balance, employee engagement, job satisfaction, and their subsequent
effects on employee performance within the framework of BUMN Construction Services.

METHOD

The present study is conducted at PT. Nindya Karya (Persero) Indonesia, situated within
region 2, encompasses Jakarta, Banten, West Java, East Java, Central Java, and
Yogyakarta. This study employs
questionnaire data collected from respondents as the primary instrument for analysis. The

quantitative methodologies, utilizing primary

operational variables pertinent to this research are delineated in the subsequent Table 2.

Table 2. Latent Variables & Indicator

Latent Variables Indicator / Measurable References
Work-life 1. T feel like I have enough time to get my work  (Choudhury,
balance done without sacrificing personal time 2015;
2. 1 feel like I stay involved in family and social ~Weerakkody,
activities despite my work responsibilities et al, 2017;
3. Ifeel satisfied with the time I spend on my work Wenno, 2018)
and personal life.
Employee 1. Ifeel excited when I come to work every day (Riyanto &
engagement 2. 1 feel like my work has a clear meaning and Lukertina,

purpose.
3. I often feel so involved in my work that I lose

2019; Yusuf, et
al, 2019; Arief

track of time et al, 2021).
Job satisfaction 1. I find the work I do interesting and challenging (Priansa, 2016;
2. My salary is in line with my expectations Muliawati &
3. I feel like there is a good chance of getting a Frianto, 2020;
promotion in this company Muzakki &
4. My relationships with my coworkers are very Rokhmah,
good and respectful 2019)
5. Ifeel like my boss gives me clear direction in my
work
Employee 1. T always try to get my work done with high- (Yulianto,
performance quality results 2020; Asari,
2. Tam able to complete the volume of work given 2022; Thamrin
to me within the allotted time & Riyanto,
3. I always complete my tasks according to the 2020)

deadlines that have been set

4. Tam able to complete tasks in the most efficient
manner

5. I can complete my work without needing much
guidance from my boss

This study examines both exogenous and endogenous variables within its framework.

Endogenous variables fall within the classification of dependent variables, as they are
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affected by exogenous or independent variables (Sugiyono, 2018). This study identifies
employee performance and job satisfaction as the dependent variables, whereas work-life
balance and employee engagement are the independent variables.

The methodology employed for sampling involved Cluster Proportional Random
Sampling, resulting in a total of 220 participants. This cohort comprised 70 employees from
the Jakarta region, 42 from Banten, 38 from West Java, 25 from East Java, 22 from Central
Java, and 23 from Yogyakarta. The survey instrument employed in this research comprises
16 statements, utilizing a Likert Scale that encompasses five distinct response categories,
including 1 (Strongly Disagree), 2 (Disagree), 3 (Neutral), 4 (Agree), and 5 (Strongly Agree).
The following presents a visual representation of the research model.

Work-Life Balance

A

Employee

Job Satisfaction
Performance

A

Employee
Engagement

Figure 1. Research Model

This work employs SMART PLS version 3.0 software for data analysis. Partial Least
Squares (PLS) is a form of testing that takes place within the framework of Structural
Equation Modeling (SEM) (Ghozali & Latan, 2017). The PLS methodology encompasses
two types of testing models: measurement and structural (Ghozali & Latan, 2017). This
method is appropriate for application in research models utilizing diverse variable indicator
assessments. This approach assesses the practicality of research variables, the accuracy,
consistency, and the extraction of data variations. The minimum threshold for the feasibility
of research variable indicators, as determined by the outer loading value, is 0.7. Composite
reliability, Cronbach-Alpha, and Rhoa values at or above 0.7 were used to assess the validity
and reliability of the data (Afthanorhan et al., 2020; Hair et al., 2017). Derive data variance
by selecting an Average Variance Extracted (AVE) value greater than 0.5 (Hair et al., 2014).
Adopting this approach offers a more streamlined approach than employing multiple linear
regression. In hypothesis testing, the t-test is employed to assess the explanatory power of
the independent variable on the dependent variable using R-Square.

FINDINGS AND DISCUSSION

Finding

Convergent Validity and Reliability

The parameters for assessing convergent validity can be discerned by examining the output
results generated by the SmartPLS algorithm, specifically through outer loading and AVE
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metrics. The research findings respond to the posited hypothesis, grounded in the analytical
methodologies delineated. A thorough discussion accompanies the findings of the research.
Table 3. Validity and Reliability Results

. Outer Cronbach's Composite
Indicator = 4ing alpha Reliability AVE
X1.1 0.866
X1.2 0.952 0.905 0.941 0.841
X1.3 0.930
X2.1 0.932
X2.2 0.927 0.909 0.943 0.846
X2.3 0.901
Y1.1 0.917
Y1.2 0.838
Y1.3 0.887 0.931 0.948 0.785
Y1.4 0.886
YL.5 0.900
Y2.1 0.947
Y2.2 0.946
Y2.3 0.950 0.970 0.977 0.893
Y2.4 0.940
Y2.5 0.942

The data presented in Table 3 indicates that the overall value of outer loading meets
the established threshold of 0.70, while the AVE value exceeds the minimum requirement
of 0.5. Consequently, the data employed in the study adheres to the requisite validity
assumptions. In addition, the criteria for establishing a dependable construct involve
examining a Cronbach's alpha value of >0.70 alongside a Composite reliability value of
>(.70. The Cronbach's alpha values for the research dimensions and variables presented in
the table, with a top value >0.70, indicate that the variables employed in this study have
successfully met the criteria for reliability testing. Moreover, the findings of this research
indicate that all variables exhibiting composite reliability values demonstrate satisfactory
reliability, as their composite reliability values are >0.70.

Discriminant Validity
Cross loadings

The results of the discriminant validity of the research instrument data are presented in
Table 4.
Table 4. Cross loadings

Work-life Employee Job Employee

balance Engagement satisfaction performance
X1.1 0.866 0.327 0.505 0.473
X1.2 0.952 0.475 0.568 0.610
X1.3 0.930 0.517 0.581 0.634
X2.1 0.502 0.932 0.580 0.639
X2.2 0.411 0.927 0.526 0.587
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Work-life Employee Job Employee
balance Engagement satisfaction performance
X2.3 0.425 0.901 0.551 0.573
Y1.1 0.542 0.543 0.917 0.522
Y1.2 0.532 0.516 0.838 0.509
Y1.3 0.524 0.530 0.887 0.591
Y1.4 0.522 0.525 0.886 0.591
Y1.5 0.551 0.551 0.900 0.532
Y2.1 0.635 0.638 0.606 0.947
Y2.2 0.583 0.596 0.559 0.946
Y2.3 0.591 0.611 0.584 0.950
Y2.4 0.570 0.622 0.584 0.940
Y2.5 0.593 0.618 0.597 0.942

As indicated in Table 4 above, the model demonstrates adequate discriminant validity
when the loading value of the latent variable indicator exceeds the correlation with other
variables. The cross-loading value observed in this study for each indicator surpasses other
latent variables, suggesting that the variable demonstrates robust discriminant validity.

Fornell-Lacker Criterion
The Fornell-Lacker criterion is employed for evaluating discriminant validity, which
involves comparing the AVE square root for each construct and the correlation coefficients
among the various constructs within the model.

Table 5. Fornell-Lacker Criterion

Work-life = Employee Job Employee
balance = Engagement satisfaction performance
Work-life balance 0.917
Employee Engagement 0.486 0.920
Job satisfaction 0.603 0.602 0.886
Employee performance 0.630 0.653 0.621 0.945

According to Table 5, comparing AVE values indicates that each value exceeds the
correlation between other variables. Therefore, it can be inferred that all latent variables in
the study possess strong construct and discriminant validity.

Model Fit

Assessing an appropriate model fit can be evaluated through the NFI value, followed by the
computation of the percentage value (x 100) to derive this figure.
Table 6. Model Fit
Saturated Model Estimated Model

SRMR 0.054 0.054
d_ULS 0.395 0.395
d_G 2.065 2.065
Chi-Square 1248.760 1248.760
NFI 0.737 0.737
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According to the data in the table above, the NFI value stands at 0.737, which
translates to a percentage of 73.7%. Consequently, the model fit value is deemed
satisfactory. On the other hand, the SRMR value stands at 0.054, which indicates that it is
deemed acceptable or fitting, as it falls below the threshold of 0.08.

R-Square
Table 7. R square

R Square R Square Adjusted

Job satisfaction 0.488 0.483
Employee performance 0.574 0.568

According to the data presented in Table 7, the adjusted R-squared value for the job
satisfaction variable stands at 0.483. This indicates that the combined effect of the Work-
life balance and Employee Engagement variables accounts for 48.3% of the variance in job
satisfaction, leaving 51.7% attributable to other factors not included in this analysis.
Furthermore, the adjusted R-squared value for the employee performance variable is 0.568.
This indicates that the combined influence of work-life balance, employee engagement, and
job satisfaction on employee performance accounts for 56.8%. Consequently, the remaining
43.2% is attributable to other factors not explored in this research.

Estimate for Path Coefficients
The hypothesis testing uses a criterion of 1.96, it is declared influential if it obtains a t-
statistic value of more than 1.96 (Ghozali & Latan, 2017).

Table 8. Path Coefficients

Original Sample Standard

Sample Mean Deviation T Statistics P

‘Work-life balance -> Job

: ) 0.406 0.405 0.067 6.067 0.000
satisfaction
Employee Engagement ->Job 40 5406 0.066 6.161 0.000
satisfaction ’ ' ' ' '
Job satisfaction -> Employee 0.197 0.200 0.079 2 498 0.013
performance ' ' ' ' '
Worlclife balance -> 0329 0328  0.073 4.523 0.000
Employee performance
Employee Engagement -> 0375 0369  0.074 5.073 0.000
Employee performance
Work-life balance -> Job
satisfaction -> Employee 0.080 0.083 0.040 2.003 0.046
performance
Employee Engagement -> Job
satisfaction -> Employee 0.080 0.081 0.033 2.390 0.017
performance
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Figure 2. Path Model

Discussions
Work-life Balance on Job Satisfaction
The findings in Table 8 indicate that the alternative hypothesis was accepted, as evidenced
by the P-value being less than the significance level of 0.05. This suggests a statistically
significant relationship between work-life balance and job satisfaction. The equilibrium
between work and leisure, coupled with a fulfilling social existence, significantly impacts
the overall satisfaction of employees in their professional roles. Married employees who can
effectively balance their professional responsibilities with personal life will likely experience
a heightened sense of job satisfaction (Sayekti & Suhartini, 2022). The attainment of a
harmonious work-life balance yields significant benefits, notably enhancing employee
satisfaction as individuals experience a more equitable distribution between their
professional responsibilities and personal pursuits. The attainment of a work-life balance
among employees has been shown to enhance their overall job satisfaction (Wenno, 2018).
The findings of this research align with the conclusions drawn from various other
studies, which indicate that work-life balance significantly influences job satisfaction (Nurul
etal., 2018; Kakul et al., 2017; Amponsah-Tawiah & Mensah, 2016; Ganapathi, 2016; Arief
et al., 2021; Aruldoss et al., 2021; Hussein et al., 2016; Abdirahman et al., 2018;
Waworuntu et al, 2022; Fayyazi & Aslani, 2015; Kumpikaite & Gudeliene, 2019; Lailatul
& Al Musadieq, 2018; Machucha et al., 2016; Maslichah & Hidayat, 2017).

Employee Engagement on Job satisfaction

The findings in Table 8 indicate that the null hypothesis H2 was accepted, as evidenced by
the P-value being less than the significance level of 0.05. This suggests a statistically
significant relationship between Employee Engagement and Job Satisfaction. This indicates
that a high level of Employee Engagement within a company correlates with increased job
satisfaction among employees. Those who experience positive work engagement are more
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likely to feel content in their roles, resulting in a diminished inclination to resign (Happy,
2021). The level of employee engagement exerts a considerable effect on job satisfaction
outcomes. The degree to which employees are engaged in their work environment correlates
positively with their anticipated level of participation. The significant degree of employee
engagement in diverse organizational events is likely to enhance overall job satisfaction and
improve the work environment for employees (Jaiswal et al., 2017).

The findings of this research align with the conclusions drawn in various other studies,
which indicate that Employee Engagement exerts a substantial influence on job satisfaction
(Ariefet al., 2021; Saranga et al., 2022; Happy, 2021; Maleka, 2019; Jaiswal, 2017; Vetrivel
et al., 2020; Tejpal, 2015; Dewanto, 2016).

Job Satisfaction on Employee Performance
The hypothesis test results in Table 8 indicate that H3 was accepted, as indicated by the
small P-value Alpha of 0.05. This indicates that employee performance is significantly
influenced by job satisfaction. This demonstrates that the performance of employees is
significantly influenced by the level of satisfaction they receive. Job satisfaction is one of the
factors that can influence good performance. A higher level of employee satisfaction leads
to employees working harder and being more likely to improve performance, thereby
increasing company profits in the long term (Bella & Widjaja, 2018).

The findings of this study align with previous research indicating that job satisfaction
significantly influences employee performance (Naila et al., 2020; Juanda et al., 2018; Bella
& Widjaja, 2018; Muliawati & Frianto, 2020; Eliyana et al., 2019).

Work-life Balance on Employee Performance

The findings presented in Table 8 indicate that hypothesis H4 was accepted, as evidenced
by the small P-value of 0.05. This suggests that work-life balance exerts a significant
influence on employee performance. This indicates that an improved work-life balance
correlates positively with enhanced employee performance. Work-life balance refers to
allocating time that allows an individual to engage with family, enjoy leisure activities,
maintain communication with colleagues, and effectively fulfill professional responsibilities
(Fayyazi & Aslani, 2015). The research conducted by Soomro et al. (2018) indicates that
work-life balance plays a crucial role in determining the amount of time employees have to
meet their professional and familial obligations. An imbalance between work and life
among employees can lead to diminished productivity and adversely affect overall company
performance (Dousin et al., 2019).

The findings of this study are consistent with the findings of other research, which
indicates that work-life balance has a substantial impact on employee performance (Adnan,
2019; Soomro et al., 2018; Rondonuwu et al., 2018; Asari, 2022; Arifin & Muharto, 2022;
Dousin et al., 2019).
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Employee Engagement on Employee Performance

The findings in Table 8 indicate that the fifth hypothesis was accepted, as evidenced by the
P-value being less than the significance level of 0.05. This suggests a statistically significant
relationship between employee engagement and employee performance. This indicates that
increased employee engagement correlates positively with enhanced employee performance
outcomes. Employees exhibiting substantial work involvement tend to demonstrate
elevated levels of performance. This case illustrates that an increase in employee
engagement correlates positively with enhanced performance among employees within an
organization, as noted by Cintani and Noviansyah (2020). Employee engagement refers to
an employee's emotional commitment to the organization and its objectives. This emotional
commitment signifies that employees are genuinely concerned for their roles and the
organization. Employees with a solid attachment to the agency tend to engage in their work
with optimal performance levels (Sayekti & Suhartini, 2022).

The findings of this study align with previous research indicating that employee
engagement significantly influences employee performance (Happy, 2021; Yusuf et al.,
2019; Sayekti & Suhartini, 2022; Cintani & Noviansyah, 2020; Bella & Widjaja, 2018;
Ahakwa et al., 2021).

The Mediating Effect of Job Satisfaction Between Work-Life Balance on Employee
Performance

The hypothesis test results in Table 8 indicate that H6 was accepted, as indicated by the
small P-value Alpha of 0.05. This indicates that job satisfaction mediates the significant
impact of work-life balance on employee performance. Therefore, the sixth hypothesis
asserts that employee performance is influenced by job satisfaction, which has been
empirically verified. This research also elucidates that to enhance job satisfaction through
work-life balance, a company must prioritize satisfaction balance, which is a critical
indicator of work-life balance (Ganapathi & Gilang, 2016).

The results of this test are consistent with the findings of research that suggest job
satisfaction can serve as a mediating variable and intermediary between the work-life
balance and employee performance variables (Weerakkody et al., 2017; Ingsih et al., 2022;
Irwandi & Sanjaya, 2022).

The Mediating Effect of Job Satisfaction between Employee Engagement on Employee
Performance

The findings presented in Table 8 indicate that the hypothesis H7 was accepted, as
evidenced by the small P-value of 0.05. This suggests that Employee Engagement
significantly influences employee performance, with job satisfaction as a mediating factor.
The seventh hypothesis posits that job satisfaction is a mediating factor between employee
engagement and employee performance, a relationship substantiated through empirical
evidence. This study elucidates that the psychological connection between employees and
the organization can significantly influence work engagement and job satisfaction.
Employee work engagement plays a significant role within an organization, particularly in

117



Jurnal Economia, Volume 21, Number 1, February 2025

fostering efforts to attain high employee satisfaction. The effect is derived from enhancing
satisfaction, resulting in improved performance and more significant organizational
commitment (Jain & Jain, 2018).

The findings of this examination lend credence to the research conducted by Tejpal
(2015) and Irwandi and Sanjaya (2022). Job satisfaction functions as a mediating variable,
effectively influencing the relationship between employee engagement and employee
performance. Consequently, one can conclude that job satisfaction is a full mediator in the
relationship.

CONCLUSION

The relationship between work-life balance and job satisfaction is evident; it suggests that a
more excellent equilibrium between an employee's personal and professional life correlates
with an elevated level of job satisfaction. Research indicates a significant correlation
between employee engagement and job satisfaction, suggesting that an increase in employee
engagement corresponds with increased job satisfaction levels among employees. Research
indicates a correlation between job satisfaction and employee performance, suggesting that
increased job satisfaction is associated with enhanced employee performance outcomes.

The correlation between work-life balance and employee performance has been
supported, indicating that a higher degree of equilibrium between an employee's personal
and professional life is associated with improved performance. The correlation between
employee engagement and employee performance has been supported, indicating that
higher levels of employee engagement correspond to improved employee performance.

Moreover, empirical evidence has demonstrated that work-life balance significantly
impacts employee performance and job satisfaction. This implies that a more harmonious
equilibrium between work and personal life is associated with improved employee
performance and increased levels of job satisfaction. Research has demonstrated that
employee engagement has a direct impact on both employee performance and job
satisfaction. Specifically, higher levels of employee engagement are associated with
improved employee performance and increased job satisfaction.

This research plays a significant role in enhancing employee performance at PT.
Nindya Karya (Persero) Region 2. The company must recognize that enhancing the work-
life balance variable involves implementing flexible working hours, offering sufficient leave,
and establishing employee welfare programs. These measures are crucial for boosting
employee job satisfaction and overall performance. Understanding the impact of employee
engagement on job satisfaction and performance enables organizations to formulate
strategies that enhance engagement. This can be achieved through improved
communication, targeted training and development, and appropriate incentives.
Understanding the significance of job satisfaction as a mediator between work-life balance
and employee engagement with performance can motivate organizations to prioritize
elements that enhance job satisfaction, including a supportive work environment,
recognition, and appreciation. In the interim, the findings of this study present significant
opportunities for academic inquiry. Researchers can delve into additional mediating
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variables, investigate the impact of organizational culture on employee performance, or
assess how macroeconomic factors influence work-life balance across different industrial
sectors.

REFERENCES

Abdirahman, H., Najeemdeen, 1., Abidemi, B., & Ahmad, R. (2018). The relationship
between job satisfaction, work-life balance and organizational commitment on
employee performance. Advances In Business Research International Journal. 4(1). 42-52.
https://doi.org/10.24191/abrij.v4i1.10081.

Adnan, B.K. (2019). Impact of work-life balance, happiness at work, on employee
performance. International Business Research, 12(2).

Afsar, B., Shahjehan, A., & Javed, F. (2019). Employee engagement and job satisfaction:
an emerging research agenda. The International Journal of Human Resource Management.
30(15). 2133-2154. doi: 10.1080/09585192.2018.1464207

Afthanorhan, A., Awang, Z., & Aimran, N. (2020). An extensive comparison of cb-sem
and pls-sem for reliability and validity. International Journal of Data and Network Science.
4(4). 357-364. https://doi.org/10.5267/j.1jdns.2020.9.003

Ahakwa, 1., Yang, J., Agba Tackie, E., & Atingabili, S. (2021). The influence of employee
engagement, work environment and job satisfaction on organizational commitment
and performance of employees: A sampling weights in PLS path
Modelling. SEISENSE Journal of Management. 4(3). 34-62.
https://doi.org/10.33215/sjom.v413.641.

Alvesteffer, R. (2016). The Importance of Work Life Balance. IOSR Journal of Business and
Management.

Amponsah-Tawiah, K., & Mensah, J. (2016). Work-life balance and employee job
satisfaction: Evidence from Ghana's banking sector. International Journal of Bank
Marketing. 34(3). 341-360.

Apriwarto, M.H., & Sasono, H. (2022). Analisis kinerja perusahaan bumn sektor konstruksi
yang terdaftar di Bursa Efek Indonesia. GEMILANG: Jurnal Manajemen dan Akuntansi.
2(3). 52-75

Arianto, D. (2017). Pengaruh kepuasan kerja terhadap kinerja karyawan melalui
organizational citizenship behavior sebagai variabel intervening (Studi Pada Staff PT
Kepuh Kencana Arum Mojokerto). Jurnal Ilmu Manajemen (JIM). 5(3). 1-9.

Arief, N. R., Purwana, D., & Saptono, A. (2021). Effect of Quality Work of Life (QWL)
and work-life balance on job satisfaction through employee engagement as intervening
variables. The International Journal of Social Sciences World (TIJOSSW). 3(1). 259-269.

Arifin, M., & Muharto, A. (2022). Pengaruh worklife balance terhadap kinerja karyawan
(Studi Pada PT. Livia Mandiri Sejati Pasuruan). Jurnal Riset Ekonomi dan Bisnis. 15(1).
37-46. doi:http://dx.doi.org/10.26623/jreb.v15i1.3507

Aruldoss, A., Berube Kowalski, K., Travis, M.L. and Parayitam, S. (2022), The relationship
between work-life balance and job satisfaction: moderating role of training and

119


http://dx.doi.org/10.26623/jreb.v15i1.3507

Jurnal Economia, Volume 21, Number 1, February 2025

development and work environment, Journal of Advances in Management Research. 19(2).
240-271. https://doi.org/10.1108/JAMR-01-2021-0002

Asari, A.F. (2022). Pengaruh work-life balance terhadap kinerja karyawan melalui
kepuasan kerja pada karyawan BPJS ketenagakerjaan. Jurnal Ilmu Manajemen. 10(3).
843-852.

Bella, B., & Widjaja, D. C. (2018). Pengaruh employee engegament terhadap kinerja
karyawan dengan kepuasan kerja sebagai variabel intervening Di Hotel Ibis. Jurnal
Hospitality Dan Manajemen Jasa. 6(2). 46—60.

Choudhury, J. (2015). Quality of work — life balance: a study on it professionals. ASBM
Journal of Management. 38(3). 635—672.

Cintani, C., & Noviansyah, N. (2020). Pengaruh employee engagement terhadap kinerja
karyawan pada PT. Sinar Kencana Multi Lestari. Kolegial. §(1). 29— 44.

Damayanti, R., Hanafi. A, & Cahyadi. A. (2018). Pengaruh kepuasan kerja terhadap
kinerja karyawan. studi kasus karyawan non medis RS Islam Siti Khadijah
Palembang. (JEMBATAN) Jurnal llmiah Manajemen Bisnis dan Terapan. 15(2).75-86.

Dessler, G. (2019). Manajemen SDM : buku 1. Jakarta: Indeks

Dewanto, L. R. dan A. (2016). Pengaruh employee engagement terhadap kepuasan kerja
dan turnover intention perawat (Studi pada Rumah Sakit Wava Husada Kepanjen
Malang). Jurnal Aplikasi Manajemen. 14(2). 322-333.

Djastuti, 1., Suharnomo, S., Lestari, L., & Sugiharti, R. R. (2022). Determinan employee
engagement generasi millenial karyawan BUMN. Jurnal Bisnis Strategi. 31(1). 14-
28. https://doi.org/10.14710/jbs.31.1.14-28

Dousin, O., Collins, N., & Kler, B. K. (2019). Work-life balance, employee job
performance and satisfaction among doctors and nurses in Malaysia. International
Journal of Human Resource Studies. 9(4). 306-319

Eliyana, A., Ma’arif, S., & Muzakki. (2019). Job satisfaction and organizational
commitment effect in the transformational leadership towards employee performance.
European  Research on  Management and Business Economics. 25(3). 1-7.
https://doi.org/10.1016/j.iedeen.2019.05.001

Endeka, R. F., Rumawas, W., & Tumbel, T. M. (2020). Worklife balance dan kompensasi
terhadap  kepuasan  kerja  karyawan PT  Hasjrat Abadi  Cabang
Kotamobagu. Productivity. 1(5). 436—440.

Fayyazi, M., & Aslani, F. (2015). The impact of work-life balance on employees’ job
satisfaction and turnover intention; the moderating role of continuance commitment.
International Letters of Social and Humanistic Sciences. 51(4). 33-41.

Foanto, E. F. Tunarso, E. B. Kartika, E. W. (2020). Peran work life balance terhadap
kinerja karyawan melalui komitmen afektif sebagai variabel mediasi Pada Karyawan
Hotel Berbintang Tiga di Makassar, Sulawesi Selatan. Journal Manajemen Perhotelan.
6(1). 37-45.

Ganapathi, I. M. D., & Gilang, A. (2016). Pengaruh work-life balance terhadap kepuasan
kerja karyawan (Studi Pada Pt . Bio Farma Persero), Jurnal Ecodemica : Jurnal Ekonomi
Manajemen dan Bisnis. 3(1). 506-511.

120


https://doi.org/10.14710/jbs.31.1.14-28

The Influence of Work-Life Balance and Employee Engagement on Performance Through Job Satisfaction
(Subarto & Solihin)

Ghozali, 1., & Latan, H. (2017). Partial Least Squares: Konsep, Metode, dan Aplikasi
Menggunakan Program WarpPLS.5.0. Edisi Ketiga. Semarang: Badan Penerbit
Universitas Diponegoro.

Hair Jr., J. F., Matthews, L. M., Matthews, R. L., & Sarstedt, M. (2017). PLS-SEM or CB-
SEM: updated guidelines on which method to use. International Journal of Multivariate
Data Analysis. 1(2). https://doi.org/10.1504/ijmda.2017.10008574

Hair, J. F., Sarstedt, M., Hopkins, L., & Kuppelwieser, V. G. (2014). Partial Least Squares
Structural Equation Modeling (PLS-SEM): An emerging tool in business research.
European Business Review. 26(2). 106—121. https://doi.org/10.1108/EBR-10-2013-
0128

Happy, K. (2021). The mediating effect of job satisfaction between the dimensions of work-
life balance and work engagement: A study on faculty members of private universities
in Dhaka, Bangladesh. Jahangirnagar University Journal of Management Research.
4(2).119-142.

Harefa, M.S., & Laia, A.Y. (2022). Analisis penerapan pajak penghasilan final pasal 4 ayat
2 atas jasa kontruksi (Studi Kasus Pada CV. Tuberta). Journal of Economics and Business.
4(2). 1-12.

Hussein, O., Njati, I.C., & Rukangu, S. (2016). Influence of work life balance on employee
job satisfaction: A case of northern rangelands trust In Isiolo County, Kenya.
International Journal of Economics, Commerce and Management United Kingdom 4(11). 443-
457.

Ingsih, K., Budiantoro, R., Hasanatina, F., & Ali, S. (2022). Work-life balance and
compensation on performance with job satisfaction as an intervening variable for
millennial generation banking employees. Jurnal Manajemen Bisnis. 13(2). 255-276.
doi:https://doi.org/10.18196/mb.v13i2.13947

Irwandi, F.Y., & Sanjaya, A. (2022). Pengaruh work-life balance dan work engagement
terhadap kinerja karyawan melalui kepuasan kerja (Studi Pada Bankaltimtara Syariah
Cabang J1. A Yani Samarinda). Journal of Business Management Education. 7(2). 1-7.

Jain, R., & Jain, R (2018), ‘Impact of employee engagement on job satisfaction at Ultratech
Cement Limited-HCW’, International Journal of Computer & Mathematical Sciences
(IJCMS). 7(3). 63-88.

Jaiswal, G., Pathak, R., & Kumari, S. (2017). Impact of employee engagement on job
satisfaction and motivation. International Journal of Advanced Engineering, Management
and Science. 3(5). 510-515. https://doi.org/10.24001/1jaems.3.5.16

Joushan (2015). Pengaruh budaya organisasi dan employee engagement terhadap kinerja
karyawan pada PT PLN (Persero) Area Bekasi. Jurnal Aplikasi Manajemen, 13(4). 697-
703.

Juanda, U., Dede, N., Sri, K. (2018). Job satisfaction and employee performance shoes
industry in Tangerang Regency Banten Province. International Review of Management
and Marketing. 9 (1). 99-103.

121


https://doi.org/10.18196/mb.v13i2.13947

Jurnal Economia, Volume 21, Number 1, February 2025

Juniantara, I., & Riana, I. (2016). Pengaruh motivasi dan kepuasan kerja terhadap kinerja
karyawan koperasi di Denpasar. E-Jurnal Ekonomi Dan Bisnis Universitas Udayana. 4(9).
611-628.

Kakul, Agha., FT, Azmi., & Irfan, A. (2017). Work-life balance and job satisfaction: an
empirical study focusing on higher education teachers in Oman. International Journal
of Social Science and Humanity. 7 (3) 164-171

Kim, H. K. (2014). Work-life balance and employees performance: The mediating role of
affective commitment. Global Business and Management Research: An International
Journal. 6. 37-51.

Krishnan, R., Loon, K. W., & Tan, N. Z. (2018). The effects of job satisfaction and work-
life balance on employee task performance. International Journal of Academic Research
in Business and Social Sciences. 8(3). 652-662.

Kumpikaite, V., & Gudeliene, N. (2019). The relationship between work-life balance and
job satisfaction: the mediating role of work engagement. European Journal of
Management Issues. 27(2). 67-78

Lailatul, Q.H., & Al Musadieq, M. (2018). Pengaruh work-life balance terhadap kepuasan
kerja (Studi pada Karyawan Perempuan Yayasan Insan Permata Tunggulwulung
Kota Malang). Jurnal Administrasi Bisnis. 60(1).

Machucha, M, M., Jasmina, B, M., & Ines, A. (2016). Work-life balance and its relationship
with organizational pride and job satisfaction. Journal of Managerial Psychology. 31(2).
587-602.

Mahalakshmi, R., & Ramesh, S. (2017). Work-life balance, job satisfaction and employee
retention: A study on women employees. Global Business Review. 18(5). 1265-1277. doi:
10.1177/0972150917702402

Maleka, M. (2019). Employee engagement, organisational commitment, and job
satisfaction in Namibia, South Africa, and Zimbabwe: An exploratory study. Journal
of Psychology in Africa. 29(4). 393-400.

Maslichah, N., & Hidayat, K. (2017). Pengaruh work-life balance dan lingkungan kerja
terhadap kepuasan kerja karyawan (Studi pada Perawat RS Lavalette Malang Tahun
2016). Jurnal Administrasi Bisnis S1 Universitas Brawijaya. 49(1). 60—68

Muliawan, Y., Perizade, B., & Cahyadi, A. (2017). Pengaruh keterikatan karyawan
(employee engagement) terhadap kinerja karyawan di PT. Badja Baru Palembang.
Jembatan — Jurnal Ilmiah Manajemen Bisnis Dan Terapan. 17(2). 69-78

Muliawati, T., & Frianto, A. (2020). Peran work-life balance dan kepuasan kerja terhadap
kinerja karyawan milenial: Studi literatur. Ilmu Manajemen. XX(XX). 606-620.

Muzakki, D., & Rokhmah, A. (2019). Work-life balance and employee performance: The
mediating role of job satisfaction. Jurnal Ekonomi Dan Bisnis. 22(2). 127-140.

Naila, F., Ariesta, H., Dio, C. (2020). Antecedents that affect job satisfaction and employee
performance. Saudi Journal of Business and Management Studies. 5(6). 293-302.

Nurul, E., Rozana, O., Wei, L., Shafinar, I. (2018). The effect of payment, recognition,
empowerment and work-life balance on job satisfaction in the Malaysia’s Oil and Gas

122



The Influence of Work-Life Balance and Employee Engagement on Performance Through Job Satisfaction
(Subarto & Solihin)

Industry. International Journal of Academic Research in Business & Social Sciences. 8(2). 639
- 656.

Owusu, E., & Ansah-Adu, K. (2016). Employee engagement: the key to improving
performance in the construction industry. Journal of Engineering, Design and Technology.
14(4). 596-611.

Pandoyo, Pramesti, Y., & Tulhanifah, I. (2021). Strategi perusahaan bidang konstruksi
dalam menghadapi resesi ekonomi (Studi Kasus PT Adhi Karya (Persero) Tbk). Jurnal
Ekonomi, Manajemen, Bisnis Dan Sosial. 1(3). 210-218.

Priansa, D.J. (2016). Manajemen SDM dalam Organisasi. Publik dan Bisnis. Bandung: Alfabeta

Riyanto, S., & Lukertina, E. A. (2019). Work life balance and its influence on employee
engagement “Y” generation in courier service industry. International Review of
Management and Marketing. 96). 25-31

Rondonuwu, F., Rumawas, W., & Asaloei, S. (2018). Pengaruh work-life balance terhadap
kepuasan kerja karyawan pada Hotel Sintesa Peninsula Manado. Jurnal Administrasi
Bisnis. 7(2). 30-39. https://doi.org/10.35797/jab.7.2.2018.22044.30-39

Rony, Z.T., & Yulisyahyanti (2022). The Influence of work-life balance and burnout on job
satisfaction. International Journal of Environmental, Sustainability, and Social Sciences.
3(3). 161-168.

Rosita, T., & Yuniati, T. (2016). Pengaruh kepuasan kerja terhadap kinerja karyawan
dengan komitmen organisasional sebagai variabel intervening. Jurnal Ilmu Dan Riset
Manajemen. 5(1). 1-20.

Saptono, N.K., Supriyadi, E., & Tabroni (2020). Pengaruh work life balance dan
lingkungan kerja terhadap kepuasan kerja melalui employee engagement dengan
kesehatan mental sebagai variabel moderator pada karyawan generasi milenial (Studi
Kasus: Direktorat Keuangan PT Angkasa Pura I (Persero). Jurnal Ekobisman. 5(2). 88-
108.

Saranga, R., Yusuf, R.M., & Pono, M. (2022). Effect of employee engagement, work-life
balance and organizational culture on employee performance with job satisfaction as
intervening variable (Study: Pt Prasetia Dwidharma Makassar Office). Global Scientific
Journals 10(2).

Sayekti, L.N., & Suhartini. (2022). Work life balance dan work engagement: Dampaknya
terhadap kepuasan kerja dan kinerja karyawan. Jurnal Aplikasi Bisnis. 19(1). 132-142.
https://doi.org/10.20885/jabis.vol19.iss1.art2

Sedarmayanti. (2017). Manajemen Sumber Daya Manusia, Reformasi Birokrasi dan Manajemen
Pegawai Negeri Sipil. Bandung: Refika Aditama.

Shantha, A.A. (2019). The impact of work-life balance on job satisfaction: With special
reference to ABC Private Limited in Sri Lanka. American Journal of Humanities and
Social Sciences Research (AJHSSR). 3(6). 97-108.

Singh, P., & Pradhan, R. K. (2021). Work-life balance and job satisfaction among
construction professionals in India: A moderated mediation model. Journal of
Engineering, Design and Technology. 19(1). 82-99. doi: 10.1108/JEDT-10-2019-0293

123



Jurnal Economia, Volume 21, Number 1, February 2025

Soomro, A.A., Breitenecker, R.J. and Shah, S.A.M. (2018), Relation of work-life balance,
work-family conflict, and family-work conflict with the employee performance-
moderating role of job satisfaction, South Asian Journal of Business Studies. 7(1). 129-
146. https://doi.org/10.1108/SAJBS-02-2017-0018

Sugiyono. (2018). Metode Penelitian Kuantitatif, Kualitatif, dan R&D. Bandung: Alfabeta

Sun, J., Zhang, X., & Wang, H. (2020). How work-life balance affects job satisfaction: The
mediating role of employee engagement. Frontiers in Psychology. 11. 524.

Supiyanto, Y. (2015). Pengaruh kompensasi, kompetensi dan komitmen organisasional
terhadap  kepuasan dan kinerja.  Jurnal  Ecomomia.  11(2). 118-131.
doi:https://doi.org/10.21831/economia.v11i2.8281

Tejpal, P. (2015). Enhancing the job satisfaction level through dimensions of employee
engagement: An empirical study on private sector bank managers. Drishtikon: A
Management Journal. 7(1). 22-40. DOI: 10.21863/drishtikon/2015.7.1.010

Thamrin, M., & Riyanto, S, (2020). The effect of work motivation, work environment, and
work life balance on employee performance at PT. Angkasapura I (Persero) Sultan
Aji Muhammad Sulaiman Sepinggan Airport— Balikpapan. IOSR Journal of Dental and
Medical Sciences. 19(6). 40-47. DOI: 10.9790/0853-1906044047

Vetrivel, S. C., V. Krishnamoorthy, & Dhas, D.B. (2020). Drivers of employee engagement
to job satisfaction in modern industries. International Journal of Psychosocial
Rehabilitation. 24 (10)1637-1647. DOI: 10.37200/1JPR/V24110/PR300190

Waworuntu, E., Kainde, S., & Mandagi, D. (2022). Work-life balance, job satisfaction and
performance among millennial and gen =z employees: A  Systematic
Review. Society. 10(2). 286-300. https://doi.org/10.33019/society.v10i2.464

Weerakkody, W., Mendis, M. D. V. S., & Weerakkody, W. A. S. (2017). the impact of
work life balance on employee performance with reference to telecommunication
industry in Sri Lanka. Kelaniya Journal of Human Resource Management, 12(1). 72-100.
https://doi.org/http://doi.org/10A038/kjhrm.v12i1 A2

Wenno, M.W. (2018). Hubungan antara work life balance dan kepuasan kerja pada
karyawan di PT Pln Persero Area Ambon. Jurnal Maneksi. 7(1). 47-54. DOI:
https://doi.org/10.31959/jm.v7i1.86

Yulianto, B. (2020). Perilaku pengguna APD sebagai alternatif meningkatkan kinerja karyawan
yang terpapar bising intensitas tinggi. Surabaya: Scopindo Media Pustaka.

Yusuf, Rika M., Rita N Taroreh., & Genita G Lumintang. (2019). Pengaruh employee
engagement, beban kerja dan kepuasan kerja terhadap kinerja karyawan pada CV.
Indospice di Manado. Jurnal EMBA. 7(4). 4787-4787.

124


https://doi.org/10.33019/society.v10i2.464

