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1. INTRODUCTION arrangements (FWA). WLB is related to the

ability to balance the demands of work and

Changes in work practices over the
past decade—especially the rise of remote
work, hybrid work arrangements, and the
need for flexibility —have driven
organizations to balance productivity with
employee well-being [1], [2]. Employee
performance is a central indicator of
organizational success and is reflected in
aspects such as quality, quantity,
responsibility, initiative, cooperation, and
compliance [3], [4]. Two factors commonly
studied in relation to modern work dynamics
are work-life balance (WLB) and flexible work

personal roles as well as energy recovery,
while FWA refers to the flexibility in time,
location, and work methods facilitated by
organizations [1], [5].

Compassion Indonesia implements a
hybrid work policy that combines working
from the office and working from home, and
regularly evaluates this arrangement to
ensure alignment between productivity,
harmony, and applicable regulations [6].
Empirically, previous research on WLB/FWA
and performance has not always been
consistent. Some studies report that WLB and
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FWA improve performance [7], [8], while
other studies emphasize that their effects
depend on the governance of flexibility and
work boundaries [9], [10]. This inconsistency
leads to the assumption that the relationship
between WLB/FWA and performance works
through specific psychological mechanisms,
particularly job satisfaction, which is related
to effective work behavior and performance
[11], [12].

This study aims to explain the
influence of WLB and FWA on performance
with job satisfaction as a mediator among
Compassion Indonesia employees. The study
clarifies the mediating mechanism of job
satisfaction, and provides a basis for
improving hybrid policies, managing
workload, and designing flexibility that
focuses on enhancing satisfaction as a
prerequisite for sustainable performance. The
results are expected to provide strategic
recommendations  for stakeholders to
maximize the potential for improving
employee performance at Compassion
Indonesia.

2. METHODS

This research uses a quantitative
approach, focusing on employees of
Compassion Indonesia. The study utilizes two
types of data sources: primary and secondary.
The primary data is collected through the
distribution of questionnaires, while the
secondary data is obtained from direct
observations at Compassion Indonesia, as
well as relevant articles, journals, and books

related to the topic. Data collection is
conducted through observation,
questionnaires, and interviews. The research
employs descriptive analysis, validity testing,
reliability testing, convergent validity testing,
discriminant validity testing, AVE testing, R?
testing, f2 testing, and path coefficient
analysis.

The Work-Life Balance (WLB)
variable (X1) is measured using indicators
such as Work Interference with Personal Life
(WIPL), Personal Life Interference with Work
(PLIW), Personal Life Enhancement of Work
(PLEW), and Work Enhancement of Personal
Life (WEPL). The Flexible Work Arrangement
(FWA) variable (X2) is measured using
indicators including time, task,
communication, organizational culture, and
well-being dimensions. The Job Satisfaction
(Z) variable is measured using indicators
related to psychological, physical, social
aspects, salary/allowances/benefits, work
environment, and career development. The
Performance (Y) variable is measured through
indicators such as quality,
responsibility, initiative, cooperation, and
compliance.

quantity,

3. RESULTS AND DISCUSSION
4.1 Result
a. Respondent Characteristics
The results of the study show

the characteristics of the respondents
based on data collected from 141
employees of Compassion Indonesia.
The characteristics of the respondents
are as follows:

Table 1. Respondent Characteristics

No. Criteria Classification Number (People) | Percentage (%)
Office-based & ROBO 90 64%
1. Office Location Home/Field-based 51 36%
Total 141 100%
Male 86 61%
2. Gender Female 55 39%
Total 141 100%
<30 years 16 11%
31-40 years 54 38%
3. Age 41-50 years 60 43%
>51 years 11 8%
Total 141 100%
4. Last Education Diploma 7 5%
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No. Criteria Classification Number (People) | Percentage (%)
Bachelor's (S1) 103 73%
Master's (S2) 30 21%
Doctoral 1 1%
Total 141 100%
Married/Family 91 65%
5. Marital Status Single/Not married 50 35%
Total 141 100%
<5 years 46 33%
6-10 years 30 21%
6. Length of Employment 11-20 years 52 37%
>21 years 13 9%
Total 141 100%
Source: Primary Data, Processed
Based on the office location, organizational policies regarding
the majority of Compassion work-life balance and flexible work
Indonesia employees are based in arrangements,  which  influence
office locations (Bandung, Manado, employee performance and job

Kupang, and Sentani), accounting for
64%. In terms of gender, the majority
of employees are male, making up
61%. The age group of the
respondents is predominantly in the
41-50 year range, comprising 43%. As
for the highest level of education,
most employees have a bachelor's
degree (S1), which accounts for 73%,
due to organizational requirements
that
qualification of a bachelor’s degree
for initial recruitment. Regarding the
length of employment, the largest
group of employees has been
working for 11-20 years, comprising
37%, while 9% have been employed
for over 21 years. These two
employment durations also indicate
that the employees have considerable
work experience at Compassion
Indonesia. These findings suggest a
correlation between the impact of

necessitate a minimum

satisfaction as perceived mediators by
employees at Compassion Indonesia.
Validity Test

The validity test is used to
determine the accuracy of data or the
of the relationship
between direct and indirect effects so
that the results of the analysis can be
interpreted more accurately and
efficiently, avoiding weaknesses that
arise due to unresolved validity
issues. The wvalidity test in this
research was conducted using Smart-
PLS, which includes reliability tests,
convergent validity, discriminant
validity, AVE testing, R? testing, f?
testing, and path coefficient analysis.
The validity test results for the
indicators of the variables of
performance, job satisfaction, work-
life balance, and flexible work
arrangement are presented in Table 2

significance

as follows:

Table 2. Validity Test Results

Variable Indicator Correlation Coefficient | Status

Y1 0.913 Valid

Y2 0.883 Valid

Y3 0.948 Valid

Performance (Y) Y1 0.834 Valid
Y5 0.933 Valid

Y6 0.890 Valid

Job Satisfaction (Z) Z1 0.883 Valid
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Variable Indicator Correlation Coefficient | Status
Z2 0.860 Valid
Z3 0.876 Valid
Z4 0.884 Valid
Z5 0.884 Valid
Z6 0.817 Valid
X1.1 0.883 Valid
. X1.2 0.860 Valid
Work Life Balance (X1) X13 0.876 Valid
X1.4 0.884 Valid
X2.1 0.817 Valid
) X2.2 0.843 Valid
Flexible Wm(‘i(( Srrangement X23 0.906 Valid
X2.4 0.815 Valid
X2.5 0.869 Valid
Source: Data Processing with SEM-PLS
Based on the validity test (Pearson  Correlation) for all

that
variable

results, it shows for the
performance (Y), job
satisfaction (Z), work-life balance

(X1), and flexible work arrangement

indicators is greater than 0.30. This
means that the statement items in the
research instrument have met the
data validity requirements.

(X2), the correlation coefficient
Table 3. Reliability Test Results
No. Variable Cronbach's Standard Cronbach's Status
Alpha Alpha
1 Performance (Y) 0.95 0.60 Reliable
2 Job Satisfaction (Z) 0.93 0.60 Reliable
3 Work Life Balance (X1) 0.82 0.60 Reliable
4 Flexible Work Arrangement (X2) 0.92 0.60 Reliable

Source: Data Processing with SEM-PLS

Based on the reliability test
results, it can be seen that all four
research variables—Performance (Y),
Job Satisfaction (Z), Work Life
Balance (X1), and Flexible Work

Cronbach's Alpha value greater than
0.60 (> 60). This means that all
statements in the questionnaire are
reliable can be wused for
conducting the research.

and

Arrangement (X2)—have a
Table 4. Convergent Validity Test Results
No. Variable Indicator Outer Loading

Work Quality (Y1), Work Quantity (Y2), 0.913, 0.883,
1 Performance (Y) Responsibility (Y3), Initiative (Y4), Cooperation 0.948, 0.884,
(Y5), Compliance (Y6) 0.933, 0.890
Psychological Aspect (Z1), Physical Aspect (Z22), 0.883, 0.860,
2 Job Satisfaction (Z) Social Aspect (Z3), Salary & Benefits (Z4), Work 0.876, 0.884,
Environment (Z5), Career Development (Z6) 0.884, 0.817

Work Interference with Personal Life (X1.1),
3 Work Life Balance Personal Life Interference with Work (X1.2), 0.716, 0.701,
(X1) Personal Life Enhancement of Work (X1.3), Work 0.916, 0.877

Enhancement of Personal Life (X1.4)
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No. Variable Indicator Outer Loading
4 Flexible Work Time (X2.1), Tasks (X2.2), Communication (X2.3), 82(1)2' gg?;'
Arrangement (X2) Company Culture (X2.4), Well-being (X2.5) 0.,8 9% ’
Source: Data Processing with SEM-PLS
Based on the Convergent Work  Arrangement (X2), Job

Validity test results, it can be seen
how well the indicators within each
construct support the measurement
of the same concept. Each research
construct has an Average Variance
Extracted (AVE) value greater than
0.50: Work Life Balance (X1), Flexible

Satisfaction (Z), and Performance (Y).
This indicates that the Convergent
Validity at the construct level is met,
and the indicators for each construct
do not overlap and adequately
represent their constructs.

Table 5. Average Variance Extracted (AVE)

No. Variable Average Variance Extracted (AVE)
1 Flexible Work Arrangement (X2) 0.758
2 Job Satisfaction (Z) 0.753
3 Performance (Y) 0.826
4 Work Life Balance (X1) 0.652

Source: Data Processing with SEM-PLS

Based on the Average
Variance Extracted (AVE) values, all
research variables have AVE values
greater than 0.50, namely Work Life
Balance  (X1), Flexible = Work
Arrangement (X2), Job Satisfaction
(Z), and Performance (Y). This
indicates that each construct can
explain more than 50% of the variance

in its indicators, thus Convergent
Validity is met.
R-Square (R?) Test

The R-Square (R?) test is used
to determine the extent of
contribution  provided by the
variables of Job Satisfaction (Z) and
Performance (Y), which show that
both have strong model explanatory
power.

Table 6. R-Square/R? Test Results

Variable R-Square Adjusted R-Square
Job Satisfaction (Z) 0.793 0.790
Performance (Y) 0.798 0.794

Source: Data Processing with SEM-PLS

An R-Square (R?) value of
0.793 indicates that 79.3% of the
variation in job satisfaction can be
explained by the independent
variables in the model. Meanwhile,
the Performance variable has an R-
Square of 0.798, meaning that 79.8%
of the variation in performance can be
explained by the variables in the
model. Therefore, the structural
model has a strong argument for
explanation.

d. F-Square (f?) Test

The f? test in this study is
used to examine the impact of
Flexible Work Arrangement (X2) and
Work-Life Balance (X1) on Job
Satisfaction (Z), which is categorized
as large. Meanwhile, the effect of Job
Satisfaction (Z) on Performance (Y) is
categorized as moderate-to-large. On
the other hand, the effect of Flexible
Work  Arrangement (X2) on
Performance (Y) is small, and the
effect of Work-Life Balance (X1) on
Performance (Y) is very small.
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Table 7. F-Square (f?) Test Results

Variable Job Satisfaction (Z) | Performance (Y)
Performance on Job Satisfaction 0.336
Flexible Work Arrangement (X2) 0.361 0.081

Work Life Balance (X1) 0.379 0.015

Source: Data Processing with SEM-PLS

Based on the f? test results,
Flexible Work Arrangement (X2) and
Work-Life Balance (X1) have a large
impact on Job Satisfaction (Z), with
0361 and 0.379,
respectively.  The  impact  of
Performance (Y) on Job Satisfaction
(Z) is moderate, with a value of 0.336.
Meanwhile, the impact of Flexible
Work Arrangement (X2) and Work-
Life Balance (X1) on Performance (Y)
is small, with {2 values of 0.081 and
0.015, respectively. These results

values  of

indicate that Job Satisfaction (Z) has a
significant effect on Performance (Y).
Direct Effects Hypothesis Test

Based on the hypothesis
testing in this study through path
coefficients to determine the size and
direction of the effects between the
variables Flexible Work Arrangement
(X2), Work-Life Balance (X1), Job
Satisfaction (Z), and Performance (Y),
the Path Coefficient test uses
bootstrapping procedures to obtain
estimates of the Path Coefficient ((3), t-
statistic, and p-value.

Table 8. Path Coefficient Test Results

Original | Sample Sta‘fda.rd T Statistic P
Model Construct Sample | Mean | Deviation | . crhpy) | varye
(0) ™M) (STDEV)
Flexible Work Arrangement (X2) — 0.463 0.464 0.087 5.296 0.000
Job Satisfaction (Z)
Flexible Work Arrangement (X2) — 0.253 0.256 0.080 3.160 0.002
Performance (Y)
isfaction (Z) — Perf
Job Satisfaction ((Y)) — Performance 0.573 0.576 0.084 6.827 0.000
Work Life .Balar}ce (X1) — Job 0.474 0.473 0.087 5.465 Rl
Satisfaction (Z)
Work Life Balance (X1) — 0109 | 0.103 0.083 1.316 0.188
Performance (Y)

Source: Data Processing with SEM-PLS

In this study, the significance
criteria for decision-making refer to p
> 0.05 (statistically >1.96 for two-
tailed tests at the 5% level). Therefore,
the relationship between variables is
considered significant when the p-
value < 0.05, and p-value > 0.05
indicates an insignificant effect. The
results show that Flexible Work
Arrangement (X2) has a positive and
significant effect on Job Satisfaction
(Z) (P = 0.463; t = 5.296; p < 0.05).
Additionally, Flexible Work
Arrangement (X2) also has a positive
and significant effect on Performance

(Y) (B = 0.253; t = 3.160; p < 0.05).
Furthermore, Job Satisfaction (Z) has
a positive and significant effect on
Performance (Y) (8 =0.573; t=6.827; p
< 0.05), indicating that an increase in
job satisfaction is followed by an
increase in performance. Work Life
Balance (X1) has a positive and
significant effect on Job Satisfaction
(Z) (p = 0.474; t = 5.465; p < 0.05).
However, the direct effect of Work
Life Balance (X1) on Performance (Y)
is not significant ( = 0.109; t = 1.316;
p = 0.188). Therefore, the direct effect
of Work Life Balance (X1) on

Vol. 4, No. 02, January 2026, pp. 277 — 290



The Eastasouth Management and Business (ESMB) a 297

The indirect effects and total
effects tests aim to determine the
strength of the indirect influence
between constructs and their total
effect. The following is the output for
the effects between constructs.

Performance (Y) is not supported,
and further analysis of indirect effects
(mediation) will be examined in the
next section.

f. Direct Effects Hypothesis Test

Table 9. Indirect and Total Effects

Original | Sample Star.ldefrd T Statistic P
Model Construct Sample Mean | Deviation (O/STDEV) | Value
(0) M) (STDEV)
Indirect Effect
Flexible Work Arrangement (X2) —
Job Satisfaction (Z) — Performance 0.265 0.266 0.057 4.649 0.000
Y)
Work Life Balance (X1) — Job
Satisfaction (Z) —» Performance () 0271 0.277 0.071 3.811 0.000
Flexible Work Arrangement (X2) > | 4 0.464 0.087 5.296 0.000
Job Satisfaction (Z)
Total Effects
i X
Flexible Work Arrangement (X2) > | 54 0.521 0.076 6.803 0.000
Performance (Y)
Job Satisfaction (é)) — Performance |, .5 0.576 0.084 6.827 0.000
Work Life Bal X1
ork Life Balance (X1) — Job 0.474 0.474 0.087 5.465 0.000
Satisfaction (Z)
Work Life Balance (X1) — 0.380 0377 0.074 5111 0.000
Performance (Y)

Source: Data Processing with SEM-PLS

Based on the mediation test
results, Job Satisfaction (Z) acts as a
partial mediator in the relationship
between Flexible Work Arrangement
(X2) and Performance (Y), as the
direct effect of Flexible Work
Arrangement (X2) — Performance (Y)
is significant with a coefficient value
of 0.253, t=3.160, and p = 0.002, while
the indirect effect through Job
Satisfaction (Z) is also significant with
a coefficient value of 0.265, t = 4.649,
and p = 0.000. On the other hand, Job
Satisfaction (Z) acts as a full mediator
in the relationship between Work Life
Balance (X1) and Performance (Y), as
the direct effect of Work Life Balance
(X1) — Performance (Y) is not
significant with a coefficient value of
0.109, t = 1.316, and p = 0.188, while
the indirect effect through Job
Satisfaction (Z) is significant with a

coefficient value of 0.271, t = 3.811,
and p = 0.000.

4.2 Discussion

a.

The Effect of Work-Life Balance on
Employee Performance

Based on the test results,
work-life balance (WLB) does not
have a significant direct effect on
employee performance
Compassion Indonesia. This finding
suggests that improving WLB does
automatically

at

not increase
performance, as its effects are more
likely to work through psychological

mechanisms first, such as improving

job  satisfaction/well-being, ~which
then reflects in  performance
outcomes. In the context of

Compassion Indonesia, which has a
geographically dispersed workforce
and a high need for coordination,
WLB can function as a "buffer" that
maintains psychological stability and
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the quality of the work experience.
However, it does not necessarily lead
directly to higher performance.
Therefore, ~a  more  practical
implication is to position WLB
programs as a strategy to strengthen
psychological ~ conditions  (e.g.,
managing workload proportionally,
clarifying work hour expectations,
and supporting mental recovery),
which is expected to improve job
satisfaction and ultimately impact
performance. This finding aligns with
the view that the relationship
between work-life balance and
performance tends to be stronger
when  involving  psychological
variables as mediators [13], [14].
The Effect of Flexible Work
Arrangement on Employee
Performance

Based on the test results,
flexible work arrangement (FWA) has
a positive and significant effect on
employee performance at
Compassion Indonesia. The better the
work flexibility = perceived by
employees, the  higher their
performance. Conversely, weakened
flexibility tends to correlate with
decreased performance. However,
since Hypothesis 2 (H2) was initially
formulated  with a  negative
directional assumption, it is formally
rejected because the empirical result
is positive. This finding can be
explained in the context of
Compassion  Indonesia, = where
employees work across regions and
require high levels of coordination.
FWA appears to function as an
effective organizational support (e.g.,
helping to adjust working hours,
facilitating  communication, and
strengthening management support),
which impacts productivity and
employee performance.
Nevertheless, to ensure consistent
benefits and avoid turning flexibility
into a source of pressure (e.g., due to
blurred work boundaries), the

organization needs to manage FWA
governance by providing clear rules,
coordination mechanisms,
accountability, =~ and  reinforcing
healthy work boundaries [8], [9], [15].
The Effect of Work-Life Balance on
Job Satisfaction

Based on the test results,
work-life balance (WLB) has a
positive and significant effect on job
satisfaction at Compassion Indonesia.
The better the work-life balance
perceived by employees, the higher
their job satisfaction. Conversely,
when the balance decreases, job
satisfaction tends to weaken. This
finding is logical because WLB can
reduce role conflict and stress while
enhancing psychological well-being,
allowing employees to positively
evaluate their work and feel that their
personal needs align with work
demands. In the context of
Compassion  Indonesia, = which
operates across regions, stable WLB
also serves as the foundation for a
more comfortable work experience
(e.g., the feeling of organizational
support), ultimately maintaining job
satisfaction. Therefore, a practical
implication is that the organization
should strengthen policies that
support work-life balance—such as
clarifying work hour expectations,
managing workload proportionally,
and providing recovery support—to
maintain job satisfaction and support
sustainable performance [5], [12].
The Effect of Flexible Work
Arrangement on Job Satisfaction

Based on the test results,
flexible work arrangement (FWA) has
a positive and significant effect on job
satisfaction at Compassion Indonesia.
The better the work flexibility
perceived by employees, the higher
their job satisfaction. Conversely,
when flexibility declines, satisfaction
tends to weaken. This finding is
reasonable because in an organization
with geographical dispersion and a
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need for cross-region coordination,
such as Compassion Indonesia, time
flexibility and work methods help
employees adjust their work rhythm,
increase their sense of control, and
enhance perceptions of
organizational ~ support,  which
ultimately boosts job satisfaction.
Therefore, a practical implication is
that the organization needs to
maintain consistent flexible work
arrangements, particularly focusing
on the quality of communication,
managerial support, and welfare
policies. This is necessary to ensure
that flexibility does not become
imbalanced across functions or
locations and continues to positively
impact job satisfaction [1], [8].
The Effect of Job Satisfaction on
Employee Performance

Based on the test results, job
satisfaction is an  important
determinant of employee
performance at Compassion
Indonesia. The more satisfied
employees are with their work in
terms of psychological aspects, work
relationships, and organizational
support, the higher their performance
tends to be. Conversely, a decline in
job satisfaction could potentially
weaken  performance  outcomes.
Theoretically, this finding can be
understood because job satisfaction
strengthens employee engagement
and perseverance in completing
tasks, which ultimately enhances the
quality and quantity of work. In the
context of cross-regional service
work, such as at Compassion
Indonesia, high satisfaction is also
relevant for maintaining consistent
work behavior, teamwork, and
compliance with operational
standards that require ongoing
coordination. Therefore, efforts to
improve performance will be more
effective if directed towards factors
that build satisfaction, such as role
clarity, managerial support, fairness

in providing rewards, and career
development  opportunities—since
satisfaction has proven to be a
strategic ~ pathway to  driving
performance [13], [14].
The Effect of Work-Life Balance on
Performance with Job Satisfaction as
a Mediator

Based on the mediation test
results, the indirect path Work-Life
Balance (X1) — Job Satisfaction (Z) —
Performance (Y) was found to be
significant. At the same time, the
direct path X1 — Y was not
significant, indicating that job
satisfaction plays a full mediation
role. This means that the impact of
WLB on performance primarily
occurs through an increase in job
satisfaction. = Conceptually,  this
finding reinforces the view that WLB
first improves the psychological
condition and positive evaluation of
employees towards their work
(satisfaction/well-being), which then
drives work  behavior and
performance output. In the context of
Compassion  Indonesia, = which
operates across regions with a hybrid
work rhythm, better WLB helps
employees manage role demands and
coordination, thereby increasing
satisfaction, which acts as a "bridge"
to improved performance. The
significance of the mediation role is
also evident from the VAF = 71.3%,
indicating that the influence of WLB
on performance is predominantly
mediated by satisfaction. Therefore,
WLB programs should be directed
toward interventions that directly
strengthen satisfaction (e.g.,
coordination rhythm adjustments,
healthy work hour boundaries, and
recovery support) to make the impact
on performance more evident [13],
[16].
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The Effect of Flexible Work
Arrangement on Performance with
Job Satisfaction as a Mediator

Based on the mediation test
results, the indirect path Flexible
Work Arrangement (X2) — Job
Satisfaction (Z) — Performance (Y)
was found to be significant. At the
same time, the direct path X2 — Y was
also significant. Since both paths
(direct and indirect) are significant,
job satisfaction acts as a partial
mediator, meaning that FWA
increases performance both directly
(e.g., through work coordination
efficiency) and indirectly through the
improvement of job satisfaction
(employees feel more supported and
have better work control). The
strength of the
contribution is also quite strong, as
reflected by the VAF = 51.2%,
indicating that about half of the total
effect of FWA on performance is
mediated through satisfaction, while
the rest flows through the direct path.
The organization needs to ensure that
FWA remains structured and
consistent—by clarifying flexibility
rules, strengthening managerial
support, ensuring the quality of
communication/coordination, and

mediation

managing work boundaries to
prevent flexibility from turning into a
new source of pressure—so that the
positive impact on satisfaction and
performance can be maintained [1],
(8], [16]-
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4. CONCLUSION

Based on the results and discussion,
the following conclusions can be drawn:

1. Flexible work arrangement has a positive
and significant effect on both job
satisfaction and performance;

2. Work-life balance has a positive and
significant effect on job satisfaction but
does not directly affect performance;

3. Job satisfaction has a positive and
significant effect on performance;

4. Job satisfaction fully mediates the effect
of work-life balance on performance;

5. Job satisfaction partially mediates the
effect of flexible work arrangement on
performance. Flexible work and work-
life balance policies should be directed
towards improving job satisfaction as the
primary mechanism for enhancing
performance.

The management team at
Compassion Indonesia is advised to establish
healthy work boundaries and a hybrid system
(controlling meeting hours, no-meeting
blocks, clarifying response expectations). It is
also necessary to develop an SOP for flexible
work arrangements across locations based on
deliverables and accountability.
Strengthening career development paths and
employee feedback is also important.
Additionally, evaluating employee workload
and prioritizing cross-team collaboration to
ensure that timeliness does not compromise
quality is essential. Future research is
recommended to examine employee
engagement across generations to drive
performance improvement through an
inclusive and sustainable organizational
culture.

H. Chung and T. van der Lippe, “Flexible Working, Work-Life Balance, and Gender Equality: Introduction,” Soc.
Indic. Res., vol. 151, no. 2, pp. 365-381, 2020, doi: 10.1007/s11205-018-2025-x.

1. Gigauri, “Effects of Covid-19 on Human Resource Management from the Perspective of Digitalization and Work-
life-balance,” Int. ]. Innov. Technol. Econ., vol. 4, no. 31, pp. 1-10, 2020, doi: 10.31435/rsglobal_ijite/30092020/7148.

A. A. A.P. Mangkunegara, Manajemen Sumber Daya Manusia Perusahaan. Bandung: Remaja Rosdakarya, 2017.

V. Rivai, Manajemen Sumber Daya Manusia Untuk Perusahaan. Depok: PT. Raja Grafindo Persada, 2019.

M. J. Sirgy and D.-J. Lee, “Work-Life Balance: an Integrative Review,” Appl. Res. Qual. Life, vol. 13, no. 1, pp. 229-254,

2018, doi: 10.1007/s11482-017-9509-8.

Compassion International, “Facts About Indonesia.” [Online]. Available: https://www.compassion.com/about-

us/where-we-work/indonesia-facts/

J. Johari, F. Yean Tan, and Z. I. Tjik Zulkarnain, “ Autonomy, workload, work-life balance and job performance among

Vol. 4, No. 02, January 2026, pp. 291 - 301



The Eastasouth Management and Business (ESMB) O 301

(8]

(%1

[10]

(11]
(12]

(13]

[14]

[15]

(16]

teachers,” Int. |. Educ. Manag., vol. 32, no. 1, pp. 107-120, Jan. 2018, doi: 10.1108/I]JEM-10-2016-0226.

A. A. Davidescu, S.-A. Apostu, A. Paul, and I. Casuneanu, “Work Flexibility, Job Satisfaction, and Job Performance
among Romanian Employees—Implications for Sustainable Human Resource Management,” 2020. doi:
10.3390/su12156086.

Sylvia Fuller and C. Elizabeth Hirsh, “’Family-Friendly’ Jobs and Motherhood Pay Penalties: The Impact of Flexible
Work Arrangements Across the Educational Spectrum,” Work Occup., vol. 46, no. 1, pp. 3-44, Apr. 2018, doi:
10.1177/0730888418771116.

O. W. O. Panjaitan, D. Tambunan, and L. H. Sulistiyowati, “Peran job satisfaction dalam memediasi pengaruh flexible
working arrangements terhadap employee performance selama masa pandemi covid-19,” |. Manaj., vol. 14, no. 4, pp.
792-800, 2022, doi: 10.30872/jmmn.v14i4.12262.

S.P. Robbins and T. A. Judge, “Perilaku Organisasi,” Jakarta: Salemba Empat, 2017.

J. L. T.B. and F. E. L., “Flexi work, financial well-being, work-life balance and their effects on subjective experiences
of productivity and job satisfaction of females in an institution of higher learning,” South African |. Econ. Manag. Sci.,
vol. 21, no. 1, pp. 1-13, Jan. 2018, doi: 10.4102/sajems.v21i1.1487.

S. Haider, S. Jabeen, and ]. Ahmad, “Moderated mediation between work life balance and employee job performance:
The role of psychological wellbeing and satisfaction with coworkers,” Rev. Psicol. del Trab. y las Organ., vol. 34, no. 1,
pp- 29-37, 2018.

T. W. Taris and W. B. Schaufeli, “Individual well-being and performance at work: A conceptual and theoretical
overview,” Curr. issues Work Organ. Psychol., pp. 189-204, 2018.

K. Wong, A. H. S. Chan, and P.-L. Teh, “How Is Work-Life Balance Arrangement Associated with Organisational
Performance? A Meta-Analysis,” 2020. doi: 10.3390/ijerph17124446.

A. F. Hayes, Introduction to mediation, moderation, and conditional process analysis: A regression-based approach. Guilford
publications, 2017.

Vol. 4, No. 02, January 2026, pp. 291 - 301



