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Abstract

This study aims to analyze the relationship between digital leadership, work-life balance, compensation, and job satisfaction on
employee engagement due to quiet quitting phenomenon of Rural Bank’s employees in Denpasar who were affected by Covid-19
Pandemic. The population was 519 employees, with the proportionate stratified random sampling method, the questionnaire was
filled in by 207 respondents. Data processing was carried out using Smart PLS 4. The results showed that digital leadership, work-
life balance, and compensation had a positive and significant effect on job satisfaction; then digital leadership, work-life balance,
and job satisfaction have a positive and significant effect on employee engagement; but compensation has no effect on employee
engagement. Compensation does not guarantee employee engagement to the company. An interesting finding in this study is the
dominant factor influencing employee engagement is digital leadership, followed by work-life balance, and finally compensation.
Theoretically, this study contributes to the knowledge that to prevent quiet quitting, the most important aspect that can be the
answer is enhance digital leadership.
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1. Introduction

The COVID-19 pandemic has had an impact on economic and social conditions globally since the end of 2019
(Atalan, 2020). The pressure on economic conditions had a broad impact in each region, coupled with conditions that
were worse than before. Because of this, governments in various countries immediately took steps to suppress the
transmission rate as much as possible, such as reducing physical contact by implementing lockdowns and limiting
community activities (Bonal, X. & Gonzalez, S., 2020). The existence of lockdowns and restrictions on community
activities caused many companies to suffer losses and took efficiency measures up to closing offices. Such a
pandemic situation has created challenges for organizations and especially for human resource management (De-La-
calle-duran & Rodriguez-Sanchez, 2021).

One of the sectors affected by the pandemic is the banking sector (Dayong Zhang et al., 2020). Banking has been
affected by the pandemic due to a decrease in lending and a decrease in the quality of productive assets (Colak &
Oztekin, 2021). One of the types of banks affected is the rural banks, so they have to take efficiency measures
(Mulyati et al., 2022). Meanwhile, the efficiency carried out by companies in order to survive the pandemic has the
potential to cause quiet quitting for their employees (Harter, 2022).

The quiet quitting phenomenon began with the Covid-19 pandemic. The 2021 Gallup survey shows that the level of
actively disengaged has started to increase since 2019 (Harter, 2022). When employees are reduced by the company
for the sake of efficiency, the company then delegates the work of the employees who have left to the employees who
are surviving, so that the employees who survive have to do more work.

Formica & Sfodera (2022) suggests that quiet quitting is a new path taken by employees by demonstrating low work
involvement in workplace problems which include dissatisfaction with working conditions, decreased income, and
leadership from management. Meanwhile, employee engagement is very important in a pandemic situation caused by
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COVID-19. For organizations, employee engagement is the key to success during difficult times during a pandemic.
That is why organizations should hope to keep their employees satisfied and motivated through employee
engagement during a pandemic situation (Chanana, 2021).

The decrease in engagement as a whole is also related to employee dissatisfaction with work (job dissatisfied), which
includes clarity of expectations and feeling less cared for which indicates that employees and employers are
increasingly disconnected (Harter, 2022). Job satisfaction is a level of feeling and assessment of an employee's work
towards fulfilling the wishes and needs of the employee (Arianti et al., 2020). Job satisfaction is characterized by
satisfaction from employees with their jobs and leaders (Pongton & Suntrayuth, 2019).

Coinciding with the Covid-19 Pandemic, transformation towards digital has become a big momentum as well as a
challenge for rural banks because digital transformation needs to be carried out by rural banks so that they are able to
provide better services and also create efficiency during and after going through a pandemic. Given that the role of a
leader is very important in digital transformation, banking leaders must make adjustments by encouraging the
acceleration of the digital transformation process in the form of changes to all operational processes, implementing
new machines and applications and improving the quality of human resources (Winasis et al., 2021).

Agustina et al. (2020) stated that the better the digital leadership, the higher employee engagement will be. This
statement is supported by research from Purba (2021) and Winasis et al. (2021) which stated that during the digital
transformation period the role of a leader had a good influence on increasing employee engagement. Different results
were revealed in the research by Muniroh et al. (2022) which states that digital leadership has no effect on employee
performance. In the JD-R theory, employee engagement has a positive correlation with employee performance.

The COVID-19 pandemic that hit in early 2020 also changed the way of life and work and affected job satisfaction
and work-life balance of employees in a company (Dodi et al., 2021). Then Yikilmaz (2022) reveals that work-life
balance is a strong reason for an employee to do quiet quitting or disengagement at work.

The results of the research by (Iddagoda et al., 2021; Jaharuddin & Zainol, 2019; Znidarsic & Bernik, 2021) revealed
that the better the work-life balance, the higher the employee engagement. Then, the results of the research by
(Puspitasari & Darwin, 2021) also suggest that the better the work-life balance, the higher the employee engagement,
but the absorption indicator in employee engagement cannot be used to measure influence in research. Different
research results were put forward by (Lestari & Margaretha, 2021) who found that work-life balance had no effect on
employee engagement.

2. Literature Review

2.1. Job Demands- Resources (JD-R) Theory

The JD-R theory consists of two assumptions. The first assumption of the JD-R theory is that the work environment
or job characteristics are divided into two, namely job demands and job resources. Job demands are the physical,
psychological, social and organizational aspects of a job that require effort to achieve and have an impact on certain
physical or psychological aspects. Meanwhile, job resources refer to the physical, social or organizational aspects of
work that can affect goal attainment, reduce job demand, and stimulate development and learning (Bakker et al.,
2020).

The second assumption of the JD-R theory is that there are two processes that affect work pressure and motivation.
Job demands can lead to work imbalance, stress and fatigue which can trigger health complaints. Conversely, job
resources are related to something that is potentially able to motivate employees so that it has a positive impact on
results, for example increasing job satisfaction and work engagement (Demerouti & Cropanzano, 2010).

2.2. Employee Engagement

Robinson (2004) defines Employee Engagement as “a positive attitude held by employees towards the organization
and its values. An engaged employee is aware of the business context, and works with colleagues to improve
performance on the job for the benefit of the organization. Organizations must work to develop and maintain
engagement, which requires a two-way relationship between employer and employee.” Employee engagement is the
appreciation of an employee in an organization in the form of initiative, effort, and persistence that leads to
organizational goals (Macey et al., 2009). HR is one factor that cannot be imitated by competitors and is considered
as the most valuable asset if properly managed and involved. Employee Engagement can help any organization that
seeks to gain competitive advantage (Sanchez, 2012). Companies with high Employee Engagement have higher
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employee retention as a result of reduced intention to leave the company, productivity, profitability, growth and
customer satisfaction. Meanwhile, companies with Employee Disengagement will have lower commitment, face
increased employee absenteeism and are less customer oriented, reduced productivity, and decreased profitability
(Sridevi & Markos, 2010). Employee Engagement means that employees speak positively about belonging to their
organization, will stay in the organization, and strive to do more than the minimum requirements for their
organization (Pongton & Suntrayuth, 2019).

2.3. Job Satisfaction

Jabri (2017) define Job Satisfaction as a collection of feelings and beliefs that employees have about their current job.
Job Satisfaction is one of the most important work attitudes in organizational behavior because it influences various
employee behaviors in the organization and contributes to the level of employee welfare. Pongton & Suntrayuth
(2019) say that "Job satisfaction is the satisfaction of employees with their jobs and leaders. This is the level where
both parties are satisfied with each other. When workers are satisfied, they commit to a long-term relationship with
the company.” Job satisfaction is considered a positive behavior that reflects the evaluation results of employees'
expectations and the reality of their work in relation to their remuneration (Ngwenya & Pelser, 2020).

2.4. Digital Leadership

Karippur & Balaramachandran (2022) say that the increasing awareness of digital transformation casts a strong
spotlight on the way companies think about leadership and the key practices associated with it. Leadership in digital
transformation processes is becoming a growing research area, evidence that top-level managers with lower digital
leadership skills are more likely to have low psychological well-being (Zeike et al., 2019). Currently, digitization is
very important for every organization, which includes how to communicate with clients, marketing, product delivery,
to business processes (Agustina et al., 2020). Rudito & Sinaga (2017) define Digital Leadership as the ability of
organizational leaders to identify strategic digital technologies for the organization and bring all employees to make it
happen so as to produce strategic digital capabilities for the organization, which are characterized by dimensions of
digital attitudes and leadership skills. Agustina et al. (2020) stated that Digital Leadership is leadership that can
determine direction, influence others, initiate sustainable change through access to information, and build
relationships to anticipate changes that are important for organizational success in the future.

2.5. Work-life Balance

Sirgy & Lee (2018) define work-life balance as a high level of involvement in work life and non-work life with
minimal conflict between social roles at work and life outside work. Meanwhile, according to Iddagoda et al. (2021)
the definition of work-life balance is the level of balance between fulfilling obligations for family members, both in
the nuclear family or extended family and fulfilling obligations for employers. Work-life balance plays a role in the
psychological, emotional and cognitive stability of employees, which can contribute to organizational effectiveness.
Organizations have developed by implementing a strategy of providing long working hours, which results in work-
life conflict which is defined as the inability of employees to divide time between personal or family life and work
life which causes fatigue and stress among employees (Jaharuddin & Zainol, 2019). Ashraf (2020) said that
organizations must focus on work-life balance as an important aspect of work, so it is necessary to implement a work-
life balance policy in order to create a family-friendly climate within the organization because it can help increase
employee engagement and thereby increase productivity. Work-life balance policies can be regulated systematically
by the state through laws and there needs to be effective state control to carry out the practice, thereby enabling
employees to successfully balance work and family life.

2.6. Compensation

Compensation is all income in the form of money or goods directly or indirectly received by employees as
compensation for services provided to the company, Ashraf (2020) states that compensation received by employees
for work results is in the form of main benefits such as salary, or a combination of other benefits such as retirement
benefits, insurance, leave allowances, holiday allowances, educational assistance, and other indirect benefits. The
concept of compensation is known in two general forms, namely financial compensation and non-financial
compensation. Financial compensation consists of direct compensation and indirect compensation, while non-
financial compensation is in the form of the environment and available work facilities (Saban et al., 2020).
Compensation is an element of work relations that often causes problems in industrial relations (Permana et al.,
2021). If individual productivity bonuses are removed during the pandemic then it can demotivate employees. Each
employee estimates what they consider a fair wage depending on their abilities, experience and risks (De-La-calle-
durén & Rodriguez-Sanchez, 2021).
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2.7. Digital Leadership and Job Satisfaction

When leaders have the competence to lead and model in the digital age, their subordinates will become more satisfied
with their jobs. Therefore, it is important to improve digital leadership capabilities, especially because technology
plays an important role in various organizational activities. The results of research by (Ahyat et al., 2022; Sunaryo et
al., 2023; Tanucan et al., 2022; Topcuoglu et al., 2023) shows that the higher the digital leadership, the higher the job
satisfaction of employees. (Muniroh et al., 2022) who said that digital leadership has no effect on employee
performance. In the JD-R theory, job resources are related to something that can potentially motivate employees
which has an impact on increasing job satisfaction and job involvement resulting in increased employee performance
(Demerouti & Cropanzano, 2010). Based on the theory and results of previous research, the first hypothesis is
proposed that the higher digital leadership, the higher job satisfaction.

2.8. Digital Leadership and Employee Engagement

Research from (Agustina et al., 2020) and (Restu et al., 2022) states, the higher Digital Leadership, the higher
Employee Engagement, employees will feel motivated and excited to reflect on work by leaders who have digital
characters. In line with research from (Purba, 2021) and (Winasis et al., 2021) stated that during the digital
transformation period the role of a leader can increase Employee Engagement. Different results were obtained from
research by (Muniroh et al., 2022) which states that digital leadership has no effect on employee performance. In JD-
R theory, employee engagement has a positive correlation with employee performance, which means that high
employee engagement can improve employee performance (Bakker et al., 2020). Based on the theory and results of
previous research, the second hypothesis is proposed that the higher digital leadership, the higher employee
engagement.

2.9. Work-life Balance and Job Satisfaction

The research results from (Kasbuntoro, et al, 2020) and (Dodi et al., 2021), stated that the better the work-life balance
of employees, the higher job satisfaction would be. The same research results were also revealed by (Haar &
Brougham, 2022; Stefanovska—petkovska et al., 2019) which states that work-life balance is beneficial for work
quality and will provide job satisfaction. Different research results revealed by (Cahill et al., 2015) who stated that
when economic conditions strengthen, the work-life balance will decrease, but job satisfaction increases. Work-life
balance decreases as employees tend to become more focused on the career opportunities ahead of them when
economic conditions strengthen. Based on the theory and results of previous research, the third hypothesis is
proposed that the higher employee's work-life balance, the higher job satisfaction.

2.10. Work-life Balance and Employee Engagement

Employees and their work approach are important elements of organizational functioning. Therefore, work-life
balance is the driving force behind employee engagement. The results of the research by (lddagoda et al., 2021;
Jaharuddin & Zainol, 2019; Znidarsic & Bernik, 2021) revealed that the better the balance of work and family life, the
higher the employee engagement. Then, the results of research by (Puspitasari & Darwin, 2021) also suggest that the
better the work-life balance, the higher employee engagement, but the absorption indicator in employee engagement
cannot be used to measure influence in research. Different research results were put forward by (Puspitasari &
Darwin, 2021) who found that work-life balance had no effect on employee engagement. This is due to the
respondents' tenure of around 1-5 years, which indicates that work-life balance is not the only factor that shapes work
engagement, but length of service and conditions of employees who have adapted to their work environment are
considered as other factors. Based on the theory and results of previous research, the fourth hypothesis is proposed
that the higher employee's work-life balance, the higher employee Engagement.

2.11. Compensation and Job Satisfaction

Compensation provides motivation to employees to put their best efforts towards success in the workplace so as to be
able to help achieve the goals of an organization. The research results from (Prasetio et al., 2019), (Ashraf, 2020), and
(Permana et al., 2021) stated that the higher the compensation given, both financial and non-financial compensation,
the employee's job satisfaction would increase. In line with the three studies, (Sahid & Abadi, 2023) said
compensation is one of the feedback factors provided by the organization for employee contributions, thus providing
fair compensation can increase job satisfaction. Different results occurred in the study from (ldris et al., 2020) who
found that compensation has no effect on job satisfaction. Based on the theory and results of previous research, the
fifth hypothesis is proposed that the higher compensation, the higher job satisfaction.
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2.12. Compensation and Employee Engagement

Fair compensation encourages employees to make their best efforts towards success at work so that the goals of the
organization can be achieved. The results of research from (Sahid & Abadi, 2023) state that the higher the
compensation received by employees, the employee's work engagement also increases. This statement is in line with
the results of research from (Azmy, 2019; Chaudhary et al., 2021) which states that employees with higher salaries
tend to have higher engagement scores. Unlike the research from (Kulikowski & Sedlak, 2020) and (Ali Ababneh et
al., 2021), compensation has no effect on employee engagement. Based on the theory and results of previous research,
the sixth hypothesis is proposed that the higher compensation, the higher employee engagement.

2.13. Job Satisfaction and Employee Engagement

Several studies examine the effect of job satisfaction on work engagement. Research results from (Pongton &
Suntrayuth, 2019), (Pradhan et al., 2019), and (Sudibjo & Sutarji, 2020) state that the higher employee job
satisfaction, the higher their job engagement. Satisfaction is related to happiness towards the company and the
benefits provided to employees. Engagement occurs after employees feel a deep connection with their company. This
is also supported by the research of (Djoemadi et al., 2019) who said that employee engagement is primarily driven
by employee satisfaction with their working conditions, employment relationships, and promotions. However, in a
study by (Arianti et al., 2020) actually found that job satisfaction has no effect on employee engagement. Based on
the theory and results of previous research, the seventh hypothesis is proposed that the higher Job Satisfaction, the
higher Employee Engagement.

2.14. Research Concept Framework

Based on the theoretical review and the results of previous research, the research model can be described in figure 1.
This research is a study with a hypothetical approach to examine digital leadership, work-life balance, compensation,
job satisfaction, and employee engagement which will be explained in an empirical testing model.

Hl

Neita W2

Leadershg

Work - lfe HS

Ermprloyee

Engagement

Figure 1. Research Concept Framework
3. Research Method and Materials

3.1. Population and Sample

This research is a quantitative research. Primary data collection was carried out using a questionnaire based on the
online google form. Questionnaires were distributed through the whatsapp group facility which were forwarded to
employees and given a target of filling out for 10 working days. This research was conducted at rural banks that have
implemented digitalization and efficiency in Denpasar. The population in this study are all employees who work in
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rural banks that have been digitalized and are doing efficiency in Denpasar. The total population of all employees in
this study were 519 employees. From the total population, the sample is determined using the slovin formula.

With a total population of 519 employees and an error rate of 5.5%, the number of samples can be calculated by 202
respondents. This study uses a probability sampling method with proportionate stratified random sampling because
the members of the population are homogeneous so that they can represent the entire population. Strata is divided into
four categories, namely top managers, middle managers, first-line managers, and staff. The distribution of
questionnaires was carried out through the employee WhatsApp group, which filled out 217 respondents and 10
respondents indicated invalid filling, resulting in a total of 207 respondents.

Hypothesis testing in this study used the PLS-SEM multivariate technique with the help of the Smart PLS 4 program.
The PLS-SEM multivariate technique is used because this technique can test the causal relationship between
exogenous variables and endogenous variables, and is able to test the validity and reliability of indicators on latent
variables. Hypothesis testing was carried out using 5000 bootstrap samples, two-tailed testing, and with a significance
level of 0.05.

3.2. Measurement

This study uses five latent variables: digital leadership, work-life balance, compensation, job satisfaction, and
employee engagement. Each answer to the question posed to the respondent uses a semantic differential scale. The
answer choices are to choose a number from 1 to 10. The definitions and indicators in this study are as follows:

Employee engagement is the appreciation of an employee in an organization in the form of initiative, effort, and
persistence that leads to organizational goals (Macey et al., 2009). Employee engagement can be measured by
indicators adapted from the Utrecht Work Engagement Scale-9 (UWES-9) (Schaufeli et al., 2006) and (Jaharuddin &
Zainol, 2019), (1) Full of energy at work, (2) Strong and passionate about work, (3) Enthusiastic, (4) Inspiring, (5)
Enjoy working intensely, (6) Proud, and (7) Carried away.

Job Satisfaction is a collection of feelings and beliefs that employees have about their current job (George & Jones,
2012). Job satisfaction can be measured by indicators (Aziri, Brikend, 2011) and (Dodi et al., 2021), namely as
follows: (1) Satisfaction with work, (2) Satisfaction with compensation, (3) Satisfaction with supervision, (4)
Satisfaction with colleagues, and (5) Satisfaction with promotions.

Digital leadership is the ability of organizational leaders to identify strategic digital technologies for the organization
and bring all employees to make it happen so as to produce strategic digital capabilities for the organization, which
are characterized by dimensions of digital attitudes and leadership skills (Rudito & Sinaga, 2017). Digital leadership
can be measured by indicators (Karippur & Balaramachandran, 2022), which are as follows: (1) Clear digital vision,
(2) Proficient in aligning business and IT strategy, (3) Greater focus on innovation and growth, (4) Aggressive
investment in sustainable and disruptive technologies, (5) Building stable and secure infrastructure, (6) Building
partnership strategies, and (7) Nurturing talent to acquire and deliver digital strategies.

Work-life balance is a high level of involvement in work life and non-work life with minimal conflict between social
roles at work and life outside work (Sirgy & Lee, 2018). Work-life balance can be measured by indicators (Hayman,
2005) and (Jaharuddin & Zainol, 2019), which are as follows: (1) The struggle to separate work and non-work, (2)
Happy with the amount of time for non-work activities, (3) Personal life drains energy to work, (4) Too tired to be
effective at work, and (5) Improvement in personal life.

Compensation is all income in the form of money or goods directly or indirectly received by employees as
compensation for services provided to the company. Compensation can be measured by indicators (Permana et al.,
2021) and (Saluy & Kemalasari, 2017), which are as follows: (1) Salary, (2) Incentives, (3) Insurance, (4) Bonuses,
(5) Training, (6) Office Facilities, (7) Colleagues, and (8) Promotions.

4, Results and Discussion

The data that has been collected from the distributed questionnaires is tabulated for the purpose of being a data
analysis tool. The tabulation results were processed using the Smart PLS 4 program which produced a statistical
description of the research variables, as shown in Table 2. Employee engagement’s variable, the respondent's highest
rating is in the statement item "I am enthusiastic about my work" of 7.304, show that employees have high dedication
to the company. Job satisfaction’s variable, the respondent's highest rating is in the statement item "I am satisfied with
colleagues in the company environment where | work" of 7.232, results show that employees feel happy with their
co-workers, team cohesiveness which causes them to feel satisfied with their work. Digital leadership’s variable, the
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highest rating of respondents is in the statement item "Company leaders foster talent to acquire and deliver the
company's digital strategy" of 7.918, show that the digital leadership in the companies where they work has fostered
digital talent and especially those in the Y and Z generations who are known to be very adaptable to technology.
Work=life balance’s variable, the respondent's highest rating is in the statement item "Work gives me enthusiasm to
pursue personal activities" of 7.280, show that employees carry out work wholeheartedly which makes them more
enthusiastic about doing the things they like. Compensation’s variable, the respondent's highest rating is in the
statement item "I have received training from the company" of 7.560, show that employees feel that the training
programs provided by the company have been intense and consistently carried out by the HR development
department.

4.1. Outer Model Measurement

The results of the validity test show that all variables have a loading factor value with a score of all statement items
greater than 0.7. This shows that the questions in the research instrument are valid and that all the variables in the
tested model meet the discriminant validity criteria, with the square root value of AVE (marked *) greater than the
correlation value between latent variables.

Cronbach’s alpha is sensitive to the number of indicators, so it needs to be equipped with composite reliability. Based
on Table 5, the output results of Cronbach’s alpha and composite reliability of all research variables are all above 0.7.
Thus, it can be explained that all variables are reliable.

4.2. Inner Model Measurement

Structural model testing is carried out to determine the accuracy of the overall research model which is formed from
several variables and indicators.

R? values range from 0 — 1 with a larger value indicating a higher level of predictive accuracy. Based on Table 6, it
can be seen that changes in job satisfaction are influenced by digital leadership, work-life balance, and compensation
of 62.1% or moderate. Meanwhile changes in employee engagement are influenced by digital leadership, work-life
balance, compensation, and job satisfaction, which is 75.1% or strong.

Stone-Geiser (Q?) shows evidence that the observed values have been well reconstructed, thus the model has high
predictive relevance. When a PLS path model exhibits predictive relevance, it can accurately predict data that is not
used in model estimation. The following is a calculation from Stone-Geiser (Q?):

Q*=1-{(1-RA (L-RM}
Q%*=1-{(1-0.621) (1-0.751)}
Q?=0.905629

The value of Q2 = 0.905629> 0 shows evidence that the observed values have been reconstructed properly, so that the
model has high predictive relevance. The SRMR value is 0.055 or less than 0.08 so that it meets the good criteria,
while the NFI value is 0.846 or less than 0.90 but is still included in the marginal fit category. Thus the model shows
good criteria.

4.3. Hypothesis Testing

Hypothesis testing was carried out with 5000 bootstrap samples, two-tailed testing, and with a significance level of
0.05. Path coefficients can be known and their significance based on the t-statistic and p-value values of each path.
The structural model of this research can be seen in the Figure 2.

Digital leadership has proven to have a positive and significant effect on job satisfaction. This result is shown by the
path coefficient which has a positive value of 0.258 with a t-statistic of 3.938 (t-statistic > 1.65) and a p-value of
0.000 (p-value <0.05), thus, the first hypothesis (H1) can be proven. The results obtained can be interpreted that the
higher the digital leadership in the company, the employee job satisfaction will increase. These results are in
accordance with research conducted by (Ahyat et al., 2022; Sunaryo et al., 2023; Tanucan et al., 2022; Topcuoglu et
al., 2023) which states that the better digital leadership in a company or organization can increase employee job
satisfaction. When leaders have the ability to lead and can be role models in the digital era, the employees under their
supervision will be more satisfied with their jobs. thus, it is necessary to improve digital leadership competencies,
especially because currently technology plays an important role in the operations and business activities of an
organization.
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Digital leadership is proven to have a positive and significant effect on employee engagement. This result is shown by
the path coefficient which has a positive value of 0.380 with a t-statistic of 6.662 (t-statistic > 1.65) and a p-value of
0.000 (p-value <0.05), thus, the second hypothesis (H2) can be proven. The results obtained can be interpreted that
the higher the digital leadership in the company, the employee engagement will be increasing. These results are in
accordance with research conducted by (Agustina et al., 2020), (Restu et al., 2022), (Purba, 2021), and (Winasis et al.,
2021) which states that the better the digital leadership in a company or organization, the better employee engagement
can be. During the rural bank digitalization period, a leader can increase employee engagement so that they will feel
motivated and excited to work because there are leaders who have digital characters.
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Figure 2. Bootstrapping Model SmartPLS

Work-life balance is proven to have a positive and significant effect on job satisfaction. This result is shown by the
path coefficient which has a positive value of 0.496 with a t-statistic of 7.065 (t-statistic > 1.65) and a p-value of
0.000 (p-value <0.05), thus, the third hypothesis (H3) can be proven. The results obtained can be interpreted that the
higher the work-life balance of employees, the higher the job satisfaction of employees. These results are in
accordance with research conducted by (Kasbuntoro, et al, 2020), (Dodi et al., 2021), (Haar & Brougham, 2022;
Stefanovska—petkovska et al., 2019) which states that the better the work-life balance of employees, the more job
satisfaction they can increase. work-life balance is beneficial for the quality of work and will provide job satisfaction.

Work-life balance is proven to have a positive and significant effect on employee engagement. This result is shown
by the path coefficient which has a positive value of 0.355 with a t-statistic of 5.883 (t-statistic > 1.65) and a p-value
of 0.000 (p-value <0.05), thus, the fourth hypothesis (H4) can be proven. The results obtained can be interpreted that
the higher the work-life balance of the employees, the higher the employee engagement. These results are in
accordance with research conducted by (Iddagoda et al., 2021; Jaharuddin & Zainol, 2019; Znidarsic & Bernik, 2021)
which revealed that the better the balance of work and family life, the higher the employee engagement. Employees
and their work approach are important elements of organizational functioning. Therefore, the results of this study
show that work-life balance is the driving force behind employee engagement.
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Compensation is proven to have a positive and significant effect on job satisfaction. This result is shown by the path
coefficient which has a positive value of 0.187 with a t-statistic of 2.799 (t-statistic > 1.65) and a p-value of 0.005 (p-
value <0.05), thus, the fifth hypothesis (H5) can be proven. The results obtained can be interpreted that the higher the
employee compensation, the employee job satisfaction is increasing. These results are in accordance with research
conducted by (Prasetio et al., 2019), (Ashraf, 2020), (Permana et al., 2021), and (Sahid & Abadi, 2023) which state
that the higher the compensation given, both financial and non-financial compensation, will increase employee job
satisfaction. Compensation is one of the feedback factors provided by the organization for employee contributions,
thus providing fair compensation can increase job satisfaction. Compensation provides motivation to employees to
put their best efforts towards success in the workplace so as to be able to help achieve the goals of an organization.

Compensation has a positive but not significant effect on employee engagement. This result is shown by the path
coefficient which has a positive value of 0.021 with a t-statistic of 0.543 (t-statistic <1.65) and a p-value of 0.587 (p-
value> 0.05), thus, the sixth hypothesis (H6) is not proven. The results obtained can be interpreted that the higher the
employee compensation, the less it affects employee engagement. These results are in accordance with research
conducted by (Ali Ababneh et al., 2021; Kulikowski & Sedlak, 2020), which states that compensation has no effect
on employee engagement. This research does not support the relationship between compensation and employee
engagement. Salaries, benefits and bonuses do not guarantee the level of employee engagement. A possible
explanation of this finding could be that monetary rewards belong to job resources, reflecting the extrinsic dimension
of job satisfaction.

Job satisfaction is proven to have a positive and significant effect on employee engagement. This result is shown by
the path coefficient which has a positive value of 0.228 with a t-statistic of 3.885 (t-statistic > 1.65) and a p-value of
0.000 (p-value <0.05), thus, the seventh hypothesis (H7) can be proven. The results obtained can be interpreted that
the higher the employee job satisfaction, the higher the employee engagement. These results are in accordance with
research conducted by (Pongton & Suntrayuth, 2019), (Djoemadi et al., 2019; Pradhan et al., 2019; Sudibjo & Sutarji,
2020) which states that the higher the job satisfaction of employees, the greater their engagement with work.
Satisfaction is related to happiness towards the company and the benefits provided to employees. Engagement occurs
after employees feel a deep connection with their company. Moreover, employee engagement is primaril

5. Conclusion

This study aims to analyze the relationship between digital leadership, work-life balance, compensation, and job
satisfaction on employee engagement. The results show that: first, digital leadership has a positive and significant
influence on job satisfaction. This shows that the higher digital leadership felt by employees towards their leaders, the
more employee job satisfaction will increase. Second, digital leadership has a positive and significant impact on
employee engagement. This shows that the higher the digital leadership felt by employees towards their leaders, the
more employee engagement will increase. Third, work-life balance has a positive and significant impact on job
satisfaction. This shows that the higher work-life balance felt by employees, the higher employee job satisfaction.
Fourth, work-life balance has a positive and significant impact on employee engagement. This shows that the higher
work-life balance perceived by employees, the higher employee engagement. Fifth, Compensation has a positive and
significant impact on job satisfaction. This shows that the higher the compensation received by employees, the higher
employee job satisfaction. Sixth, Compensation has a positive but not significant effect on employee engagement.
This shows that the amount of compensation received by employees does not have a major effect on increasing
employee engagement. Then finally, job satisfaction has a positive and significant impact on employee engagement.
This shows that the higher job satisfaction felt by the employees, the higher employee engagement.

The theoretical contribution of the research results mostly supports the theory used as the basis for making the
hypothesis except for the relationship between compensation and employee engagement. When rural banks are
transforming towards digital to be able to provide better services and create efficiency after going through a
pandemic, the role of an organizational leader with a digital character is very important because it can increase
employee engagement in the workplace. The increase in workload on employees after the Covid-19 Pandemic has
had an impact on employee work-life balance, but the ability of an employee to maintain a work-life balance can
actually make the employee satisfied with his job so that engagement with the company also increases. On the other
hand, it turns out that compensation is only able to make employees satisfied at work, compensation does not
guarantee an employee will continue to love the company where they work, but by increasing job satisfaction to
employees it turns out to be able to increase their engagement with the company. If sorted by the magnitude of the
factors that influence employee engagement, then the dominant factor that influences is digital leadership, followed
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by work-life balance, job satisfaction, and finally compensation. Thus, to prevent the phenomenon of quiet quitting,
the most important aspect that can be the answer is to increase digital leadership.

The practical contribution of the research results is: in the digital leadership variable, employees assess that this
variable will play a role in job satisfaction and work engagement. This is because employees feel a leader with
various digital characteristics such as having a clear digital vision, fostering digital talent, focusing on company
growth, investing in technology can make them more enthusiastic about carrying out their work, more proud of their
company because it has been digitized, and love the company where the employee works more. In the work-life
balance variable, employees judge that this will increase job satisfaction and work engagement. Companies that have
good employee policies, such as providing time off opportunities for employees to rest or implementing balanced
working hours can make their employees able to maintain a balance between work life and personal life. This work-
life balance factor is one of the important factor that can affect employee engagement in the workplace, so to prevent
the phenomenon of quiet quitting, companies should implement a good work-life balance policy. In the compensation
variable, employees consider that this variable does not have a major impact on their engagement at work.
Compensation does not guarantee them to be bound to the company. However, employees can be more engaged if the
company is able to provide good compensation to them, because by increasing their job satisfaction, it can increase
employee engagement. In the job satisfaction variable, employees perceive that this variable increases employee
engagement. This is because employees feel that if they are more satisfied with their work, compensation,
supervision, co-workers, and the company's promotion policies can make them more enthusiastic about working,
more proud of the company, and of course, more happy with their work.

There are limitations in this study that still need to be corrected in future research, even though researchers have tried
to design and develop this research in such a way. The limitation is that the results of research using three exogenous
variables do not fully explain the factors that influence job satisfaction and employee engagement. Therefore, for
future research it is suggested to add other variables besides the variables in this study.
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