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Abstract

This study aims to provide empirical evidence on the factors influencing the hybrid workplace model from the employer's
perspective, as well as the intention of adopting hybrid work as the future of work to enhance performance. The theoretical
framework combines the Theory of Performance and Development as a reference for the study. This is a quantitative research
study that employs purposive sampling, selecting participants based on specific criteria. Data collection was conducted through a
survey method using questionnaires distributed to 170 respondents. The analysis was performed using the SmartPLS 4.0 software.
The empirical results show a strong correlation between work engagement and employee performance, with the integration of
mediating factors. The findings indicate that better acceptance of the benefits of hybrid work and work-life balance by employees
contributes to improved employee performance. Furthermore, evidence suggests that the path coefficient of hybrid work has the
most dominant role in influencing employee performance and work engagement, particularly among Generation Z. This indicates
that Generation Z possesses a forward-thinking approach to self-quality, enabling them to align their interests with their efforts to
maintain their work quality.
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1. Introduction

The extraordinary changes brought about by the COVID-19 pandemic have forced companies worldwide to accelerate
the transition to digital business processes and redefine organizational norms globally. These changes have
significantly impacted employee behavior, habits, and mindsets, with many now seeking greater flexibility in
managing their time.

Indonesia's population is dominated by Generation Z, the youngest cohort in the modern workforce. Generation Z is
characterized by its ability to adapt to technology, fostering connectivity, and introducing new workplace cultures,
such as the demand for flexibility and a healthy work-life balance.

The future of work will feature more flexible norms, remote working options, changes in policies, processes,
workspaces, collaboration systems, and a heightened focus on employees' mental health. This shift compels
companies to make decisions that align with employees' preferences, whether by continuing remote work, returning to
office-based models, or adopting a hybrid working model that combines both approaches. Such flexibility aims to
sustain productivity, performance, and employee satisfaction at high levels.

Human Resources and Management are closely linked to performance aspects, which play a critical role in
maintaining balance within an organization. According to the Theory of Performance and Development, strong
performance is influenced by several factors. This theory can therefore be applied to analyze the factors affecting
hybrid workplace models from the employer's perspective and the intention to adopt hybrid work as the future of work
to enhance performance.
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2. Literature Review

2.1. The Impact of Work Hybrid on Employee Performance

Research conducted by Arnetta et al. (2021) and N. Chellam et al. (2022) highlights that the hybrid work system has a
positive impact on employee performance. Furthermore, Lenka (2021) stated that the hybrid work model not only
enhances operational efficiency but also boosts performance, motivation, employee engagement, and effective
teamwork.

Similarly, a study by Grzegorczyk et al. (2021) found that the hybrid work system provides numerous benefits to
employees, one of which is increased flexibility. This flexibility includes the freedom to define workspaces and to
determine the minimum or maximum amount of time spent working, whether remotely or in the office. Employees
also have the liberty to choose specific locations for remote work. Based on this, the hypothesis formulated in this
study is:

Hypothesis 1: The more effective the hybrid work system, the higher the employee performance.
2.2. The Impact of Work-Life Balance on Employee Performance

Research by Bramanto and Saputra (2022) reveals that flexible working hours can positively support work-life
balance, thereby enhancing employee performance. This is supported by studies from Borgia et al. (2022), Wolor et
al. (2020), Dousin et al. (2019), Johari et al. (2018), Isse et al. (2018), and Rene & Wahyuni (2018), which show that
factors such as equitable work schedules and supportive leadership significantly and positively impact employee
performance. These factors contribute to improved quality and effectiveness of employee performance. Based on this,
the hypothesis formulated in this study is:

Hypothesis 2: The higher the work-life balance, the higher the employee performance.
2.3. The Impact of Work Engagement on Employee Performance

Employees with higher levels of work engagement tend to be more productive in the workplace, investing greater
energy that leads to excellent performance (Uddin et al., 2018). Similarly, Lianasari et al. (2017) argue that work
engagement involves employees going beyond company expectations, working collaboratively with colleagues to
enhance their performance and achieve organizational goals.

However, different findings were reported by Kusumawati (2017), who found a positive but insignificant influence of
work engagement on employee performance. Similarly, Mahadika & Hadi (2018) suggested that employee
engagement does not have a significant relationship with employee performance in a study conducted at a company in
Batam.The formulation of the hypotheses in this study is as follows:

Hypothesis 3: The higher the work engagement, the higher the employee performance.
2.4. The Impact of Work Hybrid on Work Engagement

Millennial employees tend to value flexible work schedules and recognition for their achievements (Schwartz et al.,
2018). According to Weydeiman & Hofmeyr (2020), flexible work arrangements have a direct impact on employee
engagement. Similarly, Ivanakauskaite (2015) concluded that flexible work arrangements significantly influence
employee engagement.

Aligned with these findings, Susanti (2022) emphasized that a company’s strategy in implementing hybrid work
models can be a key factor in managing millennial employee engagement and retention. The formulation of the
hypotheses in this study is as follows:

Hypothesis 4: The more effective the hybrid work system, the higher the work engagement.
2.5. The Impact of Work-Life Balance on Work Engagement

Research by Ferinia et al. (2023), Prafitriandini et al. (2022), Rahmayati et al. (2022), Suryaratri et al. (2020), Yuliani
et al. (2020), Jaharuddin et al. (2019), and Larasati et al. (2019) consistently demonstrates that work-life balance
positively and significantly affects work engagement.

Work-life balance is commonly viewed as a key factor in improving employee productivity, contributing positively to
overall organizational performance. Additionally, maintaining a healthy work-life balance is crucial for employees’
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personal lives, family satisfaction, and job satisfaction. This balance helps reduce absenteeism and enhances
productivity. Based on this, the hypothesis formulated in this study is:

Hypothesis 5: The higher the work-life balance, the higher the work engagement.
2.6. The Impact of Work-Life Balance on Employee Performance with Work Engagement as a Mediator

Ganapathi (2016) emphasizes the importance of implementing work-life balance practices, such as flexible working
hours, to allow employees to engage in activities beyond their professional obligations, such as spending time with
family, exercising, or pursuing hobbies. These practices aim to maintain and enhance employee quality and
commitment. On the other hand, work engagement ensures that employees remain dedicated and focused on their
work activities. Engaged employees tend to perform their roles with excellence (Christian et al., 2011).

This is further supported by Witriaryani et al. (2022), who found that work-life balance significantly impacts
employee performance more effectively when mediated by employee engagement than when directly correlated. Their
study measured the levels of employee engagement and perceptions of work-life balance across employees from two
different companies. The findings suggest that applying employee engagement as a mediating factor in the
relationship between work-life balance and performance can enhance overall employee productivity. The formulation
of the hypotheses in this study is as follows:

Hypothesis 6: The higher the work engagement, the stronger the influence of work-life balance on employee
performance.

3. Research Method and Materials

In addressing the issues discussed in this study, the researcher used a quantitative research method, which is one of the
approaches used to study a specific population or sample. This study includes 3 exogenous variables: Work Hybrid
(X1), Work-Life Balance (X2), and Work Engagement (X3), along with one endogenous variable, which is Employee
Performance (). The target population for this study consists of Generation Z across Indonesia who are employed
and within the productive age range. This research employs purposive sampling, as the population of Generation Z is
unknown, and therefore, it is necessary to apply specific criteria or considerations for sample selection. The
demographic characteristics of the respondents, which are included in the questionnaire items, consist of: (1) Gender,
(2) Age, (3) Status, (4) Occupation, (5) Residence. These items are used to ensure that the data collected indeed
targets employed Generation Z in Indonesia within the productive age group.

The sample size calculation is based on specific criteria as follows: (1) Generation Z age range of 15-28 years (birth
years between 1995 and 2010), and (2) currently working in a hybrid setup. According to Hair et al. (2017), the
minimum sample size should be 5-10 times the number of indicators. Generally, a sample size of more than 100 is
preferred, but a sample size smaller than 100 can be acceptable, depending on the research context. According to
Sugiyono (2017), in multivariate analysis, the minimum sample size is 5-10 times the number of indicators. This
study has 17 items of statements, so the required sample size is 17 x 10 = 170 samples as the minimum, which may
increase based on the findings. Therefore, the researcher decided to use a sample size of 170 respondents, based on
the formulas and theories explained.

The data collection method used in this study is a survey, with questionnaires distributed to respondents digitally
using Google Forms. The questionnaire consists of a total of 25 items, divided into 17 indicators representing 4
variables. For the Work Hybrid (X1) variable, 11 statements represent the variable; for Work-Life Balance (X2), 3
statements represent the variable; for Work Engagement (X3), 6 statements represent the variable; and lastly, 5
statements represent the Employee Performance () variable. The measurement instrument used in the questionnaire
is a 5-point Likert scale, with response options as follows: 1) Strongly Disagree (SD), 2) Disagree (D), 3) Neutral (N),
4) Agree (A), 5) Strongly Agree (SA). Once 170 completed questionnaires are collected, the next step is to conduct
analysis using SmartPLS version 4.0 software.

4. Results and Discussion

4.1. Results

Before proceeding to the inner model (structural model) testing and hypothesis testing, it is important to conduct
measurement model testing. This is done to ensure that the items we collect have validity and reliability within the
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measurement model used. The software used for this testing is SmartPLS 4.0, which provides tools for conducting
measurement model tests through the 'PLS Algorithm' calculation. The output from this analysis is used as an
analytical tool for the indicators of each research variable to test validity and reliability. The PLS Algorithm also
provides several calculation results necessary for this study, including outer/factor loading values, path coefficients,
and R-square values.

The measurement model testing, based on the PLS Algorithm, includes testing the outer loading and cross loading,
followed by calculating the Average Variance Extracted (AVE) and Cronbach's Alpha. After this, the structural model
testing and hypothesis testing can proceed. It has been determined that all indicators for each variable meet the
requirements for both validity and reliability. Therefore, there is no need for any elimination or removal of indicators
for any variable, as the measurement model has already met the necessary criteria. According to Husein (2015: 18),
outer model analysis is conducted to ensure that the measurement used is valid and reliable. The result of Outer Model
can shown on Figure 1.
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Figure 1. Outer Model

Source: Outer model of the factors affecting Employee Performance of Generation Z.

Based on Figure 1, on the path coefficient results, X1 (Work Hybrid), X2 (Work Life Balance), and X3 (Work
Engagement) have a positive relationship with the endogenous variable, with X1 having the greatest influence,
followed by X3 and X2. The work-life balance variable has 3 indicators, WLB1 to WLB3. The highest outer loading
value among the other variables indicates that each indicator has a relevant contribution to the work-life balance
variable. Meanwhile, the outer loading values for the work engagement variable show that the indicators play an
important role in measuring work engagement.

The R-square value for the work engagement variable is 0.572. This means that 57.2% of the variability in work
engagement can be explained by the work hybrid and work-life balance variables, which can be categorized as
moderate, demonstrating the predictive strength of this research model. However, the R-square value for the employee
performance variable is 0.707. This means that 70.7% of the variability in employee performance can be explained by
the work hybrid, work-life balance, and work engagement variables. The obtained value shows that the predictive
strength of the research model used is substantial or strong.
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Table 1. Path Coefficient

Employee Work Work Hybrid Work Life
Performance () Engagement (X2) (X1) Balance (X2)
Employee Performance () - - - -
Work Engagement (X2) 0.321 - - -
Work Hybrid (X1) 0.362 0.329 - -
Work Life Balance (X2) 0.263 0.495 - -

4.2. Evaluation of the Structural Model or Inner Model

In the evaluation of the inner model, several analyses are performed, including testing the direct effects and indirect
effects, as well as calculating the R-Square determination value. Additionally, the Q-Square and F-Square analyses
are conducted.
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Figure 2. Inner Model
Source: Path model of the factors influencing Employee Performance of Generation Z.

Based on Figure 2, the variables X1 (Work Hybrid) and X3 (Work Engagement) significantly explain Y (Employee
Performance), while X2 (Work Life Balance) does not significantly explain Y. The path coefficient values, as shown
in Figure 3, indicate that all three exogenous variables have a positive relationship with the endogenous variable, with
X1 having the greatest influence, followed by X3 and X2.

To determine the size of the effect of each exogenous variable in explaining the endogenous variable, further evidence
can be seen through the R Square test. R Square is used to measure how much the endogenous variable is influenced
by the other variables. The R Square value helps assess the strength of the model by showing the proportion of
variance in the endogenous variable that can be explained by the exogenous variables.

Table 2. R-square

Variabel R Square Criteria
Work engagement 0.572 Moderate
Employee performance 0.707 Substantial
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Based on Table 2, the R-square value for the work engagement variable is 0.572. This means that 57.2% of the
variability in the work engagement construct can be explained by the work hybrid and work-life balance variables,
while the remaining 42.8% of the work engagement variability is explained by other variables outside the model.

The R-square value for the employee performance variable is 0.707. This indicates that 70.7% of the variability in the
employee performance construct can be explained by the work hybrid, work-life balance, and work engagement
variables, while the remaining 29.3% of the employee performance variability is explained by other variables outside
the model.

4.3. Hypothesis Testing

Hypothesis testing is conducted using the p-statistics test (p-value). If the p-value is less than 0.05 or the t-value is
greater than 1.96, the test is considered significant. Conversely, if the p-value is greater than 0.05 or the t-value is less
than 1.96, the test is considered not significant.

When the test results indicate significant outer loading, this suggests that the indicators can be used as reliable
measures of the latent variables. Based on the PLS analysis results, the direction and impact of each independent
variable on its dependent variable are demonstrated.

Table 3. Hypothesis Testing Results

Hypothesis gggﬁﬁgﬁp T Count p values Results
Direct Impact

Work hybrid -> Employee performance 0.362 4.738 0.000 Significant

Work-life balance -> Employee performance 0.263 3.428 0.001 Significant

Work engagement-> Employee performance  0.321 5.125 0.000 Significant

Work hybrid -> Work engagement 0.329 4.105 0.000 Significant

Work-life balance -> Work engagement 0.495 6.160 0.000 Significant
Indirect Impact

Work-life balance -> Work engagement -> 0.159 3.357 0.001 Significant

Employee performance

4.3.1. The Impact of Work Hybrid on Employee Performance in Indonesia

Hypothesis testing on the impact of work hybrid on employee performance reveals that work hybrid has a positive and
significant effect on employee performance in Indonesia, with a coefficient of 0.362, a t-value of 4.738 (greater than
1.96), and a p-value of 0.000 (less than 0.04). This means that the better the work hybrid experience perceived by
employees in Indonesia, the more their performance will increase. Based on these results, the hypothesis that work
hybrid has a positive and significant effect on employee performance in Indonesia is accepted.

Millennial employees typically have characteristics that include a desire for rewards or recognition for their
achievements and prefer flexible working hours (Schwartz et al., 2018). Research conducted by Arnetta et al. (2021)
and N. Chellam et al. (2022) highlights that work hybrid systems have a positive impact on employee performance.
Furthermore, Lenkaa (2021) indicates that work hybrid models also help improve work operations, performance,
motivation, employee engagement, and teamwork.

This finding is consistent with research by Grzegorczyk et al. (2021), which states that work hybrid systems provide
many benefits to employees, one of which is increased flexibility. This flexibility refers to the freedom to choose the
workspace. Employees are also able to freely manage the minimum and/or maximum time spent working, either
remotely or in the office, including specifying where their remote workspace is located. Similarly, in the study by
Davidescu et al. (2020), it is stated that hybrid working is highly favored by employees because it combines working
from home and working in the office. It is considered an optimal solution for enhancing company performance and
maintaining professional and social relationships. In order to achieve this, employees need to schedule and balance
their work time efficiently.

4.3.2. The Impact of Work-Life Balance on Employee Performance in Indonesia

Hypothesis testing on the impact of work-life balance on employee performance reveals that work-life balance has a
positive and significant effect on employee performance in Indonesia, with a coefficient of 0.263, a t-value of 3.428
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(greater than 1.96), and a p-value of 0.001 (less than 0.05). This means that the better the work-life balance perceived
by employees in Indonesia, the more their performance will increase. Based on these results, the hypothesis that work-
life balance has a positive and significant effect on employee performance in Indonesia is accepted.

Work-life balance refers to the balance an individual achieves between work and life outside of work (Larasati et al.,
2019). According to research by Bramanto and Saputra (2022), flexible working hours can help employees meet both
personal and professional demands, positively affecting their performance. Saina et al. (2016) explain that work-life
balance benefits individuals or employees by making them more productive and healthier in managing both their
personal and professional lives. Soomro et al. (2018) argue that work-life balance determines the amount of time
available for employees to fulfill their roles in both work and family life.

This research aligns with studies by Borgia et al. (2022), Wolor et al. (2020), Dousin et al. (2019), Johari et al. (2018),
Isse et al. (2018), and Rene & Wahyuni (2018), which state that work-life balance practices, such as even work
schedules and supportive managers, have a significant positive impact on employee performance. This, in turn, can
lead to improved performance quality. Additionally, Larasati et al. (2019) emphasize that work-life balance practices
are an important factor in enhancing employee performance.

4.3.3. The Impact of Work Engagement on Employee Performance in Indonesia

Hypothesis testing on the impact of work engagement on employee performance reveals that work engagement has a
positive and significant effect on employee performance in Indonesia, with a coefficient of 0.321, a t-value of 5.125
(greater than 1.96), and a p-value of 0.000 (less than 0.05). This means that the higher the work engagement of
employees in Indonesia, the better their performance will be. Based on these results, the hypothesis that work
engagement positively and significantly affects employee performance in Indonesia is accepted.

This finding is consistent with research by Lai et al. (2020), Tisu et al. (2020), Abas et al. (2019), and Cesério &
Chambel (2017), which states that work engagement has a positive impact on employee performance. Kustya &
Nugraheni (2020), Wicaksono & Rahmawati (2019), Albana (2018), Chandra (2018), and Mulyawan et al. (2017) also
found a positive relationship between work engagement and employee performance. Similarly, Fauzya & Chaniago
(2022), who studied the same topic, concluded that work engagement and employee performance influence each other
positively.

4.3.4. The Impact of Work Hybrid on Work Engagement of Employees in Indonesia

Hypothesis testing on the impact of work hybrid on work engagement shows that work hybrid has a positive and
significant effect on work engagement among employees in Indonesia, with a coefficient of 0.329, a t-value of 4.105
(greater than 1.96), and a p-value of 0.000 (less than 0.05). This means that the better the work hybrid experience
perceived by employees in Indonesia, the higher their work engagement will be. Based on this, the hypothesis that
work hybrid positively and significantly affects work engagement among employees in Indonesia is accepted.

The results of this study are consistent with research by Susanti (2022), which explains that a company's strategy in
implementing hybrid working can be a key factor in managing millennial employee engagement and their intention to
stay in the company. This work hybrid model is linked to improvements in productivity, engagement, and employee
satisfaction (Teja & Wendra, 2022).

4.3.5. The Impact of Work-Life Balance on Work Engagement of Employees in Indonesia

Hypothesis testing on the impact of work-life balance on work engagement shows that work-life balance has a
positive and significant effect on work engagement among employees in Indonesia, with a coefficient of 0.495, a t-
value of 6.160 (greater than 1.96), and a p-value of 0.000 (less than 0.05). This means that the better the work-life
balance perceived by employees in Indonesia, the higher their work engagement will be. Based on this, the hypothesis
that work-life balance positively and significantly affects work engagement among employees in Indonesia is
accepted.

Work-life balance refers to an individual's ability to manage time effectively and balance work with personal life or
personal interests (Lumonon, 2019). It is the equilibrium between one's work life and personal life (Larasati et al.,
2019). In addition to requiring employees to achieve company goals, organizations must also consider the flexibility
in employees' work schedules to support their social lives (work-life balance). Companies have provided flexible
work options as a competitive advantage to attract and retain human talent, and to enhance the work-life balance of
employees, which in turn positively influences their work engagement.
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4.3.6. The Impact of Work-Life Balance on Employee Performance in Indonesia with Work Engagement as a
Mediator

Hypothesis testing on the impact of work-life balance on employee performance with work engagement as a mediator
shows that work-life balance positively and significantly affects employee performance, mediated by work
engagement among employees in Indonesia. The coefficient value is 0.159, with a t-value of 3.357 (greater than 1.96)
and a p-value of 0.001 (less than 0.05). This result indicates that the better the work-life balance perceived by
employees, the higher their work engagement will be. As work engagement increases, employee performance in
Indonesia also improves. Based on this, the hypothesis that work engagement significantly mediates the impact of
work-life balance on employee performance is accepted.

This research is supported by Witriaryani et al. (2022), who state that work-life balance has a more significant impact
on employee performance through the mediation of employee engagement, compared to a direct correlation. The
study explored the potential relationship between work-life balance and employee engagement by measuring
employee engagement levels and work-life balance perceptions from employees in two different companies.
Therefore, it is expected that the implementation of employee engagement as a mediator for work-life balance will
improve employee performance in an organization.

5. Conclusion

Based on the findings discussed above, this study provides empirical evidence that the intention of Generation Z to
enhance their employee performance is explained by work hybrid, work-life balance, and work engagement they
experience. The study supports the Theory of Performance and Development, which offers a strong framework to
improve key areas of the modern work environment, particularly as companies adapt to hybrid work models, prioritize
work-life balance, encourage work engagement, and strive for high employee performance. By applying the principles
of this theory, organizations can create supportive, flexible, and attractive work environments that empower
employees to excel, ultimately contributing to the success of the company.

The findings show a strong correlation between work engagement and employee performance, which enhances this
theory by integrating engagement as an important mediating factor. This explains that the better the benefits of work
hybrid and work-life balance experienced by employees, the more it helps organizations in increasing employee
performance. Therefore, if work-life balance is well perceived by employees in Indonesia, it can improve work
engagement, and as work engagement increases, it leads to better employee performance.

The path coefficient results indicate that work hybrid plays the most dominant role in influencing both employee
performance and work engagement. This is evidenced by its significantly higher path coefficient value compared to
the other variables. However, the work-life balance variable, with the smallest path coefficient among the three,
indicates that work-life balance does not have as much influence on Generation Z in enhancing employee
performance. Work engagement, with a path coefficient value between work hybrid and work-life balance, plays a
more moderate role than work-life balance in developing quality employee performance among Generation Z. These
findings suggest that Generation Z places great value on personal quality and makes decisions based on their interests
and the ways they maintain quality in their work.

This finding also has implications for policy formulation aimed at improving employee performance in the current
era, where technology trends and hybrid work models are rapidly developing. Understanding the interplay between
work hybrid, work-life balance, and work engagement can help companies design better strategies for fostering high
employee performance among Generation Z.

References

Abas, N. I., Sawitri, H. S. R., & Puspawati, D. (2019). Transformational Leadership, Job Performance, and
Organizational Citizenship Behavior: Mediating Role of Work Engagement. Sriwijaya International Journal of
Dynamic Economics and Business, 2(4), 363-376. https://doi.org/10.29259/sijdeb.v2i4.363-376

Albana, H.(2018). Pengaruh job crafting terhadap kinerja karyawan yang dimediasi oleh work engagement di
PT. Terminal Teluk Lamong, Surabaya.Jurnal llmu Manajemen (JIM), 7(1), 210-219.

1234



Angreni et.al | Quantitative Economics and Management Studies (QEMS), 2024, 5(6): 1227-1240

Allen, Tammy D. (2001). Family-Supportive Work Environments: The Role of Organizational Perceptions. Journal
of Vocational Behavior. 58(3): 414-35.

Alzyoud, A. A. (2018). Job Satisfaction and Work Engagement Moderated By Trust. International Journal of
Economics, Commerce and Management, 125-139.

Anitha, J. (2014). Determinants of employee engagement and their impact on employee performance. International
Journal of Productivity and Performance Management, 63, 308-323. https://doi.org/10.1108/IJPPM-01-2013-
0008

Asgari, Hamidreza, Rajesh Gupta, and Xia Jin. 2022. Impacts of COVID-19 on future preferences toward telework.
Transportation Research Record. 2677: 611-28.

Aslam, M. (2015). Influence of Work Life Balance on Employees Performance: Moderated by Transactional
Leadership. Journal of Resources Development and Management, 10, 98-103

Atthohiri, N. A., & Wijayati, D. T. (2021). Pengaruh Employee Engagement terhadap Kepuasan Kerja dengan Work
Life Balance sebagai Variabel Intervening. Jurnal Illmu Manajemen, 9(3), 1092- 1100.
https://doi.org/10.26740/jim.v9n3.p1092-1100

Aziz, N., & Dewanto, 1. J. (2022). Model penilaian kinerja karyawan dengan personal balanced scorecard (Studi
Kasus Universitas Tangerang Raya). Jurnal Manajemen. Vol. 1 No. 2, pp. 168-177. DOI:
10.55123/mamen.v1i2.218

Azizah, R. K., Supriyanto, A. S. (2023). Pengaruh work life balance terhadap kinerja karyawan melalui kepuasan
kerja pada Perumda Tugu Tirta Kota Malang. Jurnal Ekonomi dan Bisnis, Vol. 12 No. 1, PP. 37 - 44,

Bakker, A. B. and Albrecht, S. (2018), Work engagement: current trends. Career Development International. Vol. 23
No. 1, pp. 4-11. https://doi.org/10.1108/CDI-11-2017-0207

Bakker, A. B., Albrecht, S., & Leiter, M. P. (2011). Key questions regarding work engagement. European Journal of
Work and Organizational Psychology. 20(1):74-88

Bakker, A. B., Albrecht, S. L., & Leiter, M. P. (2011). Work Engagement: Further reflection on the state of play.
European Journal of Work and Organizational Psychology. Vol. 20: 4-28.

Bataineh, K. adnan. (2019). Impact of Work-Life Balance, Happiness at Work, on Employee Performance.
International Business Research, 12(2), 99. https://doi.org/10.5539/ibr.v12n2p99

Belinda, D., Adziani, L., Suhariadi, F., Sugiarti, R. (2021). Work engagement pada petugas layanan work
engagement on service officer. Philanthropy Journal of Psychology. Vol. 5, No. 2, pp.. 329-346

Beno, M., & Hvorecky, J. (2021). Data on an austrian company’s productivity in the pre-covid-19 era, during the
lockdown and after its easing: To work remotely or not?. Frontiers in Communication, 6, 641199.
https://doi.org/10.3389/fcomm.2021.641199

Bernadin. H. J., & Russel, J. E. A. (1998). Human resources management: An experimental approach. New York:
McGraw-Hill companies.

Borgia, M. S., Virgilio, F. D., Torre, M. L. and Khan, M. A. (2022). Relationship between Work-Life Balance and Job
Performance Moderated by Knowledge Risks: Are Bank Employees Ready?. Sustainability. Vol.14, No. 9:
5416. pp 1-20. https://doi.org/10.3390/su14095416

Bramanto dan Saputra, A. R. P. (2022). Pengaruh kompensasi dan jam kerja fleksibel terhadap kinerja mitra driver
dengan motivasi kerja sebagai variabel intervening studi pada PT. Gojek Indonesia di Yogyakarta. Jurnal
Ekonomi Manajemen dan Akuntansi. Vol. 1, No. 1, pp. 1-15

Caillier, J. G. (2014). Toward a better understanding of the relationship between transformational leadership, public
service motivation, mission valence, and employee performance: A preliminary study. Public Personnel
Management, 43(2), 218-239. https://doi.org/10.1177/0091026014528478

1235



Angreni et.al | Quantitative Economics and Management Studies (QEMS), 2024, 5(6): 1227-1240

Cesario, F., & Chambel, M. J. (2017). Linking organizational commitment and work engagement to employee
performance. Knowledge and Process Management, 24(2), 152-158.
https://doi.org/https://doi.org/10.1002/kpm.1542

Chafi, M. B., Hultberg, A., & Yams, N. B. (2022). Post-pandemic office work: Perceived challenges and
opportunities for a sustainable work environment. Sustainability (Switzerland), 14(1), 1-20.
https://doi.org/10.3390/s5u14010294

Chillakuri, B., & Mahanandia, R. (2018). Generation Z entering the workforce: the need for sustainable strategies in
maximizing their talent. Human Resource Management International Digest, 26(4), 34-38.
doi:10.1108/HRMID-01-2018-0006

Corno, L., Cronbach, L. J., Kupermintz, H., Lohman, D. F., Mandinach, E. B., Porteus, A. W., & Talbert, J. E. (2001).
Remaking the concept of aptitude: Extending the legacy of Richard E. Snow: Routledge.

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.
https://doi..org/10.529/ijhrs.v9i4.15697

Eversole, B. A. W., Venneberg, D. L., & Crowder, C. L. (2012). Creating a flexible organizational culture to attract
and retain talented workers across generations. Advances in Developing Human Resources, 14(4), 607-625.
https://doi.org/10.1177/1523422312455612

Fahmi. (2017). Analisis Laporan Keuangan. Bandung:Alfabeta

Fauzya, H. A. & Chaniago, H. (2022). Pengaruh employee engagement terhadap employee performance (studi kasus
pada Pt XYZ Bandung). Jurnal Manajemen Sains dan Organisasi. Vol 3, No 2, 2022 pp. 97-110

Feng, Z. and Savani, K. (2020), Covid-19 created a gender gap in perceived work productivity and job satisfaction:
implications for dual-career parents working from home. Gender in Management, Vol. 35 No. 7/8, pp. 719-
736.

Felstead, A., Henseke, G. (2017). Assessing the growth of remote working and its consequences for effort, well-being
and work-life balance. New Technology Work and Employment. 32(1). DOI:10.1111/ntwe.12097

Fikran, M., Darpin, Taufik. (2022). Analisis penerapan hybrid working dalam meningkatkan produktivitas kerja
pegawai pada dinas koperasi & UMKM Provinsi Sulawesi Tenggara. Journal Publicuho. Volume 5 No 4.
pp.1415-1426. https://doi.org/10.35817/publicuho.v5i4.75

Gagua, F. (2021). Why the hybrid work model is here to stay for banks. Retrieved from
asianbankingfinance.net:https://asianbankingandfinance.net/exclusive-in-focus/why-hybridwork-model-here-
stay-banks

Ganapathi, I. M. D. (2016). Pengaruh work-life balance terhadap kepuasan kerja karyawan: studi pada PT. Bio Farma
Persero. Jurnal Ekonomi, Manajemen, dan Bisnis. Vol. 4, No. 1. https://doi.org/10.31294/jeco.v4i1.354

Ghozali, Imam. (2016). Aplikasi Analisis Multivariete Dengan Program. IBM SPSS 23. Edisi 8, Cetakan ke VIII.
Semarang : Badan Penerbit.

Gordon, C. (2014). Flexible Workplace Practices: Employees’ Experiences in Small IT Firms. Relations Industrielles
/ Industrial Relations. 69(4):766. DOI:10.7202/1028111ar

Gordon, N. (2014). Flexible Pedagogies: Technology-Enhanced Learning. Hull, England: The Higher Education
Academy, 1-24.

Greenhaus, J., Shaw, J.D., Collins, K.M. (2003). The relation between work-family balance and quality of life.
Journal of Vocational Behavior. 63(3):510-531

Gunawan, Gianti., Yus Nugraha., Marina Sulistiana., Diana Harding. (2019). Reliabilitas dan Validitas Konstruk
Work Life Balance di Indonesia. Jurnal Penelitian dan Pengukuran Psikologi. Volume 8 Nomor 2.
http://doi.org.10.21009/JPPP.082.05. Bandung: Universitas Padjajaran.

1236



Angreni et.al | Quantitative Economics and Management Studies (QEMS), 2024, 5(6): 1227-1240

Hair, J. F., Ringle, C. M., Sarstedt, M. (2017). Partial Least Squares Structural Equation Modeling. In book:
Handbook of Market Research. https://doi.org/10.1007/978-3-319-05542-8 15-1

Harter, J.K., Schmidt, F.L., & Hayes, T.L. (2002). Business-unit-level relationship between employee satisfaction,
employee engagement, and business outcomes: a meta-analysis. Journal of Applied Psychology, 87(2): 268—
79.

Husein, Ananda Sabil. (2015). Penelitian Bisnis dan Manajemen Menggunakan Partial Least Squares (PLS) dengan
smartPLS 3.0. Universitas Brawijaya: Modul Ajar.

Hristova. (2022). From Generation Z to Baby Boomers — The Impact of Hybrid Working Across the Generations.
VMWare

Hybrid work Gen Z and Millennials Survey. (2023). Deloitee. Retrieved August 18, 2023, from
https://www2.deloitte.com/content/dam/Deloitte/cz//human-capital/2023GenZMillennialSurvey_toolkit.pdf

Indrayani, | G. A. P. W., Supartha,l W. G., Dewi, | G. A. M., Piartrini, P. S. The wormhole of work engagement:
the empowerment of personal resources. International Journal of Social Science and Business. Volume 7,
Number 1, 2023, pp. 72-85 https://doi.org/10.23887/ijssb.v7il1.46782

Igbal, K. M. J., Khalid, F., & Barykin, S. Y. (2021). Hybrid workplace: The future of work. In Handbook of Research
on Future Opportunities for Technology Management Education. 1G1 Global

Ivanauskaite, A. (2015). The Impact of Flexible Work Arrangement on Employee Engagement and Organizational
Commitment Through the Mediating Role of Work Family Enrichment, tesis. ISM University of Managements
and Economics

Isse, H., Abdirahman, H., Najeemdeen, I. S., Abidemi, T., & Ahmad, R. B. (2018). The Relationship between Job
Satisfaction, Work-Life Balance and Organizational Commitment on Employee Performance. Academic
Journal of Economic Studies, 4(3), 12-17. https://doi.org/10.9790/487X-2005077681

Johari, J., Yean Tan, F., & Tjik Zulkarnain, Z. I. (2018). Autonomy, workload, work-life balance and job performance
among teachers. International Journal of Educational = Management, 32(1), 107-120.
https://doi.org/10.1108/1JEM-10-2016-0226

Kaplan, Greg, Benjamin Moll, and Giovanni L. Violante. (2018). Monetary Policy According to HANK. American
Economic Review, 108 (3): 697-743.

Kelliher, Clare, and Deirdre Anderson. (2010). Doing more with less? flexible working practices and the
intensification of work. Human Relations. 63(1): 83-106.

Kristin S. Allen, Darrin Grelle, Erin M. Lazarus, Eric Popp, Sara L. Gutierrez., (2024),Hybrid is here to stay: Critical
behaviors for success in the new world of work, Personality and Individual Differences, 217
https://doi.org/10.1016/j.paid.2023.112459

Kustya, N. D. & Nugraheni, R. (2020). Analisis pengaruh work engagement dan kepemimpinan terhadap kinerja
karyawan melalui komitmen organisasional sebagai variabel intervening. Diponegoro Journal Of
Management. Volume 9, Nomor 2, Pp. 1-13. http://ejournal-s1.undip.ac.id/index.php/dbr

Lai, F. Y., Tang, H. C., Lu, S. C., Lee, Y. C., & Lin, C. C. (2020). Transformational leadership and job performance:
the mediating role of work engagement. SAGE Open, 10(1), 1-11. https://doi.org/10.1177/2158244019899085

Larasati, D. P., Hasanati, N., & Istiqomah. (2019). The effects of work-life balance towards employee engagement in
millennial generation. Advances In Social Science, Education And Humanities Research. Vol. 304, pp. 390-
394. https://doi.org/10.2991/acpch-18.2019.93

Lenka, R. M. (2021). Unique Hybrid Work model-The future of remote work. Palarch’s Journal Of Archaeology Of

Egypt/Egyptology. Vol. 18, No. 7. Pp. 2687- 2697. https://archives.palarch.nl/index.php/jae/article/download/
8694/8102

1237


https://archives.palarch.nl/index.php/jae/article/download/

Angreni et.al | Quantitative Economics and Management Studies (QEMS), 2024, 5(6): 1227-1240

Lazar, M., Zbuchea, A., Pinzaru, F. (2023). The emerging generation z workforce in the digital world: A literature
review on cooperation and transformation. Proceedings of the International Conference on Business
Excellence. 17(1) pp. 1991-2001

Leslie, B., Anderson, C., Bickham, C., Horman, J., Overly, A., Gentry, C., Callahan, C., & King, J. (2021).
Generation Z Perceptions of a Positive Workplace Environment. Employee Responsibilities and Rights
Journal, 33, 1-17. https://doi.org/10.1007/s10672-021-09366-2

Letsoin, V. R., & Ratnasari, S. L. (2020). Pengaruh keterlibatan karyawan, loyalitas kerja dan kerjasama tim terhadap
kinerja karyawan. Jurnal Dimensi, 9(1), 17-34.

Lockwood, N.R. (2007). Leveraging Employee Engagement for Competitive Advantage: HR’s Strategic Role,
Research Quarterly, 1-12

Lumunon, R.R., Sendow, G.M., Uhing, Y. (2019). Pengaruh work life balance, kesehatan kerja dan beban kerja
terhadap kepuasan kerja karyawan pt. Tirta investama (danone) aqua airmadidi. Jurnal EMBA, Vol.7, No.4, pp.
4671-4680

Mahadika, C., Hadi, M. A. (2018). Pengaruh keterlibatan karyawan ,lingkungan kerja dan budaya perusahaan
terhadap Kinerja karyawan PT. Jolin Permata Buana kota Batam. Universitas Riau Kepulauan. Vol 5 No.1

Mahyuni, L. P., & Rinaldi, V. (2022). Exploring key success factors of sustainable start-up business. Jurnal Ekonomi
Dan Bisnis, 25(2),pp. 237-252

Miawati, T., Sunaryo, W., Yusnita, N. (2020). Exploratory study of employee engagement. Journal of Humanities
and Social Studies. VVol. 04, No. 02, pp. 102 - 106. https://journal.unpak.ac.id/index.php/jhss

Nuriskia, C. S., Nugroho, A. A., (2022). Perlindungan Hukum Pekerja Dalam Penerapan Sistem Remote Working
Sebagai Pembaharuan Sistem Kerja, Jurnal USM Law Review, 5(2). pp. 678-692.

Obiageli, Dr. O. L Uzochukwu, Dr. O. C & Ngozi, C. D. (2015). Work life balance and employee performance in
selected commercial banks in lagos state. European Journal of Research and Reflection in Management
Sciences. Vol. 3 No. 4, pp. 63-77. ISSN 2056-5992

Parent, J. D., & Lovelace, K. J. (2018). Employee engagement, positive organizational culture and individual
adaptability. On the Horizon, 26 (3), 206 — 214. https://doi.org/10.1108/0TH-01-2018-0003.

Phadnis, S. (2020, December 16). Future of work is hybrid, says Infosys CEQO. Retrieved from The Times of India :
https://timesofindia.indiatimes.com/business/india-business/futureof-work-is-hybrid-says-infosys-
ceo/articleshow/79750757.cms

Pinzaru, F., Dima, A., Zbuchea, A., & Veres, Z. (2022). Adopting sustainability and digital transformation in
business in romania: a multifaceted approach in the context of the just transition. Amfiteatru Economic. 24(59),
27-44. https://doi.org/10.24818/EA/2022/59/28

Prayoga, R. A., & Lajira, T. (2022). Strategi pengembangan kualitas sdm generasi millenial & generasi Z dalam
menghadapi persaingan global era 5.0. In prosiding Seminar Nasional Manajemen, 1(1), 37-40.
http://openjournal.unpam.ac.id /index.php/PSM/article/download/18476/9495

Pratiwi, Ika Wahyu. (2021). Work life balanced pada wanita karir yang telah berkeluarga. JP3SDM, Vol. 10. No. 1,
pp. 72-89

Rafsanjani, F., Nursyamsi, I., & Pono, M. (2019). Pengaruh Work-Life Life Balance Terhadap Kinerja Karyawan
Dengan Stres Kerja Dan Kepuasan Kerja Sebagai Variabel Intervening.The Effect of Work-Life Life Balance
on Employee Performance with Job Stress and Job Satisfaction as Intervening Variables, 37-42

Rahmadania, V. G, & Schaufeli, W. B. (2022). Engaging leadership and work engagement as moderated by
“diuwongke”: an Indonesian study. The International Journal of Human Resource Management. Vol. 33, No.
7, pp. 1267-1295. https://doi.org/10.1080/09585192.2020.1799234

1238



Angreni et.al | Quantitative Economics and Management Studies (QEMS), 2024, 5(6): 1227-1240

Rene, R., & Wahyuni, S. (2018). Pengaruh Work-Life Balance Terhadap Komitmen Organisasi, Kepuasan Kerja, Dan
Motivasi Kerja Terhadap Kinerja Individu Pada Karyawan Perusahaan Asuransi Di Jakarta. Jurnal Manajemen
Dan Bisnis Sriwijaya, 16(1), 53-63. https://doi.org/10.29259/jmbs.v16i1.6247

Robert Walters. (2020). The Future Of Work In Uk & lIreland Future Proofing Careers And Workforces.
https://www.robertwalters.co.uk/content/dam  /robert-walters/country/united-kingdom/files/whitepapers/the-
future-of-work.pdf

Saina, I., Pio, R., & Rumawas, W. (2016). Pengaruh worklife balance dan kompensasi terhadap kinerja karyawan
Pada PT PLN (Persero) Wilayah Suluttenggo Area Manado. Jurnal Administrasi Bisnis UNSRAT, 4(3), 1-9

Satwika, P. A., & Himam, F. (2014). Kinerja karyawan berdasarkan keterbukaan terhadap pengalaman, organizational
citizenship behavior dan budaya organisasi. Jurnal Psikologi, 41(2), pp 205-217.

Schaufeli, W. (2012). Work engagement: What do we know and where do we go?. Romanian Journal of Applied
Psychology. 14(1), pp. 3-10 https://doi. org/10.1177/ 0011000002301006

Schaufeli, W.B., Salanova, M., Gonzélez-Rom4, V. and Bakker, A.B. (2002). The measurement of engagement and
burnout: a two sample confirmatory factor analytic approach. Journal of Happiness Studies, Vol. 3 No. 1, pp.
71-92.

Schroth. (2019). Are you ready for gen z in the workplace?. California Management Review. 61(3), 5-18.

Selvi, R. S. A., Madhavkumar, V. (2023). The mediating effect of happiness at workplace on the relationship between
hybrid work model and employee retention in it industry. International Journal of Industrial Management.
Vol. 17, No. 1, pp. 40-49

Shirmohammadi, M., Au, W.C., Beigi, M. (2022). Remote work and work-life balance: Lessons learned from the
covid-19 pandemic and suggestions for HRD practitioners. Human Resource Development International, \Vol.
25, No. 2, 163-181

Simanjuntak, D.F., Mustika, D.M., & Sjabadhyni, B. (2019). Pengaruh Flexible Work Arrangement Terhadap Ethical
Decision Making : Peran Employee Engagement Sebagai Mediator, Jurnal Diversita , 5 (1): 1-8.
http://dx.doi.org/10.31289/diversita.v5i1.2327

Simarmata, N. K. P., Kadiyono, A. L., Agustiani, H., Harding, D. (2017). Job performance ditinjau dari iklim
organisasi dan nilai budaya suku batak. Jurnal Iimiah Psikologi Terapan. Vol. 05, No.01, pp. 158-174

Soomro, A. A., Breitenecker, R. J., & 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-02-2017-2018

Sugiyono. (2016). Metodologi Penelitian Kuantitatif, Kualitatif dan Kombinasi (Mixed Method). Bandung: Alfabeta.

Tejo, J. H., dan Wendra. (2022). Gambaran umum kondisi pekerja online di Jabodetabek. Jurnal Manajemen dan
Bisnis Dewantara. Vol. 5, No. 1, pp. 9-24. https://ejournal.stiedewantara.ac.id/index.php/JMD/issue/view/986

Tho'in, M. & Muliasari, D. (2020). Analysis of work satisfaction, organizational commitments, and work engagement
effect toward employee performance in Sharia Banks. International Journal of Economics, Business and
Accounting Research. Vol. 4, Issue. 2, pp. 2622-4771. https://jurnal.stie-aas.ac.id/ index.php/IJEBAR

Tisu, L., Lupsa, D., Virgd, D., & Rusu, A. (2020). Personality characteristics, job performance and mental health the
mediating role of work engagement. Personality and Individual Differences, 153(10), 1-6.
https://doi.org/10.1016/j.paid.2019.109644

Uddin, M. A., Mahmood, M., & Fan, L. (2018). Why individual employee engagement matters for team performance?
Mediating effects of employee commitment and organizational citizenship behaviour. Team Performance
Management: An International Journal, 25(1/2), 47-68. https://doi.org/10.1108/TPM-12-2017-0078.

Vidhyaa, B., dan Ravichandran, Dr. M. (2022). A literatur review on hybrid work model. International Journal of
Research Publication and Reviews, Vol 3, Issue 7, pp. 292-295

1239



Angreni et.al | Quantitative Economics and Management Studies (QEMS), 2024, 5(6): 1227-1240

Vithanage, V & Arachchige, B. J. H. (2017). A Study on the Work-Family Balance and Job Performance of
Academics in Sri Lanka. The IUP Journal of Management Research, Vol. XVI, No. 2, pp. 7-28

Wambui, M. L., Cherotich, B. C., Emily, T., & Dave, B. (2017). Effects Of Work Life Balance On Employees’
Performance In Institutions Of Higher Learning. A Case Study Of Kabarak University. Kabarak Journal of
Research & Innovation, 4(2), 60-79. http://eserver.kabarak.ac.ke/ojs/

Weideman, M., & Hofmeyr, K.B. (2020). The influence of flexible work arrangements on employee engagement: An
exploratory study. SA Journal of Human Resource Management/SA Tydskrif vir Menslikehulpbronbestuur,
18(0), a1209. https://doi.org/10.4102/sajhrm.v18i0.1209

Wicaksono, B. D. & Rahmawati, S. (2019). Pengaruh employee engagement terhadap kinerja karyawan direktorat
sistem informasi dan transformasi digital institut pertanian bogor. Jurnal Manajemen dan Organisasi. Vol. 10
No. 2, Hal. 133-146

Yulita, Susanti (2022) The Effect of Hybrid Working on Millennial Employee Engagement and Its Effect on Turnover
Intention: A Case Study of Indonesian Financial Non-Bank Company. The 5th CEO Proceeding Book. ISSN
978-605-73822-7-6

Zapata, L., Ibarra, G. and Blancher, P. H. (2024). Engaging new ways of work: the relevance of flexibility and digital
tools in a post-COVID-19 era. Journal of Organizational Effectiveness: People and Performance. Vol. 11 No.
1, pp. 1-17. https://doi.org/10.1108/JOEPP-04-2022-0079

1240



