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This research contains quantitative descriptive 
research with the aim of knowing and proving the 
influence of the relationship between exogenous 
and endogenous variables as well as mediating 
variables. The population in this study was 
246,433 in generation Z in South Jakarta, 
Indonesia. The sample in this study was 
calculated based on the Slovin formula, so it had a 
sample of 99.95, which was rounded to 100. The 
data was tested using the PLS-SEM 3.2.9 
application. The results of this research show that 
(1) work-life balance has a significant positive 
effect on job satisfaction; (2) mental health has a 
significant positive effect on job satisfaction; (3) 
job satisfaction has a significant positive effect on 
work motivation; (4) work-life balance has a 
positive and significant effect on work motivation, 
mediated by job satisfaction; and (5) mental health 
has a positive and significant effect on work 
motivation, mediated by job satisfaction. 
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INTRODUCTION 
Growth in a company is determined not only by managing finances 

based on capital strength alone but also by the success of human resources. 
Important components in the company, namely human resources, are able to 
create planning, organizing, and evaluating within the company. Things that 
affect employee motivation include an unbalanced work-life balance that 
results in less job satisfaction and mental health disorders such as stress. 
Generation Z (Gen Z) is the generation in the birth range of 1997–2012. 
According to the 2020 Population Census, the majority of Indonesia's 
population is dominated by generation Z. The proportion of generation Z is 
27.94%, so this generation is listed as being in the productive age category, 
which can be an opportunity to accelerate economic growth. It was explained in 
Hafidz & Nofiyanti (2022) that Gen Z, who has just entered the workforce, has 
high work motivation; their motivation is predominantly high, accompanied by 
high performance.  

(Firdaus, 2022) explains that work-life balance is a state in which a 
person is able to balance their responsibilities with work and other things 
outside of work. For there to be a connection between job satisfaction, the 
explanation (Jufrizen & Tiara, 2021) is that job satisfaction is an employee's 
attitude towards his work, which is related to the work situation, cooperation 
between employees and the rewards received at work, as well as matters 
related to physical and psychological factors. The World Health Organization 
(WHO) explains in 2022 that healthy mental health is the state of a person who 
is able to realize his or her own abilities, to cope with the normal stresses of life, 
to be productive at work and to to be able to contribute to their environment. 

A survey conducted by ResumeBuilder.com identified reasons why 
managers find it difficult to find Generation Z to work with at work. The 
highest reasons are "lack of skills in technology" and "lack of motivation" to the 
lowest reason is that Generation Z tends to be "dishonest". From the survey 
explanation in Databoks or ResumeBuilder, there are various problems for 
Generation Z at workWe can conclude that this generation is not satisfied with 
their jobs. Because, in the survey, 65% of Generation Z resigned more often. 
Gen Z dominates the interests of a stable work-life balance and maintaining 
mental health in order to have a sense of satisfaction at work or in their 
personal life. This can also have a motivating impact at work if the two have a 
stable relationship. If everything is fulfilled, an employee will be able to achieve 
performance and have maximum work productivity. This research is motivated 
by several studies conducted by (Pratama & Setiadi, 2021); (Ngalimun, et al., 
2022); (Runtu, et al., 2022); (Simamora, 2022); (Saptono, et al. 2020); (Kazekami, 
2020) that there is a relationship between work-life balance, mental health and 
work motivation or there is a relationship with the job satisfaction variable. 
Research (Romdhon & Putro, 2024) explains that burnout, which is categorized 
as mental health, has a negative and significant effect on job satisfaction. 
However, research (Endeka, et al. 2020) states that there is no significant 
influence between work-life balance and job satisfaction. 
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LITERATURE REVIEW 
Human Resource Management 
 As explained by (Dessler, 2020) human resource management covers all 
aspects of the company such as the employee development process and 
includes human resource activities in the company to achieve predetermined 
company targets. According to (Catio, et.al 2020) human resource management 
is a field of management that specializes in the study of human relations and 
their role in organizations. The HRM element is an individual who is an 
employee in a company. 
 
Work Motivation  

Employers need to be aware of their workers' motivation at work since it 
plays a significant role in their drive to meet objectives. According to (Widodo 
& Yandi, 2022) in order to improve employee performance and productivity, 
companies need to provide motivation to employees. It was also explained 
according to (Asi & Gani, 2021) that with the right motivation, employees are 
encouraged to do the maximum possible in carrying out their duties because 
they believe that the organization will be successful in achieving its goals and 
various targets. According to Maslow in (Gunawan, et al. 2020) the following 
indicators to determine the level of employee work motivation are: Physical 
Needs; Security and Safety Needs; Social Needs; Need for Appreciation; and 
the need for self-realization. 
 
Work-life Balance 

The explanation (Jackson & Fransman, 2018) shows that financial well-
being, work-life balance, and productivity result in job satisfaction. 
Implementing work-life balance is not just an initiative from employees in 
managing their roles; it requires support from the company or organization. 
The opinion (Firdaus et al., 2024) also explains that work-life balance refers to 
harmony between a person's professional responsibilities and personal 
activities. The following are indicators of work-life balance, according to Fisher 
et. al., and according to Tongam et al., work interference with personal life, 
work interference with personal life, work interference with personal life, and 
work interference with personal life (2021). 

 
Mental Health  

According to the World Health Organization (WHO) in 2022, mental 
health refers to a state of mental well-being that enables an individual to 
manage life's stressors, reach their full potential, perform well in school and at 
work, and give back to their community. In fact, according to Harter et. al., 
employee mental health is grouped into workplace well-being or well-being in 
the work environment, which describes the positive feelings and situations that 
employees experience at work (Meidina & Laura, 2022). According to Yusuf, the 
dimensions as indicators of mental health are as follows (Saptono et al. 2020): 
physical, psychological, social, and moral. 
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Job Satisfaction 
According to Afandi, job satisfaction is a positive attitude from workers 

including feelings and behavior towards their work through assessing one's 
work as a sense of appreciation for achieving important values in their work 
(Makkira, et al. 2022). Also explained by George & Jones (Sutrisno, et al. 2022) is 
that job satisfaction is associated with a set of feelings, beliefs and thoughts 
about how a person responds to their work. Indicators are also interpreted as 
dimensions. So, according to Affandi, the job satisfaction indicators are as 
follows (Putri, et al. 2023): Job; Wages; Supervisor; and Co-workers.  
 
Development of research hypothesis 
Work-life Balance on Job Satisfaction 

Currently the productive age at work refers to gen Z, where at work gen 
Z has a sense of satisfaction at work if the work-life balance is able to fulfill it. 
Work-life balance must be maximally fulfilled. If an employee is able to 
maintain a stable work-life balance, then the employee will provide maximum 
performance and be able to be productive. Research conducted by (Savitri & 
Gunawan, 2023); (Aruldoss, 2021); (Arunashantha, 2019); (Firdaus et al., 2024); 
(Endeka et al., 2020); (Nawarcono & Setiono, 2021) and (Yanti & Meutia, 2024) 
have a relevant relationship with the work-life balance variable on job 
satisfaction. Having a work-life balance is important for every individual. Based 
on the background of the survey, the importance of work-life balance in Gen Z 
is something that needs attention because it can create job satisfaction in a 
company or organization. 
H1: The Influence of Work-life Balance on Job Satisfaction 
 
Mental Health on Job Satisfaction 
 The existence of a relationship between mental health and job 
satisfaction is one whole because if an employee is mentally healthy, then of 
course job satisfaction will be created within the employee himself. In the world 
of work, mental health is a state of well-being where individuals are able to 
overcome the normal stresses of life so that they are able to work productively, 
usefully and make a contribution to the company or organization. Research 
conducted by (Scanlan & Still, 2019); (Hünefeld et al., 2020); (Bulińska-
Stangrecka & Bagieńska, 2021); (Savitri & Gunawan, 2023); (Nimas, 2019) and 
(Sipayung, et al. 2023) have a relationship with mental health which can 
influence employee job satisfaction. That employee job satisfaction is formed 
based on employees who are able to love their work and achieve satisfactory 
performance and have a fairly healthy mentality. 
H2: The Influence of Mental Health on Job Satisfaction 

 
Job Satisfaction on Work Motivation 

Job satisfaction arises in employees because they feel satisfied with their 
performance or the work environment. This refers to the relationship with work 
motivation, if employees do not feel satisfied with their performance or in their 
work environment, then it can be said that employees will indirectly be 
demotivated. There is an influence of job satisfaction on work motivation, this is 
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proven in research (Afifah & Al Musadieq, 2017) and (Putra, 2017). And there is 
a relationship between the job satisfaction variable and the work motivation 
variable which is very relevant and has a significant influence on each other. 
This is also found in research (Singh, 2016), (Nurhalipah et al., 2021). 
H3: The Influence of Job Satisfaction on Work Motivation 
 
Work-life Balance on Work Motivation is Mediated by Job Satisfaction 

Motivation occurs when there is a stimulus within an individual in the 
form of an urge to do something. Work-life balance is a factor in employee 
work motivation, mediated by job satisfaction. If work motivation increases, 
work-life balance will also increase, thereby creating job satisfaction for an 
employee. This is related to job satisfaction because it can be enjoyed at work, 
outside of work, or in other employees' lives. The following is relevant research 
on the relationship between work-life balance and work motivation as an 
intermediary with job satisfaction, namely (Savitri & Gunawan, 2023); 
(Wardhani & Hasan, 2024); (Tiffany, 2023); (Kurniasari & Bahjahtullah, 2022); 
and (Aliasah, et al., 2020). Work motivation is an important component in 
employees, with increased motivation there will also be an increase in 
performance so that employees are able to create job satisfaction and are able to 
create work-life balance. 
H4: The influence of Work-life Balance on Work Motivation is Mediated by Job 
Satisfaction 
 
Mental Health on Work Motivation is Mediated by Job Satisfaction 
 Work motivation is an encouragement in achieving one's work. Work 
stress is one element that can affect employee mental health. Psychological well-
being is able to create a positive attitude and be physically and mentally healthy 
so that they are able to develop their potential and increase their motivation 
both within the scope of work and not within the scope of work. Work 
motivation also plays a role in maintaining the mental health of oneself and 
others while working, especially maintaining good performance and 
productivity. 

Research conducted by (Kotera et al., 2019); (Savitri & Gunawan, 2021); 
(Singh, 2016); (Putra, 2019); and (Andayani, 2020) explains the relationship 
between mental health variables, work motivation and job satisfaction. The 
relationship between the three variables greatly influences the performance or 
productivity of employees in a company or organization. 
H5: The influence of Mental Health on Work Motivation is Mediated by Job 
Satisfaction 
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Figure 1. Research Framework 
METHODOLOGY 

This research uses descriptive analysis using loading factor values and 
Average Variance Extracted (AVE) values and inferential analysis referring to 
the output/outer model, also known as the measurement model. Data were 
collected using a questionnaire distributed via mass media on Google Form 
with the assessment measured by a Likert scale. The population of this study is 
246,433, which is the number of Gen Z residents who work in South Jakarta 
(BPS, 2021-2022). This research contains samples calculated using the Slovin 
formula with an error limit of 10% so that the sample result is 99.95 rounded to 
100 samples. 
 
RESEARCH RESULT 
 This research contains several analyzes namely Outer Model Analysis, 
Inner Model Analysis, and Hypothesis. 
 
Outer Model Analysis 

Outer model in the form of evaluation of measurement models. In PLS-
SEM, the outer model is used to specify the relationship between variables and 
their indicators. 

Figure 2. Outer Model  
Source: PLS-SEM 3.2.9 

 
Validity Test  

In PLS-SEM there are two categories in validity testing, namely 
convergent and discriminant validity. Testing the validity of reflective 
indicators with the SmartPLS program can be seen from the loading factor 
value for each construct indicator. 

Table 1. Convergent Validity of Output Loading Factor 

Variable  Outer Loading Factor 
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MK1 0.814    

MK2 0.750    

MK3 0.832    

MK4 0.777    

MK5 0.795    

MK6 0.761    

MK7 0.753    

MK8 0.737     

MK9 0.751    

MK10 0.727    

WLB1  0.781   

WLB2  0.743   

WLB3  0.739   

WLB4  0.743   

WLB5  0.732   

WLB6  0.704   

WLB7  0.854   

WLB8  0.816   

MH1   0.800  

MH2   0.731  

MH3   0.799  

MH4   0.727  

MH5   0.761  

MH6   0.758  

MH7   0.740  

MH8   0.769  

KK1    0.862 

KK2    0.763 

KK3    0.808 

KK4    0.773 

KK5    0.822 

KK6    0.826 

KK7    0.823 

KK8    0.821 

Source: PLS-SEM 3.2.9 
 

The results in table 1 state that each variable meets the requirements for 
convergent validity because having a value >0.70 is declared valid. Values >0.70 
are confirmatory and exploratory are declared valid. Discriminant validity with 
reflective indicators is by looking at cross loading values >0.70. In this research, 
the cross loading value as shown in the data tabulation above is >0.70 for each 
variable, so this research is said to be valid. In testing validity, this research 
does not only contain convergent and discriminant validity. This research 
contains the average variance inflation factor value which is used to see 
whether the data is valid or invalid. 
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Table 2. Result AVE (Average Variance Extracted) 

 
 

 
 

 
 
So, based on the overall AVE value for the variable, the value shows >0.50 
which is declared valid and meets the research requirements.  

 
Reliability Test  

Table 3. Result Cronbach’s Alpha  
 

 
 
 
 
 

 
Source: PLS-SEM 3.2.9 

The data tabulation results above show that the Cronbach's Alpha value 
is dominated by the "very reliable" category. The work motivation variable has 
an alpha value of 0.924, job satisfaction has an alpha value of 0.926, work-life 
balance has a value of 0.899, and the mental health variable has an alpha value 
of 0.897.  

Table 4. Result Composite Reability 
 
 
 
 
 

 
Source: PLS-SEM 3.2.9 

The composite reliability value must be greater than 0.70 (>0.70), this is 
proven to be >0.70 based on the data tabulation results above. That work 
motivation has a value of 0.936; job satisfaction has a value of 0.940; work-life 
balance has a value of 0.918; and mental health has a value of 0.917, which 
means it is declared valid or reliable. 
 
Determinant Coefficient Test (R-Square) 
 

Table 5. Result R Square 
 
 
 
 

 Variable AVE (Average Variance Extracted) 

Work-life Balance 0.586 

Mental Health  0.579 

Job Satisfaction   0.661 

Work Motivation  0.594 

Variable Cronbach’s Alpha Category 

Work Motivation (Y) 0.924 Very Reliable 

Job Satisfaction (Z1) 0.926 Very Reliable 

Work-life Balance (X1) 0.899 Very Reliable 

Mental Health (X2) 0.897  Very Reliable 

Variable Composite Reability 

Work Motivation (Y) 0.936 

Job Satisfaction (Z1) 0.940 

Work-life Balance (X1) 0.918 

Mental Health (X2) 0.917 

Variable R Square Adjusted R Square 

Job Satisfaction (Z1) 0.528 0.523 

Work Motivation (Y) 0.377 0.364 
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It was concluded that the R-Square test value for "job satisfaction" was 
the Adjusted R-Square on the path using a mediating variable or called an 
intervening variable of 0.523, meaning the ability of the work-life balance 
variable with mental health to explain job satisfaction was 52.3%. Furthermore, 
work-life balance with mental health on job satisfaction in explaining work 
motivation is 0.364 (36.4%). So it can be concluded that this research is a 
moderate research model.  
 
Hypothesis Analysis  
Path Coefficients 

Table 6. Result of Path Coefficients 

Source: PLS-SEM 3.2.9 
Based on the tabulation results above, it is concluded that job satisfaction 

has a significant positive effect on work motivation as shown in the parameter 
coefficient of 0.727. The significant value is 0.000, which is smaller than the 
alpha level of 10% (0.1). This also shows that the T-statistic value of 9.414 is 
greater than 1.660 (t-table). Then, mental health also shows results that have a 
significant positive effect on job satisfaction as shown in the parameter 
coefficient of 0.401. And there is a significant value of 0.000 which indicates it is 
smaller than the alpha level of 10% (0.1). Another thing shown in the T-statistic 
of 3.932 is that this value is greater than 1.660 (t-table). Furthermore, work-life 
balance turns out to have a significant positive effect on job satisfaction with a 
parameter coefficient of 0.336 and a significant value of 0.000, this shows that 
the value is smaller than the alpha level of 10% (0.1). Another thing is also 
shown by the T-statistic of 4.248, indicating a value greater than 1.660 (t-table). 
 
Indirect Effect 

Table 7. Result Indirect Effect 

Source: PLS-SEM 3.2.9 
Based on the results, the indirect effect value is used to see the influence of 

mental health on work motivation which is mediated by job satisfaction of 0.291 
with the T-statistic value showing a result of 2.842 which is greater than 1.660 (t-

 Original 

Sample 

(O) 

Sample 

Mean 

(M) 

STDEV 
T -

Statistic 

P -

Values 

Kepuasan Kerja -> Motivasi Kerja  0.727 0.741 0.080 9.141 0.000 

Mental Health -> Kepuasan Kerja  0.401 0.412 0.102 3.932 0.000 

Work-life Balance -> Kepuasan Kerja  0.336 0.349 0.079 4.248 0.000 

 Original 

Sample 

(O) 

Sample 

Mean 

(M) 

STDEV 
T -

Statistic 

P -

Values 

Kepuasan Kerja -> Motivasi Kerja       

Mental Health -> Kepuasan Kerja       

Mental Health -> Motivasi Kerja  0.291 0.311 0.102 2.842 0.000 

Work-life Balance -> Kepuasan Kerja       

Work-life Balance -> Motivasi Kerja  0.244 0.258 0.062 3.944 0.000 
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table). With a significance value (P Value) of 0.000, it indicates a value smaller 
than the alpha level of 10% (0.1). Furthermore, there is an influence of work-life 
balance on work motivation which is mediated by job satisfaction with a value 
of 0.244, where the data tabulation above shows a T-statistic of 3.944 which is 
greater than 1.660 (t-table). This refers to a significance value (P Value) of 0.000, 
a value smaller than the alpha level of 10% (0.1). So, the job satisfaction variable 
is a mediator or intervening variable. Thus, the job satisfaction variable is able 
to play a good role in mediating the influence between mental health variables 
and work motivation as well as work-life balance and work motivation. 
 
DISCUSSION 
The Influence of Work-life Balance on Job Satisfaction 

Based on the results of hypothesis testing through the loading path 
coefficient, the output results prove that H1, namely work-life balance, is 
proven to have a significant positive effect on job satisfaction. This is proven by 
work-life balance on job satisfaction having a parameter coefficient value of 
0.336 and a value of 4.248 (t-count) which is greater than the value of 1.660 (t-
table). Gen Z's work-life balance has an influence on their job satisfaction. When 
work-life balance improves, it refers to their increased job satisfaction. 
 
The Influence of Mental Health on Job Satisfaction 

Mental health has a big influence on employee performance. In this case, 
if mental health problems occur, employee performance decreases and 
employees are unable to be productive. Based on the results of the path 
coefficient output, it is explained that mental health simultaneously has a 
positive effect on job satisfaction. This is proven by the parameter coefficient 
value of 0.401. And there is a significant value (P Value) of 0.000, indicating it is 
smaller than the alpha level of 10% (0.1). Another thing shown is that the value 
of 3,932 (t-count) is greater than 1,660 (t-table). 
 
The Influence of Job Satisfaction on Work Motivation  
Based on the hypothesis results, it is concluded that H3 is acceptable and job 
satisfaction simultaneously has a positive effect on work motivation. It is 
proven in the PLS-SEM 3.2.9 output results that it has a parameter coefficient 
value of 0.727. The significant value (P Value) is 0.000, which is smaller than the 
alpha level of 10% (0.1) or 0.000 < 0.1. This also shows that the value of 9,414 (t-
count) is greater than 1,660 (t-table), so the more job satisfaction is created, the 
more work motivation will increase. 
 

The influence of work-life balance on work motivation is mediated by job 
satisfaction 

The output results in PLS-SEM show that work-life balance has a 
positive and significant effect on work motivation, mediated by job satisfaction. 
Therefore, H4 is accepted simultaneously and has a positive effect. There is an 
influence of work-life balance on work motivation which is mediated by job 
satisfaction with a value of 0.244 where the output results show a value (t-
count) of 3.944 which is greater than 1.660 (t-table). This refers to a significance 
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value (P Value) of 0.000, a value smaller than the alpha level of 10% (0.1). This is 
proven that job satisfaction is a mediating (intervening) variable which plays a 
good role in mediating the influence between work-life balance and work 
motivation. 
 
The influence of Mental Health on Work Motivation is mediated by Job 
Satisfaction  

The results of the direct influence coefficient are 0.052 and the p-value is 
0.506 (> 0.05), which shows that there is a positive, but not significant, influence 
between innovative work behavior and task performance. The study's findings 
indicated that employees were not motivated to innovate at work because they 
did not see the benefit in their peers' excitement for fresh ideas. Appropriate 
efforts and strategies to increase enthusiasm for new ideas include involving 
employees in brainstorming sessions to develop more innovative and 
interesting ideas, providing awards, and collaborating by involving colleagues 
in channeling new ideas. 

 
CONCLUSIONS  

Based on the results of this research, it can be concluded as follows: 
1. Work-life balance has a positive and significant effect on job satisfaction 
2. Mental Health has a positive and significant effect on Job Satisfaction 
3.  Job Satisfaction has a positive and significant effect on Work Motivation 
4. Work-life balance has a positive and significant effect on work motivation, 

mediated by job satisfaction 
5. Mental Health has a positive and significant effect on Work Motivation, 

mediated by Job Satisfaction 

 
RECOMMENDATIONS 

Based on the analysis and discussion, here are some suggestions for 
generation Z or companies to be better and able to improve, which can be seen 
based on the results of descriptive tests, interpretation of the results of 
respondents' answers through the lowest outer loading for each variable: 
1. This is recommended for Generation Z to increase their work motivation so 

that they are able to complete their work as optimally as possible. 
Companies must also pay attention to their employees' work motivation, 
because the more employees have increased work motivation, the more they 
can complete their work tasks as optimally as possible. 

2. That the dominant generation Z does not play their role in work or family so 
that work-life balance is not created. This needs to be a problem for 
employees because work-life balance is not created. The advice obtained is 
that generation Z must have a good work-life balance by carrying out 
positive activities because if they experience stress at work, it can have an 
impact on family life and others. 

3. Generation Z cannot complete tasks because they are in an emotional state. 
This needs to be considered or studied by generation Z in managing 
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emotions well so that it does not impact their work and is able to complete 
their work well. 

4. Suggestions for companies to be able to create good work intensity because 
this has an impact on completing work and encourages them to work better 
and more productively. 

 
ADVANCED RESEARCH 
1. Researchers suggest that when conducting similar research, differentiate the 

mediating variables because it provides a different understanding of the 
relationship between variables. 

2. This research only has four variables. It is recommended that further 
research use more than four variables to obtain more comprehensive 
insights. 

3. If you can carry out research on the same topic, but differentiate it into 
different objects or sectors, this can make the research more complex and 
more comprehensive. 

 
ACKNOWLEDGMENT 
1. During the research there is a supervisor or examiner for guidance 

regarding the research which provides motivation during the research. 
2. Generation Z colleagues who have helpd in filling out and collecting 

research questionnaires. 
3. Colleagues and family who have provided support for the completion of 

this research. 

  



International Journal of Finance and Business Management (IJFBM)  
Vol. 2 No. 4, 2023: 343 - 358 
                                                                                           

  355 

 

REFERENCES 
Pratama, H. P., & Setiadi, I. K. (2021). The Influence of Work Life Balance on Job 

Satisfaction of Millennial Employees at Startup Companies in Jakarta. 

Business Management Analysis Journal (BMAJ), 4(2), 145-159. 

Ngalimun, N., Mujahid, I., & Makruf, I. (2022). Quality of Work-Life Balance in 

Quality of Work Life on Job Satisfaction, Organizational Commitment, 

and Work Motivation at Muhammadiyah University Banjarmasin. Al-

Kalam: Journal of Communication, Business and Management, 9(2), 60-74. 

Runtu, R. H., Pio, R. J., & Asaloei, S. (2022). The Influence of Work Environment 

and Work Life Balance on Job Satisfaction at the Manado Main Branch 

Post Office. Productivity, 3(4), 378-383. 

Simamora, A. J. (2022). Analysis of the Influence of Work Life Balance, Career 

Development, Work Motivation and Work Discipline on Employee Job 

Satisfaction at the Trade and Industry Service of Labuhanbatu Regency. 

Journal of Management Accounting (JUMSI), 2(1), 132-141. 

Saptono, N. K., Supriyadi, E., & Yusuf, T. (2020). The Influence of Work Life 

Balance and Work Environment on Job Satisfaction Through Employee 

Engagement with Mental Health as a Moderator Variable in Millennial 

Generation Employees (Case Study: Finance Directorate of Pt Angkasa 

Pura I (Persero)). Ecobisman: Journal of Management Business Economics, 

5(2), 88-108. 

Kazekami, S. (2020). Mechanisms to improve labor productivity by performing 

telework. Telecommunications Policy, 44(2). 

https://doi.org/10.1016/j.telpol.2019.101868 

Catio, M. (2020). Human Resource Management. Asep Rachatullah. Indigo 

Media. Tangerang. 

Dessler, G. (2020). Human Resource Management (16th ed.). New York: 

Pearson Education. 

Asi, L. L., & Gani, A. (2021). The Influence of Organizational Culture, Work 

Motivation, Work Environment on Organizational Commitment and 

Performance of Gorontalo State University Lecturers. Journal of 

Management Science (JMS), 2(1), 01-24. 

Widodo, D. S., & Yandi, A. (2022). Employee performance models: competency, 

compensation and motivation, (Literature Review HRM). Journal of 

Multidisciplinary Sciences, 1(1), 1-14. 

Jackson, Leon & Fransman, Edwina. (2018). Flexi work, financial well-being, 

work–life balance and their effects on subjective experiences of 

productivity and job satisfaction of females in an institution of higher 

learning 

https://doi.org/10.1016/j.telpol.2019.101868


Kurnia, Yohana, Usman 

356 
 

Tongam, E. G., Linardy, M. F. E., Saputra, M. K., & Saputra, N. (2021). 

Observing Work-Life Balance during Covid-19: Case Study of State Civil 

Apparatus in Central Jakarta. Management and Organization Science 

Studies, 2(2), 77-95. 

Meidina, D. W. (2022). The Influence of Employee Mental Health on 

Performance Mediated by Well-Being at Work (Empirical Study of 

Information Technology Division Employees during the Work From 

Home Period). Business Management Journal, 18(1), 85-105. DOI: 

http://dx.doi.org/10.30813/bmj.v18i1.3092.  

Makkira, M., Syakir, M., Kurniawan, S., Sani, A., & Ngandoh, A. M. (2022). The 

Influence of Job Stress, Work Communication and Job Satisfaction on 

Employee Job Performance at PT. Prima Karya Manunggal Pangkep 

Regency. Amkop Management Accounting Review (AMAR), 2(1), 20-27. 

Sutrisno, S., Herdiyanti, H., Asir, M., Yusuf, M., & Ardianto, R. (2022). The 

Impact of Compensation, Motivation and Job Satisfaction on Employee 

Performance in Companies: Literature Review. Management Studies and 

Entrepreneurship Journal (MSEJ), 3(6), 3476-3482. DOI: 

https://doi.org/10.37385/msej.v3i6.1198 

Putri, G. A. M., Fauzi, A., Saputra, F., Danaya, B. P., & Puspitasari, D. (2023). 

The Influence of Career Development, Organizational Culture and 

Workload on Employee Job Satisfaction (HRM Literature Review). Journal 

of Information Systems Management Economics, 5(2), 99-110. 

Savitri, M., & Gunawan, A. (2023). The Impact of Work-Life Balance and Mental 

Health on Job Performance and Satisfaction during the Covid-19 

Pandemic. ULIL ALBAB: Multidisciplinary Scientific Journal, 2(12), 5600-

5607. 

Arunashantha, A. (2019). The impact of work-life balance on job satisfaction: 

With special reference to ABC private limited in Sri Lanka. American 

Journal of Humanities and Social Sciences Research, 3(6), 97-108. 

Firdaus, R. Y., Wiharno, H., & Fitriani, L. K. (2024). The Influence of Workload, 

Job Stress, and Work-Life Balance on Job Satisfaction and Their Impact on 

Organizational Citizenship Behavior. Journal of Syntax Admiration, 5(4), 

1334-1352. 

Endeka, R. F., Rumawas, W., & Tumbel, T. (2020). Worklife Balance and 

Compensation on Employee Job Satisfaction at PT Hasjrat Abadi 

Kotamobagu Branch. Productivity, 1(5), 4436-440. 

Nawarcono, W. N., & Setiono, A. (2021). The Effect of Work-Life Balance on Job 

Satisfaction. Economics and Business Review, 16(2). 

Yanti, T. A., & Meutia, Z. (2024). The influence of work life balance on employee 

job satisfaction. Price Journal: Economics and Accounting, 2(2), 98-105. 

http://dx.doi.org/10.30813/bmj.v18i1.3092


International Journal of Finance and Business Management (IJFBM)  
Vol. 2 No. 4, 2023: 343 - 358 
                                                                                           

  357 

 

Scanlan, J. N., & Still, M. (2019). Relationships between burnout, turnover 

intention, job satisfaction, job demands and job resources for mental health 

personnel in an Australian mental health service. BMC health services 

research, 19, 1-11. 

Bulińska-Stangrecka, H., & Bagieńska, A. (2021). The role of employee relations 

in shaping job satisfaction as an element promoting positive mental health 

at work in the era of COVID-19. International journal of environmental 

research and public health, 18(4), 1903. 

Hünefeld, L., Gerstenberg, S., & Hüffmeier, J. (2020). Job satisfaction and mental 

health of temporary agency workers in Europe: a systematic review and 

research agenda. Work & stress, 34(1), 82-110. 

Nimas Sayekti, L. (2019). The Influence of Work Life Balance and Work 

Engagement on Employee Performance with Job Satisfaction as an 

Intervening Variable at PT. Antam Tbk Head Office. 52(1), 1–5. 

Sipayung, I., et al. (2023). THE IMPACT OF WORK-LIFE BALANCE AND 

EMPLOYEES' MENTAL HEALTH ON PERFORMANCE AND JOB 

SATISFACTION DURING THE COVID-19 PANDEMIC (LITERATURE 

STUDY). Budgeting: Journal of Management, Accounting and Resources. 

1(1). Pp. 21-27 

Afifah, T., Musadieq, M. A., &Administration, F. I. (2017). The influence of job 

satisfaction on work motivation and its impact on performance (study of 

employees of PT Pertamina Geothermal Energy, Jakarta head office). 

Journal of Business Administration, 47(1), 122-129. 

Singh, S.P. (2016) "Impact of Work Motivation on Job Satisfaction of Teachers in 

Professional Education" Research Journal of Social Science & Management 

(RJSSM), 6(5), 90-96. 

Putra, R. S. (2020). Work life balance among female officials at a university in 

Indonesia. Ecopreneur. 12, 3(2), 119-128. 

Nurhalifah, E., Haryana, A., & Nurminingsih, N. (2021). The Influence of the 

Work Environment and Rewards on Work Motivation and Employee Job 

Satisfaction (Case Study of PT. Kaliaren Jaya Plywood Employees). 

Journal of Administration and Management, 11(2), 151-167. 

Wardhani, B. T., & Hasan, H. (2024). The Influence of Work Life Balance and 

Career Development on Employee Performance with Job Satisfaction as a 

Mediating Variable (Study of Employees at a Private University in 

Pekanbaru). Al Qalam: Journal of Religious and Social Sciences, 18(2), 

1018-1035. 

Tiffany, T. (2023). THE INFLUENCE OF WORK LIFE BALANCE, BURNOUT 

AND MENTAL HEALTH ON WORK MOTIVATION OF PANDAN 



Kurnia, Yohana, Usman 

358 
 

ARANG BOYOLALI HOSPITAL EMPLOYEES (Doctoral dissertation, 

Atma Jaya University Yogyakarta). 

Kurniasari, D. M., & Bahjahtullah, Q. M. (2022). THE INFLUENCE OF WORK 

LIFE BALANCE, WORK STRESS AND ISLAMIC WORK ETHICS ON 

THE PERFORMANCE OF MILLENNIAL EMPLOYEES IN THE COVID 

19 PANDEMIC WITH JOB SATISFACTION AS INTERVENING 

VARIABLE (CASE STUDY OF BANK BTN SYARIAH KC SOLO). 

NISBAH: Islamic Banking Journal, 8(1), 23-39. 

Aliasah, M. W. S., Abdullah, Z., & Shafee, S. (2020). The impact of the work-life 

balance on work motivation among the non-academic employees of public 

higher learning institutions in Malaysia. The Malaysian Journal of Social 

Administration, 14(2), 1-18. 

Kotera, Y., Green, P., & Sheffield, D. (2019). Mental Health Shame of UK 

Construction Workers: Relationship with Masculinity, Work Motivation, 

and Self-Compassion. Journal of Work and Organizational Psychology, 

35(2), 135–143. 

Hamid, Rahmad S., & Anwar, Suhardi M. (2019). VARIANT BASED Structural 

Equation Modeling (SEM): Basic Concepts and Applications with the 

SmartPLS 3.2.8 Program in Business Research. Jakarta: PT Indonesian 

Writers Incubator. ISBN: 978-602-53911-7-0. 

 


