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Abstract: Regional Public Company Tirta Tohlangkir is currently experiencing
difficulties in fostering optimal employee engagement, which stem from factors
such as excessive workloads, limited participation in organizational decision-
making, and a workplace atmosphere that impedes productivity. This study seeks to
examine the mediating function of job satisfaction in the relationship between
work-life balance and employee engagement within the organization. Employing a
purposive sampling method, the study involved 92 employees as research
participants. Data were collected through structured questionnaires and in-depth
interviews, then analyzed using both descriptive statistics and inferential analysis
through Structural Equation Modeling-Partial Least Squares (SEM-PLS).
The empirical results reveal that work-life balance significantly and positively
influences employee engagement. Furthermore, a well-maintained work-life
balance also enhances job satisfaction, which in turn significantly boosts employee
engagement. The analysis confirms that job satisfaction plays a mediating role in the
linkage between work-life balance and employee engagement. From a theoretical
standpoint, this research supports the relevance of social exchange theory in the
field of organizational behavior. Practically, the findings provide valuable insights
for developing strategies to improve employee engagement, particularly through
enhancing job satisfaction and achieving a better balance between professional and
personal life.
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INTRODUCTION

In the era of globalization, organizations are required to maintain a
competitive edge in order to sustain their operations. Achieving this requires
effective management of human resources (HR), as companies that successfully
cultivate competitive advantages and outperform their rivals are typically those
with strong HR practices (Asjari & Gunawan, 2022). As noted by Darmadi (2022), the
strategic management of human capital is a fundamental component in enhancing
competitiveness and securing long-term organizational success.

Human resources represent productive individuals who serve as the engine
behind organizational performance. As valuable organizational assets, they

necessitate ongoing training and development to optimize their potential (Yanwar
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et al., 2024). The extent to which an organization can accomplish its objectives is
largely dependent on the effectiveness of its human resources, whose contributions
are central to driving performance outcomes.

While sufficient infrastructure and financial capital are important, they are
not adequate on their own without skilled and capable human capital. As
organizations grow, the need for maximizing HR efficiency becomes even more
critical (Kamela et al., 2022). Hence, continuous development of human resources is
essential to improving both individual and collective effectiveness within the
organization (Yagien et al., 2022; Rahayu & Sutrischastini, 2022).

High-quality human resources are closely linked to organizational
achievement. Employees who are engaged tend to exhibit a strong sense of
awareness, enthusiasm, collaboration, and loyalty, which in turn enhances overall
productivity and commitment to organizational goals (Erwina & Amri, 2020;
Aprilianingsih & Frianto, 2022).

In recent years, employee engagement has emerged as a focal point in HR
management due to its direct correlation with organizational productivity and
sustainability (Chairunnisa et al., 2023). Modern organizations require employees
who are proactive, responsible, and dedicated to maintaining high performance
standards (Kharismawan & Hayati, 2022). However, research indicates that only a
small segment of the workforce consistently demonstrates genuine enthusiasm for
their jobs (Antony & Nainggolan, 2021), highlighting the need to explore key drivers
of engagement.

Employee engagement is conceptualized as a positive psychological
attachment to the organization, reflected in commitment, involvement, and loyalty
toward colleagues, leaders, and the organization as a whole (Chandra et al., 2024).
It represents a motivational state in which employees are driven to perform beyond
the minimum requirements (Tiong et al., 2023).

Grounded in Social Exchange Theory, the dynamic between employees and
their organizations is viewed as reciprocal. Employees who perceive that they are
supported and appreciated by their organization are more inclined to demonstrate
higher levels of engagement (Widyantari & Wibawa, 2024). Factors such as a well-
maintained work-life balance and elevated job satisfaction significantly strengthen
this relationship (Novitasari & Dessyarti, 2022).

Work-life balance, defined as an individual’s perceived equilibrium between

work and personal life roles, has been recognized as a significant determinant of
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employee engagement (Ramdhani & Rasto, 2021; Anjani & Murniyati, 2024). When
this balance is disrupted, employees may experience decreased focus and reduced
engagement (Yunandi, 2023; Siregar et al., 2022; Sopian et al., 2022; Wijayanto et al.,
2022).

Job satisfaction, meanwhile, refers to the level of contentment individuals
feel with their job roles (Baxi & Atre, 2024). Numerous studies have shown that job
satisfaction has a close relationship with engagement; satisfied employees are more
likely to adopt constructive work behaviors and contribute positively to
organizational outcomes (Arianti et al., 2020; Syafitri & Irayanti, 2022).

Regional Public Company Tirta Tohlangkir, a water service provider in
Karangasem Regency operating since 1976, currently serves more than 34,000
customers across eight service units with a workforce of 130 employees. The
majority of these employees work in field units and engage directly with the public.
This organizational structure significantly shapes levels of employee engagement.

Despite its vital public service role, Tirta Tohlangkir is confronted with issues
affecting employee engagement. High job demands, restricted opportunities for
employee participation in decision-making, and a workplace environment perceived
as unsupportive have negatively impacted key engagement dimensions, namely
vigor, dedication, and absorption.

Initial interviews suggest that current workplace conditions are not yet
conducive to fostering high engagement. This underlines the urgency of
investigating the factors that influence employee motivation, emotional
investment, and involvement. Accordingly, this research is designed to explore the
relationships between work-life balance, job satisfaction, and employee
engagement in the context of Tirta Tohlangkir.

To address these challenges, this study is titled: “The Mediating Role of Job
Satisfaction in the Effect of Work-Life Balance on Employee Engagement at the

Regional Public Company Tirta Tohlangkir.”

METHOD

This research adopts a quantitative causal-associative approach to
investigate the influence of work-life balance on employee engagement, with job
satisfaction positioned as a mediating variable, at Perumda Tirta Tohlangkir in
Karangasem Regency. This methodological framework was selected due to its
capacity to explain causal relationships among variables using quantitative data. The
study focuses on three core constructs: work-life balance as the independent
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variable, employee engagement as the dependent variable, and job satisfaction as
the mediating variable. Each variable was operationalized through indicators
adapted from prior empirical studies (Sugiyono, 2019; Irawan & Bagyo, 2022;
Cahyadi, 2024).

The research population comprises all 130 employees of Perumda Tirta
Tohlangkir, from which a sample of 92 individuals was selected using purposive
sampling. Data collection was carried out through structured questionnaires and
interviews, employing a Likert scale to measure responses. Instrument validity was
assessed using Pearson correlation analysis, with all items demonstrating
acceptable validity. Reliability testing, conducted using Cronbach’s Alpha, revealed
coefficient values exceeding 0.60 for all variables—indicating that the instruments
used are both reliable and appropriate for data collection (Sugiyono, 2019).

To analyze the data, Structural Equation Modeling (SEM) was employed
using the Partial Least Squares (PLS) approach. This technique was used to assess
both direct and indirect relationships among the variables. The measurement model
was evaluated through tests of convergent validity, discriminant validity, and
composite reliability. The structural (inner) model was further analyzed to assess
path coefficients, and bootstrapping procedures were applied to evaluate the
significance of the hypothesized relationships. Additionally, a mediation analysis
was conducted to determine the extent to which job satisfaction significantly
mediates the effect of work-life balance on employee engagement (Hair et al., 2017;
Ghozali, 2021; Rahadi, 2023).

RESULTS AND DISCUSSION
Inferential Analysis Results

Inferential statistics, also known as inductive or probability statistics, refer to
analytical techniques used to evaluate the extent to which sample-based findings
can be generalized to a broader population. In alignment with the research
hypotheses, this study utilized inferential statistical analysis through the SmartPLS
3.0 software to test the proposed model and assess relationships among variables.

Inferential statistics served to interpret the data collected from a sample and
draw conclusions applicable to the entire population. Specifically, this analysis
aimed to validate hypotheses concerning the influence and mediation effects
among the study variables. To achieve this, the study employed Structural Equation
Modeling (SEM) based on the Partial Least Squares (PLS) approach, which is
particularly effective for handling complex models with latent constructs and
relatively small sample sizes.

Structural Equation Modeling based on Partial Least Square (SEM-PLS)
Figure 1. Structural Equation Model of the Research
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Source: Data processed in 2025

1) Evaluation of Measurement Model or Outer Model

(1) Convergent Validity

Table 1. Outer Loadings

¥2.1

¥2.2

Original

Sample T Statistics Values
X1. <- Work Life Balance 0.876 37,765 0.000
X2 <- Work Life Balance 0.892 28,275 0.000
X3 <- Work Life Balance 0.900 35,260 0.000
X4 <- Work Life Balance 0.884 41,172 0.000
X5 <- Work Life Balance 0.826 22,082 0.000
X6 <- Work Life Balance 0.841 23,252 0.000
X7 <- Work Life Balance 0.885 35,191 0.000
X8 <- Work Life Balance 0.868 29,179 0.000
X9 <- Work Life Balance 0.867 22,793 0.000
Y1 <- Employee Engagement 0.854 26,053 0.000
Y2 <- Employee Engagement 0.862 25,057 0.000
Y3 <- Employee Engagement 0.821 22,841 0.000
Y4 <- Employee Engagement 0.888 31,151 0.000
Y5 <- Employee Engagement 0.865 28,638 0.000
Y6 <- Employee Engagement 0.845 29,265 0.000
Y7 <- Employee Engagement 0.788 20,895 0.000
Y8 <- Employee Engagement 0.824 19,079 0.000
Y9 <- Employee Engagement 0.862 31,309 0.000
Z1 <- Job Satisfaction 0.765 15,233 0.000
Z2 <- Job Satisfaction 0.810 17,360 0.000
Z3 <- Job Satisfaction 0.880 26,170 0.000
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Original L. P

Sample T Statistics Values
Z4 <- Job Satisfaction 0.853 24,724 0.000
Z5 <- Job Satisfaction 0.831 18,139 0.000
Z6 <- Job Satisfaction 0.829 19,357 0.000
Z7 <- Job Satisfaction 0.834 17,404 0.000
Z8 <- Job Satisfaction 0.777 17,201 0.000
Z9 <- Job Satisfaction 0.827 20,100 0.000
Z10 <- Job Satisfaction 0.868 22,768 0.000

Source: Data processed in 2025
Referring to Table 1, the output indicates that all variables—work-life
balance, employee engagement, and job satisfaction have outer loading
values exceeding the threshold of 0.70. This confirms that each indicator
strongly reflects its respective latent construct. Therefore, it can be

concluded that the model satisfies the requirements of convergent validity,

and all three variables are considered valid in measuring the intended

constructs.

(2) Discriminant ValidityUsing Cross Loading
Table 2. Cross Loading Results

Work Life Balance  Employee Engagement Job satisfaction
X1 0.876 0.745 0.663
X2 0.892 0.721 0.688
X3 0.900 0.739 0.720
X4 0.884 0.715 0.683
X5 0.826 0.643 0.660
X6 0.841 0.685 0.678
X7 0.885 0.689 0.706
X8 0.868 0.684 0.753
X9 0.867 0.736 0.743
Y1 0.675 0.854 0.661
Y2 0.645 0.862 0.650
Y3 0.730 0.821 0.665
Y4 0.755 0.888 0.709
Y5 0.687 0.865 0.637
Y6 0.683 0.845 0.689
Y7 0.650 0.788 0.623
Y8 0.660 0.824 0.645
Y9 0.680 0.862 0.635
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Work Life Balance  Employee Engagement Job satisfaction

Z1 0.635 0.561 0.765
2 0.646 0.633 0.810
Z3 0.665 0.642 0.880
Z4 0.697 0.673 0.853
Z5 0.724 0.676 0.831
26 0.689 0.668 0.829
7 0.631 0.660 0.834
8 0.610 0.600 0.777
Z9 0.658 0.620 0.827
Z10 0.688 0.695 0.868

Source: Data processed in 2024

As presented in Table 2, the correlation values between each variable
and its respective indicators are greater than their correlations with other
constructs. Specifically, the indicators for work-life balance show stronger
correlations with the work-life balance construct than with the constructs of
employee engagement or job satisfaction. Similarly, the indicators for
employee engagement correlate more strongly with their intended
construct than with work-life balance or job satisfaction. The same pattern is
observed for job satisfaction, whose indicators exhibit the highest
correlation with the job satisfaction variable itself. These results confirm that
each indicator has the highest loading on its corresponding latent construct,
thereby supporting the discriminant validity of all variables in the model.

(3)Discriminant ValidityUsing Average Variance Extracted

Table 3. Average Variance Extracted Value

Research Variables AVE

Work-life balance 0.759
Employee engagement 0.716
Job satisfaction 0.686

Source: Data processed in 2024
Referring to Table 3, it can be observed that the Average Variance
Extracted (AVE) values for the variables work-life balance, employee
engagement, and job satisfaction all exceed the threshold of 0.50. This
indicates that each construct possesses an acceptable level of convergent
validity, thereby affirming that the measurement model demonstrates a
good level of construct validity.

(4) Composite Reliability
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Table 4 Composite reliability results

Variables Composite Cronbach's .
L Information
Reliability Alpha
Work-life balance 0.966 0.960 Reliable
Employee engagement 0.958 0.950 Reliable
Job satisfaction 0.956 0.949 Reliable

Source: Data processed in 2024

The composite reliability and Cronbach’s alpha values for the
variables of work-life balance, employee engagement, and job satisfaction all
exceeded the threshold of o0.70, indicating that the measurement
instruments used in this study possess high internal consistency.
Consequently, it can be concluded that the constructs demonstrate strong
reliability and are deemed appropriate for further analysis.

2) Structural Model or Inner Model Evaluation
Table 5.R-square

Variables R Square
Employee engagement 0.703
Job satisfaction 0.646

Source: Data processed in 2024
Q2=1-(1-R21)(1-R22)
=1-(1-0.703) (1- 0.646)
=1-0.105=0.895

The R-square value for employee engagement, which stands at 0.703,
indicates that 70.3% of the variance in employee engagement can be explained by
the combined influence of work-life balance and job satisfaction. The remaining
29.7% is attributed to other variables not included in the model. Similarly, the R-
square value for job satisfaction is 0.646, signifying that 64.6% of the variation in
job satisfaction is accounted for by work-life balance, while the other 35.4% is
influenced by factors outside the scope of this study.

Based on the Q-Square Predictive Relevance (Q?) criteria proposed by Latan
and Ghozali (2015: 80), which assess the predictive power of the structural
model, these values fall under the “very strong” category. This suggests that the
model possesses robust explanatory capability and high predictive relevance for
the studied constructs.

Hypothesis Testing
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Table 6. Hypothesis Testing

T
. iginal . .
Hypothesis Origina Statistic | P Information
Sample . values
\ Direct Influence
Work Lif Bal - Empl
or e alance-> mployee 0.526 4,249 0.000 | Accepted
engagement
Work-life balance-> Job satisfaction 0.803 15,353 0.000 | Accepted
tisfacti - Empl
Job satisfaction > mployee 0.355 3,107 0.002 | Accepted
engagement
| Indirect Influence
Work-life balance-> Job satisfaction ->
0.285 2,726 0.007 | Accepted
Employee engagement

Source: Data processed in 2024

The Effect of Work-Life Balance on Employee Engagement

Based on the analysis presented in Table 6, the relationship between work-
life balance and employee engagement yields a path coefficient of 0.526, with a t-
value of 4.249 (greater than the critical value of 1.96) and a p-value of 0.000 (less
than 0.05). These results confirm the acceptance of the hypothesis, indicating that a
well-maintained work-life balance significantly enhances employee engagement at
Perumda Tirta Tohlangkir.
The Effect of Work-Life Balance on Job Satisfaction

The influence of work-life balance on job satisfaction also shows a strong
positive result, with a coefficient of 0.803, a t-statistic of 15.353, and a p-value of
0.000—well below the significance threshold. These values support the hypothesis
that employees with a better work-life balance experience greater job satisfaction
at Perumda Tirta Tohlangkir.
The Effect of Job Satisfaction on Employee Engagement

Furthermore, the analysis demonstrates that job satisfaction positively
impacts employee engagement, with a coefficient of 0.355, a t-statistic of 3.107, and
a p-value of 0.002. These findings validate the hypothesis, suggesting that higher
job satisfaction contributes to increased employee engagement within the
organization.
The Mediating Role of Job Satisfaction

As shown in Table 6, job satisfaction mediates the relationship between
work-life balance and employee engagement with a coefficient of 0.285, a t-statistic

of 2.726, and a p-value of 0.007. This mediation is statistically significant and
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classified as partial mediation, indicating that job satisfaction serves as an indirect
pathway while the direct influence of work-life balance on engagement remains

substantial.

Discussion
Work-Life Balance and Employee Engagement

The results affirm that a well-maintained work-life balance plays a crucial role
in fostering employee engagement. Employees who perceive a balance between
their professional and personal lives are more likely to exhibit greater commitment
and involvement at work. A supportive work-life dynamic allows individuals to
maintain their health, rest adequately, and manage social and familial
responsibilities. These outcomes enhance focus, efficiency, and organizational
performance. This conclusion aligns with previous research by Siregar et al. (2022),
Sopian et al. (2022), Wijayanto et al. (2022), Ratnasari et al. (2023), Ambalika et al.
(2024), and Priyambodo et al. (2024), all of whom found a significant positive
relationship between work-life balance and employee engagement.
Work-Life Balance and Job Satisfaction

The study also confirms that work-life balance contributes significantly to job
satisfaction. Employees who feel that they can manage their professional duties
without compromising personal life report higher satisfaction levels. These findings
are consistent with those of Silaban & Margaretha (2021), Rony & Yulisyahyanti
(2022), Permadi et al. (2023), Indra & Rialmi (2022), Kurniasari & Bahjahtullah (2022),
and Suparman & Wirayudha (2023), who highlighted that a balanced lifestyle
enhances workplace contentment.
Job Satisfaction and Employee Engagement

Satisfied employees tend to demonstrate stronger emotional and
psychological investment in their work. The findings support the notion that job
satisfaction leads to increased engagement, resonating with the results of studies
by Halias & Prahara (2020), Utami (2021), Rachmawati et al. (2023), Ratnasari et al.
(2023), Sukmawati et al. (2024), and Widyantari & Wibawa (2024).
The Mediating Role of Job Satisfaction

Job satisfaction acts as a significant intermediary in the relationship between
work-life balance and employee engagement. This suggests that while work-life
balance has a direct influence, its indirect effect through increased job satisfaction

further strengthens employee engagement. These insights are consistent with
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findings by Siregar et al. (2022), Rachmawati et al. (2023), Sukmawati et al. (2024),
Wibowo & Munir (2023), and Atlennur & Arianto (2024).

Mediation Analysis

The use of PLS-SEM in this study enabled the exploration of mediation
effects. The direct effect of work-life balance on employee engagement was
statistically significant (t = 4.249, p < 0.05), indicating that engagement can be
influenced independently of the mediating variable. However, the indirect effect
through job satisfaction (t = 2.726, p = 0.007) further confirms its role as a partial
mediator, meaning that job satisfaction complements but does not fully account for

the relationship between work-life balance and engagement.

CONCLUSION

From the findings obtained, the following conclusions can be drawn:

1. Work-life balance has a significant and positive impact on employee
engagement, suggesting that employees who perceive better balance
between their work and personal lives tend to be more engaged in their
roles.

2. Work-life balance significantly enhances job satisfaction, indicating that
employees feel more content when their personal and professional lives are
in harmony.

3. Job satisfaction positively affects employee engagement, meaning that
content and satisfled employees are more likely to exhibit enthusiasm,
commitment, and loyalty to the organization.

4. Job satisfaction partially mediates the influence of work-life balance on
employee engagement, highlighting that fostering satisfaction through
balanced work-life practices can effectively enhance engagement levels.
These findings underscore the importance of integrating work-life initiatives

and satisfaction-driven strategies into organizational policies to sustain high

employee engagement.

LIST OF REFERENCES

Ambalika, N. K. A. D., Azzahra, H. A. I. S., Rahmayanti, P. L. D., & Ditha, I. G. A. T. L.
(2024). The Effect of Work-Life Balance, Internal Communication, and Rewards
on Employee Engagement and Employee Performance: A Study on Generation
Z. International Journal of Business, Law, and Education, 5 (2), pp. 1646-1654.

1270



Anjani, A. I, & Murniyati, D. (2024). Pengaruh Self Efficacy terhadap Kinerja
Karyawan dengan Work Life Balance sebagai Variabel Intervening (Studi pada
Pegawai Perempuan Di Kota Madiun). In SIMBA: Seminar Inovasi Manajemen,
Bisnis, dan Akuntansi, 6, hal. 1-15.

Antony, S., & Nainggolan, R. (2021. Analisis Pengaruh Faktor-Faktor Keterlibatan
Karyawan terhadap Produktivitas Organisasi pada ritel Alfamart dan Indomaret
kota Batam. In COMBInES-Conference on Management, Business, Innovation,
Education and Social Sciences, 1 (1), pp. 1971-1978.

Aprilianingsih, A., & Frianto, A. (2022). Pengaruh Job Demands dan Job Resources
terhadap Work Engagement pada Tenaga Kependidikan Universitas Wijaya
Kusuma Surabaya. Jurnal Ilmu Manajemen, 10 (1), hal. 173-184.

Arianti, W. P., Hubeis, M., & Puspitawati, H. (2020). Pengaruh Faktor Kepuasan Kerja
terhadap Employee Engagement di Perwiratama Group.Jurnal Manajemen
Teori dan Terapan, 13 (1), hal. 31-48.

Arianti, A. M., Soekemi, W., & Dewi, R. S. (2022). The Effect of Work Life Balance and
Compensation on Employee Performance through Employee Engagement as
Intervening Variable (Study on Married Women Employees That Have Children
in the Production Section of PT Sukuntex Spinning). Journal of Human Resource
and Sustainability Studies, 10, pp. 705-718.

Ariva, A. P., & Puspitadewi, N. W. S. (2022). Hubungan Keterikatan Karyawan
dengan Persepsi Kinerja Karyawan PT. X di Masa Pandemi Covid-19. Character
Jurnal Penelitian Psikologi, 9 (7), hal. 34-46.

Asjari, S. N., & Gunawan, A. W. (2022). Pengaruh Work Life Balance, Internal
Communication dan Transformational Leadership terhadap Employee
Performance dengan Employee Engagement sebagai Variable Mediasi. Journal
Transformation of Mandalika, 3 (1), hal. 168-190.

Atlennur, D., & Arianto, T. (2024). Pengaruh Work Life Balance terhadap Employee
Engagement dan Kepuasan Kerja sebagai Variabel Intervening (Studi Kasus
Karyawan Daihatsu Bengkulu). Jurnal Entrepreneur dan Manajemen Sains
(JEMS), 5 (1), hal. 93-107.

Azdanal, M. R., Zamzam, F., & Rostiati, N. (2021). Pengaruh Work Life Balance Iklim
Organisasi dan Reward Masa Pandemi terhadap Kepuasan Kerja. Integritas
Jurnal Manajemen Profesional (IJMPRO), 2 (2), hal. 235-248.

Badrianto, Y., & Ekhsan, M. (2021). Pengaruh Work-life Balance terhadap Kinerja
Karyawan yang di Mediasi Komitmen Organisasi. Jesya (Jurnal Ekonomi dan
Ekonomi Syariah), 4 (2), hal. 951-962.

Baxi, D. B., & Atre, D. (2024). Job Satisfaction: Understanding the Meaning,
Importance, and Dimensions. Journal of Management & Entrepreneurship, 18
(2), pp- 34-40.

Budiasa, I. K. (2021). Beban Kerja dan Kinerja Sumber Daya Manusia. CV. Pena
Persada

Cahyadi, A. (2024). Job Crafting dan Meaningful Work dalam Konstruksi Pemodelan
Employee Engagement. Jurnal llmiah Mahasiswa Ekonomi Manajemen, 9 (2),
hal. 356-368.

1271



Chairunnisa., Aji, F., & Wijaya, A. N. (2023). Keterlibatan Karyawan: Penelusuran
Literature. Psikologia: Jurnal Pemikiran dan Penelitian Psikologi, 18 (2), hal. 148-
163.

Chandra, A,, Palendeng, I. D., & Kojo, C. (2024). Pengaruh Beban Kerja dan Employee
Engagement terhadap Produktivitas Kerja Karyawan dengan Integritas sebagai
Variabel Moderasi pada PT. Matahari Department Store, Tbk-Megamall
Manado. Jurnal EMBA: Jurnal Riset Ekonomi, Manajemen, Bisnis dan
Akuntansi, 12 (4), hal. 109-119.

Darmadi. (2022). Strategi Manajemen Sumber Daya Manusia Dalam Meningkatkan
Keunggulan Kompetitif. Equator Journal of Management and Entrepreneurship,
10 (2), hal. 85-92.

Erwina., & Amri. (2020). Analisis Employee Engagement melalui Dimensi Vigor,
Dedication dan Absorption pada PT. Sumber Graha Sejahtera di Kabupaten
Luwu. JEMMA (Journal of Economic, Management and Accounting), 3 (2), hal.
173-180.

Febriansyah, H., & Ginting, H. (2020). Dimensi employee engagement. Jakarta:
Prenad.

Garcia-Salirrosas, E. E., Rondon-Eusebio, R. F., Geraldo-Campos, L. A., & Acevedo-
Duque, A. (2023). Job Satisfaction in Remote Work: The Role of Positive
Spillover from Work to Family and Work-Life Balance. Behavioral Sciences, 13
(11), pp. 1-22.

Ginting, G., & Siagian, V. (2021). Pengaruh Motivasi dan Lingkungan Kerja terhadap
Kepuasan Kerja Guru di Sekolah Adent Air Bersih Medan Saat Pandemi Covid-
19. Jurnal llmiah Manajemen Ubhara, 3 (2), hal. 96-107.

Ghozali, I. (2021). Structural Equation Modeling Dengan Metode Alternatif Partial
Least Squares (PLS). Semarang: Badan Penerbit Universitas Diponegoro.

Ghozali, M. 1., & Ekhsan, M. (2023). Peran Employee Engagement sebagai Mediator
pada Pengaruh Budaya Organisasi terhadap Kepuasan Kerja PT. S A. Dynamic
Management Journal, 7 (3), hal. 435- 449.

Hair, J., Hult, G., Ringle, C., & Sarstedt, M. (2017). A Primer on Partial Least Squares
Structural Equation Modeling (PLS-SEM) (Second Edition). Thousand Oaks:
SAGE.

Halias, D. S., & Prahara, S. A. (2020). Kepuasan Kerja dengan Employee Engagement
pada Driver Ojek Online. Psyche 165 Journal, 13 (1), hal. 95-100.

Indra, F. J., & Rialmi, Z. (2022). Pengaruh Work-Life Balance, Burnout, dan
Lingkungan Kerja terhadap Kepuasan Kerja Karyawan (Studi Kasus pada
Karyawan PT Meka Eduversity Komunikasi). Jurnal Madani: lIlmu Pengetahuan,
Teknologi, dan Humaniora, 5 (2), hal. 90-99.

Irawan, H., & Bagyo, Y. (2022). Pengaruh Organizational Culture, Emotional
Intelligence, dan Social Intelligence terhadap Employee Engagement (Studi
pada Karyawan Bagian Non-Medis RSU Universitas Muhammadiyah
Malang). Bisman (Bisnis dan Manajemen): The Journal of Business and
Management, 5 (3), hal. 366-386.

1272



Istigomah., & Hardew, A. K. (2024). Dinamika Employee Engagement pada
Perusahaan Biro Psikologi. Psikoborneo: Jurnal Imiah Psikologi, 12 (2), hal. 196-
204.

Kamela, I., Yuhelmi, Y., Trianita, M., & Febriyantama, E. (2022). Analisis Faktor yang
Mempengaruhi Keterikatan Kerja Karyawan di Provinsi Bangka Belitung. Jurnal
Ekobistek, 11 (4), hal. 284-289.

Kanda, A. S., & Mariah, S. (2024). Analisis Dampak Minimnya Tenaga Kerja terhadap
Kepuasan Kerja dan Motivasi Kerja Karyawan Midun Brothers. Journal of
Student Research, 2 (1), hal. 307-317.

Kasbuntoro, D. I., Maemunah, S., Mahfud, 1., Fahlevi, M., & Parashakti, R. D. (2020).
Work-Life Balance and Job Satisfaction: a Case Study of Employees on Banking
Companies in Jakarta. International Journal of Control and Automation, 13 (4),
PP- 439-451.

Kharismawan, I. L., & Hayati, K. (2022). Pengaruh Kompensasi dan Kepercayaan
terhadap Keterikatan Karyawan pada Perusahaan E-Commerce di
Bandarlampung. Jurnal Bisnis dan Manajemen, 18 (2), hal. 100-116.

Kose, S., Baykal, B., Kdse, S., Cuhadar, S. G., Turgay, F., & Bayat, I. K. (2021). Role of
personality traits in work-life balance and life satisfaction. Eurasia Business and
Economics Society Conference (pp. 279-295). Switzerland: Springer.

Kurniasari, D. M., & Bahjahtullah, Q. M. (2022). Pengaruh Work Life Balance, Stres
Kerja dan Etika Kerja Islam terhadap Kinerja Karyawan Milenial di Masa Pandemi
Covid 19 dengan Kepuasan Kerja sebagai Variabel Intervening (Studi Kasus Bank
BTN Syariah KC Solo. NISBAH: Jurnal Perbankan Syariah, 8 (1), hal. 23-39.

Kurniawan, R., & Abadiyah, R. (2020). The Influence of Organizational Support,
Leader Member Exchange, and Work Stress on Employee Performance With
Employee Engagement as Intervening Variables. Academia Open, 3, 10-21070.

Listiara, A., & Shafira. (2017). Perbedaan kepuasan kerja pada karyawan berdasarkan
usia dan masa kerja. Jurnal Empati, 6(1), 396-400.

Mardiani, 1. N., & Widiyanto, A. (2021). Pengaruh Work-Life Balance, Lingkungan
Kerja dan Kompensasi terhadap Kinerja karyawan PT Gunanusa
Eramandiri. Jesya (Jurnal Ekonomi dan Ekonomi Syariah), 4 (2), hal. 985-993.

Mehrad, A., Fernandez-Castro, J., & de Olmedo, M. P. G. G. (2020). A Systematic
Review of Leadership Styles, Work Engagement and Organizational
Support. International Journal of Research in Business and Social Science, 9 (4),
pp. 66-77.

Muhdini. H. (2020). Konsep Employee Engagement dan Penguatan Motivasi Kerja
Karyawan. Kuningan: Goresan Pena.

Niza, U., & Putra, M. S. (2024). Pengaruh Perceived Organizational Support dan
Employee Engagement terhadap Employee Well-Being. E-Jurnal Manajemen, 13
(8), hal. 1292-1312.

Novitasari, I. A., & Dessyarti, R. S. (2022). Pengaruh Work-Life Balance terhadap
Turnover Intention dengan Employe Engagement sebagai Variabel Intervening
(Studi pada Karyawan PO Jaya Ponorogo). Edunomika, 6 (1), hal. 1-18.

Nurjana, N., Sry, R., & SUMARNI, S. (2023). The Effect of Work-Life Balance on
Employee’s Job satisfaction and Work Motivation as Intervening Variable on

1273



Head Office PT Perkebunan Nusantara VI. ASEAN Entrepreneurship Journal
(AEJ)r 9 (1)’ PP- 61-72.

Panjaitan, H., Eryanto, H., & Suherdi, S. (2023). Analisis Sistem Work Life Balance
pada Pegawai X. Jurnal Media Administrasi, 8 (1), hal. 103-115.

Permadi, I. K. O., Diputra, I. K. S., & Sanjiwani, P. A. P. (2023). The Effect of Work-Life
Balance and Workload on Job Satisfaction to Affect Nurse
Performance. Ekonomis: Journal of EconomiN and Business, 7 (2), pp. 884-891.

Perumda Tirta Tohlangkir Kabupaten Karangasem, Retrieven From Perumda Tirta
Tohlangkir www.tirtatohlangkir.karangasemkab.go.id ,diakses 26 Maret 2025

Priyambodo, K., Suardhika, I. N., & Widnyana, W. (2024). The Role of Employee
Engagement as Mediation on the Effect of Work Life Balance and
Organizational Climate on Employee Performance at PT. Anugerah Agung Alami
Bali. Journal of EconomiN, Finance and Management Studies, 7 (7), pp. 4648-
4657.

Puryana, P. P., & Ramdani, T. A. (2020). Pengaruh Work Life Balance dan Work
Capability terhadap Kinerja Karyawan pada PT. Bakti Adikarya
Sejahtera. Prosiding FRIMA (Festival Riset [Imiah Manajemen dan Akuntansi),
(3), hal. 720-747.

Putri, S. W., & Frianto, A. (2023). Pengaruh Work-Life Balance terhadap Kinerja
Karyawan melalui Komitmen Organisasi. Jurnal Ilmu Manajemen, 11 (2), hal. 293-
305.

Pouluse, S., & N, S. (2014). Work-Life Balance: A Conceptual Review. International
Journal of Advance in Management and Economics, 3, 1-17.

Rachmawati, A. M., Saptandari, P., & Setijaningrum, E. (2023). The Influence of Job
Satisfaction on Employee Engagement with Trust as aModeration Variable in
Employees in Private Education X Surabaya. JENIUS, 6 (3), pp. 637-648.

Rahadi, D. R. (2023). Pengantar Partial Least Squares Structural Equation Modeling
(PLS-SEM). Lentera llmu Madani.

Rahayu, Y. R., & Sutrischastini, A. (2022). Faktor-Faktor Yang Mempengaruhi Kinerja
Karyawan pada PT. Smart Talenta Multitama. Jurnal Riset Akuntansi dan Bisnis
Indonesia, 2 (1), hal. 69-88.

Ramdhani, D. Y., & Rasto. (2021). Keseimbangan Kehidupan Kerja (Work Life
Balance) sebagai Faktor yang Mempengaruhi Kinerja Karyawan. Jurnal
MANAJERIAL, 20 (1), hal. 98-106.

Ratnasari, S. D., Widitama, M. R., & Sunarto. (2023). Employee Engagement
Memediasi Pengaruh Work Life Balance dan Kepuasan Kerja terhadap Intention
to Leave. Ekonika: Jurnal Ekonomi Universitas Kadiri, 8 (1), hal. 101-118.

Rony, Z. T., & Yulisyahyanti. (2022). The Influence of Work-Life Balance and Burnout
on Job Satisfaction. International Journal of Environmental, Sustainability, and
Social Science, 3 (1), pp. 161-168.

Rumangkit, S. (2020). Peran Employee Engagement pada Organizational Citizenship
Behavior. In Prosiding Seminar Nasional Darmajaya, 1, hal. 63-67.

Santoso, A. B., & Yuliantika, R. (2022). Pengaruh Kepuasan Kerja dan Kompensasi
terhadap Intention to Stay. Jurnal Ilmiah Manajemen, Ekonomi, & Akuntansi
(MEA), 6 (3), hal. 1407-1422.

1274



Sapta, I. K. S., Muafi., Setini, N. M. (2021). The Role of Technology, Organizational
Culture, and Job Satisfaction in Improving Employee Performance during the
Covid-19 Pandemic. Journal of Asian Finance, EconomiN and Business, 8 (1), pp.
495-505.

Sawitri, N. N. (2024). The Effect of Work-Life Balance, Employee Engagement and
Training on Job Satisfaction and Employee Performance. Greenation
International Journal of Tourism and Management, 2 (1), pp. 53-68.

Shelar, S., & Khatke, A. (2021). Effectiveness of Work Life Balance towards Employee
Engagement in Hospitals with Special Reference to Pune. PalArch's Journal of
Archaeology of Egypt/Egyptology, 18 (10), pp. 481-493.

Silaban, H., & Margaretha, M. (2021). The Impact Work-Life Balance toward Job
Satisfaction and Employee Retention: Study of Millennial Employees in Bandung
City, Indonesia. International Journal of Innovation and Economic
Development, 7 (3), pp. 18-26.

Siregar, T., Nasution, H., & Absah, Y. (2022). Analysis of the Effect of Work-Life
Balance on Employee Engagement Employees PT. XYZ. International Journal of
Research and Review, 9 (7), pp- 327- 336.

Sopian, K., Hidayati, T., & Kusumawardani, A. (2022). Effect of Work-Life Balance on
Employee Engagement in Increasing Employee Performance. American Journal
of Humanities and Social Sciences Research (AJHSSR), 6 (3), pp. 156-162.

Sucahyowati, H., & Hendrawan, A. (2020). Pengaruh Employee Engagement
terhadap Kinerja Karyawan pada PT MK Semarang. Jurnal Sains Teknologi
Transportasi Maritim, 2 (2), hal. 9-15.

Sugiyono. (2019). Metode Penelitian Kuantitatif, Kualitatif, dan R&D. Bandung:
Alfabeta.

Sukmawati, D., Priambodo, E. A., & Ishak, G. (2023). The Effect of Job Satisfaction
and Work Life Balance on Employee Engagement at PT Pelayaran Bahtera
Adhiguna. Journal Management and Leadership, 7 (1), pp. 63-75.

Sunyoto, D. (2023). Pertukaran Sosial Dan Teori Pendukung (Asumsi-Konsep-Kritik).
Purbalingga: Eureka Media Aksara.

Sunyoto, D., & Kalijaga, M. A. (2022). Buku Referensi Teori Pertukaran Sosial Dalam
Perilaku Kelompok. Purbalingga: Eureka Media Aksara.

Suparman, Z. A., & Wirayudha, A. (2023). Pengaruh Beban Kerja terhadap Kepuasan
Kerja dengan Work Life Balance sebagai Variabel Intervening. Jurnal Riset
Manajemen dan Bisnis, 3 (2), hal. 122-130.

Suryani, N. K. (2022). Kepuasan Kerja: Pengaruhnya dalam Organisasi: Tinjauan
Teoritis dan Empiris. Jurnal Imagine, 2 (2), hal. 71-77.

Sutrisno, E. (2019). Manajemen Sumber Daya Manusia. Edisi 10. Jakarta: Kencana
Prenadamedia Group.

Sutrisno, S., Herdiyanti, H., Asir, M., Yusuf, M., & Ardianto, R. (2022). Dampak
Kompensasi, Motivasi dan Kepuasan Kerja terhadap Kinerja Karyawan di
Perusahaan: Review Literature. Management Studies and Entrepreneurship
Journal (MSEJ), 3 (6), hal. 3476-3482.

Syafitri, R. A., & lIryanti, E. (2022). Pengaruh Disiplin Kerja dan Kepuasan Kerja
melalui Work Engagement terhadap Kinerja Karyawan Kantor Pos Cabang

1275



Utama Surabaya 60000. Management Studies and Entrepreneurship Journal
(MSEJ), 3(5), hal. 2620-2627.

Thibaut, J. W., & Kelley, H. H. (1959). The social psychology of groups. John Wiley.

Tiong, P., Sumaryo, P., Dalle, M. Y., & Latif, A. (2023). Pengaruh Kompetensi dan
Pengembangan Karir terhadap Kinerja Karyawan pada PT. Hadji Kalla Cabang
Urip Sumohardjo Makassar dengan Employee Engagement sebagai Variabel
Intervening. Jurnal Metaverse ADPERTISI, 2 (2), hal. 43-51.

Utami, S. (2021). Pengaruh Quality of Work Life dan Kepuasan Kerja terhadap
Employee Engagement PT. Kereta Api Indonesia (Persero) Medan. Jurnal Ilmiah
Kohesi, 5 (3), hal. 96-101.

Wibowo, M. A., & Munir, A. (2023). Pengaruh Work Life Balance terhadap Employee
Engagement dengan Kepuasan Kerja sebagai Variabel Intervening Pada Guru
SMK Swasta Kota Salatiga. Excellent, 10 (1), hal. 67-86.

Widyantari, N. N. S. A., & Wibawa, I. M. A. (2024). Peran Kepuasan Kerja Memediasi
Pengaruh Quality of Work Life terhadap Employee Engagement. E-Jurnal
Manajemen, 13 (3), hal. 410-428.

Wijayanto, P., Suharti, L., & Chaniago, R. (2022). Pengaruh Work Life Balance
terhadap Employee Engagement dan Dampaknya terhadap Turn-Over
Intentions dengan Job CharacteristiN debagai Pemoderasi (Studi pada
Karyawan Generasi Y di Indonesia). Jurnal Ekonomi Pendidikan Dan
Kewirausahaan, 10 (1), hal. 83-98.

Wulansari, O. D. (2023). Studi Literatur: Faktor-Faktor yang Mempengaruhi Work-
Life Balance. Psychopreneur Journal, 7 (1), hal. 15-28.

Yagien, N., Chamariyah., & Hartati, C. S. (2022). Pengaruh Kemampuan Kerja dan
Disiplin kerja Terhadap Kinerja Pegawai Kecamatan Ganding Kabupaten
Sumenep Yang Dimediasi Oleh Profesionalisme. EKONOMIKA45: Jurnal limiah
Manajemen, Ekonomi Bisnis, Kewirausahaan, 9 (2), 67-85.

Yanwar, A. S., Wolor, C. W., & Marsofiyati, M. (2024). Analisis Pengembangan Karir
Karyawan di PT Honest Financial Tecnologies. Sammajiva: Jurnal Penelitian
Bisnis dan Manajemen, 2 (1), hal. 1-12.

1276



