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ABSTRACT: In a dynamic and demanding academic environment, achieving optimal work-life balance is crucial for the well-

being and performance of faculty members. This research investigates the determinants of work-life balance among lecturers and 

explores the mediating role of work engagement in influencing lecturer performance. The study employs a quantitative method with 

a systematic review. A questionnaire-based survey was designed to test the model based on a dataset from 98 private lecturers in 

Banten. The partial results indicate that Work-Life Balance (WLB) and Work Engagement (WE) have a positive and significant 

impact on Lecturer Performance (EP). The research also reveals that WE plays a crucial mediating role, influencing the relationship 

between work-life balance and lecturer performance. This study is one of the few that explores the interconnections among WLB, 

Lecturer Performance, and Work Engagement (WE) as a crucial mediating variable. 
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INTRODUCTION 

With the advancement of technology, the world has undergone globalization, creating high levels of competition among various 

organizations. These organizations adopt diverse strategies to achieve success and confront the intense competition (Dilhani & 

Dayarathna, 2017). Dynamics of change in the higher education environment demand adaptation in workforce skills. Therefore, 

efforts to enhance and develop new knowledge and skills within the workforce become a necessity pursued by universities to achieve 

their goals. (Menon & Suresh, 2021). Therefore, the balance of well-being among lecturers can enhance their own performance. 

Currently, this era is actively seeking solutions to enhance operational efficiency and productivity within organizations (J. Kim et 

al., 2022). According to research findings Angin & Saragih (2021), organizations make strenuous efforts to improve their 

performance in order to compete effectively. In facing this competition, managers encounter various challenges that need to be 

overcome. One common strategy employed by organizations is to provide the necessary job resources for employees, such as 

support. This type of support not only helps foster positive emotions among employees but also provides valuable reasons for them 

to engage fully in their work (Aldabbas et al., 2021). 

Work-life balance is a crucial issue for every employee, whether in government agencies or private sector, especially in Indonesia. 

Organizations that can balance work and life are better prepared to address challenges stemming from multicultural and global 

markets. Therefore, these organizations gain a competitive advantage compared to those that are not sensitive and do not diversify 

in issues related to work-life balance for their employees (Keino & Kithae, 2016). This is because there will be a decrease in 

productivity and employee performance if an organization does not carefully consider and manage the work-life balance of its 

employees. In fact, nowadays, employees emphasize work-life balance more than just income, especially as many workplaces are 

now filled with the millennial generation that values job flexibility and is closely connected to technology. The important implication 

of this emerging behavior for achieving high company and employee performance is that companies must implement work-life 

balance policies to motivate employees and encourage their commitment to work optimally for the company (Wolor et al., 2020). 

Rachmadini & Riyanto (2020) argue that the conflict between work and family has tangible consequences. It significantly affects 

the quality of family life and career achievements for both men and women. Work-life balance is a crucial phenomenon that garners 

significant attention from various employees in both the private and public sectors. It goes beyond simply prioritizing one's work 

and personal life roles. It also influences the social, psychological, economic, and mental well-being of individuals. All these aspects 
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are reflected in individual outcomes, which affect long-term workplace performance. Work-life balance has been proven to have 

implications on attitudes, behaviors, well-being, and organizational effectiveness. (Obiageli et al., 2015). 

The research findings by Sabir & Cura (2021) indicate that academic professionals indeed face challenges in achieving work-life 

balance in their careers. These challenges appear to be more pronounced for employees in private universities compared to those in 

public institutions. Public university employees tend to experience a better work-life balance, although the level of work-life balance 

culture in public universities may not be considered satisfactory. These results underscore the importance of understanding the 

dynamics of work-life balance in the academic context, as it can impact the mood, focus, and actions of employees in the workplace. 

(Angin & Saragih, 2021). Work-life balance is more than just prioritizing one's work and personal roles in life. It also influences 

the social, psychological, economic, and mental well-being of individuals. All of these aspects are reflected in individual outcomes, 

which impact long-term workplace performance (Salolomo & Agbaeze, 2019). 

The research gap, according to Ardiansyah & Surjanti (2020)suggests that the variables of work-life balance and performance do 

not have a relationship.. According to the study by Riyanto et al. (2021), employee engagement indeed does not have a direct impact 

on employee performance. In a recent study within a large company, the inability to balance work and personal life, coupled with 

family life, was tied to compensation as the primary reason employees cited for their potential inclination to leave the company (Hill 

et al., 2001). According to the research by Moghaddam et al. (2022), it is shown that factors related to work-life balance not only 

have a direct effect but also indirectly influence work-life balance through emotional intelligence. Therefore, work-life balance is 

crucial for employees in a company, as it is influenced by factors that have both direct and indirect effects, particularly through 

emotional intelligence. 

The knowledge gap addressed by this research revolves around an incomplete understanding of the direct impact of work-life 

balance on employee performance and the mediating role of Work Engagement. Therefore, this study aims to bridge existing 

knowledge gaps by empirically investigating the impact of work-life balance on lecturer performance in Banten. The researchers 

also collaborate with other scholars in an effort to uncover the effects of work-life balance on lecturer performance in Banten. 

 

LITERATURE REVIEW 

Work life Balance 

Fundamentally, work-life balance plays a significant role for every employee, indicating that employees achieve a balanced quality 

of life between work and personal life (Anugrah & Priyambodo, 2021). Research by Mercado (2019) describes work-life balance 

as a concept with three related components: "Time balance," "Engagement balance," and "Satisfaction balance." Work-life balance 

provides an indication of support for employees' efforts to manage their time and energy among family, work, and other essential 

aspects of their lives. Work-life balance plays a crucial role in selecting a healthy work environment and is closely related to 

maintaining a balance between personal and professional life  (Irfan et al., 2023). Work-Life Balance, according to Lukmiati et al. 

(2020), is an individual's ability to maintain a balance between work responsibilities and personal needs outside the scope of work. 

In this study, the indicators used, as explained by Ardiansyah & Surjanti (2020), include balancing responsibilities toward family 

or the company, allocating work time and other needs, maintaining a healthy social life outside the company, and setting aside time 

for hobbies. 

Work Engagement  

According to Kahn (1990), work engagement refers to a situation in which employees play an active role in their work, participating 

physically, emotionally, and cognitively to fulfill their tasks. Znidaršič & Marič (2021) explain that work engagement involves the 

emotional and psychological relationship between employees and their organizations. Therefore, work engagement has become a 

crucial topic in current human resource management, especially as it is closely related to organizational productivity. Work 

engagement, as described by Wajong et al. (2020), is a desirable psychological state, characterized by resilience and inclusive of 

positive performance behaviors. It encompasses enthusiasm, happiness, and effort driven by spirit, dedication, and absorption. 

Anaya et al. (2023) add that the balance between employees' work and personal life can enhance their level of engagement in their 

work. Rachmadini & Riyanto (2020) state that employee engagement is key to improving a company's success, as efficiency and 

productivity are essential prerequisites in facing intense market competition. 
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Employement Performance  

According to Abualoush et al. (2018), employee performance is defined as behavioral responses that reflect what employees have 

learned or been trained on, and it is a product of mental and psychological abilities. Performance is a stage of achievement as work 

accomplishment by an individual in an organization. Work performance in an organization is greatly influenced by three main 

factors: organizational support, managerial capability or effectiveness, and the performance of each individual working in that 

organization, where each unit in an organization has several divisions with individuals. According to Eliyana (2019), work 

achievement is influenced by organizational support, managerial capability, and the performance of each individual in the 

organization. Soomro et al. (2018)state that an employee's work results from their efforts as a reward for tangible and intangible 

benefits. In this context, research indicates that employees who enjoy greater participation in decision-making are more productive 

than those who do not. 

Conceptual Framework and Model Hypotheses 

The relationship between work-life balance and employee performance  

An organization that implements work-life balance stands to gain benefits such as increased employee productivity and the ability 

to address conflicts, leading to a more tranquil work environment. Additionally, companies may experience positive influences from 

the enhanced performance of employees (Anugrah & Priyambodo, 2021). According to Angin & Saragih (2021), simultaneously, 

work-life balance affects employee performance. According to Dilhani & Dayarathna (2017), it is revealed that leave arrangements, 

flexible work schedules, and supportive family employment policies have a positive impact on employee performance. It means 

that Work-Life Balance in an organization has a positive impact on the performance of its employees. Work-life balance programs 

implemented in a company are expected to improve the level of employee performance, thereby fostering enthusiasm for work 

among employees in fulfilling their tasks and responsibilities towards the company (Herlambang & Murniningsih, 2017). Employees 

who exert their best efforts for the company as a gesture of gratitude can contribute to improved performance. Therefore, employees 

with a high level of work-life balance can be highly productive and perform exceptionally well (Susanto et al., 2022). 

H1: It is suspected that there is a positive and significant influence of work-life balance on employee performance. 

The relationship between work life balance and work engagement 

According to the research by Mache et al. (2013) (cited in Anaya et al., 2023), it is also affirmed that family-friendly practices 

adopted by an organization have an impact on enhancing work engagement. Therefore, employees' ability, with organizational 

support, to achieve work-life balance is likely to lead to higher work engagement, increased commitment, and improved job 

performance (Anaya et al., 2023). According to Jaharuddin & Zainol (2019), engagement enables employees to become effective 

leaders who carry out their responsibilities. Therefore, a company with the right employee engagement conditions possesses a 

competitive advantage that is challenging for other companies in the market to replicate. 

H2: It is suspected that there is a positive and significant influence of work-life balance on work engagement. 

The relationship work engagement and employee performance 

Employees who feel engaged tend to be more motivated to perform their jobs well. They feel connected to the organization's goals 

and believe that their contributions have a meaningful impact (Lai et al., 2020). According to Barko et al. (2022), engaged employees 

tend to be more productive because they have high job satisfaction. They are more likely to work hard and stay focused on achieving 

organizational goals, leading to improved performance. According to Ismail et al. (2019), employee engagement and performance 

are correlated, as engaged employees are expected to exhibit better performance compared to their disengaged counterparts. 

Relevant research, as indicated by Rajabalee et al. (2020), suggests that engagement in a constructivist environment may be a 

predictor of better success than engagement in a classic behavioral e-learning model. 

H3: It is suspected that there is a positive and significant influence of work engagement on employee performance. 
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Figure 1. Theoretical Framework 

 

METHODOLOGY 

This study utilizes Structural Equation Modeling (SEM), enabling simultaneous analysis of a series of relationships and providing 

statistical efficiency. Structural Equation Modeling is employed to test research hypotheses (Ricardianto et al., 2020). Previous 

researchers have also noted the use of SEM models aided by the SmartPLS program (Akter et al., 2017). The data collection method 

in this study involves using a questionnaire through Google Forms (Kumarasamy et al., 2022). The research focuses on private 

lecturers in the Southern Banten region (Serang city, Serang district, Cilegon city, Lebak district, and Pandeglang district). The 

returned sample size is 98 lecturers. The measurement of all items is assessed on a six-point Likert scale ranging from 1 to 5, with 

categories including strongly disagree, disagree, uncertain, agree, and strongly agree (Wang et al., 2019).. Work-life balance is 

measured using 5 (five) items, engagement is measured using 4 (four) items, while employee performance is measured using 5 (five) 

items. 

 

RESULTS AND FINDING 

Results of Model Feasibility Testing (Inner Model) 

The three criteria used by the researcher in testing the data quality with SmartPLS to assess the outer model (data quality) are 

Convergent Validity, Composite Reliability, and Average Variance Extracted (AVE). Individual reflective measures are considered 

high if they correlate more than 0.70 with the measured constructs (Hair et al., 2011). The output of the measurement model can be 

seen in figure 2.  

Outer Model Result 

The SEM (Structural Equation Modeling) analysis using SmartPLS in this study is utilized to assess the relationships between the 

variables Work Life Balance, Engagement, and employee performance.  

 
Figure 2. Model Analysis Result 
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Based on Figure 2, the SmartPLS analysis results show that the factor loadings for the constructs of work motivation, job satisfaction, 

and craftsman performance exceed the required threshold, which is between 0.5 to 0.6. From this analysis, it can be concluded that 

each item has a factor loading value exceeding 0.5, indicating that all constructs, namely Work Life Balance, Engagement, and 

employee performance, have a high level of validity. 

Next, reliability evaluation can be conducted by observing the values of Composite Reliability and Average Variance Extracted 

(AVE). When the Composite Reliability values between constructs and their indicators achieve satisfactory results, surpassing 0.70, 

and the AVE values exceed 0.05, it can be inferred that reliability has been fulfilled. Details regarding the Composite Reliability 

and AVE results can be found in Table 1 below. 

 

Table 1. Composite Reliabilitiy and Average Variance Extracted (AVE) 

Variabel Composite 

Reliablitiy 

AVE 

Lecturer Performance (Y) 0,924 0,708 

WLB  (X2) 0,914 0,725 

WLB (X1) 0,909 0,667 

                 Source : The research results are processed 

  

Table 1 shows that the results of Composite Reliability and Average Variance Extracted (AVE) for each construct indicate good 

quality. These values align with Chin's perspective, stating that the results of Composite Reliability for each construct can be 

considered good and can be taken into account in the analysis to evaluate the relationships between constructs. This is because the 

obtained values exceed the established thresholds, which are more than 0.70 for Composite Reliability and more than 0.05 for AVE. 

Overall, the analysis results indicate that these variables have Composite Reliability and Average Variance Extracted values that 

surpass the thresholds, demonstrating good levels of reliability and average variability, and can be used in the subsequent stages of 

the research. 

To address the research hypotheses, the P-values are as follows:  

 

Tabel 2. Result For Inner WLBights 

Korelasi 

Orginal 

Sampel 

(O) 

Sampel 

Mean 

(M) 

Standar 

Deviation 
T. Statistics P Values 

WE– EP 0,649 0,650 0,079 8,258 0,000 

WLB - EP 0,374 0,368 0,074 5,002 0,000 

WLB– WE 0,456 0,467 0,095 4,802 0,000 

         Source : The research results are processed 

 

Based on the above Table 2 regarding hypothesis testing, it can be explained that: 

1. The hypothesis test results related to the impact of the Work-Life Balance (WLB) variable on Employee Performance (EP) yield 

a value of 0.374, as reflected in its path coefficient. Considering the t-value of 5.002, which exceeds the critical t-table value of 

1.960, and a P-value of 0.000, which is lower than the significance level of 0.05 (0.000 ≤ 0.05), it can be concluded that the 

influence is significant. This indicates a positive and significant partial effect of the WLB variable on EP, and thus, the first 

hypothesis can be accepted. 

2. The hypothesis test results regarding the direction of the influence of the Work-Life Balance (WLB) variable on Work 

Engagement (WE) show a path coefficient of 0.456. Considering the t-value of 4.802, which exceeds the critical t-table value of 

1.960, and a P-value of 0.000, which is smaller than the significance level of 0.05 (0.000 < 0.05), it can be concluded that the 

influence is significant. Therefore, it can be interpreted that there is a positive and significant effect of the WLB variable on 

Work Engagement (WE), and thus, the second hypothesis can be accepted. 
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3. The hypothesis test results regarding the direction of the influence of the Work Engagement (WE) variable on Employee 

Performance (EP) show a path coefficient of 0.649. Considering the t-value of 8.258, which exceeds the critical t-table value of 

1.960, and a P-value of 0.000, which is smaller than the significance level of 0.05 (0.000 < 0.05), it can be concluded that the 

influence is significant. Therefore, it can be interpreted that there is a positive and significant partial effect of the WE variable 

on Employee Performance (EP), and thus, the third hypothesis can be accepted. 

Mediation effect 

The indirect impact of the Work-Life Balance (WLB) variable on Employee Performance (EP) through Work Engagement (WE) 

can be observed in the following Table 3. 

 

Table 3. Indirect effect 

Korelasi  
Orginal 

Sampel (O) 

Sampel 

Mean 

(M) 

Standar 

Deviation 
T. Statistics c P Values 

WLB-WE -EP 0,296 0,302 0065070 4,576 0,000 

     Source : The research results are processed 

  

From the data in Table 3, it can be concluded that based on the results of the mediation calculation, the value is 0.296, as seen from 

the path coefficient. With a t-value of 4.576, which exceeds the critical t-table value of 1.960, and a P-value of 0.000, which is 

smaller than 0.05, it can be concluded that the influence is positive and significant. Therefore, it can be said that WLB significantly 

and positively influences EP through the improvement of WE. 

 

DISCUSSION 

The relationship between work life balance and employee performance 

The initial hypothesis in this study stated that when Work-Life Balance (WLB) is high, lecturer performance will improve. The test 

results show a positive and significant relationship between WLB and lecturer performance, thus confirming this hypothesis. This 

finding is consistent with the research conducted by Irfan et al. (2023), which states that performance is directly influenced by work-

life imbalance and has serious implications for employees, organizations, and society. Imbalance in work-life also impacts the 

quality of life and the careers of employees. Research by Benito-Osorio et al. (2014) indicates that work-life balance helps improve 

performance, ultimately enhancing productivity. If an organization provides adequate options for its employees to manage their 

work and family roles, the organization will have the opportunity to achieve higher levels of performance from its employees 

(Soomro et al., 2018).  

The relationship between work life balance and work engagement 

The second hypothesis in this study stated that if Work-Life Balance (WLB) is high, the level of job satisfaction will also increase. 

The test results show a positive and significant correlation between WLB and Work Engagement (WE), thus confirming this 

hypothesis. This finding indicates that work-life balance has a positive impact on work engagement. The results align with the 

research conducted by Jaharuddin & Zainol (2019), which also found a positive and significant influence between WLB and Work 

Engagement. Additionally, the study by Rachmadini & Riyanto (2020) suggests that employees' ability to achieve work-life balance 

with company support can lead to higher work engagement, greater commitment, and better work performance. 

The relationship between work engagement and employee performance 

The third hypothesis proposed in this study states that if Work Engagement (WE) is high, then the performance of craftsmen will 

also be higher. The test results indicate a positive and significant relationship between WE and the performance of craftsmen, 

confirming the acceptance of this hypothesis. This suggests that the driving force of human resources, namely the presence of Work 

Engagement, contributes to the improvement of craftsmen's performance. This finding aligns with research conducted by Hermawan 

et al. (2020) indicating that Work Engagement (WE) significantly influences employee performance. The importance of employee 

engagement is also highlighted, identifying various aspects that significantly affect employee performance (Anitha, 2014). Better 

employee engagement can enhance team performance within the organizational context. Organizational commitment and citizenship 
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behavior play a mediating role in the relationship between employee engagement and team performance (Uddin et al., 2019). 

Employee engagement has a significant impact on perceived well-being, which in turn enhances task performance (M. Kim & Kim, 

2020). Employee engagement has a significant and positive influence on organizational performance (Ahmed et al., 2020). 

The Relationship between WLB and Employee Performance through WE 

The results of the hypothesis testing on mediation indicate that the relationship between WLB and Employee Performance through 

WE is positively and significantly influential. This suggests that WLB towards the performance of private university lecturers in 

Banten through the variable WE will increase the performance of these lecturers. 

 

CONCLUSION 

The findings from this study indicate that Work-Life Balance (WLB) has a positive and significant impact on lecturers' performance, 

as well as a similarly significant influence on Work Engagement (WE). Furthermore, Work Engagement (WE) has also been proven 

to have a positive and significant effect on lecturers' performance. An interesting result is the ability of Work Engagement (WE) as 

a mediating variable in the relationship between Work-Life Balance (WLB) and lecturers' performance. The implication is that 

achieving a balance between work and personal life not only improves lecturers' direct performance but also through an increase in 

the level of work engagement. This underscores the importance of higher education management strategies that support work-life 

balance, not only to enhance direct productivity but also through employee engagement as a positive mediator in the relationship 

between Work-Life Balance (WLB) and lecturers' performance. These implications can assist in planning more effective human 

resource management policies and practices to enhance the well-being and performance outcomes of lecturers. 

 

REFERENCES 

1. Abualoush, S. H., Obeidat, A. M., Tarhini, A., Masa’deh, R., & Al-Badi, A. (2018). The role of employees’ empowerment 

as an intermediary variable between knowledge management and information systems on employees’ performance. VINE 

Journal of Information and Knowledge Management Systems, 48(2), 217–237. https://doi.org/10.1108/VJIKMS-08-2017-

0050 

2. Ahmed, T., Khan, M. S., Thitivesa, D., Siraphatthada, Y., & Phumdara, T. (2020). Impact of employees engagement and 

knowledge sharing on organizational performance: Study of HR challenges in COVID-19 pandemic. Human Systems 

Management, 39(4), 589–601. https://doi.org/10.3233/HSM-201052 

3. Akter, S., Wamba, S. F., & Dewan, S. (2017). Why PLS-SEM is suitable for complex modelling? An empirical illustration 

in big data analytics quality. Production Planning and Control, 28(11), 1011–1021.  

https://doi.org/10.1080/09537287.2016.1267411 

4. Aldabbas, H., Pinnington, A., & Lahrech, A. (2021). The influence of perceived organizational support on employee 

creativity: The mediating role of work engagement. Current Psychology, 42(8), 6501–6515.  

https://doi.org/10.1007/s12144-021-01992-1 

5. Anaya, A., Manajemen, D., Indonesia, U., Desiana, P. M., Manajemen, D., & Indonesia, U. (2023). Pengaruh Work from 

Home terhadap Work Engagement pada Karyawan yang Memiliki Anak : Peran Mediasi Work-life Balance dan Work 

Stress The Effect of Work from Home on Work Engagement of Employees with Children : Mediation Role of Work-Life 

Balance and Work S. 14(1), 1–14. https://doi.org/10.29244/jmo.v14i1.42430 

6. Angin, I. I. P., & Saragih, E. H. (2021). Pengaruh Work Life Balance terhadap Kinerja Karyawan Generasi X dan Y di 

Jakarta. Journal of Emerging Business Management and Entrepreneurship Studies, 1(1), 48–57.  

https://doi.org/10.34149/jebmes.v1i1.14 

7. Anitha, J. (2014). Determinants of employee engagement and their impact on employee performance. International Journal 

of Productivity and Performance Management, 63(3), 308–323. https://doi.org/10.1108/IJPPM-01-2013-0008 

8. Anugrah, P. G., & Priyambodo, B. A. (2021). Peran Work-Life Balance terhadap Kinerja Karyawan yang Menerapkan 

Work From Home ( WFH ) di Masa Pandemi COVID-19 : Studi Literatur. Fakultas Pendidikan Psikologi Universitas 

Negeri Malang, 19(April), 340–349. 

9. Ardiansyah, C. A., & Surjanti, J. (2020). Pengaruh Work Life Balance terhadap Kinerja Karyawan melalui Komitmen 

Organisasi pada Karyawan PT. Bhinneka Life Indonesia Cabang Surabaya. Jurnal Ilmu Manajemen, 8(4), 1211. 

https://doi.org/10.47191/ijcsrr/V7-i2-06
http://sjifactor.com/passport.php?id=20515
http://www.ijcsrr.org/
http://www.ijcsrr.org/


International Journal of Current Science Research and Review 

ISSN: 2581-8341   

Volume 07 Issue 02 February 2024 

DOI: 10.47191/ijcsrr/V7-i2-06, Impact Factor: 7.943  

IJCSRR @ 2024  

 

www.ijcsrr.org 

 

928  *Corresponding Author: Heri Sapari Kahpi                                                 Volume 07 Issue 02 February 2024 

               Available at: www.ijcsrr.org 

                                                                                              Page No. 921-929 

https://doi.org/10.26740/jim.v8n4.p1211-1221 

10. Barko, T., Cremers, M., & Renneboog, L. (2022). Shareholder Engagement on Environmental, Social, and Governance 

Performance. In Journal of Business Ethics (Vol. 180, Issue 2). Springer Netherlands. https://doi.org/10.1007/s10551-021-

04850-z 

11. Dilhani, W. G. N., & Dayarathna, N. (2017). Impact of Work Life Balance Practices on Employee Performance of Female 

Machine Operators on the Sri Lankan Apparel Sector. Human Resource Management Journal, 4. 

https://doi.org/10.31357/HRMJ.V4I1.2858 

12. Eliyana, A. (2019). Job satisfaction and organizational commitment effect in the transformational leadership towards 

employee performance. European Research on Management and Business Economics, 25(3), 144–150. 

https://doi.org/10.1016/j.iedeen.2019.05.001 

13. Hair, J., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: Indeed a silver bullet. Journal of Marketing Theory and Practice, 

19(2), 139–152. https://doi.org/10.2753/MTP1069-6679190202 

14. Herlambang, H. C., & Murniningsih, R. (2017). Pengaruh Worklife Balance Terhadap Kinerja Karyawan dengan Kepuasan 

Kerja sebagai Variabel Intervening. Prosiding 2nd Business and Economics Conference In Utilizing of Modern 

Technology, 558–566. https://doi.org/10.1057/9781137309341.0019 

15. Hermawan, H., Thamrin, H. M., & Susilo, P. (2020). Organizational Citizenship Behavior and Performance: The Role of 

Employee Engagement. Journal of Asian Finance, Economics and Business, 7(12), 1089–1097. 

https://doi.org/10.13106/JAFEB.2020.VOL7.NO12.1089 

16. Hill, E., Hawkins, A. J., Ferris, M., & Weitzman, M. (2001). Finding an Extra Day a Week: The Positive Influence of 

Perceived Job Flexibility on Work and Family Life Balance*. Family Relations, 50, 49–58. https://doi.org/10.1111/J.1741-

3729.2001.00049.X 

17. Ismail, H. N., Iqbal, A., & Nasr, L. (2019). Employee engagement and job performance in Lebanon: the mediating role of 

creativity. International Journal of Productivity and Performance Management, 68(3), 506–523.  

https://doi.org/10.1108/IJPPM-02-2018-0052 

18. Jaharuddin, N. S., & Zainol, L. N. (2019). The Impact of Work-Life Balance on Job Engagement and Turnover Intention. 

The South East Asian Journal of Management, 13(1). https://doi.org/10.21002/seam.v13i1.10912 

19. Keino, D. C., & Kithae, P. P. (2016). Effects of Work Life Balance on Staff Performance in the Telecommunication Sector 

in Kenya. Archives of Business Research, 4(1), 129–138. 10.14738/abr.41.1747 

20. Kim, J., Kim, S. I., & Lee, M. (2022). What to Sell and How to Sell Matters: Focusing on Luxury Hotel Properties’ Business 

Performance and Efficiency. Cornell Hospitality Quarterly, 63(1), 78–95. https://doi.org/10.1177/19389655211020254 

21. Kim, M., & Kim, J. (2020). Corporate social responsibility, employee engagement, well-being and the task performance 

of frontline employees. Management Decision, 59(8), 2040–2056. https://doi.org/10.1108/MD-03-2020-0268 

22. Kumarasamy, M. M., Hasbolah, F., Hamzah, H., Fazmi, K. N. M., & Omar, S. A. (2022). the Moderating Role of 

Organisational Support Towards Achieving a Good Work-Life Balance in the New Normal: a Malaysian Lecturers’ 

Perspective. International Journal of Business and Society, 23(2), 913–930. https://doi.org/10.33736/IJBS.4845.2022 

23. 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). https://doi.org/10.1177/2158244019899085 

24. Menon, S., & Suresh, M. (2021). Factors influencing organizational agility in higher education. Benchmarking, 28(1), 307–

332. https://doi.org/10.1108/BIJ-04-2020-0151 

25. Moghaddam, S. A., Tavakoli, A. M., Salajegheh, S., Mehdizadeh, S., & Shokoh, Z. (2022). Work-life balance in nurses 

working in hospital : a model with the mediating role of emotional intelligence. Social Determinants of Health, 8(1), 1–12. 

26. Obiageli, O. L., Uzochukwu, 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, 3(4), 63–77. 

27. Rachmadini, F., & Riyanto, S. (2020). The Impact of Work-Life Balance onEmployee Engagement in Generation Z. IOSR 

Journal Of Humanities And Social Science (IOSR-JHSS), 25(5), 62–66. https://doi.org/10.9790/0837-2505106266 

28. Rajabalee, B. Y., Santally, M. I., & Rennie, F. (2020). A study of the relationship between students’ engagement and their 

academic performances in an eLearning environment. E-Learning and Digital Media, 17(1), 1–20. 

https://doi.org/10.1177/2042753019882567 

https://doi.org/10.47191/ijcsrr/V7-i2-06
http://sjifactor.com/passport.php?id=20515
http://www.ijcsrr.org/
http://www.ijcsrr.org/


International Journal of Current Science Research and Review 

ISSN: 2581-8341   

Volume 07 Issue 02 February 2024 

DOI: 10.47191/ijcsrr/V7-i2-06, Impact Factor: 7.943  

IJCSRR @ 2024  

 

www.ijcsrr.org 

 

929  *Corresponding Author: Heri Sapari Kahpi                                                 Volume 07 Issue 02 February 2024 

               Available at: www.ijcsrr.org 

                                                                                              Page No. 921-929 

29. Ricardianto, P., Ikhsan, R. B., Setiawati, R., & Gugat, R. M. D. (2020). How to improve ship crew’s work effectiveness 

through the leadership style, work life balance and employee engagement in Indonesia national shipping. Management 

Science Letters, 10(2), 399–410. https://doi.org/10.5267/j.msl.2019.8.030 

30. Riyanto, S., Endri, E., & Herlisha, N. (2021). Effect of work motivation and job satisfaction on employee performance: 

Mediating role of employee engagement. Problems and Perspectives in Management, 19(3), 162–174. 

https://doi.org/10.21511/ppm.19(3).2021.14 

31. Sabir, R. A., & Cura, F. (2021). The Effects of Work - Life Balance on the Academic employees’ Performance, Motivation 

and Job Satisfaction among Private and Public Universities of Kurdistan Region. The Journal of Contemporary Issues in 

Business and Government, 27, 674–678. https://doi.org/10.47750/CIBG.2021.27.02.083 

32. Salolomo, B., & Agbaeze, E. (2019). Effect of work-life balance on performance of money deposit banks in south-south 

Nigeria. https://doi.org/10.5267/J.MSL.2019.1.009 

33. 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-02-2017-0018 

34. Susanto, P., Hoque, M. E., Jannat, T., Emely, B., Zona, M. A., & Islam, M. A. (2022). Work-Life Balance, Job Satisfaction, 

and Job Performance of SMEs Employees: The Moderating Role of Family-Supportive Supervisor Behaviors. Frontiers 

in Psychology, 13(June), 1–12. https://doi.org/10.3389/fpsyg.2022.906876 

35. Uddin, M. A., Mahmood, M., & Fan, L. (2019). Why individual employee engagement matters for team performance?: 

Mediating effects of employee commitment and organizational citizenship behaviour. Team Performance Management, 

25(1), 47–68. https://doi.org/10.1108/TPM-12-2017-0078 

36. Wang, Y., Luo, W., Zhang, J., & Guo, Y. (2019). More humility, less counterproductive work behaviors? The role of 

interpersonal justice and trust. Frontiers of Business Research in China, 13(1). https://doi.org/10.1186/s11782-019-0069-7 

37. Wolor, C. W., Kurnianti, D., Zahra, S. F., & Martono, S. (2020). The importance of work-life balance on employee 

performance millennial generation in Indonesia. Journal of Critical Reviews, 7(9), 1103–1108.  

https://doi.org/10.31838/jcr.07.09.203 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Cite this Article: Heri Sapari Kahpi, Didi Wandi, Hero Wirasmara Kusuma, Muhammad Dadi Priadi (2024). Determinants of 

Work life Balance on Lecturer Performance mediated by Work Engagement.  International Journal of Current Science Research 

and Review, 7(2), 921-929 

https://doi.org/10.47191/ijcsrr/V7-i2-06
http://sjifactor.com/passport.php?id=20515
http://www.ijcsrr.org/
http://www.ijcsrr.org/

