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Abstract: This study investigates the interplay between work-life balance, organizational
provisioning, supervisor support, and remote work in influencing employee performance at
Baitul Maal Hidayatullah Surabaya. Utilizing a quantitative approach, data were collected from
210 permanent employees and analyzed using Partial Least Squares Structural Equation
Modeling (PLS-SEM). The findings reveal that a well-structured work-life balance
significantly enhances employee performance, particularly in remote work contexts where
flexibility and support are crucial. Organizational policies and resources are identified as vital
facilitators of work-life balance, while supervisor support emerges as a key determinant in
shaping employee experiences and outcomes. The results indicate that effective organizational
provisioning and supportive supervisory practices positively correlate with employee well-
being and engagement, ultimately leading to improved performance. This study underscores
the importance of adopting holistic approaches that integrate work-life balance initiatives into
organizational culture, especially as remote work becomes more prevalent. The implications
extend beyond individual organizations, providing valuable insights for human resource
management practices across various settings. Future research is encouraged to explore these
relationships further, contributing to a deeper understanding of the factors that drive employee
performance in an evolving work landscape. Overall, this study offers practical
recommendations for enhancing employee support and fostering a more engaged workforce.

Keywords: Employee Performance, Remote Work, Work Life Balance.

INTRODUCTION

In this modern era, work-life balance has become one of the most important issues in the
context of human resource management. This balance not only affects individual well-being,
but also overall organizational performance. This study aims to analyze the individual effects
of work-life balance, organizational provision, and supervisor support on employees' work-life
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balance, as well as how these shape employee performance mediated by remote working at
Baitul Maal Hidayatullah Surabaya. A good work-life balance can increase job satisfaction and
reduce stress levels, which in turn can improve employee performance (Yoon et al., 2016; Zeb
et al., 2023). Support from supervisors is one of the key factors in creating a work environment
that supports work-life balance. Research shows that supervisor support can reduce employees'
intention to leave their jobs and improve their performance (Astawa et al., 2023; Iswahyudi et
al., 2019; Sakai et al., 2023). In this context, supervisor support includes not only assistance
with work tasks, but also concern for employees' personal well-being. This is in line with social
exchange theory, which states that a good relationship between employees and supervisors can
increase employee commitment and performance (Nifadkar, 2020). In addition, good
organizational provisions, including policies that support work-life balance, also play an
important role in creating a positive work environment. Research shows that organizational
support can moderate the relationship between supervisor support and employee performance,
thus creating a synergistic effect that improves performance (Chauhan et al., 2017; Uslukaya
& Demirtas, 2023). In the context of Baitul Maal Hidayatullah Surabaya, it is important to
explore how organizational policies and supervisor support can complement each other to
achieve optimal work-life balance for employees.

Remote working, which is increasingly popular in this digital era, also has a significant
impact on work-life balance and employee performance. Research shows that remote working
can provide greater flexibility for employees, but can also pose challenges in terms of
boundaries between work and personal life (Azizah, 2021). Therefore, it is important to
understand how supervisor support and organizational provision can help employees manage
these challenges and achieve a better balance. In this study, we will use a quantitative approach
to collect data from employees of Baitul Maal Hidayatullah Surabaya. The data obtained will
be analyzed to identify the relationship between the variables under study, as well as to test the
hypothesis regarding the mediating role of teleworking in the relationship between supervisor
support, organizational provision, and employee work-life balance. Thus, this study is expected
to make a significant contribution to the understanding of the factors that influence employee
performance in the context of remote work. Through this research, it is expected to produce
practical recommendations for the management of Baitul Maal Hidayatullah Surabaya to
increase support for employees, both in terms of organizational policies and supervisor support,
SO as to create a better work environment and improve overall employee performance. This
research is also expected to be a reference for further research in the field of human resource
management and work-life balance.

METHOD

The research was specifically conducted at the Baitul Mal Hidayatulloh Zakat Institution,
located in the East Java Branch. For this study, a sample of 210 respondents was selected using
a purposive sampling method. This approach was based on specific criteria, focusing on
permanent employees of the Baitul Mal Hidayatulloh Zakat Institution, ensuring that the
sample accurately represented the target population relevant to the research objectives. To
analyze the collected data quantitatively, the researcher employed the Partial Least Squares
Structural Equation Modeling (PLS-SEM) technique (Hamid, 2019; Joe, 2020). This method
is particularly useful for conducting path or route analysis involving latent variables, allowing
for a nuanced understanding of the relationships between different constructs within the study.
PLS-SEM is advantageous in situations where the research model is complex and involves
multiple variables, as it can handle small sample sizes and does not require the data to be
normally distributed (Joseph F. Hair et al., 2016). In addition to path analysis, the study will
assess the validity and reliability of the constructs used in the research. This will be achieved
through the structural model, which can be evaluated in conjunction with structural equation
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modeling (SEM) (Hardani, 2020; Juliandi, 2018). By employing these advanced statistical
techniques, the researcher aims to ensure that the findings are robust, reliable, and provide
meaningful insights into the effects of remote work and work-life balance on job satisfaction
and employee performance at the Baitul Mal Hidayatulloh Zakat Institution.

RESULTS AND DISCUSSION

RESULT
Table 1. Reliability and Validity Constructs Test Result
Variable Cronbrach's Composite Average Variance
Alpha Reliability Extract (AVE)

Employee Work Life 0.952 0.959 0.679
Balance

Individual WLB 0,910 0,930 0,691
Employee Performance 0,956 0,964 0,792
Organizational 0,912 0,935 0,742
Provisioning

Remote Work 0,920 0,940 0,759
Suppervisor Support 0,895 0,923 0,706

Source: Primary Data Processed, 2024

Based on Table 1 presented, it shows the results of the reliability and validity analysis of
the variables in the study regarding the effect of work-life balance, organizational provisions,
supervisor support, and remote work on employee performance at Baitul Maal Hidayatullah
Surabaya. All variables show an excellent level of reliability, with Cronbach's Alpha values
above 0.9 for Employee Work Life Balance (0.952), Employee Performance (0.956),
Individual Work Life Balance (0.910), Organizational Provisioning (0.912), and Remote Work
(0.920), while Supervisor Support has a slightly lower value (0.895). Composite Reliability
was also high for all variables, indicating strong consistency, while Average Variance Extract
(AVE) showed that these variables were able to explain between 67.9% to 79.2% of the
variability of the measured constructs. Thus, the instruments used in this study can be
considered valid and reliable, providing a solid basis for further analysis of the influence of
various factors on work-life balance and employee performance.

Table 2. Coefficient of Determination

) R Square

RSquare (R")  Agjusted
Employee Work Life Balance 0,804 0,798
Employee Performance 0,844 0,837
Remote Work 0,951 0,950

Source: Primary Data Processed, 2024

Table 2 presents the coefficient of determination (R?) and adjusted R2 values for the three
main variables in this study, namely Employee Work Life Balance, Employee Performance,
and Remote Work. The R2 value for Employee Work Life Balance is 0.804, indicating that
80.4% of the variation in employee work-life balance can be explained by the variables in the
model, with an adjusted R2 of 0.798 confirming good predictive power despite adjustments to
the number of variables. For Employee Performance, the R2 value is 0.844, meaning 84.4% of
the variation in employee performance can be explained by the model, while an adjusted R? of
0.837 indicates the relevance of the model remains good. Remote Work showed a very high R2
value of 0.951, indicating that 95.1% of the variation in remote work could be explained by the
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independent variables, with an adjusted RZ of 0.950, confirming the accuracy of the model.
Overall, these results indicate that the model used is highly effective in explaining variations
in work-life balance, employee performance, and the influence of remote work, suggesting that
the factors studied have a significant influence on the outcomes measured.

Table 3. Bootstrapping t-Test Results

T-Statistics P-Values Hypothesis

Organizational Provisioning ->
Employee Performance
Suppervisor Support -> Employee

2572 0,010 H1: Accepted

H2: Accepted

3,101 0,002
Performance
Individual WLB -> Employee 2.096 0,003 H3: Accepted
Performance
Employee Work Life Balance -> 242,629 0,000 H4: Accepted
Employee Performance
Remote Work -> Employee 2,610 0,009 H5: Accepted

Performance

Source: Primary Data Processed, 2024

Table 3 presents the results of the bootstrapping t-test to test the effect of several variables
on Employee Performance, showing that all proposed hypotheses are accepted. Organizational
Provisioning has a significant effect on Employee Performance with a t-statistic of 2.572 and
a p-value of 0.010; Supervisor Support shows a stronger effect with a t-statistic of 3.101 and a
p-value of 0.002. Individual Work Life Balance also contributes significantly, with a t-statistic
of 2.996 and a p-value of 0.003, while Employee Work Life Balance has a highly significant
influence, indicated by an incredible t-statistic of 242.629 and a p-value of 0.000. Finally,
Remote Work is also shown to have a significant influence on Employee Performance, with a
t-statistic of 2.610 and a p-value of 0.009. This result confirms that all these factors
significantly contribute to improving employee performance at Baitul Maal Hidayatullah
Surabaya.

DISCUSSION
Organizational Provisioning Work LifeBalance on Employee Performance

The analysis of the influence of individual work-life balance, organizational
provisioning, and supervisor support on employee performance, particularly in the context of
remote work at Baitul Maal Hidayatullah Surabaya, reveals a complex interplay of various
factors that significantly impact employee outcomes. The findings from the study indicate that
organizational provisioning and supervisor support are critical in shaping employee work-life
balance, which in turn enhances employee performance. This relationship is particularly salient
in the context of remote work, where the dynamics of support and balance can differ markedly
from traditional work environments. Organizational provisioning encompasses the policies and
resources that organizations provide to facilitate work-life balance. Research has consistently
shown that effective organizational policies can lead to improved employee engagement and
satisfaction, which are crucial for performance outcomes. Support from colleagues and
supervisors significantly influences employees' ability to achieve a work-life balance,
suggesting that the more robust the organizational support, the better the work-life balance
achieved by employees (Priyandani & Pusparini, 2024). This aligns with findings that found a
positive correlation between supervisor support and employee engagement, indicating that
organizational provisioning directly affects employee performance through enhanced
engagement (Mohamed & Zaki, 2017). Moreover, the role of supervisor support cannot be
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overstated. Studies have demonstrated that supervisors play a pivotal role in shaping
employees' work-life experiences. For example, a positive supervisor behaviors, particularly
those that support family responsibilities, are associated with better work-life balance outcomes
(Garcia-Salirrosas et al., 2023). This is echoed by research which emphasizes that supervisors
are key determinants of stressors at work, thereby influencing employees' work-life
experiences (Au & Ahmed, 2016). The findings from the current study corroborate these
insights, revealing that supervisor support significantly impacts employee performance, as
evidenced by the bootstrapping t-test results indicating strong statistical significance for the
proposed hypotheses related to supervisor support (Mohamed & Zaki, 2017).

The mediation of remote work in this relationship further complicates the dynamics at
play. Remote work has been shown to both enhance and challenge work-life balance,
depending on the level of support provided by the organization and supervisors. A supportive
supervisor behaviors significantly influence work-life balance in remote work contexts, which
in turn affects job performance (Campo et al., 2021). This suggests that organizations must be
proactive in fostering a supportive environment, especially as remote work becomes more
prevalent. The current study's findings, which indicate that a substantial portion of the variation
in remote work can be explained by the model, underscore the importance of understanding
these dynamics in shaping employee performance. In addition to organizational provisioning
and supervisor support, individual work-life balance plays a crucial role in employee
performance. The study's findings indicate that individual work-life balance is significantly
correlated with employee performance, highlighting the importance of personal agency in
managing work and life responsibilities. This is supported by research which emphasizes that
organizations should promote a culture that supports work-life balance to enhance employee
performance (Rini et al., 2020). The interplay between individual and organizational factors
suggests that a holistic approach is necessary for optimizing employee performance in remote
work settings.

The findings also reveal that the average variance extracted (AVE) values indicate that
the constructs of work-life balance, organizational provisioning, and supervisor support explain
a substantial portion of the variability in employee performance. This aligns with the theoretical
framework posited which suggests that supervisor support and job autonomy are critical
resources that help employees balance work with other life roles (Haar et al., 2019). The current
study's results, which show that organizational provisioning and supervisor support are
significant predictors of employee performance, further validate this theoretical perspective.
Furthermore, the implications of these findings extend beyond individual organizations to
broader workforce trends. As organizations increasingly adopt remote work arrangements,
understanding the factors that influence employee performance becomes paramount. The
research emphasizes that supervisor support is positively related to employee performance,
particularly in the context of work-life balance (Talukder & Galang, 2021). This highlights the
need for organizations to invest in training and development for supervisors to enhance their
ability to support employees effectively.

Supervisor Support Work Life Balance on Employee Performance

The analysis of the influence of individual work-life balance, organizational
provisioning, and supervisor support on employee performance, particularly in the context of
remote work at Baitul Maal Hidayatullah Surabaya, reveals a complex interplay of factors that
significantly affect employee outcomes. The findings indicate that the constructs of work-life
balance, organizational support, and supervisor engagement are critical in shaping employee
performance, especially when mediated by remote work arrangements. This discussion will
delve into the nuances of these relationships, supported by recent literature. Supervisor support
emerges as a pivotal element in fostering employee performance within remote work settings.
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The literature consistently highlights that effective supervisor support can mitigate the
challenges posed by remote work, such as feelings of isolation and professional disconnection.
For instance, emphasizes that adequate managerial support, including resource provision and
emotional empathy, is essential for maintaining employee well-being and performance during
remote work scenarios (Jaiswal & Prabhakaran, 2024). The transition to remote work
necessitated enhanced digital skills and access to technology, which supervisors must facilitate
to ensure employee engagement and productivity (Hajjami & Crocco, 2024). These findings
underscore the necessity for supervisors to actively engage with their teams, providing not only
technical support but also emotional reassurance. Moreover, the relationship between
supervisor support and employee performance is further reinforced by the concept of work-life
balance. Research indicates that employees who perceive high levels of support from their
supervisors are more likely to report better work-life balance, which in turn enhances their
performance (Kanapathipillai et al., 2023). Study illustrates that a supportive work
environment significantly correlates with improved employee well-being, particularly in
remote settings where traditional boundaries between work and personal life can blur
(Kanapathipillai et al., 2023). This aligns with the findings from the current study, which
demonstrate that organizational provisioning and supervisor support are instrumental in
fostering a conducive work-life balance, thereby enhancing employee performance.

The role of organizational provisioning cannot be overstated in this context.
Organizations that provide clear guidelines, resources, and support systems for remote work
create an environment where employees can thrive. Employee well-being is directly linked to
the support structures established by organizations, which can alleviate the stress associated
with remote work (Juchnowicz & Kinowska, 2021). The current study's findings, which show
a significant positive correlation between organizational provisioning and employee
performance, echo this sentiment. Employees who feel supported by their organization are
more likely to be engaged and productive, as they perceive their work environment as
conducive to achieving a healthy work-life balance. Furthermore, the impact of remote work
on employee performance is multifaceted. While remote work offers flexibility and autonomy,
it also presents challenges such as professional isolation and difficulty in maintaining
boundaries between work and personal life. Individual characteristics, including personal
living conditions and coping strategies, significantly shape employees' experiences and
performance in remote work settings (De Vincenzi et al., 2022). This highlights the importance
of considering individual differences when analyzing the influence of remote work on
performance. The current study's findings, which reveal a substantial portion of variance in
employee performance explained by remote work dynamics, further emphasize the need for
tailored support strategies that address these individual differences.

The interaction between work-life balance and employee performance is particularly
salient in the context of remote work. Studies have shown that employees who successfully
manage their work-life balance tend to exhibit higher levels of job satisfaction and performance
(Begiim, 2023). This is corroborated by the findings of the current study, which demonstrate
that employee work-life balance significantly influences performance outcomes, mediated by
the remote work context. Moreover, the psychological aspects of remote work, such as feelings
of autonomy and control, play a crucial role in shaping employee performance. Research
indicates that job autonomy is positively correlated with remote work frequency, suggesting
that employees who have more control over their work environment are likely to perform better
(Mahomed et al., 2023). This aligns with the current study's findings, which highlight the
importance of perceived autonomy in enhancing employee performance in remote settings. The
ability to manage one's work schedule and environment contributes to a sense of empowerment,
which is essential for maintaining motivation and productivity. In addition to individual and
organizational factors, the broader cultural context of remote work also influences employee
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performance. The shift to remote work during the COVID-19 pandemic has necessitated a re-
evaluation of workplace dynamics and expectations. Research emphasizes that understanding
the cultural implications of remote work is vital for organizations aiming to enhance employee
performance (Kahkonen, 2023). The current study's findings, which reveal a significant impact
of organizational culture on employee performance, underscore the need for organizations to
cultivate a supportive and inclusive culture that embraces remote work.

The implications of these findings extend beyond individual organizations to the broader
field of human resource management. As organizations continue to navigate the complexities
of remote work, it is imperative for HR practitioners to develop strategies that promote work-
life balance, enhance supervisor support, and foster a culture of engagement. Research suggests
that fostering employee voice and perceived control in remote work environments can
significantly enhance job satisfaction and performance (O’Brien et al., 2024). This aligns with
the current study's emphasis on the importance of organizational provisioning and supervisor
support in shaping employee outcomes.

Individual Work Life Balance on Employee Performance

The analysis of the influence of individual work-life balance, organizational
provisioning, and supervisor support on employee performance, particularly in the context of
remote work at Baitul Maal Hidayatullah Surabaya, reveals significant interdependencies
among these factors. The findings indicate that individual work-life balance plays a crucial role
in enhancing employee performance, mediated by the dynamics of remote work. This
relationship underscores the importance of supportive organizational practices and supervisor
engagement in fostering a conducive work environment that promotes employee well-being
and productivity. Individual work-life balance is fundamentally linked to employee
performance. Research has shown that when employees perceive a high degree of balance
between their work and personal lives, their overall job satisfaction and performance levels
tend to increase significantly. For instance, emphasizes that support from colleagues and
supervisors is vital for achieving a satisfactory work-life balance, suggesting that the greater
the support, the higher the degree of balance achieved by employees (Priyandani & Pusparini,
2024). This assertion is corroborated by findings that demonstrate a positive correlation
between supervisor support and employee engagement, highlighting that effective supervisory
practices can lead to enhanced work-life balance and, consequently, improved performance
outcomes (Mohamed & Zaki, 2017). Moreover, the role of supervisor support cannot be
overstated. Studies consistently indicate that supervisors who actively support their employees
in managing work-life challenges contribute to higher levels of employee engagement and
performance. For example, an positive spillover from work to family, facilitated by supportive
supervisory behaviors, significantly enhances work-life balance, which in turn positively
affects job satisfaction and performance (Garcia-Salirrosas et al., 2023). This aligns with the
findings that identified supervisor support as a predominant factor influencing employee
retention and performance, further emphasizing the critical nature of supervisory roles in
shaping employee experiences (Umamaheswari & Krishnan, 2015).

The relationship between individual work-life balance and employee performance is also
influenced by organizational provisioning. Effective organizational policies that promote
work-life balance, such as flexible working arrangements and supportive workplace cultures,
are essential for enhancing employee satisfaction and performance. Research indicates that
organizational flexibility significantly impacts employees' ability to achieve a healthy work-
life balance, which is crucial for maintaining high levels of job performance (Jaoko, 2012).
Furthermore, studies illustrate that supervisor support mediates the relationship between
organizational policies and employee performance, suggesting that a supportive organizational
climate enhances the effectiveness of work-life balance initiatives (Talukder & Galang, 2021).
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In the context of remote work, the dynamics of work-life balance become even more
pronounced. The COVID-19 pandemic has necessitated a shift towards remote work, which
has both positive and negative implications for employee performance. While remote work can
provide flexibility and reduce commuting stress, it can also blur the boundaries between work
and personal life, leading to potential work-life conflicts. Research highlights that supervisor
trust and support are critical in mitigating these conflicts, thereby enhancing employee
performance in remote settings (Weerarathna et al., 2022). This is echoed by findings that
family-supportive supervisor behaviors significantly influence work-life balance and job
performance in the context of teleworking (Campo et al., 2021).

The interplay between individual work-life balance, supervisor support, and
organizational provisioning is further illustrated by the findings that supervisor support not
only enhances work-life balance but also fosters employee engagement and satisfaction, which
are critical for optimal performance (Rathi & Lee, 2017). This perspective is supported by
studies indicating that employees who perceive high levels of supervisor support are more
likely to report higher job satisfaction and lower turnover intentions, thereby enhancing overall
organizational performance (Kaur & Randhawa, 2021). Moreover, the reliability and validity
analysis conducted in the study indicates that the constructs of employee work-life balance,
employee performance, organizational provisioning, and supervisor support are robust and
interrelated. The Cronbach's Alpha values exceeding 0.9 for most variables suggest a high level
of internal consistency, which reinforces the credibility of the findings. The coefficient of
determination (R2) values further confirm that a significant portion of the variability in
employee performance can be explained by these constructs, highlighting the importance of a
holistic approach to understanding employee dynamics in the workplace.

Employee Work Life Balance on Employee Performance

The analysis of employee work-life balance and its influence on employee performance,
particularly in the context of remote work at Baitul Maal Hidayatullah Surabaya, reveals a
complex interplay of individual, organizational, and supervisory factors. The findings indicate
that a robust work-life balance is crucial for enhancing employee performance, which is
supported by various studies emphasizing the importance of WLB in organizational settings.
For instance, research has shown that employees who experience a favorable work-life balance
report higher job satisfaction and commitment, which in turn positively influences their
performance (Putri & Amran, 2021). The study's results demonstrate that individual work-life
balance, organizational provisioning, and supervisor support significantly impact employee
performance, with remote work acting as a mediating factor. This aligns with the assertion that
organizational support and flexible work arrangements are essential for fostering a conducive
work environment that promotes employee well-being and productivity (Oduguwa & Olateju,
2021; Opoku et al., 2023). The high reliability and validity of the instruments used in the study
further substantiate the findings, indicating that the constructs of work-life balance,
organizational support, and supervisor assistance are well-defined and effectively measured (El
Amir, 2018; Hayati, 2022). Moreover, the coefficient of determination (R?) values indicate a
strong explanatory power of the model, with 84.4% of the variation in employee performance
accounted for by the proposed factors. This finding is consistent with previous research that
highlights the significant role of work-life balance in enhancing employee performance across
various sectors (Bett et al., 2022; Herliana et al., 2021; Katili et al., 2021). The bootstrapping
t-test results further confirm the hypotheses, showing that organizational provisioning,
supervisor support, individual work-life balance, and remote work all have statistically
significant effects on employee performance (Bett et al., 2022; Hilman et al., 2022).

The relationship between employee work-life balance and performance is particularly
pronounced in the context of remote work. As employees navigate the challenges of balancing
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professional and personal responsibilities while working remotely, the support provided by
supervisors and the organization becomes paramount. Studies have indicated that perceived
organizational support and the ability to work from home positively influence employees'
work-life balance, leading to improved job satisfaction and performance outcomes (Oduguwa
& Olateju, 2021; Opoku et al., 2023; Putri et al., 2021). This is particularly relevant in the
current context, where remote work has become increasingly prevalent due to the COVID-19
pandemic, necessitating a reevaluation of traditional work arrangements (Provita & Nabhan,
2023; Rosnani et al., 2023). Furthermore, the findings suggest that organizations that prioritize
work-life balance through supportive policies and practices are likely to experience lower
turnover rates and higher employee engagement. Research indicates that employees who
perceive their organization as supportive of their work-life balance are more likely to exhibit
higher levels of organizational commitment and lower intentions to leave (Kruja & Jaupi,
2020). This underscores the importance of organizational provisioning in shaping employee
perceptions and experiences related to work-life balance. In addition to organizational factors,
the role of supervisor support cannot be understated. Effective leadership that promotes a
healthy work-life balance can significantly enhance employee morale and performance.
Studies have shown that transformational leadership styles, which emphasize support and
encouragement, are positively correlated with employees' perceptions of their work-life
balance (Tennakoon & Senarathne, 2020; Thakur & Madhu, 2019). This suggests that
organizations should invest in leadership development programs that equip supervisors with
the skills to foster a supportive work environment.

The implications of these findings extend beyond individual performance metrics; they
also highlight the need for organizations to adopt a holistic approach to employee well-being.
By integrating work-life balance initiatives into their organizational culture, companies can
create a more engaged and productive workforce. This is particularly relevant in the context of
remote work, where the boundaries between personal and professional life can become blurred,
leading to increased stress and burnout if not managed effectively (Dewi et al., 2021,
Sukarman, 2022). Moreover, the study's results contribute to the growing body of literature on
work-life balance by providing empirical evidence of its impact on employee performance in
a specific organizational context. This adds to the understanding of how individual,
organizational, and supervisory factors interact to shape employee experiences and outcomes
(Mladenovi¢ & Krsti¢, 2021; Vernia & Senen, 2022).

Remote work on Employee Performance

The analysis of the influence of individual work-life balance, organizational
provisioning, and supervisor support on employee performance, particularly in the context of
remote work at Baitul Maal Hidayatullah Surabaya, reveals a complex interplay of factors that
significantly affect employee outcomes. The findings indicate that a well-structured work-life
balance is essential for enhancing employee performance, especially in a remote working
environment. This assertion is supported by various studies that emphasize the importance of
work-life balance in improving job satisfaction and overall employee performance. For
instance, research has shown that a good work-life balance can lead to increased employee
health, job satisfaction, and commitment to the organization, which in turn enhances
performance (Bustamam et al., 2020; Wan Rashid et al., 2023). The reliability and validity
analysis of the study's variables, as indicated by high Cronbach's Alpha values, suggest that the
constructs used to measure employee work-life balance, performance, and related factors are
robust and consistent. This is crucial as it ensures that the findings are credible and can be
generalized to a broader context. The significant R? values further confirm that the model
effectively explains a substantial portion of the variance in employee work-life balance and
performance, highlighting the predictive power of the proposed relationships (Vernia & Senen,
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2022). Moreover, the bootstrapping t-test results indicate that all proposed hypotheses were
accepted, demonstrating significant effects of organizational provisioning, supervisor support,
individual work-life balance, and remote work on employee performance. Specifically, the
positive impact of supervisor support on employee performance aligns with findings from
previous studies that underscore the role of leadership in fostering a supportive work
environment that enhances employee engagement and productivity (Haider et al., 2018;
Shouman et al., 2022). Supervisor support is particularly vital in remote work settings, where
employees may feel isolated and disconnected from their teams. Research indicates that
effective leadership can mitigate these feelings by providing guidance, resources, and
emotional support, thereby improving employee morale and performance (Hayati, 2022; Katili
etal., 2021).

The role of remote work as a mediator in the relationship between work-life balance and
employee performance is also noteworthy. Remote work arrangements have been shown to
offer employees greater flexibility, allowing them to better manage their personal and
professional responsibilities. This flexibility can lead to improved job satisfaction and reduced
stress, which are critical for maintaining high levels of performance (Iddagoda et al., 2021).
Studies have demonstrated that employees who are able to balance their work and personal
lives effectively are more likely to exhibit higher levels of engagement and productivity
(Korompot et al., 2023; Krishnan & Loon, 2018). Furthermore, the findings suggest that
organizational provisioning, which includes policies and resources aimed at supporting
employee well-being, plays a significant role in facilitating work-life balance. Organizations
that prioritize employee well-being through flexible work arrangements, mental health
resources, and supportive policies are likely to see improved employee performance and lower
turnover rates (Bett et al., 2022; Bocean et al., 2023). This is particularly relevant in the context
of the COVID-19 pandemic, where many organizations have adopted remote work policies to
ensure business continuity while supporting employee health and safety (Musaddiq et al., 2023;
Oktafien, 2021).

In addition to organizational factors, individual work-life balance is crucial for enhancing
employee performance. Employees who feel satisfied with their ability to balance work and
personal commitments are more likely to be engaged and productive. Research has shown that
individual perceptions of work-life balance can significantly influence job satisfaction and
organizational commitment, which are key drivers of performance (Gultom & Nata Liyas,
2023; Puspitawati et al., 2023). This highlights the importance of fostering a culture that values
work-life balance and encourages employees to prioritize their well-being. The implications of
these findings extend beyond individual employee performance to encompass broader
organizational outcomes. Organizations that effectively support work-life balance are likely to
experience enhanced employee loyalty, reduced absenteeism, and improved overall
performance. This is particularly important in competitive industries where attracting and
retaining top talent is essential for success (Eshak, 2021; Pradita & Franksiska, 2020).

CONCLUSION

This study highlights the critical interplay between work-life balance, organizational
provisioning, supervisor support, and remote work in influencing employee performance at
Baitul Maal Hidayatullah Surabaya. The findings demonstrate that a well-structured work-life
balance significantly enhances employee performance, particularly in the context of remote
work, where flexibility and support are paramount. The analysis reveals that organizational
policies and resources play a vital role in facilitating work-life balance, while supervisor
support emerges as a key determinant in shaping employee experiences and outcomes. The
positive correlation between these factors underscores the importance of fostering a supportive
work environment that prioritizes employee well-being and engagement. The study emphasizes
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the need for organizations to adopt holistic approaches that integrate work-life balance
initiatives into their culture, especially as remote work becomes increasingly prevalent. By
investing in effective supervisory practices and organizational support systems, companies can
mitigate the challenges associated with remote work, enhance job satisfaction, and ultimately
improve employee performance. The implications of these findings extend beyond individual
organizations, offering valuable insights for human resource management practices in diverse
settings. Future research could further explore the nuances of these relationships across
different industries and employee demographics, contributing to a deeper understanding of the
factors that drive employee performance in an evolving work landscape. Overall, this study
serves as a foundation for practical recommendations aimed at enhancing employee support
and performance, thereby fostering a more productive and engaged workforce.

REFERENCES

Astawa, I. K., EK Armoni, N. L., & Putri Suardani, A. A. (2023). The Importance of Supervisor
Support to Improve Employee Performance and Retention in 5-Star Hotels in Bali.
Technium Social Sciences Journal, 47, 240-252.
https://doi.org/10.47577/tssj.v47i1.9466

Au, W. C., & Ahmed, P. K. (2016). Relationships Between Superior Support, Work Role
Stressors and Work-Life Experience. Personnel Review, 45(4), 782-803.
https://doi.org/10.1108/PR-08-2014-0175

Azizah, S. N. (2021). Trust in Supervisor for Frontline Employee: Quality of Relationship as
Moderator.  Jurnal  Akuntansi, Manajemen Dan Ekonomi, 23(3), 1-9.
https://doi.org/10.32424/1.jame.2021.23.3.4638

Begiim. (2023). Culture, Motivation, and Performance: Remote and Workplace Dynamics in
Organizations. OPUS Journal of Society Research, 20(1), 727-750.
https://doi.org/10.26466/opusjsr.1343604

Bett, F., Sang, H., & Chepkwony, P. (2022). Flexible Work Arrangement and Employee
Performance: An Evidence of Work-life Balance Practices. East African Journal of
Business and Economics, 5(1), 80-89. https://doi.org/10.37284/eajbe.5.1.557

Bocean, C. G., Popescu, L., Varzaru, A. A., Avram, C. D., & lancu, A. (2023). Work-Life
Balance and Employee Satisfaction during COVID-19 Pandemic. Sustainability, 15(15),
11631. https://doi.org/10.3390/su151511631

Bustamam, N. M., Che Choh, N. F., Shaari, J., & Muda, R. (2020). Factors Affecting The
Performance of Employee in Workplace. International Journal of Modern Trends in
Social Sciences, 3(11), 69-79. https://doi.org/10.35631/IJIMTSS.311005

Campo, A. M. D. V., Avolio, B., & Carlier, S. I. (2021). The Relationship Between Telework,
Job Performance, Work-Life Balance and Family Supportive Supervisor Behaviours in
the Context of COVID-19. Global Business Review, 1-19.
https://doi.org/10.1177/09721509211049918

Chauhan, R., Ghosh, P., Rai, A., & Kapoor, S. (2017). Improving Transfer of Training with
Transfer  Design.  Journal of Workplace Learning, 29(4), 268-285.
https://doi.org/10.1108/JWL-08-2016-0079

De Vincenzi, C., Pansini, M., Ferrara, B., Buonomo, I., & Benevene, P. (2022). Consequences
of COVID-19 on Employees in Remote Working: Challenges, Risks and Opportunities
An Evidence-Based Literature Review. International Journal of Environmental
Research and Public Health, 19(18), 11672. https://doi.org/10.3390/ijerph191811672

Dewi, N. P. A. K., Sihombing, I. H. H., & Pramana, I. D. P. H. (2021). The Influence of Work
Life Balance On Job Satisfaction of Housekeeping Employee at Renaissance Bali
Uluwatu Resort & SPA. International Journal of Applied Sciences in Tourism and
Events, 5(2), 190-196. https://doi.org/10.31940/ijaste.v5i2.190-196

1769 | Page


https://dinastipub.org/DIJEMSS

https://dinastipub.org/DIJEMSS, Vol. 6, No. 3, February 2025

El Amir, J. (2018). Examining Frontline Hotel Employees’ Perception of Work—Life Balance
Practices at Five Star Hotels in Sharm EI-Sheikh, Egypt. Journal of Association of Arab
Universities for Tourism and Hospitality, 15(2), 43-48.
https://doi.org/10.21608/jaauth.2018.47952

Eshak, M. (2021). Flexible Work Arrangements and Their Impact on the Employee
Performance of Egyptian Private University Employees: (A Case Study on the Arab
Academy for Science, Technology, and Maritime Transport). International Journal of
Social Science and Human Research, 4(10). https://doi.org/10.47191/ijsshr/v4-i10-13

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), 916.
https://doi.org/10.3390/bs13110916

Gultom, E., & Nata Liyas, J. (2023). Work Life Balance and Burnout on Temporary Employees
Performance. Asean International Journal of Business, 2(2), 162-171.
https://doi.org/10.54099/aijb.v2i2.632

Haar, J. M., Sune, A., Russo, M., & Ollier-Malaterre, A. (2019). A Cross-National Study on
the Antecedents of Work Life Balance from the Fit and Balance Perspective. Social
Indicators Research, 142(1), 261-282. https://doi.org/10.1007/s11205-018-1875-6

Haider, S., Jabeen, S., & Ahmad, J. (2018). Moderated Mediation between Work Life Balance
and Employee Job Performance: The Role of Psychological Wellbeing and Satisfaction
with Coworkers. Revista de Psicologia Del Trabajo y de Las Organizaciones, 34(1), 29—
37. https://doi.org/10.5093/jwop2018a4

Hajjami, O., & Crocco, O. S. (2024). Evolving Approaches to Employee Engagement:
Comparing Antecedents in Remote Work and Traditional Workplaces. European
Journal of Training and Development, 48(3/4), 375-392. https://doi.org/10.1108/EJTD-
10-2022-0103

Hamid, R. S. (2019). Structural Equation Modeling (SEM) Berbasis Varian Konsep Dasar dan
Aplikasi Program Smart PLS 3.2.8 dalam Riset Bisnis. PT Inkubator Penulis Indonesia.

Hardani. (2020). Metode Penelitian Kualitatif dan Kuantitatif. CV. Pustaka Ilmu Group.

Hayati, K. (2022). Transformational Leadership How its Effect Work-Life Balance and
Employee Engagement. Asian Journal of Economics, Business and Accounting, 22(22),
75-82. https://doi.org/10.9734/ajeba/2022/v22i2230711

Herliana, N. F., Handaru, A. W., & Parimita, W. (2021). The Effect of Job Satisfaction and
Work-life Balance on Employee Turnover Intention in Real Estate Industry. Jurnal
Dinamika Manajemen Dan Bisnis, 4(2), 45-68. https://doi.org/10.21009/JDMB.04.2.3

Hilman, H., Ronny Edward, Y., & Faris, S. (2022). The Effect of Work Life Balance and Work
Stress On Performance with Job Satisfaction As Intervening Variables at The Office of
Theministry of Religion, Selatan Tapanuli Regency. International Journal of Science,
Technology & Management, 3(5), 1321-1328. https://doi.org/10.46729/ijstm.v3i5.606

Iddagoda, A., Hysa, E., Bulinska-Stangrecka, H., & Manta, O. (2021). Green Work-Life
Balance and Greenwashing the Construct of Work-Life Balance: Myth and Reality.
Energies, 14(15), 4556. https://doi.org/10.3390/en14154556

Iswahyudi, 1., Yohana, C., & Mardi, M. (2019). Impact Self-Efficacy and Supervisor Support
on Transfer of Training: Two-Stage Approach Analysis. Jurnal Pendidikan Ekonomi
Dan Bisnis (JPEB), 7(1), 47-60. https://doi.org/10.21009/JPEB.007.1.5

Jaiswal, A., & Prabhakaran, N. (2024). Impact of Employee Well-Being on Performance in
The Context of Crisis-Induced Remote Work: Role of Boundary Control and
Professional Isolation. Employee Relations: The International Journal, 46(1), 115-132.
https://doi.org/10.1108/ER-08-2022-0384

Jaoko, J. (2012). An Analysis of Supervisor Support of Policies on Workplace Flexibility.

1770 | Page


https://dinastipub.org/DIJEMSS

https://dinastipub.org/DIJEMSS, Vol. 6, No. 3, February 2025

Journal of Social Service Research, 38(4), 541-548.
https://doi.org/10.1080/01488376.2012.701158

Joe, H. (2020). Next-Generation Prediction Metrics for Composite-Based PLS-SEM.
Industrial Management & Data Systems, 121(1), 5-11. https://doi.org/10.1108/IMDS-
08-2020-0505

Joseph F. Hair, J., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2016). A Primer on Partial
Least Squares Structural Equation Modeling (PLS-SEM). SAGE Publications, Inc.

Juchnowicz, M., & Kinowska, H. (2021). Employee Well-Being and Digital Work during the
COVID-19 Pandemic. Information, 12(8), 293. https://doi.org/10.3390/info12080293

Juliandi, A. (2018). Structural Equation Model Based Partial Least Square (SEM-PLS) :
Menggunakan SmartPLS. Universitas Batam.

Kéahkonen, T. (2023). Remote Work During The COVID-19 Pandemic: ldentification of
Working Life Impacts, Employees’ Data Protection Abilities and Trust Outcomes.
Journal  of  Organizational  Change  Management,  36(3), 472-492.
https://doi.org/10.1108/JOCM-06-2022-0179

Kanapathipillai, K., Anuar, A. Bin, Hamzah, I. M. B., & Zulkiply, M. N. H. Bin. (2023).
Workplace without Walls: An Investigation Into Remote Working and Employee Well-
Being at Maybank, Malaysia. European Journal of Management and Marketing Studies,
8(2). https://doi.org/10.46827/ejmms.v8i2.1541

Katili, P. B., Wibowo, W., & Akbar, M. (2021). The Effects of Leaderships Styles, Work-Life
Balance, and Employee Engagement on Employee Performance. Quantitative
Economics and Management Studies, 2(3), 199-205.
https://doi.org/10.35877/454R1.gems319

Kaur, R., & Randhawa, G. (2021). Supportive Supervisor to Curtail Turnover Intentions: Do
Employee Engagement and Work—Life Balance Play Any Role? Evidence-Based HRM:
A Global Forum for Empirical Scholarship, 9(3), 241-257.
https://doi.org/10.1108/EBHRM-12-2019-0118

Korompot, E. Y., Emilisa, N., & Sofuah, S. (2023). The Effect of Work from Home and Work-
Life Balance on Turnover Intention Mediated by Job Satisfaction. Journal of Applied
Management Research, 3(1), 33-41. https://doi.org/10.36441/jamr.v3i1.1347

Krishnan, R., & Loon, K. W. (2018). The Effects of Job Satisfaction and Work-Life Balance
on Employee Task Performance. International Journal of Academic Research in
Business and Social Sciences, 8(3). https://doi.org/10.6007/IJARBSS/v8-i3/3956

Kruja, A. D., & Jaupi, M. (2020). Work Life Balance & Banking Sector Employee Satisfaction.
Happiness And Contemporary Society: Conference Proceedings Volume, 140-143.
https://doi.org/10.31108/7.2020.35

Mahomed, F., Oba, P., & Sony, M. (2023). Exploring Employee Well-Being During The
COVID-19 Remote Work: Evidence From South Africa. European Journal of Training
and Development, 47(10), 91-111. https://doi.org/10.1108/EJTD-06-2022-0061

Mladenovi¢, M., & Krsti¢, B. (2021). Trends and Strategic Approach To Establishing
Work/Life Balance of Managers and Other Employees. Economics of Sustainable
Development, 5(2), 29-36. https://doi.org/10.5937/ESD2102029M

Mohamed, H., & Zaki, H. (2017). Investigating the Relationship between Work Life Balance
and Employee Engagement among Flight Attendants. International Journal of Heritage,
Tourism and Hospitality, 11(1), 205-220. https://doi.org/10.21608/ijhth.2017.30192

Musaddiq, R., Akhtar, S., Alvi, M. A., & Arshaf, N. (2023). Leadership Trait as Moderator
between Work-Life Balance and Employee Productivity: Evidence from Banking Sector
of Emerging Economy. Journal of Innovative Research in Management Sciences, 4(1),
65—75. https://doi.org/10.62270/jirms.v4i1.51

Nifadkar, S. S. (2020). Filling in the “Blank Slate”: Examining Newcomers’ Schemas of

1771 | Page


https://dinastipub.org/DIJEMSS

https://dinastipub.org/DIJEMSS, Vol. 6, No. 3, February 2025

Supervisors During Organizational Socialization. Journal of Management, 46(5), 666—
693. https://doi.org/10.1177/0149206318807288

O’Brien, K. I., Ravichandran, S., & Brodke, M. (2024). Employee Voice Behavior and
Perceived Control: Does Remote Work Environment Matter? Evidence-Based HRM: A
Global Forum for Empirical Scholarship, 12(1), 71-86.
https://doi.org/10.1108/EBHRM-12-2022-0288

Oduguwa, A. S., & Olateju, I. A. (2021). Impact of Work Life Balance on Employee
Performance in Deposit Money Banks in South West Nigeria. Caleb International
Journal of Development Studies, 4(2), 121-142. https://doi.org/10.26772/cijds-2021-04-
02-06

Oktafien, S. (2021). The Effect Of Work Life Balance On Improving Employee Performance.
Turkish Journal of Computer and Mathematics Education (TURCOMAT), 12(11), 1321-
1326. https://doi.org/10.17762/turcomat.v12i11.6038

Opoku, F. K., Kwao, I. T., & Johnson, A.-P. (2023). Human Resource Policies and Work-Life
Balance in Higher Education: Employee Engagement As Mediator. SA Journal of Human
Resource Management, 21, 1-13. https://doi.org/10.4102/sajhrm.v21i0.1939

Pradita, N. Y., & Franksiska, R. (2020). Work-Life Balance: A Perspective of Multinational
Corporation (MNCS) Employee. Jurnal Bisnis Dan Manajemen, 7(1), 1-18.
https://doi.org/10.26905/jom.v7i1.4077

Priyandani, N., & Pusparini, E. S. (2024). Study of Factor Influencing Work Engagement
During Covid-19 Pandemic (Empirical Study on Employees from Various Sectors in
Indonesia) (pp. 1296-1303). https://doi.org/10.2991/978-94-6463-234-7_136

Provita, I. D., & Nabhan, F. (2023). The Role of Work Motivation and Affective Commitment
to Leverage Work Life Balance on  Productivity (pp. 145-156).
https://doi.org/10.2991/978-94-6463-154-8_15

Puspitawati, N. M. D., Pradnya Semita, N. K. D. K., & Parwita, G. B. S. (2023). The Effect of
Work-Life Balance, Work Discipline, And Communication on Employee Performance
in The Hotel Industry (Case Study at Tandjung Sari Hotel Sanur, Bali). Business and
Entrepreneurial Review, 23(2), 221-234. https://doi.org/10.25105/ber.v23i2.18518

Putri, A., & Amran, A. (2021). Employees” Work-Life Balance Reviewed From Work From
Home Aspect During COVID-19 Pandemic. International Journal of Management
Science and Information Technology, 1(1), 30. https://doi.org/10.35870/ijmsit.v1i1.231

Putri, A., Amran, A., Suparwo, A., Kurniawan, A., Rahayu, Y. S., & Suryana, S. (2021). The
Importance of Perceived Organizational Support and Work From Home to increase
Work-Life Balance During The Covid-19 Pandemic. Asia Pacific Journal of
Management and Education, 4(3), 10-21. https://doi.org/10.32535/apjme.v4i3.1262

Rathi, N., & Lee, K. (2017). Understanding The Role of Supervisor Support in Retaining
Employees and Enhancing Their Satisfaction with Life. Personnel Review, 46(8), 1605—
1619. https://doi.org/10.1108/PR-11-2015-0287

Rini, R., Yustina, A. I., & Santosa, S. (2020). How Work Family Conflict, Work-Life Balance,
and Job Performance Connect: Evidence from Auditors in Public Accounting Firms.
Jurnal ASET (Akuntansi Riset), 12(1), 144-154.
https://doi.org/10.17509/jaset.v12i1.23558

Rosnani, T., Daud, I., Theresa, R., Kalis, M. C. 1., & Fahruna, Y. (2023). Determinants and
Consequences of Work-Life Balance. Jurnal Ekonomi Bisnis Dan Kewirausahaan,
12(2), 222. https://doi.org/10.26418/jebik.v12i2.63084

Sakai, K., Nagata, T., Odagami, K., Nagata, M., Mori, T., & Mori, K. (2023). Supervisors
Work Engagement Is Associated With Interactivity and Carefulness in Supporting
Subordinates. Journal of Occupational & Environmental Medicine, 65(7), e465—e471.
https://doi.org/10.1097/JOM.0000000000002854

1772 | Page


https://dinastipub.org/DIJEMSS

https://dinastipub.org/DIJEMSS, Vol. 6, No. 3, February 2025

Shouman, L., Vidal-Sufié, A., & Alarcon Alarcon, A. (2022). Impact of Work-Life Balance on
Firm Innovativeness: The Different Strategies Used by Male and Female Bosses.
Administrative Sciences, 12(3), 115. https://doi.org/10.3390/admsci12030115

Sukarman, P. (2022). The Role of Job Satisfaction as A Mediation Variable on The Influence
of Work Life Balance, Islamic Work Ethics And Burnout on Turnover Intention. Journal
of Islamic Enterpreneurship and Management, 2(2), 118-131.
https://doi.org/10.18326/jiem.v2i2.118-131

Talukder, A. K. M. M. H., & Galang, M. C. (2021). Supervisor Support for Employee
Performance in Australia: Mediating Role of Work-Life Balance, Job, and Life Attitude.
Journal of Employment Counseling, 58(1), 2—22. https://doi.org/10.1002/joec.12154

Tennakoon, W. D. N. S. M., & Senarathne, R. B. C. P. (2020). Investigating the Determinants
of Work-life Balance (WLB): Insights from Generation Y Employees in Sri Lanka. South
Asian  Journal of Social Studies and Economics, 8(14), 142-154.
https://doi.org/10.9734/sajsse/2020/v8i430226

Thakur, M., & Madhu, D. (2019). An Analysis of Employees’ Background and Their
Perception Towards Work-Life Balance. International Journal of Research in Human
Resource Management, 1(1), 49-55. https://doi.org/10.33545/26633213.2019.v1.i1a.47

Umamaheswari, S., & Krishnan, J. (2015). Retention Factors and Their Relative Significance
in Ceramic Manufacturing Industries in India. Asian Social Science, 11(13).
https://doi.org/10.5539/ass.v11n13p260

Uslukaya, A., & Demirtas, Z. (2023). Can A Supportive Supervisor Be A Treasure For
Teachers? A Multilevel Analysis of The Relationship Between Perceived Supervisor
Support, Work Engagement, and Burnout. Psychology in the Schools, 60(11), 4667—
4685. https://doi.org/10.1002/pits.23006

Vernia, D. M., & Senen, S. H. (2022). Work-Family Conflict, Emotional Intelligence, Work-
Life Balance, and Employee Performance. https://doi.org/10.2991/aebmr.k.220701.075

Wan Rashid, W. E., Zainal, D. N. H. D., & Abd Razak, N. (2023). Policies, Technology and
Leadership Support on Work-Life Balance among Employees of Selected Private
Hospital in Klang Valley. Information Management and Business Review, 15(3), 105—
114. https://doi.org/10.22610/imbr.v15i3(1).3522

Weerarathna, R., Rathnayake, N., Yasara, |., Jayasekara, P., Ruwanpura, D., & Nambugoda,
S. (2022). Towards Work-Life Balance or Away? The Impact of Work From Home
Factors on Work-Life Balance Among Software Engineers During Covid-19 Pandemic.
PLOS ONE, 17(12), e0277931. https://doi.org/10.1371/journal.pone.0277931

Yoon, S., Probst, J., & DiStefano, C. (2016). Factors Affecting Job Satisfaction Among
Agency-Employed Home Health Aides. Home Health Care Management & Practice,
28(1), 57-69. https://doi.org/10.1177/1084822315603195

Zeb, A., Goh, G. G. G,, Javaid, M., Khan, M. N., Khan, A. U., & Gul, S. (2023). The Interplay
Between Supervisor Support and Job Performance: Implications of Social Exchange and
Social Learning Theories. Journal of Applied Research in Higher Education, 15(2), 429—
448. https://doi.org/10.1108/JARHE-04-2021-0143

1773 | Page


https://dinastipub.org/DIJEMSS

