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Abstract: The purpose of this research is to analyze 

the effects of work – life balance and employee 

engagement on the millennial teachers’ work 

performance in Jakarta area. The data collection was 

being collected by having questionnaires sent to 100 

millennial teachers who work in formal and informal 

educational institutions. This research used a 

quantitative method and SmartPLS 3.2.7 software was 

being used to evaluate the outer and inner model. The 

results  indicate  that  there  is  a  negative  significant 

effect of work – life balance on the teachers’ work 

performance and there is no effect of employee 

engagement on work performance. 
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INTRODUCTION 

According to the Central Bureau of Statistics (BPS), 33, 75% of the entire Indonesian 

populations are millennial generations or anyone born between the year of 1981 and 1996. 

This percentage indicates that out of 67% Indonesians who are now in their productive age, 

around 50,36% of them are millennial based on the population census data obtained in 2018 

and the number is predicted to rise by the time the 2020 national census is being held 

(Republika, 2020). This condition leads the nation to what is expected to be a demographic 

bonus or a condition where the population size of people in their productive age surpass 

expectations and becomes larger than the population of people in their non – productive age. 

Simply put, the labor force of people in their productive age is higher than ever and this 

condition provides opportunity for increased economy and productivity (Suryahadi et.al., 

2012).
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Picture 1. Indonesia’s Dependency Ratio 

Source: Databooks.katadata.co.id (2016) 

 
The dependency ratio obtained from the Central Bureau of Statistics (BPS) back in 

2016 had already shown a trend of demographic bonus where it was estimated for every 100 

people in their productive age, they would carry the burden of only 48 to 49 non – productive 

age citizens. With this growing trend it is expected that the country will be able to tap into the 

benefits  of  the  demographic  bonus  since  the  condition  is  most  likely  could  boost  the 

country’s economy and improve the welfare of its citizens. However, this golden opportunity 

does not go hand-in-hand with today’s working world where it poses such pressing amount of 

stress and pressure on many employees as it has never seen before. Mental health issues 

among millennial generations has shown a notable increase in percentage within just five 

years in Indonesia as stated by the Indonesian Ministry of Health on their Basic Health 

Research  (Riskesdas)  conducted  in  2018,  with  9.8  percent  young  Indonesians  in  the 

millennial age group experiencing mental health problems, an increase from 6.1 percent back 

in 2013 (Kemenkes, 2018). Based on an article from CNN Indonesia (2018), a survey 

conducted on 4500 respondents showed that millennial workers are the most prone to work 

stress compared to other age groups. A survey conducted by Jobstreet.com came back with 

the whopping result of 85% respondents stating that their work – life balance is very low and 

the imbalance between their personal and work life had made them having trouble sleeping at 

night (Jobstreet, 2014). Another survey conducted by Future Workplace found that lack of 

work – life balance came out as the most top answers given by employees when being asked 

the reasons why they would quit a certain job even with lucrative salaries being offered 

(Businesswire, 2017). Millennial generations own such unique disposition on work – life 

balance and how they value WLB over job ranks and progression toward the company ladder 

(Jenkins, 2018). Striking a sense of balance between one’s work and personal life has been an 

ongoing concern in most business sectors and educational field falls under no exception of 

the dilemma. A recent study conducted by Dale Carnegie Indonesia came back with some 

disheartening results which showed only 25% of Indonesian millennial workers have work 

engagement (Youngster.id, 2017). According to Pandey and Jha (2015), teachers hold an 

integral role in providing good quality of education, a sector of which the organizations are 

heavily dependent on their employees which are the teachers. Since teachers spend in average
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one – third of their time every day at work, their quality of life becomes one of the many 

aspects that needs to be better examined (Ahmad, 2013). Teachers’ work performance plays a 

crucial role in their students’ education and helps nurture the young minds and thus, making 

the profession as one of the most respected professions in the society (Parma et.al., 2014). A 

commitment given by organizations that is shown by their initiatives in seeking ways to 

increase their teachers’ morale and job satisfaction will help them improve their retention 

rates and their ability to recruit new, skilled and valuable teachers (Capelli, 2014). 

The research gap that this research attempts to fill is the discrepancies shown by some 

previous research related to work – life balance, engagement and work performance. There 

was a significant effect from employee engagement to work performance found in studies 

conducted by Ramadhan and Sembiring (2014) and Yudi et. al., (2017). However, these 

results contradict with the research result of Joushan et. al.,  (2015) who found no significant 

effect of employee engagement on their work performance. Ischevell et. al., (2016) found that 

work – life balance has a positive and significant effect on work performance but a different 

finding was established by Asima and Nilawati (2016) who found no significant effect from 

work – life balance to work performance. In order to fill in the gaps mentioned above, this 

research aims to seek and examine the impacts of work – life balance and employee 

engagement on work performance specifically among the millennial teachers. 
 

 

LITERATURE REVIEW 

Work – life balance (WLB) could be defined as the existence of synergy between 

one’s personal life and work and how the balance between the two aspects will contribute to 

the improvement of quality and complement each other (Kishino and Hirano, 2016). Work – 

life balance in organizations involve resources which are centered on health and care as well 

as the employee’s well – being as shown from giving employees more flexible working 

hours, having a daycare center for the employees’ children and more balanced workload 

among its employees (Robbins and Coulter, 2010). Minimum conflicts and balanced roles 

between work and personal life of an individual are usually good indicators for work – life 

balance (Deivasigamani and Sankar, 2014). The individual’s perception of the life roles that 

they play on a daily basis and how well they juggle the balancing act between their personal 

and  work  life  could  be  defined  as  work  -  life  balance  (Haar,  Russo,  Sune  &  Ollier  – 

Malaterre, 2014). 

Many organizations are still facing challenges in managing their employees’ issue 

related to work – life balance (Zhang et. al., 2012). Negative consequences such as the 

decline of employee’s health and well-being together with the decrease of company’s work 

performance are being brought upon by the poor execution of work – life balance or WLB 

(Shaffer et. al., 2016). High level of stress is most likely caused by lack of balance between 

work and personal life and if being left unchecked, the condition will lead to high company 

turnover (Kumara and Fasana, 2018). Any organization that is able to embrace work – life 

balance (WLB) of its employees by ensuring supporting policies  related to work  – life 

balance would have a bigger chance at improving productivity and lowering the turnover rate 

(Helmle et. al., 2014).
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Work – life balance (WLB) plays a role as one of the contributing factors in affecting 

the employee’s engagement (Benito - Osario et. al., 2015) and one of the most essential 

aspects being considered by organizations to maintain their performance and retention rates is 

the work – life balance management (Au and Ahmed, 2014). One of the first pioneers in 

proposing the concept of employee engagement, Kahn (1990) posed an idea of engagement 

as utilizes one’s self to their roles at their work place and how that individual freely expresses 

himself emotionally and cognitively in terms of their work roles. Members of any 

organizations with a sense of attachment to their roles at work and make use of the sentiments 

to better articulate themselves when performing their tasks are considered to have employee 

engagement (Abdallah et.al.,2017). Working with colleagues in order to improve work 

performance is something that an engaged employee will be doing without any force from the 

organization (Jose and Mampilly, 2012; Abraham, 2012). Positive organizational outcomes 

are more likely to be achieved by employees with work engagement and these outcomes 

include low turnover intention and increased level of productivity and satisfaction (Joo and 

Lee, 2017). 

Effort and positive work engagement of the employees are contributing factors to the 

company’s productivity (Musgrove and Ellinger, 2014) with the employee engagement being 

defined as a state or condition whereas an individual working in a company experiences 

passion and sense of commitment when doing his or her job (Maylett and Winner, 2014). 

Work  performance  could  be  defined  as  a  set  of  values  that  affects  the  employee’s 

contributions to his or her company and these values will eventually have an impact on the 

employees’ behavior when performing or completing their tasks (Colquitt, Lepine and 

Wesson, 2015). Previous research found that work – life balance significantly affects work 

performance (Sidik, 2019; Nurwahyuni, 2019). Based on a study conducted in accredited 

high schools around Jakarta, the main indicator which contributed to the teachers’ work 

performance is employee engagement (Arifin et. al., 2014). Another study supported the 

hypothesis   that   work   –   life   balance   has   a   significant   positive   relationship   on 

workperformance which was conducted by Thevanes and Mangaleswaran (2018) and 

employee engagement has a significant effect on work performance (Anitha, 2014). Similar 

finding was also found by Azizah and Gustomo (2015) with their research found a significant 

effect of employee engagement on work performance. 

Based on these previous findings from other research, the hypotheses are built as 

follows: 

 H1: There is a significant impact of work – life balance on work engagement 

 H2: There is a significant impact of employee engagement on work engagement 
 

 

RESEARCH METHODS 

In order to study the impacts of work – life balance and employee engagement on the 

work performance of millennial teachers, a survey questionnaires were being used in this 

research. Purposive sampling method was being used and the eligible teachers who could 

participate and fill in the questionnaire forms are those whose age is in the range between 19 

to 39 years old or those are still considered as millennial generations and work in Jakarta
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area. The data collection was being derived from the respondents between December 2019 

and January 2020. In terms of measurements, the work – life balance dimensions were being 

modified based on the indicators developed by Tsai et. al., (2016), Chan (2015), Bhatnagar 

(2014) and Skinner and Chapman in Zhang et. al., (2015) consist of working hours, work 

load and burnout, work arrangements, leadership and reward. The key constructs on work 

performance are being identified using the frameworks from Schepers (2011), Audrey and 

Patrice  (2012)  and  Koopmans  et.al.,(2014).  The  scale  being  used  for  the  employee 

engagement was based on the modification of Kourdi (2009) which consist of equity, sense 

of achievement, camaraderie, economic aspect and psychological aspect. SmartPLS software 

was being used to analyze the research data. Convergent and discriminant validity were being 

tested with the minimum score of 0.70 for the convergent validity results and Fornell – 

Larcker criterion was being used as the tool to check if the discriminant validity passes the 

minimum requirements. AVE score that is recommended for exploratory research needs to be 

higher than 0.5 (Ghozali and Latan, 2015). Composite reliability needs to have a minimum 

score  of  0.6  in  order  to  pass  the  requirements  and  the  hypotheses  being  tested  using 

probability value and t – test as well as the coefficient determinant to see the impacts of each 

variable in this research. It is conducted in order to the difference in the data mean or to seek 

if there is an impact of exogenous variable on endogen variable (Sugiyono, 2016). Outer 

loading  scores  needs  to  reach  0.70  with  the  minimum  of  0.6  score  is  still  considered 

acceptable and rule of thumb of composite reliability is in the range between 0.6 to 0.7 for 

explanatory research and above 0.7 for confirmatory research and multicolinearity test is 

being done by calculating the variance inflation factor (VIF) and the score needs to be lower 

than 5 in order for the data to pass the tests (Ghozali and Latan, 2015). 
 

 

FINDINGS AND DISCUSSIONS 

The descriptive statistic of this research is as explained below: 

Table 1. Sample Descriptions 

Category                                               Respondents Percentage
      (n=100)       

Age                            18 – 24 

25 – 31 
24                24% 

62                62%
                                     32 - 39                         14                 14%   

 

Years of working 1-3 years  29  29% 

experience 4-6 years  44  44% 
 7-10 years  22  22% 

                                     >10 years                    5                   5%  

Time being spent < 8 hours 80                80%
  at work                        > 8 hours                     20                20%  
Working 

institutions 

 
Source: Research Data 

Formal institutions     85 

Non – formal              15 

institutions 

85% 

15%
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The final framework from Structural Equation Modeling using SmartPLS is shown as 

below with item loading less than 0.5 was being removed from the calculation. 
 

 

Diagram 1. Structural Equation Modeling Framework. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Source: Research Data 

The test for convergent validity using outer loading needs to have a minimum value of 

0.5 for each of its indicator (Ghozali and Latan, 2015). The results showed that all variables 

which are employee engagement, work performance and work – life balance passed the 

requirement and are considered valid. 

Table 2. AVE Result 
 

Variable AVE Validity 

Employee engagement 0.531 Valid 

Work performance 0.526 Valid 

Work – life balance 0.636 Valid 

Source: Research Data   

 

The discriminant validity values for these variables are considered acceptable and 

therefore the research data was being preceded to the next step. 

Table 4. Discriminant Validity Result 
 

 Engagement Performance WLB 

Employee engagement 0.729   

Work performance 0.574 0.726  

Work – life balance -0.160 -0.498 0.797 

Source: Research Data 

The results for composite reliability in this research indicated good results which are 

shown from all the value scores above 0.7.
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Table 3. Composite Reliability Result 
 

Variable Composite Reliability Reliability 

Employee engagement 0.848 Good 

Work performance 0.897 Good 

Work – life balance 0.923 Good 

Source: Research Data   

 

The result of multicolinearity test is below 5 which mean the independent variables in 

this research are not correlated to each other in the equation. 

Table 4. Multicolinearity Test 

Variable              Work Performance

Employee 

engagement 

Work performance 

Work – life balance 

Source: Research Data 

1.026 
 

 

1.026

 

 

The R square result or the coefficient determinant displays that the construct of work 

performance explained by its independent variables by the score of 49.9% and the rest of the 

remaining percentage could be explained by other variables which are not included in this 

research model. 

Table 5. Coefficient Determination Result 
 

Construct R square R square adjusted 

Work performance 0.499 0.489 

Source: Research Data   

 

The result of path analysis is provided as follows: 

Table 6. Path Analysis
 

 

Path 

Original 

Sample 

(O) 

Sample 

Mean 

(M) 

Standard 

Deviation 

(STDEV) 

 

T Statistics 

(|O/STDEV|) 

 

 

P Values

EE -> 

WP 

WLB - 

> WP 

 

0.507          0.443           0.264               1.918               0.056 
 

 

-0.417         -0.432          0.109               3.820               0.000

Source: Research Data 

 
As presented by the score of p – values, the work – life balance has a negative 

significant effect on work performance but the employee engagement bears no significant 

effect on work performance as indicated by the p – value result of 0.056 if the confidence 

interval being used is 95%. However, increasing the significance level to a higher value of 

.10 or 90% allows the researcher for having a bigger chance of being wrong but it will also
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become easier to make conclusions that the coefficient is different from the sum of zero (Hair 

et. al., (2009) which means if this research is using the level significance of 90% then the 

employee engagement has an effect on work performance. However, since this research uses 

95% confidence interval, the results of this research conclude that there is no significant 

effect of employee engagement on work performance and that work – life balance has a 

negative significant effect on work performance. 

Work – life balance (WLB) was found to have a negative significant effect on work 

performance. The rejection of employee engagement on work performance is considered 

quite uncommon since many previous research conducted in various fields suggested that 

employee  engagement  has  an  impact  of  work  performance  such  as  the  findings  from 

Handoyo and Setiawan (2017), Lewiuci and Mustamu (2016), Astuti et. al., (2016) and 

Siswono (2016). Nevertheless, this rejected hypothesis is supported by one of the previous 

research by Aprilian (2013) who found in his research that there was no significant 

relationship between employee engagements with productive work performance. Work – life 

balance  negatively  impacts  work  performance  indicates  the  inability  to  obtain  sense  of 

balance between fulfilling personal needs and work obligations, which raises the inquiry on 

whether the two aspects of work – life balance and work performance are contradicting each 

other as opposed to complementary (Koubova and Buchko, 2013). Previous research done by 

Burhanudin et. al., (2018) discovered that conflicts arose caused by work – life balance has 

negative effect on work performance. The imbalance of life quality is linked to poor 

performance as well as lack of balance on effort and reward (Johari et. al., 2018). 
 

 

CONCLUSION AND SUGGESTIONS 

Given the unique nature of work – life balance and how each individual perceives it 

according to their own terms and perceptions, the idea of an increased work performance 

could be obtained from reducing the working hours is deemed too narrow. The concept of 

well – being has always been a tricky subject because one’s view on balanced life may differ 

from the others. Thus,  any measure of work  –  life balance should be broad enough to 

encompass individual’s needs and choices. The result of this research, although is not aligned 

with many of its similar previous studies, is supported by Rochim (2019) who found that 

work – life balance has negative impact on employees’ performance in his study as well as a 

research conducted by Kim (2014) who found a similar result on his study in Korea where in 

– role work performance was not positively affected by work – life balance. These findings 

could be interpreted as proof that different cultures in different countries contribute to various 

factors which lead to more diverse findings within the same scope. Indonesian culture values 

moments shared with their family and friends more than time being spent at work (Sat, 2012). 

Therefore,  burden  from  work  might  impose  an  issue  on  how  they  manage  their  time 

personally and professionally, causing them to lack focus in juggling the two tasks. In big 

cities such as Jakarta, the demand is steeping high with everything runs at a fast pace which 

makes it even that more challenging for workers to maintain balance between their personal 

and professional lives. When being faced with limited time, people have the tendency to 

choose taking care of their families’ affairs and needs first (Pedersen and Lewis, 2012). This



Volume 1, Issue 4, March 2020 E-ISSN : 2686-522X, P-ISSN :  2686-5211 

Available Online:  https://dinastirpub.org/DIJMS Page 522 

 

 

 

 

means even though many employees may spend in average eight hours of their days at work, 

in the end of the day they would use their extra time to attend to their personal lives and 

prioritize them first, especially for millennial generations who prefer having good personal 

life balance over job security (Telegraph, 2018) This notion is backed up by an interesting 

take from Warren (2015) who posits an idea and puts an emphasis on how in most literatures 

regarding work – life balance seem to fail to mention financial issues faced by the employees. 

By common sense, financial restraints should be included in work – life balance indicators 

and dimensions since most people are forced to make sacrifices in their lives due to financial 

struggle or needs and this may contribute to how their WLB impacts their work performance. 

This research also found no significant impact from employee engagement to work 

performance which is supported by Shimazu et.al., (2018) who found that engagement could 

be detrimental to in – role work performance. “An old wine in new bottles” is best described 

for work engagement, which means that the concept of an engaged worker is an old concept 

being recycled by human resource departments in organizations when dealing with job 

performance (Macey and Schneider, 2008). Although different types of engagement could be 

applied such as in a cognitive, physical or emotional aspect but the dimension is usually 

limited from low to high engagement instead of various dimensions or indicators. This means 

when it comes to work performance, being engaged is not necessarily required or considered 

as the main contributor. Another argument for the possible cause of why the employee 

engagement has no impact on work performance is because the indicators being used were 

for individual assessment without adding other factors such as from the team work 

perspective. A study conducted by Torrente et.al., (2012) found that team engagement played 

a mediating role between work climate and work performance. Collective work engagement 

is something that can be further examined and studied for future research. The employee 

engagement  is  arguably  linked  to  the  company’s  ability  in  driving  all  levels  of  its 

organization as an aligned and comprehensive unit (Alagaraja and Shuck, 2015) and there is 

only a limited number of research pertaining work – life balance especially among millennial 

teachers  in  Indonesia,  with  many  literatures  being  done  mostly  in  Western  countries 

according to Butts et. al., (2013) and Casper et. al., (2011). Thus, for future recommendation 

it is suggested that more research about these variables is needed in order to further develop 

literatures and test the suitability of the concept in different settings and countries. Building 

an organizational culture which helps nurture and support work – life balance and employee 

engagement requires thorough planning and long – term process which involves every aspect 

of  the  company’s  management  level.  The  organization  needs  to  come  up  with  proper 

planning as to how to get their workers want to become active and contributing members of 

the company willingly. 
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