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Abstract

Using employee engagement as an intermediary variable, this quantitative study
examines the effect of work-life balance and work environment on job satisfaction
among mall employees in Makassar. The validity, reliability, and causal linkages
between variables were examined in this study using the SmartPLS program version
4.0. Employee involvement acted as a mediator between work-life balance, work
environment, and job satisfaction, according to the results. employment satisfaction
is enhanced when there is a good work-life balance, less work pressure, employment
stability, and a pleasant and supportive work environment. While a healthy work-life
balance is still important, high employee engagement has a smaller but favourable
impact on job satisfaction. If mall management wants their employees to be happy in
their jobs, they need to make sure they have a healthy work-life balance, create a
positive work atmosphere, and encourage employee engagement. Furthermore, poll
results show that employees are still not very satisfied with their jobs because of issues
with work-life balance, the workplace, and employee engagement. Employees and a
number of internal firm elements are both responsible for the current level of job
satisfaction. The role of employee engagement as a moderating variable between
work-life balance, work environment, and job satisfaction is further illuminated by this
study.

Keywords: Work-Life Balance, Work Environment, Job Satisfaction, Employee
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INTRODUCTION

If an agency or organisation wants its employees to be happier in their jobs, it needs
good management. Optimal job satisfaction is supported by a healthy work environment, a
work-life balance, and employee involvement. When it comes to reaching business
objectives, employees are king. To get good feedback from employees, though, the business
must be able to satisfy their demands and needs.

Companies place a high value on employee job satisfaction as it indicates their
overall feelings towards their jobs and the organisation. It goes without saying that everyone
who works wants to be happy in their employment. Job satisfaction is fundamentally an issue
of individual preference. An individual's sense of contentment rises in proportion to the
degree to which their employment is tailored to their preferences. Staff members who enjoy
what they do for a living are more inclined to see the assignment through to completion.
Workers' happiness and contentment on the workplace are directly related to their level of
job satisfaction (Rezeki, 2022).

Organisations and businesses often use the word "job satisfaction" to talk about how
happy an employee is in their position. Job satisfaction is defined as an employee's emotional
response to his or her work, according to research by Annakis et al. (2011) in Wati & Yusuf
(2020). Workers might encounter one.

They have a mixed bag of work; some is good and some is bad. Job happiness is
influenced by the current state of the workplace. Happy workers are more likely to enjoy
what they do for a living and give their all on the workplace. Staff members who report
lower levels of satisfaction are more prone to despise their work.

The fall in employee job satisfaction levels, which can be caused by different
reasons, both internal and external aspects of the firm, is a problem that agencies or
corporations commonly encounter with human resources. Boosting employee work
happiness is good for business. Nevertheless, let's say that people are less satisfied with their
jobs. Employees' reluctance to put in effort will have a negative impact on the business as a
whole if that happens.

Indonesia, CNN Indonesia — A study titled Asia Pacific Workforce Hopes and Fears
poll 2023 has been released by Price Waterhouse Coopers International (PwC) detailing the
findings of a poll that gauges the degree to which employees in the Asia Pacific region are
satisflepd with their jobs.
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Figure 1.
Job Satisfaction Data in Asia Pacific 2023
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The level of satisfaction among Indonesian workers reached 75%, second only to
that of Thai workers. Despite this, many workers still gripe about not having a professional
path, a work-life balance, or a job that is a good fit for their degree. Unbeknownst to them,
this has a devastating effect on contentment in one's work environment. There is a positive
correlation between work-life balance and increased income for organisations who actively
promote it to their staff.

A short study done in 2023 on employees at Makassar Mall found that same
phenomenon occurs as well, with a decline in employee job satisfaction levels. The 32
workers at Makassar Mall were asked to fill out this brief survey. Workers at Makassar Mall
have reported a decline in job satisfaction, as seen in the table below.

Results of a small study on job s:t?:fl:c:ion in Makassar Mall employees
STATEMENT Percentage
SS S TS | STS
4 3 2 1
I feel satisfied with the work that feels hard 0% | 0% | 66% |35%
The job assignments are assigned according to my ability 0% | 12% | 66% |22%
I feel unhappy when work responsibilities cannot be completed 9% | 19% | 28% |44%
My boss has always given me freedom for my work 0% | 22% | 34% |44%
I feel dissatisfied with the facilities provided by the company 0% | 19% | 56% |25%
I am satisfied with the amount of leave granted 0% | 16% | 59% |25%
I don't feel good working with colleagues in a team 0% | 22% | 59% | 19%

Source: Processed by researchers, 2023

The number of employees who tend to indicate they are unsatisfied or unhappy
suggests that the satisfaction level is relatively low, according to little research conducted in
Makassar Mall. Lack of engagement, work-life balance, and a negative work environment
are the three main causes of dissatisfaction with one's job. Job satisfaction can be influenced
by a number of factors, including work-life balance, the work environment, and employee
involvement. Work satisfaction is higher for employees when their workplace is welcoming
and supportive of families (Robbins, S.P., & Coulter, 2016).

REVIEW OF LITERATURE

A growing number of businesses are recognising the importance of a healthy work-
life balance for their employees. Because it equips workers to handle issues both at work
and in their personal lives, the program has earned the respect of the company. Employees
worry that if they don't have a good work-life balance, they won't be able to enjoy life to the
fullest, which will compromise their mental and physical health, reduce the quality of their
work, and make it harder for them to spend time with their loved ones. According to studies
conducted by Fadilla and Assyofa (2022), a healthy work-life balance has a good and
substantial effect on job satisfaction. However, it appears that work-life balance has no
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substantial impact on job satisfaction according to the research findings in (Lumunon et al.,
2019).

A number of internal and external elements within the organisation contribute to the
rise in workers' happiness on the job. An ideal work atmosphere is just as crucial as a good
work-life balance. In order to keep employees from being bored and uncomfortable while
they work, it's important to provide a nice working environment. Workers also need to be
able to keep their minds healthy while on the job so they can give their full attention to their
tasks. The findings demonstrated that the work environment has a substantial impact on
employee job satisfaction in (Mubaroq et al., 2021). Surito et al. (2020) found no correlation
between job satisfaction and workplace factors.

Employee engagement has an effect on job satisfaction, in addition to work-life
balance and the work environment. Engaged employees are those who are enthusiastic about
what they do for a living and have a strong sense of purpose in their work. People are more
committed, enthusiastic, and helpful to the company's objectives when they have a personal
investment in what they do for a living. When workers are invested in their work, they are
more likely to be happy in their jobs.

Employee engagement is defined by Ariarni (2017) as the degree to which workers
are emotionally invested in the success of the business, have a positive attitude towards their
work, and are able to put their full potential into meeting the demands of their jobs. The
organization's success may be boosted by this work performance.

The role of employee involvement as a moderator between work-life balance, work
environment, and job satisfaction warrants more investigation. There has been a lot of study
on the topic of employee engagement and its relationship to job happiness, as well as work-
life balance and the workplace environment. On the other hand, there is a dearth of studies
that examine job satisfaction in relation to work-life balance, environment, and employee
engagement all at once. In addition, the results of the prior research were inconsistent; some
found statistically significant connections between the factors while others found none at all.
Employee engagement is a potential moderating factor between work-life balance, work
environment, and job satisfaction; so, this study's results should shed light on this topic.

Employee work satisfaction is a key component that can impact an organization's
success, which is why prior studies on the topic have mostly focused on public service
organizations and various sorts of manufacturing enterprises. Public sector organisations are
not included in any published studies on employee job satisfaction that use work-life balance,
work environment, and employee engagement as intervening variables.

RESEARCH METHOD

A quantitative approach is used in this study. Quantitative research is defined by
Azdanal et al. (2021) as an approach to study that is methodical and well-planned from start
to finish. "The Effect of Work-Life Balance and Work Environment on Job Satisfaction with
Employee Engagement as an Intervening Variable in Makassar Mall Employees" is the title
of the study, and this method is designed to analyse statistical data from a specific population
or sample to draw conclusions about that population.

The number of people who worked as part of the population in this study—the
employees of Makassar Mall—is unclear. The study utilised the Lemeshow formula to
ascertain the necessary sample size. This technique is useful for making sure the study's
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conclusions are valid and dependable by making sure the sample is representative of the
population.

We used a specific technique to take our sample because we don't know the precise
population size of the people working at Makassar Mall. Sugiyono (2022: 81) states that a
sample represents some aspect of the population's size and composition. In order to guarantee
that the research findings are accurate and representative, the sample size was determined
using the Lemeshow formula in this study. In cases where the population is unknown, the
Lemeshow method is utilised to ascertain the sample size. This guarantees that the collected
data can faithfully portray the workforce at Makassar Mall. In this study, 96 employees made
up the sample. The mall's unique work environment, work-life balance, and the dynamics of
the workplace can be better understood using this method, along with the effects of these
variables on employee engagement and happiness on the job.

Among light of the aforementioned premise, a comprehensive model describing the
relationship between work-life balance variables, the workplace, and job satisfaction among
Makassar Mall employees can be represented as.

Work-life
balance

Employee

Figure 2
Research Model

Data processing and hypothesis testing were carried out using the SmartPLS (partial
least square) program version 4.0 in this investigation. Because it is a bootstrapping-based
analytical tool, SmartPLS does not need a minimum number of samples and does not assume
normalcy. There are essentially three stages to an analysis using SmartPLS: the outside
model analysis, the inner model analysis, and hypothesis testing. By utilising model design,
convergent and discriminant validity tests, and reliability tests with composite reliability and
Cronbach's alpha, Outer Model analysis ensures that data is valid and reliable. By examining
the value of R Square, Inner Model analysis investigates the causal links between latent
variables. If the t-statistic is more than 1.96, the hypothesis is deemed significant and HO is
rejected and Ha is accepted in the path coefficient technique of hypothesis testing.

RESULTS AND DISCUSSION

Figure 3 displays the outcomes of the main data analysis conducted during the test stage
of the research instruments. This analysis was done using the SmartPLS version 4.0 program
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and was based on the outer loading results of the research variables pertaining to work-life
balance, work environment, employee engagement, and job satisfaction.
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Figure 3
Path Outer Model

Six instruments from the employee engagement (EE) variable, ten from the job
satisfaction (KK) variable, twelve from the work environment (LK) variable, and six from
the work-life balance (WLB) variable are valid, according to the results of the outer loading
validity test shown in Table 2. Everything is because the outer loading value that comes out
of processing the data from the instruments is more than 0.7. The cross-loading value shows
that there is a discriminant for each construct, which means that the discriminant is genuine.
Ghozali (2015) in Laksono & Wardoyo (2019) states that if the square root value of the
Average Variance Extracted (AVE) is more than 0.5, then the discriminant is considered
legitimate.

Table 3
Average Variance Extracted (AVE)
Variable Average Variance Extracted (AVE)
Work-life balance 0.608
Working environment 0.585
Employee engagement 0.602
Job satisfaction 0.598

All of the study's variables—work-life balance, work environment, employee
engagement, and job satisfaction—had AVE values more than 0.5, as shown in Table 3. This
proves that the discriminant validity requirement has been satisfied by all constructs. The
results of this study are trustworthy and lay a solid foundation for further analysis of the
effect of work-life balance and work environment on job satisfaction among Makassar Mall
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employees. Employee engagement is seen as an intervening variable, and the tested
instruments are valid and reliable.

One way to find out how consistent a measuring device is is to put it through a
reliability test. Results from reliability tests are shown in both composite reliability and
Cronbach's alpha. If Cronbach's alpha is greater than 0.6 and composite reliability is greater
than 0.7, then the variable is deemed to have strong reliability (Ghozali, 2015, in Laksono &
Wardoyo, 2019).

Table 4
Composite Reliability
Cronbach's alpha Composite mposite reliability Average
reliability (rho_a) (rho_c¢) variance
extracted (AVE)
Work 0.936 0.937 0.944 0.585
Environment
Work Life 0.871 0.872 0.903 0.608
Balance
Employee 0.868 0.870 0.901 0.602
Engagement
Job Satisfaction 0.925 0.926 0.937 0.598

Data analysis shows that four variables—job satisfaction, work-life balance,
employee engagement, and work environment—have strong construct validity and internal
consistency. All of the variables have Cronbach's Alpha values greater than 0.7, which means
that there is a lot of internal consistency. The construct reliability is also high, with all
variables having composite reliability values (rho a and rho c) more than 0.7. Each variable
has an AVE better than 0.5, indicating sufficient convergent validity. Work-Life Balance,
Employee Engagement, Job Satisfaction, and Work Environment were all measured using
instruments that were validated and shown to be reliable in this study.

R-square R-square adjusted

Job satisfaction 0.694 0.684

By calculating the R-squared value, an inner model analysis can determine whether
latent variables are causally related or not. The R-Square value of 0.694 for the work-life
balance variable (X1), as shown in Table 5, suggests that.

Table 5
Path Coefficient
Connection Original |[Sample meanStandard deviation| T statistics | P values
sample (O) ™M) (STDEV) (O/STDEV))
Work environment-> 0.467 0.461 0.129 3.634 0.0
employee engagement
Work environment-> 0.446 0.445 0.123 3.636 0.0
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job satisfaction

Work life balance ->
employee engagement

0.319

0.326

0.133

24

0.016

Work life balance ->
job satisfaction

0.208

0.222

0.099

2.116

0.034

employee engagement
-> job satisfaction

0.291

0.28

0.129

2.257

0.024

Work life balance ->
employee engagement
-> job satisfaction

0.093

0.091

0.058

1.598

0.11

Work environment->
employee engagement

0.136

0.127

0.066

2.064

0.039

-> job satisfaction

In the first hypothesis, we look at how X1, work-life balance, affects happiness on the
job. This variable's t-statistical parameter coefficient was 2.116, according to the results of
the analysis. We can reject Hol and accept Hal because this value is more significant than
the 5% significance table t-value of 1.96. In other words, job happiness is significantly
affected by the work-life balance variable.

The second hypothesis looks at how X2, the workplace, affects happiness on the job.
We can reject Ho2 and accept Ha2 since the t-statistic parameter coefficient is 3.636, which
is larger than the 5% significance table t (1.96). This demonstrates that there is a strong
correlation between job happiness and the workplace.

Employee engagement (Z) and its impact on work satisfaction is the subject of the
third hypothesis. This variable has a t-statistical parameter coefficient of 2.257. We can
conclude that Ha3 is accepted and Ho3 is rejected because this value is higher than the 5%
significance table t-value of 1.96. What this means is that involvement level in the workplace
significantly affects happiness on the job.

The impact of X1, work-life balance, on employee engagement is the subject of the
fourth hypothesis. Compared to the 5% significance level indicated by the t table (1.96), the
t-statistic parameter coefficient for this variable is 2.400, according to the analysis results.
So, we can conclude that work-life balance significantly affects employee engagement (Ha4)
and reject Ho4.

The impact of X2 (the work environment) on involvement is the subject of the fifth
hypothesis. With a t-statistic parameter coefficient of 3.634, we can reject Ho5 and accept
Ha5, since this value is higher than the table t significance level of 5% (1.96). This indicates
that there is a strong correlation between employee engagement and the workplace.

Employee engagement mediates the relationship between work-life balance (X1) and
job satisfaction, which is the subject of the sixth hypothesis. Compared to the 5%
significance table t value of 1.96, the t-statistical parameter coefficient for this variable was
1.598, according to the analysis results. There is no statistically significant relationship
between work-life balance and job satisfaction, hence Ho6 is true and Ha6 is false.

But in the seventh hypothesis, we see how employee involvement mediates the
relationship between X2 (the workplace) and job happiness. This variable's t-statistic
parameter coefficient of 2.064 is higher than the 5% significance table t of 1.96. We can
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conclude that the work environment significantly affects job satisfaction through employee
involvement as this reveals that Ho7 is rejected and Ha7 is accepted.

The results of this study demonstrate that job satisfaction among mall employees in
the Makassar area is significantly impacted by work-life balance and the work environment.
Having a pleasant and friendly work environment, together with a healthy work-life balance,
little work pressure, and job security, all contribute to a more satisfying work experience.
Furthermore, job satisfaction is positively impacted by high staff engagement, which is
marked by loyalty, morale, and an unwavering attitude. Job satisfaction is greatly impacted
by employee engagement, which is in turn influenced by work-life balance and the work
environment. Although work-life balance does have an impact on job satisfaction, it is
mitigated by engaged employees. On the other hand, the work environment significantly
affects job satisfaction, either directly or via engagement.

CONCLUSION

Several inferences are possible from this study's findings. Firstly, among Makassar
mall employees, job satisfaction is greatly impacted by work-life balance and the quality of
the work environment. Staff members who are able to maintain a healthy work-life balance
while also benefiting from a safe, pleasant, and supportive workplace are more likely to be
satisfied with their jobs overall. Second, the relationship between work-life balance, job
satisfaction, and the work environment is moderated by employee involvement. Although it
somewhat mitigates the direct influence of work-life balance on job satisfaction, high
employee engagement nevertheless contributes favourably to job satisfaction. Thirdly, poll
results reveal that employees are still not very satisfied with their jobs, mostly because mall
organisations have a less-than-ideal work-life balance, work climate, and employee
engagement levels. Management must make a concerted effort to create a supportive work
environment, provide a good work-life balance, and cultivate strong employee engagement
if they want to see an increase in job satisfaction. Employees must also actively participate
in this endeavour. Finally, this study adds to our knowledge of how employee engagement
mediates the connection between work-life balance, work environment, and job satisfaction;
it provides important takeaways for future studies and real-world management strategies.
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