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Abstract 
PT Sukuntex is a manufacturing company in Indonesia that is in charge of 
the textile industry. The problem faced is the fluctuation in the decline in 
target achievement in 2018-2021. Until 2021, the number of realizations 
cannot achieve the targets set by the company. Work-life balance, compen-
sation, and employee engagement are variables that can affect employee per-
formance. This study aims to determine the effect of work-life balance and 
compensation on employee engagement through employee engagement at 
PT Sukuntex-Spinning. The number of samples is 100 female employees who 
are married and have children from the production division of PT Sukun-
tex-Spinning. The data analysis technique uses a Structural Equation Model 
based on Partial Least Square (SEM PLS). The results of the study support 
the theory of organizational behavior where individual behavior like work-life 
balance, acceptance of compensation, and employee engagement can im-
prove employee performance. This study concludes work-life balance and 
compensation have a positive and significant effect on employee performance 
through employee engagement. The recommendation for the company is to 
hold a joint event between employees and their families. Companies also need 
to provide regular training to improve the quality of employees. In addition, 
the company can give praise or appreciation for every employee’s progress in 
work. 

How to cite this paper: Arianti, A. M., 
Soekemi, W., & Dewi, R. S. (2022). The 
Effect of Work Life Balance and Compen-
sation on Employee Performance through 
Employee Engagement as Intervening Va-
riable (Study on Married Women Em-
ployees That Have Children in the Produc-
tion Section of PT Sukuntex Spinning). 
Journal of Human Resource and Sustaina-
bility Studies, 10, 705-718. 
https://doi.org/10.4236/jhrss.2022.104041 
 
Received: October 1, 2022 
Accepted: November 14, 2022 
Published: November 17, 2022 
 
Copyright © 2022 by author(s) and  
Scientific Research Publishing Inc. 
This work is licensed under the Creative 
Commons Attribution International  
License (CC BY 4.0). 
http://creativecommons.org/licenses/by/4.0/

  Open Access

https://www.scirp.org/journal/jhrss
https://doi.org/10.4236/jhrss.2022.104041
https://www.scirp.org/
https://doi.org/10.4236/jhrss.2022.104041
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/


A. M. Arianti et al. 
 

 

DOI: 10.4236/jhrss.2022.104041 706 Journal of Human Resource and Sustainability Studies 
 

Keywords 
Work-Life Balance, Compensation, Employee Engagement, Employee  
Performance 

 

1. Introduction 

PT Sukuntex is a manufacturing company in Indonesia that is in charge of the 
textile industry that has sections such as spinning, weaving, and finishing which 
has succeeded in taking advantage of the opportunities of the domestic textile 
market.  

Married female employees who have children in the production division of PT 
Sukuntex-spinning (can be referred to as employees of PT Sukuntex-spinning) 
are one of the human resources owned by the company. 

Every employee must have a standard of work where the success or failure of 
employees to achieve or exceed the set targets can be seen from the work results. 
The results of the work that occurred in the company were not in line with the 
expectation of PT Sukuntex-Spinning. 

Based on Table 1, it is known that there was a decrease in the realization of 
production results from 2018 to 2021. The period with the highest percentage 
occurred in the January-June 2021 period of 20.61%. These conditions indicate 
that the employee’s performance is in good condition because of the reciprocal 
satisfaction of employees on the fulfillment of rights by the company. The lowest 
period occurred in January-June 2019 at −42.97% and the period of July-De- 
cember 2020 at −25.13%. The occurrence of fluctuations in meeting these targets 
reflects the existence of problems, especially for employees who are able to affect 
performance. 

 
Table 1. Percentage of company targets with realized achievement of employee targets in 
2018-2021. 

Period Per Semester Target Realization Percentage Realized Growth (%) 

January-June 2018 7.950.00 8.113.57 2.06 

July-December 2018 6.400.00 6.720.51 5.01 

January-June 2019 3.950.00 3.832.17 −2.98 

July-December 2019 4.650.00 4.441.91 −4.47 

January-June 2020 4.700.00 4.596.00 −2.21 

July-December 2020 3.600.00 3.440.76 −4.42 

January-June 2021 3.900.00 4.150.00 20.61 

July-December 2021 3.900.00 4.390.00 5.78 

Source: PT Sukuntex-spinning, 2022. 
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The phenomenon of work-life balance often occurs in female workers, espe-
cially those who are married because they are not able to balance roles. One of 
the phenomena also occurs at PT Sukuntex-spinning which is marked by fluctu-
ations in the increase in employee presence. Because some of the employees of 
PT Sukuntex are married women, maternity leave contributes to the fact that 
personal life can interfere with the company’s productivity. Based on interviews 
conducted with 10 representatives of spinning female employees on March 9, 
2022, it is known that they as wives often get complaints from their husbands 
and children for less attention and responsibilities as wives and mothers of 
children and the time to gather with their families is reduced due to working 
hours in the form of shifts. Employees that still have babies must experience an-
xiety at work because their focus must be divided. 

The company doesn’t only recruit and accept employees but prioritizes keep-
ing employees comfortable while in the company, one of which is by providing 
compensation. If compensation is not given inappropriately, the company can 
lose employees who have good performance. Based on the observations in textile 
companies at Kudus regional, there are differences regarding compensation be-
tween PT Sukuntex and other companies. The difference in providing compen-
sation lies in financial compensation and non-financial compensation.  

One factor that is no less important for companies to increase productivity is 
employee engagement. Employees who work in spinning still use the mindset of 
coming, working and going home so employees in spinning can be categorized 
as “not engaged employees” because they only focus on the given task without 
having an attitude of appreciation and enthusiasm in carrying out their work so 
that the employee must be informed about the tasks that need to be done and 
there is no curiosity in the company’s operational activities. 

2. Review Literature 

Organizational behavior is defined as the attitude or behavior of an individual 
expressed through his personality, views and mental attitudes in an organization 
that can affect the performance of that person and his or her organization (Ta-
nasal et al., 2016). Organizational behavior is the application and science of 
knowledge to find out how an individual or group acts in an organization (Lu-
thans, 2006). 

Work-life balance is described as person’s state when they feel a balance of at-
tachment and satisfaction in carrying out their role as a worker and family 
member (Greenhaus et al., 2003). There are three dimensions of work-life bal-
ance that is time balance, involvement balance, and satisfaction balance (Green-
haus et al., 2003). Time balance refers to the ability to gather with family and do 
work, relax or have fun when coming home from work, having effective rest 
periods at work and when coming home from work. Involvement balance is 
related to the ability to enjoy time and be physically and emotionally involved 
in the family and socially after working approximately 8 hours/day, family 
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circumstances can affect the situation at work but do not have high-stress le-
vels. Satisfaction balance includes conditions in the family, relationship with 
friends and coworkers, and quality that can be resolved. Work-life balance can 
be the cause of employee engagement. Research that described about work-life 
balance is able to influence employee engagement; it is proven that companies 
that pay attention to work-life balance well can increase employee engagement 
(Larasati et al., 2019). Companies must be able to respond to the wishes of em-
ployees if they want to improve employee performance by knowing the 
work-life balance. Another research described work-life balance affects em-
ployee performance so that if the company offers to manage work-life balance 
to employees, it will provide benefits through increased performance (Soomro 
et al., 2018). 

Compensation is the total benefits obtained by employees as a substitute for 
services from the company (Mondy, 2008). The measurement of compensation 
uses indicators that are financial compensation and non-financial compensation 
(Mondy, 2008). Financial compensation is the compensation received by an in-
dividual in the form of money or services paid by the company. Non-financial 
compensation is the satisfaction received by an individual in working from the 
psychological or physical environment at work. Compensation is one of the im-
portant factors in employee engagement because the employee can be motivated 
when working so that they have the enthusiasm to improve their abilities. Pre-
vious research shows that compensation can affect employee engagement posi-
tively and significantly. Employees are more involved in the workplace by in-
vesting in skills that are balanced with compensation (Zacher et al., 2015). If the 
company offers a compensation program, employees want to improve their abil-
ities so that employee performance increases. Another research shows that com-
pensation significantly affects employee performance (Beede Emerole & Ogbu 
Edeh, 2017). 

To achieve organizational goals, employee involvement is needed which is 
manifested in the form of commitment, enthusiasm, and focused and energetic 
effort (Macey et al., 2009). Measurement of employee engagement include en-
thusiasm, dedication, and appreciation (Schaufeli et al., 2006). Enthusiasm is the 
state of employees who are passionate about completing work. Dedication is an 
emotional attachment between an individual and his work. Appreciation is an 
effort made with full focus on the work. Employees who already have a feeling of 
being engaged in the company will definitely maximize their ability to work and 
be more loyal so that they will stay in the company even though there are offers 
from other companies. Another study states that employee engagement has a 
significant effect on employee performance (Anitha, 2014). 

Performance is the level of success or result of a person as a whole within a 
certain period during carrying out a task when compared to several possibilities 
such as work standards, targets or criteria that have been set from the start and 
have been mutually agreed (Rivai et al., 2005). There are indicators of employee 
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performance, namely quality, quantity, timeliness, effectiveness, supervision, 
and interpersonal relationships (Robbins, 2006). Quality is the work produced 
by employees with the skills and abilities they have. Quantity is the amount ob-
tained from the employee’s ability to work. Punctuality is the ability of em-
ployees to complete work in accordance with the time set. Effectiveness is the 
ability of employees to maximize company resources. Supervision is the ability 
of employees to carry out work without asking for help from other people or 
supervisors from the company. Interpersonal relationship is an employee’s abil-
ity to communicate and cooperate with others. Previous research stated that 
employee engagement is able to mediate work-life balance on employee per-
formance. It means that the work-life balance is able to influence the level of 
employee performance in the company to be higher if it is mediated by em-
ployee engagement (Witriaryani et al., 2022). Another previous research stated 
that employee engagement is able to positively mediate compensation on em-
ployee performance. Compensation can have an impact on increasing employee 
performance if it is mediated by increased employee engagement (Fakhri et al., 
2020). 

Objective of the Study 

This study aims to determine the effect of work-life balance and compensation 
factors on employee performance through employee engagement at PT Sukun-
tex-Spinning employees. 

3. Methodology 

The type of research used is explanatory research. The population in this study 
were female employees who were married and had children in the production 
division of PT Sukuntex-spinning as many as 100 respondents. The sampling 
technique uses a census technique where the entire population is sampled be-
cause there are 100 people. Methods of collecting data with questionnaires and 
interviews using a Likert scale 1 - 5. The primary data used in this study are an-
swers that are distributed to married female employees in the production divi-
sion of the Sukuntex-Spinning including personal data and respondents’ percep-
tions of work-life balance, compensation, employee engagement and employee 
performance. The data analysis method used is SEM PLS with validity test, relia-
bility test, R-square test, bootstrapping and Variance Accounted For (VAF) us-
ing SmartPLS software. 

Measurement of work-life balance uses the dimensions such as time balance, 
involvement balance, satisfaction balance (Greenhaus et al., 2003). The compen-
sation use indicators such as financial compensation and non-financial com-
pensation (Mondy, 2008). Employee engagement use indicators such as vigor, 
dedication and absorption (Schaufeli et al., 2006). Employee performance use 
indicators such as quality, quantity, timeliness, effectiveness, supervision, inter-
personal relations (Robbins, 2006). 
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4. Results and Discussions 
4.1. Convergent and Discriminant Validity 

Data processing uses an approach known as the repeated indicators approach 
where the use of indicators in the first-order construct is also used as an indica-
tor for the second-order factor. Table 2 represents about convergent validity test 
on the work-life balance dimensions, namely time balance, involvement balance, 
and satisfaction balance and all indicators of the work-life balance, compensa-
tion, employee engagement, and employee performance variables are valid be-
cause the outer loading value is >0.06.  

Discriminant validity is obtained through cross-loading indicator measure-
ments with constructs. The value of discriminant validity can be known through 
the AVE which is greater than 0.5, so the latent variable has become a good 
comparison for this study. 

The value of convergent validity and discriminant validity can be known 
through the value of Average Variance Extracted (AVE) which is >0.5 (Hair et 
al., 2013). The results in Table 3 stated that the AVE value of each dimension of 
the work-life balance variable (time balance, involvement balance, satisfaction 
balance) was more than 0.5. The AVE value of the work-life balance, compensa-
tion, employee engagement and employee performance variables has been more 
than 0.5. 

 
Table 2. Outer loadings on validity test second-order construct. 

 
Time  

Balance 
Involvement 

Balance 
Satisfaction  

Balance 
Work-Life 

Balance 
Compensation 

Employee  
Engagement 

Employee  
Performance 

WLB1 0.822       

WLB1    0.760    

WLB2 0.803       

WLB2    0.659    

WLB3 0.797       

WLB3    0.771    

WLB4  0.810      

WLB4    0.780    

WLB5  0.782      

WLB5    0.777    

WLB6  0.813      

WLB6    0.768    

WLB7  0.872      

WLB7    0.857    

WLB8  0.711      

WLB8    0.653    

WLB9   0.799     
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Continued 

WLB9    0.739    

WLB10   0.827     

WLB10    0.730    

WLB11   0.828     

WLB12    0.785    

C1     0.789   

C2     0.862   

C3     0.810   

C4     0.846   

C5     0.786   

C6     0.686   

C7     0.782   

C8     0.796   

C9     0.719   

C10     0.733   

EE1      0.753  

EE2      0.815  

EE3      0.798  

EE4      0.769  

EE5      0.685  

EE6      0.752  

EE7      0.871  

EE8      0.799  

EE9      0.775  

EE10      0.763  

EP1       0.869 

EP2       0.811 

EP3       0.785 

EP4       0.697 

EP5       0.880 

EP6       0.863 

EP7       0.816 

EP8       0.865 

EP9       0.859 

EP10       0.865 

EP11       0.872 

EP12       0.757 

Source: Data processing with SmartPLS, 2022. 
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Table 3. The output of AVE and composite reliability second order construct.  

 Composite Reliability Average Variance Extracted (AVE) 

Time Balance 0.849 0.653 

Involvement Balance 0.898 0.639 

Satisfaction Balance 0.858 0.669 

Work-Life Balance 0.935 0.569 

Compensation 0.940 0.612 

Employee Engagement 0.939 0.607 

Employee Performance 0.964 0.689 

Source: Data processing with SmartPLS, 2022. 

4.2. Reliability Construct 

The reliability test was used to measure the composite reliability and Cronbach’s 
alpha values. Table 4 described that all dimensions and variables are in accor-
dance with the criteria for Cronbach’s alpha and composite reliability values, 
which are >0.70 so that all data can be said to be reliable constructs. 

4.3. Structural Model (Inner Model) 

Structural model is testing a model by looking at the value of R-square and 
F-square effect size. R-square is used to determine the ability of the independent 
variable to influence the dependent variable. 

Table 5 represents about two variables that are influenced by other variables, 
namely employee engagement with an r-square value of 0.762 and an r-square 
value of employee performance of 0.884. Based on these results, it can be seen 
that work-life balance and compensation can contribute 76% to the employee 
engagement variable while the remaining 24% comes from other variables out-
side the study. In addition, employee performance variables can be explained by 
work-life balance, compensation and employee engagement with a percentage of 
88% while the remaining 12% comes from other variables outside the study.  

F-square effect size is used to determine the effect of the independent variable 
on the dependent variable with various categories such as weak (0.02), medium 
(0.15) and strong (0.35). Variables that included in the medium category are the 
effect of work-life balance on employee engagement of 0.194, the effect of com-
pensation on employee engagement of 0.218, the effect of work-life balance on 
employee performance of 0.205, the effect of compensation on employee per-
formance of 0.198 and the effect of employee engagement on employee perfor-
mance of 0.193. 

4.4. Hypothesis Test 

Based on Figure 1 carried out with the SmartPLS 3.3 for windows program, path 
coefficients are obtained which explain the coefficient value, T value and P value 
which are used as a reference for the relationship between variables in this 
study. 
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Table 4. Composite reliability and Cronbach’s alpha on second-order construct. 

 Composite Reliability Cronbach’s Alpha 

Time Balance 0.735 0.849 

Involvement Balance 0.858 0.898 

Satisfaction Balance 0.753 0.858 

Work Life Balance 0.924 0.935 

Compensation 0.929 0.940 

Employee Engagement 0.928 0.939 

Employee Performance 0.958 0.964 

Source: Data processing with SmartPLS, 2022. 
 

Table 5. R-Square. 

Variable R-Square 

Employee engagement 0.762 

Employee performance 0.884 

Source: Data processing with SmartPLS, 2022. 
 

 
Figure 1. Path analysis model diagram. 

 
Based on Table 6 path coefficients which explain the direct effect, then Table 

7 explains the indirect effect. 
Table 7 shows that indirect effect of work-life balance on employee perfor-

mance through employee engagement has an original sample of 0.134. Then, the 
indirect effect of compensation on employee performance through employee 
engagement has an original sample of 0.143. 

4.5. Variance Accounted For (VAF) 

VAF is used to determine how much the intervening variable is able to absorb 
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the direct effect before it is signed by the mediation model. 
The results of Table 8 show that VAF calculation to test employee engage-

ment as a mediating variable between work-life balance and employee perfor-
mance are 0.281% or 28.1% so the role of the intervening variable can be catego-
rized as partial mediation. In addition, the VAF value to test employee engage-
ment as a mediating variable between compensation and employee performance 
is 0.296% or 29.6% so the role of the intervening variable can be categorized as 
partial mediation. 

4.6. Discussion 

The theory states that if the company can help balance personal and work life, 
the individual feels cared for by the company so they must give reciprocity by 
showing an attitude of increasing positive feelings at work (Blau, 2017). Table 6 
shows that the work-life balance variable has a positive influence on the em-
ployee engagement variable of 0.438 which means it is positive with a significant 
value of 0.000 < 0.05 which means significant. 

 
Table 6. Direct effects on output path coefficients. 

 Original Sample T Statistics P Values 

Work Life Balance ->  
Employee Engagement 

0.438 3.748 0.000 

Compensation ->  
Employee Engagement 

0.464 4.633 0.000 

Work-Life Balance ->  
Employee Performance 

0.343 4.285 0.000 

Compensation ->  
Employee Performance 

0.340 3.487 0.001 

Employee Engagement ->  
Employee Performance 

0.307 3.446 0.001 

Source: Data processing with SmartPLS, 2022. 
 

Table 7. Indirect effects on output specific indirect effects. 

Construct Original Sample P Values 

Work-life balance -> employee engagement -> 
employee performance 

0.134 0.024 

Compensation -> employee engagement -> 
employee performance 

0.143 0.004 

Source: Data processing with SmartPLS, 2022. 
 

Table 8. Variance Accounted For (VAF). 

VAF Work-life balance 0.281 

VAF Compensation 0.296 

Source: Data processing with SmartPLS, 2022. 
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The provision of compensation must be managed properly so that the com-
pensation can help the company to retain employees properly so that the goals 
set can be achieved (Maulana & Sagala, 2019). Table 6 shows that there is a di-
rect influence of the compensation variable on employee engagement of 0.464 
which means it is positive with a significance value of 0.000 < 0.05 which means 
significant. 

Work-life balance is described as a concept that can set priorities correctly 
between the work side and the life side (family, leisure, happiness and spiritual 
development) to produce high performance (Singh & Khanna, 2011). Table 6 
shows that there is a direct influence between the work-life balance variable on 
the employee performance variable of 0.343 which means it is positive with a 
significance value of 0.000 < 0.05 which means significant. 

The compensation given by the expertise of employees can satisfy employees 
so that it affects employees in improving performance (Robinson, 2005). Based 
on Table 6, the compensation variable has a direct effect on the employee per-
formance variable of 0.340 which means it is positive with a significance value of 
0.001 < 0.05 which means it is significant. 

Employee engagement is one of the causes of the creation of high employee 
performance where employees who have strong ties to the company lead to an 
increase in the performance of their workers to provide benefits to the company 
(Robinson et al., 2004). Table 6 state that there is a direct effect of the employee 
engagement variable on the employee performance variable of 0.307, which means 
it is positive with a significance value of 0.001 < 0.05, which means it is significant.  

Table 7 shows the indirect effect of work-life balance on employee perfor-
mance through employee engagement with a path coefficient value of 0.134 which 
means positive with a significance value of 0.024 which means significant. The 
contribution of the intervening variable in the indirect effect of the VAF calcula-
tion shows that employee engagement is included in the category of the partial 
mediating variable. This can be seen in the VAF value of 0.281 or 28.1%.  

Table 7 shows the indirect effect of compensation on employee performance 
through employee engagement with a path coefficient value of 0.143 which means 
a positive and significant value of 0.004 which means significant. The contribu-
tion of the intervening variable based on the results of the VAF calculation 
shows that employee engagement is included in the category of partial media-
tion. This can be seen in the VAF value of 0.296% or 29.6%. 

5. Conclusion 

The research’s results show that work-life balance and employee engagement 
have a relationship. PT Sukuntex spinning division has implemented a good and 
appropriate work-life balance so that it can have an impact on increasing em-
ployee engagement for female employees. Compensation can have a positive im-
pact on employee engagement. It means that the employees who work at PT 
Sukuntex in the spinning division have received adequate and good compensa-
tion and have an impact on employee engagement. Work-life balance and em-
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ployee performance have a significant relationship. The employees of PT Su-
kuntex in the spinning division are able to apply work-life balance well which 
causes an increase in employee performance. Compensation has a significant 
impact on employee performance. This means that the compensation given by 
PT Sukuntex spinning section is in accordance with the expectations of the em-
ployees who work there so they are more motivated to work and improve their 
abilities so that their performance will increase. Employee engagement has an 
influence on employee performance. Employees who have a good level of en-
gagement tend to give the best performance for PT Sukuntex spinning division. 
Employee engagement in female employees is able to mediate between work-life 
balance and compensation with employee performance of PT Sukuntex-spinning 
employees. If the company improves work-life balance and compensation, it will 
increase the level of employee engagement and also have an effect on increasing 
employee performance. 

Some suggestions that can be used as material for consideration or input in 
improving employee performance are that the company can hold a joint event 
between employees and their families such as outbound events and activities 
such as tug-of-war competitions or picnics. Companies can provide training that 
is carried out regularly in the form of knowledge-sharing methods or be in-
cluded in various public training activities. Creating enthusiasm is one of them 
by giving praise or appreciation for each employee’s progress at work. 

The limitations of this study lie in the factors that affect employee perfor-
mance where this study only consists of three variables, namely work-life bal-
ance, compensation and employee engagement, while there are many other fac-
tors, namely work discipline, work stress, organizational culture and work mo-
tivation, work climate, leaders and others. The phenomenon of work-life balance 
is still relatively new for employees who work in rural areas and the object of re-
search is only focused on married female employees who have children from the 
production division of PT Sukuntex, where the object is only one of many com-
panies in Indonesia. Recommendations for further research are expected to be able 
to develop research concepts by providing references for other variables, and 
able to expand the scope of the population used as the object of research in order 
to facilitate obtaining data and information. Choose another but similar research 
object in order to be able to describe the conditions of other objects. 
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