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Abstract

This study analyzes the relationship between work-life balance and employee hap-
piness and performance, considering the differences between Generations X, Y, and 
Z in East Nusa Tenggara Province. This is an explanatory quantitative study with 
a sample size of  1.155 respondents and data analysis using SEM-PLS. Work-life 
balance is measured through three dimensions: Personal Life Interferes with Work 
(PLIW), Work Interferes with Personal Life (WIPL), and Work-Personal Life En-
hancement (WPLE). The results indicate that among Generation Z, work-life bal-
ance significantly influences performance, with happiness as a mediator and mod-
erator variable. Conversely, among Generation X and Y, the significant influence 
only occurs through the WPLE dimension, and happiness acts as a mediator with-
out a moderating effect. These findings emphasize the importance of  considering 
generational differences in human resource management strategies, particularly in 
designing flexible work systems that support employees’ responsibilities.
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Kesenjangan Work-Life Balance Antar Generasi: Perbandingan 
Ekspektasi Generasi X, Y dan Z 

Abstrak
Penelitian ini bertujuan untuk menganalisis pengaruh work-life balance terhadap kebaha-
giaan dan kinerja karyawan dengan mempertimbangkan perbedaan generasi X, Y, dan Z di 
Provinsi Nusa Tenggara Timur. Jenis penelitian ini merupakan penelitian kuantitatif  ekspla-
natori dengan jumlah sampel 1.155 responden dan analisis data menggunakan SEM-PLS. 
Work-Life Balance diukur melalui tiga dimensi: Personal Life Interferes with Work (PLIW), 
Work Interferes with Personal Life (WIPL), dan Work-Personal Life Enhancement (WPLE). 
Hasil menunjukkan bahwa pada Generasi Z, work-life balance berpengaruh signifikan terha-
dap kinerja, dengan kebahagiaan berperan sebagai variabel mediator dan moderator. Seba-
liknya, pada Generasi X dan Y, pengaruh signifikan hanya terjadi melalui dimensi WPLE, 
dan kebahagiaan berperan sebagai mediator tanpa efek moderasi. Temuan ini menekankan 
pentingnya mempertimbangkan perbedaan generasi dalam strategi manajemen sumber daya 
manusia, khususnya dalam merancang sistem kerja yang fleksibel dan mendukung tanggung 
jawab pribadi karyawan.
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INTRODUCTION

The importance of  human resources 
has increased in a dynamic, competitive, 
information- and knowledge-driven corpo-
rate environment. This is because business 
organizations are now more concentrated 
in scarce quality human resources rather 
than scarce financial capital (Williams et 
al., 2016). Organizations realize the essen-
tial duties of  employees in achieving or-
ganizational goals through the actions of  
each individual (Burin & Manafe, 2022). 
The importance of  employees is growing 
due to these challenges, as they are requi-
red to maintain exceptional performance 
and play a vital role in the company’s suc-
cess (Wolor et al., 2020). Companies must 
continuously attend to the wants and needs 
of  their workforce to guarantee employee 
performance, boost production, and turn 
a profit (Larasati et al., 2019). To accomp-
lish their long-term objectives, businesses 
must also devise plans for acquiring and 
retaining human resources (Capnary et 
al., 2018).

Happiness can be a tool that organi-
zations can use to maximize the quality 
and performance of  employees (Abuallo-
ush et al., 2016; Joo & Lee, 2017). Each 
employee’s happiness (physical and men-
tal happiness) holds significant value for 
organizations to take notice of  to achieve 
success and retain talented employees. 
Happy workers can help others advance in 
their careers and enhance corporate per-
formance in customer satisfaction, staff  
retention, and productivity or profitability 
(Shaffer et al., 2016; Sheikhaboumasoudi 
et al., 2018). A person’s level of  happiness 
at work is determined by their positive af-
fective experiences or favourable assess-
ments (Fisher, 2010). Therefore, employee 
happiness in the workplace has developed 
into one of  the leaders’ core matters and is 
perceived as an essential means to support 
the performance of  an organization (Son-
dakh et al., 2023).

Happiness is essential to overall 
well-being through its affective and cog-
nitive dimensions. This dimension invol-
ves emotional experiences and individual 
happiness levels in every area of  their life 
(Rini, 2024). Work-life balance is a signi-
ficant contributor influencing the level of  
work (Elnanto & Suharti, 2021). Work-
life balance can also be interpreted as an 
individual’s ability to effectively balance 
their roles in work and family. Work-life 
balance contains two essential elements: 
the total time management of  work hours 
and responsibilities for the household (Is-
wahyudi et al., 2023). When a person en-
ters work life, the inability to apply work-
life balance will make them unable to 
enjoy their life. The balance will make a 
person unable to enjoy their life and feel 
burdened because it is challenging to meet 
with friends, family, or partners (Batai-
neh, 2019). In addition, applying work-life 
balance principles will make it easier for 
employees to do their tasks more effective-
ly and efficiently (Bataineh, 2019).

When individuals can preserve a 
healthy work-life balance that promotes 
happiness, it should enhance their job 
performance. However, in practice, many 
work environments become unbalanced 
and less effective when working hours ex-
ceed the recommended limits (Manafe et 
al., 2025). Pursuant to Law Number 6 of  
2023 about work creation (UU Cipta Ker-
ja), the working hour scheme applicable in 
Indonesia is 40 hours a week. Data from 
the Central Bureau of  Statistics in 2022 
regarding the workforce, according to 
the number of  hours worked, shows that 
as many as 55,189,400 people still work 
more than 44 hours a week. This data in-
dicates that many Indonesians still have 
total working hours exceeding those set 
by the work copyright law. Total working 
hours that exceed the standard will interfe-
re with a person’s work-life balance becau-
se non-work hours for family and self  are 
reduced, which can affect the individual’s 
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feelings (Gröpel & Kuhl, 2009).
Organizations that offer their emp-

loyees the opportunity to supervise their 
work assignments and life duties will be-
nefit their employees by improving their 
performance (Bataineh, 2019). The appli-
cation of  work-life directly affects perfor-
mance, which pertains to the results at-
tained by an individual or team in their job 
responsibilities. These responsibilities are 
crucial for reaching objectives, common-
ly known as work standards (Damanik et 
al., 2023). Organizations must prioritize 
maintaining their employees’ work-life ba-
lance to affirm that their performance and 
contributions positively support organiza-
tional outcomes (Priya et al., 2023).

In addition to examining the effect 
of  work-life balance on happiness and 
performance, generational diversity in the 
workplace, as reviewed by Stanišauskienė 
& Urbonienė (2018), holds considerable 
importance. Three generations dominate 
the workforce in Indonesia based on the 
latest data from 2020, namely, 27.94% 
of  the population is Generation Z (1997-
2012), 25.87% of  the population is Gene-
ration Y (1981-1996), and 21.88% of  the 
population is Generation X (1965-1980). 
The differences in each generation affect 
the characteristics, values, and attitudes 
to life and work (Smith & Nichols, 2015). 
The differences between Generations X, 
Y, and Z may have contributed to the fin-
dings regarding work-life balance, happi-
ness at work, and performance.

East Nusa Tenggara (NTT) is one 
of  the provinces in Indonesia with a 2023 
population of  5,656,039 people and a la-
bour force of  2,990,716. The labour force 
that falls into the Generation X, Y, and Z 
categories is 2,639,767 or 88.27%. In East 
Nusa Tenggara, where traditional values 
may coexist with modern influences, these 
generational differences can be even more 
pronounced, affecting how employees per-
ceive balance and success. Younger gene-
rations may be more tech-savvy and open 

to flexible work arrangements (Rachmadi-
ni & Riyanto, 2020; Skyler, 2022), while 
older generations might value structure 
and face-to-face interaction (Sismawati & 
Lataruva, 2020). This gap is particularly 
relevant in developing regions like NTT, 
where access to technology and digital 
literacy may vary significantly across ge-
nerations. In NTT conditions, younger 
employees seek meaning, flexibility, and 
growth (Waworuntu et al., 2022), while 
older employees value job security and 
benefits. Recognizing these generational 
motivations is key to maintaining morale 
and reducing turnover in NTT’s workfor-
ce, where opportunities may already be 
limited. 

This research centres on exploring 
the interrelationships connecting work-
life balance, happiness, and performance 
areas that have often been studied inde-
pendently in previous research (Aruldoss 
et al., 2021; Haralayya, 2021; Kurnia & 
Widigdo, 2021; Ramdhani & Rasto, 2021; 
Saritha & Mukherjee, 2024). Additionally, 
most existing studies focus on the interre-
lation between work-life balance and job 
satisfaction (Waworuntu et al., 2022; Rat-
hi & Islam, 2024). Research investigating 
work-life balance in NTT from a genera-
tional perspective has yet to be conducted. 
Additionally, these studies have not speci-
fically examined work-life balance across 
its three dimensions.

Based on this phenomenon, rese-
archers want to know the application of  
work-life balance and its consequences 
on employee happiness and performance 
in NTT from the perspective of  Genera-
tion X, Y, and Z. These results are pre-
dicted to support existing organizations in 
NTT to realize the value of  implementing 
work-life balance on employee happiness 
and performance based on generational 
categories. In addition, researchers also 
tested the effectiveness of  the number of  
working hours set by law on employees in 
NTT. The issue formulation to be studied 
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is the influence of  Work-Life Balance on 
Employee Happiness and Performance in 
East Nusa Tenggara Province, based on 
the Perspective of  Generation X, Y, and Z.

Hypothesis Development
Work-Life Balance and Employee Per-
formance

The capacity of  a person, regardless 
of  age or gender, to carry out work and 
personal responsibilities simultaneously is 
described as work-life balance. Work-life 
balance signifies competence in handling 
job obligations and family roles harmo-
niously. Successfully maintaining this ba-
lance contributes positively to the workp-
lace atmosphere. This concept aligns with 
the work-life balance description highligh-
ted by Zhenjing et al. (2022). Work-life ba-
lance appears from the state or condition 
of  an employee’s life in balancing assigned 
tasks and his role in non-work life, which 
is also backed by the organization where 
he works and the culture that exists in the 
organization (Waworuntu et al., 2022).

Performance is the outcome of  the 
work fulfilled by employees on the tasks 
assigned to them (Ramdhani & Rasto, 
2021; Weny et al., 2023). Employee per-
formance leads to the refinement of  the 
organization’s processes as a whole, notab-
ly concerning efficiency and productivity, 
and determines the amount of  employee 
contribution to the organization, such as 
the quantity of  work results, employee at-
tendance during work, and other attitudes 
that accommodate this (Bataineh, 2019). 
Performance can be divided into individual 
and organizational levels, which are clo-
sely linked. Individual performance plays 
a key role in shaping organizational per-
formance, as reaching the organization’s 
objectives, vision, and mission depends on 
the activities carried out by individuals or 
teams (Manafe et al., 2025).

The three dimensions of  work-life 
balance according to Hayman (2005) are: 
“work intrusion into personal life (WIPL), 

personal life intrusion into work (PLIW), 
and work/personal life enhancement 
(WPLE)”. The basis for selecting these 
dimensions is based on the conditions in 
NTT, where there is no clear distinction 
between work and non-work life. This con-
sideration led to the use of  Hayman’s di-
mensions to assess the implementation of  
work-life balance. Additionally, work pat-
terns in the NTT region still tend toward 
an administrative work system, so evalu-
ating the ability to implement work-life 
balance is necessary before examining the 
conflicts that arise further. Each dimensi-
on of  work-life balance will have a diffe-
rent impact or influence on an employee’s 
performance at work (Afara & Adiputra, 
2024). In a more dominant work-life con-
dition (Dimension 1), employees will be 
more productive at work than in their per-
sonal lives. This can lead to performance 
that may be better than that of  employees 
with a dominant personal life (Dimensi-
on 2). Conditions in this dimension allow 
employee performance to be much lower 
in quality compared to employees in the 
previous dimensional state (Susanto et 
al., 2022). In dimension 3, when emplo-
yees can balance time for personal life and 
work, employee performance tends to be 
more stable because they can harmonize 
the two roles. In the end, these three di-
mensions both influence employee perfor-
mance.

Previous studies demonstrated that 
a strong work-life balance correlated with 
improved employee performance (Luk-
miati et al., 2020; Kurnia & Widigdo, 
2021; Ramdhani & Rasto, 2021). Emp-
loyees with a high work-life balance also 
have a higher job performance (French et 
al., 2020), or the balance between work-life 
balance and engaging in life beyond work 
increases work productivity (Hofmann & 
Sauer, 2019). Thus, the hypotheses deve-
loped in this study are:
H1: 	 Work-life balance has a positive 
	 relation to employee performance.
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Work-Life Balance and Happiness
Happiness is the feeling that emplo-

yees experience when they can accomp-
lish their work with trust and satisfacti-
on, which also involves other coworkers. 
Employees are the core strength of  the or-
ganization. The happiness felt by emplo-
yees benefits not only the employees them-
selves but also the organization (Shaffer et 
al., 2016). Companies must create a work 
environment that makes employees hap-
py and impacts the organization (Awada, 
2019). Happiness at work is more than just 
feeling pleasure, positive emotions, or en-
joyment; it also includes discovering a sen-
se of  purpose in one’s career. Moreover, 
people are seen as genuinely happy when 
they regularly experience positive emo-
tions (Elnanto & Suharti, 2021). 

Since happiness is most fundamen-
tally born out of  an employee’s feelings as 
an individual, Hills & Argyle (2002) iden-
tified 29 indicators of  happiness inherent 
in an individual that can impact one’s per-
sonal and work quality (Oxford Happiness 
Questionnaire/OHQ). Indicators related 
to employee happiness include positive re-
lationships with coworkers or other people, 
feeling at home in doing work, incentives 
received, and enthusiasm in doing work 
(Sondakh et al., 2023). Employees who 
can sustain a proper blend of  their work 
and personal lives are inclined to experien-
ce greater happiness, and integrating both 
aspects of  life will enhance their capacity 
to carry out job responsibilities effectively 
(Manafe et al., 2025).

Previous studies confirm that work-
life balance positively and significantly im-
pacts happiness (Jannah et al., 2020;  Rini, 
2024; Manafe et al., 2025). Individuals 
who sustain a balanced work-life tend to 
show a higher level of  psychosocial well-
being in fostering happiness at work, as 
employees feel more supported, in cont-
rol, and secure in their roles (Yang et al., 
2018; Shams & Kadow, 2019; Hariri et al., 

2024). Therefore, the second hypothesis 
developed in this study is:
H2: 	 Work-life balance has a positive rela-

tion to happiness.

Happiness and Employee Performance
As part of  the conditions inherent in 

an employee’s person, happiness will sti-
mulate employees to continue to be high-
performing and work according to the 
target or responsibility given (Bataineh, 
2019). The result is that employee perfor-
mance will be of  good value and support 
the company’s overall performance. This 
feeling of  happiness will also help emp-
loyees improve time management quality 
between work-related and personal do-
mains (Bellet & Ward, 2023).

Based on prior studies, happiness 
significantly supports improved employee 
performance (Awada, 2019; Weny et al., 
2023; Manafe et al., 2025). Employees 
content with their professional and per-
sonal lives often exhibit greater attention, 
productivity, and commitment to fulfilling 
their job responsibilities. This condition 
would elevate individual performance and 
business output (Tunsi & Bhalla, 2023). 
A positive interrelation is associated with 
happiness at work and employee perfor-
mance; specifically, happiness will boost 
performance even when performance le-
vels are moderate. Happier employees 
tend to perform better (Met et al., 2023). 
Therefore, it can be inferred that happi-
ness positively relates to employee perfor-
mance. 
H3: 	 Happiness has a positive relation to 

performance.

Work-Life Balance, Happiness, and 
Employee Performance

In employees with Dimension 1 con-
ditions, happiness will strengthen them 
to continue working in their work envi-
ronment (Salas-Vallina et al., 2018), be-
cause they feel comfortable with the envi-
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ronment and their passion. On the other 
hand, employees who are more depleted 
of  energy and time for personal problems 
can improve their mood at work when the 
company provides positive affirmations 
and feelings of  comfort to these employees 
(Bakker & Van Woerkom, 2018). This me-
ans that the happiness that will be felt will 
support improving the employee’s perfor-
mance (Saritha & Mukherjee, 2024). For 
employees with dimension three catego-
ries, the ability to harmonize work and 
personal life will be stronger and better 
when supported by a sense of  security and 
positive support from the workplace (Sirgy 
& Lee, 2018).

Employees facing heavy workloads 
often struggle to uphold a well-managed 
work and life outside of  work, leading to 
poor job performance. In this condition, 
happiness can act as a bridge that helps 
employees manage their work-life balan-
ce more effectively and, in turn, enhan-
ces their performance (Senbursa & Dun-
der, 2024). Existing literature shows that 
happiness could mediate the link between 
work-life balance and performance (Men-
dis & Weerakkody, 2018; Sari & Ali, 2022; 
Senbursa & Dunder, 2024). 

Employee condition is shaped by the 
organization’s support for work-life balan-
ce. Studies have revealed that work-life ba-
lance leads to better job performance by 
enhancing psychological well-being, one 
of  the happiness indicators. In this con-
text, happiness can function as a mode-
rating variable, strengthening the positive 
outcome of  work-life balance on employee 
performance (Haider et al., 2018). Prior 
studies have proven that happiness (facto-
ring in supervisory support and supportive 
behaviour) strengthens the connection bet-
ween work-life balance and performance 
(Rofcanin et al., 2018; Achour et al., 2020; 
Susanto et al., 2022). When employees are 
happy, the constructive influence of  work-
life balance on performance strengthens 

as happiness enhances motivation, energy, 
and overall engagement at work (Kim et 
al., 2017). 

As per the above explanation and 
prior studies, happiness has the potential 
to act both as a mediating and moderating 
variable in enhancing employee perfor-
mance. As a linking variable, happiness 
bridges the relationship between work-life 
balance and employee performance. As a 
moderator, happiness strengthens the po-
sitive effect of  work-life balance on perfor-
mance. This is as stated in the following 
hypothesis:
H4: 	 Happiness mediates work-life balan-

ce on employee performance.
H5: 	 The effect of  work-life balance on 

employee performance is significant-
ly moderated by happiness.

The Generation Perspectives
The relevance of  generational dif-

ferences in work-life balance is acknow-
ledged in these theories, emphasizing its 
complexity (Arceo et al., 2024). Every 
employee from a different generation has a 
different understanding and work culture. 
Employees who fall into the Generation 
X category will be more easily loyal and 
follow the work procedures determined 
by the company. They prefer to work in-
dependently and complete tasks more ef-
ficiently and comfortably when given gre-
ater autonomy (Pathirage & Weerasinghe, 
2020). Additionally, most employees from 
this generation demonstrate a strong com-
mitment to their job responsibilities, and 
their willingness to take risks and seek en-
joyment in their work makes them valu-
able contributors to organizational growth 
and development (Usmani et al., 2019).

From a generational viewpoint, 
work-life balance is crucial for Genera-
tion Y, as it promotes positive emotions 
and attitudes that contribute to better 
job performance (Sismawati & Lataruva, 
2020). Moreover, it supports a healthy and 
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cooperative relationship between emplo-
yees and the organization while minimi-
zing conflicts in both work and personal 
settings (Capnary et al., 2018; Nizam & 
Kam, 2018; Waworuntu et al., 2022). 

For Generation Z, work-life balan-
ce is a key factor influencing their loyalty 
to the workplace (Suslova & Holopainen, 
2019). They place high importance on 
maintaining this balance, often prioriti-
zing it over work itself, as they do not see 
work as their central focus (Skyler, 2022). 
This generation also expects greater or-
ganizational attention, especially in buil-
ding strong employee engagement (Rach-
madini & Riyanto, 2020). Interestingly, 
90% of  Generation Z respondents believe 
work-life balance significantly affects their 
job satisfaction and performance (Suslo-
va & Holopainen, 2019). Their emphasis 
on balance also reflects a more idealistic 
perspective on integrating work with per-
sonal life (Nabahani & Riyanto, 2020; 
Mandagi & Aseng, 2021). 

Generation Y or Millennials are kno-
wn for their strong commitment to contri-
buting to organizational success (Smith & 
Nichols, 2015). They show high enthusi-
asm and motivation to deliver outstanding 
performance at work. In contrast, Gene-
ration Z emphasizes emotional well-being 
more and prioritizes personal growth 
within the workplace (Waworuntu et al., 
2022). These generational differences offer 
interesting insights, especially across di-
verse job sectors. Moreover, most previous 
studies have analyzed each generation’s 
viewpoint independently (Capnary et al., 
2018; Larasati et al., 2019; Ingsih et al., 
2022). 

The perspectives of  each generation 
will not be hypothesized in this section but 
will be elaborated on during the testing of  
each dimension and the hypotheses that 
have been developed. 

Figure 1. Research Framework

METHOD

This study focuses on a population of  
the entire workforce in NTT of  2,639,767 
and meets the criteria, namely, working 
in government and private organizations 
with a total working time exceeding 40 
hours per week and belonging to genera-
tion Z (1997-2012), generation Y (1981-
1996), and generation X (1965-1980). 

As a developing region, East Nusa 
Tenggara has traditional values that coe-
xist with modern influences, so generatio-
nal differences can affect how employees 
view balance and success. In the context 
of  NTT, younger generations who are 
more tech-savvy and open to flexibility 
tend to seek meaning, growth, and adap-
table work arrangements, while older ge-
nerations, who value structure and direct 
interaction, prioritize job security and be-
nefits. Understanding these generational 
motivations can be key to maintaining 
morale and reducing turnover in NTT’s 
workforce.

The ideal sample size with a 95% 
Confidence Level and 5% Margin of  Er-
ror was 385 respondents. Using stratified 
sampling gave rise to a sample size of  
1,155, representing 385 Generation Z, 385 
Generation Y, and 385 Generation X res-
pondents. 
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This analysis applies quantitative 
methods and explanatory research. This 
method provides input for organizations 
based on employees’ views in NTT on 
Work-Life Balance and its effect on Hap-
piness and Performance from the perspec-
tive of  Generations X, Y, and Z.

To confirm this phenomenon, the re-
searchers interviewed 25 employees from 
one city and 21 districts in the East Nusa 
Tenggara region about work-life balan-
ce, happiness, and performance at work. 
The identification of  the interview results 
shows that employees are still unable to 
implement work-life balance, which im-
pacts their happiness and performance at 
work. Solution planning is based on iden-
tifying and overcoming problems using 
quantitative methods and explanatory re-
search to assess the relationship between 
these variables. 

The questionnaire was used as an 
instrument in research to gather respon-
dents’ answers on each variable’s indi-
cators, using a Likert scale of  1 to 7. All 
variable dimensions were adapted from 
previous studies or research sources. 
(Hayman, 2005) is used as a reference in 
determining work-life balance variables 
with three dimensions, namely Work In-
terference with Personal Life (7 items), 
Personal Life Interference with Work (4 
items), and Work/Personal Life Enhan-
cement (4 items). A 29-item questionnai-
re from The Oxford Happiness Question-
naire (Hills & Argyle, 2002) was used for 

the variable Happiness. Five items from 
Robbins & Judge (2016) were used for 
employee performance. The survey was 
conducted via online platforms (Google 
Form) and manually in areas with inade-
quate internet access with the help of  an 
enumerator.

The questionnaire results were 
then analyzed using Partial Least Squa-
res Structural Equation Modeling (PLS-
SEM). Researchers used SmartPLS 4 to 
analyze this research data. Convergent va-
lidity confirms that indicators measuring 
the same constructs are highly correlated. 
To meet this criterion, factor loadings 
should be at least 0.70 and the Average 
Variance Extracted (AVE) should be at 
least 0.50—discriminant validity using 
the HTMT, which should fall below 0.85 
to 0.90. Composite Reliability (CR) and 
Cronbach’s Alpha (CA) should be at least 
0.70. The R-square evaluates the predicti-
ve strength of  the independent variables 
on dependent variables, and the signifi-
cance of  the relationship within the model 
is tested using bootstrapping, which gene-
rates t-statistics and p-values, where the p-
value must be < 0.05 (Legate et al., 2023).

RESULT AND DISCUSSION 

Characteristics of Respondents
This study involved 1.155 respon-

dents who filled out the questionnaire, 
with the demographic profile of  the res-
pondents in Table 1.

Table 1. Respondent Demographics
Unit %

Gender

Male 554 48%

Female 601 52%

Age/Generation

15-27/Generation Z 439 38%

28-43/Generation Y 416 36%

44-59/Generation X 300 26%
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Measurement Model Evaluation
Indicator Reliability
Table 2. Outer Loadings

 
WIPL PLIW WPLE Happiness Employee 

Performance
WIPL.1 0.630
WIPL.2 0.597
WIPL.3 0.746
WIPL.4 0.772
WIPL.5 0.825
WIPL.6 0.726
WIPL.7 0.701
PLIW.1 0.849
PLIW.2 0.864
PLIW.3 0.824
PLIW.4 0.729
WPLE.1 0.880
WPLE.2 0.883
WPLE.3 0.904
WPLE.4 0.896
H.1 -0.018
H.2 -0.873
H.3 0.815

Employee Status

Single 774 67%

Married 381 33%

Education

High School 347 30%

Diploma 92 8%

Undergraduate 635 55%

Postgraduate 81 75%
Source: Processed Data (2025)

As shown in Table 1, from the gen-
der category, there were 554 male respon-
dents (48%) and 601 female respondents 
(52%). By age category, in the range of  
15-27 years (Z Generation), there are 439 
people (38%), the age range of  28-43 years 
(Y Generation) is 416 people (36%), and 
the age range of  44-59 years (X Generati-
on) is 300 people (26%). Based on marital 

status, 774 people are in the single catego-
ry (67%) and 381 are in the married cate-
gory (33%). Judging from the level of  edu-
cation, 347 people (30%) have the last high 
school education, 92 people (8%) have ta-
ken a Diploma, 635 people (55%) possess 
a bachelor’s qualification, and 81 people 
(7%) have a Bachelor’s degree.
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H.4 0.857
H.5 -0.327
H.6 -0.449
H.7 0.889
H.8 0.912
H.9 0.885
H.10 0.904
H.11 -0.322
H.12 0.516
H.13 0.783
H.14 0.719
H.15 0.893
H.16 -0.374
H.17 -0.132
H.18 0.859
H.19 0.887
H.20 -0.225
H.21 -0.182
H.22 -0.216
H.23 0.863
H.24 0.817
H.25 -0.175
H.26 -0.097
H.27 0.844
H.28 0.887
H.29 0.891
EP.1 0.948
EP.2 0.940
EP.3 0.950
EP.4 0.950
EP.5 0.910

Source: Processed Data (2025)

indicators that do not meet these criteria 
one by one until all the indicators meet 
the requirements (WIPL.1; WIPL.2; H.1, 
H.2; H.5; H.6; H.10; H.13, H.14; H.19; 
H.23; H.24; H.27; H.28; H.29). 

Table 2 shows the result of  outer lo-
ading relevance analysis with the outer lo-
adings parameter. Based on these results, 
it is known that there are indicators that 
have a value greater than 0.7 (Legate et al., 
2023). This requires retesting by removing 
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  WIPL PLIW WPLE Happiness
Employee Perfor-
mance

WIPL.3 0.708
WIPL.4 0.747
WIPL.5 0.810
WIPL.6 0.702
WIPL.7 0.766
PLIW.1 0.849
PLIW.2 0.864
PLIW.3 0.824
PLIW.4 0.729
WPLE.1 0.880
WPLE.2 0.883
WPLE.3 0.904
WPLE.4 0.896
H.3 0.868
H.4 0.819
H.7 0.852
H.8 0.891
H.9 0.896
H.11 0.817
H.12 0.864
H.15 0.902
H.16 0.921
H.17 0.891
H.18 0.911
H.20 0.785
H.21 0.704
H.22 0.901
H.25 0.871
H.26 0.896
EP.1 0.948
EP.2 0.940
EP.3 0.950
EP.4 0.950
EP.5 0.910

Source: Processed Data (2025)

Table 3. Retest Outer Loadings

Furthermore, after retesting, all indi-
cators have values greater than 0.70. This 
indicates that these measures reliably cap-

ture the intended constructs and the test is 
accurate (Legate et al., 2023). 



JDM (Jurnal Dinamika Manajemen), 16 (2) 2025, 277-300

288

The reliability test results with 
Cronbach’s Alpha and composite reliabi-
lity characteristics are referred to in Table 
4. The test findings demonstrate that every 

parameter value is more than 0.70, indi-
cating the dependability of  the measuring 
device utilized in this research (Legate et 
al., 2023). 

Table 5 indicates that using the ave-
rage variance extracted (AVE) parame-
ter, all latent variables have values grea-
ter than 0.5. This demonstrates that each 

construct’s indicators may measure the 
corresponding construct (Legate et al., 
2023). 

Internal Consistency

Table 4. Reliability Test
  Cronbach’s Alpha Composite Reliability
WIPL 0.835 0.886
PLIW 0.841 0.913
WPLE 0.913 0.914
Happiness 0.927 0.929
Employee Performance 0.917 0.917
Source: Processed Data (2025)

Convergent Validity

Table 5. Convergent Validity
  Average Variance Extracted (AVE)
WIPL 0,553
PLIW 0,666
WPLE 0,793
Happiness 0,746
Employee Performance 0,883
Source: Processed Data (2025)

Discriminant Validity

Table 6. Discriminant Validity
  Heterotrait-monotrait ratio (HTMT)
WIPL <-> Employee Performance 0.336
WIPL <-> Happiness 0.286
WIPL <-> PLIW 0.757
PLIW <-> Employee Performance 0.144
PLIW <-> Happiness 0.101
WPLE <-> Employee Performance 0.673
WPLE <-> Happiness 0.702
WPLE <-> PLIW 0.174
WPLE <-> WIPL 0.354
Happiness <-> Employee Performance 0.866
Source: Processed Data (2025)
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Table 6 shows the Heterotrait-mono-
rotrait ratio (HTMT) discriminant validity 
test. The discriminant validity test results 
show a value below 0.9, indicating discri-

minant validity has been established bet-
ween the two constructs and is measured 
reflectively (Legate et al., 2023). 

There are two adjusted R-square 
values in Table 7: the happiness variable 
of  0.452 and the employee performance 
variable of  0.724. This result shows that 

Table 8. Hypothesis Test Result
Overall

 
Original 
Sample

Sample 
Mean

Standard 
Deviation

T Statis-
tics

P Val-
ues

WIPL -> Employee Performance 0.086 0.101 0.034 2.513 0.012
PLIW -> Employee Performance -0.022 0.619 0.026 0.719 0.472
WPLE -> Employee Performance 0.103 0.085 0.034 3.004 0.003
WIPL -> Happiness 0.150 0.149 0.029 5.216 0.000
PLIW -> Happiness -0.085 -0.020 0.031 3.190 0.001
WPLE -> Happiness 0.619 -0.082 0.027 23.686 0.000
Happiness->Employee Performance 0.664 0.668 0.033 20.020 0.000
Generation X
WIPL -> Employee Performance 0.087 0.077 0.080 1.098 0.272
PLIW -> Employee Performance -0.021 -0.005 0.071 0.294 0.769
WPLE -> Employee Performance 0.015 0.021 0.063 0.233 0.816
WIPL -> Happiness 0.147 0.140 0.118 1.245 0.211
PLIW -> Happiness -0.031 -0.031 -0.016 0.056 0.547
WPLE -> Happiness 0.652 0.655 0.043 15.192 0.000
Happiness->Employee Performance 0.766 0.761 0.053 14.572 0.000
Generation Y
WIPL -> Employee Performance 0.056 0.054 0.053 1.049 0.294
PLIW -> Employee Performance 0,028 0.027 0.049 0.574 0.566
WPLE -> Employee Performance 0.072 0.074 0.046 1.544 0.123
WIPL -> Happiness 0.090 0.089 0.049 1.835 0.067
PLIW -> Happiness -0.068 -0.061 0.046 1.499 0.134
WPLE -> Happiness 0.639 0.639 0.043 15.016 0.000
Happiness->Employee Performance 0.729 0.730 0.045 16.139 0.000

the structural model in this study is in the 
moderate to strong category (Legate et al., 
2023). 

R Square

Table 7. R-Square
  R-Square R Square Adjusted
Happiness 0.454 0.452
Employee Performance 0.725 0.724
Source: Processed Data (2025)
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Hypothesis Test
Refer to Tables 8, 9, and 10 for the 

hypothesis testing results. Five hypothe-
ses were put out in this study, and each 
of  the primary indicators of  each variable 
was separated for analysis. First, the WLB 
variable is divided based on three dimen-
sions, namely WIPL, PLIW, and WPLE, 
towards happiness and performance. This 
effect is separated into two parts: the test 
results overall and based on insights from 
three generations (X, Y, and Z).

Table 8 presents the results of  the di-
rect hypothesis testing. The table outlines 
the outcomes of  H1, H2, and H3. Each 
hypothesis was analyzed separately using 
the dimensions of  work-life balance, as 
previously explained, and the results are 
further categorized based on different ge-
nerations as follows:

Overall results show that H1 is sup-
ported for the WIPL and WPLE dimen-
sions, given their significant constructive 
impact on employee performance (p-value 
< 0.05). However, the PLIW dimension 
does not show a significant or supporti-
ve effect on employee performance. H2 

is supported across all three work-life ba-
lance dimensions, revealing that work-life 
balance significantly influences happiness. 
H3 is also supported, confirming that hap-
piness positively affects employee perfor-
mance.

The result by Generation X and Y for 
H1 is supported for the WPLE dimension 
but not for the other dimensions. Similar-
ly, H2 is only supported for the WPLE 
dimension. However, happiness (H3) sig-
nificantly and positively affects employee 
performance for both generations.

For Generation Z, all three work-life 
balance dimensions significantly influence 
happiness, meaning H2 is fully supported. 
H3 is also confirmed, showing that hap-
piness positively impacts employee per-
formance. H1 is only supported for the 
WPLE dimension, but not for the other 
two dimensions (WIPL and PLIW).

This analysis highlights the genera-
tional differences in how work-life balance 
affects happiness and employee perfor-
mance, with Generation Z showing a st-
ronger relationship between these factors 
than Generations X and Y.

Generation Z
WIPL -> Employee Performance 0.094 0.095 0.047 1.999 0.046
PLIW -> Employee Performance -0.052 -0.043 0.041 1.265 0.206
WPLE -> Employee Performance 0.183 0.171 0.054 3.358 0.001
WIPL-> Happiness 0.208 0.206 0.046 4.482 0.000
PLIW -> Happiness -0.125 -0.118 0.048 2.584 0.010
WPLE -> Happiness 0.583 0.584 0.048 12.249 0.000
Happiness->Employee Performance 0.574 0.587 0.053 10.777 0.000
Source: Processed Data (2025)

Table 9. Hypothesis Test: Mediation Effect
Overall

Original 
Sample

Simple 
Mean

Standard 
Deviation

T Statis-
tics

P Values

WIPL -> Happiness -> Employee 
Performance

0.100 0.100 0.019 5.207 0.000

PLIW -> Happiness -> Employee 
Performance

-0.057 -0.055 0.018 3.115 0.002
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As detailed in Table 9, the hypothe-
sis testing results show happiness as a me-
diating variable.

Overall findings confirm that H4 is 
supported, indicating that happiness suc-
cessfully mediates the connection between 
work-life balance and employee perfor-
mance.

For Generations X and Y, happi-
ness only mediates the relationship in the 

WIPL and WPLE dimensions. However, 
mediation is not significant in the PLIW 
dimension. For Generation Z, happiness 
is an important mediating factor across all 
dimensions of  work-life balance. 

These findings suggest that the me-
diating role of  happiness varies across ge-
nerations, with Generation Z showing the 
most substantial mediation effect across 
all dimensions. 

Table 10. Hypothesis Test: Moderation Effect
Overall

 
Original 
Sample

Sample 
Mean

Standard 
Deviation

T
Statistics

P Values

Happiness x WIPL-> Employee 
Performance

-0.063 -0.063 0.046 1.373 0.170

Happiness x PLIW-> Employee 
Performance 

-0.003 -0.005 0.037 0.090 0.928

WPLE -> Happiness -> Employee 
Performance

0.411 0.414 0.030 13.887 0.000

Generation X
WIPL -> Happiness -> Employee 
Performance

0.112 0.106 0.044 2.562 0.010

PLIW -> Happiness -> Employee 
Performance

-0.023 -0.012 0.043 0.550 0.582

WPLE -> Happiness -> Employee 
Performance

0.500 0.499 0.050 9.904 0.000

Generation Y
WIPL -> Happiness -> Employee 
Performance 

0,066 0,065 0,036 1,829 0,067

PLIW -> Happiness -> Employee 
Performance 

-0.050 -0.044 0.034 1.476 0.140

WPLE -> Happiness -> Employee 
Performance

0.466 0.466 0.043 10.814 0.000

Generation Z
WIPL-> Happiness -> Employee 
Performance

0.119 0.120 0.028 4.194 0.000

PLIW-> Happiness -> Employee 
Performance 

-0.072 -0.069 0.029 2.434 0.015

WPLE -> Happiness -> Employee 
Performance 

0.334 0.343 0.046 7.293 0.000

Source: Processed Data (2025)
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Table 10 presents the results of  hy-
pothesis testing with happiness as a mode-
rating variable. 

Overall findings that happiness mo-
derates the relationship between work-life 
balance and employee performance only 
in the WPLE dimension, meaning that H5 
is supported for this dimension.

The same pattern is observed for Ge-
neration Z, where H5 is supported only 
in the WPLE dimension, but not in the 
WIPL and PLIW dimensions. In cont-
rast, generations X and Y find H5 is not 
supported for any of  the three work-life 
balance dimensions, indicating that happi-
ness does not act as a moderator for these 
generations.

These results suggest that happiness 
enhances the impact of  work-life balance 
on employee performance only in specific 

cases, particularly for Generation Z in the 
WPLE dimension. At the same time, it 
does not serve as a significant moderator 
in other dimensions or for different gene-
rations. 

 
Work-Life Balance and Employee Per-
formance

The first hypothesis measures the ef-
fect of  work-life balance on employee per-
formance. Overall test results show that 
WIPL and WPLE exert a positive and 
notable impact on employee performance 
among the three dimensions of  work-life 
balance. However, the second dimension, 
PLIW, shows a negative but insignificant 
relationship with employee performance.

From the perspective of  Generations 
X and Y, the test results indicate no signi-
ficant influence on employee performance 

Happiness x WPLE -> Employee 
Performance 

-0.076 -0.074 0.037 2,078 0.038

Generation X
Happiness x WIPL-> Employee 
Performance 

-0.160 -0.142 0.102 1.563 0.118

Happiness x PLIW-> Employee 
Performance

0.038 0.016 0.087 0.437 0.662

Happiness x WPLE-> Employee 
Performance 

-0.004 -0.009 0.061 0.069 0.945

Generation Y
Happiness x WIPL-> Employee 
Performance 

-0.018 -0.018 0.068 0.308 0.758

Happiness x PLIW-> Employee 
Performance 

-0.052 -0.052 0.050 1.128 0.260

Happiness x WPLE -> Employee 
Performance

-0.041 -0.041 0.053 0.724 0.469

Generation Z
Happiness x WIPL-> Employee 
Performance 

-0.025 -0.033 0.058 0.427 0.670

Happiness x PLIW-> Employee 
Performance 

0.005 0.002 0.045 0.120 0.905

Happiness x WPLE -> Employee 
Performance 

-0.139 -0.126 0.051 2.726 0.006

Source: Processed Data (2025)
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from any of  the three dimensions. As stated 
by Capnary et al. (2018), increasing work-
load and disruptions to personal life among 
Generations X and Y do not significantly 
affect their performance. This is because 
these generations tend to work more effec-
tively and can manage their tasks efficiently 
within time constraints.

Even though Generation X and Y 
employees often receive numerous tasks 
from the company that demand their focus, 
their impact on organizational performance 
remains unchanged. In some cases, it may 
even affect their work programs. This sug-
gests that for these generations, having a job 
regardless of  personal life conditions, such 
as marital status, is necessary for career and 
life fulfilment (Manafe et al., 2025). As a 
result, employees with many responsibili-
ties outside of  work continue to fulfill their 
assigned tasks (Smith & Nichols, 2015). 
Additionally, the lack of  influence may be 
attributed to the respondents’ environment, 
where career achievement is a priority, of-
ten at the expense of  personal life conside-
rations (Susanto et al., 2022).

From the perspective of  Generation 
Z, WIPL significantly affects their perfor-
mance in the workplace. This generation 
values professional development and con-
siders work flexibility an essential part of  
self-growth, directly influencing their ca-
reers and overall work performance (Wa-
woruntu et al., 2022). A similar result is 
observed for WPLE. WPLE, which reflects 
the simultaneous improvement of  work 
and personal life, significantly enhances 
overall performance, especially for Gene-
ration Z. Employees in this generation re-
quire a well-integrated work strategy and 
personal life to preserve high performance 
levels. When their needs are well managed, 
they can perform better in their professio-
nal responsibilities (Holopainen & Suslo-
va, 2019). For Generation Z, the workload 
must be complemented by a well-structured 
personal life so that both aspects can prog-

ress harmoniously (Skyler, 2022).
This distinction in generational 

perspectives makes it evident that Gene-
rations X and Y do not perceive work-life 
balance as a key factor in improving per-
formance. In contrast, for Generation Z, 
work-life balance is pivotal in determining 
job performance. Therefore, companies 
must acknowledge this shift and prioritize 
work-life balance as a fundamental strate-
gy for improving employee performance. 
As Generation Z increasingly dominates 
with changing workforce dynamics, com-
panies must align their approach to evolve 
to the needs of  employees and ensure sus-
tainable performance in the long run.

These findings align with previous 
studies (Capnary et al., 2018; Larasati et 
al., 2019; Ingsih et al., 2022), emphasi-
zing the importance of  organizations in 
supporting employees’ work-life balance 
across different generations. Furthermore, 
the significant effect observed in Genera-
tion Z corroborates earlier research, con-
firming that a strong work-life balance is 
positively linked to improved employee 
performance (Lukmiati et al., 2020; Kur-
nia & Widigdo, 2021; Ramdhani & Ras-
to, 2021; Susanto et al., 2022). Individuals 
experiencing an optimal balance between 
work and personal life tend to demonstra-
te better job performance (French et al., 
2020). Maintaining an optimal balance 
between work and personal life also in-
creases work effectiveness (Hofmann & 
Sauer, 2019).

Work-Life Balance and Happiness
The study’s second hypothesis is that 

work-life balance positively and statistical-
ly impacts employee happiness. Overall 
testing shows that the three dimensions, 
PLIW, WIPL, and WPLE, substantially 
affect employee happiness, similar to ear-
lier studies (Jannah et al., 2020; Rini, 2024; 
Manafe et al., 2025). It can be interpreted 
that each dimension will contribute to the 
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happiness felt by employees. In the WIPL 
and WPLE, the relationship formed is po-
sitive and significant, which means that 
work-life balance impacts employees’ hap-
piness. In the PLIW dimension, the rela-
tionship formed is negative, which means 
that when employees have many personal 
problems and affairs, employee happiness 
will be at a lower level than when they face 
fewer personal problems.

From a generational perspective, the 
PLIW and WIPL dimensions do not af-
fect their happiness in generations X and 
Y. Again, this is due to the character of  
generations X and Y, who separate these 
two things (work and personal life) as their 
own running things. They avoid work and 
personal or family conflicts (Wolor et al., 
2020). This is evidenced by the WPLE di-
mension having a significant impact on 
happiness. When both aspects of  life run 
smoothly, employees will feel happy. This 
test also illustrates that these conditions 
do not affect generations X and Y in East 
Nusa Tenggara. When the workload is 
higher, they will still carry it out, as well as 
when the burden of  personal life is more 
dominant.

By comparison, the test results on 
Generation Z show that all three dimen-
sions of  work-life balance will affect their 
happiness differently. When they are in a 
WIPL condition, there is a positive rela-
tionship between this condition and hap-
piness. This does not apply to the PLIW 
condition, which states that the greater 
portion of  personal life, rather than work 
life, hurts happiness. The ability to adopt 
a blended work model, annual leave, and 
flexible work schedules is highly valued 
by Generation Z since it enables them to 
maintain a balanced lifestyle (Nabahani 
& Riyanto, 2020). Work-life balance redu-
ces the possibility that Generation Z wor-
kers will leave the organization (Suganda, 
2022), which means that the happiness in-
dicator is achieved in this condition. This 

is then supported by WPLE conditions, 
which also affect employee happiness in 
Generation Z. 

This result shows the same indicati-
on as the condition of  work-life balance 
with employee performance. For Genera-
tion Z, work-life balance is the main thing 
that can determine their happiness and 
work performance (Holopainen & Suslo-
va, 2019; Skyler, 2022). As for generations 
X and Y, it will not be a problem when one 
of  the affairs (between work or personal 
life) dominates the other, because it will 
not affect their happiness and performan-
ce, and keep their commitment to enhance 
the organization’s goals (Smith & Nichols, 
2015). For companies, this needs to be 
the direction of  policy and work system 
development by paying attention to the 
environment of  employees from different 
generations. 

Happiness and Employee Performance
Findings from the hypothesis eva-

luation, both overall and based on each 
generation’s perspective, show that hypot-
hesis 3 is accepted. This can be interpreted 
as happiness being one of  the aspects that 
can stimulate employees to execute their 
work well, reflecting earlier studies (Awa-
da, 2019; Weny et al., 2023). When emp-
loyees feel security and comfort at work, 
they will be better able to complete their 
work and support the achievement of  in-
dividual performance, team performance, 
and the company as a whole (Manafe et 
al., 2025).

Through the lens of  Generation X, 
Y, and Z, the positive and significant effect 
shows that happiness is an essential fac-
tor in any working age range. Company 
conditions need to be designed in such a 
way as to support the feeling of  happiness 
of  employees at all ages (Met et al., 2023; 
Tunsi & Bhalla, 2023). In addition, the 
happiness factor will support communica-
tion patterns that can be established bet-
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ween employees of  different generations.

Work-Life Balance, Happiness, and 
Employee Performance
The Mediating Effect

This study’s fourth hypothesis is that 
employee performance is indirectly im-
pacted by happiness with work-life balan-
ce. The test results reveal that overall hap-
piness can mediate the effect of  work-life 
balance in the WIPL, PLIW, and WPLE 
dimensions (Mendis & Weerakkody, 2018; 
Sari & Ali, 2022). The same results also 
appear in the test results of  Generation Z. 
It is evident that a good work-life balance 
makes employees live a balanced personal 
and work life, thereby reducing stress and 
increasing their comfort at work (Senbur-
sa & Dunder, 2024). This directly affects 
employee happiness. Enhanced happiness 
at work subsequently contributes signifi-
cantly to better employee performance. 
Happy employees are more motivated, 
productive, and focused in completing 
tasks, resulting in better performance out-
comes.

Different results are seen in Genera-
tions X and Y. In Generation X, happiness 
can mediate the WIPL and WPLE perfor-
mance dimensions, but cannot mediate 
the PLIW dimensions. In Generation Y, 
happiness does not mediate the WIPL and 
PLIW dimensions to performance, but 
can only mediate in the WPLE dimensi-
on. Under these conditions, stresses from 
personal life, such as family problems, 
household duties, or other personal issues, 
impact employees’ ability to perform opti-
mally at work (Arceo et al., 2024).

Even when work-life balance is 
achieved, personal life factors that interfe-
re with work can prevent happiness from 
serving as a mediating factor. In Personal 
Life Interference with Work (PLIW) situa-
tions, employees from Generations X and 
Y may experience improved work-life ba-
lance, but this does not necessarily lead to 

greater happiness or enhanced job perfor-
mance. Happiness is crucial in effectively 
managing one’s circumstances, particular-
ly when individuals find fulfilment in their 
family and work. In today’s world, orga-
nizations support and allow individuals to 
focus on maintaining their well-being. Ho-
wever, achieving a proper balance remains 
key. This highlights that personal life 
challenges significantly affect employees’ 
happiness and ability to manage a stable 
work-life balance (Arceo et al., 2024).

Generation X, who tend to be more 
responsible for family or have high per-
sonal commitments, may have greater 
distractions from personal life. Meanwhi-
le, Generation Y, although more flexible 
and prioritizing work-life balance, can 
still experience difficulties if  personal life 
interferes with their work. Thus, in the 
PLIW condition, work-life balance may 
still be necessary. Still, happiness does not 
mediate its effect on performance because 
distractions from personal life reduce the 
mediating effectiveness of  joy.

The Moderating Effect
The fifth hypothesis tested the mo-

derating effect of  happiness on work-life 
balance and performance. In this conditi-
on, the test results show that Generation 
X and Y happiness does not moderate the 
impact on all three dimensions (WILP, 
PLIW, and WPLE). Generations X and Y 
are known as groups that do not want to 
cause problems in work and personal life. 
They tend to be flexible between work and 
personal life. For them, this balance can be 
a significant factor that directly affects per-
formance, regardless of  happiness levels. 
This could be due to their higher expec-
tations of  a balanced work life. Alterna-
tively, work-life balance itself  is already a 
significant enough factor to influence per-
formance, without the need to be influen-
ced by happiness.

On the other hand, in the overall test 
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results and Generation Z, happiness was 
shown to moderate WPLE on performan-
ce. Happy employees control pressures 
from work and personal life better simul-
taneously (Haider et al., 2018). Happiness 
can improve their tolerance for challenges 
and stress, so they can maintain or even 
improve performance. Generation Z is 
concerned about well-being and work-life 
balance (Waworuntu et al., 2022). They 
tend to value work that gives them a mea-
ningful personal life. In this regard, happi-
ness is an essential factor that strengthens 
together with their competence to manage 
their careers and individual lives simulta-
neously. Happy people are more likely to 
manage those demands well, improving 
performance (Kim et al., 2017). 

CONCLUSION AND 
RECOMMENDATION

This study describes work-life balan-
ce, happiness, and employee performance 
in East Nusa Tenggara from the perspec-
tive of  generations X, Y, and Z. Work-life 
balance is divided into three dimensions: 
the PLIW, WIPL, and WPLE. The ana-
lysis results show that both direct and in-
direct effects (mediation and moderation) 
of  work-life balance for generations X and 
Y are two things that must be carried out 
together without seeing the dominance 
between personal life and work. Genera-
tion X and Y can still focus on their per-
formance without considering their happi-
ness. On the other hand, for Generation 
Z, work-life balance is the main thing, and 
they must run with as much flexibility as 
possible. Achieving work-life balance will 
support their happiness and encourage 
Generation Z to perform better. 

This study informs the company’s 
human resource management (HRM) po-
licies and strategies, emphasizing the im-
portance of  considering generational dif-
ferences when designing employee work 

systems without neglecting individual 
responsibility. In operational terms, HRM 
can integrate flexible work arrangements, 
career development pathways tailored to 
different generational needs, and com-
prehensive well-being initiatives to foster 
engagement, satisfaction, and sustainab-
le productivity. The limitation of  this re-
search is that it needs to be tested in the 
context of  a different region and culture 
because a sample was drawn from emp-
loyees in the East Nusa Tenggara region. 
Future studies should conduct comparati-
ve analyses across provinces or countries, 
explore sector-specific differences (public 
vs private), or incorporate longitudinal 
approaches to examine how generational 
attitudes toward work-life balance evolve. 
Additionally, qualitative insights could en-
rich understanding of  the underlying mo-
tivations and cultural influences on work-
life dynamics.

REFERENCES

Abualloush, S., Bataineh, K., & Aladwan, 
A. S. (2017). Impact of  information 
systems on innovation (product inno-
vation, process innovation)-field study 
on the housing bank in Jordon. Interna-
tional Journal of  Business Administration, 
8(1), 95-105. 

Achour, Y., Ouammi, A., Zejli, D., & Sayadi, 
S. (2020). Supervisory Model Predic-
tive Control for Optimal Operation of  a 
Greenhouse Indoor Environment Cop-
ing with Food-Energy-Water Nexus. 
IEEE Access, 8, 211562–211575. 

Afara, M. S., & Adiputra, I. G. (2024). naly-
sis Of  Employee Performance Through 
Work-Life Balance, Workload, And 
Work Conflict At Nazeera Wedding Or-
ganizer. International Journal of  Business 
and Innovation Research, 03(05), 233–256.

Arceo, M. L., Cairo, A. M. Z., Canuto, C. F. 
R., Escleto, G. M. A., & Herrera, M. 
C. D. (2024). Reconciling Work-Life 
Balance: An In-depth Exploration of  
Generation X as Career Experiences. 



Manafe & Moi / Generational Gaps in Work-Life Balance: Comparing the Expectations of  ...

297

International Journal of  Research and In-
novation in Social Science, 8(4), 345-375. 

Aruldoss, A., Kowalski, K. B., & Parayitam, 
S. (2021). The Relationship Between 
Quality of  Work Life and Work-Life-
Balance Mediating Role of  Job Stress, 
Job Satisfaction and Job Commitment: 
Evidence from India. Journal of  Advanc-
es in Management Research, 18(1), 36-62. 

Awada, N. (2019). The Effect of  Employee 
Happiness on The Performance of  Em-
ployees in A Public Organization in 
The United Arab Emirates. Journal of  
Administrative and Business Studies, 5(5). 

Bakker, A. B., & Van Woerkom, M. (2018). 
Strengths Used in Organizations: A Pos-
itive Approach to Occupational Health. 
Canadian Psychology, 59(1), 38–46. 

Bataineh, K. adnan. (2019). Impact of  Work-
Life Balance, Happiness at Work, on 
Employee Performance. International 
Business Research, 12(2). 

Bellet, C. S., De Neve, J. E., & Ward, G. 
(2024). Does employee happiness have 
an impact on productivity?. Management 
science, 70(3), 1656-1679.

Burin, S. N., & Manafe, D. (2022). Women 
As Leaders: Improving Organizational 
Performance Through Communica-
tion, Commitment, and Organizational 
Culture in The Kupang City Investment 
and Integrated Service Office. Jurnal In-
ada: Kajian Perempuan Indonesia di Dae-
rah Tertinggal, Terdepan, dan Terluar, 5(2), 
152-164..

Capnary, M. C., Rachmawati, R., & Agung, I. 
(2018). The Influence of  Flexibility of  
Work to Loyalty and Employee Satis-
faction Mediated by Work Life Balance 
to Employees With Millennial Genera-
tion Background in Indonesia Startup 
companies. Business: Theory and Practice, 
19, 217-227. 

Damanik, E. M., Man, S., Niha, S. S., Adria-
nus, J. S., Paridy, A. S., & Manafe, D. 
(2023). Analisis Pengaruh Budaya Or-
ganisasi dan Lingkungan Kerja Ter-
hadap Kinerja Pegawai dengan Moti-
vasi Kerja Sebagai Variabel Intervening 
pada Puskesmas Alak Kota Kupang. 
Jurnal Manajemen Pendidikan dan Ilmu 

Sosial, 4(1), 276–288.
Elnanto, J. G., & Suharti, L. (2021). The im-

pact of  work from home to work life-
balance and its implication to employee 
happiness. International Journal of  Social 
Science and Business, 5(3), 311-318.

Fisher, C. D. (2010). Happiness at work. In-
ternational journal of  management reviews, 
12(4), 384-412.

French, K. A., Allen, T. D., Miller, M. H., 
Kim, E. S., & Centeno, G. (2020). 
Faculty time allocation concerning 
work-family balance, job satisfaction, 
commitment, and turnover intentions. 
Journal of  Vocational Behavior, 120(May 
2019), 103443. 

Gröpel, P., & Kuhl, J. (2009). Work-life bal-
ance and subjective well-being: The me-
diating role of  need fulfilment. British 
Journal of  Psychology, 100(2), 365–375. 

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 
Psicología del Trabajo y de las Organizacio-
nes, 34(1), 29-37. 

Haralayya, B. (2021). Work-life balance of  
employees at Karanja Industries Pvt 
Ltd, Bidar. Iconic Research And Engineer-
ing Journals, 4(12), 243–254.

Hariri, N. I. M., Othman, W. N. W., Anuar, 
S. B. A., Lin, T. Y., & Zainudin, Z. N. 
(2024). Effect of  Work-Life Balance on 
Employees. Scientific Research Publishing, 
12, 705–718. 

Hayman, J. (2005). Psychometric assessment 
of  an instrument designed to measure 
work life balance. Research and practice 
in human resource management, 13(1), 85-
91..

Hills, P., & Argyle, M. (2002). The Oxford 
Happiness Questionnaire: A compact 
scale for measuring psychological well-
being. Personality and Individual Differ-
ences, 33(7), 1073–1082. https://doi.
org/10.1016/S0191-8869(01)00213-6

Hofmann, V., & Sauer, N. E. S. (2019). The 
impact of  emotional labor on employ-
ees’ work-life balance perception and 
commitment : A study in the hospitality 



JDM (Jurnal Dinamika Manajemen), 16 (2) 2025, 277-300

298

industry. International Journal of  Hospi-
tality Management, 1–39. 

Holopainen, L., & Suslova, A. (2019). Job 
Satisfaction and Employee Motivation: 
Case Generation Z. KAMK University of  
Applied Science, 54. 

Ingsih, K., Budiantoro, R. A., Hasanatina, F. 
H., & Ali, S. (2022). Work-life Balance 
and Compensation on Performance 
with Job Satisfaction as an Interven-
ing Variable for Millennial Generation 
Banking Employees. Jurnal Manajemen 
Bisnis, 13(2), 255–276. 

Iswahyudi, M. S., Elshifa, A., Abas, M., Mar-
talia, D., Mutia, A., Imlabla, F. V., Yas-
man, Y., Ningtyas, R., & Manafe, D. 
(2023). Dasar-Dasar Manajemen Sumber 
Daya Manusia (Panduan Mengelola Organ-
isasi Publik dan Bisnis Menuju Kesuksesan 
di Era Digital). PT. Sonpedia Publishing 
Indonesia.

Jannah, F., Suryani, I., Manajemen, P., Eko-
nomi, F., Bisnis, D., & Syiah Kuala, U. 
(2020). Pengaruh Work-Life Balance 
Terhadap Kebahagiaan Yang Dimediasi 
Oleh Self-Esteem Pada Karyawan Sek-
tor Perbankan Kota Banda Aceh. Jurnal 
Manajemen Inovasi, 1(11), 124–137.

Joo, B. K., & Lee, I. (2017). Workplace happi-
ness: work engagement, career satisfac-
tion, and subjective well-being. Evidence-
Based HRM, 5(2), 206–221. 

Kim, H. J., Hur, W.-M., Moon, T. W., & 
Jun, J.-K. (2017). Is all support equal? 
The moderating effects of  supervisor, 
coworker, and organizational support 
on the link between emotional labor 
and job performance. Business Research 
Quarterly, 20(2), 124–136. https://doi.
org/10.1016/j.brq.2016.11.002

Kurnia, C., & Widigdo, A. M. N. (2021). Ef-
fect of  Work-Life Balance, Job Demand, 
Job Insecurity on Employee Perfor-
mance at PT Jaya Lautan Global with 
Employee Well-Being as a Mediation 
Variable. European Journal of  Business 
and Management Research, 6(5), 147–152. 
Larasati, D.

P., Hasanati, N., & Istiqomah. (2019). The Ef-
fects of  Work-Life Balance on Employ-
ee Engagement in the Millennial Gen-

eration. 304(Acpch, 2018), 390–394. 
Legate, A. E., Hair, J. F., Chretien, J. L., & 

Risher, J. J. (2023). PLS-SEM: Predic-
tion-oriented solutions for HRD re-
searchers. Human Resource Development 
Quarterly, 34(1), 91–109. 

Lukmiati, R., Samsudin, A., & Jhoansyah, 
D. (2020). Pengaruh Work Life Balance 
terhadap Kinerja Karyawan pada Kary-
awan Staff  Produksi PT. Mutiara Tung-
gal Cibadak-Sukabumi. Jurnal Ekobis 
Dewantara, 3(3), 46–50.

Manafe, D., Goetha, S., & Firmansyah, M. 
(2025). Work-Life Balance and Happi-
ness: Driving Employee Performance in 
Kupang City. 12(1), 183–194.

Mandagi, D. W., & Aseng, A. C. (2021). Mil-
lennials and Gen Z’s perception of  so-
cial media marketing effectiveness on 
the festival’s branding: The mediating 
effect of  brand gestalt. Asia-Pacific Social 
Science Review, 21(3), 102–121.

Mendis, M. D. V. S., & Weerakkody, W. A. 
S. (2018). The impact of  work-life bal-
ance on employee performance regard-
ing the telecommunication industry in 
Sri Lanka: a mediation model. Kelaniya 
Journal of  Human Resource Management, 
12(1), 72. 

Met, I., Erkoc, A., Opek, B., & Kizildere, 
N. A. (2023). Being a game changer 
with happy workers: The Ziraat Bank 
example. Heliyon, 9(July). https://doi.
org/10.1016/j.heliyon.2023.e18027

Nabahani, P. R., & Riyanto, S. (2020). Job 
Satisfaction and Work Motivation in 
Enhancing Generation Z’s Organiza-
tional Commitment. Journal of  Social 
Science, 234.

Nizam, I., & Kam, C. (2018). The Determi-
nants of  Work-Life Balance in the Event 
Industry of  Malaysia. International Jour-
nal of  Management, Accounting and Eco-
nomics, 5(3), 141–168.

Pathirage, U. K., & Weerasinghe, T. D. (2020). 
Difference of  Work Related Behaviors 
between Generation X and Generation 
Y : A Study of  Professionals of  a De-
velopment Bank in Sri Lanka. Kelaniya 
Journal of  Management, 09(01), 1–15. 

Priya, J., Machani, P., Agyei, I. T., Suryana-



Manafe & Moi / Generational Gaps in Work-Life Balance: Comparing the Expectations of  ...

299

rayana, N. V. S., Thandayuthapani, S., 
& Lourens, M. (2023). Effects of  Per-
formance and Target Pressure on the 
Psychological Well-Being of  Corporate 
Employees. Journal for ReAttach Therapy 
and Developmental Diversities, 6(8), 218–
227.

Rachmadini, F., & Riyanto, S. (2020). The Im-
pact of  Work-Life Balance on Employ-
ee Engagement in Generation Z. IOSR 
Journal Of  Humanities And Social Science 
(IOSR-JHSS, 25(August), 62–66. 

Ramdhani, D. Y., & Rasto. (2021). Keseim-
bangan Kehidupan Kerja (Work-Life 
Balance) Sebagai Faktor yang Mempen-
garuhi Kinerja Karyawan. Manajerial, 
20(1), 98–106.

Rathi, S. R., & Islam, A. (2024). Work-Life 
Balance and Job Satisfaction as Predic-
tors of  Job Performance among Bank-
ers: A Cross-Sectional Study. Article in 
the International Journal of  Indian Psychol-
ogy. 

Rini. (2024). Pengaruh Work-Life Balance 
dan Dukungan Suami terhadap Keba-
hagiaan Perempuan Bekerja (Tinjauan 
Asosiatif  dan Komparatif). Ikraith Hu-
maniora, 8, 188–196. 

Robbins, S. P., & Judge, T. A. (2016). Organiza-
tional Behavior (17th ed.). Harlow Pear-
son Education.

Rofcanin, Y., de Jong, J. P., Heras, M. Las, & 
Kim, S. (2018). The moderating role of  
prosocial motivation on the association 
between family-supportive supervisor 
behaviours and employee outcomes. 
Journal of  Vocational Behavior, 107(April), 
153–167. 

Salas-Vallina, A., Alegre, J., & Fernández 
Guerrero, R. (2018). Happiness at work 
in knowledge-intensive contexts: Open-
ing the research agenda. European Re-
search on Management and Business Eco-
nomics, 24(3), 149–159. 

Sari, D. P., & Ali, H. (2022). Literature Review 
Measurement Model Of  Individual Be-
havior And Organizational Citizenship 
Behavior: Individual Characteristics, 
Work Culture, And Workload. Dinasti 
International Journal of  Management Sci-
ence, 3(4), 647–656. 

Saritha, S., & Mukherjee, U. (2024a). Happi-
ness at Workplace - A Systematic Lit-
erature Review. International Journal of  
Research in Engineering, Science and Man-
agement, 7(5), 38–44.

Saritha, S. R., & Mukherjee, U. (2024b). Hap-
piness at Workplace - A Systematic Lit-
erature Review. International Journal of  
Research in Engineering, Science and Man-
agement, 7(5), 38–44.

Senbursa, N., & Dunder, E. (2024). The Medi-
ating Effect of  Well-Being, Happiness, 
and Trust in the Relationship Between 
Work-Life Balance and Work Effective-
ness in Seafarers. Inquiry (United States), 
61. 

Shaffer, M. A., Sebastian Reiche, B., Dimi-
trova, M., Lazarova, M., Chen, S., 
Westman, M., & Wurtz, O. (2016). 
Work- and family-role adjustment of  
different types of  global professionals: 
Scale development and validation. Jour-
nal of  International Business Studies, 47(2), 
113–139.

Shams, K., & Kadow, A. (2019). The Rela-
tionship Between Subjective Well ‑ Be-
ing and Work – Life Balance Among 
Labourers in Pakistan. Journal of  Family 
and Economic Issues, Lfs 2018

Sheikhaboumasoudi, A., Isfahani, A. N., & 
Barzoki, A. S. (2018). Designing a mod-
el for identifying key factors of  error 
management culture using grounded 
theory: An empirical study. International 
Journal of  Learning and Intellectual Capi-
tal, 15(3), 219–241. 0

Sirgy, M. J., & Lee, D. (2018). Work-Life Bal-
ance: an Integrative Review. Applied 
Research in Quality of  Life, 229–254. 
https://doi.org/10.1007/s11482-017-
9509-8

Sismawati, W., & Lataruva, E. (2020). Kary-
awan Generasi Y dengan Kepuasan 
Kerja sebagai Variabel Intervening 
(Studi pada PT Bank Tabungan Negara 
Syariah Semarang). Diponegoro Journal 
of  Management, 9(3), 1–11. 

Skyler, S. (2022). Investigating work values, 
job satisfaction, and organizational 
commitment among hospitality em-
ployees of  different generations.



JDM (Jurnal Dinamika Manajemen), 16 (2) 2025, 277-300

300

Smith, T. J., & Nichols, T. (2015). Understand-
ing the Millennial Generation. Journal 
of  Business Diversity, 15(1), 39–47.

Sondakh, R., Sendow, G. M., & Lumintang, 
G. G. (2023). Pengaruh Human Rela-
tion, Beban Kerja Mental dan Work-
Life Balance terhadap Kebahagiaan di 
Tempat Kerja pada Karyawan PT. Ga-
ruda Indonesia (Persero) Tbk Branch 
Office Manado. Jurnal EMBA, 11(3), 
1198–1209.

Stanišauskienė, V., & Urbonienė, A. (2018). 
Characteristics of  Generations X and 
Y: Educational Career-related Choices. 
Cognitive Science - New Media - Education, 
4(1), 37–58. 

Suganda, U. K. (2022). Reducing turnover 
intention: The mediating role of  work-
life balance and organizational commit-
ment. International Journal of  Business 
Ecosystem & Strategy (2687–2293), 4(3), 
01–12. 

Susanto, P., Hoque, M. E., Jannat, T., Emely, 
B., Zona, M. A., & Islam, M. A. (2022). 
Work-Life Balance, Job Satisfaction, 
and Job Performance of  SMEs Employ-
ees: The Moderating Role of  Family-
Supportive Supervisor Behaviors. Fron-
tiers in Psychology, 13(June), 1–12. 

Tunsi, W., & Bhalla, P. (2023). Study of  the 
Impact of  Happiness at the Workplace on 
Work Performance Among Executives in the 
IT Sector. 2692(1), 2679–2692.

Usmani, S., Asif, M. H., Mahmood, M. Z., 
Khan, M. Y., & Mir, B. (2019). Genera-
tion X and Y: Work Attitudes, Values, 
and Employee Performance. Journal of  
Management and Research, 6(2), 51–84.

Waworuntu, E. C., Kainde, S. J. R., & Man-
dagi, D. W. (2022). Work-Life Balance, 
Job Satisfaction, and Performance 
Among Millennial and Gen Z Employ-
ees: A Systematic Review. Society, 10(2), 
384–398. 

Weny, N., O. S., & Lumintang, G. G. (2023). 
Pengaruh Gaya Kepemimpinan, Keba-
hagiaan Dan Orientasi Kerja Terhadap 
Kinerja Pegawai pada Kantor Badan 
Kesatuan Bangsa dan Politik Daerah 
Sulawesi Utara. Jurnal EMBA : Jurnal 
Riset Ekonomi, Manajemen, Bisnis Dan 
Akuntansi, 11(1), 384–394.

Williams, P., Kern, M. L., & Waters, L. (2016). 
Exploring Selective Exposure and Con-
firmation Bias as Processes Underlying 
Employee Work Happiness: An Inter-
vention Study. Frontiers in Psychology, 7, 
878.

Wolor, C. W., Kurnianti, D., Zahra, S. F., & 
Martono, S. (2020). The importance of  
work-life balance on employee perfor-
mance of  the millennial generation in 
Indonesia. Journal of  Critical Reviews, 
7(9), 1103–1108. 

Yang, J. W., Suh, C., Lee, C. K., & Son, B. C. 
(2018). The work-life balance and psy-
chosocial well-being of  South Korean 
workers. Annals of  Occupational and En-
vironmental Medicine, 30(1), 1–7. 

Zhenjing, G., Chupradit, S., Ku, K. Y., Nas-
sani, A. A., & Haffar, M. (2022). Impact 
of  employees’ workplace environment 
on employees’ performance: a multi-
mediation model. Frontiers in public 
health, 10, 890400. 


