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ABSTRACT

Employee performance remains a challenge for companies because of the
increasingly competitive level of competition. Organizations are
increasingly required to focus on Human Resource Management (HRM)
to improve organizational sustainability. Achieving organizational
sustainability becomes unrealistic without employee participation and
commitment. This study aims to analyze the effect of work-life balance,
job demands, job insecurity on employee performance with employee well-
being as a mediating variable. The research method used is explanatory
quantitative with SEM-PLS. The sample in this study were 100 employees
of PT Jaya Lautan Global. The sampling technique used in this research is
saturated sampling (census). The results showed that Work-Life Balance
and Job Demands had a positive and significant effect on Employee Well-
Being. Job Insecurity has a negative and significant effect on Employee
Well-Being. Work-life balance has a positive and significant effect on
employee performance. Job Demands have a negative and significant
effect on employee performance, while Job Insecurity has a negative and
insignificant effect on employee performance. Employee well-being has a
positive and significant effect on employee performance. The results of the
mediation show that employee well-being can partially mediate the effect
of work-life balance and job insecurity on employee performance, while
employee well-being can fully mediate the effect of job demands on
employee performance.
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I. INTRODUCTION

Employee performance is one of the most fundamental
challenges for companies because of the increasingly
competitive level of competition and is related to the
survival of the company. The sustainability of high-level
performance in the cargo and document management
services industry (forwarding) is currently considered an
important pathway to be maintained in the long term.

In the modern era, export-import business activities play
an important role in the economy of a country [1]. As
support for this business, freight companies and EMKL (Sea
Ship Expedition) play an important role. One of the
forwarding service industries is PT Jaya Lautan Global
(JLG), which is engaged in International Freight Forwarding
& Project Logistic Services.

This company has an important role in the growth of
cargo shipping services, especially in transportation in
Indonesia since its establishment in 2015. This company
focuses on handling cargo projects ranging from door to
door, door to port, port to port, handling customs/export-
import documents, trucks, warehouses, ship charters for
cargo that is quite large in volume. In handling imported
cargo, PT Jaya Lautan Global manages the release and
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documents of goods in containers from ships at the port and
forwarded to storage, namely warehouses, the company
distributes goods to consignees after all documents have
been completed and vice versa for cargo exports prepares a
fleet to pick up cargo at the shipper's warehouse then takes it
to the port accompanied by the arrangement of documents at
customs until the cargo finally arrives to wait for the berth to
be loaded [1].

Complex business processes that require precision are
ideally aligned with the quality of the company's human
resources. In the organizational context, employees are seen
as important matter in determining organizational
sustainability [2]. Organizations are increasingly required to
focus on Human Resource Management (HRM) to improve
organizational sustainability. Achieving organizational
sustainability becomes unrealistic without employee
participation and commitment.

In fact, based on the company's performance data for
2017-2019, the company's performance fluctuated. As
presented in Table 1 below.

Based on Table | indicates there are problems related to
employee performance. Supported by the results of Key
Performance Indicators (KPI) indicating a decrease in
employee performance as presented in Table Il below.
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TABLE I: FINANCIAL STATEMENTS OF PROFIT/LOSS OF PT JAYA LAUTAN
GLOBAL FOR THE PERIOD OF 2017 TO 2019

Year Profit/Loss (in rupiah)
2017 (Profit) Rp 18.950.722.936,-
2018 (Profit) Rp 8.979.520.950,-

2019 (Loss) (Rp 10.450.315.158,04)

Source: PT Jaya Lautan Global (JLG) (2020).

TABLE II: KEY PERFORMANCE INDICATOR (KPI) EMPLOYEE OF PT JAYA
LAUTAN GLOBAL
Key Performance Indicator (KPI)

Year %)

2017 80,05
2018 74,92
2019 74,55

Source: PT Jaya Lautan Global, Processed.

Based on Table 11 shows that the KPI value of employees
in 2017 was 80.05%, in 2018 it fell to 74.92% and in 2019 it
fell again to 74.55%.

In theory, there are three main factors that affect
employee performance, namely individual abilities,
including talents, interests, and personality characteristics of
employees [3]. Organizational factors include training and
development, equipment and technology, performance
standards, and management and co-workers. Effort
expended includes motivation, job design, work ethic, and
the level of employee turnover. Factors that affect employee
performance include internal factors, among others:
intellectual ability, work discipline, job satisfaction and
employee motivation. External factors include: leadership
style, work environment, compensation and management
system in the company [4].

There are several studies that find factors that affect
employee performance, including: work-life balance [2], [5],
[6], job demands [7]-[9], job insecurity [10], ability, job
satisfaction [11], organizational virtuousness [12], and
employee well-being [12]-[14].

The results of a survey conducted on 35 employees of PT
Jaya Lautan Global by proposing several factors related to
employee performance including work-life balance,
organizational virtuousness, work environment,
compensation, job satisfaction, job demand, job insecurity,
employee well-being obtained the following results.

TABLE IlI: RESULTS OF A PRE SURVEY OF PERFORMANCE OF PT JAYA
LAUTAN GLOBAL EMPLOYEES
Indication of Factors Related

No to Employee Performance Freq %
1 Work-life balance 8 22,9
2 Organizational virtuousness 2 57
3 Work motivation 2 57
4 Work environment 2 57
5 Compensation 3 8,6
6 Work satisfaction 2 57
7 Job demand 6 17,1
8 Job insecurity 4 11,4
9 Employee well-being 6 17,1

Total 35 100

Source: May 2020 Survey.

Based on the results of the pre-survey in Table Il it is
known that from a total of 35 employees surveyed there are
four highest factors perceived by employees, namely work-
life balance who answered 8 people (22.9%), job demand as
many as 6 people (17.1%), job insecurity as many as 4
people (11.4%), and employee well-being as many as 6
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people (17.1%).

Referring to the results of the pre-survey, this study aims
to explain the effect of work-life balance, job demand, and
job insecurity on employee well-being and employee
performance. In addition, this study also explains the
mediating role of employee well-being on the effect of
work-life balance, job demand, and job insecurity on
employee performance at PT. Jaya Lautan Global.

Il. LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT

A. Effect of Work-Life Balance on Employee Well-Being

When work interferes with the family, work-to-family
conflict arises. Organizational efforts to improve employee
welfare through the development of work-family policies
can help resolve this problem. Work-family policies include
work practices that aim to balance work, family and
personal demands [5]. Employees who have the ability to
balance their functions between their roles in work and non-
work can meet the needs and aspects of their lives so that
their welfare can increase. [15]. Work-life imbalance is one
of the 13 psychosocial factors found to be associated with
low levels of employee well-being [16].

H1: Work-life balance has a positive and significant effect
on employee well-being.

B. Effect of Job Demand on Employee Well-Being

The higher work demands can cause stress, thereby
reducing the level of employee welfare. Employees who are
exposed to high and prolonged work demands can become
psychologically exhausted and alienated from work, which
in turn reduces their well-being. The results show that job
demands negatively affect the welfare of cruise ship
employees [17].

H2: Job demand has a negative and significant effect on
employee well-being.

C. The Effect of Job Insecurity on Employee Well-Being

Uncertainty in the condition of the company can have a
negative impact on employees who are still working at the
company, namely an increase in workload as a consequence
of the delegation of workloads for employees who were
previously affected by termination of employment (PHK).
Employees will be busy wondering when it will be their turn
to be laid off, resulting in feelings of stress, job insecurity
and lowering their level of welfare [18]. Job insecurity also
causes an employee to have no satisfaction in his life and
not feel happy in his life. Job insecurity makes employees
think negatively about the future of their work.

H3: Job insecurity has a negative and significant effect on
employee well-being.

D. Effect of Work-Life
Performance

Among human resource management (HRM) practices,
improving work-life balance is considered as one of the
HRM practices that greatly contributes to improving
employee performance [2]. Achievement of a better work-
life balance can yield dividends for employers in terms of
having a more motivated, productive, less stressed
workforce, increasing  productivity, and reducing
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absenteeism. Work-life balance can have an impact on both

individuals and organizations [19]. The results of previous

studies confirm that work-life balance has a significant

positive effect on employee performance [2], [5], [6], [13],

[19]-[24].

H4: Work-life balance has a positive and significant effect
on employee performance.

E. Effect of Job Demand on Employee Performance

According to resource conservation theory (COR),
various stressful actions (i.e., conflict, dissatisfaction, and
withdrawal behavior) occur when resources are threatened
or lost or when individuals invest resources and do not
obtain the expected benefits. Thus, job demands can lead to
negative work attitudes resulting in decreased performance
[8]. The results of the study prove that job demand has a
significant effect on employee performance [9].

H5: Job demand has a negative and significant effect on
employee performance.

F. The Effect of Job Insecurity on Employee Performance

Companies should pay more attention to maintaining
social exchange relationships with employees who have
lower cultural values [7]. Job insecurity is a barrier that
leads to negative behavioral consequences in the workplace
[25]. Employees with high levels of job insecurity generally
perform worse. The similarity of research result [26], that
work has a significant influence on employee performance.
Similar results are shown [25], that job insecurity has a
significant effect on employee performance.

H6: Job insecurity has a negative and significant effect on
employee performance.

G. The Effect of Employee Well-Being on Employee
Performance

Employee well-being is likely to introduce changes in the
organizational climate that can result in positive employee
outcomes, including increased employee performance [14].
Employee well-being, i.e. psychological, physical and social
well-being, is positively related to employee performance
[14]. Research [25] found that subjective well-being had a
significant effect on employee performance. Meanwhile,
research [27] found that there was a positive and significant
influence between psychological well-being on employee
performance.

H7: Employee well-being has a positive and significant
effect on employee performance.

H. Employee Well-Being Mediates the Effect of Work-
Life Balance on Employee Performance

The influence of work environment, employee personality
and psychological climate in the workplace on job
outcomes, such as employee performance, is often measured
through  happiness-related  constructs such as job
satisfaction, affective commitment, and mood at work. The
results of the study [5] found that employee well-being
mediates the effect of work-family balance on employee
performance. Work-family policies include working time
flexibility, paid sabbatical leave, and providing flexibility in
the work location (flexible place), can improve employee
performance because it can provide employee welfare.

H8: Work-life balance has a positive and significant effect
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on employee performance through employee well-
being.

I. Employee Well-Being Mediates the Effect of Job
Demands on Employee Performance

Employees who experience high and prolonged work
demands can become very psychologically tired and
alienated from their work, which in turn reduces their well-
being, resulting in decreased performance [17]. This is
because employee welfare provides stress-free conditions to
be more creative and ultimately improve employee
performance [13]. Therefore, the employee has to work
harder to keep the job even if the employer fails to fulfill his
reciprocal obligations (challenging the demands of the job in
exchange for a secure job). Therefore, employee welfare is
very important to mediate the high demands of work so that
it can improve its performance.

H9: Job demand has a positive and significant effect on
employee performance through employee well-being.

J. Employee Well-Being Mediates the Effect of Job
Insecurity on Employee Performance

In conditions of job insecurity, employees experience
lower levels of well-being because they face the possibility
of losing their most important work-related resources, which
can meet their needs, resulting in decreased performance.
The results of the study [25] prove that job insecurity has a
significant negative effect on employee performance
through a decrease in employee welfare.

H10: Job insecurity has a negative and significant effect on
employee performance through employee well-being.

I1l. RESEARCH METHODOLOGY

This study uses a quantitative approach with a descriptive
type of research. A quantitative approach is used because
the data used in this study will be processed using statistics.
While descriptive research is investigating circumstances,
conditions or other things by not changing, adding, or
manipulating the object or area of research. The researcher
only takes pictures of what happens to the object or area
under study, then describes what happened in the form of a
research report in a straightforward manner, as it is [28].
The population in the study were all employees of PT Jaya
Lautan Global. The total population of all employees is 100
people. The sampling technique used is census, the entire
population is sampled. Thus, the sample used in this study
were 100 respondents from PT Jaya Lautan Global
employees. The data collection procedure used in this study
consisted of a questionnaire and documentation. The data
analysis technique of this research uses the. structural
equation model (SEM-PLS).

IV. RESEARCH RESULT AND DISCUSSION

The results of the descriptive analysis on each research
variable are shown in Table 1V below.

The mean value indicated by the work-life balance
dimension ranges from 4.17 to 4.37. The highest mean value
is found in the Tension dimension which has a mean value
of 4.40. This means that employees can still focus on work
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despite family problems, employees continue to work
despite family/personal problems, and high work demands
do not make their personal life a mess.

TABLE IV: DESCRIPTIVE ANALYSIS OF RESEARCH VARIABLES

Variable Dimension Mean
Time (X1.1) 417

Work-life balance Tension (X1.2) 4.40
(X1) Energy (X1.3) 4.30
Behavior (X1.4) 4.37

Qualitative demands (X2.1) 2.25

Job Demands (X2) Quantitative demands (X2.2) 231
Organizational demands (X2.3) 2.87

. Cognitive (X3.1) 2.85

Job Insecurity (X3) Affective (X3.2) 286
. Economical (Y1.1) 4.23

Employee Well-Being Facilities (Y1.2) 420
(¥1) Service (Y1.3) 4.05
Quality of work (Y2.1) 4.21

Employee Quantity of work (Y2.2) 4.14
Performance (Y2) Working time (Y2.3) 4.20
Co-worker cooperation (Y2.4) 417
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Fig. 1. Results of the Structural Model (Inner Model).

TABLE V: HYPOTHESIS TEST RESULTS FOR DIRECT EFFECT

The mean value indicated by the job demands dimension
ranges from 2.25 to 2.87. The lowest mean value is in the
qualitative demands dimension with a mean value of 2.25.
This means that the work felt by employees requires high
emotions, a lot of attention and high concentration, and
excellent physical.

The mean value indicated by the job insecurity dimension
ranges from 2.85 to 2.86. The lowest mean value is found in
the cognitive dimension with a mean value of 2.85. These
results explain that some employees feel that their work is
not important, are nervous about company rules, are helpless
with work procedures and job security, are anxious about
becoming unemployed, and are concerned about their fate in
the company. But some other employees do not feel the
cognitive aspect.

The mean value indicated by the dimension of employee
well-being ranges from 4.05 to 4.23. The dimension of
Employee Well-Being which has the highest mean value is
found in the economic dimension with a mean value of 4.23.
This means that most employees feel that the pension
provided by the company is in accordance with the period of
service, the provision of THR exceeds what is expected, the
provision of food allowance really helps them to work
better, the provision of transportation money is very
supportive of their attendance on time, and the treatment
money given. The company is very helpful in self-
medicating.

The mean value indicated by the dimensions of employee
performance ranges from 4.14 to 4.21. The dimension of the
employee performance variable which has the highest mean
value is found in the work quality dimension which has a
mean value of 4.21. This means that most employees
perceive that they have worked very calculatingly, carefully,
and thoroughly, have knowledge that is very appropriate to
their work, and are very aware of the importance of
accuracy in completing work.

The results of the research hypothesis test using SEM
PLS which pay attention to the value of the inner model
shown.
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Construct Original P-value Information
Sample

Work-Life  Balance  -> Positive,
Employee Well-Being 0.338 0.000 Significant
Job Demands -> Employee Positive,
Well-Being 0.193 0.020 Significant
Job Insecurity -> Employee Negative,
Well-Being -0.380 0.000 Significant
Work-Life  Balance  -> Positive,
Employee Performance 0.198 0.031 Significant
Job Demands -> Employee -0.199 0.008 l\_leg_at_lve,
Performance Significant
Job Insecurity -> Employee -0.059 0.293 Ne_gatl_v_e, Not
Performance Significant
Employee Well-Being -> 0.188 0.012 I_Dos_lt!ve,
Employee Performance Significant

Work-life balance has a significant positive effect on
employee well-being, which is indicated by the original
sample value (path coefficient) of 0.338 (positive) with a p
value of 0.000. These results explain that employees who
are able to balance their work and personal life significantly
can feel cheerful and excited, calm and relaxed, active and
energetic, fresh and their daily life is filled with interesting
things that improve their welfare.

Job demands have a significant positive effect on
employee well-being, as indicated by the original sample
value (path coefficient) of 0.193 (positive) with a p value of
0.020. These results explain that employees with high work
demands actually become the motivation for every
employee to want to work. Employee well-being is the end
point of all the energy and effort that is made in fulfilling
their life's needs.

Job insecurity has a significant negative effect on
employee well-being, which is indicated by the original
sample value (path coefficient) of -0.380 (negative) with a p
value of 0.000. These results explain that the condition of
job insecurity experienced by employees has a negative
impact on both themselves and the organization. For
themselves, employees can feel the decline in their welfare.

Work-life balance has a significant positive effect on
employee performance, as indicated by the original sample
value (path coefficient) of 0.198 (positive) with a p value of
0.031. These results explain that the work-life balance
program implemented by the company can create morale for
employees in carrying out their duties and obligations to the
company.
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Job demands have a significant negative effect on
employee performance, as indicated by the original sample
value (path coefficient) of -0.199 (negative) with a p value
of 0.008. These results explain that the higher Job Demands
will decrease employee performance. Employees who are
exposed to high job demands can become very tired
psychologically and psychologically, which leads to
decreased performance.

Job insecurity has an insignificant negative effect on
employee performance, which is indicated by the original
sample value (path coefficient) of -0.059 (negative) with a p
value of 0.293. These results explain that working
conditions are safe or not, employees will still show good
performance.

Employee well-being has a significant positive effect on
employee performance, which is indicated by the original
sample value (path coefficient) of 0.188 (positive) with a p
value of 0.012. These results explain that companies that
pay attention to and improve employee welfare programs
(economical, facilitative, and service) can have an influence
on employee performance.

TABLE VI: HYPOTHESIS TEST RESULTS FOR INDIRECT EFFECT

Path .
Construct Coefficient P-value Information
Work-Life Balance -> Positive
Employee Well-Being-> 0.063 0.039 Lo
L Significant
Kinerja Karyawan
Job Demands -> Employee .
Well-Being-> Kinerja ~ 0.036 0070 "ositive, Not
Significant
Karyawan
Job Insecurity -> Employee .
Well-Being-> Kinerja -0.071 0.037 I\_leg_at_lve,
Significant
Karyawan

On the indirect effect, the results of the hypothesis test
show that employee well-being can partially mediate the
effect of work-life balance on employee performance, which
is indicated by the path coefficient value of 0.063 and the p
value of 0.039. These results explain that a high work-
personal balance further enhances performance if it involves
a high work welfare program.

The results of the subsequent indirect effect hypothesis
test show that employee well-being is unable to mediate the
effect of job demands on employee performance. If you look
at the results of the direct effect, it is known that job
demands have a significant negative effect on employee
performance. These results explain that higher job demands
will reduce employee performance but not when going
through employee well-being.

The results of the indirect hypothesis test further indicate
that employee well-being is a partial mediator between the
effect of job insecurity on employee performance, which is
indicated by the path coefficient value of -0.071 and the p-
value of 0.037. These results explain that the greater the
insecurity felt by employees during work will reduce
employee  well-being and will reduce employee
performance.

V. CONCLUSIONS

The results of the study explain that work-life balance and
job demand have a significant positive effect on employee
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well-being. In addition, job insecurity also has a significant
negative effect on employee well-being. These results
explain that work-life balance, job demands, and job
insecurity have a role to provide overall welfare for
employees.

The results also explain that work-life balance and
employee well-being have a significant positive effect on
employee performance, while job demands have a
significant negative effect on employee performance and job
insecurity has no significant effect on performance. The
family felt by employees and the better welfare of
employees will encourage employees to show better
performance. In addition, higher work demands actually
have a negative impact on performance. On the other hand,
employee performance is not determined by job insecurity.

In the indirect effect, it is known that employee well-
being does not have a mediating role on the effect of job
demands on employee performance, but employee well-
being has a mediating role on the effect of work-life balance
and job insecurity on employee performance.

Based on the conclusions that have been explained, the
suggestions that can be put forward are: (1) the company,
namely PT JLG can improve work-life balance programs
such as family-friendly benefits including resources on
parent and child care, care, health and employee welfare ,
and relocation and others, which are needed by employees
to balance life and work, which include flextime, job
sharing, telecommunicating and others, so that it can have
an impact on employee performance; (2) re-evaluate the task
procedures, work pressures, failures experienced by
employees, employee responsibilities, self-control if
changes occur; (3) reviewing employee welfare programs,
especially economic benefits related to money, such as
salaries and benefits; (4) reviewing regulatory and policy
issues, workplace bullying and employee role and personal
conflicts.

In practice, this research has limitations, including: (1)
The object of this research is only at PT. Jaya Lautan
Global, not on all existing forwarding companies; (2) This
study only limits to three exogenous variables, namely
work-life balance, job demand, job insecurity and two
endogenous variables, namely employee well-being and
employee performance; (3) Performance behavior is carried
out by self-assessment, this can lead to bias because the
tendency of self-assessment reports does not provide an
overview of the actual respondent's condition, therefore the
involvement of other parties is needed to assess the behavior
so that the results are balanced.
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