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Abstract. The Covid-19 pandemic affected all dimensions of human life. To prevent the spread of the disease, many
companies have allowed their employees to work from home in the quarantine period. However, working from home
requires a high level of self-discipline from the employee. Changing the balance between work and personal life can
impact employee productivity, which requires independent research. This study aims to determine the influence of work
from home and work discipline on employee performance through the work-life balance as mediating variable.
The sample in this study is 311 employees of the Central Financial and Development Supervision Agency in Jakarta.
Data for analysis were collected by questionnaire with Likert scale. Based on the formula Slovin, for the purposes of
this study, 311 respondents were selected to take the survey. The spread of the questionnaire runs approximately 1(one)
week. The return questionnaires are done indirectly through a Google form. The authors used the Structural Equation
Modeling (SEM) and AMOS version 22 program to process the data. To develop the research toolkit, the authors
applied tested and validated indicators in previous studies. The analysis results show that work from home, work
discipline, and work-life balance significantly affect employee performance. Despite this, the companies increase the
attention to their employees in carrying out work from home, work discipline, and work-life balance because working
from home is a challenge for many employees. In particular, some employees lack discipline in carrying out their work
at home. The pandemic has forced workers to be more flexible to maintain a work-life balance and achieve higher
performance at work from home.
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EKOHOMiKa Ta MEHEeKMEeHT
Cycanti AHOMCAPI

Jeporcasnuil ynisepcumem [icaxapmu, m. caxapma, lnoonesis

Arynr Baxiy TAHJIAPY

Hepoicasnuii ynisepcumem [picakapmu, m. Jocaxapma, Inoonesis

T'ator Haszip AXMA/JI

Hepoicasnuil ynisepcumem [icakapmu, m. [ocaxapma, Inoonesis

BruiuB po6oTu 3 oMy Ta po0040l AMCHUILUIIHA HA Pe3yJIbTATUBHICTH
NPANIBHUKIB NPHU PO3rJisAai 0ajJaHCy MiK pO0OTOI0 Ta 0COOMCTUM KUTTAM
sIK TocepeHMIBLKOI 3MiHHOI B nepioa nanaemii COVID-19

Anomayin. Ilanoemin Covid-19 ennunyna na eci sumipu moocokozo scumms. [Jo6 3anobiemu nowupennio xeopoou,
bazamo KOMRAHIl 00360AUNU CEOIM CHIBPOOIMHUKAM NPAYI08amu OUCMAHYIIHO 6 nepiod kapanmuny. O0nax poboma 3
domy gumazace 8i0 NPAYiBHUKA BUCOKO20 PIGHS CAMOOUCYUNTIHU MA 30Cepedd’CeHOCmi. AKMYanbHUM cmae 00CIiOH#CeHH s
K 3MIHA 0anancy Mide poOOMOK Ma O0COOUCMUM JHCUMMAM MOJCe GNIUHYMU HA NPOOYKMUBHICMb CRIGPOOIMHUKIE.
Mema yvboco Oocniodcenns — usHauumu 6MIUE pobOMU 800MA MA MPYO080i OUCYUNIIHU HA Pe3YTbMAmUSHIiCMb
CRiBPOOIMHUKIE 3 8PAXYGAHHAM OANAHCY MIdC pOOOMOI0 ma 0COOUCIMUM JHCUMMSAM SIK NOCEPeOHUYbKOL 3MIHHOL.
Bubipka 6 yvomy docnioncenni — ye 311 cniepobimuuxie Llenmpanvbnozo acenmcemea 3 Ha2nsdy 3a ginancamu ma
possumkom y [ocakapmi (Indonesis). Jani ons ananizy 3ibpani winsxom anxemyeanns. Ha ocrnosi ¢hopmynu Cnogina
ons yineu Odocuioxcenns 6yno eidiopano 311 pecnondenmie Ons yuacmi ¢ onumyeanti. Po3noeciodacenns ankemu
mpueano oourn mudsxcoenv. Ilosepnenns anxem pecnondenmu 30HICHIO8AMU onocepedkogaro uepes Google ¢gopmy.
s 06pobxu danux asmopu suxopucmosysaiu Moodeniosanmns 3a cmpykmypruumu piensnusmu (Structural Equation
Modeling, SEM) i npoepamne 3abesneuenns AMOS eepcii 22. B danomy 00CrioNCenHl UKOPUCTIO8YIOMbCSL NOKAZHUKLL,
wo nepesgipeni ma niomeepodceHi 6 nonepeonix 0ocnioxcenHsx. Pesynomamu npogedenoco ananizy ceiouamo, wjo
poboma edoma, mpy0osa OUCYURIIHA Ma OALAHC MIdC POOOMOI MA 0COOUCTNIUM HCUMMSIM CYMMEBO GNIUBAIOMb HA
npooykmueHicme cniepodimuukie. He3zeaswcarouu na ye, Komnauii nocunioroms yeazy 00 C80iX CnigpobOImMHUKIE 6
acnexmi 8UKOHAHHS pobOmuU 3 OOMY, MPYO08oi OUCYUNTIHU MA OANAHCY MIdC POOOMOI0 MA 0COOUCTIUM IHCUMMSM,
OCKibKU poboma 800Ma € GUKIUKOM Ol OazamvoxX npayieHuxie. 3oxpema, Oesakum npayieHuxam Opaxye
CamooucyuniiHy npu SUKOHaHHi pobomu edoma. Ilandemis 3mycuna npayieHuxie Oymu Oilbul SHYUKUMU, WOO
niompumyeamu O0aiaHc Midc poOOmMoOw ma 0CobUCMUM JHCUMMSAM [ 00Cseamu 6uujoi nPoOYKMUGHOCMI 6 pobomi 3
oomy.

Knrwuosi cnosa: poboma edoma, mpyoosa Oucyuniina, Oarauc Mixc pobomow ma 0COOUCMUM JCUMMSM,
Pe3yIbmamusHicme CnigpoOIMHUKIG, YAPABIIHHS NEPCOHALOM.

INTRODUCTION

The Covid-19 pandemic affected all dimensions of
human life. To prevent the spread of the disease, in the
quarantine period, the division of the work is determined
by the Head taking into account the type of work
assigned to the employee, following the duties and
functions of each employee. Officials of Echelon I,
Echelon I, and Echelon Il (Echelon is a structural
position given to civil servants who are entitled because
they qualify for the position of echelon I, I, 11, or 1V)
remain work from office (WFO) because of claims of
responsibility and top & middle management (except
certain conditions, e.g., unhealthy, etc.). As for Echelon
IV (structural position in civil servant), officials and other
employees (auditors, secretaries, administrations, etc.)
use the work from home (WFH) work system and are
required to report their work activities every day to their
superiors.

This new working system gives rise to 3 (three)
different perceptions. First, some employees feel this new
work pattern has no impact on their performance, not the
work itself for those who shift in the workplace. Second,
some employees feel the work from home pattern needs

adjustment and has changed many things and how
employees work. Third, some employees feel they cannot
move from the work from office pattern to work from
home because they cannot work independently.

The above assumption for researchers will not occur
if the employee's work discipline runs as it should. So,
how can work from home and work discipline work
improve the employee performance in the covid-19
pandemic situation? The work-life balance is crucial for
an employee. Therefore, in this study, work-life balance
is considered a mediator to measure the impact of work
from home and work discipline on the performance of
employees of the Central Agency for Financial
Supervision and Development (BPKP)  during
the Covid-19 pandemic.

Work from home is paid work done remotely, usually
more done from home. According to Narayanan et al., in
Dua and Hyronimus (2020), the term work from home
parallels telecommuting work, which refers to
opportunities provided to employees to work from home
or satellite offices, hotels, or places other than traditional
office settings.
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Work and tasks done remotely from home need to be
understood not only in the definition category but
primarily in the practice category: working at home
means experiencing two worlds (private and public,
family and work) simultaneously with limited space
(Gadecki et al., 2018). With these two worlds, employee
performance is primarily determined by the work-life
balance of work from home and employee work
discipline.

Nitisemito (1991) defines work discipline as attitudes,
behaviors, and actions that are by the organization's rules,
both written and unwritten. Indicators of work discipline
are as follows: goals and abilities, leadership examples,
reciprocity, justice, supervision, punitive sanctions,
assertiveness, and humanitarian relations. In improving
employee performance, discipline variables are one of the
keys.

Greenhaus, Collins & Shaw in Two (2020) states that
bringing life and work balance shows the extent to which
individuals can be balanced and satisfied with roles in
work-life or outside of work. Greenhaus, J. H., Collins,
K.M., & Shaw, J. D., in Nugraha (2019), mentions the
indicator of the work-life balance variable is the
following indicator, first, time balance refers to the
availability of individual time for both his work and
family. Second, involvement balance refers to individuals
psychologically and committedly in their work and
family. Furthermore, third, satisfaction balance refers to
the satisfaction of individuals in carrying out their work
activities and family activities.

Anwar Prabu Mangkunegara (2009) defines
performance as the result of work in quality and quantity
achieved by an employee in carrying out his duties
following the responsibilities given to  him.
This understanding aligns with the contents of the
Circular Letter of the Head of BPKP on the Employee
Work System. All employees who work with the pattern
of WFH or WFO must report their work activities every
day to their direct supervisors.

LITERATURE REVIEW

Employees' Performance

Mangkuprawira (2009) defines performance as the
result of work that a person or group of people can
achieve in an organization according to their respective
authorities and responsibilities to achieve organizational
goals. In this context, performance is a record of
outcomes resulting from the functions of a particular
employee or activities performed over a while.

Simanjuntak (2005) states that individual performance
is the person's level of achievement or work from the
goals that must be achieved or tasks carried out within a
certain period. Rivai and Basri (2008) explain that
performance is the willingness of a person or group to
perform an activity and perfect it according to its
responsibilities with the results as expected. According
to Ruky A. (2006), performance is the face and image of
employees reflected in an organization. But its correct
application is not easy because human nature consists of
various characteristics and has different feelings,
dispositions, and abilities of different understandings.

Levinson in Marwansyah (2012) defines performance or
performance as the achievement or achievement of a
person concerning the tasks given to him. Performance
appraisal is a formal system for examining, reviewing,
and evaluating the performance of a person or group
(Marwansyah, 2012). Dessler in Evita et al. (2017) says
that there are 3 (three) steps in assessing the performance
of a person or group of people, namely first, defining a
job that means that subordinates and superiors agree on
employee work standards. Second, assessing achievement
or performance  means comparing  employee
achievements with established standards. Third, feedback
is discussing the performance that has been done by
subordinates and making plans for necessary
development.

Work from Home

Work from home or also called telecommuting work
or telework. Telework is defined as an alternative work
arrangement in which employees work from an alternate
location (e.g., away from the main office) for at least
most of their work schedule and use electronic media to
interact with other members of their office while doing
the work (Bailey &Kurland in Two & Hyronimus, 2020).
Although there are some notions of telecommuting,
telecommuting can be briefly defined as an alternative
working arrangement for working through technology.
In other words, work from home is commonly used to
refer to opportunities given to employees to work from
home or office, hotel, or other than traditional office
settings (Narayanan et al., 2017). Working from home is
one of the terms of working remotely, more precisely
doing the usual work done in the office. So workers do
not need to come to the office face-to-face with other
workers (Ashal, 2020). Gadecki et al. (2018) also stated
that workers are living at home experience much tension
associated with the interpenetration of private and public
spaces under one roof. Work from home or
telecommuting becomes a continuous sorting and
adjustment process between work and personal life.

Work Dicipline

Handoko (2016) says that work discipline is a
management activity to carry out organizational
standards. Pandji (2004) defines work discipline as the
attitude of employees who always want to either follow
or comply with all the rules in work that the company has
determined. Sastrohadiwiryo (2009) work discipline can
be defined as being obedient and obedient to the
applicable regulations, both written and unwritten, and
able to carry them out and not avoid accepting his
sanctions if he violates the duties and authorities that
have been given. Here work discipline is an attitude of
willingness and willingness of a person to obey and obey
the norms of the rules that apply around him. From some
of the above opinions, it can be formulated that what is
meant by work discipline is the employee's attitude
towards the company's rules and regulations, which exist
in the employee, which causes him to adjust without
burden to the company's rules and regulations.
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Work-Life Balance

Delecta (2011) explained that Work-life balance is
defined here as an individual's ability to meet their work
and family commitments, as well as other non-work
responsibilities and activities. In addition to the relations
between work and family functions, work-life balance
also involves different roles in other areas of life. While
Greenhaus & Allen in Rena and Sari (2018) suggest that
work-life balance can be described as “An individual's
assessment of their satisfaction with their work and life
roles gave their priorities at one point in time”. Work-life
balance has been established in several ways. For
example, Clark in Rena and Sari (2018) describes work-

Work from Home (X,)

Work-Life Balance (M)

Work Discipline (X;)

EKOHOMiKa Ta MeHeAXMeHT
life balance as the level of satisfaction that individuals
feel when they can function at work and home with
minimal conflict of roles. Grzywacz and Carlson in Rena
and Sari (2018) define work-life balance as the
fulfillment of expectations regarding roles negotiated and
shared between individuals and partners regarding their
roles in the work and family domains. Westman, Brough,
and Kalliath in Saina et al. (2016) explain that individuals
who pay attention between work-life balance and
personal life are more concerned with their psychological
well-being than pursuing wealth alone.

Based on previous research, the conceptual
framework in this study can be seen in Figure 1.

>

Employee Performance (YY)

»

Note:
—» Partial Effect
----p Simultaneous Effect

Figure 1. Research Conceptual Framework

RESEARCH HYPOTHESIS

This study is based on the hypothesis that:

H;: Work from home affects the performance of
employees.

H,: Work discipline affects the performance of
employees.

Hs: Work from home affects the work-life balance.

H,4: Work discipline affects the work-life balance.

Hs: Work from home and work discipline
simultaneously influence the performance of employees
of the Central Financial and Development Supervision
Agency (BPKP) through work-life balance.

RESEARCH METHODOLOGY

Research Sample

The sample in this study is employees of the Central
Financial and Development Supervision Agency (BPKP)
in Jakarta. The total number of employees of the Agency
is 1391 employees. The distribution of employees is
carried out in table 1.

Based on the formula Slovin, for the purposes of this
study, 311 respondents were selected to take the survey.
The spread of the questionnaire runs approximately
1(one) week. The return questionnaires are done
indirectly through a Google form.

Instrument Development

To develop the research tools, the authors applied
indicators that are tested and validated in previous
studies. Indicators from (Simanjuntak 2005, Armstrong
and Baron in Wibowo 2013, Timple in Mangkunegara
2009) were taken to explain the performance of
employees. Indicators from (Gadecki et al., 2018)
describe work from home. Indicators of work discipline
were taken from (Hasibuan 2009, Fauzia Agustni 2011).
Work-Life Balance indicators were taken from (J. H,,
Collins, K.M., & Shaw, J. D, in Nugraha 2019).
This study used a Likert scale with 5 points.

Data Analysis

Table 1 Measurement of this research model uses validity and
Research Sample reliability tests to test data quality. Data can be valid and
Employees reliable if the data obtained with the questionnaire has
Population /N =  EMPloyeeswho bk from | similarities with the circumstances and similarities when
work from home the office used at different times. Therefore, in studies that utilize
1391 885 506 guestionnaires, data quality tests need to be done as a tool
63.6% 36.4% for collecting data. The goal is to determine if the
n=311 instrument you want to use is valid and reliable to
- measure research variables. In other words, a
Source: HR Head Office of BPKP Jakarta (2021). questionnaire is said to be valid and reliable if the
statement on the questionnaire can reveal something
94 06niK i piHaHck, Ne 4(94), 2021
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(research variables) that will be measured by the
questionnaire and can be used differently, then the data
has something in common.

There are two tests to measure this research model:
testing the measurement model's validity and testing the
model's structural validity. A measurement analysis or test
fit model will use Structural Equation Modeling (SEM) with
AMOS analysis tool version 22 and SPSS 25.0.

RESULTS AND DISCUSSION

Validity Test

In testing a validity, we must see how worthy a
question will be given in the questionnaire in the making
of the study by taking the main foundation of decision

making as seen from a comparison of corrected item-total
correlation values with a value of R table with a
significance value of 0.05 of 0.1112. So if the fixed item-
total correlation value > 0.1112, the value is valid, while
if the corrected item-total correlation result is < 0.112,
then the value of the data is invalid.

The next step when already doing a validity test then
the way to do is to do a reliability test by comparing the
value of Cronbach's Alpha > 0.7. The data is said to be
reliable, whereas if the value of Cronbach's Alpha < 0.7,
then the data is not reliable. So that the data generated in
the validity test and reliability test will produce a value
from table 2 as follows:

Table 2
Exploratory Factor Analysis
Latent Construct/Variable (Croﬁt?r!nlcar?g%pha) Item (Indicator) Corrected Item Total Correlation
,904 WFH1 ,657
,903 WFH2 ,676
,896 WFH3 ,780
,904 WFH4 ,660
Work from Home ,900 WFH5 714
,904 WFH6 ,670
,901 WFH7 ,701
,897 WFH8 ,761
,905 WFH9 ,643
,907 DK1 ,847
,913 DK?2 722
,913 DK3 ,730
,915 DK4 ,699
N ,910 DK5 779
Work Discipline 918 DKG6 536
911 DK7 767
,918 DK8 ,642
,921 DK9 ,599
917 DK10 ,660
,823 WLB1 ,617
,812 WLB2 ,700
,837 WLB3 ,535
Work-Life Balance ,831 WLB4 574
,825 WLB5 ,601
,832 WLB6 ,567
,816 WLB7 ,704
,893 KP1 ,756
,899 KP2 ,684
,897 KP3 716
,889 KP4 ,830
Employee Performance ,903 KP5 ,628
,903 KP6 ,633
,905 KP7 ,599
,901 KP8 ,655
,896 KP9 718

It is known that all indicators have been declared valid using SPSS 25. All statements are declared valid following
the corrected item-total correlation value > 0.1112. At the same time, reliability testing can be reliable if all viewed
items have a value of Cronbach's Alpha > 0.70. It means that work from home, work discipline, work-life balance, and

employee performance have high reliability.
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Hypothesis Test

EKoHOMiKa Ta MmeHeaXXMeHT

This study uses Structural Equation Models where the results of the previous test model are found as fit models.
Some data is dropped from the previous model to look for fit models.

2
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CFI = ,993
TL =082

Figure 2. Modification of Structural Model Analysis

The above data results from an analysis in modifying structural models to make the model fit in comparing the
goodness of fit criteria. The fit model results in structural model modifications to see from the goodness of fit (table 3).

Test Accuracy Model (Goodness of Fit Model)

Table 3

Good of Fit Index Cut-off Value Results Information
Probability >0.05 0.099 Fit Model
Chi-Square < 353,127 350.876 Fit Model
GFlI >0.90 0.923 Fit Model
TLI >0.95 0.992 Fit Model
CFlI >0.95 0.993 Fit Model
RMSEA <0.80 0.18 Fit Model
CMIN/DF <2.00 1.103 Fit Model
AGFI >0.90 0.907 Fit Model

Based on the above data, we can conclude that the value of Chi-Square of 350,876 and has a probability value or
P-Value of 0.099 > 0.05 that meets what is expected to achieve the fit model. Furthermore, for the results of GFI value
of 0.923 > 0.90 with ALI output value of 0.992 > 0.95 then for CFI value of 0.993 > 0.95 while for the value of
RMSEA of 0.18 < 0.08 and the CMIN /DF output value of 1,103 < 2.00 with an AGFI value of 0.907 > 0.90. Therefore
the data is feasible with a marginal fit model.

The hypothesis test uses at value with a significance level of 0.05 with a critical ratio (CR) is 1.96 that states the

hypothesis is accepted.
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Table 4
Results from the Hypothesis Test
Hypothesis Path Estimates SE C.R Conclusion
H; Work from home -> Employee 307 056 5,470 Accepted
performance
H, Work discipline -> Employee 182 050 3,650 Accepted
performance
Hs Work from home -> Work-life balance ,291 ,053 5,481 Accepted
Hy Work discipline -> Employee 389 045 8,560 Accepted
performance
Hs Work from home and work discipline
-> Employee performance and Work- ,210 ,038 5,572 Accepted
life balance as mediating variable

The data in Table 4 show that each critical ratio (CR)
has a value equal to the value-t. It will cause a
comparison between the value-t with a significance of 5%
with the value of that significance of 1.96. If the value of
the CR > 1.96, the hypothesis is declared accepted, while
if the value of the CR < 1.96, the hypothesis is rejected.
Based on these criteria, it can be concluded that H,, H,,
Hs, Hs, and Hs hypotheses have a positive relationship
with each variable because the critical ratio value of each
hypothesis as a whole is > 1.96.

Discussion

This study shows that work from home positively
affects employee performance with a critical ratio output
value of 5,470 > 1.96. The results of previous studies also
confirm this. Namely, Ashal (2020) states that the
implementation of work from home runs well without
any significant obstacles by prioritizing excellent service.
Furthermore, Nicholes et al. (2015) confirm that work
from home improves employee performance despite
reducing days a week.

This study shows that work discipline positively
affects employee performance with a critical ratio output
value of 3,650 > 1.96. It is in line with previous research.
According to Aspiyah et al. (2016), work discipline, work
environment, and equipment positively affect work
productivity. According to Tito and Melinda (2015),
discipline and motivation affect performance. Therefore,
according to the results of empirical studies, work
discipline directly affects employee performance.

This study shows that work from home positively
affects work-life balance with a critical ratio output value
of 5481 >1.96. Helena (2020) states a positive and
significant relationship between work from home and
work-life balance.

This study shows that work discipline has a positive
direct effect on work-life balance with a critical ratio
output value of 8,560 > 1.96. Also, Lestari et al. (2020)

AReferences

confirm that work discipline significantly influences
work-life balance that affects a performance owned by
employees.

Therefore this study results show that the direct
influence of work from home and work discipline on
employee performance is positive and significant by
being led by the increasing employee performance of the
Central Financial and Development Supervision Agency
(BPKP). While work-life balance indirectly affects the
variables of work from home and work discipline.
This shows that work from home and work discipline will
improve the employee performance of the Central
Financial and Development Supervision Agency (BPKP).

It should be noted that Muliawati (2020) states that
work-life balance does not affect employee performance.
Meanwhile, according to Ryan (2018), Putri (2020),
Gadectki et al. (2018), Carolina (2020), Saina et al.
(2016), Ashal (2020), and Aspiyah (2016), the work from
home and learning discipline have a significant influence
on employee performance through work-life balance
which is confirmed by the data of this study.

CONCLUSIONS

This study results show that work from home and
work discipline are among the main factors in increasing
employee performance, with work-life balance mediating
these variables.

Despite this, the Central Financial and Development
Supervision Agency increases the attention of their
employees in carrying out work from home, work
discipline, and work-life balance because there are still
many workloads given to employees when carrying out
work with work from home. However, not many
employees lack discipline in carrying out their work.
In addition, the pandemic has forced workers to be more
flexible to maintain a work-life balance and achieve
higher performance at work from home.
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