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ABSTRACT 
 

Aims: This study aims to find out the influence of Perceived Organizational and Flexible Working 
Arrangements on Employee Engagement among millennials while Work/Life Balance is an 
intervening variable. 
Study Design: This study used quantitative methods. The data was collected using an online 
questionnaire. This study involved Millennials as a sample with 151 respondents who came from 
various kinds of companies. 
Place and Duration of Study: The study was taken place at Palopo, South Sulawesi. This study 
was conducted between March and May 2018. 
Methodology: This study involved 151 respondents and was conducted in Palopo. The 
respondents came from various companies and institutions such as Government-owned 

Original Research Article 



 
 
 
 

Marumpe et al.; Asian J. Econ. Busin. Acc., vol. 23, no. 11, pp. 28-44, 2023; Article no.AJEBA.98994 
 

 

 
29 

 

companies, Banking companies, Private companies, Educational institutions, Finance companies, 
Insurance companies, etc.  
Results: Hypothesis 1, Perceived Organizational Support on Work/Life Balance produces T 
statistics values of 5.630 with a probability of 0.000. The test results show that the probability 
<alpha (5%). It means that there is a significant direct influence of Perceived Organizational 
Support on Work/life Balance. Hypothesis 2, the influence of a Flexible Working Arrangement on 
Work/Life Balance generates a T statistics value of 3.678 with a probability of 0.000. The test 
results show that the probability <alpha (5%). It means that there is a significant direct influence of 
Flexible Working Arrangements on Work/Life Balance. Hypothesis 3, the influence of Work/Life 
Balance on Employee Engagement. generate T statistics values of 5.924 with a probability of 
0.000. The test results show that the probability <alpha (5%). It means that there is a significant 
direct influence of Work/Life Balance on Employee Engagement. Hypothesis 4, the influence of 
Perceived Organizational Support on Employee Engagement mediated by Work/life Balance 
generates in indirect influence coefficient direct influence coefficient It means that there is a 
significant influence of Perceived Organizational Support on Employee Engagement through 
Work/life Balance. Hypothesis 5, the influence of the Flexible Working Arrangement on Employee 
Engagement mediated by Work/life Balance generates in indirect influence coefficient direct 
influence coefficient. It means that there is a significant influence on the Flexible Working 
Arrangement of Employee Engagement through Work/life Balance. 
Conclusion: The results of this study indicated that; 1). Perceived Organizational Support and 
Flexible Working Arrangements have a positive and significant influence on Work/Life Balance, 2). 
Work/life Balance has a positive and significant influence on Employee Engagement 3). Perceived 
Organizational Support and Flexible Working Arrangement have positive and significant influence 
on Employee Engagement with Work / life balance as a mediating variable. 
 

 
Keywords: Perceived organizational support; flexible working arrangement; work/life balance; 

employee engagement. 
 

1. INTRODUCTION 
 
Generally, engagement is referred to as 
commitment. Kanste [1] defines employee 
engagement as a positive state of well-being in 
the workplace. Employee engagement refers to 
an individual’s level of motivation and how they 
may use this motivation to benefit their 
organization. This level of motivation, which can 
be described as either intrinsic or extrinsic, may 
also be raised by the organization itself, as they 
look to ensure that employee becomes fully 
engaged and passionate about their work. Pitt-
Catsouphes & MatzCosta [2] states that engaged 
employee is more productive, less stressed, 
more satisfied with their personal life, and more 
loyal to the organization than those disengaged 
employees. Employee engagement is a very 
critical issue that must be addressed in every 
workplace because of its varying positive and 
negative effects of it in the workforce. Kanste [1] 
states that there are positive outcomes of 
employee engagement itself such as 
organizational citizenship behavior, occupational 
commitment, job involvement, identification with 
an organization, dedication to role, low turnover 
intention and willingness to strive in an 
organization’s favor, as well as improved 

organizational success and an overall increase in 
employee productivity. In some cases, it must be 
the responsibility of the employer to meet the 
needs of the employees in order to keep them as 
engaged as possible. 
 
One of the factors that employers can use to 
make employees to be more engaged in work/life 
balance [3]. Employees who perceive a balance 
between their work and personal lives are more 
likely to feel positive emotions and have positive 
attitudes, such as engagement [4]. 
 
Previous research has shown that work-life 
balance entails employees’ behaviors, attitudes, 
well-being, and organizational effectiveness [5]. 
An imbalance between work and private life can 
cause absenteeism, dissatisfaction, and low 
productivity [6]. On the other hand, employees 
who are able to achieve this balance can 
enhance their well-being since they are better 
capable of effectively allocate their energy and 
time to the demands they experience [6]. The 
researcher also found that when employees are 
able to balance their work and private lives, it can 
have various consequences for both employees 
and employers. The researcher has discovered 
that when employees achieve work-life balance, 
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it results in improved job and overall satisfaction 
[7,4], higher levels of commitment to the 
organization and reduced turnover intentions [8]. 
Beyond these results, employers who pay 
attention to employees’ work-life balance can 
also benefit in terms of recruitment advantages 
and employer branding [9]. All in all, work-life 
balance can influence employees’ behavior and 
attitudes, which in turn positively affect 
organizations. 
 
However, it is important to study the factors that 
can influence the work/life balance. Thakur and 
Kumar [10] have discovered some factors that 
might be able to influence the creation of work-
life balance, which derived from the factors of 
work, family, and social environment, including 
organizational support and flexibility in the 
workplace. So, the organization must maintain 
the perception of organizational support so that 
employees feel that the organization cares about 
their well-being and their contribution, on the 
other hand, it is the duty of the organization to 
create the policy such as flexibility in scheduling 
the work for the employee in order to create 
more opportunity to balance employee’ work and 
non-work activities. By that consideration, in this 
study will be only focused on two factors such as 
perceived organizational support and flexible 
working arrangement. Perceived organizational 
support (POS) refers to the employee's global 
beliefs concerning the extent to which the 
organization values them, cares for their well-
being, and supports their social and emotional 
needs by providing resources to help [11]. The 
organizational support plays an important part in 
creating a work-life balance for the employee and 
is expected to help the employees in achieving 
one. Meanwhile, Flexible working arrangement is 
defined as company provides benefits that allow 
employees to have the control over when and 
where they work outside of the standard workday 
[12]. Tipping et al. [13] states that employees 
believe flexible working arrangement can 
improve workplace morale, which might 
positively influence the work-life balance; in 
addition, employees believe that employer is able 
to support them balance their work and private 
life. This study will examine the engagement 
among the employee and it already mentioned 
above that in order to achieve that, the 
organization must create a work/life balance. 
Based on these considerations and reviews that 
are explained above, this study will use work/life 
balance as an intervening variable to          
examine the relationship between perceived 
organizational support and flexible working 

arrangement toward employee engagement. In 
order to strengthen the judgment of work/life 
balance as an intervening variable. This study 
captures the gap from several previous studies 
that examine the relationship between perceived 
organizational support and flexible working 
arrangement toward employee engagement. 
According to Ahmadi et al. [14], there is a 
positive correlation between perceived 
organizational support and employee 
engagement. It is the duty of the management to 
enhance employee perception of                        
organization support by valuing their contribution; 
so that they can make employees more engaged 
which is very essential for the overall 
effectiveness of the organization. Contrary                         
to that result, Solnet and Kralj [15] found that 
new-generation employees (Gen Y) are less 
engaged and perceived lower organizational 
support when compared to the older               
generation (No-Gen Y). So, organizations must 
strive hard to improve employee perception, to 
make this generation (Gen Y) to be more 
engaged. 
 
Many studies have discovered evidence that 
flexible work arrangements have a positive 
impact on both organizations and employees. 
Richman et al. [16] have provided evidence that 
perceived workplace flexibility and supportive 
work-life policies have a positive impact on 
employee engagement. Moreover, after 
analyzing a multi-organizational database of a 
consulting company, Johnson, Shannon, and 
Richman [17] declared that employees who has 
the flexibility demonstrated higher results in the 
engagement level. Contrary to the above studies, 
these studies suggested that flexible working 
arrangements have a negative impact on work 
engagement. Timms et al. [18] conducted 
research on employees’ use of flexible working 
arrangements and their relationship to work 
engagement. The research found that the use of 
FWA contributed to reduced employee 
engagement over time. Consistent with previous 
research, 149 survey results from employees at 
a large technology company's Bay Area branch 
revealed that actual use of flexibility did not affect 
engagement, above and beyond that of 
perceptions of flexibility and engagement [19]. 
Christiana [20] also found that flextime has no 
significant influence on employee engagement. 
Knowing that there are still some disagreements 
from the previous research. So, it is important to 
explore more about suitable human resource 
practices in order to create employee 
engagement. 
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Different from the previous study, this study will 
only focus on millennials as an object of the 
study. As millennial enters the workplace, this 
generation presents a challenge to managers, 
Millennials are not necessarily having a good 
engagement with the organization. The research 
conducted by Hewitt Associates [21] shows that 
employee engagement of Millennials is 
significantly lower than that of the employees 
representing older age groups. Twenge [22] has 
analyzed the changing attitudes towards work as 
new generations have entered the workplace and 
found that Millennials do not consider work as a 
central part of their life or appreciate it as much 
as the Baby Boomer generation. Twenge [22] 
found differences relevant to attitudes toward 
employee engagement between Millennials and 
Baby Boomers: particularly as Millennials seem 
to value extrinsic benefits more than Baby 
Boomers do. Companies have to adapt to these 
changes in attitudes, since Millennials                           
make up the majority of workers entering the 
workforce today, and Baby Boomer                        
retirement rates continue to rise. This is one 
example of the many things that today’s 
generation desires and values in the workplace. 
Millennials may be less engaged as some 
organizations struggle to come to terms with the 
fact that their young workforce is not motivated 
by the same factors and environment as previous 
generations. 
 
Additionally, the purpose of this study was to 
examine the relationship between perceived 
organizational support and flexible work 
arrangements for millennial employee 
engagement, while work-life balance was an 
intervening variable.  
 

2. METHODOLOGY 
 
2.1 Measurement  
 
This study used an explanative research design 
because it aimed to examine to the hypothesis. 
While the data was collected based on the 
quantitative data collection method. Quantitative 
research methods involved the collection of 
information that can be analyzed numerically or 
using mathematically based methods (statistics), 
of which the results can be presented in 
statistical format, tables, and graphs. It is used to 
test a predetermined hypothesis or research 
questions and produce generalizable results [23]. 
In this study, each variable will be based on the 
value of each question item which is categorized 

into a score range with a Likert scale to get a 
tendency for respondents' answers. Generally, 
the Likert scale is assessed from strongly 
disagree (1), disagree (2), neutral (3), agree (4), 
and strongly agree (5) 
 

2.2 Sampling and Data Collection  
 
The population of this study was the employees 
who were born between the 1980s to 2000s or 
known as Millennials [24]. This study involved 
151 respondents and was conducted in Palopo. 
The reasons for using 151 respondents are: (1) a 
good sample of at least more than 30 
respondents, (2) a sample of 100 respondents is 
already representative of the population studied, 
(3) based on considerations that time is relatively 
faster and costs are relatively cheaper. The 
respondents came from various companies and 
institutions such as Government-owned 
companies, Banking companies, Private 
companies, Educational institutions, Finance 
companies, Insurance companies and etc. For 
the sampling, this proposed study used non-
probabilistic sampling to recruit study 
participants. According to Robinson [25], when 
using non-probabilistic sampling researchers 
used their judgment to select the subjects to be 
included in the study based on their knowledge 
of the phenomenon. Specifically, the non-
probabilistic sampling of purposive sampling will 
be used to recruit samples. Purposive sampling 
represents a form of non-probabilistic sampling 
that targets a population with particular 
characteristics [26]. The use of purposive 
sampling involved recruiting targeted individuals 
with similar characteristics related to the 
objectives of the study [27]. 
 

2.3 Data Analysis  
 
The data was analyzed using SPSS 23 version. 
The section will report sample demographics 
(gender, age, job, position, tenure, and 
education), reliability and validity analysis, 
classical assumption test, and path analysis to 
summarize the responses of the participants on 
the variables investigated. 
 

2.4 Respondents Characteristics 
 
The characteristics of the respondent profile 
explain the respondent's identity which consists 
of gender, age, educational background, 
position, job, and tenure. The results are shown 
in the Table 1.    
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Table 1. Respondent characteristics 
 

Respondent characteristic Frequency Percentage 

Gender Male 70 46,4% 
 Female 81 53,6% 
Age 18-20 years old 7 4,6% 
 21-35 years old 132 87,4% 
 > 35 years old 12 7,9% 
Educational Background Diploma 16 10,6% 

Bachelor Degree 75 49,7% 
Master Degree 30 19,9% 

 High School 30 19,9% 
Job Lectures 18 11,9% 
 State-owned   Enterprise’s Employee 42 27,8% 
 Private employee 63 41,7% 
 Insurance employee 10 6,6% 
 Banker 8 5,3% 
 Others 10 6,6% 
Position Supervisor 4 2,6% 
 Lectures 18 11,9% 
 Account Officer 9 6.0% 
 Head of unit 3 2.0% 
 Marketing 26 17.2% 
 Staff 38 25.2% 
 Teller 10 6.6% 
 Others  43 28.4% 
Tenure <1 years 11 7,3% 
 1 until < 3 years 51 33,8% 
 3 until < 5 years 46 30,5% 
 >5 years 43 28,5% 

Source: Data Processed 

 
Based on the data presented in Table 1, it is 
known that the respondents in this study were 
dominated by women at 53.6 % and male 
respondents at 46.4 %. On the age category, it 
is known that the respondents in this study 
have an age range that was dominated by 
respondents with the age of 21-35 years (87.4 
%) and respondents with a range of 15-20 years 
4.6 %. While respondents with age > 35 years 
were 7.9 %. 
 
Based on the employee’s educational 
background, it is known through the data 
presented in Table 1 that there were 10.6% of 
respondents who have a diploma degree, 49.7 % 
of respondents have a bachelor's degree, 19,9 % 
respondents have a master's degree, and also 
19,9% respondents graduated from high school. 
 
Based on the employees’ jobs, it is known 
through the data presented in Table 1 that in 
this study most of the respondents work as 
private employees at 41.7 %, than respondents 
who worked as lecturers were 11.9 %, State-

owned Enterprise’s employees was 27.8 %, 
Insurance officer was 6.6 %, bank officer was 5.3 
% and the others were 6.6 %. 
 
Based on the employees’ positions, it is known 
through the data presented in Table 1 that there 
were only 2.6% of respondents work as 
supervisors, 11,9% of respondents work as 
lecturers, 6.0% of respondents work as an 
account officer, 2.0% of respondents work as 
unit heads, respondents who held the position 
as marketing were 17.2 %, staff was 25.2 %, the 
teller was 6.6 %. Then for other positions was 
28.4 %. This shows that respondents in this 
study have various positions in their workplace. 
 
Based on the employee's tenure, it is known 
through the data presented in Table 1 that 
respondents who have a working period of <1 
year was only 7.3%, respondents with a working 
period of 1 to <3 years were 33.8%. Then as 
much as 30.5 % of respondents have a working 
period of 3 to <5 years and respondents with a 
working period of> 5 years was 28 %. 

 



 
 
 
 

Marumpe et al.; Asian J. Econ. Busin. Acc., vol. 23, no. 11, pp. 28-44, 2023; Article no.AJEBA.98994 
 

 

 
33 

 

2.5 Research Instruments Test 
 

The questionnaire that was used as a data 
collection tool was first tested for its validity and 
reliability. This test was intended to measure the 
feasibility of the questionnaire as a data 
collection tool.  
 

3. RESULTS AND DISCUSSION 
 

3.1 Respondent Perception 
 
3.1.1 Employee engagement 
 
Based on the results of the above data, it is 
known that the respondent's response to the 
Employee Engagement variable with 17 
questions can be known by the following details: 
From 17 questions given to respondents, 18 
times or 0.7%, the respondents chose strongly 
disagree. 91 times or 3.8%, the respondents 
chose disagree. 289 times or 12.0%, the 
respondents chose neutral 1140 or 47.2%, the 

respondents chose agree, and 878 times or 
36.3%, the respondents chose strongly agree. 
The average is 4.15 which means that 
respondents tend to answer agree to the 
Employee Engagement variable. 
 
3.1.2 Perceived organizational support 
 
Based on the results of the above data it is 
known that the respondent's response to the 
Perceived Organizational Support variable with 
12 questions can be described by the                    
following details: From 12 questions given to 
respondents, 1 time or 0.1%, the respondents 
chose strongly disagree. 11 times or 0.6%, the 
respondents chose to disagree. 240 times or 
13.2%, the respondents chose neutral 1067, or 
58.9%, the respondents chose to agree,          
and 493 times or 27.2%, the respondents chose 
strongly agree. The average is 4.13 which 
means that respondents tend to answer agree 
with the Perceived Organizational Support 
variable. 

  
Table 2. Respondents’ perception on employee engagement 

 

Item Calculation SD Respondents’ perception SA Average 

D N A 

y1 Frequency 1 0 10 78 62 4,32 

 Percentage 0,7% 0,0% 6,6% 51,7% 41,1%  

y3 Frequency 0 10 28 75 38 3,93 

 Percentage 0,0% 6,6% 18,5% 49,7% 25,2%  

y4 Frequency 1 3 13 87 47 4,17 

 Percentage 0,7% 2,0% 8,6% 57,6% 31,1%  

y5 Frequency 1 3 19 84 44 4,11 

 Percentage 0,7% 2,0% 12,6% 55,6% 29,1%  

y6 Frequency 0 2 12 81 56 4,26 

 Percentage 0,0% 1,3% 7,9% 53,6% 37,1%  

y7 Frequency 0 1 13 60 77 4,41 

 Percentage 0,0% 0,7% 8,6% 39,7% 51,0%  

y8 Frequency 0 4 17 65 65 4,26 

 Percentage 0,0% 2,6% 11,3% 43,0% 43,0%  

y9 Frequency 0 7 21 63 60 4,17 

 Percentage 0,0% 4,6% 13,9% 41,7% 39,7%  

y10 Frequency 0 2 12 55 82 4,44 

 Percentage 0,0% 1,3% 7,9% 36,4% 54,3%  

y11 Frequency 0 12 21 67 51 4,04 

 Percentage 0,0% 7,9% 13,9% 44,4% 33,8%  

y12 Frequency 1 6 21 72 51 4,10 

 Percentage 0,7% 4,0% 13,9% 47,7% 33,8%  

y13 Frequency 5 12 21 72 41 3,87 

 Percentage 3,3% 7,9% 13,9% 47,7% 27,2%  
y14 Frequency 1 9 22 65 54 4,07 
 Percentage 0,7% 6,0% 14,6% 43,0% 35,8%  
y15 Frequency 4 5 27 71 44 3,97 
 Percentage 2,6% 3,3% 17,9% 47,0% 29,1%  
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Item Calculation SD Respondents’ perception SA Average 

D N A 

y16 Frequency 1 6 22 73 49 4,08 
 Percentage 0,7% 4,0% 14,6% 48,3% 32,5%  
y17 Frequency 3 9 10 72 57 4,13 
 Percentage 2,0% 6,0% 6,6% 47,7% 37,7%  
Total Frequency 18 91 289 1140 878 4,15 

 Percentage 0,7% 3,8% 12,0% 47,2% 36,3%  
Source:  SPSS Output 

 

Table 3. Respondent’s Perception on Perceived Organizational Support 
 

Item Calculation SD Respondents’ perception SA Average 

D N A 

x1.1 Frequency 0 0 14 105 32 4,12 
 Percentage 0,0% 0,0% 9,3% 69,5% 21,2%  
x1.2 Frequency 1 0 17 91 42 4,15 
 Percentage 0,7% 0,0% 11,3% 60,3% 27,8%  
x1.3 Frequency 0 0 23 92 36 4,09 
 Percentage 0,0% 0,0% 15,2% 60,9% 23,8%  
x1.4 Frequency 0 1 23 87 40 4,10 
 Percentage 0,0% 0,7% 15,2% 57,6% 26,5%  
x1.5 Frequency 0 0 20 87 44 4,16 
 Percentage 0,0% 0,0% 13,2% 57,6% 29,1%  
x1.6 Frequency 0 4 30 78 39 4,01 
 Percentage 0,0% 2,6% 19,9% 51,7% 25,8%  
x1.7 Frequency 0 0 10 106 35 4,17 
 Percentage 0,0% 0,0% 6,6% 70,2% 23,2%  
x1.8 Frequency 0 0 32 71 48 4,11 
 Percentage 0,0% 0,0% 21,2% 47,0% 31,8%  
x1.9 Frequency 0 0 14 85 52 4,25 
 Percentage 0,0% 0,0% 9,3% 56,3% 34,4%  
x1.10 Frequency 0 4 29 86 32 3,97 
 Percentage 0,0% 2,6% 19,2% 57,0% 21,2%  
x1.11 Frequency 0 1 15 92 43 4,17 
 Percentage 0,0% 0,7% 9,9% 60,9% 28,5%  
x1.12 Frequency 0 1 13 87 50 4,23 
 Percentage 0,0% 0,7% 8,6% 57,6% 33,1%  
Total Frequency 

Percentage 
1 11 240 1067 493 4,13 

  0,1% 0,6% 13,2% 58,9% 27,2%  
Source: SPSS Output 

 
3.1.3 Flexible working arrangement 
 
Based on the results of the above data, it is 
known that the respondent's response to the 
Flexible Working Arrangement with 5 questions 
can be described by the following details: From 5 
questions given to respondents, 0 times or 0.0%, 
the respondents chose strongly disagree. 8 times 
or 1.1%, the respondents chose to disagree. 76 
times or 10.1%, the respondents chose neutral, 
511 or 67.7%, the respondents chose to agree, 
and 160 times or 21.2%, the respondents 
chose strongly agree. The average is 4.09 
which means that respondents tend to 

answer agree w i t h  the Flexible Working 
Arrangement variable. 
 
3.1.4 Work/life balance 
 
Based on the results of the above data it is 
known that the respondent's response to the 
Work/Life Balance variable with 7 questions can 
be known by the following details: From 7 
questions given to respondents, 0 times or 0.0%, 
the respondents chose strongly disagree. 8 times 
or 0.9%, the respondents chose to disagree. 59 
times or 6.5%, the respondents chose neutral 
533, or 58.8%, the respondents chose to agree, 
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and 306 times or 33.8%, the respondents chose 
strongly agree. The average is 4.25 which means 
that respondents tend to answer agree with the 
Work/Life Balance variable. 
 

3.2 Path Analysis 
 

Influence analysis of Perceived Organizational 
Support, Flexible Working Arrangement on 
Employee Engagement and Work/life Balance as 
a variable was carried out using path analysis. 
Before the path analysis was carried out, the 
classic assumption must be tested using 
Ordinary Least Square (OLS). 
 
 

3.2.1 Classic assumption test 
 

3.2.1.1 Multicollinearity assumption 
 

The multicollinearity test was intended to 
determine whether there are relationships 
between independent variables. In path analysis, 
there is no connection between independent 
variables. The multicollinearity test is done by 
looking at the VIF value of each independent 
variable. The testing criteria stated that if the VIF 
value is less than 10 then there are no 
multicollinear symptoms. The summary of the 
results of multicollinearity testing can be seen in 
Table 8. 
 

Table 4. Respondents’ perception on flexible working arrangement 
 

Item Calculation SD Respondent’s perception SA Average 
D N A 

x2.1 Frequency 0 3 12 111 25 4,05 
 Percentage 0,0% 2,0% 7,9% 73,5% 16,6%  
x2.2 Frequency 0 4 17 99 31 4,04 
 Percentage 0,0% 2,6% 11,3% 65,6% 20,5%  
x2.3 Frequency 0 1 15 107 28 4,07 
 Percentage 0,0% 0,7% 9,9% 70,9% 18,5%  
x2.4 Frequency 0 0 16 101 34 4,12 
 Percentage 0,0% 0,0% 10,6% 66,9% 22,5%  
x2.5 Frequency 0 0 16 93 42 4,17 
 Percentage 0,0% 0,0% 10,6% 61,6% 27,8%  
Total Frequency 0 8 76 511 160 4,09 
 Percentage 0,0% 1,1% 10,1% 67,7% 21,2%  

Source: SPSS Output 

 
Table 5. Respondents’ Perception of Work/Life Balance 

 

Item Calculation SD Respondents’ perception SA Average 

D N A  

z1 Frequency 0 3 11 84 53 4,24 
 Percentage 0,0% 2,0% 7,3% 55,6% 35,1%  
z3 Frequency 0 3 14 101 33 4,09 
 Percentage 0,0% 2,0% 9,3% 66,9% 21,9%  
z4 Frequency 0 1 14 89 47 4,21 
 Percentage 0,0% 0,7% 9,3% 58,9% 31,1%  
z5 Frequency 0 0 6 91 54 4,32 
 Percentage 0,0% 0,0% 4,0% 60,3% 35,8%  
z6 Frequency 0 0 5 88 58 4,35 
 Percentage 0,0% 0,0% 3,3% 58,3% 38,4%  
z7 Frequency 0 1 9 80 61 4,33 
 Percentage 0,0% 0,7% 6,0% 53,0% 40,4%  
Total Frequency 0 8 59 533 306 4,25 
 Percentage 0,0% 0,9% 6,5% 58,8% 33,8%  

Source: SPSS Output 
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Table 6. Collinearity Statistics table – Multicollinearity test 
 

Independent variable VIF 

Z Model  Y Model 

Perceived Organizational Support 2,028 2.42 
Flexible Working Arrangement 2,028 2.213 
Work-life Balance  2.024 

Source: SPSS Output 

 
Based on the results in the table above, it can be 
seen that all the independent variables in the Z 
and Y models produce VIF values that are 
smaller than 10. Thus, it can be concluded that 
the model is stated to have no symptoms of 
multicollinearity. So that the assumption of 
multicollinearity is fulfilled.   
 
3.2.1.2 Normality assumption 

 
The normality assumption test aims to test 
whether the residual variable regression model is 
normally distributed or not. In the path analysis, 
the residual is expected to be normally 
distributed. To test whether the residuals are 
normally distributed or not, it can be seen 
through the Kolmogorov-Smirnov test. The 
hypothesis testing of the normality assumption is 
as follows: 

 
H0 : Residuals are normally distributed  
H1: Residual is not normally distributed 

 
The testing criteria stated that if the Kolmogorov-
Smirnov probability value is greater than the 5% 
alpha significance value or 0.05, the residuals 
are normally distributed. The following is the 

result of testing the assumption of normality 
through the Kolmogorov-Smirnov test: 
 
Based on the normality assumption test in the Z 
and Y models produced the statistical probability 
of the Kolmogorov Smirnov test with a value 
greater than the significant alpha value of 5% or 
0.05 and also on the results of the Probability 
plot produced plots close to the diagonal line, so 
H0 is accepted. This means that the residuals are 
stated to be normally distributed. Thus, the 
normality assumption is fulfilled. 
 
3.2.1.3 Heteroscedasticity assumption 
 
The heteroscedasticity assumption test was used 
to find out whether the residual has a 
homogeneous variety or not. In path analysis, it 
is expected that residuals have a homogeneous 
variety. The assumption of heteroscedasticity 
can be seen through the Glejser Test. The 
hypothesis testing the assumption of 
heteroscedasticity is as follows: 
 
H0: Residual has a homogeneous variety 
H1: Residual does not have a homogeneous 
variety 

 

 
 

Fig. 1. Kolmogorov Smirnov – Normality Test, Z Model 
Source: SPSS Output 

 

One-Sample 

Kolmogorov-

Smirnov Test 

Test Statistic : 0,058 

Asymp. Sig. (2-tailed) : 

0,200 
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Fig. 2. Kolmogorov Smirnov –Normality Test, Y Model 
Source: SPSS Output 

  
 Table 7. Glejser Test – Heteroscedasticity test 

 

 Z Model  Y Model 

Independent Variable T Statistics Prob. T Statistics Prob. 
Perceived Organizational 
Support 

-0,580 0,563 1.067 0.288 

Flexible Working 
Arrangement 

-0,136 0,892 -0.727 0.468 

Work/Life Balance   -0,236 0,814 
Source: SPSS Output 

 
Table 8. Dubrin Watson limit 

 

DW Value  Output 

<dL <1.7207 There is autocorrelation 
dL – dU 1.7207 – 1.7609 No conclusion 
dU – (4-dU) 1.7609 – 2.2391 There is no autocorrelation 
(4-dU) - (4-dL) 2.2391 – 2.2793 No Conclusion 
>(4-dL) > 2.2793 There is autocorrelation 

Source : SPSS Output 

 
The test criteria stated that if all the                           
probability values of the independent variables 
significant level of significance (α = 5%) then the 
residuals are stated to have a homogeneous 
variety. The following is the result of the 
heteroscedasticity assumptions test through the 
Glejser Test. The heteroscedasticity assumption 
test shows that all the independent variables in 
the Z and Y models produce a probability 
greater than the level of significance (α = 5% or 
0.05). This means that the residuals are                            
stated to have a homogeneous variety.                       
Thus, the assumption of heteroscedasticity is 
fulfilled. 

3.2.1.4 Autocorrelation assumption 
 

The autocorrelation assumption test was 
intended to determine whether the 
observation/series residuals were correlated or 
not. Autocorrelation assumptions test was 
expected that residual observation is not 
correlated with each other. The assumption of 
autocorrelation testing was done using the 
Durbin Watson test. The testing criteria stated 
that if the Durbin Watson (DW) test value is at dU 
- (4-dU) then the regression equation does not 
contain autocorrelation or residual problems are 
not correlated or related. Autocorrelation testing 

One-Sample 

Kolmogorov-

Smirnov Test 

Test Statistic : 0,059 

Asymp. Sig. (2-tailed) : 

0,200 
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criteria can be seen in the Table 10. Based on 
the summary on the table above, the Durbin 
Watson (DW) value of each model is 1,862 and 
1,968, where the value is in the criteria dU - (4-
dU). Thus, the residuals generated from the 
regression equations that have been estimated 
are stated to have no autocorrelation.  
 
3.2.2 Goodness of fit model 
 
Goodness of fit model is used to determine the 
magnitude of the diversity of exogenous 
variables in explaining the diversity of 
endogenous variables, or in other words to 
determine the magnitude of the contribution of 
exogenous variables to endogenous variables. 
The goodness of fit model in Path analysis is 
carried out using the Total Determination 
Coefficient (R

2
). The results of the Goodness of 

fit Model are summarized in the following table. 
 
The R-square on the Z model is 0.506 or 50.6%. 
It shows that the diversity of Work/Life Balance 
can be explained by Perceived Organizational 
Support, and Flexible Working Arrangement as 
much as 50.6%, or in other words the 
contribution of Perceived Organizational Support, 
and Flexible Working Arrangement towards 
Work/life Balance are 50.6%, while the remaining 
amount 49.4% is the contribution of other 
variables that did not address in this study. 

The R-square on the Y model is 0.482 or 
48.2%. It shows that Work/life Balance can 
explain the diversity of Employee Engagement 
as much as 48.2%, or in other words, the 
contribution of Work/Life Balance to Employee 
Engagement is 48.2%, while the remaining 
51.7% is the contribution of other variables that 
did not address in this study. 
 
Based on the table above, the total determination 
coefficient (R

2
) is 0.744 or 74.4%. It shows that 

the Employee Engagement diversity can be 
explained by the overall model as much as 
74.4%, or in other words, the contribution of 
Perceived Organizational Support, Flexible 
Working Arrangement, and Work/Life Balance as 
a whole to Employee Engagement is 74.4%, 
while the rest of 25.6% is the contribution of other 
variables that did not address in this study. 

 
3.2.3 Hypothesis testing 
 
A significant test was used to test the hypothesis 
of whether or not there is a partial influence of 
exogenous variables on endogenous variables. 
The criteria testing state that if the probability 
value < level of significance (alpha = α) then it 
can be stated there is a partial effect of 
exogenous variables on endogenous                 
variables. The significant test can be seen 
through the summary in the following table. 

 
Table 9. Goodness of fit Model 

 

Model R
2
 

Z Model 0.506 
Y Model 0.482 

R
2
  =  1 - ((1 −   

2
 ) * (1 −   

2
  )) 

m Z Y2 

R
2
  =  1 - ((1 − 0. 506) * (1 −  0. 453)) = 0. 744 

m 
Source: SPSS Output 

 

Table 10. Hypothesis testing 
 

Model Exogenous Endogenous Coef. T Prob. R2 

 
Z = β1X1 + 
β2X2 + ε 

Perceived Organizational 
Support 

Work/life Balance 0,463 5,630 0,000  
   0,506 

Flexible working arrangement Work/life 
Balance 0,303 3,678 0,000  

 Perceived Organizational 
Support 

Employee 
Engagement 

0,174 1,873 0,063  
Y = β1X1 + 
β2X2 + β3Z 
+ ε 

    
Flexible Working 
Arrangement 

Employee 
Engagement 

0,087 0,980 0,329 0,482 

 Employee 
Engagement 

    

 Work/life Balance 0,500 5,924 0,000  
Source: SPSS Output 
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The Indirect Influence of Perceived 
Organizational Support on Employee 
Engagement through Work/Life Balance is 
presented as follows; 
 
Indirect Coefficient = 0,463 × 0,500 = 0,232 
Total influence = 0,174 + 0,232 = 0,406 
 
The indirect influence of Flexible Working 
Arrangement on Employee Engagement through 
Work/Life Balance is presented as follow; 
 
Indirect Coefficient = 0,303 × 0,500 = 0,152 
Total Influence = 0,087 + 0,152 = 0,239 

 
Hypothesis 1, Perceived Organizational Support 
on Work/Life Balance produces T statistics values 
of 5.630 with a probability of 0.000. The test 
results show that the probability <alpha (5%). It 
means that there is a significant direct influence 
of Perceived Organizational Support on Work/life 
Balance. Thus hypothesis 1 is accepted. The 
direct influence coefficient of Perceived 
Organizational Support on Work/Life Balance is 
0.463. It shows that Perceived Organizational 
Support has a positive and significant effect on 
Work/life Balance. Thus, it can be interpreted 
that increasing Perceived Organizational 
Support, it tends to increase Work/life Balance. 
 
Hypothesis 2, the influence of a Flexible Working 
Arrangement on Work/Life Balance generates T 
statistics value of 3.678 with a probability of 
0.000. The test results show that the probability 
<alpha (5%). It means that there is a significant 
direct influence of Flexible Working 
Arrangements on Work/Life Balance. Thus 
hypothesis 2 is accepted. The direct influence 
coefficient of Flexible Working Arrangements on 
Work/Life Balance is 0.303. It shows that Flexible 
Working Arrangements have a positive and 
significant influence on Work/life Balance. Thus, 
it can be interpreted that the increasing Flexible 
Working Arrangement is likely to increase 
Work/Life Balance. 
 
Hypothesis 3, the influence of Work/Life Balance 
on Employee Engagement. generate T statistics 
values of 5.924 with a probability of 0.000. The 
test results show that the probability <alpha 
(5%). It means that there is a significant direct 
influence of Work/Life Balance on Employee 
Engagement. Thus, hypothesis 3 is accepted. 
Work/life Balance's direct influence coefficient on 
Employee Engagement is 0.500. It shows that 
Work/life Balance has a positive and significant 
influence on Employee Engagement. Thus, it can 

be interpreted that the increasing work/life 
balance tends to increase employee 
engagement. 
 
Hypothesis 4, the influence of Perceived 
Organizational Support on Employee 
Engagement mediated by Work/Life Balance 

generates an indirect influence coefficient  
direct influence coefficient. It means that there is 
a significant influence of Perceived 
Organizational Support on Employee 
Engagement through Work/life Balance. Thus, 
hypothesis 4 is accepted. The Influence 
coefficient of Perceived Organizational Support 
on Employee Engagement through Work/Life 
Balance is 0.232. This shows that Perceived 
Organizational Support has a positive and 
significant influence on Employee Engagement 
through Work/Life Balance. Thus, it can be 
interpreted that in order to improve Work/Life 
Balance by applying Perceived Organizational 
Support will tend to increase Employee 
Engagement. 
 
Hypothesis 5, the influence of the Flexible 
Working Arrangement on Employee Engagement 
mediated by Work/Life Balance generates an 

indirect influence coefficient  direct influence 
coefficient. It means that there is a significant 
influence on the Flexible Working Arrangement 
of Employee Engagement through Work/Life 
Balance. Thus, hypothesis 5 is accepted. The 
influence coefficient of Flexible Working 
Arrangements on Employee Engagement 
through Work/life Balance of 0.152. This shows 
that Flexible Working Arrangements have a 
positive and significant influence on Employee 
Engagement through Work/life Balance. Thus, 
Thus, it can be interpreted that in order to 
improve Work/Life Balance by applying Flexible 
Working Arrangements will tend to increase 
Employee Engagement. 
 

4. CONCLUSION 
 

The results of this study proved that the influence 
of perceived organizational support on work/life 
balance was positive and significant, so the first 
hypothesis can be accepted. This research is 
also in line with the research conducted by 
Bakker & Demorouti [28] which assumed that 
organizational support can be a resource to 
fulfill the demands imposed by two of the most 
dominant factors which are work and life. 
Therefore, it is necessary for an organization to 
build organizational support for its employees 
especially Millennial because employees tend to 
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develop global beliefs about the extent to which 
their employing organization both respects their 
contributions and cares about their well-being 
[11]. 
 
The test results of the second hypothesis state 
that there is a positive significant influence of 
flexible working arrangements on work/life 
balance. This proves the previous research 
conducted by Thomson [29] that flexible working 
arrangements have been introduced as a benefit 
for parent/caring employees in order to help them 
fulfilling work and life responsibilities and achieve 
work/life balance. According to a recent work-life 
balance survey, employees believe that flexible 
working practices improve workplace morale, 
which may positively influence work-life balance; 
additionally, employees believe that employers 
can assist them to balance their work and life 
personal life [13]. In addition, the flexible working 
arrangement is one of the best activities to 
increase employee well-being, as it helps the 
employee deal with responsibilities outside the 
work [30]. 
 
The results of the third hypothesis proved that 
there is a positive and significant influence 
between work/Life balance and employee 
engagement. This is consistent with previous 
research that examines the relationship between 
work-life balance practices, which are related to 
work-life balance, and engagement. The 
relationship between work-life balance practices 
and employee engagement can be explained 
using the social exchange theory [31]. This 
theory states that when employers provide care 
and opportunities for their employees, these 
employees will show certain attitudes and 
behavior. More specifically, when employees 
receive the favorable treatment they reciprocate, 
which in turn leads to beneficial outcomes for 
both employers and employees and one of the 
outcomes would be employee engagement [32]. 
 
The result of the fourth hypothesis shows that 
perceived organizational support has a positive 
and significant influence on employee 
engagement through work/life balance as a 
mediating variable. So, it can be interpreted that 
creating the Work/Life Balance for the Millennials 
by giving them organizational support will tend to 
increase employee engagement. This supports 
the theory that stated if organizational support 
was perceived by the employees, then they will 
believe that the organization will fulfill their work 
and private life and they will think that they are 
obligated to repay the organization. According to 

the principle of reciprocity, only when employees 
perceive support and care from the organization 
they will give positive employee engagement, 
organizational commitment, and contribution 
and make active a t t i tudes  or behavior 
changes in order to make effort to achieve 
organizational goals [33]. The result of the fifth 
hypothesis proved flexible working arrangement 
has a positive and significant influence on 
employee engagement through work/life 
balance as a mediating variable. Thus, it can be 
interpreted that creating a work/life balance by 
applying flexible working arrangements as a part 
of human resource practices will tend to increase 
employee engagement among millennials. 
Considering the previous study by Shockley and 
Allen [34] named one of the flexible work 
arrangements used: life management motives. 
Life management motives are consistent with the 
reason for flexible work arrangements creation – 
that is to help employees to manage both work 
and personal life at the same time. However, 
researchers also found that flexible working 
arrangements not only allow employees to 
balance work and personal life responsibilities 
but also bring other benefits to organizations 
and employees at the same time. For example, 
scholars provided evidence that organizations 
which offer flexible work arrangements are more 
likely to have employees with higher job 
satisfaction and lower turnover intentions, and 
possibly a good engagement [35]. Based on 
those explanations it can be interpreted that in 
order to create the engagement of the employee, 
the organization must consider creating work/life 
balance policies.   
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APPENDIX 

 

Appendix 1. Validity Test Result 
 
The calculation was done by correlating each item score with a total score using the Pearson 
Correlation technique. The testing criteria stated that if the correlation coefficient (rxy) is greater than 

the r table value of 0.1598 means that the questionnaire item is valid as a data collection tool. The 
summary of the (rxy) calculation results can be seen in the table below: 

 

Variable Item Correlation Coef. r table Output 

Employee Engagement y1 0,412 0,1598 Valid 
y3 0,475 0,1598 Valid 

 y4 0,471 0,1598 Valid 
 y5 0,540 0,1598 Valid 
 y6 0,623 0,1598 Valid 
 y7 0,586 0,1598 Valid 
 y8 0,602 0,1598 Valid 
 y9 0,670 0,1598 Valid 
 y10 0,630 0,1598 Valid 
 y11 0,655 0,1598 Valid 
 y12 0,614 0,1598 Valid 
 y13 0,647 0,1598 Valid 
 y14 0,669 0,1598 Valid 
 y15 0,738 0,1598 Valid 
 y16 0,620 0,1598 Valid 
 y17 0,533 0,1598 Valid 
Perceived Organizational Support x1.1 0,505 0,1598 Valid 

x1.2 0,612 0,1598 Valid 
x1.3 0,626 0,1598 Valid 

 x1.4 0,632 0,1598 Valid 
 x1.5 0,707 0,1598 Valid 
 x1.6 0,572 0,1598 Valid 
 x1.7 0,649 0,1598 Valid 
 x1.8 0,646 0,1598 Valid 
 x1.9 0,593 0,1598 Valid 
 x1.10 0,574 0,1598 Valid 
 x1.11 0,659 0,1598 Valid 
 x1.12 0,541 0,1598 Valid 
Flexible Working Arrangement x2.1 0,724 0,1598 Valid 

x2.2 0,776 0,1598 Valid 
 x2.3 0,766 0,1598 Valid 
 x2.4 0,783 0,1598 Valid 
 x2.5 0,767 0,1598 Valid 
Work/Life Balance z1 0,571 0,1598 Valid 
 z3 0,678 0,1598 Valid 
 z4 0,758 0,1598 Valid 
 z5 0,704 0,1598 Valid 
 z6 0,689 0,1598 Valid 
 z7 0,674 0,1598 Valid 

Source: SPSS Output 
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Appendix 2. Reliability test result 
 
Reliability Test, the instrument was used with the aim to determine the consistency of the instrument 
as a measuring instrument, so that a measurement can be trusted. Cronbach alpha was used for the 
test. Where an instrument will be more reliable if the alpha coefficient is more than 0.60. The 
summary of the results of the questionnaire reliability test in accordance with the SPSS Output can be 
seen in the table below:  
 

Variable Cronbach Alpha Cut Off Output 

Employee Engagement 0,877 0,600 Reliable 
Perceived Organizational Support 0,844 0,600 Reliable 
Flexible Working Arrangement 0,820 0,600 Reliable 
Work/Life Balance 0,761 0,600 Reliable 

Source: SPSS Output 
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