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Abstract: This article analyzes the role of Work-Life Balance, Motivation, and Work Environment on
Employee Performance in the manufacturing industry. Work-Life Balance (WLB) can be measured on
time management, mental health, job satisfaction, and overall performance. Work Motivation is seen
from intrinsic and extrinsic factors, while the Work Environment is seen from a conducive, safe, and
comfortable atmosphere. This study uses a quantitative approach using SmartPLS. This method was
chosen because of its effectiveness in testing complex causal models with many variables and its
flexibility assuming data distribution. Primary data was collected from 98 employees via Google from
Likert scale, using the seneus technique. Analysis includes evaluating measurement models for validity
and reliability and testing hypotheses. The SEM-PLS analysis confirms that Work-Life Balance,
Motivation, and Work Environment all have a positive and significant impact on employee
performance. WLB showed the most dominant influence among the three factors. This research is an
important factor that significantly affects employee performance. Maintaining and improving these
factors, especially WLB, is essential for fostering employee motivation, a sense of security, and

maximizing work output, thereby contributing to the overall success of the organization.

Keywords: Employee Performance; Motivation; Organizational Success; Work Environment; Work-
Life Balance.

1. Introduction

The rapid changes in today's wotld of work demand employees to find ways to balance
professional demands with their personal lives (Siwalankerto, 2020). According to the theory
of Opoku et al., (2022) Work-life balance is an individual's ability to effectively divide time
and energy between work responsibilities and personal or family needs. In the midst of rapid
technological development and globalization, the workload often increases, even requiring
employees to work outside office hours (Erwina et al., 2024). The concept of work-life
balance has now become highly relevant, with a significant impact on mental health, job
satisfaction, and productivity (Nwagbara, 2020). This imbalance can result in stress and
burnout, which ultimately lowers employee productivity and performance (Opatrn, 2025).
Previous studies have shown that employees who have a good work-life balance generally
feel more satisfied with their work, have higher motivation, and show supetrior work
performance (Ruth Elisabet Rosemary et al., 2023).

Motivation is a driving force, both internal and external, that encourages a person to feel
enthusiastic and committed while carrying out their duties and responsibilities (Adiguzel &
Sonmez Cakir, 2022). A high level of work motivation can increase employee discipline,
creativity, and productivity, thus having a positive impact on the results they achieve (Amara
et al., 2024). The importance of work motivation cannot be ignored, especially given the
characteristics of jobs in the fertilizer sector that require precision, concentration and a high
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level of responsibility (Maharani, 2023). A variety of factors can affect work motivation, which
can come from a variety of sources, such as awards, recognition, career development
opportunities, and harmonious interpersonal relationships in the work environment (Liaquat
et al,, 2024).

According to Mardiani & Widiyanto (2021) The work environment is to create a
conducive, safe, and comfortable atmosphere for employees to work optimally, which will
ultimately improve the productivity and performance of the company, the environment has
two main components: physical and psychological. Physical aspects such as lighting,
ventilation, and hygiene, as well as psychological aspects such as social interaction, leadership,
and company culture, greatly influence employee productivity and mental well-being
(Ardianto & Nurjanah, 2023). Conversely, less-than-ideal working conditions can lead to
stress, dissatisfaction, and decreased performance (Aisyah et al., 2023). Therefore, companies
must create a supportive work environment so that employees feel valued and can work
optimally.

According to Kazmi & Javaid, (2025) Employee performance is the achievement
generated by an individual when completing his or her duties and responsibilities, which is
measured against the standards that have been set by the company. In the context of industry
and manufacturing, superior employee performance not only contributes to increased
productivity but also plays an important role in maintaining the quality of products and
services (Aisyah et al., 2023). Therefore, companies must identify and understand various
variables that affect employee performance in order to create a conducive work environment
to achieve strategic targets (Badrianto & Ekhsan, 2021).

As a strategic business unit in the fertilizer industry, the company has an important role
in national food security (Intan Nur Hovifa, 2023). This requires excellent employee
performance to meet the ever-growing production and service targets (Tourism, 2019).
However, companies often face the challenge of human resource management, especially in
maintaining work-life balance, increasing work motivation, and 'creating a conducive work
environment for its employees' (Aisyah et al., 2023).

PT Pupuk Indonesia (Persero) Regional 2 faces operational performance challenges in
2025, especially in the distribution of subsidized fertilizers which only reached 58% of the
national target of 9.55 million tons until September, due to changes in volume targets, delays
in farmers' RDKK data, and reduction of subsidized commodities from 70 to 9 types. Overall,
Pupuk Indonesia targets fertilizer production of 12.6 million tons and non-fertilizers of 6.5
million tons by 2025, with partial realizations such as Pupuk Kaltim exceeding the production
target of 107.3% (6.68 million tons), although specific data for Regional 2 are not publicly
available. Employee performance problems are reflected in related studies that show the
influence of work environment and motivation on performance.

Table 1. Performance Data.
Work Aspects . Target 2025 . Realization . Major gaps
fN.‘Llicth],-"‘."!uhui.r]izud]

Subsidy Distribution 955 million tons 5.5 mllion  tonnes | Delay in allocation

(58, deceee. show RDEK
".|'||.:|.'|1<'
F"l'rl]l])!']’ ]:'r“':q'll.'l'.“.':l I: ':' |||.|I.I'.|||I LS g I.I_ Y  cerfa krats .I.:.l'j"\. ||':1|.'||\.'|.' o ravw
(boldang feg 668 mulbon toos | matessl inpoets

of Pupuk Kaltim

Employee MBO-based KP1s Dhseiplinary and | High wiorkload,

Performance enviconmental  issues | work-life imbalance
(38.8% contabunen

Source: www.tempo.co

This topic was chosen because of its relevance to the actual problems of PT Pupuk
Indonesia (Persero) Regional 2, such as fluctuations in subsidy targets and operational delays
that affect employee performance amid the demands of national food security. Previous
research has shown inconsistencies in the influence of work-life balance, motivation, and
work environment on performance in fertilizer BUMN, with motivation having a positive
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effect. This topic fills the research gap in the context of Regional Sales Support Office 2,
supporting HR strategies to increase productivity in heavy industries.

Based on the survey results, there is still a research gap regarding the relationship
between work-life balance, motivation, and work environment to employee performance.
Previous studies have shown inconsistent or insignificant findings in this area. A preliminary
survey conducted at PT Pupuk Indonesia (Persero) Regional 2 revealed that employee
performance is still not optimal and some underprivileged employees consistently achieve the
targets set by the company and their productivity decreases. This encourages the need to
explore other factors or more efficient measurement methods to improve performance
(Kazmi & Javaid, 2025). By analyzing the relationship between work-life balance, motivation,
and the work environment affecting employee performance and the company can take
strategic actions to improve. Ultimately, this study is expected to create optimal synergy
between employee aspirations and company goals, so that it can help realize the organization's
vision and mission.

Table 2. Research gap research.

Resenrcher Significant Insignificant

(Vear)

Erwina et al, | Work-life balance fas @ positive | balance does not have #

2024 aqd sigrnufpeant Pt ol r impact and has

emplayer perfonmansee impact on emploves perfommance

(Ralrsaorate ot al.,

2021

employes perfonmanee. mapact on emploves perlomnamee.

{Reza ek al., 20Z1Y | The work coviccomment bas a | The work eovircammeest does not have 2

migneficant inthwrnce on emploves | significant impact or have a  pegative

LA rdianto B

Muarjamah, 2023

Some studies have shown that WLB has no significant effect on performance, as
opposed to positive results for most of the three variables. This inconsistency is caused by
differences in samples. The work environment and motivation tend to be partially strong (July
et al., 2025). There is no specific study on PT Pupuk Indonesia (Persero) that combines these
three variables, although user memory suggests a focus on this context. This gap is important
because unique factors such as state regulations and employment stability in BUMN have not
been researched. Studies often ignore mediations such as job satisfaction or commitment, as
well as moderation of technostress and commitment. Based on the observation of
phenomena through research on the perception of work-life balance, motivation, and work
environment on employee performance, as well as the research gap of previous findings, this
study aims to analyze the Role of Work-Life Balance, Motivation, and Work Environment on
Employee Performance at PT Pupuk Indonesia (Persero) Ragional 2.

2. Literature Review
Work-Life Balance

According to Untajana & Kopong (2024) Work-Life Balance (WLB) The definition of
Work-Life Balance (WLB) is a crucial concept in human resource management, which refers
to the alignment between job demands and personal needs to maintain well-being and
productivity. Work-life balance describes a condition in which a person can carry out
professional and personal roles and responsibilities in a balanced manner, avoiding conflicts
that could interfere with their well-being (Triyana, 2020). More than just time management,
the concept also emphasizes quality and satisfaction in both aspects of life, achieving work-
life balance is often a challenge for employees, who operate with high production demands
and tight work schedules (Amara et al., 2024). Employees are often faced with a dilemma
between meeting a heavy workload and family needs, free time, or time for themselves
(Opoku et al., 2022).

Research in the human resource management literature has consistently found that
work-life balance has a positive impact on productivity and job satisfaction (Opoku et al.,
2022). Companies that implement work-life balance policies, such as flexible working hours,
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time off, and welfare programs, make employees feel valued. This sense of being appreciated
then encourages them to be more motivated and contribute their best (Shanker & Kaushal,
2022).

The positive impact of work-life balance not only reduces employee attendance and
turnover, but also improves employee morale, strengthens loyalty, and emotional attachment
to the organization (Opatrn, 2025). Employees who achieve a good work-life balance tend to
be calmer, relaxed, and inspired, which supports effective and efficient performance
(Rusilowati, 2021). Work-life balance policies in the workplace have a positive impact on all
aspects of workers' lives, in addition to having a direct impact on work performance (Untajana
& Kopong, 2024). A healthy and stable mental state of employees improves thinking skills,
decision-making, and adaptability to new job changes or challenges (Nwagbara, 2020).

Empirical research on (Aisyah et al., 2023), showing that work-life balance has a positive
impact on employee performance because it can increase job satisfaction, motivation, and
productivity. Work-Life Balance (WLB) measures the extent to which employees are able to
balance and meet the demands of work and personal life (Badrianto & Ekhsan, 2021).
According to Manfa'aturrohmansyah & Muhdiyanto (2023) Work-Life Balance indicators
generally include:

a. Work-day balance and personal time

b. Psychological engagement balance

c. Balance of emotional engagement

d. Stress management.

Work Motivation

According to the theory of Adiguzel & Sonmez Cakir (2022) Motivation is the drive that
triggers, guides, and maintains individual behavior to be directed towards achieving a target
or goal. The definition of motivation is the intrinsic and extrinsic drive that affects employee
morale in achieving organizational goals. Intrinsic motivation comes from within, such as
personal satisfaction, challenges, or a sense of happiness when doing a task (Liaquat et al.,
2024). Meanwhile, extrinsic motivation comes from the outside, such as salary, rewards,
promotions, employer recognition, and a comfortable work environment (Anxo & Ericson,
2025).

In a corporate context, employee motivation is closely related to the way companies
create a work culture that rewards achievement and rewards commensurate achievement
(Liaquat et al.,, 2024). A clear incentive system, skill development program, and reward and
recognition system are effective ways to strengthen employee motivation. Supporting this by
stating that the fulfillment of basic needs to self-actualization will generate great motivation
to achieve goals (Sibarani et al., 2023).

Strong work motivation is also linked to increased employee loyalty and decreased
attendance and turnover, which can incur high costs for the Company according to (Saputra,
2022). Factors that influence work motivation are work environment, leadership style, reward
system, and relationship between colleagues and superiors (Gizli Tabaklar & Erbas, 2023).
Strong motivation plays a role in increasing employee discipline, creativity, and productivity,
thereby improving performance. Research from (Wismawan & Lututlean, 2022) found that
work motivation has a significant impact on employee performance in various industry
sectors. Work motivation is the drive that makes a person enthusiastic and committed to
completing work tasks (Manfa’aturrohmansyah & Muhdiyanto, 2023). Indicators according
to Wismawan & Luturlean (2022) Covers:

1) Desire to achieve

2) Commitment to work

3) nitiative and creativity

4) Satisfaction of the award

5) Capacity development.
Work Environment

According to Mardiani & Widiyanto (2021) The definition of work environment is to
create a conducive, safe, and comfortable atmosphere for employees to work optimally, which
will ultimately improve the productivity and performance of the company, the environment
has two main components: physical and psychological. Physical aspects include workspace
conditions, layout, lighting, temperature, noise levels, safety, and supporting facilities
(Ardianto & Nurjanah, 2023). Meanwhile, psychological aspects include relationships
between individuals, organizational culture, leadership styles, and communication that occurs
in the workplace (Ma'ruf, 2021) . A clean, safe, comfortable, and supportive environment can
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increase employee comfort and reduce employee stress (Dubosson et al., 2025). Companies
improve their work environment by improving work safety (safety culture), optimizing the
layout of production facilities, and improving employee support facilities (Casely-Hayford et
al., 2024).

A good relationship between employees and their superiors and co-workers can create a
pleasant work climate and increase productivity according to (Wagdi & Sayed, 2023). A
harmonious social environment can also encourage teamwork, conflict resolution, and
increased work motivation (Economics et al., 2023). This is especially important for
companies, which rely on teamwork to achieve production and customer service goals (Intan
Nur Hovifa, 2023). Factors of a poor work environment, such as excessive noise, lack of
ventilation, dim lighting, interpersonal pressure, and a poor corporate culture, can lead to
discomfort, stress, and decreased employee performance (Wagner et al., 2025). The impact of
the physical environment on performance suggests that employees who work in less
supportive work environments tend to have lower levels of concentration and decreased work
quality (Novriani Gultom & Nurmaysaroh, 2021).

In companies, implementing an occupational safety and health management system is
essential in a safe and comfortable work environment according to (Intan Nur Hovifa, 2023).
When employees feel safe and protected from work accidents, they become more focused
and committed to their duties (Reza et al., 2021). Ultimately, this results in better performance.
Empirical studies (Wismawan & Luturlean, 2022) indicates that the work environment has
significant and positive problems with employee performance. A supportive work
environment that can encourage employee performance is the work results that achieve
individuals in carrying out their duties, measured in quality, quantity, and work attitudes.
(Hidayat & Tedi, 2023). The physical and social aspects of the work environment affect
comfort and productivity. The following indicators according to Novriani Gultom &
Nurmaysaroh (2021) They are:

a. Physical quality of the workplace

b. Occupational safety and security

c.  Harmonious interpersonal relationships

d. Supporttive organizational culture

e. Psychological Atmosphere.

Employee Performance

According to Kazmi & Javaid, (2025) Employee performance is the achievement
generated by an individual when completing his or her duties and responsibilities, which is
measured against the standards that have been set by the company. Good petformance is
crucial to business success because it is directly related to productivity, efficiency, and the
achievement of organizational goals (Reza et al., 2021). Therefore, companies must manage
employee performance effectively. The definition of employee performance is the work result
measured based on the quality, quantity, and work attitude achieved by an employee in
carrying out their duties according to the responsibilities given (Ttiyana, 2020). According to
Wismawan & Luturlean (2022) Performance can be measured through several indicators,
including:

1) Quality of work

2) Working quantity

3) Punctuality and Work discipline

4) Responsibilities

5) Cooperation and communication

6) Initiatives
Research Thinking Framework

Based on the literature review and previous research, the conceptual framework for this
study is structured as follows:

.,
Work-Life Balance Y

e )

. Mhatrvation . - i} - "‘\‘
%7 :} E( ]
— H3 . W ‘_./)I

(:- Werk Esvisoiimen -H“\

LX) _/I

Figure 1. Research Framework.



International Journal of Economics, Management and Accounting 2025 (March), vol. 3, no. 1, Utami, et al. 242 of 247

Research Hypothesis
The Eftect of Work-Life Balance on Employee Performance

According to Untajana & Kopong (2024) Work-Life Balance (WLB) is a crucial concept
in human resource management, which refers to the alignment between job demands and
personal needs. Research from Rahmawati (2021) shows a positive and significant
relationship between work-life balance and employee performance. When employees feel
balanced, they tend to be more satisfied, motivated, and less stressed, which ultimately
improves their work performance (Nwagbara, 2020). Previous studies have also supported
these findings by showing that a good work-life balance can increase employee productivity
and dedication.

H1: Work-life balance has a positive and significant effect on employee performance

The Influence of Motivation on Employee Performance

According to Adiguzel & Sonmez Cakir (2022) Work motivation is an encouragement,
both from within (intrinsic) and from outside oneself (extrinsic), that encourages and
maintains employee work behavior to be directed towards achieving organizational goals.
Research conducted by (Wismawan & Luturlean, 2022) There is a significant correlation
between work motivation and improved employee performance. When employee motivation
is high, they tend to show greater work ethic, discipline, and perseverance, which results in
better quality of work. Some of the factors that effectively drive this motivation include
awarding, recognition of achievements, and opportunities for career development (Liaquat et
al.,, 2024).

H2: Motivation has a positive and significant effect on employee performance

The Influence of the Work Environment on Employee Performance

According to Mardiani & Widiyanto (2021) The work environment is to create a
conducive, safe, and comfortable atmosphere for employees to work optimally, which will
ultimately increase the productivity and performance of the company, the environment has
two main components: physical and psychological. Study by Reza (2021) A study found that
the work environment has a positive and significant impact on employee performance. A
conducive environment characterized by a comfortable atmosphere, adequate facilities, good
social relations, and a supportive organizational culture can improve employee satisfaction
and mood. This improvement ultimately has a good impact on their performance. These
findings are consistent with research results from (Aisyah et al., 2023) Indicates that a good
work environment contributes to increased productivity and work effectiveness.

H3: The work envitonment has a positive and significant effect on employee
performance.

3. Method

This study uses a quantitative method with a variant-based Structural Equation Modeling
(SEM) approach, namely Partial Least Squares (PLS), operated through SmartPLS software
according to Ruth Elizabeth Rosemary (2023). This method was chosen because it is effective
for testing complex causal models with three X variables (Work Life Balance, Work
Motivation, and Work Environment) against one variable Y (Employee Performance), as well
as being flexible to data distribution assumptions. Primary data was collected from employees
of PT Pupuk Indonesia (Persero) Regional 2 through Google From with the Likert Scale,
using census techniques. SmartPLS analysis begins by evaluating the Measurement Model
(Outer Model) through Convergent Validity (looking at Loading Factor and AVE) and
Reliability (looking at Composite Reliability), ensuring the quality of the instrument (Stefan et
al., 2024).

After the instrument has been tested for quality, the next stage is to evaluate the
Structural Model (Inner Model) to test the hypothesis. Significance testing of the influence
was performed using the Bootstrapping procedure on SmartPLS, where the causal hypothesis
is supported if the P-value (< 0.05) and T-statistic (> 1.96) according to (Erwina et al., 2024).
In addition, the model was tested for predictability by looking at the value of the Coefficient
of Determination (R?) which shows the variation in Employee Performance described by the
three X variables and the value of Predictive Relevance (Q?) according to (Ardianto &
Nurjanah, 2023). The overall results of this PLS analysis will provide a strong and structured
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conclusion regarding the specific role of Work Life Balance, Motivation, and Work
Environment on performance in the company.

4. Results

This study uses a sample of employees who work at PT Pupuk Indonesia (Persero)
Regional 2 with a sample of 98 respondents. The questionnaire was distributed through
Google From and then the characteristics of the respondents were obtained based on gender,
age, length of work, and employment status. Here are the results of each of these
characteristics:

Table 3. Respondent Characteristics.

™o Description Freguency Fercentnge
1 Crender;
Tl (5 [ I
Wornen 34 358
Taoial Q8 10025
2. Age:
= 25 years old o 5,7
35 — 35 years ald &2 2.3
36 — 45 years old 26 28,3
= 45 yveara old e 3.8
Total 28 1 0026

ER Working Time:

= | yranr =] 8.5

1— 5 years a6 472

O— 10 years 32 34

=10 yaara il 10 4
Total 98 l100%%

4 Trivision:

TRO (organic labor) 27 29,2

THEMNO (non-organic lnbor) 71 TOH
Tatal QR 1 002G

Based on the employee data, the respondents with the largest proportion of 67,3%
overall were dominated by employees in the male gender category. Furthermore, most
respondents can be found that the age of 25 — 35 years is the dominant employee age in this
study, and the most dominant employee's working time is 1 — 5 years. Finally, the most
dominant employee employment status is TKNO.

This study tested a measurement model consisting of validity and reliability tests.
The following are the test results of the measurement model.

>

1.4

s
0. A0
LR

x
x4, P o.az0
R —
xa

A o.ena

REARLS va

¥a

I ER

Tonaz va
-~ -
i s va
o.xan

posr
ERRY

Figure 2. Path Coefficient. WLB(X1), Motivation(X2), Work Environment(X3),
Employee Performance(Y).

Based on this image, looking at the output results of PLS shows that the loading
factor is significant in each indicator, which is a prerequisite for adequate measurement. In
addition, a strong path coefficient was observed in the relationship between exogenous and
endogenous variables, indicating the hypothesized strength of the structural relationship. This
result is also complemented by the magnitude of R? located in the endogenous variable,
reflecting the predictive power of the model. Specifically, based on the results of the outer
loading, all reflective indicators for the variables Work-life Balance (X1), Work Motivation
(X2), Work Environment (X3), and Employee Performance (Y) resulted in a loading factor
value (original sample) that exceeded 0.50 or significant. These criteria, combined with T-
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Statistic values exceeding Za=0.05(5%)=1.906), collectively confirm that all indicator estimates

have met the convergence validity requirements well.
Table 4. Results of the Discriminant Validity Test.

Cronbach's Composite Composite AVE

alpha reliability (rho_a) | reliability (rho c)
Work- Life Balance 0,970 0,971 0,976 0,893
Motivation 0,972 0,974 0,978 0,899
Work Environment 0,979 0,985 0,983 0,921
Employee

0,958 0,960 0,968 0,857
Performance

The AVE test results for the Work-life Balance (X1) variable was 0.893, the Work
Motivation variable (X2) was 0.899, the Work Environment (X3) was 0.921, and the
Employee Performance (Y) was 0.857. All four variables have values greater than 0.5.
Therefore, it can be found that all constructs for the four constructs have a Cronbach alpha
value and a composite reliability > 0.7, so that the reliability test is met.

Table 5. Results R? and Q2.

Variable R-square Q-square
Employee Performance 0,502 0,416
(Y)

The results of the model analysis showed a coefficient of determination (R-square) of
0.502. This value indicates that the research model, which involves independent variables
such as Work-Life Balance (WLB), Work Motivation, and Work Environment has the ability
to explain the variability of Employee Performance by 50.2%. This high R-square value shows
that exogenous variables have a substantial influence in predicting the phenomenon of
endogenous variables (Employee Performance).

Furthermore, to assess the accuracy and predictive relevance of the model, Stone-
Geisset's Q-square (Predictive Relevance Coefficient) value is used. Fundamentally, Q-squate
measures the ability of exogenous variables to predict endogenous variables. The model is
considered to have sufficient predictive relevance if the value of Q-square is greater than zero
(Q-square > 0). The results of data processing showed a Q? value of 0.416. Refers to the
criteria set by Vinzi, (2013) (where Q-square 0.35 is categorized as strong, Q-square 0.5 is
categorized as moderate, and Q-square 0.02 is categorized as weak), a value of 0.416 if
rounded 0.4 is classified as predictive relevance to moderate strength. Thus, this research
model meets the validation criteria for predictive accuracy.

Table 6. Hypothesis Test Results. WLB(X1), Motivation(X2), Work
Environment(X3), Employee Performance(Y).

Hypothesis | Original | Sample Standard T statistics | P values
sample | mean deviation (JO/STDEV))
(V)] an (STDEV)
X1>Y 0,449 0,448 0,068 6,623 0,000
X2>Y 0,426 0,427 0,063 6,814 0,000
X3--Y 0,235 0,237 0,072 3,288 0,001

The results of the hypothesis test for Work-Life Balance (X1) shown in Table 6 revealed
a P value of 0.000 (<0.05), indicating that Work-Life Balance (X1) has a significant positive
effect on employee performance (Y). The results of the hypothesis test for the Motivation
variable (X2) showed a P value of 0.000 (<0.05), indicating that Motivation (X2) has a
significant positive effect on employee performance (Y). Meanwhile, the results of the
hypothesis test for the work environment variable (X3) produced a P value of 0.001 (<0.05),
which implies that the work environment (X3) has a significant positive effect on employee
performance (Y).
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5. Discussion

The Effect of Work-Life Balance on Employee Performance (H1)

The results of the first hypothesis test (H1) show a significant and positive influence of
Work-Life Balance on Employee Performance. The path coefficient obtained was 0.449 with
a t-statistic value of 6.623. Based on a significance value (p-value) of 0.000 (which is below
the alpha threshold < 0.05), H1 is accepted. From the results of the questionnaire, it was
found that the indicator of the work-life balance variable that is the strongest in shaping the
work-life balance variable based on the factor loading results is the time balance indicator
with a value of 0.980. From this result, it can be concluded that according to the employees
of PT Pupuk Indonesia (Persero) Regional 2, the most important measure of work-life
balance is the ability to manage time to maintain a balance between work matters and family
matters. For the employee performance variable, it is known that the strongest factor loading
is the quality of output, amounting to 0.953. By achieving time balance, employees can
maximize the quality of their work in the workplace.

This study shows that better working hours can improve employee performance in
manufacturing companies. If an organization can support flexible working hours, HR
professionals need to support teamwork and positive communication, with positive advice,
guidance and criticism from team leaders, supervisors and managers, as well as colleagues,
which will result in an increased level of well-being in the workplace, which in turn will make
them more accountable in completing their job tasks (Panda & Sahoo, 2025).

The Influence of Motivation on Employee Performance (H2)

In the second hypothesis (H2), the results of the analysis indicate that Motivation has a
significant and positive influence on Employee Performance. The path coefficient obtained
was 0.426 with a t-statistical value of 6.814. With a significance value (p-value) of 0.000 (less
than alpha < 0.05), it can be concluded that H2 is acceptable. Based on the questionnaire
results, it can be seen that there are indicators that have the most significant influence in
forming the work motivation variable, as shown by the factor loading value of the time
utilization indicator at 0.967. In the employee performance variable, it is known that the
strongest factor loading is the quality of output at 0.953. If employees are motivated to make
the most of their working time, then quality work results will be achieved.

This study shows that motivational boosts can improve employee performance. When
employee motivation is high, they tend to show greater work ethic, discipline, and
perseverance, which results in better quality of work. Some of the factors that effectively drive
this motivation include awarding, recognition of achievements, and opportunities for career
development (Liaquat et al., 2024).

The Influence of the Work Environment on Employee Performance (H3)

The third hypothesis (H3) test revealed a significant and positive relationship between
the Work Environment and Employee Performance. The value of the path coefficient was
recorded at 0.235, with a t-statistic of 3.288. Since the significance value (p-value) is 0.001
(less than alpha < 0.05), H3 is accepted. Based on the results of the questionnaire, it can be
seen that there are indicators that have a significant influence in shaping the work
environment variable, as shown by the factor loading value of the time utilization indicator
of 0.978. In the employee performance variable, it is known that the strongest factor loading
is the quality of output at 0.953. If a good work environment can be managed and optimally
improved, it will have a positive impact on increasing employee performance.

This study shows that the work environment can improve the performance of a
company's employees. A supportive work environment that can encourage employee
performance is the work results that achieve individuals in carrying out their duties, measured
in quality, quantity, and work attitudes. (Hidayat & Tedi, 2023).

6. Conclusion

The results of the data analysis showed a significant positive influence of Work-Life
Balance (WLB) based on a significance value (p-value) of 0.000 (which is below the threshold
of alpha = 0.05), Motivation with a significance value (p-value) of 0.000 (less than alpha =
0.05), and Work Environment on Employee Performance of PT Pupuk Indonesia (Persero)
Regional Sales Support Office 2. Work-life balance and work environment with a significance
value (p-value) of 0.001 (less than alpha = 0.05) have a more dominant influence (higher beta
coefficient) compared to motivation in influencing performance. Therefore, companies are
encouraged to maintain and improve work-life balance (WLB) and create a conducive work
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environment. A supportive work environment and optimal WLB have the potential to foster
motivation, provide a sense of security, and allow employees to work at their best.

Limitation study

This research has limitations, among others, because it was only conducted on
employees of PT Pupuk Indonesia (Persero) Regional 2 so that the results cannot be
generalized to other companies. In addition, only three variables are used that affect employee
performance.

Suggestions

As input, the researcher provided several recommendations. Companies need to ensure
that the workload in each division has been adjusted to their respective capacities so that
performance becomes more efficient and can reduce the need for employee overtime, in
addition, management is advised to provide additional training or education related to
effective and efficient work methods so that working time can be used optimally. The
integration of these three aspects in the human resource management strategy and periodic
performance evaluations is expected to increase productivity, employee loyalty, and the
achievement of company targets in a sustainable manner. Management also needs to conduct
regular competition assessments so that employees continue to develop their abilities and be
able to produce work outputs that meet the Company's standards.
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