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A B S T R A C T 

Working from home was an increasing phenomenon to prevent the spread of 
COVID-19. Although WFH has been expendable well documented, there are 
still limited studies related to the subject of life balance, happiness and 
organizational support. This study aimed to figure out the influence of work 
from home on work-life balance, work-life balance on happiness, and the 
moderating role of organizational supports towards work from home and 
work-life balances. The respondents used in this research were the 94 
lecturers. The study was done in a quantitative method through cross-
sectional data and non-probability sampling method. The analysis model used 
was Path Analysis, Moderated Regression Analysis and Simple Regression test. 
The result of this research indicates that WFH has positive effects on WLB and 
WLB has positive effects on employee happiness. The testing done on 
moderating effect appeared that organizational support does not moderate 
the effects of WFH on WLB. Apart from that, theoretical and practical 
implications were also given in this research. The finding of this study also can 
be used as managerial practice for any institution and employees to be more 
aware of their life balances and well-being during the pandemic. For 
organization, this study can be beneficial to enhance several aspects in making 
the employees happier. This study also indicates that homeworking could 
become good alternatives that mutually benefit for both organizations and 
employees, including flexible work and improving work-life balance.  

 
 
1. INTRODUCTION 

 At the beginning of 2020, Coronavirus Disease (COVID-19) became a major issue in the world. 
The virus was originally discovered in Wuhan, China and began to spread throughout other countries. 
Many significant aspects of human life including health, politics, economy, and security have been changed 
due to the virus (Mustajab et al., 2020). Recently, the pandemic caused a major shift in organizations. 
Many countries have made emergency measures including the prohibition of public gatherings and the 
closing of public places to prevent further spreading (Hamouche, 2020). Large numbers of employees are 
encouraged to work remotely from home, thus reducing the possibility of virus transmission while 
gathering in a room. In Indonesia, physical distancing has also been implemented. For instance, 
educational institutions such as schools and universities began to do distance learning. The government 
has instructed the day off for schools and campuses in Indonesia, but the teaching and learning activities 
should not be stopped (Zaharah et al., 2020). During the presence of COVID-19, the concept of Work From 
Home (WFH) has become one alternative approach for any organizations (Mustajab et al., 2020). WFH can 
be defined as the concept of work that does not require the employee to go back and forth to central 
workplaces. Homeworking is a settlement where employees’ job-related tasks are carried out at home by 
using electronic media as tools for communication (Beauregard et al., 2013). WFH has been sufficiently 
studied in past research. Previous study reported a significant positive effect of WFH on employees’ work 
efforts (Rupietta & Beckmann, 2016). Another existing study analyzed the impact of WFH on employees’ 
productivity and found positive implications related to the variables (Liang et al., 2015; Mustajab et al., 
2020). Meanwhile, telecommuting has been linked as well with employee task and contextual 
performance (Gajendran et al., 2015).  

The notion of Work-Life Balance (WLB) has been associated along with the phenomenon of WFH, 
although there is still limited research to be found. Homeworking is one way to combine both work and 
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life, thus improving WLB. Previous study identified three words that cover the concept of WLB i.e., work 
(career and ambition), life (health, family and spiritual growth) and balance (work satisfaction and less 
conflict at home) (Punia & Kamboj, 2013). WLB is considered crucial since the lack of barriers in work and 
life can result in new threats. Moreover, high amounts of conflicts found in work and family demands can 
create high turnover and less job satisfaction at work, lower life satisfaction and high divorce rates at 
home, and increasing stress for the individuals (Thompson & Prottas, 2006). 

The influence of work on the employee’s life and well-being needs to be addressed. Employee 
happiness has been associated with the outcomes of both work and individual life. Various research has 
been conducted to measure happiness at the workplace. However, most of the studies still focus on job 
satisfaction rather than measuring employee happiness (van der Meer & Wielers, 2013). The physical and 
mental of employees well-being is vital to determine the success of the company (Bataineh, 2019). Happy 
employees are likely more committed and show high performance at work (Othman et al., 2018). The 
concept of employee happiness at the workplace is still not widely studied despite its importance for 
organizations (Joo & Lee, 2017). The current virus outbreak has caused a new challenge to the 
organization. Former employees who usually spent time at the workplace, now need to adjust to new 
surroundings through working remotely. Additionally, some difficulties such as the inability to separate 
work and private life could arise. Thus, the organizations have a new role to assist and organize their 
employees to cope with the new work environment. The term perceived organizational support (POS) has 
been introduced as a factor that contributes to WLB aside from work, family and social environment 
(Thakur & Kumar, 2015). Organizational support is the interpretation of the workers based on how the 
organization takes care of them. Other previous studies also mentioned that organizational supportive 
initiatives such as flexible working hours can lower the work burden (Rozaini et al., 2015).  

Although the concept of WFH is not something new, COVID-19 has caused new studies to address 
WFH as a current phenomenon. Even so, limited research still can be found on how the faculty members 
work online from their homes (Stadtlander et al., 2017). UKSW is one of the universities in Indonesia that 
changes its way of education system due to the virus. The campus itself has quickly followed the 
government instruction and implemented online study since March, 16th 2020. Since the campus has 
moved its activity online, all employees are required to do their activities at home. Notably, the interaction 
between teachers and students still needs to be carried out during the virus outbreak. The sample for this 
study will be taken from the lecturers in UKSW who are currently doing the homeworking. Through WFH, 
the lecturers still have an important role to complete the duties and develop academics competencies. To 
make sure that the faculty members can carry out their performance at home, research needs to be 
conducted. To fill the gaps from the previous study, this present study aims to examine the effect of WFH 
on WLB through social support as a moderating variable and the effect of WLB on employee happiness.  
Following the objectives, this study is expected to be used as a reference and learning source for further 
research and consideration for the company that specifically applying WFH in making any decisions. 
Furthermore, this paper can add insight and knowledge related to the importance of having WLB and 
happiness for the employees who are working from home during the pandemic.  

 

2. METHODS  

 This research uses quantitative methods and explanatory research to evaluate the causality 
between the variables. The population for the research is taken from 490 active lecturers in UKSW and 
used a non-probability sampling method, in which each population member is selected based on the 
researcher’s preference. A convenience sampling technique is used in obtain the samples.  Primary data is 
used as the main source of data and online questionnaire as the instrument to collect the data. The survey 
used a closed questionnaire to make the participants respond by choosing one out of several options. The 
questionnaire is spread via Google Forms, which include several points such as the requirements of the 
participants as one of the lecturers in UKSW and several other questions that have a linkage with the 
variables in the study. The size of the sample can be determined through rules of thumb (Sekaran, 2003). 
The sample size can be greater than 30 and less than 500 or at least 10 times bigger than the variables 
used in multivariate research.  

This research decided to use 94 lecturers in UKSW as the sample to collect the data. The 
respondent are taken from various major such as Faculty of Economic and Business (FEB), Faculty of 
Information Technology (FTI), Faculty of Language and Art (FBS), Faculty of Science and Mathematics 
(FSM), Faculty of Biology, Faculty of Electrical Engineering (FTEK), Faculty of Social and Communication 
(FISKOM), Faculty of Interdisciplinary (FID), Faculty of Psychology (FPSI), Faculty of Law (FH), Faculty of 
Agriculture and Business (FPB), Faculty of Teaching and Education (FKIP), Faculty of Theology, Faculty of 
Medicines and Health Sciences (FKIK). Based on the respondent’s gender characteristics, it is known that 
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there are 37 male respondents with the percentage of 39,4% and 57 female respondents with a 
percentage of 60,6%. The diversity of respondents based on age are from 23 respondents who aged 
between 25-35 years or in a percentage of 24.5%, 42 respondents who aged between 36-46 years or in 
percentage of 44.7%, 16 respondents aged between 47-57 years or in a percentage of 17%, and 
respondent aged between 56-68 years are 13 people with a percentage of 13.8%. The length of work also 
varied, most respondents at the length of work >10 years are filling out the questionnaire with 53 people 
or 56,4% in percentage. 

Likert scale is used as a measurement for this study with a scale of 1-5, starting from strongly 
disagree (1) to strongly agree (5). The study used path analysis, moderated regression analysis and simple 
regression analysis to estimate the influence of independent on the dependent variables. Reliability and 
Validity test, as well as Classical assumption test is needed as prior to perform the hypothesis test. The 
assumption of the model includes Linearity test, Normality test, and Heteroscedasticity test. Reliability 
and validity tests are done to measure the consistency and accuracy of the research. The assumption of 
the model includes Linearity test, Normality test, and Heteroscedasticity test. Normality test is used to see 
if the data is distributed normally (Shukla, 2015). Linearity test is used to examine the significant linear 
relationship found between two or more variables. Heteroscedasticity test is used to find out if there is an 
inequality variance of residual in the observations, the regression model is invalid when the 
heteroscedasticity is not met. 

 

3. RESULTS AND DISCUSSIONS 

Results 
Descriptive Data Analysis 

Descriptive analysis in this study aims to describe the data that has been collected. After 
obtaining the data, statistical calculations are carried out to see the value of each question item. The Likert 
scale range can be obtained by the formula of maximum value minus by the minimum value and divided 
by the maximum value.  

 
Table 1. Descriptive Variable of WFH  

No  Indicators Averages 

1.  I have more control over my activities during WFH 3.82 

2.  I am more flexible to arrange my working schedule during WFH 4.28 

3.  I am more flexible to arrange my non-working schedule during WFH 4.12 

4.  I am able to work more optimally during WFH 3.20 

5.  I am able to master digital literacy skills during WFH 4.23 

6. I am easier to control fatigue due to work pressures during WFH 3.53 

7. I am easier to deal with any kind of work distractions during WFH 3.32 

 The average variable of WFH 3.79 
 

Based on the result from the descriptive test output in Table 1, the average value of the WFH 
variable is 3.79 which in the interval of 3.41- 4.20 and classified as high. In the WFH variables, the second 
indicator has the highest average score which is 4.29, this shows that the employees are more flexible to 
arrange their work schedule during WFH. The lowest score is 3.20, stated in the statement of “I am able to 
work more optimally during WFH.” 

 
Table 2. Descriptive Variable of WLB 

No Indicators Averages 

1. I am able to divide my time between work and family better during 
WFH 

3.68 

2. I am able to do house chores and professional work at the same time 
during WFH 

3.73 

3. My family takes up more time, which reduces my time in completing 
work during WFH. 

3.43 

4. I don't have enough time for myself, or for my family during WFH 3.49 

5. I don’t feel bored when working at home 3.48 

 The average variable of WLB 3.56 
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Based on the result from the descriptive test output in Table 2, the average value of the WLB 
variable is 3.56 which in the interval of 3.41- 4.20 and classified as good. In the WLB variables, the second 
indicator has the highest average score which is 3.73, this shows that the respondents are able to do house 
chores and professional work at the same time during WFH. The lowest score is 3.43, stated in the 
statement of “My family takes up more time, which reduce my time in completing work during WFH.” 

 
Table 3. Descriptive Variable of Organizational Support 

No Indicators Averages 

1. My organization provides facilities that support my activities during 
WFH (e.g., vacation leave, health insurance, training, retirement 
planning) 

3.97 

2. My organization offers a flexible schedule that allow to fits my needs 
during WFH 

3.96 

3. My organization still provides rights and benefits to me such as paid 
leave due to illness or other urgency needs during WFH 

4.36 

4. My organization gives permission when I have to leave work due to 
family needs during WFH 

4.14 

5. My organization supports and appreciates the contributions I make 
during WFH 

4.11 

6. My organization able to accommodate and respond to my complaints 
during WFH 

3.63 

 The average variable of Organizational Support 4.03 
 

Based on the result from the descriptive test output in Table 3, the average value of the 
organizational support variable is 4.03 which in the interval of 3.41- 4.20 and classified as good. In the 
organizational support variables, the third indicator has the highest average score which is 4.36, which 
shows that the respondents get the rights and benefits such as paid leave from the organization during 
WFH. The lowest score is 3.63, stated in the statement of “My organization able to accommodate and 
respond to my complaints during WFH.” 
 
Table 4. Descriptive Variable of Employee Happiness 

 No  Indicators Averages 

 1.  I feel comfortable and happy when working from home 3.78 

 2.  I am satisfied with my job when working from home 3.72 

 3.  I feel that my job has meaning and purpose during WFH 4.02 

 4.  I feel close to my co-workers even when working from home 3.54 

 5.  I don’t feel any pressure when working from home 3.50 

 6. I feel more productive when I working from home 3.45 

 7. I feel more excited when working from home 3.44 

 The average variable of Employee Happiness 3.64 
 

Based on the result from the descriptive test output in Table 4, the average value of the employee 
happiness variable is 3.64 which in the interval of 3.41- 4.20 and classified as good. In the organizational 
support variables, the third indicator has the highest average score which is 4.36, which shows that the 
respondents feel their job has meaning and purpose during WFH. The lowest score is 3.44, stated in the 
statement of “I feel more excited when working from home.” 

 
Hypothesis Test 

Prior to the hypothesis testing, the research data has been tested with the Classical Assumption 
Test through the Normality test, Linearity test, Multicollinearity test and Heteroscedasticity test. The 
Normality test result in the P- value of 0.963 and 0.178 > 0.05, which means that the data are normally 
distributed. The Linearity test is carried out on the independent variable against dependent variable, 
where the result of sig. deviation is 0.597, 0.306 and 0.574 > 0.05. It can be concluded that there is linear 
correlation between the independent variables and dependent variables. The Multicollinearity test of this 
study indicates that the variables have VIF value 1.155 and 1.575 < 10, which means there is no 
multicollinearity found in the study and the data passed the multicollinearity test. The heteroscedasticity 
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test was another requirement to be done, which the result of significance values is 0.835, 0.538 and 0.517 
> 0.05. Therefore, can be concluded that there is no heteroscedasticity in this regression model.  

 
Path Analysis Test  

Path Analysis is used to analyze the direct dependence relationship between a set of variables, 
and examine the complex models which one of it is intervening variables. Path Analysis can be done to 
confirm direct or indirect relation of the variables. Based on the analysis effect of WFH (X) on WLB (Y) the 
significance value of WFH is 0.000 < 0.05. Thus, it can be concluded that there is a direct significant effect 
of WFH on WLB. The value of R square contained in the model summary is 0.365. This means that the 
contribution of WFH (X) influence on WLB (Y) is 36.5%, while the remaining 63.5% is the contribution of 
other variables outside the study. From the analysis effect of WFH (X) on employee happiness (Z) the 
significance value of WFH is 0.000 < 0.05. Thus, it can be concluded that there is a direct significant effect 
of WFH on employee happiness. The analysis effect of WLB (Y) on employee happiness (Z) indicates a 
significance value of 0.002 < 0.05. Therefore, there is direct significant effect of WLB on employee 
happiness. Additionally, this research also tries to analyze the indirect effect and direct effect of WFH (X) 
through WLB (Y) on employee happiness (Z). It is known that the direct effect given by WFH to employee 
happiness is 0.607. While the indirect effect of WFH through WLB on employee happiness is the 
multiplication between the beta value of WFH (X) against WLB (Y) with the beta value of WLB (Y) against 
employee happiness (Z), namely: 0.604 x 0.258 = 0.155. Based on the calculation results above, the direct 
effect is 0.607 and the indirect effect is 0.155 which shows that the direct effect of WFH on Employee 
Happiness is greater than the indirect effect of WFH on Employee Happiness through WLB. Thus, the 
intervening variable does not play a role in helping the influence of the independent variable on the 
dependent variable. The value of R square contained in the model summary is 0.624. This means that the 
contribution of WFH (X) and WLB (Y) influence on employee happiness (Z) is 62.4%, while the remaining 
37.6% is the contribution of other variables outside the study. 

 
Moderated Regression Analysis Test 

The Moderated Regression Analysis with one independent variable, one dependent variable and 
one moderating variable was used in the study. This method is used to estimate the relationship between 
the independent and dependent variable through how the moderating variable strengthens or weakens 
the effect. The value of coefficient determinant (R2) obtained is 0.365 or 36.5%. It can be interpreted that 
WFH (X) has a contribution effect of 36.5% on WLB (Y), and 63.5% is influenced by another variable. The 
significance value of WFH towards WLB is 0.000 < 0.05. This means there is a significant influence of WFH 
towards WLB. The value of coefficient determinant (R2) obtained is 0.400 or 40%. It can be interpreted 
that WFH (X) has a contribution effect of 40% on WLB (Y) through Organizational Support, and 60% is 
influenced by another variable. However, the significant value of WFH (0.708), Organizational Support 
(0.829) and WFH*OS (0.522) is > 0.05. Thus, it can be concluded that Organizational Support does not 
moderate the WFH (X) effect on WLB (Y).  

 
Simple Regression Test 

Simple Linear Regression is a statistical method to test the extent of the causal relationship 
between the independent variable and dependent variable. The value of coefficient determinant (R2) 
obtained is 0.390 or 39%. It can be interpreted that WLB (X) has a contribution effect of 39% on employee 
happiness (Y), and 61% is influenced by other variables. The significance value of WLB (X) towards 
employee happiness (Y) is 0.000, lower (>) than 0.05. It can be concluded that there is a significant 
influence of WLB (X) on employee happiness (Y).  

 
Discussion 
WFH will have an impact on employee’s WLB 

In accordance with the developed hypothesis, it appears that there is a positive and significant 
effect of WFH on employee’s WLB, which shown a significance value of 0.000 < (0.05). Thus, H1 is 
accepted. These research findings showed an evidence that WFH can provide greater flexibility available 
for the workers, and lead to better personal life balances. The result of this study support the previous 
research (Akmal et al., 2021; Ambikapathy & Ali, 2020; Crosbie & Moore, 2004; Khotimah & Yusuf, 2021; 
Kinman, 2016). The interpretation of the findings is in line with the past research where WFH positively 
affect the work-life balance. The research conducted with Malaysian employees as the samples indicates 
similar output, where WFH significantly impact the WLB (Ambikapathy & Ali, 2020). In corresponding 
with this study, through analysis, synthesis and comparative method also show that WFH has positive 
influence on WLB (Krasulja et al., 2015). Indeed, working from home become a great representation to 
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solve the WLB issues. Through WFH, the employee can readjust work hours, address personal issues as 
well as work-related matters. This hypothesis supported by the prior research which stated that WFH 
offers employees the flexibility needed to foster quality work and life (Saxena, 2018).  

 
WLB will have an impact on employee’s happiness  

In accordance with the second hypothesis, it appears that WLB have a positive and significant 
impact on employee’s happiness with a significance value of 0.000 < (0.05). Thus, H2 is accepted. This 
paper implies that WLB can result in happy employees and better wellbeing through work and life 
satisfaction. To be mentioned, the research related to the impact of WLB on employee’s happiness still 
limited and rather focused on the well-being, job satisfaction or job performance. However, this study 
supports the prior research (Begum Otken & Erben, 2013; Ullah & Siddiqui, 2020; Zheng et al., 2015). This 
finding implies that the higher WLB result in the higher degree of employee’s happiness. So, happiness 
will increase when work and life domains are well balanced. As comparison, the research on 250 Turkey 
employees have a similar result to this study, where positive relationship found between WLB and 
happiness (Begum Otken & Erben, 2013). Based on the result, the ability to divide time for family and 
work at home could contribute to feelings of individuals. Therefore, having work-life balance and 
flexibility at work can create a positive working environment which lead to the overall happiness of 
employees.  

 
Organizational support moderates the relationship between WFH and WLB 

In accordance hypothesis stated that organizational support able to moderates the relationship of 
WFH on WLB. However, it appears with a significance value of 0.522 (>0.05), indicates that organizational 
support does not moderate the relationship between WFH and WLB. Thus, the H3 is not accepted. The 
finding are similar with the research which showed that organizational support does not moderates the 
variable (Gadi & Kee, 2020; Haryokusumo, 2015). However, this study is inconsistent with prior research 
by Amazue and Onyishi (2016) with 254 Nigerian bank workers revealed that organizational support as 
significant predictors for WLB. It is possible to happen when organizational support fluctuate and vary 
over time, lead to the increasing or decreasing POS based on the positive or negative occurrence (Caesens 
et al., 2016). Based on the result of this study, it can be said that on a specific week, an employee may 
receive appreciation, bonus payment or holiday leave while on another week they received less at their 
work. Moreover, the inconsistency of organization roles that provide support and be the source of stress 
at the same time may result in mixed message for the employees. This could be the potential reason that 
generate negative perception of employees towards the organization 

 

4. CONCLUSION 

This study was conducted to find out the effect of WFH on WLB, the implications to employee 
happiness and the influence of organizational support as moderating variable. Through the result, it can 
be concluded that: (1). WFH has an influence on WLB, (2). WLB has an influence on employee happiness, 
(3). Organizational support does not moderate the impact of WFH on WLB. The limitation of the study 
came from the small sample size and cross-sectional data. Additionally, future studies may try to compare 
and contrast from different settings such as gender perspectives, and extending the study to different 
organizations rather than educational background such as industrial employees, social or office workers 
with larger populations in Indonesia. This study might provide valuable extension to the theoretical gap 
between the previous and present papers. The finding of this study also can be used as managerial 
practice for any institution and employees to be more aware of their life balances and well-being during 
the pandemic. For organization, this study can be beneficial to enhance several aspects in making the 
employees happier. This study also indicates that homeworking could become good alternatives that 
mutually benefit for both organizations and employees, including flexible work and improving work-life 
balance. 
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