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Abstract 
 

Purpose: Along with the dynamics of work and family life, the purpose of this study is to determine whether work-life balance plays 
a more mediating or moderating role. Research design, data, and methodology: This quantitative study employs PLS-SEM modeling 
with a questionnaire. Purposive sampling is used, and 106 samples are employed. Employees who have worked in the distribution 
center area for at least a year determine the sample criteria. Furthermore, the employees identified in this study are already married. 
Results: According to the findings of this study, when associated with the physical work environment and job satisfaction, work-life 
balance acts as a mediator. Surprisingly, work-life balance has no effect on employee performance when it comes to the physical work 
environment. This study also shows that work-life balance has no moderating effect. Conclusions: Work-life balance in this case will 
be determined by what happens at work and the outcomes of the work done. The sample criteria in this study are limited to employees 
who are already married, with no restriction on the number of children or family dependents. This can help to better understand the 
work-life balance of dependents in a number of families. 
 

Keywords : Work-life Balance, Physical Work Environment, Job Satisfaction, Employee Performance, Distribution Center 
 

JEL Classification Code: D30, I31, J28, J81, L81 
 

 
 
 

1. Introduction1 
 
Working hours and work systems are not always as 

flexible as one would like. Some jobs or work environments 
do not permit this. Workplace demands or working hours 
can have an impact on productivity (Bartoll & Ramos, 2020). 
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Not to mention when it comes to personal matters like 
family matters. These factors frequently have an impact on 
the emergence of work-family conflict (Clark, 2000), albeit 
at a lower level (Michel et al., 2011). Furthermore, an 
alternative viewpoint posits that there is a correlation 
between work-family conflict and job performance 
(Obrenovic et al., 2020). Furthermore, jobs with specific 
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work areas, such as distribution centers, are not possible to 
do from home, which can apply to a variety of flexibly 
performed tasks (Peters et al., 2004). Although several 
previous studies have revealed that working remotely, such 
as from home, is not always possible, it does provide 
flexibility in doing work. Because it allows for intervention 
in doing work, this can lead to more intense work-family 
conflicts (Allen et al., 2013; Golden et al., 2006). Work 
flexibility, on the other hand, is important when workers 
have families or are in the process of becoming parents, and 
it can reduce work-family conflict (Allen et al., 2013; 
Erickson et al., 2010; Kelly et al., 2014; Michel et al., 2011). 

Workers who are married, both men and women, take on 
more responsibility at work and deliver better results. This 
is due to the fact that family dependents must be supported, 
despite the fact that male and female workers' earnings tend 
to differ (Kim, 2020). Male workers who are already 
married, particularly in Indonesia, tend to take on the role of 
breadwinner, while female workers are prioritized in 
household or family matters. This is also consistent with the 
belief that men, particularly those with families, will bear 
increased responsibility as breadwinners to meet the needs 
of their families (Knight & Brinton, 2017; Miani & Hoorens, 
2014). Meanwhile, according to the normative view, 
married women can continue to work while prioritizing their 
role as caregivers for children and household chores 
(Bianchi et al., 2012; Dotti Sani & Treas, 2016). 

Several previous studies on the subject have limitations 
in that work-life balance is only used as a direct effect 
variable to measure job satisfaction or work performance. 
According to Talukder et al. (2018), one in every two 
Australians is dissatisfied with their current work-life 
balance. Job satisfaction has been identified as a mediating 
or moderating effect in other studies (Soomro et al., 2018). 
Conversely, the impact of workers' health conditions on job 
performance is also of considerable importance (Christian et 
al.,  2023). Sirgy and Lee (2018) identified work-life 
balance as a variable that can explain indirect effects in the 
context of the research framework. However, the concept is 
geared toward life satisfaction rather than job satisfaction or 
performance. Satisfaction, like most concepts explaining 
satisfaction, is shaped by how an individual feels as a service 
user (Christian et al., 2022) or as a worker in an organization. 
Meanwhile, work-life balance is applied to a variety of 
research uses, including qualitative research (Chung & van 
der Lippe, 2020), professional workers who are stable and 
have flexible working hours (Cech & Blair-Loy, 2014; 
Chung & van der Horst, 2020; Craig & Powell, 2012), and 
research areas described by Chung and van der Lippe (2020) 
that come from large countries such as the United States or 
England. 

Existing studies should be supplemented with work-life 
balance analysis and its relationship to other variables in the 

retail distribution center work area. This work area is known 
for having a high workload and a high demand for fieldwork. 
This is because distribution arrangements to supply products 
to retail networks at various points throughout the region 
occur on a regular basis. This type of work presents unique 
challenges for workers with families because the workload 
can exacerbate the formation of family conflict. These work 
characteristics then serve as the foundation for research 
questions in which work-life balance is shown to have an 
indirect influence on other variables such as physical work 
environment, job satisfaction, and employee performance. 
The use of work-life balance for indirect effects, namely 
mediation and moderation effects, is the study's main 
novelty. Existing studies, which only consider work-life 
balance in terms of direct effects, demonstrate this. Indeed, 
if we look deeper into the evidence, it is very likely that 
work-life balance will have an indirect effect on workers 
with families, particularly in work areas with high 
workloads and demands, such as the distribution center area. 

 
 

2. Literature Review 
 

2.1. Work-life Balance 
 
Work-life balance is defined as a situation that fits the 

person-environment, or in this case, relates to work and 
family, where a suitable situation shapes well-being and an 
unsuitable situation shapes job dissatisfaction or work stress 
(Edwards & Billsberry, 2010; Edwards & Rothbard, 1999; 
Wibowo et al., 2023). Meanwhile, work-life balance, 
according to Clark (2000), is a condition of achieving a high 
level of satisfaction in both the work and family 
environments. This refers to a balanced distribution or 
allocation of time for all roles as well as the current 
environment. Work-life balance is also defined as a worker's 
ability to fulfill commitments between work and family 
matters while maintaining responsibility (Hill et al., 2001), 
and this commitment can also mediate an employee's 
suitability to work in a job that requires organizational 
citizenship behavior (Christian et al., 2023). Thus, work-life 
balance can be defined as the regulation of balanced 
conditions between work and personal and family matters. 

 
2.2. Physical Work Environment 

 
The physical work environment is one of the factors that 

influences work performance. Workplace layout settings 
can help to speed up work. Furthermore, it can reduce or 
eliminate excessive ergonomic exposure such as bending, 
lifting, carrying, or squatting (Andersen et al., 2018; Lund 
et al., 2006; Sterud, 2014; Thorsen et al., 2021). On another 
level, the physical work environment contributes to the 
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development of a safe climate (Wibowo et al., 2023). A 
complex physical work environment can influence 
employee attitudes or behaviors (Zoghbi-Manrique-de-Lara 
& Sharifiatashgah, 2020), including forming or breaking 
employee morale (Shravasti & Bhola, 2015). According to 
the explanations above, the physical work environment 
includes work support equipment and equipment, as well as 
the layout arrangements for employees provided by the 
organization. 

 
2.3. Job Satisfaction 

 
Job satisfaction can reflect a sense of relief and 

confidence in one's work (Wibowo et al., 2023). This is also 
consistent with the viewpoint that job satisfaction is defined 
as workers' emotional state when something pleasant or 
useful occurs as a result of their work (Irawanto et al., 2021). 
Meanwhile, job satisfaction can be expressed through 
workers' affective orientation, according to Said & El-Shafei 
(2021) and Lu et al. (2005). Thus, job satisfaction is defined 
as a sense of fulfillment derived from the accomplishments 
of employees' work. 

 
2.4. Employee Performance 

 
Employee performance is explained in several studies as 

a result of work in an organization that is related not only to 
success but also to failure (Sopiah et al., 2020; Wolor et al., 
2020). This term is frequently associated with and 
mentioned in the context of explaining employee 
performance, such as job performance (Pancasila et al., 
2020). As a result, the perception of employee performance 
is often the same. Employee performance is inseparable 
from the achievement of work results by workers within a 
certain period, which is usually stated in the results of key 
performance indicators (KPIs) in its implementation in 
organizations. Related to this, Saffar (2020) raises the 
review explained by Ahire and Dreyfus (2000), where 
employee performance describes employees' involvement, 
participation, and contribution to achieve continuous 
performance improvements for the achievement of 
organizational goals. As a result, work performance is 
defined as all of the efforts that employees put into their jobs. 

 
2.5. Hypothesis Development  

 
Workers must strike a balance between work and 

personal life in order to support work performance. In this 
case, married male and female workers have a balance of 
responsibilities in different roles at work and in the family 
(Michel et al., 2011; Peters et al., 2009; van der Lippe & 
Lippényi, 2020), which can affect work results (Emslie & 
Hunt, 2009; Lewis et al., 2007). In this case, a healthy work-

life balance can influence job satisfaction. In practice, 
however, Clark (2000) emphasized the existence of a 
subjective limitation on the balance in which the work or 
family domain will be prioritized. It is explained in a review 
based on several previous research results that determining 
employee performance is not an easy thing and is 
determined by various factors that are not always the same. 
According to Delery and Shaw (2001), employee 
performance is not determined by knowledge, abilities, or 
skills. On the contrary, as with most research findings, these 
factors generally shape or determine employee performance  
(Malik & Nilakant, 2016; Nguyen et al., 2019; Wang et al., 
2016; Witherspoon et al., 2013). 

Based on the explanations provided above, work-life 
balance can be proposed as an intermediary role between the 
variables in the hypotheses (H) as follows: 

 

H1:  Work-life balance mediates the physical work 
environment's effect on employee performance. 

H2:  Work-life balance mediates the physical work 
environment's effect on job satisfaction. 

H3:  Work-life balance, along with job satisfaction, 
mediates the effect of the physical work environment 
on employee performance.  

 
Work-life balance, as an intermediary, also allows for 

intervention in a volatile relationship. In addition to 
supporting the link between job satisfaction and employee 
performance, Roberts and David (2020) who specifically 
examine disturbances that can further affect job satisfaction 
and performance, reveal that satisfaction and job 
performance have a significant relationship. These findings 
are supplemented by the findings of other studies that 
corroborate previous findings (Pancasila et al., 2020). 
Because of the work-life balance dynamics that occur, this 
is possible as a moderator. This means that whether or not 
the formation of a work-life balance is very easy to become 
an intervention in the work environment, job satisfaction, 
and employee performance. This is especially true when 
considering the contribution of partial work-life balance 
relationships. Unfavorable working conditions can have an 
impact on somatic complaints, fatigue, and employee job 
satisfaction (McGowan, 2001). Similarly, negative trends in 
the workplace, according to Said and El-Shafei (2021), will 
have a negative impact on job satisfaction. 

 
H4:  Work-life balance moderates job satisfaction and 

employee performance. 
H5:  Work-life balance moderates the physical work 

environment's effect on employee performance. 
 

The preceding explanations provide a comprehensive 
analysis of the theoretical framework employed in 
prior research, as depicted in Table 1.
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Table 1: Theoretical Background from Previous Studies 
Variable The comprehension of definitions References 

Job Satisfaction 

Job satisfaction is defined as the subjective experience of contentment and 
fulfillment that individuals derive from their job, characterized by a sense of 
relaxation and confidence in their professional endeavors. It encompasses the 
emotional state of workers when they encounter positive outcomes or experiences 
that are seen pleasant or beneficial as a direct consequence of their employment. 
This phenomenon may be observed through the emotional orientation of workers. 

Irawanto et al. (2021),  
Said and El-Shafei (2021),  
Wibowo et al. (2023) 

Physical Work 
Environment 

The physical work environment encompasses the work support equipment, tools, 
and layout arrangements given by the business, which have a significant impact on 
workers' job performance. Moreover, workplace design configurations have the 
potential to enhance job efficiency by mitigating or eliminating excessive ergonomic 
risks, such as bending, lifting, carrying, or crouching. 

Andersen et al. (2018),  
Lund et al. (2006),  
Sterud (2014),  
Thorsen et al. (2021) 

Work-life 
Balance 

The concept of work-life balance refers to the alignment of an individual's personal 
and professional domains, specifically in relation to their work and family 
responsibilities. In a favorable work-life balance, the individual experiences 
enhanced well-being, whereas an unfavorable balance leads to job dissatisfaction 
and work-related stress. 

Edwards and Billsberry (2010), 
Edwards and Rothbard (1999), 
Wibowo, Sunarno, Gasjirin, et 
al. (2023) 

Employee 
Performance 

Employee performance may be attributed to the outcomes of their job inside a 
business, encompassing both achievements and shortcomings. This concept is 
commonly linked to and referenced in the discourse around the elucidation of 
employee performance, particularly in relation to job performance. 

Pancasila et al. (2020), 
Sopiah et al. (2020), 
Wolor et al. (2020)  

 
The explanation for the development of the above 

hypotheses then forms the research conceptual framework, 
as shown in Figure 1, as follows: 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 1: Conceptual Framework 
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3. Research Methods and Materials 
 

3.1. Research Design 
 
This study employs a quantitative approach based on 

PLS-SEM structural modeling. This modeling allows for 
the completion of the analysis with constructs or 
relationships in complex structural modeling (Christian et 
al., 2023; Hair et al., 2019). This study includes four 
variables: work-life balance, physical work environment, 
job satisfaction, and employee performance. Each variable 
is made up of a series of items, as shown in Table 2. 

 
3.2. Sample and Data Collection 

 
This study used a survey method with a questionnaire to 

measure these items. The questionnaire was created on a 
Likert scale of 1-5, with answers ranging from strongly 
disagree (1) to strongly agree (5). The questionnaire 
distribution took place in July and August of 2022. 
Employees from a distribution center at a Bitung branch 
retail company in Tangerang, Banten, served as the study's 

sample. Purposive sampling was used in this study. 
Employees who work in the distribution area and have 
worked for at least one year are the sample criteria 
determined in this study. The following criterion applies to 
employees who are already married. According to the 
study's family, these employees were married (whether still 
together or separated), with or without children. There were 
106 samples that met the criteria in this study. 

The SmartPLS tool is used in this study's analysis. In the 
analysis of this study, a number of tests were performed, 
including a reliability test using composite reliability (CR), 
the result of which must be greater than 0.7. The average 
variance extracted (AVE) test is used in this study, and the 
results must be greater than 0.5 (Barati et al., 2019; 
Christian, Wibowo, Yulita, Melati, & Sunarno, et al., 2023; 
Memon & Rahman, 2014). Furthermore, the validity test in 
this study examined the results of cross-loadings to ensure 
that the correlation between constructs and items was 
greater than that of other constructs. The Fornell-Larcker 
criterion also demonstrates discriminant validity, as the 
roots of the AVE of each construct are greater than the 
correlation with other variables (Wong, 2013). 

 
 
Table 2: Operationalization Variable 

Variable Item References 

Job Satisfaction 

Feeling content with one's current working environment (Job_S1). 
Akinwale and George (2020), 
Alromaihi et al. (2017),  
Aman-Ullah et al. (2022) 

Feeling content with one's current job (Job_S2). 
I am pleased with my current work schedule (Job_S3). 
Satisfied with the results of the current job (Job_S4). 
Satisfied with the current workplace's fair promotion program (Job_S5). 

Physical Work 
Environment 

The current warehouse layout has made it easier to work in the distribution center 
area (Physical_WE1). 

Akinwale  George (2020),  
Gaiardelli et al. (2019),  
Wibowo et al. (2023) 

Occupational health and safety equipment (e.g., forklift lanes, helmets, vests, safety 
shoes, hydrants, fire extinguishers, or signed pallet loads) is now fully available in 
the distribution center area (Physical_WE2). 
The distribution center area appears to be tidy (Physical_WE3). 
The distribution center area has a good work environment (e.g., good lighting, 
stable room temperature, or noise avoidance) (Physical_WE4).  
Work equipment used at this time is operational (Physical_WE5). 

Work-life Balance 

When you get home, you're too tired to do the things you want to do (Work-life_B1). 

Fisher et al. (2009) 

While at work, I frequently think about things other than work (Work-life_B2). 
Work-related passion has also influenced motivation to do things outside of work 
(Work-life_B3). 
Personal life creates a sense of relaxation, which prepares one for work the next 
day (Work-life_B4). 

Employee 
Performance 

My work goal for the last six months was met (Employee_P1). 
Hendri (2019),  
Kalsoom et al. (2018) 

Work with integrity and honesty (Employee_P2).  
Have the ability to create work plans (Employee_P3). 
Have the ability to maintain positive relationships with coworkers (Employee_P4). 

 
4. Results and Discussion  

 

4.1. Participant Profile Distribution  
 
According to Table 3, male employees predominated in 

this study, followed by female employees. Based on these 
findings, it is possible to conclude that male employees 

predominate in this distribution center. It is perceived that 
the nature of the work at the distribution center where this 
work is performed prioritizes work skills, physical strength, 
and work endurance. Employees aged 26-40 years were the 
oldest participants in this study, followed by those aged 18-
25 years and over 40 years. The vast majority of distribution 
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employees are of productive age. The educational 
backgrounds of the employees in this distribution area 
reflect the work character, which is dominated by those with 
a high school or vocational background. Employees in the 
distribution industry are surprisingly dedicated to their jobs. 
This is evident from the length of time worked, which 
ranges from at least 7 years to more than 10 years; the figure 
is greater than 50%. It also has employees who have been 
with the company for 4-6 years, with a percentage of more 
than 15%. Furthermore, the majority of participants in this 
study were married employees with a background as 
widows or widowers. These employees, despite being 
widowers, already have dependent children and family 
members. Employees with 1 child account for nearly 50% 
of those working in this distribution center area, those with 
2 children account for close to 28%, and those with more 
than 2 children account for nearly 8%. 

 
Table 3: Participant Profile Distribution 

Profile N % 

Gender 
Female 2 1,89% 
Male 104 98,11% 

Age 
18-25  16 15,09% 
26-40 85 80,19% 
>40 5 4,72% 

Education 
background 

Senior High School or 
Vocational High School 100 94,34% 

D3 2 1,89% 
S1 4 3,77% 

Work area 
Distribution Center: Dry Food  76 71,70% 
Distribution Center: Fresh 
Food 30 28,30% 

Work 
experience 

1-3 years 29 27,36% 
4-6 years 17 16,04% 
7-10 years 25 23,58% 
>10 years 35 33,02% 

Status 
Married 104 98,11% 
Widow or widower 2 1,89% 

Number of 
children 

0  17 16,04% 
1  52 49,06% 
2  29 27,36% 
>2 children 8 7,55% 

 
4.2. Reliability and Validity 

 
Table 4 displays the findings of this study's reliability 

and validity. Reliability refers to the composite reliability 
results, which show that all variables (physical work 
environment, work-life balance, job satisfaction, and 
employee performance) have results greater than 0.7. Based 
on these findings, it is possible to conclude that all variables 
in this study are reliable. Furthermore, the validity test in 
this study refers to the results of outer loading items where 

all items (Physical_WE2, Physical_WE3, Physical_WE4, 
Physical_WE5) show greater results than 0.7 (Work-
life_B3, Work-life_B4, Job_S1, Job_S2, Job_S3, 
Employee_P2, Employee_P3, and Employee_P4). 
Furthermore, the average variance extracted demonstrates 
the research's validity. The results for all variables (physical 
work environment, work-life balance, job satisfaction, and 
employee performance) are greater than 0.5. The following 
validity, discriminant validity, refers to the Fornell-Larcker 
criterion results for each variable and the cross-loading for 
each item. Based on the findings, it is possible to conclude 
that all items and variables in this study were found to be 
valid. 

 
Table 4: Reliability and Validity Test 

Variable and 
item CR AVE FLC 

Cross Loadings 
PWE WLB JS EP 

Physical work 
environment 0.839 0.567 0.753 - - - - 

Physical_WE2 - - - 0.736 - - - 
Physical_WE3 - - - 0.772 - - - 
Physical_WE4 - - - 0.783 - - - 
Physical_WE5 - - - 0.718 - - - 

Work-life balance 0.803 0.670 0.819 - - - - 
Work-life_B3 - - - - 0.830 - - 
Work-life_B4 - - - - 0.807 - - 

Job Satisfaction 0.835 0.629 0.793 - - - - 
Job_S1 - - - - - 0.808 - 
Job_S2 - - - - - 0.819 - 
Job_S3 - - - - - 0.751 - 

Employee 
Performance 0.796 0.565 0.752 - - - - 

Employee_P2 - - - - - - 0.772
Employee_P3 - - - - - - 0.717
Employee_P4 - - - - - - 0.765

*CR=Composite reliability; AVE=Average variance extracted; 
FLC=Fornell-Larcker criterion; PWE=Physical work environment; 
WLB= Work-life balance; JS=Job Satisfaction; EP=Employee 
Performance 

 
4.3. Hypothesis Testing 

 
According to the findings of this study (Table 5), the 

work-life balance of workers with families in the 
distribution center work area does not moderate the effect 
of the physical work environment on employee performance 
(P>0.05). This conclusion explains why H1 is rejected. 
Meanwhile, when measured by the physical work 
environment, work-life balance acts as a mediator in 
relation to the job satisfaction of married workers in the 
distribution area (P<0.05). These findings explain why H2 
is accepted. Furthermore, when paired with job satisfaction, 
the mediating effect of work-life balance acts as a mediator 
between the physical work environment and employee 
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performance (P<0.05). With these findings, it is concluded 
that H3 is acceptable. Work-life balance does not play the 
moderating role it should when it is associated with job 
satisfaction and employee performance (P>0.05). The same 
is true for work-life balance in terms of the physical work 
environment and employee performance. Based on these 
findings, it is possible to conclude that H4 and H5 are 
rejected. 

 
Table 5: Hypothesis Testing 

Path STD P-Values Remark 
Mediation Effects of WLB 
PWE � WLB � EP 0.056 0.140 H1 rejected 
PWE � WLB � JS 0.045 0.002 H2 accepted 
PWE � WLB � JS � EP 0.020 0.047 H3 accepted 
Moderation Effects of WLB 
JS � (WLB) � EP 0.127 0.340 H4 rejected 
PWE � (WLB) � EP 0.123 0.811 H5 rejected 

 
4.4. Discussion 

 
4.4.1. Work-Life Balance Is Taking Over as Mediation 

Work-life balance does not act as a mediator in the 
physical work environment on the performance of married 
employees in this study. As is well known, the distribution 
work area is one of the most complex. Because of workload 
demands and a physical work environment that differs from 
workers in other areas, such as the back office or frontline, 
this work area presents unique work challenges. Several 
other jobs have flexible hours and work areas to allow 
workers to be more flexible in their work (Glass & Estes, 
1997; Kelly et al., 2011) The distribution area frequently 
necessitates more effort because there is not only work 
focus but also work pressure, which frequently affects 
physical conditions. Fulfilling the need for the supply of 
goods for dozens or even hundreds of outlets, one of which 
will be heavily reliant on the field work team, The retail 
distribution center, as it is known, is a location where 
companies store their goods and products before sending 
them to outlet points and other sales channels. This allows 
for physical fatigue, which leads to decreased work focus. 

This must be considered in the concept of work-life 
balance so that it does not affect the family environment. 
Quoting from various perspectives, work-life balance is also 
related to the balance of time at work and remaining time 
owned, especially for the family (Soomro et al., 2018), 
where the meaning of this varies from worker to worker, 
such as the consideration of life priorities and inherent 
social factors (Haar et al., 2019; Pichler, 2009). According 
to this study, the physical work environment has only a 
direct and limited effect on both work-life balance and 
employee performance. The physical work environment in 
this case emphasizes that work performance must be 

achieved regardless of the working environment. This 
means that employees in this distribution area value work-
life balance, but not as a bridge between the physical 
workplace and employee performance. When a work-life 
balance is formed, the physical work environment will 
affect job satisfaction, according to this study. In this case, 
work-life balance serves as a bridge. It is undeniable that a 
good physical work environment will provide employees 
with comfortable work (Wibowo et al., 2022). Particularly 
in distribution work areas where work activity can be 
extremely high. Because of the high frequency of goods 
coming in and going out, workflow can be extremely high. 
Workplace fatigue is frequently a major issue that has a 
long-term impact on the family environment. On the one 
hand, it is not uncommon for male breadwinners to work 
overtime hours to supplement their income (Glass & 
Noonan, 2016). Female workers who have families and are 
motivated by various personal factors can have an impact 
on job satisfaction and performance work (Chung, 2020; 
Fuller & Hirsh, 2018; Hilbrecht et al., 2008). In contrast to 
male workers who play more of a role as breadwinners for 
the family, so the intensity of working hours is expected to 
form a maximum increase in work (Lott & Chung, 2016). 
This concern then emphasizes that maintaining physical 
condition, fatigue at work, and work stress are not 
uncommon in balancing work and family matters. 

This emphasizes the fact that work fatigue and stress 
related to worker psychology can have an impact on work 
performance (Wibowo et al., 2023). As a result, this positive 
work environment will influence employee job satisfaction. 
As is well known, job satisfaction is defined as a feeling or 
positive attitude among workers toward their current job 
(Abu Ajamieh et al., 1996; Alrawashdeh et al., 2021; 
Giménez-Espert et al., 2020). When job satisfaction is 
measured using the physical work environment, life balance 
is crucial. Employees in this study believe that job 
satisfaction will have a relationship with feeling calm at 
work, where the physical work environment and work-life 
balance are formed. Adding to the findings of Hypothesis 2, 
when employees experience job satisfaction, which is 
preceded by a work-life balance and a physical work 
environment, it has an effect on employee performance 
(Malik & Nilakant, 2016; Nguyen et al., 2019; Wang et al., 
2016; Witherspoon et al., 2013). This explains how work 
performance for employees in the distribution area is 
influenced by perceived physical work environment 
conditions, work-life balance, and job satisfaction. 
According to the explanation above, balancing work and 
family life will provide employees with a sense of 
fulfillment. Even if the effect is temporary, it will have a 
positive impact on the organization. Employee job 
satisfaction can contribute to optimal performance, which in 
turn can contribute to organizational success. As previously 
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stated, job satisfaction must be driven by a sense of security, 
comfort, and the ability to create an easy work environment 
for employees to adapt and carry out their work smoothly 
and well. Furthermore, this must be driven by employees' 
ability to manage personal interests, particularly family 
interests. 

Workplace professionalism is demonstrated by not 
bringing personal or family matters into the workplace. 
Work-related issues are not discussed in the family. This 
explains why balance is important in two areas: the 
organization and the family. The family does not want to see 
their partner or parents not spending as much time as 
possible with the family. Of course, in this case, stress and 
physical exhaustion after work can be managed in this 
manner in the family setting (Wibowo et al., 2023). In line 
with the role played by employees as the family 
breadwinner, this role is not easy because it requires 
balancing work and family. Workers in this field must be 
able to balance their responsibilities (both on and off the job) 
and adapt to the physical work environment. This 
connection will boost job satisfaction and performance. 
This emphasizes the importance of the ability to balance 
work and family matters for creating job satisfaction, a good 
physical work environment, and work productivity for 
workers who are already married. 

 
4.4.2. Work-life Balance Does Not Serve as a Moderator 

According to the findings of this study, work-life 
balance has no effect on employee performance. Workers in 
the distribution center believe that job satisfaction has only 
a direct impact on employee performance. Work-life 
balance stands alone in this case, not in its ability to increase 
the effect of job satisfaction on distribution workers' 
performance. Job satisfaction can shield workers from stress, 
which is also a function of stress regulators (Hoboubi et al., 
2017). In relation to job satisfaction and work performance, 
the aspects of work enthusiasm that form the motivation for 
other things outside of work or a relaxed personal life that 
makes readiness to do work the next day are separate in 
nature. Work-life balance is not a focal point in this study 
for enhancing the influence of job satisfaction and 
performance in the distribution work area. Job satisfaction 
can either directly influence performance or be formed by 
work-life balance. This emphasizes that it is not personal 
factors that can strengthen distribution workers who are 
satisfied and have an impact on the quality of their 
performance. As the center, the moderating effect of work-
life balance does not play a strong enough role. 

Similarly, when it comes to work-life balance, the 
moderating effect of the physical work environment on 
employee performance has not been proven. This explains 
why the physical work environment in the distribution 
center work area has been designed primarily in accordance 

with applicable standards. The work equipment and work 
environment available in the distribution center area are in 
accordance with applicable standard operating procedures. 
Organizational fairness can be a useful intermediary 
variable in achieving job satisfaction and employee 
performance (Dong & Phuong, 2018; Islam et al., 2016; 
Kim & Chung, 2019; Paais & Pattiruhu, 2020). Furthermore, 
in the retail industry, distribution center areas where product 
arrangements according to categories must be arranged 
according to appropriate arrangements to provide efficiency 
and effectiveness of distribution operations, the layout of 
the work area must have been adjusted to fulfill the 
company's terms and conditions. Thus, this study 
emphasizes that the physical work environment is distinct 
from the quality of performance, rather than being 
strengthened by aspects of work-life balance. This is 
appropriate when the physical work environment has only a 
direct impact not only on worker performance, but also on 
job satisfaction and work-life balance. 

 
 

5. Conclusions 
 
Balancing work and personal and family obligations is 

difficult. This is also emphasized in the study's findings, 
where work-life balance serves as a mediator between one 
variable and another. This study adds to previous research 
that identifies work-life balance as a direct influence. This 
study was successful in demonstrating that work-life 
balance plays a special role as a mediator between the 
physical work environment and job satisfaction. The 
physical work environment in the distribution center work 
area presents its own set of challenges, as loading or 
frequency can be high and intense at times. Furthermore, for 
employees who are married, the physical work environment 
in this study explains that there is a significant influence on 
job satisfaction. These findings emphasize the importance 
of a good physical work environment, as well as work-life 
balance and job satisfaction, in influencing employee 
performance. Thus, work-life balance is mentioned as an 
important factor in mediating what happens in the physical 
work environment, job satisfaction, and employee 
performance in this study.  

 
5.2. Theoretical and Practical Implications 

 
At work, time and family are important factors that can 

influence work performance. This explains the existence of 
a well-balanced time distribution between work and family. 
Workers who are married, both men and women, have a 
responsibility to balance their roles at work and in the family 
environment. Even more so if the worker is a single parent, 
who has a different working time distribution based on their 
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role (Ajenjo Cosp & García Saladrigas, 2019). Similarly, in 
relation to this research, the distribution of additional 
working hours, or what is commonly referred to as overtime 
work, which is often used by male workers who are already 
married to earn more income (Glass & Noonan, 2016; Lott 
& Chung, 2016) should also be considered from the 
perspective of work-life balance, which will support 
optimal work quality. Job performance must be optimized, 
which is supported by balancing roles at work and in the 
family (Rodríguez Rodríguez, 2022). Workers, on the other 
hand, must see the distribution of time at work as a 
reciprocal of what the organization has paid for the 
contribution of work done, such as the utilitarian view, 
which emphasizes the ethical basis for all parties involved 
(Chung & van der Horst, 2020; Glass & Noonan, 2016; 
Kelliher & Anderson, 2009; Lott, 2020). The findings of 
this study show that the concept of work-life balance has a 
direct impact on job satisfaction and performance when it 
comes to the distribution of work time. Work performance 
will be improved further if work-life balance and job 
satisfaction are combined into a single variable unit. Thus, 
this study ultimately connects the relationship between 
utilitarianism and the management of time and work 
distribution, which is emphasized in this study as a work-
life balance. 

 
5.3. Limitations and Recommendation for Future 
Research 

 
There are several limitations to this study. First, the 

employees in this study are all family members, with no 
limit on the number of dependent family members. This will 
be useful in future studies because the number of 
dependents may affect work-life balance. Second, this study 
only employs one distribution branch, where the number of 
employees with specific backgrounds is, of course, limited. 
Subsequent research can compare other distribution work 
areas to supplement existing research. Third, by 
incorporating physical work environment variables as 
exogenous variables, this study only examines the role of 
work-life balance as a mediating and moderating factor. 
Work-life balance development as another role in the 
research framework can be considered for involvement in 
future research. 
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