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Abstract 
Objective– This study is intended to see the relationship among three variables namely work 
from home, work life balance, and job satisfaction particularly during COVID-19 pandemic. 

 
Design/methodology– The research is a descriptive research method. Using online ques-
tionnaire, a total of 150 higher education lecturers in Universitas Syiah Kuala, Aceh, Indonesia 
participated in the survey. The survey was conducted in December 2020. The data was ana-
lyzed using SPSS. 

 
Results – This research revealed that there is a significant relationship between work from 
home and job satisfaction during COVID-19 outbreak in higher education lecturers, with the 
intervening variable of Work-Life balance also shows a significant impact toward job satisfac-
tion.  

 
Research limitations/implications – This study has some limitation namely the 
small amount of data sample and focus only in one sector of sample participants (higher edu-
cation lecturers), also this study only exercise three variables, meanwhile it is important to seek 
both personal and social factors such as person personality, behavior tendency, etc. 

 
Novelty/Originality – This study covers the impact of COVID-19 pandemic towards job 
related issues in the university context with participants mainly the lectures.  

 
Keywords: Work from Home, Telecommuting, Work Life Balance, and Job Satisfaction 

 
 
1. Introduction 

Working from home or telecommuting has become a trend among business com-
panies due to its potential benefits such as improving work performance, increasing job 
satisfaction, as well as limiting traffic distraction (Fonner & Roloff, 2010). However, 
besides its popular advantages, previous studies also have found certain drawbacks 
from this initiative. Telecommuting potentially increases family conflict as well as de-
creases motivation and discipline to finish the work. In addition, previous studies also 
found different conclusions toward the effects of telecommuting and job satisfaction, 
some studies reported the effect increase while other decrease job satisfaction. Feeling 
of isolation may decreases satisfaction at work Cooper & Kurland (2002) found that 
teleworking individuals may feel isolated from shared information and limit the inter-
personal networking. Meanwhile a study conducted by Fonner & Roloff (2010) revealed 
that high intensity teleworking workers are more satisfied than their peers working at 
the office. The inconsistency of the previous research toward the findings was chal-
lenged by Golden & Veiga (2005) which found curvilinear relationship explaining that 
workers will experience satisfaction during telecommuting only to a certain point or 
when they also have opportunity to meet their colleagues in person but at the same time 
have time to fulfil their personal need at work (work-life balance).  

During pandemic of Covid-19, almost all business and non-business organizations 
worldwide have started telecommuting programs to limit the spread of Covid-19 in the 
office. Therefore, many workers have experienced working from home without being 
present at work. Interestingly, in a situation where working from home is an obligation, 
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workers may experience either higher or less satisfaction. Including lectures at univer-
sities. In fact, lectures normally meet the students in class daily, and have to do re-
searches that involve team work, in lab, or field trip. Like many others, lectures at Uni-
versitas Syiah Kuala were conducting work from home. As result, they were unable to 
meet students, colleagues or even access work documents from work easily (Purwanto 
et al., 2020) or the low technology availability or adaptation (Prodanova & Kocarev, 
2021). This may potentially increase frustration and decrease satisfaction, or the other 
way around. However, the demands for work-life balance could influence workers ex-
perience during work from home and soon increase their job satisfaction level.  

Considerably previous studies have addressed different conclusions toward this is-
sue in relation to job satisfaction. Therefore, this research was intended to see a com-
prehensive and empirical interaction and relationship among telecommuting, work-life 
balance, and job satisfaction during work from home policy was taken. This research 
will definitely contribute to widen the work-life balance progressive literature as well as 
telecommuting conceptual research. In the next sections, this paper will cover the con-
ceptual and theoretical views of studied variables along with the development of the 
hypothesis. Then, the paper highlights the measurement and statistical analysis tools 
used, and finally it goes over the result and conclusion. 
 
2. Literature Review, Theoretical Framework, and Hypothesis 

Development 
Job satisfaction has become a central variable as well as the most and widely stud-

ied personal factor in the organizational behavior and psychology literature (Austin & 
Villanova, 1992) and it reflects someone’s behavior toward the job (Davis, 1989; Judge 
et al., 2006). Tracing back from its original definition, Vroom (1964) defines job satis-
faction as a worker's orientation to all situations that he or she experiences during work. 
The experiences include happy, excited, and motivated or from the other spectrum of 
the scale such as less motivated, disappointed, or sad (Aziri, 2011). 
 
Work from home and Job Satisfaction 

Working from homes comes from the concept of telework Bailey & Kurland (2002) 
where the work is done in places other than the office. One of the places to complete the 
work in this study is home. To measure telework, literature has characterized the tele-
work based on the intensity of how long a person is experiencing the telework. In this 
study, we focused on the high intense working from home situation for a temporary 
period time due to the Covid-19 outbreak (Nakrošienė & Butkevičienė, 2016).  
Based on the Job Demands Resources theory by Demerouti et al., (2001), we evaluated 
the relationship between work from home and job satisfaction. In the theory, it is stated 
that job demands represent the working conditions which include job control, shift 
work, time pressure, and workload. These factors lead to various results from studies 
on this topic. Some studies believe that working from home to a certain extent would 
increase job satisfaction while others found that it will decrease the level of satisfaction 
in work.  

Working from home may increase the autonomy level on how a worker wants to 
organize the work (Tremblay & Genin, 2007). The autonomy will make the person feel 
more satisfied because he or she could manage the work favorably and fulfill the job 
demand at personal time arrangement (Golden & Veiga, 2005; Johnson et al., 2007). 
This factor is essential especially when someone has to take care of family members 
(Ammons & Markham, 2004) or has a preference for flexible working hours (Martin & 
MacDonnell, 2012; Morgan, 2004). When a worker has the autonomy to set up the pref-
erable working hour with less time pressure and manage the size of workload, the work 
from home initiative will lead to higher job satisfaction.  

H1: Work from home affects Job Satisfaction  
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Work from home and Work Life Balance 
Previous studies have identified that besides the disadvantages of working at home, 

there are also advantages that could potentially lead to embrace the work life balance 
concept. One of the most important factors is that the freedom in planning the work 
(Morgan, 2004). This variable offers good time management to complete work as well 
as to fulfill the needs of non-work activities. Virick et al., (2010) stated that when a 
worker decides to work from home, he or she will balance the work and the job demand. 
Meaning that the worker is able to do the work as well as accomplish personal needs 
such as nursing for family members as well as engaging with personal care or leisure 
activities (Ammons & Markham, 2004). 

H2: Work from home affects Work Life Balance 
 
Work Life Balance and Job Satisfaction 

According to Kossek et al., (2014), work life balance means to what extent a person 
could balance the roles in his or her life. The word "balance" is based on a person's per-
ception-centered approach, which indicates that people have their own unique ways on 
balancing roles in their life, including how to prioritize important roles but somehow 
still manage the least important roles. 

According to Greenhaus et al., (2003), work life balance leads to a feeling of satis-
faction because it offers a complex and comprehensive life concept with all aspects are 
fulfilled. Every activity is salient to a person and it brings joy to a person's life including 
activity in a working context. Furthermore, work life balance provides a harmonious 
sense and the perfect conditions for both internal and external needs and roles of a per-
son. As a result, someone with a good work life balance will experience a good mental 
and physical sense in his or her life, this will bring them happiness. 

H3: Work Life Balance Affects Job Satisfaction 
 
Work Life Balance, Work from Home, and Job Satisfaction 

In today's dynamic world and a fast-changing environment, human life has evolved 
into wider life aspects such as family, work, community, holiday, religion, sport, as well 
as other important activities (Hall et al., 2013). 

Previous study has found the relationship between work from home and job satis-
faction surprisingly with the curvilinear results (Golden & Veiga, 2005). Meaning that 
the relationship involves an intervening variable that enhances the relationship. The 
study explained that when staff works from home, the job satisfaction level will increase 
because of the person is not only able to complete job tasks but also fulfill the non-work 
related activities. The balance fulfillment brings the feeling of joy. 

In addition, telecommuting from home is believed to increase productivity (Golden 
& Veiga, 2008). Productivity level goes up due to the ability of a worker to set up their 
best productive time to work. It could be a time to work after or before the worker com-
pletes the non-work activities. Higher productivity will increase job satisfaction (Van 
Der Voordt, 2004). 

H4: Work Life Balance mediates the effects of work from home toward job satisfac-
tion 

 

3. Research Method 
In this study’s hypotheses test, data was collected from higher education lecturers 

of the Faculty of Economics and Business at Universitas Syiah Kuala A set of online 
questionnaires was given to a total of 200 participants, and 150 questionnaires were 
completed, 75% percent of response rate was calculated. Female participants were dom-
inant which cover up to 70% of the total participants.  

The set of questions for all variables in this study were adopted from the western 
measurement which was translated to Indonesian language. We translated all the ques-
tions back and forth in order to find the best translation to avoid language bias and 
mistranslation. Job satisfaction was adapted from Brayfield et al., (1957). The examples 
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of the questions are: “I feel fairly satisfied with my present job,” “I find real enjoyment 
in my work,” I consider my job rather unpleasant.” Questions for work-life balance were 
adapted from (Haar, 2013), the question samples are "I manage to balance the demands 
of my work and personal/family life well." Finally work from home set of questions was 
adopted (Schall, 2019). 

 
4. Results and Discussion 
 

Description Frequency Percent 
Gender   
Male 54 36% 
Female 96 64% 
Total 150 100% 
Age of Respondents   
 < 20 years 0 0% 
20 – 30 years 22 15% 
31 – 40 years 76 51% 
41 – 50 years 28 19% 
> 50 years 24 16% 
Total 150 100% 
Marital Status   
Married 20 13% 
Single 130 87% 
Total 150 100% 
No of Family Members   
1 – 2 38 25% 
3 – 4 50 33% 
5 – 6 50 33% 
> 6 12 8% 
Total 150 100% 
Occupation   
Lecturer 104 69% 
Lecturer with a particular position 14 9% 
University Staff 12 8% 
Other 20 13% 
Total 150 100% 
Spouse Working status   
Working 100 67% 
Not working 50 33% 
Total 150 100% 
Monthly Earnings   
< Rp. 1,000,000  0 0% 
Rp. 1,000,000 - Rp. 2,999,999 0 0% 
Rp. 3,000,000 - Rp. 6,999,999 102 68% 
Rp. 7,000,000 - Rp. 9,999,999 36 24% 
> Rp. 10,000,000 12 8% 
Total 150 100% 

 
Based on table 1, male were 54 participants (36%) and female were 96 participants 

(64%). The age of Respondents < 20 years with 0 participant (0%), 20 – 30 years with 
22 participants (15%), 31 – 40 years with 76 participants (51%), 41 – 50 years 28 par-
ticipants (19%) and> 50 years with 24 participants (16%). Meanwhile marriage status: 
married 20 participants (13%) and single 130 participants (87%). The members of fam-
ily range from 1 – 2 with 38 participants (25%), 3 – 4 with 50 participants (33%), 5 – 6 
with 50 participants (33%), and > 6 with 12 participants (8%). In occupation: lecturer 
was 104 participants (69%), lecturer with particular position was 14 participants (9%), 

Table 1.  
Characteristics of 
Participants 
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university Staff was 12 participants (8%) and other was 20 participants (13%). Also 
spouse status: working was 100 participants (67%), not working was 50 participants 
(33%). Finally, monthly earnings: < Rp. 1,000,000 with 0 participant (0%), Rp. 
1,000,000 - Rp. 2,999,999 with 0 participant (0%), Rp. 3,000,000 - Rp. 6,999,999 with 
102 participants (68%), Rp. 7,000,000 - Rp. 9,999,999 with 36 participants (24%) and 
> Rp. 10,000,000 with 12 participants (8%). 

 

 X1.1 X1.2 X1.3 X1.4 X1.5 X1.6 X1.7 X1.8 Total 

X1.1 Pearson Correlation 1 .070 .140 .072 .017 .240** .098 .102 .408** 

Sig. (2-tailed)  .394 .087 .381 .841 .003 .231 .216 .000 

N 150 150 150 150 150 150 150 150 150 

X1.2 Pearson Correlation .070 1 .034 -.201* .164* -.067 -.005 -.040 .197* 

Sig. (2-tailed) .394  .679 .014 .044 .412 .950 .623 .016 

N 150 150 150 150 150 150 150 150 150 

X1.3 Pearson Correlation .140 .034 1 .662** .293** .348** .198* .494** .695** 

Sig. (2-tailed) .087 .679  .000 .000 .000 .015 .000 .000 

N 150 150 150 150 150 150 150 150 150 

X1.4 Pearson Correlation .072 -.201* .662** 1 .212** .439** .282** .644** .681** 

Sig. (2-tailed) .381 .014 .000  .009 .000 .000 .000 .000 

N 150 150 150 150 150 150 150 150 150 

X1.5 Pearson Correlation .017 .164* .293** .212** 1 .031 .261** .143 .539** 

Sig. (2-tailed) .841 .044 .000 .009  .704 .001 .080 .000 

N 150 150 150 150 150 150 150 150 150 

X1.6 Pearson Correlation .240** -.067 .348** .439** .031 1 .215** .439** .607** 

Sig. (2-tailed) .003 .412 .000 .000 .704  .008 .000 .000 

N 150 150 150 150 150 150 150 150 150 

X1.7 Pearson Correlation .098 -.005 .198* .282** .261** .215** 1 .164* .558** 

Sig. (2-tailed) .231 .950 .015 .000 .001 .008  .045 .000 

N 150 150 150 150 150 150 150 150 150 

X1.8 Pearson Correlation .102 -.040 .494** .644** .143 .439** .164* 1 .640** 

Sig. (2-tailed) .216 .623 .000 .000 .080 .000 .045  .000 

N 150 150 150 150 150 150 150 150 150 

To-

tal 

Pearson Correlation .408** .197* .695** .681** .539** .607** .558** .640** 1 

Sig. (2-tailed) .000 .016 .000 .000 .000 .000 .000 .000  

N 150 150 150 150 150 150 150 150 
150 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 

 
The Confirmatory Factor Analysis was done in the first place in order to check 

whether all sets of questions have a good fit. The results number indicates that all meas-
urements were fit with the estimation and it exceeds 0.4. A Reliability test was also con-
ducted in order to see whether the measurement used was reliable. The Cronbach's al-
pha indicates a good internal reliability estimation with a value above .60. The Reliabil-
ity score for work from home (WFH) is .642, the reliability score for work life balance 
(WLB) is, 612, and the reliability score for job satisfaction is, 629. 

 

Table 2. 
Validity of Work 
From Home 
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 X2.1 X2.2 X2.3 Total 

X2.1 Pearson Correlation 1 .276** .504** .708** 

Sig. (2-tailed)  .001 .000 .000 

N 150 150 150 150 

X2.2 Pearson Correlation .276** 1 .346** .786** 

Sig. (2-tailed) .001  .000 .000 

N 150 150 150 150 

X2.3 Pearson Correlation .504** .346** 1 .780** 

Sig. (2-tailed) .000 .000  .000 

N 150 150 150 150 

Total Pearson Correlation .708** .786** .780** 1 

Sig. (2-tailed) .000 .000 .000  

N 150 150 150 150 

 

Y1 
Pearson Correlation 

Y1 Y2 Y3 Y4 Y5 Total 

1 .254** .260** .432** .265** .682** 
Sig. (2-tailed)  .002 .001 .000 .001 .000 
N 150 150 150 150 149 150 

Y2 

Pearson Correlation .254** 1 .316** .219** .403** .699** 
Sig. (2-tailed) .002  .000 .007 .000 .000 
N 150 150 150 150 149 150 

Y3 

Pearson Correlation .260** .316** 1 .305** .184* .668** 
Sig. (2-tailed) .001 .000  .000 .025 .000 
N 150 150 150 150 149 150 

Y4 

Pearson Correlation .432** .219** .305** 1 -.115 .568** 
Sig. (2-tailed) .000 .007 .000  .161 .000 
N 150 150 150 150 149 150 

Y5 

Pearson Correlation .265** .403** .184* -.115 1 .544** 
Sig. (2-tailed) .001 .000 .025 .161  .000 
N 149 149 149 149 149 149 

Total 

Pearson Correlation .682** .699** .668** .568** .544** 1 
Sig. (2-tailed) .000 .000 .000 .000 .000  

N 150 150 150 150 150 150 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 

 
Cronbach’s Alpha  N of Items 
WFH .642 8 
WLB .612 3 
JS .629 5 

 
Using Hierarchical Linear Modelling (HLM) to see the correlation and influence 

among variables namely work from home, work-life balance, and job satisfaction. 

Table 3.  
Validity of Work 
Life Balance 
(WLB) 
 

Table 4. 
Validity of Work 
Life Balance 
(WLB) 
 

Table 5. 
Reliability Sta-
tistics 
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Based on the Coefficients table, the result indicated the coefficient value of c is .139 
(Bc= .291) with tc= 3.735 and significance value p<0.05. It shows that work from home 
significantly affects job satisfaction. The first equation: 

Y= .291X 
 

Model 
Unstandardized 

Coefficients 
Standardized Coefficients T Sig 

 B Std. Error Beta   
(Constant) 15.298 1.122  13.632 .000 
WFH .139 .037 .291  .000 
(Constant) 7.260 .803  9.039 .000 
WFH .141 .027 .396 5.292 .000 
(Constant) 11.395 1.085  10.500 .000 
WLB .700 .093 .522 7.526 .000 
Predictor: JS; Predictor: WLB; Predictor: JS 

 

Model 
Unstandardized Co-

efficients 
Standardized Coefficients T Sig 

 B Std. Error Beta 
(Constant) 10.606 1.776  5.970 .000 
WFH .047 .052 .099 .912 .365 
WLB .648 .145 .483 4.470 .000 
Predictor: JS 

 
Based on the equation, we regression coefficient value is .291, which indicates that 

work from home possibly increases the job satisfaction. In 1-unit increase of work from 
home, there will be an increase up to .291 in job satisfaction scale of Likert. On the op-
posite, in 1-unit decrease of work from home, there will be a decrease up tp .291 in job 
satisfaction scale of Likert. 

From the result table, we concluded second equation with mediation variable in-
cluded.  

Y= .099X + .483Z 
 
From the output table, we concluded that the coefficient value of b is .648 (Bb=.483) 

and the coefficient value of c’ is .047 (Bc’=.099). The value of tb=4.470 and significance 
value p<0.05. Meanwhile tc’=.912 and significance level p>0,05. It means that work life 
balance significantly affects job satisfaction and work from home does not affect job 
satisfaction. 

This equation indicates that there is a decrease of regression coefficient work from 
home from .291 to .099. And there is a non- significant value after the mediation varia-
ble was included. This indicates that there is a mediation effect. When work life balance 
is entered in the equation, work life balance mediated the effect of work from home and 
job satisfaction. 

From the output table, we also can compute the total effect of work from home on 
job satisfaction .291, the direct effect from work from home on job satisfaction .099, 
and the indirect effect of work from home on job satisfaction is .396 x .483 = 0.191. 

 

ta 
Input Test Statistic p-value 

5.292 Sobel Test 4.07964402 0.0000451 
tb 6.405 Aroian test 4.05041116 0.00005113 

Goodman test 4.1095191 0.00003965 

 
From the figure of Sobel test result, statistically test value 4.08 and p <0.01. It can 

be concluded that work life balance partially mediated the effect between work from 
home and job satisfaction.  

 

Table 6.  
Coefficients JS, 
WLB 
 
 
 

Table 7.  
Coefficients JS 
 
 
 
 

Table 8. 
Sobel Test Re-
sult 
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Model R R Square Adjusted R 
Square 

Std. Error of the 
Estimate 

1 .291a .085 .079  3.16851  
2 .396b .156  .151  2.26789  
3 .522

c  .273 .268  2.82412  

4 .530
d  .281  .272 2.81708  

a. Predictors: (Constant), WFH; b. Predictors: (Constant), WFH; c. Predictors: (Constant), WLB; d. 

Predictors: (Constant), WLB, WFH. 

 
In the correlation between work from home and job satisfaction, the adjusted R 

square value is .079, this indicates that work from home has a relationship with 7.9% 
and the rest of value 92.3% is affected by other factors. Work from home also affects 
work life balance with an adjusted R square value .151. This indicates a 1.51% relation-
ship value and the rest of value 98.49% is affected by other factors. In addition, work 
life balance also affects job satisfaction with adjusted R square .268, this indicates that 
2.68% relationship value and the rest of value 97.32% is affected by other factors. 

In this study, the correlation among work from home, work life balance, and job 
satisfaction were tested during the Pandemic of Covid-19. In this rare situation, most 
organizations were forced to exercise the work from home initiative. More importantly, 
we included the work life balance as an intervening variable between the relationship of 
work from home and job satisfaction. We assumed that people will experience more 
work life balance situations during the Pandemic where they have to work but at the 
same time fulfill their life roles situation. 

The first result of the study is the confirmation of the significant relationship be-
tween work from home and job satisfaction, meaning it accepted hypothesis 1. This find-
ing supports the previous research that also revealed the same conclusion (Gajendran 
& Harrison, 2007; Gurstein, 2001). Based on the literature, there are advantages of in-
itiating the telecommuting work concept such as decreasing stress of work demand 
(Fonner & Roloff, 2010), increase productivity (Martínez‐Sánchez et al., 2008), and 
freedom in work plan, autonomy, and time management (Harpaz, 2002; Morgan, 
2004). All these factors have positive consequences on the feeling of satisfaction in com-
pleting work tasks. Although there are still disadvantages of working from home, the 
advantages will offset the drawbacks. More importantly, the situation of the Covid-19 
outbreak surely impacts the stronger bond among family members to ease the worried-
ness, thus staying and working at home will increase the family time together.  

The next result indicates that there is a positive and significant relationship be-
tween work from home and work life balance, meaning it approved the hypothesis 2. 
This condition confirms the last study conducted by Johnson et al., (2007). The study 
states that work life balance could lead to time management in fulfilling the job demand 
and caring for family members. In addition, people who work from home tend to spend 
more time with family and do more family or personal leisure time. 

A significant effect of work-life balance and job satisfaction was also found in this 
study, an acceptance of hypothesis 3. Previous research has found that working from 
home affects workers' satisfaction (Bailey & Kurland, 2002; Guimaraes & Dallow, 
1999). O’Driscoll et al., (2011) also discover that job satisfaction is a key impact of work 
life balance fulfillment. Greenhaus et al., (2003) also believed that the key component 
of work-life balance includes the feeling of satisfaction in handling family matters and 
work or job demands. Therefore, this result also exclusively supports the same result of 
a study conducted by Brough et al., (2009). 

Lastly, work life balance strengthens the relationship between work from home and 
job satisfaction, the acceptance of hypothesis 4. Indeed, the feeling that someone can 
balance out family, personal, job demands, and other leisure time would lead to high 
level of job satisfaction. This result confirms although there are negative sides of 

Table 9. 
Model Summary 
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telecommuting, but for the case of Covid-19 outbreak situation, working from home af-
fect job satisfaction with work life balance as the intervening variable.  
 
5. Conclusion 

The results of this study have found significant effects among three variables 
namely work from home, work life balance, and job satisfaction. When tested partially, 
both work from home and work life balance significantly affect job satisfaction, and 
work from home also significantly affect work life balance. And finally, when work life 
balance acted as mediation, it also enhances the effect between work from home and 
job satisfaction.  

Besides confirming the previous studies' results and expands theories in work from 
home context, this study has important implications for managers or specifically lead-
ers in university contexts in making decisions related to work from home initiatives. 
Not only it increase work life balance, but also eventually improves job satisfaction.  

This study is limited in the small amount of data sample and focus only on one 
sector of sample participants (higher education lecturers) with limited variables. Future 
studies may initiate more data samples to increase the significance and strengthen the 
result. Also, future studies could test personal and social factors such as personal per-
sonality, behavior tendency, social support from colleagues and supervisors, house con-
ditions, and types of job. These factors would definitely give a better picture of how tel-
ecommuting really affects job satisfaction.   
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