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Abstract 

The goal of this research was to identify the characteristics that have a substantial impact on employee performance. 
The literature on which the study hypothesis is based is literature on managerial support, work motivation, job 
satisfaction, and employee performance. This study's research approach is quantitative, and the sample is drawn using 
the convenience sampling methodology. In this research, survey approaches were used to obtain data. A partial least 
squares technique was used to examine the data. According to the data analysis findings, employee job satisfaction 
positively and substantially influences work motivation. When job happiness is mediated by work motivation, it has 
a favorable and considerable influence on employee performance. Job satisfaction has a strong and favorable influence 
on job motivation. If management support is mediated by work motivation and job satisfaction, it will have a favorable 
and considerable influence on employee performance. Management assistance has a strong beneficial influence on 
work satisfaction. If job happiness is mediated, management assistance will have a favorable and considerable 
influence on work motivation. Work motivation has a big and favorable influence on employee performance. The firm 
may make many recommendations considering the study's findings. Companies must concentrate on enhancing job 
satisfaction, which will improve employee work motivation, with management support. 
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1. Introduction
Countries throughout the globe have faced challenging challenges since the COVID-19 epidemic began in early 2020. 
The COVID-19 pandemic, according to Choudhury et al. (2020) and Margherita et al. (2021), is one of the most 
destructive catastrophes in contemporary times, as seen by the massive ramifications for economies, organizations, 
and employees worldwide. To combat the spread of the COVID-19 virus, several governments have implemented 
closure rules and contact limitations. According to Lane et al. (2020), this circumstance modifies the system in the 
company, which results in changes in the organizational cultural dynamics. One of the initiatives implemented by the 
company in response to interaction constraints is to alter the work system to Work from Home (WFH). Organizations 
adopt the WFH idea as a tactic to keep staff working and productive throughout the epidemic. The WFH work idea is 
completely implemented in the organization's many forms of work. According to Oswar (2020), the WFH policy is 
not a new idea; it is one of the telecommuting notions established in the 1970s. Initially, the WFH idea was a flexible 
work arrangement as part of the organization's attempts to assist the attainment of Work-Life Balance (WLB) for 
workers (Dockery and Bawa, 2014). However, many firms have now widely accepted the notion of WFH and 
telecommuting (Alon et al., 2020, p.17). According to Dayaram and Burgess (2021), the WFH policy has been 
implemented comprehensively in all sorts of labor, including professions previously inconceivable for the policy. This 
tendency will result in changes leading to workplace flexibility long after the COVID-19 epidemic is over. According 
to Lyons and Kuron (2014), the WFH notion has become a source of optimism for the younger generation since it 
allows them to work from home. However, WFH is a complex procedure that burdens management or businesses 
(Hartel & Fujimoto, 2014). 

With this shift in work philosophy, businesses must recognize the essential success elements and problems they 
encounter to adopt WFH successfully. Employee performance, often known as employee performance, is critical for 

1522

mailto:khoirul.amri@binus.ac.id
mailto:hanura.sujatmoko@binus.ac.id
mailto:rafika.luthfi@binus.ac.id
mailto:anita.maharani@binus.ac.id


Proceedings of the 3rd Asia Pacific International Conference on Industrial Engineering and Operations 
Management, Johor Bahru, Malaysia, September 13-15, 2022 

© IEOM Society International 

businesses to succeed, particularly in today's fast-paced corporate climate (Gridwichai et al., 2020). More flexible 
work ideas, such as WFH, are often speculated to boost employee performance, yet the opposite may be true. Many 
studies have revealed that internet communication has flaws compared to direct communication, such as workers who 
feel underappreciated for their accomplishments (Zhang, 2016); this is problematic since digital communication is 
restricted. According to Donny (2020), these problems and limits might affect employee work satisfaction and, as a 
result, employee performance. Employees that are satisfied with their jobs will perform better (Khan et al., 2016). 
Furthermore, organizational support is critical in effectively implementing work with the notion of telecommuting, 
according to Aboelmaged et al. (2012). According to Allen et al. (2015), the notion of teleworking will be fully applied 
if the work is flexible or can be done online. This shift in work ideas will also affect the degree of supervision provided 
by the company. According to Madell (2019), the WFH idea will influence a lower degree of supervision and increase 
misunderstandings inside a company, which will probably affect employee and organizational performance. 

Based on the findings of multiple previous journals that investigated the elements that influence employee 
performance among those who use the WFH work concept, it is vital to assess which factors substantially impact 
employee performance. As a result, this research will conduct an in-depth study of the factors that affect employee 
performance to determine: 1) what factors affect employee performance and (2) the most significant factors that affect 
employee performance among those who implement the WFH work concept. It is believed that this study would be 
useful to organizations now adopting or implementing WFH policies in the future. 

Objectives  
This research objective is to explore factors affecting employee performance: job satisfaction, work motivation, and 
management support. 

2. Literature Review

2.1 Employee Performance 
Employee performance is commonly described as an employee's conduct while fulfilling certain responsibilities given 
to him by his supervisors. Employee performance is important in the advancement and growth of any company since 
it reflects the employee's contribution to the organization's success and effectiveness (Korkaew and Suthinee, 2012). 
According to Anitha (2014), employee performance is a financial or non-financial indication that workers will acquire, 
and it has a direct link between organizational performance and the individual's success. Many elements may influence 
employee performance, including leadership considerations, teamwork and coworker relationships, career 
development opportunities, and working environments (Anitha, 2014). 

2.2 Job Satisfaction 
According to Ozkalp and Kirel (2010), job satisfaction is one of the most often investigated concepts since it is directly 
tied to other key work-related phenomena. Job satisfaction is an employee's sense of a good or bad emotional state 
toward his job, influencing an employee's performance (Thoni et al., 2017). Job satisfaction is critical in every 
contemporary firm (Paracha et al., 2012). According to Robbins (2006), work satisfaction is a general attitude toward 
job performance when adequate incentives and accomplishments are present. In theory, work happiness is related to 
job performance; a company with more pleased employees is more successful and productive. According to Ahmad 
et al. (2012), workers would perform better if they were happy with their jobs. According to Achieng'Odembo (2013), 
this occurs because people who are content with their jobs will try to foster innovation and creativity at work, 
eventually impacting their performance. The firm also believes increased employee enthusiasm for their work will 
improve performance (Gupta, 2014). 

H1: Job satisfaction has a large and favourable influence on work motivation. 
H2: Job happiness has a large and favourable influence on employee performance. 

2.3 Work Motivation 
Work motivation is an impulse that occurs in a person, consciously or intuitively, to do action with a particular goal 
in mind, and this becomes a significant factor in a job, education, and lifestyle (Setyo et al., 2021). According to Wang 
et al. (2016), motivation is an emotional state that increases a person's desire to do particular actions to attain 
objectives. Motivation is a process that influences an individual's intensity, direction, and tenacity in pursuing their 
objectives. So motivation is an attempt inside a person to satisfy his wants to attain organizational objectives. Good 
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job motivation will undoubtedly impact their performance. Measurable work motivation also impacts the 
organization's intended objectives, behavioural perseverance, and job-related intensity (Virgiawan et al., 2021). In 
keeping with prior research findings, the following hypotheses are proposed in this study, 
H3: Work motivation has a large and favorable influence on employee performance. 
 
2.4 Management Support 
According to Grant et al. (2019), managerial support will impact WFH implementation. The previous study has also 
shown a link between managerial support and work happiness (Attiq, Saman, et al., 2017). Attiq, Saman, et al. (2017) 
discovered in their study that businesses might boost job satisfaction and creative behavior by adding human resources 
with a high core self-evaluation or by maintaining a culture of coworker support and management support to manifest 
behavior. According to Aboelmaged et al. (2012), efficient WFH adoption requires defined telework regulations, IT 
infrastructure, and suitable training. According to Vina et al. (2020), effective technological support includes the 
necessary technology infrastructure, technology training, and financial assistance for telecommunications 
expenditures. However, using this IT infrastructure requires active management assistance in cash, staff incentive, and 
corresponding rules. According to Ismail et al. (2019), with management assistance, workers are obligated and 
motivated to apply their knowledge and talents to enhance elements of their job. Following the explanation provided, 
this research provides the following hypothesis: 
 
H4: Management support has a large and favorable influence on job motivation. 
H5: Management support has a considerable and favorable influence on work satisfaction. 
H6: Management assistance has a large and favorable influence on employee performance. 
 
 

 
 

Figure 1. Research Visualization 
 
 
3. Methods  
This research uses quantitative approaches to determine which independent factors influence the dependent variable 
most. The researcher aimed to determine the influence of job happiness, work motivation, work environment, and 
management support on employee performance who performed WFH in this study. According to (Robert L Harrison, 
2020), quantitative research is often conducted using descriptive analysis in the form of correlation or regression to 
determine the connection in the data. 
 
Most businesses are actively engaged in WFH concept development, indicating that the population of this research is 
relatively vast. Based solely on statistics from the DKI Jakarta Manpower Office, the number of offices adopting WFH 
as of May 26, 2020, is 4,057, with a total workforce of 1,068,589 people (Lokadata 2020). The researcher used survey 
data collecting approaches to get information that defines the features of a big sample promptly. The person, namely 
the employee who performs WFH, is the unit of analysis in this research. A cross-sectional survey approach was used 
in this research, with a questionnaire issued to workers who did WFH at a specified moment in time. The researcher 
did not interfere in this study. Hence there was no manipulation of the assessed variables. Data were gathered from 
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workers who performed WFH. Because the data collecting strategy was a survey, the study setting for this research 
was typical ambient settings or field studies. 
 
WFH was chosen as the research environment for this study since this tendency will result in changes that will lead to 
workplace flexibility in the future (Titan Alon, 2020). The personnel who do WFH in Jakarta are the study's target 
group. The city of Jakarta was selected as the focus of this study because it has a WFH implementation rate of up to 
75% and is the hub of office activity in Indonesia. As a result, during the Covid-19 epidemic, many workers from 
different firms in Jakarta are using WFH. According to statistics from the Central Statistics Agency (2021), in the 
fourth quarter of 2021, the island of Java is still the greatest contributor to the Indonesian economy, accounting for 
57.89 percent, with DKI Jakarta contributing the most GDP (Rp. 2.91 quadrillion). 
 
The sample for this study was chosen using a non-probability model and a convenience sampling technique with the 
following criteria: (i) private WFH employees; (ii) work base in Jakarta; (iii) have worked for the company for at least 
six months; and (iv) have performed WFH for at least the last six months. Private workers were selected because the 
city of Jakarta is known to have numerous national and global private enterprises, which influences the proportion of 
the people with the status of private employees. According to statistics from the Population and Civil Registration 
Office of DKI Jakarta Province, the bulk of DKI Jakarta's population worked as private workers in 2020, accounting 
for 31.98 percent of the total population of 2,703,000 individuals. Because the components in the population to be 
sampled are not known with certainty, the non-probability sampling approach was used. Non-probability sampling, 
according to Naresh K Malhotra (2010), is a sampling strategy that does not give equal possibilities for every member 
of the population to be picked as a sample member. The convenience sampling approach was utilized since the 
sampling was based on the availability of elements and the simplicity of acquiring samples in this study's population. 
This approach is regarded as appropriate for this research since the population is so homogenous that the findings will 
be the same whether the sample is taken from a random sample, a close sample, a cooperative sample, or a sample 
gathered in an unreached area of the community. 
 
Because the overall population of this research is unknown, the sample-to-variable ratio calculation technique is 
utilized to determine the number of samples to be used. Hair et al. (2018) proposes a sample ratio of 5:1; however, it 
is preferable to utilize a ratio of 15:1 or 20:1. This is also consistent with Tabachnick and Fidell (2014)'s proposal of 
five subjects for each independent variable as the "minimum need" for hierarchical or multiple regression analysis; 
however, the number of these ratios leads to less persuasive research due to the vast number of samples employed. 
The ratio employed in this research is 20:1; a minimum of 80 persons are necessary for this investigation.  
 
They were adapted from prior studies to guarantee the validity of the measurements for four (four) variables in this 
investigation (table 1). In this research, employee performance factors are measured using four (three) elements 
adapted from Robbins and Judge A (2017): quality of work, amount of work, timeliness in work, and dependability 
(Cronbach's = 0.953). The variable of work satisfaction will be assessed using three (three) elements adapted from 
(Chen, 2006), namely: the job itself; remuneration and advancement; and supervision (Cronbach's = 0.826, 0.798, 
0.859). Work motivation is assessed using three (three) factors: the desire for accomplishment, the need for affiliation, 
and the need for power (Cronbach's = 0.802, 0.828, 0.860). According to Ng CF (2011) and Ng (2016), the work 
environment variable measures three (three) aspects: space and layout needs, ambient circumstances (lighting quality), 
and work equipment (Cronbach's = 0.941). (Cheuk Fan Ng, 2016). While the management support variable is assessed 
using four (four) elements adapted from (Mohamed et al., 2012), these aspects include attention, support, 
encouragement, and acknowledgment from management on teleworking deployment (Cronbach's = 0.865, 0.753, 
0.766, 0.804). 
 
4. Data Collection  
In this research, survey approaches were used to obtain data. According to Julie et al. (2015), survey research may be 
employed for quantitative research techniques. Surveys are often used in social and psychological research to observe 
and investigate human behavior (Singleton & Straits, 2009). The data in this research were gathered by primary data 
collection, which was accomplished by distributing online questionnaires to respondents who fit the study's sample 
frame. Due to limited resources and time, an online questionnaire was prepared and will be distributed to workers who 
do WFH and have been identified by the study team. The questionnaire was created to help researchers understand 
the elements influencing employee effectiveness during WFH deployment. This questionnaire's measurements are on 
a 6-point Likert scale, with one being strongly disagreed and six being strongly agreed. The 6-point Likert scale is 
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used to discourage respondents in collectivist nations from giving clear replies to their beliefs, particularly if they 
disagree with the proposition (He et al., 2014). This work analyzed data using Structural Equation Modeling (SEM) 
using Partial Least Squares (PLS). SEM is a statistical tool for analyzing the pattern of relationships between latent 
constructs and their indicators, latent constructs with each other, and direct measurement errors. SEM enables direct 
comparisons of several dependent and independent variables (Hair et al., 2006). In this research, there are independent 
factors, also known as exogenous variables in SEM modeling, and dependent variables, also known as endogenous 
variables in SEM modeling (Alodya, 2017). 
 
5. Results and Discussion  
 
Respondent Characteristics 
Questionnaires were given through an online Google Form to WFH personnel with offices in the Jakarta region. One 
hundred nine respondents who satisfied the research requirements were chosen from among the 143 who completed 
the questionnaire. The demographic findings of this survey are shown in Table 1. Table 2 displays respondents' data's 
gender, age, and education distribution. The characteristics of respondents may be found in the questionnaires given; 
56 percent of respondents are female. The bulk of responders (about 67%) have an undergraduate degree, and 27.5 
percent are between the ages of 25 and 30. 
 
 

Table 1. Respondents Profile 
 

Characteristic Category Total Percentage 
Gender Female 61 56 

 Male 48 44 
Age 20-25 11 10.1 

 >25-30 30 27.5 
 >30-35 25 22.9 
 >35-40 20 18.3 
 >40 23 21.1 

Education Diploma 5 4.6 
 S1 73 67 
 S2 28 25.7 
 S3 0 0 
 Other 3 2.7 

 
An indicator is considered reliable if the outer loading value is more than 0.7 (Sarwono, 2014: 44), and it is said to be 
strong if the correlation with the construct to be tested is greater than 0.60. (Pardomuan, ade 2022). In addition to the 
loading factor value, the value of the Average Variance Extracted may be used to determine validity (AVE). If the 
AVE value is more than 0.5, it is legitimate. The table above shows variables with values less than 0.5, such as 
Employee Performance 0.449. However, entries on the employee performance variable must be removed. The 
following items were deleted based on the loading outside data: EP 1, EP 3, EP 9, EP 10, and EP 19. 
 
All items used to assess the intended construct satisfied the minimal standards for convergent validity, with values 
more than 0.70, and the mean extracted variance (AVE) was greater than 0.50. (Hair et al., 2017). The findings of the 
validity and reliability tests in this research are shown in Table 3. 
 

Table 2. Construct Validity and Reliability 
  

Cronbach's 
Alpha 

rho_A Composite 
Reliability 

AVE 

EP 0.924 0.926 0.934 0.503 

JS 0.842 0.846 0.888 0.613 

MS 0.914 0.928 0.941 0.799 
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WM 0.767 0.764 0.842 0.516 

 
These findings demonstrate that each variable's average variance extract (AVE) is more than 0.5, which is the bare 
minimum for convergent validity (MacKenzie et al., 2011). According to Hair et al., all composite reliability scores 
and Cronbach's Alpha for each variable surpass 0.7, indicating that the data has passed the reliability test (2017). As 
a result, the measurement model and data have passed the validity and reliability tests. 
 

Table 3. Discriminant Validity 
  

EP JS MS WM 

EP 0.709 
   

JS 0.549 0.783 
  

MS 0.436 0.705 0.894 
 

WM 0.678 0.618 0.522 0.718 

 
In the discriminant validity Table 3 above, the diagonal values reflect the square root of the AVE. All construct 
correlations are less than the square root of the AVE value, confirming discriminant validity. The Fornell Larcker 
Criterion test findings show that the AVE root value (the value on the major diagonal) is larger than the correlations 
between the latent variables (the value below the main diagonal). As a result, the data analysis in this research may 
proceed, and all items have been deemed valid and trustworthy. According to Ghozali (2016), measuring the 
coefficient of determination or R Square is done to analyze and quantify the model's capacity to explain the effect of 
the independent variables on the dependent variable. The value of R Square indicates the coefficient of determination. 
Chin (1998) proposes 0.67 strong, 0.33 intermediate, and 0.19 weak criteria. 
 

Table 4. R-Square 
  

R Square R Square Adjusted 

EP 0.487 0.472 
 
According to the Table 4 above, the variables Job Satisfaction, Management Support, and Work Motivation (mediation 
factors) impact Employee Performance by 0.487 with an adjusted value of 0.472. It can be inferred that exogenous 
constructions (Job Satisfaction (X1), Work Motivation (X2), and Management Support (X3) all have a 48 percent 
influence on Employee Performance (Y), implying that the effect of exogenous constructs X1, X2, and X3 on Y is 
Moderate. 
 
After the outer model is done, we conduct statistical testing for the inner model. Three out of six hypotheses 
investigated were accepted, whereas three (three) were rejected. This research used a 95% confidence level with a p-
value of 0.05, deemed legitimate; otherwise, it is not. The following conclusion may be drawn from examining the 
factors' direct effect. (Table 5) 

 
Table 5. Hypothesis 

 
Hypothesis t-values P-Values Decision 

Job Satisfaction -> Employee Performance 1.435 0,076 Not Supported 
Job Satisfaction -> Work Motivation 4.854 0,000 Supported 
Management Support -> Employee Performance 0.027 0,489 Not Supported 
Management Support -> Job Satisfaction 11.245 0,000 Supported 
Management Support -> Work Motivation 1.410 0,079 Not Supported 
Work Motivation -> Employee Performance 5.047 0,000 Supported 
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Job satisfaction has a strong and favourable influence on job motivation. According to the data processing findings, 
employee job satisfaction has a favourable and considerable influence on work motivation, and this might be 
understood to mean that workers' job happiness has a significant impact on their work motivation, and this is consistent 
with prior studies (Kinicki et al., 2002), which found that Job Satisfaction had a positive and substantial impact on 
Work Motivation. In this research, there are three (three) components that include the Job Satisfaction variable: (i) job 
satisfaction, (ii) salary and advancement supplied by the organization, and (iii) supervision provided by superiors. 
These findings suggest that if this organization wants to raise employee work motivation, it should first concentrate 
on fulfilling the Job Satisfaction criteria to improve the employee's work motivation. 

Job satisfaction has a significant and positive impact on employee performance. According to the data processing 
findings, Job Satisfaction has a favourable influence but does not significantly impact Employee Performance. 
However, indirect testing utilizing Work Motivation variable mediation yields the opposite result. If mediated by 
Work Motivation, Job Satisfaction has a positive and substantial influence on Employee Performance; however, this 
situation demonstrates the importance of increasing Job Satisfaction from both facilities and utilities as well as 
corporate processes that might cause an increase in employee engagement at work, hence indirectly affecting 
Employee Performance. 

Previous research has had conflicting outcomes; some studies demonstrate that boosting work satisfaction leads to 
improved employee performance (Muslih, 2012; Khan et al., 2016). However, some research has shown that employee 
work satisfaction does not substantially impact employee performance (Riyanto et al., 2021). Following the research, 
it is suggested that workers' happiness on the dimensions of the Job Satisfaction measure in this research cannot have 
a major influence on their performance, and this is possible since several factors influence Employee Performance; 
thus, it is vital to investigate further if other variables should mediate this component in order to have a substantial 
impact on Employee Performance. 

Work motivation has a big and favourable influence on employee performance. According to the data processing 
findings, Work Motivation favours and considerably influences Employee Performance, consistent with prior studies 
indicating that Work Motivation plays a critical role in boosting Employee Performance. Employees that are highly 
motivated at work will perform better, according to Jayaweera (2015). Employees are driven to achieve, have an 
affinity, and have the authority to conduct a way of work. As a result, businesses must foster this drive in order to 
improve employee performance in the future. 

Management support has a significant positive impact on work motivation. According to this study's data processing 
findings, Management Support has no substantial influence on Employee Performance. Management Support has a 
positive and significant impact on Work Motivation through Job Satisfaction mediation, indicating that Job 
Satisfaction can support Management Support in increasing employee motivation, including fulfilling employees' 
rights and obligations to obtain Increased Job Satisfaction in order to motivate employees. The result is consistent 
with the second hypothesis, although more study on the Management Support variable and the process of determining 
what sorts of support might enhance employee work motivation is required in the future. 

Management support has a significant positive impact on job satisfaction. According to the data processing findings, 
Management Support has a good and considerable influence on Employee Performance, as well as this is consistent 
with the findings of the prior study by Attiq, Saman, et al. (2017), which found that businesses may boost work 
satisfaction and creative behaviour by incorporating human resources with high core self-evaluations or by 
maintaining a culture of peer support and management support, to achieve creative workplace behaviour. Meanwhile, 
management support in the workplace in terms of utilities, facilities, career systems, work management, and job 
description division among workers might boost Job Satisfaction. 

Employee performance is influenced positively and significantly by management support. According to the testing 
and data processing findings, Management Support has no direct and meaningful effect on Employee Performance. It 
has the opposite effect when mediated by Work Motivation and Job Satisfaction. By moderating Job Satisfaction and 
Work Motivation, Management Support has a favourable and considerable influence on Employee Performance, and 
this demonstrates that Management can supply the systems, facilities, and utilities required in the organization to attain 
a high degree of employee job satisfaction, which may indirectly improve employee work motivation and, as a result, 
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employee performance. More study is required on the influence of Management Support on Employee Performance 
through other mediating factors. (Table 5) 
 
6. Conclusion  
Here are some issues that may cause worry for organizations or businesses considering the study's findings. 
 

1. Employees driven to achieve, have an affiliation, and have authority will be more likely to think creatively 
about their job output to increase employee performance. As a result, businesses must foster this drive for 
future employee performance to improve. 

2. If this organization wants to improve employee work motivation, it must first concentrate on job satisfaction 
to improve employee work motivation. 

3. With managerial help, businesses may improve employee satisfaction. Management's support may increase 
Employee Job Satisfaction in the workplace regarding utilities, facilities, career systems, work management, 
and job description division. 

 
The drawbacks of this study include the fact that it does not concentrate on a single identical industrial sector; 
therefore, it simply provides a broad view of all current sectors. Furthermore, no control factors such as age, duration 
of employment, income, or industry were included in this study, which might have influenced the analysis outcomes. 
The researcher advises that future studies be undertaken in a single industrial sector with more samples. 
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