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ABSTRACT

Work-life balance has become an important issue in the modern workplace, especially with the
increasing adoption of hybrid and remote work systems. This study aims to explore employees’
experiences in managing the balance between work and personal life demands and its impact on
productivity. Using a qualitative approach, in-depth interviews were conducted with 12 participants
with diverse backgrounds and work arrangements. The results showed that work time flexibility,
organizational support, and ability in workload management were the main factors influencing
work-life balance. Employees who have work flexibility generally show higher levels of job satisfaction
and productivity than those who experience imbalance. However, challenges such as excessive
workload and unrealistic company expectations remain significant barriers to achieving this balance.
This study highlights the importance of companies’ role in formulating policies that not only support
work-life balance administratively, but also build a work culture that cares about mental health,
well-being, and the sustainability of employee productivity in the long term.
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ABSTRAK

Work-life balance menjadi isu penting dalam dunia kerja modern, terutama dengan
meningkatnya penerapan sistem kerja hybrid dan remote. Penelitian ini bertujuan untuk
mengeksplorasi pengalaman karyawan dalam mengelola keseimbangan antara tuntutan pekerjaan
dan kehidupan pribadi serta dampaknya terhadap produktivitas. Menggunakan pendekatan
kualitatif, wawancara mendalam dilakukan terhadap 12 partisipan dengan latar belakang dan
pengaturan kerja yang beragam. Hasil penelitian menunjukkan bahwa fleksibilitas waktu kerja,
dukungan organisasi, dan kemampuan dalam manajemen beban kerja menjadi faktor utama yang
memengaruhi work-life balance. Karyawan yang memiliki fleksibilitas kerja umumnya
menunjukkan tingkat kepuasan kerja dan produktivitas yang lebih tinggi dibandingkan mereka
yang mengalami ketidakseimbangan. Meski demikian, tantangan seperti beban kerja yang
berlebihan dan ekspektasi perusahaan yang tidak realistis tetap menjadi hambatan signifikan dalam
mencapai keseimbangan tersebut. Penelitian ini menyoroti pentingnya peran perusahaan dalam
menyusun kebijakan yang tidak hanya mendukung work-life balance secara administratif, tetapi
Jjuga membangun budaya kerja yang peduli terhadap kesechatan mental, kesejahteraan, dan
keberlanjutan produktivitas karyawan dalam jangka panjang.

Kata kunci: Kesejahteraan Karyawan, Produktivitas, Fleksibilitas Kerja, Kehidupan Kerja, Beban
Kerja.
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INTRODUCTION

Over the past few decades, significant changes in the world of work have introduced
new challenges for employees in managing the balance between their professional and
personal lives. Increasing job demands, technological advancements that enable work to
be conducted without time and location constraints, and the pressure to achieve optimal
productivity often make it difficult for employees to maintain a healthy work-life balance
(WLB). Work-life balance refers to a state where individuals can effectively manage their
time and energy between work and personal life, allowing both aspects to function
optimally without interfering with each other (Barron, 2012). This concept has become a
central focus in the modern workplace due to its direct correlation with employee well-
being, mental health, and productivity. Byron (2005) found that an imbalance between
work and personal life negatively impacts employees’ mental and physical health,
ultimately affecting job performance. This finding aligns with Guest (2002), who stated
that employees struggling to maintain work-life balance often experience stress, fatigue,
and decreased motivation. According to Leduc et al. (2016), work-life imbalance not only
affects individuals but can also disrupt social relationships and long-term work
effectiveness.

This imbalance has become even more evident with the rising cases of burnout among
employees across various industries. Burnout is characterized by emotional, physical, and
mental exhaustion resulting from prolonged work stress (Maslach & Leiter, 2016).
Schieman et al. (2021) reported that more than 60% of workers experience increased stress
levels due to long working hours and high job pressure. A similar trend is observed in
Indonesia, where a survey by Cahyani et al. (2024) found that 67% of Indonesian
employees experience stress due to difficulties in managing their work-life balance. The
negative effects of poor work-life balance are also evident in increasing employee turnover
rates. Research by Allen et al. (2000) showed that employees struggling with work-life
balance are more likely to leave their jobs compared to those with a healthier balance.
Similarly, Kossek et al. (2011) found that organizations failing to implement effective
work-life balance policies tend to experience higher turnover rates and lower productivity
levels.

Kelliher and Anderson (2010) discovered that companies offering flexible work
arrangements—such as remote work, flexible hours, and improved leave policies—were
able to boost employee well-being and productivity. Bloom et al. (2015) further
highlighted that employees with greater flexibility in managing their work schedules
exhibited higher job satisfaction and productivity compared to those working under rigid
structures. However, in Indonesia, many companies have yet to fully implement effective
work-life balance policies. Workplace culture in numerous organizations still prioritizes
long working hours as a primary indicator of productivity, despite research demonstrating
that excessive working hours can reduce overall work efficiency. Putri et al. (2020) found
that most Indonesian companies maintain rigid work systems with heavy workloads,
leading to increased employee stress and declining motivation. Muliawati and Frianto
(2020) survey revealed that only 30% of Indonesian employees feel that their companies
actively support work-life balance initiatives.

Given these challenges, it is crucial to explore how the implementation of work-life
balance can contribute to enhancing employee productivity. This phenomenological
study aims to investigate employees' firsthand experiences in maintaining work-life
balance and how specific factors influence their ability to do so. By understanding
employees' perspectives on work-life balance, this research seeks to provide valuable
recommendations for organizations to develop more effective policies that promote both
employee well-being and optimal productivity.

LITERATURE REVIEW
Understanding Work-Life Balance: Concepts and Importance

Barron (2012) define work-life balance (WLB) as effectively managing professional
and personal responsibilities to minimize conflict between the two domains. This concept



has evolved beyond time allocation to emphasize harmonious integration of roles,
prioritizing psychological well-being in modern work environments. The shift to remote
and hybrid work models has heightened the need for psychological detachment from work
stressors to maintain employee health (Kalliath & Brough, 2008). Poor WLB results in
stress, burnout, and reduced engagement, with Haar et al. (2014) linking it to chronic
fatigue, sleep disturbances, and cardiovascular issues. The proliferation of digital tools has
blurred work-life boundaries, fostering an “always-on” culture that intensifies conflicts,
as employees struggle to disconnect (Mazmanian et al., 2013). This leads to absenteeism
or resignations, increasing organizational turnover (Kossek et al., 2014). Conversely,
effective WLB enhances mental health, job satisfaction, and productivity, with employees
reporting higher motivation when balance is achieved. Sonnentag and Fritz (2015) stress
that recovery activities, such as hobbies, exercise, or social interactions, are critical for
sustaining performance and preventing exhaustion. Organizations play a pivotal role by
implementing flexible schedules, mental health support, and wellness programs, which
improve morale and reduce stress (Grawitch et al., 2010). Individual strategies, like setting
clear boundaries, are equally vital, as Clark (2000) notes that employees who establish
work-life boundaries experience less conflict and greater satisfaction. This interplay
between organizational policies and personal initiative highlights WLB’s complexity,
necessitating comprehensive strategies to address diverse employee needs and foster long-
term well-being and organizational success in dynamic workplaces.

The Relationship Between Work-Life Balance and Employee Productivity

Grawitch et al. (2010) assert that work-life balance (WLB) significantly boosts
employee productivity and engagement, as balanced individuals exhibit greater creativity,
motivation, and job satisfaction. Efficient allocation of time and energy reduces stress,
enabling sharper focus, better decision-making, and enhanced performance (Sonnentag &
Fritz, 2015). Conversely, work-life imbalance leads to chronic fatigue, reduced work
quality, and diminished innovation, as employees face overwhelming demands (Brough
etal., 2014). Bakker and Demerouti (2017) argue that prolonged overwork causes physical
and mental exhaustion, eroding organizational commitment and employee morale.

Psychological recovery, such as detaching from work during non-working hours, is
essential for preventing burnout and sustaining performance (Sonnentag & Fritz, 2015).
Organizations with robust WLB policies, including flexible hours and mental health
programs, report higher productivity and lower burnout rates (Grawitch et al., 2010). For
instance, Bloom et al. (2015) found that remote work enhances engagement by reducing
commuting stress and increasing autonomy. However, constant connectivity can
undermine these gains, as employees feel pressured to remain available (Mazmanian et
al., 2013). Hobfoll (1989) emphasizes conserving personal resources, like energy and time,
to maintain productivity. By fostering a supportive environment that encourages mental
recovery, organizations can enhance employee performance, reduce turnover, and
achieve long-term success. Kossek et al. (2011) further note that WLB initiatives improve
employee loyalty, fostering a culture of trust that benefits both individuals and
organizations, ensuring sustained productivity in competitive work environments.

Flexible Work Arrangements as a Work-Life Balance Strategy

Golden and Veiga (2005) highlight that flexible work arrangements, such as remote
work, flexible hours, and hybrid models, significantly enhance work-life balance (WLB)
by granting employees control over their schedules. These arrangements allow individuals
to align work with personal obligations, reducing stress and boosting job satisfaction
across various industries. Employees with autonomy report improved engagement and
performance, as flexibility accommodates family needs, health, or leisure activities (Tims
et al., 2013). Bloom et al. (2015) found that remote work reduces commuting time,
enabling more focus on personal well-being and productivity. However, Chung and van
der Lippe (2020) caution that flexibility can fail if organizations expect constant
availability, creating an “always-on” culture that negates WLB benefits. Without clear
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boundaries, employees may work longer hours, increasing stress and reducing
productivity (Kossek & Lautsch, 2018). Effective implementation requires organizational
support, such as policies on after-hours communication, to prevent work-life conflicts
(Allen et al., 2021). Managers must foster trust and avoid penalizing employees for using
flexible options, as fear of career repercussions deters policy uptake (Kossek et al., 2014).
Kossek and Thompson (2016) emphasize that clear guidelines ensure flexibility enhances
well-being without compromising work quality. Derks et al. (2015) note that technology-
driven flexibility requires careful management to avoid overwork. By promoting
autonomy and enforcing boundaries, organizations can maximize the benefits of flexible
arrangements, enabling employees to thrive professionally and personally in a supportive
environment that aligns with modern work demands.

Empirical Studies on Work-Life Balance Implementation

Bloom et al. (2015) provide robust evidence that work-life balance (WLB) initiatives,
particularly remote work, significantly enhance productivity and employee satisfaction.
Their study of a Chinese travel agency revealed a 13% productivity increase among
remote workers, attributed to fewer distractions and greater schedule autonomy.
Gajendran and Harrison (2007) conducted a meta-analysis, finding that remote work
improves job performance and organizational commitment when supported by
managerial trust and adequate resources. However, without proper support, remote
workers face challenges like isolation, communication barriers, and limited professional
development opportunities, which can hinder effectiveness. In contrast, Williams et al.
(2016) found that rigid work structures with high demands lead to stress, burnout, and
higher turnover, as employees struggle to balance personal obligations. Grawitch et al.
(2010) reported a 25% stress reduction in organizations offering mental health support
and flexible policies, fostering loyalty and engagement. Kossek and Thompson (2016)
emphasize that WLB program effectiveness depends on cultural support, as unsupportive
management undermines policy benefits. Clark (2000) highlights that trust-based cultures
enhance policy uptake, improving morale and retention. These studies underscore that
flexible arrangements and well-being programs boost productivity, but success hinges on
trust, resources, and a culture aligned with modern work expectations. Michel et al. (2011)
note that tailored WLB strategies addressing industry-specific needs further enhance
outcomes, ensuring employees feel valued and supported in diverse work settings.

Challenges in Implementing Work-Life Balance Strategies

Wayne et al. (2017) identify management resistance as a primary barrier to work-life
balance (WLB) strategies, with some leaders viewing flexibility as reducing accountability
and efficiency. This resistance often stems from traditional beliefs equating physical
presence with productivity, despite evidence showing flexibility enhances performance
(Kelliher & Anderson, 2010). Duxbury and Halinski (2014) highlight difficulties in
monitoring performance in remote or hybrid settings, as conventional supervision
methods falter, fostering mistrust and hindering WLB adoption. Industry-specific
constraints, such as the need for on-site presence in healthcare or manufacturing, further
limit flexibility, complicating WLB implementation across diverse sectors (Michel et al.,
2011). Flexible policies can also create inequities, with remote-capable roles gaining more
autonomy than on-site roles, leading to workplace tensions and perceptions of unfairness
(Kossek & Lautsch, 2018). Technology exacerbates challenges, with constant
connectivity via smartphones and emails blurring work-life boundaries, increasing stress
and reducing well-being (Allen et al., 2021). Derks et al. (2015) note that without strict
policies on after-hours communication, WLB initiatives may fail, as employees struggle
to disconnect. Organizations must foster trust, tailor policies to industry needs, and
establish clear guidelines to ensure equitable and effective WLB strategies. Brough et al.
(2014) suggest that employee training on boundary management can mitigate technology-
driven conflicts, enhancing WLB success and supporting employee well-being and
productivity in modern workplaces.



Organizational Support and Workplace Culture in Achieving Work-Life Balance

Clark (2001) emphasizes that organizational support is essential for effective work-life
balance (WLB) initiatives, as policies alone are insufficient without a supportive culture.
Employees often avoid flexible policies due to fear of career penalties, which undermines
WLB efforts and reduces policy uptake (Kossek et al., 2014). Leaders who prioritize well-
being foster trust and engagement, creating environments where employees feel safe to
utilize WLB benefits, such as flexible hours or wellness programs (Grawitch et al., 2010).
For instance, realistic workload distribution and mental health programs reduce stress and
improve retention, enhancing overall performance (Hobson et al., 2018). A study of
multinational corporations showed that firms with flexible scheduling and wellness
initiatives reported higher morale and productivity, as employees felt valued and
supported. However, Allen et al. (2020) note that cultures valuing long hours over
efficiency deter employees from accessing WLB benefits, leading to disengagement.
Managers must model boundary-setting behaviors, such as avoiding after-hours emails,
to reinforce a healthy culture (Kossek & Thompson, 2016). Brough et al. (2014) highlight
that supportive cultures encourage employees to adopt personal strategies, like time
management or prioritizing tasks, further enhancing WLB. By aligning policies with a
culture that values well-being, organizations can boost satisfaction, reduce turnover, and
improve performance, ensuring long-term benefits for both employees and the
organization in competitive work environments.

The Future of Work-Life Balance in the Digital Era

Derks et al. (2015) argue that technology and artificial intelligence (AI) present both
opportunities and challenges for work-life balance (WLB). Digital tools enable flexibility,
allowing remote work and schedule adjustments, but risk creating an “always-on” culture
that undermines well-being (Mazmanian et al., 2013). Constant availability expectations
lead to digital burnout, reducing productivity and employee health. Emerging trends, such
as the four-day workweek, show promise, with Microsoft Japan’s experiment reporting a
40% productivity increase from reduced hours, highlighting the potential of innovative
work structures (Ng & Stanton, 2023). Results-oriented performance evaluations also
support WLB by prioritizing outcomes over hours worked, empowering employees to
manage their time effectively (Bartlett et al., 2021). Al-driven workforce management can
optimize schedules but risks over-monitoring, which may erode trust and autonomy
(Kossek & Thompson, 2016). Allen et al. (2021) stress the need for policies restricting
after-hours communication to protect work-life boundaries and prevent stress. Brough et
al. (2014) suggest that incorporating employee feedback into policy design ensures
tailored WLB strategies that address diverse needs. Organizations must leverage
technology to enhance flexibility while mitigating risks, ensuring employees maintain
autonomy and well-being. Proactive adaptation to digital trends can provide a
competitive edge in retention, motivation, and performance, fostering a balanced,
productive workforce in the evolving digital landscape.

RESEARCH METHOD

This study adopts a qualitative phenomenological approach to explore employees'
subjective experiences in managing work-life balance and its impact on productivity,
aiming to uncover the deeper meanings behind these experiences (Moustakas, 1994). By
focusing on employees in Indonesia across various industries, including technology,
finance, manufacturing, education, and healthcare, the research captures diverse
perspectives on work-life balance under conventional, hybrid, and remote work systems.
This method allows for an in-depth understanding of how employees navigate
professional and personal demands, aligning with Creswell (2013) emphasis on
phenomenological research to explore lived experiences. The study seeks to provide
insights into how organizational policies and individual strategies shape work-life
balance, contributing to both employee well-being and productivity.
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Participant selection utilized purposive sampling to ensure relevance and depth in the
data collected (Patton, 2002). The study included 10-15 employees, aged 25-45, with at
least two years of work experience in their current roles, ensuring they had sufficient
exposure to workplace dynamics. Participants were selected from diverse sectors and
work arrangements, including conventional, hybrid, and remote systems, to reflect varied
experiences. The sample comprised both male and female employees, with roles ranging
from staff to managers, and included single individuals, married individuals, and those
with children, capturing a broad spectrum of work-life balance challenges. This sample
size aligns with Guest et al. (2006) recommendation for achieving data saturation in
phenomenological studies, ensuring rich and comprehensive data.

Data collection involved multiple methods to ensure robustness and depth. Semi-
structured in-depth interviews were conducted to allow flexibility while maintaining
focus, enabling participants to share their experiences freely (Kvale & Brinkmann, 2009).
Questions explored how employees manage work-life balance, factors supporting or
hindering it, the role of company policies, the impact on productivity and motivation, and
recommendations for improving workplace policies. Additionally, participant
observation provided insights into how work-life balance policies are implemented in
practice, while document analysis of company policies offered secondary data to
contextualize findings. This multi-method approach enhances the study’s validity through
triangulation, as described by Denzin (1978), ensuring a comprehensive understanding of
the phenomenon.

Data analysis followed Interpretative Phenomenological Analysis (IPA), as outlined
by Alase (2017), to interpret the meanings behind participants’ experiences. The process
began with transcribing interview responses, followed by coding to identify patterns and
themes, as suggested by Corbin (1998). These themes were then categorized and
connected to existing theories to provide a robust interpretation of findings. To uphold
ethical standards, participants provided informed consent, their identities were
anonymized, and they were granted the right to withdraw without consequences. Data
validity was ensured through triangulation and’ reconfirmation with participants, aligning
with ethical research practices. This integrated approach ensures a thorough exploration
of work-life balance, offering valuable insights for organizational policy development.

RESULTS

This phenomenological study reveals that work-life balance (WLB) is a pivotal factor
influencing employee productivity and well-being across various industries in Indonesia.
Through in-depth interviews with 12 participants, the research uncovers how work
flexibility, organizational policies, and job demands shape employees’ ability to balance
professional and personal responsibilities. These findings align with Barron (2012), who
emphasize that WLB directly impacts individual performance and psychological health.
Participants’ experiences highlight the interplay between organizational support and
personal strategies in achieving balance, with significant implications for job satisfaction
and motivation. Guest (2002) notes that employees struggling with WLB face higher
stress, lower satisfaction, and increased turnover intentions, a pattern evident in this
study. The diversity of participants’ backgrounds, as detailed in Table 1 (Participant
Demographic Profile), provides a comprehensive view of WLB dynamics across different
work systems and roles. This table summarizes key characteristics, including age, job role,
work system, and WLB experiences, offering a clear demographic context for the findings.
The study identifies four key themes—work flexibility and time control, workload and
mental health, company support and flexible policies, and the impact of WLB on
productivity—which collectively underscore the critical role of supportive work
environments in enhancing employee outcomes.



Table 1. Participant Demographic Profile

Participant Age Job Role Work Work-Life Balance Experience
ID System
P1 28 Financial Analyst Conventional  Struggles with time management due to
heavy workload
P2 33 Project Manager Hybrid Feels more productive with flexible work
arrangements
P3 35 Technology Hybrid Has better control over work schedules
Supervisor
P4 40 Healthcare Manager ~ Conventional Experiences burnout due to high work
pressure
P5 29 Legal Employee Conventional Faces workplace culture that prioritizes
physical presence
P6 32 Multinational Remote Achieves better balance with flexible
Consultant policies
P7 30 Manufacturing Conventional  Struggles with long working hours
Employee
P8 36 IT Engineer Remote More productive with flexible work
system
P9 31 Senior Analyst Hybrid Utilizes flexible work policies for better
balance
P10 29 Marketing Staff Conventional High job pressure due to sales targets
P11 27 Accountant Hybrid Benefits from flexibility in work
arrangements
P12 34 HR Manager Hybrid Strives to implement supportive work-

life balance policies

The participant demographic profile, presented in Table 1, illustrates the varied
contexts of the 12 interviewees, aged 27-40, representing sectors such as finance,
technology, healthcare, manufacturing, legal, marketing, and human resources. Their
roles ranged from staff to managers, with work arrangements including conventional,
hybrid, and remote systems. For instance, a 28-year-old financial analyst in a
conventional setting reported struggles with time management due to heavy workloads,
while a 32-year-old multinational consultant in a remote system noted improved balance
due to flexible policies. Similarly, a 35-year-old technology supervisor in a hybrid setup
felt more productive with schedule control, whereas a 40-year-old healthcare manager in
a conventional system experienced burnout from high work pressure. This diversity, as
captured in Table 1, highlights how work systems and job demands influence WLB
experiences. The table also reveals that participants with family responsibilities, such as
married individuals with children, faced unique challenges in balancing work and
personal life, reinforcing the need for tailored organizational support (Kossek et al., 2014).
These demographic insights provide a foundation for understanding the thematic
findings, reflecting the varied realities of WLB in modern workplaces.

Work flexibility emerged as a critical theme, with participants in hybrid and remote
settings reporting greater control over their schedules, enabling effective balance between
work and personal needs. A 35-year-old technology supervisor indicated that the hybrid
work system enhanced productivity by allowing better management of work hours while
still meeting company targets. This aligns with Putri et al. (2020), who found that
flexibility correlates positively with work-life balance (WLB) and job satisfaction.
Employees in such arrangements could allocate time for family, hobbies, or self-care,
reducing stress and enhancing engagement. In contrast, those in conventional settings,
such as a 30-year-old manufacturing employee, faced challenges due to rigid schedules
and long commutes, reporting limited time for family due to early departures and late
returns. Burke (2000) supports this, noting that rigid work systems increase stress and
reduce well-being. The contrast between flexible and conventional systems underscores
the importance of autonomy in fostering WLB, with flexible arrangements enabling
employees to integrate personal and professional responsibilities more harmoniously,
ultimately boosting motivation and performance.

Work-Life Balance

for Employee
Productivity

1699




Work-Life Balance
for Employee
Productivity

1700

High workloads were identified as a significant barrier to WLB, negatively impacting
participants’ mental health and productivity. A 28-year-old financial analyst expressed
that frequent work carried home prevented true rest, even on weekends. This sentiment
reflects Beheshtifar and Omidvar (2013) findings that excessive job demands lead to
burnout and decreased productivity. Participants reported that heavy workloads created
a sense of being trapped in an unhealthy work rhythm, with constant pressure to meet
deadlines or targets. Maslach and Leiter (2016) argue that such pressure reduces
motivation and job satisfaction, a pattern evident among participants in conventional
settings, such as a 29-year-old marketing staff member who faced high sales targets. The
mental toll of overwork often spilled into personal life, limiting time for recovery or
family, which further exacerbated stress. These findings highlight the need for
organizations to manage workloads effectively, ensuring employees have opportunities
for rest and recovery to maintain long-term well-being and performance.

Company support and flexible policies were pivotal in facilitating WLB, with some
participants benefiting from progressive organizational practices. A 32-year-old
multinational consultant noted that a flexible leave policy significantly helped in
managing time with family. This supports Allen et al. (2013) findings that flexible policies
reduce stress and improve well-being. Participants in hybrid or remote settings often cited
supportive policies, such as flexible hours or remote work options, as key to achieving
balance. However, not all workplaces were supportive, with some participants noting a
culture that prioritized physical presence. A 29-year-old legal employee observed that
flexible working hours were perceived as unproductive in their office, with physical
absence often equated to less dedication. Kelliher and Anderson (2010) note that
traditional work cultures hinder the effectiveness of flexible policies, creating social
pressures that undermine WLB efforts. These findings emphasize that formal policies
must be paired with a supportive culture to enable employees to utilize flexibility without
fear of career repercussions, fostering both well-being and productivity.

The impact of WLB on productivity was a recurring theme, with participants who
achieved balance reporting higher motivation, innovation, and job satisfaction. A 33-year-
old project manager stated that a good balance between work and personal life increased
motivation and improved performance. This aligns with Grawitch et al. (2010) findings
that WLB enhances employee engagement and productivity. Participants in flexible work
systems, such as a 36-year-old IT engineer, reported improved focus and creativity due to
reduced stress. Conversely, those experiencing imbalance, like a 31-year-old IT engineer,
noted that exhaustion and stress significantly reduced productivity. Sonnentag and Fritz
(2015) emphasize the importance of mental recovery for sustaining productivity, a process
hindered by excessive workloads or lack of flexibility. The stark contrast between
balanced and imbalanced employees underscores the need for organizations to prioritize
WLB to enhance performance. By fostering environments that support mental recovery
and autonomy, companies can cultivate a workforce that is more productive, loyal, and
engaged.

The findings collectively highlight that WLB is not solely about time management but
involves a complex interplay of flexibility, workload management, and organizational
support. Participants in hybrid or remote settings consistently reported better WLB
outcomes compared to those in conventional systems, aligning with Bloom et al. (2015)
findings on the benefits of flexible work arrangements. However, challenges such as high
workloads and unsupportive cultures remain significant barriers, particularly in
traditional workplaces. Table 1 illustrates these disparities, showing how participants in
conventional settings, like the healthcare manager or manufacturing employee, faced
greater WLB challenges than those in flexible systems. These insights reinforce the need
for organizations to implement flexible policies and foster cultures that prioritize
employee well-being. By addressing workload pressures and promoting autonomy,
companies can mitigate stress and burnout, enhancing both individual and organizational
outcomes. This study provides a nuanced understanding of WLB, offering actionable



recommendations for creating supportive work environments that optimize productivity
and employee satisfaction in Indonesia’s diverse workforce.

DISCUSSION

This study’s findings confirm that work flexibility significantly shapes employees’
ability to manage work and personal life, particularly for those in hybrid or remote settings
who reported higher satisfaction and reduced stress. Participants with greater schedule
control could allocate time for family, hobbies, or self-care, aligning with Kossek et al.
(2014) assertion that flexible work arrangements reduce work-related stress and boost
engagement. However, the study also reveals that flexibility alone is insufficient without
a supportive organizational culture, as some participants faced social pressures to remain
constantly available, undermining WLB benefits. This highlights the need for
organizations to foster environments that genuinely support autonomy and boundary-
setting to maximize the positive effects of flexible policies.

High workloads emerged as a primary obstacle to WLB, with participants reporting
that excessive company expectations often spilled into personal time, leading to stress and
burnout. This finding resonates with Barron (2012) observation that heavy workloads
create conflicts between work and personal life, resulting in mental exhaustion.
Employees in conventional settings, such as manufacturing or healthcare, faced particular
challenges due to rigid schedules and long hours, which limited their ability to recover
mentally. Chung and van der Lippe (2020) note that even in organizations offering flexible
policies, an “always-on” culture can negate their benefits if employees feel compelled to
respond to work demands outside regular hours. Participants in this study who
experienced such pressures reported lower motivation and productivity, underscoring the
importance of workload management as a critical component of effective WLB strategies.
Organizations must address these demands by setting realistic expectations and providing
resources for mental recovery to prevent burnout.

Participants also highlighted the role of individual strategies in achieving WLB, such
as setting clear boundaries between work and personal time or using technology to
enhance work efficiency. Brough et al. (2014) argue that employees who proactively
manage these boundaries experience better psychological well-being, a pattern evident
among participants who prioritized personal time. For instance, some employees used
time-blocking techniques or turned off work notifications after hours, which helped them
disconnect and recharge. However, the effectiveness of these strategies often depended on
organizational support, as unsupportive cultures created pressures to prioritize work over
personal life. Sonnentag and Fritz (2015) emphasize that mental recovery is essential for
sustaining productivity, and this study’s findings suggest that combining individual efforts
with supportive policies enhances WLB outcomes. Companies that encourage boundary-
setting and provide tools for efficient work management can empower employees to
achieve balance without sacrificing performance.

The implications of these findings are significant for both organizations and employees
in Indonesia’s evolving work landscape. Companies should implement flexible work
policies, such as hybrid schedules or compressed workweeks, while fostering cultures that
value well-being over constant availability. Training programs on boundary management
and mental health resources can further support employees in navigating WLB
challenges. For employees, adopting proactive strategies like time management and
leveraging technology can enhance personal well-being. Future research should explore
how digital tools and Al-driven work systems can be optimized to support WLB without
compromising autonomy, ensuring organizations remain competitive while fostering a
motivated, productive workforce.

CONCLUSION

This study underscores that work-life balance (WLB) extends beyond simply dividing
time between professional and personal responsibilities, focusing instead on the
harmonious integration of these domains to enhance employee well-being and
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productivity. The findings reveal that work flexibility, organizational support, and
effective workload management are critical drivers of WLB, enabling employees to
achieve higher job satisfaction, motivation, and performance. Employees who
successfully balance work and personal life report reduced stress and increased
engagement. Conversely, imbalances lead to stress, burnout, and diminished motivation,
as excessive workloads and rigid schedules hinder mental recovery. These insights
highlight the need for organizations to prioritize flexible policies and supportive cultures
to optimize both individual and organizational outcomes in Indonesia’s diverse
workforce.

The implications of these findings are significant for organizations aiming to enhance
employee well-being and productivity. Companies should adopt flexible work
arrangements, such as hybrid models, and foster cultures that support boundary-setting to
prevent burnout. However, the study’s limitations include a small sample of 12
participants, which may not fully represent WLB dynamics across all industries and job
levels, and its qualitative nature, which limits generalizability. External factors, such as
government policies or technological impacts, were not deeply explored, potentially
overlooking broader influences. Future research should employ mixed-methods
approaches to combine quantitative and qualitative data for more robust findings.
Expanding the scope to include diverse industries, job levels, and cultural factors, as well
as investigating the role of Al-driven work systems, could further illuminate WLB
dynamics. By implementing adaptive policies and supporting employee-driven strategies,
organizations can cultivate a motivated, loyal workforce while addressing these research
gaps.
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