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Abstract: Generation Z students enrolled in the weekend regular program at Pelita Bangsa University
often face challenges in maintaining a proper work-life balance due to the dual burden of studying
and working. This generation has unique expectations related to work flexibility and career develop-
ment opportunities. However, these expectations are frequently constrained by limited institutional
facilities and support systems, which can negatively impact their job satisfaction. This study aims to
analyze the role of work-life balance, work flexibility, and career development in improving job satis-
faction among Generation Z employees. A quantitative research method was employed, utilizing the
IBM SPSS 29.0.0.0 application for data analysis. Data were collected through a combination of ob-
servation, literature review, and the distribution of questionnaires to 38 students from Pelita Bangsa
University’s Agtibusiness weekend program who also work while studying. The results of the study
indicate that work-life balance has a significant influence on job satisfaction, with a p-value of less
than 0.001, showing a strong correlation. Work flexibility also contributes significantly, with a p-value
of 0.002, and career development is likewise significant with a p-value of less than 0.001. These find-
ings suggest that each of the three independent variables—work-life balance, work flexibility, and
career development—has a statistically significant and positive effect on job satisfaction, both partially
and simultaneously.In conclusion, Generation Z employees benefit significantly from balanced work
and study environments, adaptable work arrangements, and clear opportunities for career progression.
Organizations and academic institutions should collaborate to provide greater support and resources
to help this generation meet their educational and professional goals. By addressing these factors, job
satisfaction among Generation Z workers can be improved, leading to better performance, motiva-

tion, and overall well-being.
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1. Introduction

Generation Z grew up in an environment full of advanced technological advance-
ments and formed their unique characteristics in working. The use of advanced technology
has formed the typical characteristics of generation Z, including in the way they communi-
cate, learn, and interact with the wotld around them. Generation Z is also known as iGen-
eration/Post-Millennials. Generation Z is the generation born between 1996-2010 [1]. Uni-
versitas Pelita Bangsa is one of the universities that currently has students who are mostly
from generation Z. In addition, Universitas Pelita Bangsa also has three categories of class
programs, namely the regular morning program, the regular evening program, and the regular
weekend program. In the regular weekend program class, there are many students who study
while working. Regular weekend program students at Pelita Bangsa University are the sub-
jects in this study. The subjects were taken because regular weekend program students are a
representation of individuals who mostly work while continuing their education. These stu-
dents face challenges in balancing work, study, and personal life. With the workload and
study, they need the right strategy to maintain a balance between work, education, and per-
sonal life (work life balance). According to |2] work life balance is a condition in which a
worker has a good balance between individual life and work in the office. Work life balance
and job satisfaction are the main issues that must be considered by superiors in dealing with
a workforce dominated by the younger generation such as generation Z [3]. Career develop-
ment is also an important issue for generation Z, because they tend to have a dynamic career
orientation and expect rapid professional growth. This factor contributes to employee pet-
ceptions of their workplace and affects their level of job satisfaction. In addition, work flex-
ibility is also one aspect to increase employee job satisfaction. Especially the work schedule
that has an impact on increasing job satisfaction [4]. Job satisfaction is a feeling that makes
workers love their jobs and give a positive assessment of their work environment [2].

Based on the research results from [5] there is a significant influence on work life
balance on job satisfaction. According to the analysis findings from [6] it shows that work
life balance has a positive and substantial influence on employee job satisfaction. The more
work life balance felt by employees, the greater their satisfaction with their work. Moving on
from work life balance, there are analytical findings from [6] which state that there is a pos-
itive influence of work flexibility on employee job satisfaction. According to research results
from [7] shows that work flexibility also has a good and significant effect on employee job
satisfaction. Work flexibility can produce a more supportive work environment, which can
ultimately increase employee job satisfaction. In the last variable, namely career development,
there is a study conducted by [8] which shows that career development has a significant
effect on job satisfaction. According to research by [9] also obtained significant results and
partially, career development has an effect on employee job satisfaction. Career development
is one of the major factors of job satisfaction felt by employees because it is considered
important to move to the next career level and can provide opportunities for employees to
be more successful.

This study aims to analyze the role of work life balance, work flexibility, and career
development in increasing job satisfaction of generation Z employees in regular weekend
program students at Pelita Bangsa University, both partially and simultaneously. This study
has 4 assumptions that will be used as hypotheses in this study. H1: it is suspected that the
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role of work life balance can increase job satisfaction of generation Z employees in regular
weekend program students at Pelita Bangsa University, where this hypothesis is supported
by the findings of [10] and [11]. H2: it is suspected that work flexibility can increase job
satisfaction of generation Z employees in regular weekend program students at Pelita Bangsa
University, where this hypothesis is supported by the findings of [12] and [13]. H3: It is
suspected that career development can increase the job satisfaction of Generation Z em-
ployees in regular weekend program students at Pelita Bangsa University, where this hypoth-
esis is supported by the findings of [14] and [15]. H4: it is suspected that the role of work-
life balance, work flexibility, and career development can increase job satisfaction of gener-
ation Z employees in regular weekend program students at Pelita Bangsa University, where
in this hypothesis there has never been a study that directly examines the influence of work-
life balance, work flexibility, and career development simultaneously on job satisfaction. Ex-
isting research more often focuses on two of the three variables or relates them to job satis-
faction, but does not combine the three variables in one comprehensive study. Therefore,
this study can be considered as the first to explore the relationship between the three varia-
bles simultaneously, and provides a new contribution to the literature on human resource
management, especially in the context of job satisfaction.

Based on theory and also direct observation, as well as the results of previous studies,
that to increase employee job satisfaction, strategies are needed such as paying attention to
work-life balance, work flexibility especially work schedules, and career development. Based
on the problems that occur and with several previous studies, the author is interested in
conducting research entitled "The Role of Work Life Balance, Work Flexibility, and Career
Development on Job Satisfaction of Generation Z Employees" This research is expected to
provide insight into the relationship between the three factors, namely the role of work life
balance, work flexibility, and career development with job satisfaction and help companies
in designing policies that are more in line with the expectations and needs of generation Z

employees.

2. Method

This study uses a quantitative research method. A research method based on the
philosophy of positivism which is used to study a certain population or sample with a ran-
dom sampling method and a data collection method using research instruments and for data
analysis is quantitative or statistical in nature with the aim of testing the established hypoth-
esis [16]. The data collection methods used in this study are as follows:

1. Observation, namely researchers conduct direct observation at Pelita Bangsa Uni-
versity.

2. Literature study, namely researchers collect, read, and analyze information from
relevant written sources.

3. Questionnaire, namely researchers collect data by distributing a series of written
statements with a measurement scale used is the Likert scale (1-5) which can be
used to measure respondents' petceptions of each variable with a value weight in
each statement.

According to [17] the sampling method is a simple method to select each member

of the population randomly and is expected to represent the target population with high



International Journal of Economics and Management Research 2025 (December), vol. 4, no. 3, Sholekha, et al. 184 of 193

accuracy. The number of samples taken in this study was 150 students from the total number
of regular weekend program students at Pelita Bangsa University who must be confirmed as
generation Z. The data analysis method in this study uses a data processing tool in the form
of computer software, namely IBM SPSS Statistics version 29.0.0.0 for hypothesis testing
which is carried out in 5 (five) stages, namely instrument quality testing, classical assumption
testing, multiple linear regression testing, hypothesis testing, determination coefficient test-

ing (adjusted R square).

3. Results and Discussion
Respondent Profile

This study used a sample of 150 (one hundred and fifty) respondents who were
generation Z employees and regular weekend program students at Pelita Bangsa University.
Of the 150 respondents, 36 respondents were male and 114 respondents were female. Each
has a percentage of 24% for men and 76% for women. The profile of respondents based on
their last educational history is that 123 respondents have a last educational history of high
school/vocational school and the rest, 27 respondents have a last educational history of S1.
Each has a percentage of 82% for high school/vocational school and 18% for S1. The profile
of respondents based on their length of service is that 16 respondents have a work period
of <1 year, 107 respondents have a work period of between 1-5 years, and 27 respondents
have a work period > 5 years. Each has a percentage of 11% for a work period of < 1 year,

71% for a work period of 1-5 years, and 18% for a work period > 5 years.

Instrument Quality Testing

Validity Test
Table 1. Validity Test Results
Indicator Focomt R table Sig. Deescription
Work Life Balance (31

Hi1 0,653 0,1603 0001
Valid

Xiz 0,585 01603 0001
Walid

X13 0,637 0,1603 0001
Valid

Hi14 0,660 0,1603 0001
Valid

13 0,676 01603 0001
Walid

16 0,700 01803 0001
Valid

X17 0,530 01803 0001
Valid
Work Flexdhility (30I)

k] 0,702 01603 0001
Walid

Xz 0,634 01603 0001 ||

Walid

H23 0,590 0,1803 0001
Valid

T4 0,717 01603 0001
Walid

I13 0,767 01603 0001
Walid

HiE 0,741 01803 0001
Valid

HaT 0,754 0,1603 0001
Valid

g 0,787 0,1603 0001
Walid
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AFEEY LISTEITERT | L]
X 0,599 01603 0,00
Vasd
I 0,721 01603 0,00
Vasd
R 0,783 01603 0,00
Vasd
4 0,726 01603 0,00
Vasd
i 0,73 01603 0,00
Vasd
3 0,759 01603 0,00
Vasd
T 0,510 01603 0,00
Vasd
E 0,720 01603 0,00
Vasd
p X 0,320 01603 0,00
Vasd
3510 0,736 01603 0,00
Valid
Jok Safisfction (¥
T 0,851 01603 0,00
Vasd
I 0,702 01603 0,00
Vasd
T 0,730 01603 0,00
Vasd
T4 0,754 01603 0,00
Vasd
= 0,742 01603 0,00
Vasd
e 0,712 01603 0,00
Vasd
i 0,592 01603 0,00
Vasd
TE 0,741 01603 0,00
Vasd
F] 0,708 01603 0,00
Vasd
Fio 0,72 01603 0,00
Vasd
Y1 0,756 0,603 0001
Vabd
Y12 0,701 04603 00N
Vaid
Y13 0,719 02603 000
Vaid
Y14 0713 01603 000
Vaid
Y15 0673 01603 00N
Vaid

Source: SPSS 29 output, data processed by researchers (2025)

Based on the data in table 3.1 above, it is known that the results of the validity test

of all indicators of the work life balance variable (X1), work flexibility (X2), career

development (X3), and job satisfaction (Y), have met the criteria, namely the correlation

coefficient value (r count) is greater than the critical correlation coefficient value (r table).

With a significant value obtained of 0,001, it means that all indicators have a significant level

< 0,05. Thus, it can be concluded that the instrument in this study is declared valid for use

in further research and analysis.
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Reliability Test
Table 2 Reliability Test Results
Variable N of Items Cronbach’s Alpha Description
Work Life Balance 7 0,854 Reliabel
Work Flexibility 8 0,923 Reliabel
Career Development 10 0,930 Reliabel
Job Satisfaction 15 0,939 Reliabel

Source: SPSS 29 output, data processed by researchers (2025)

Based on the data in table 3.2 above, it can be concluded that all instruments from
the work life balance variable (X1) of 0,854, work flexibility (X2) of 0,923, career
development (X3) of 0,930, and job satisfaction (Y) of 0,939, have a Cronbach's Alpha value
greater than 0,60 so that they are declared reliable and can be used in further research and

analysis.

Classical Assumption Testing
Normality Test
Table 3 Normality Test Results

One-Sample Kolmogorov-Smirnov Test

Unstandardized Residual

N 150
Normal ParameterssP Mean 0,0000000
Std. Deviation 2,18370525

Most Extreme Differences | Absolute 0,064
Positive 0,063

Negative -0,064

Test Statistic 0,064
Asymp. Sig. (2-tailed)e ,2004

a. Test distribution is Normal.

b. Calculated from data.

c. Lilliefors Significance Correction.

d. This is a lower bound of the true significance.

Soutrce: SPSS 29 output, data processed by researchers (2025)

Based on the data in table 3.3 above, it is known that the significant value of the
normality test results with the One-Sample Kolmogorov-Smirnov Test is obtained at 0,200,
which is greater than 0,05, so it can be stated that the residual data is normally distributed.
This result indicates that the sample data of the research variables comes from a normally

distributed population, so that the normality assumption is met.
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Multicollinearity Test
Table 4 Multicollinearity Test Results
Coefficients?
Model Unstandardized | Standardized t Sig. Collinearity
Coefficients Coefficients Statistics
B Std. Beta Tolerance | VIF
Error
1 | (Constant) 4,412 1,619 2,725 | 0,007
Work Life 0,401 0,094 0,182 4,282 | 0,000 0,321 | 3,119
Balance
Work 0,195 0,062 0,130 3,119 | 0,002 0,337 | 2,969
Flexibility
Career 0,971 0,065 0,694 14,842 | 0,000 0,266 | 3,760
Development
a. Dependent Variable: Job Satisfaction

Source: SPSS 29 output, data processed by researchers (2025)

Based on the data in table 3.4 above, It is known that the three independent variables,
namely work life balance (X1) have a Tolerance value of 0,321 > 0,1 and a VIF value of
3,119 < 10, work flexibility (X2) has a Tolerance value of 0,337 > 0,1 and a VIF value of
2,969 < 10, and career development (X3) has a Tolerance value of 0,266 > 0,1 and a VIF
value of 3,760 < 10, so it is stated that the regression model does not have a correlation
between the independent variables (X1, X2, X3) and is free from symptoms of

multicollinearity.

Heteroscedasticity Test

Table 5 Heteroscedasticity Test Results

Coefficients?
Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta

1 | (Constant) 3,783 1,034 3,661 | 0,000
Work Life Balance -0,034 0,060 -0,081 -0,561 | 0,575
Work Flexibility -0,017 0,040 -0,061 -0,435 | 0,664
Career -0,013 0,042 -0,048 -0,304 | 0,762
Development

a. Dependent Variable: ABS_RES

Source: SPSS 29 output, data processed by researchers (2025)

Based on the data in table 3.5 above, it is known that the independent variables with
absolute residual (Abs-Res), namely the work life balance variable (X1) has a significant value
of 0,575, work flexibility (X2) has a significant value of 0,664, and career development (X3)
has a significant value of 0,762. So, it can be concluded that the three independent variables
(X1, X2, X3) have significant values greater than 0,05 so that it can be stated that there is no

heteroscedasticity symptom.
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Multiple Linear Regression Testing
Table 6 Multiple Linear Regression Test Results

Coefficients?
Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta

1 | (Constant) 4,412 1,619 2,725 | 0,007
Work Life Balance 0,401 0,094 0,182 4,282 | 0,000
Work Flexibility 0,195 0,062 0,130 3,119 | 0,002
Career 0,971 0,065 0,694 14,842 | 0,000
Development

a. Dependent Variable: Job Satisfaction

Source: SPSS 29 output, data processed by researchers (2025)

Based on the data in table 3.6 above, it is known that the results of the multiple
linear regression test obtained a coefficient value for the work life balance variable (b1) of
0,401, a work flexibility coefficient (b2) of 0,195, and a career development coefficient (b3)
of 0,971 with a constant coefficient value (a) of 4,412. From these data, the multiple linear
regression equation model is obtained as follows:

Y=a+blxl+b2x2+b3x3

Y = 4,412 + 0,401 x1 + 0,195 x2 + 0,971 x3

Description:

Y = Dependent variable (Job Satisfaction)

X1 = Independent variable (Work Life Balance)

X2 = Independent variable (Work Flexibility)

X3 = Independent variable (Career Development)

a = Constant value (Constant)

b1, b2, b3 = Regression coefficient
The multiple linear regression equation model has the following meaning;:

1. The constant coefficient value (a) of 4,412 indicates that if all independent variables,
namely work life balance, work flexibility, and career development are considered not to
contribute (zero value), then the predicted level of employee job satisfaction is 4,412
points.

2. The regression coefficient of the work life balance variable (b1) of 0,401 indicates that
every 1 unit increase in work life balance will increase job satisfaction by 0,401 points,
assuming other variables are constant. This value shows a positive and unidirectional
influence, meaning that the better the work life balance, the level of employee job
satisfaction also tends to increase.

3. The regression coefficient of the work flexibility variable (b2) of 0,195 indicates that
every 1 unit increase in work flexibility will increase job satisfaction by 0,195 points,
assuming other variables are constant. This shows that work flexibility has a positive
influence on employee job satisfaction.

4. 'The regression coefficient of career development variable (b3) of 0,971 indicates that

every 1 unit increase in career development will increase job satisfaction by 0,971 points,
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assuming other variables remain constant. This value also shows a positive and strong
relationship, so that career development plays an important role in increasing employee

job satisfaction.

Hypothesis Testing
t-Test (Partial)
Table 7 Results of t-Test (Partial)
Coefficients?
Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
1 | (Constant) 4,412 1,619 2,725 | 0,007
Work Life Balance 0,401 0,094 0,182 4,282 | 0,000
Work Flexibility 0,195 0,062 0,130 3,119 | 0,002
Career 0,971 0,065 0,694 14,842 | 0,000
Development
a. Dependent Variable: Job Satisfaction

Source: SPSS 29 output, data processed by researchers (2025)
Based on the data in table 3.7 above, it is known that the results of the t-test (partial)
in this study are as follows:
1. The Effect of Work Life Balance (X1) on Job Satisfaction (Y)
Based on the results of partial calculations, the work life balance variable has a
significant value of <0,001, which is smaller than 0,05, and the regression coefficient has
a positive value of 0,401. The calculated t value obtained is 4,282, which is greater than
the t table of 1,97635. Based on these results, the null hypothesis (HO) is rejected and
the alternative hypothesis (Ha) which states that "there is a partial influence between the
Work Life Balance variable (X1) on the Job Satisfaction vatiable (Y)" is declared
accepted.
2. The Effect of Work Flexibility (X2) on Job Satisfaction (Y)
Based on the results of partial calculations, the work flexibility variable has a
significant value of 0,002, which is smaller than 0,05, and the regression coefficient has
a positive value of 0,195. The calculated t value obtained is 3.119 which is greater than
the t table of 1,97635. Based on these results, the null hypothesis (HO) is rejected and
the alternative hypothesis (Ha) which states that "there is a partial influence between the
Work Flexibility variable (X2) on the Job Satisfaction vatiable (Y)" is declared accepted.
3. The Effect of Career Development (X3) on Job Satisfaction (Y)
Based on the partial calculation results, the career development variable has a
significant value of <0,001, which is smaller than 0,05, and the regression coefficient has
a positive value of 0,971. The calculated t value obtained is 14,842, which is greater than
the t table of 1,97635. Based on these results, the null hypothesis (HO) is rejected and
the alternative hypothesis (Ha) which states that "there is a partial influence between the
Career Development variable (X3) on the Job Satisfaction variable (Y)" is declared

accepted.
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F Test (Simultaneous)
Table 8 F Test Results (Simultaneous)

ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 | Regression 7648,317 3 2549,439 | 523,870 | <,001P
Residual 710,517 146 4,867
Total 8358,833 149
a. Dependent Variable: Job Satisfaction
b. Predictors: (Constant), Career Development, Work Flexibility, Work Life Balance

Source: SPSS 29 output, data processed by researchers (2025)

Based on the data in table 3.8 above, it is known that the calculated F value is
523,870 which is greater than the F table of 2,67 with a significant value of <0,001 which is
less than 0,05, so it can be concluded that the regression model is significant simultaneously.
Based on these results, the null hypothesis (HO) is rejected and the alternative hypothesis
(H1) which states that "the three independent variables, namely the Work Life Balance
variable (X1), Work Flexibility (X2), and Career Development (X3) have a significant

influence simultaneously on the Job Satisfaction variable (Y)" is declared accepted.

Determination Coefficient Testing (Adjusted R Square)

Table 9 Results of Determination Coefficient Test

Model Summary®
Model R R Square Adjusted R Square Std. Error of the Estimate

1 9572 0,915 0,913 2,206

a. Predictors: (Constant), Career Development, Work Flexibility, Work Life Balance

b. Dependent Variable: Job Satisfaction

Source: SPSS 29 output, data processed by researchers (2025)

Based on the data in table 3.9 above, it is known that the Adjusted R Square value
is 0,913 indicating that 91,3% of the variation in the dependent variable, namely job
satisfaction (Y) can be explained by the three independent variables, namely work life balance
(X1), work flexibility (X2), and career development (X3). This value shows that the
regression model is very strong in explaining job satisfaction based on the three independent
variables. The remaining 8,7% is explained by other variables that are not included in the

regression model.

Discussion
Based on the results of testing and data processing carried out by the author using
the IBM SPSS 29.0.0.0 application, the following are the final conclusions obtained for each
hypothesis in this study:
1. The Effect of Work Life Balance (X1) on Job Satisfaction (Y)
The results in this study indicate that the Work Life Balance (X1) variable has a
positive and significant partial effect on Job Satisfaction (Y) of generation Z employees

in regular weekend program students at Pelita Bangsa University. The results based on
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the regression test show that the work life balance variable has a positive regression
coefficient of 0,401. The results based on the t-test (partial) show a t-statistic value for
the work life balance variable of 4,282 > 1,97635 with a significant value of <0,001 <
0,05 so that the H1 is declared significant, meaning Hy is rejected and H, is accepted.

2. The Effect of Work Flexibility (X2) on Job Satisfaction (Y)

The results of this study indicate that the Work Flexibility variable (X2) has a
positive and significant partial effect on Job Satisfaction (Y) of generation Z employees
in regular weekend program students at Pelita Bangsa University. The results based on
the regression test show that the work flexibility variable has a positive regression
coefficient of 0,195. The results based on the t-test (partial) show the t-statistic value for
the work flexibility variable is 3,119 > 1,97635 with a significant value of 0,002 < 0,05

so that the H2 is declared significant, meaning Hy is rejected and H, is accepted.

3. The Effect of Career Development (X3) on Job Satisfaction (Y)

The results of this study indicate that the Career Development variable (X3) has
a positive and significant partial effect on Job Satisfaction (Y) of generation Z employees
in regular weekend program students at Pelita Bangsa University. The results based on
the regression test show that the career development variable has a positive regression
coefficient of 0,971. This means that career development is the strongest and most
dominant variable in increasing job satisfaction. The results based on the t-test (partial)
show a t-statistic value for the career development variable of 14,842 > 1,97635 with a
significant value of <0,001 < 0,05 so that the H3 is declared significant, meaning Hy is

rejected and H, is accepted.

4. The Effect of Work Life Balance (X1), Work Flexibility (X2), and Career
Development (X3) on Job Satisfaction (Y)

The results of this study indicate that the variables Work Life Balance (X1), Work
Flexibility (X2), and Career Development (X3) have a significant simultaneous effect on
Job Satisfaction (Y) of generation Z employees in regular weekend program students at
Pelita Bangsa University. The results based on the F test (simultaneous) show a
calculated F value of 523,870 > 2,67 with a significant value of <0,001 < 0,05 so that
the H4 is declared significant, meaning Hy is rejected and H; is accepted. This means
that the overall regression model is valid and suitable for use to explain job satisfaction
in generation Z student workers. The results of the determination coefficient test show
an adjusted R square value of 0,913, which means that 91,3% of the variation in job
satisfaction can be explained by the three variables simultaneously, which is classified as

very strong.

5. Conclusion

Based on the findings of the research results and discussions that have been de-
scribed in the previous chapter, the researcher can draw the following conclusions:
1. Work life balance has a significant positive effect partially on the job satisfaction of gen-

eration Z employees in regular weekend program students at Pelita Bangsa University.
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2. Work flexibility has a significant positive effect partially on the job satisfaction of gen-
eration Z employees in regular weekend program students at Pelita Bangsa University.

3. Career development has a significant positive effect partially on the job satisfaction of
generation Z employees in regular weekend program students at Pelita Bangsa Univer-
sity.

4. Work life balance, work flexibility, and career development have a significant influence
simultaneously on the job satisfaction of generation Z employees in regular weekend

program students at Pelita Bangsa University.

REFERENSI
[1] Bayu, M., Putro, S., Wajdi, F., & Universitas Muhammadiyah Surakarta. (2024). The influence of work-life

balance and work ethic on employee performance with job satisfaction as an intervening variable. Management
Studies and Entreprenenrship Journal, 5(1), 2651-2659.

[2] Fadila, R., & Rezeki, F. (2023). Pengaruh fleksibilitas kerja, kompensasi dan iklim ketja terhadap kepuasan kerja
driver Grabbike Cikarang Utara Kabupaten Bekasi. [Jurnal Administrasi dan Manajemen, 14(3), 118-124.
https://doi.org/10.52643 /jam.v13i2.3158

[3] Handayani, R., & Puji Astuti, E. (2023). Pengaruh kerja sama tim dan pengembangan karir terhadap kepuasan
kerja karyawan PT. Komindo Bizolusi Jakarta Pusat. Scientific Journal of Reflection: Economic, Accounting, Manage-
ment and Business, 6(4), 774-781. https://doi.org/10.37481/sjr.v6i4.738

[4] Hartner-Tiefenthaler, M., Mostafa, A. M. S., & Koeszegi, S. T. (2023). The double-edged sword of online
access to work tools outside work: The relationship with flexible working, work interrupting nonwork be-
haviors and job satisfaction. Frontiers m Public Health, 10(1), 1-12.
https://doi.org/10.3389 /fpubh.2022.1035989

[5] Hidayah, N. (2024). Pengaruh dukungan organisasi, pengembangan karir terhadap kepuasan kerja dan turnover
intention pada karyawan operasional PT. CRS (Siantar Top Group, Tbk). Economie: Jurnal Iinmn Ekonomi, 5(2),
16-42. https://doi.org/10.30742/economie.v5i2.3598

[6] Mariana, T., Pranitasari, D., Prastuti, D., Hermastuti, P., & Saodah, N. S. (2024). Pengaruh beban ketja,
pengembangan karir, serta pelatihan kerja terhadap kepuasan kerja karyawan PT Bank Mandiri (Persero)
Tbk. 72(1), 2356-0304.

[7] Maturbongs, Y. H. (2023). Generasi Z: Tantangan & harapan di era digital. TarFomedia, 4(2), 15-20.

[8] Nuurramadhan, F. F., Darmastuti, I., Ekonomi dan Bisnis, & Universitas Diponegoro. (2024). Hubungan kese-
imbangan kehidupan kerja, lingkungan kerja fisik dan kinerja karyawan dengan kepuasan kerja sebagai vari-

abel mediasi: Studi empiris PT Pos Indonesia Persero, 7(1), 18—46.

[9] Putra, A. P., Satoto, E. B., & Sanosra, A. (2024). Analisis pengaruh fleksibilitas kerja dan kepemimpinan trans-
formasional terhadap kinerja adaptif melalui kepuasan kerja sebagai variabel intervening. BUDGETING:
Journal of Business, Management and Acconnting, 5(2), 707-720. https://doi.org/10.31539 /budgeting.v5i2.9374

[10] Ratnasih, C., Murti, W., & Winardi, W. (2023). Pengaruh pengembangan karier dan lingkungan ketja terhadap
kepuasan kerja dan dampaknya terhadap produktivitas karyawan studi kasus pada PT Angkasa Pura 1
(Persero). Jurnal Manajemen FE-UB, 11(2), 23—40.


https://doi.org/10.52643/jam.v13i2.3158
https://doi.org/10.37481/sjr.v6i4.738
https://doi.org/10.3389/fpubh.2022.1035989
https://doi.org/10.30742/economie.v5i2.3598
https://doi.org/10.31539/budgeting.v5i2.9374

International Journal of Economics and Management Research 2025 (December), vol. 4, no. 3, Sholekha, et al. 193 of 193

[11] Rustamana, A., Wahyuningsih, P., Azka, M. F., & Wahyu, P. (2024). Penelitian metode kuantitatif. Szzdoro
Cendikia Pendidikan, 5(6), 1-10.

[12] Siregar, I. R., Ardi, A., & Berlianto, M. P. (2023). Pengaruh kepemimpinan transformasional, lingkungan kerja
dan work-life balance terhadap kepuasan kerja pegawai Kantor Imigrasi Kelas I TPI Jakarta Timur. Syntax
Literate: Jurnal Ilmiah Indonesia, 8(5), 3295-3308. https://doi.org/10.36418/syntax-literate.v8i5.11890

[13] Sitorus, T. H., & Siagian, H. L. (2023). Beban kerja dan fleksibilitas kerja terhadap kepuasan kerja dengan
motivasi sebagai pemediasi. Journal of Management and  Business  (JOMB), 5(2), 1182-1194.
https://doi.org/10.31539 /jomb.v5i2.6558

[14] Sofyan, P., & Elmi, F. (2024). Pengaruh fleksibilitas kerja dan work life balance dengan pelatihan kerja sebagai
variabel moderasi terhadap kepuasan kerja konsultan di DKI Jakarta. Jurmal Akuntansi, Manajemen, dan
Perencanaan Kebijakan, 2(1), 1-21. https://doi.org/10.47134 /jampk.v2i1.416

[15] Syahputra Darmawan, D., & Dwirianto, S. (2023). Pengaruh beban kerja dan work life balance terhadap
kepuasan kerja karyawan PT. Sabda Maju Bersama Pekanbaru. Jurmal Ekonomi Manajemen Bisnis Syariah dan
Teknologi, 2(2), 160—-174. https://doi.org/10.62833 /embistek.v2i2.37

[16] Syaputra, A. (2022). Implementasi metode random sampling pada animasi motion graphic herbisida dan fun-
gisida. Jurnal Sisfokom (Sistem Informasi dan Komputer), 11(2), 142-147.
https://doi.org/10.32736/sisfokom.v11i2.1370

[17] Waworuntu, E. C, Kainde, S. J. R., & Mandagi, D. W. (2022). Work-life balance, job satisfaction and perfor-
mance among millennial and Gen Z employees: A systematic review. Socety, 10(2), 384-398.
https://doi.org/10.33019/society.v10i2.464



https://doi.org/10.36418/syntax-literate.v8i5.11890
https://doi.org/10.31539/jomb.v5i2.6558
https://doi.org/10.47134/jampk.v2i1.416
https://doi.org/10.62833/embistek.v2i2.37
https://doi.org/10.32736/sisfokom.v11i2.1370
https://doi.org/10.33019/society.v10i2.464

