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ABSTRACT

Keywords: This study examines the effect of flexible work systems,
flexible work system; workload, work ability, job satisfaction, employee
workload; employability; engagement, and job stress on employee performance. The
job satisfaction; employee goal is to gain a comprehensive understanding of how these
engagement factors interrelate and affect overall employee performance

within the organization. This study uses a quantitative
survey method approach to collect data from a sample of
employees at PT Mecoindo. Quantitative analysis involves
statistical techniques such as regression analysis and
correlation analysis to explore the relationship between the
independent variable (flexible work system, workload, work
ability, job satisfaction, employee engagement, and job
stress) and the dependent variable (employee performance).
The findings show that flexible work systems positively
affect employee performance. In addition, workloads at
moderate levels can improve employee performance. Job
satisfaction was identified as a significant predictor of
employee performance. Employee engagement also
emerged as a key factor. On the other hand, high levels of
job stress were found to negatively impact employee
performance, underscoring the importance of managing

stress levels in the workplace.
[eNerel
Introduction

During the COVID-19 pandemic, measures to reduce the spread of the virus
increased drastically and companies were required to implement new ways of working
(Brynjolfsson et al., 2020) (Ting, Carin, Dzau, & Wong, 2020). New ways of working
are a set of human resource management practices that give employees more flexibility,
autonomy, and freedom about when, where, and how they work (Gerards, van Wetten, &
van Sambeek, 2021) (Peters, Oppenheimer, & Kyle, 2014). Under normal circumstances
(pre-pandemic), new ways of working are known to be positively related to employee
performance outcomes such as work engagement (Gerards et al., 2021), informal learning
(Gerards et al., 2021) and intrapreneurial behavior (Gerards et al., 2021). Intrapreneurial
behavior is usually conceptualized as innovative, proactive, and risk-taking employee
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behavior (Neessen, Caniéls, Vos, & De Jong, 2019) (Rigtering & Weitzel, 2013) (Stam
& Van Straaten, 2012).

In this era of rapid technological advancement and changing work dynamics,
companies recognize the importance of fostering a healthy work-life balance and giving
employees greater autonomy over their work schedules. One form of job autonomy is
when employees can choose when, where, and how to engage in work-related tasks. The
ability to exercise this form of control for employees is at the core of flexible work
arrangements (Hill, Erickson, Holmes, & Ferris, 2010).

The demand for more flexible working arrangements is the result of societal
changes through globalization, increased competition between companies, and the
development of information technology. These changes have created somewhat reduced
boundaries in society (Chandra, 2012). One thing that makes society even more limitless
is that the line between work life and personal life has blurred. This increases the
likelihood of individuals to work remotely, called off-site, for example working from
home. This new way of working without borders is characterized by a more
individualized approach to work arrangements (Allvin, Mellner, Movitz, & Aronsson,
2013). This means that an individual's capacity to influence their specific work situation
and change work arrangements increases. It also shows that individuals have greater
personal responsibility regarding the planning and execution of job duties (Allvin et al.,
2013).

Modern organizations today seem to have a common interest in flexible work
arrangements (flexible work systems), judging by the fact that the demand for flexible
working arrangements is constantly increasing, and another reason is that it is considered
positive especially for employers and employees to adapt to this flexible work
arrangement structure (Theorell et al., 2003).

The next factor that can affect performance is workload. (Irawati & Carollina,
2017). Workload is one aspect that must be considered by every company because it can
affect activities within the company related to the completion of tasks and work of each
employee, it can also affect employee performance. Workload in quantity where the tasks
that must be done too much or little while in quality where the tasks to be done require
expertise. Physical workloads can usually be seen directly, such as fatigue, decreased
levels of worker productivity, errors that occur, and others (Wijaya, Mustika, Bulut, &
Bukhori, 2023).

If there is an imbalance between workload and work ability, it will be a source of
stress. Work ability and workload not only directly or indirectly affect employee
performance, but can also affect employee performance by mediating through work
stress. Work stress also has a direct influence on employee performance (Mahfudz, 2017).
Stress (coercion, demand, uncertainty, and importance) is a form of reaction to our
environment due to certain pressures. Not only interpreted in negative values, stress can
also mean or have a positive impact. When stress encourages individuals to bring out their
best performance (Suwarto, 2020).

Research from (Boy, 2021) states that workload is one of the factors that affect
employee performance. In employee perception, workload is an individual's assessment
of a number of demanding tasks or activities that require mental activity such as to
remember necessary things, concentrate, detect problems, cope with unexpected events
and make decisions quickly related to work and physical strength that must be completed
within a certain period of time. Furthermore, research by (Dewiyani, Rahmi, & Herlina,
2020) also states that employee workload affects employee performance.
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Management comes from the word to manage in English which means to manage,
organize, and implement. Management is a form of utilizing resources, both human
resources and other resources that are arranged in such a way as to achieve certain goals
effectively and efficiently (Hasibuan & Hasibuan, 2016). Meanwhile, Hani Handoko
(Arifin, Desrani, Ritonga, & Ibrahim, 2023) defines that "management is the process of
planning, organizing, directing, and supervising the efforts of organizational members
and the use of other organizational resources in order to achieve predetermined
organizational goals".

Previous research (Andrulli & Gerards, 2023) "How new ways of working during
COVID-19 affect employee well-being via technostress, need for recovery, and work
engagement” Online panel data collection techniques, Bootstap method for mediation
analysis, SPSS. The results showed that higher NWW levels were associated with higher
JAWS, with more positive feelings of well-being (PAWS), and fewer negative feelings
of well-being (NAWS). Many of these relationships are indirect, through reduced
technostress and the need for recovery, as well as increased work engagement.
Distinguishing separate NWW facets and their relationship to PAWS/NAWS, the results
show that facets.

Based on the background and problem formulation described above, this research
was conducted with the following objectives:

1. Analyze the effect of flexible work system on the performance of PT Mecoindo

employees

Analyze the effect of workload on the performance of PT Mecoindo employees

Analyze the effect of work ability on the performance of PT Mecoindo employees

Analyze the effect of job satisfaction on the performance of PT Mecoindo employees

Analyze the effect of employee involvement on the performance of PT Mecoindo

employees

Analyze the effect of work stress on the performance of PT Mecoindo employees

7. Analyze the simultaneous effect of flexible work system, workload, work ability, job
satisfaction, employee engagement and work stress on PT Mecoindo employee
performance.

arwN

S

Research Methods

This research is descriptive and verifiative. Descriptive research is research that
aims to obtain variable characteristics, which in this study is aimed at obtaining a picture
of the variables of flexible work systems, workload, work ability, job satisfaction,
employee involvement and work stress and employee performance. Verifiative research
is aimed at testing hypotheses through data collection in the field, which in this study will
test the extent of the effect of flexible work systems, workload, work ability, job
satisfaction, employee engagement and work stress on employee performance.
Variable measurement

Research instruments are tools used to measure a variable in research (Sugiyono,
2018). Measurement of variables (research instruments) in this study, namely measuring
variables of flexible work systems, workload, work ability, job satisfaction, employee
engagement, work stress and employee performance. According to (Sugiyono, 2021), the
Likert scale is used to measure the attitudes, opinions, and perceptions of a person or
group of people about social phenomena. In research, this social phenomenon has been
specifically established by the researcher, hereinafter referred to as research variables.
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The research instrument is scored with a Likert scale, then the variables to be
measured are translated into variable indicators. Then the variable indicator is used as a
starting point for compiling instrument items which can be statements or questions.
According to (Sugiyono, 2018), research instruments using the Likert scale can be made
in the form of a checklist. Here are the categories of the Likert scale:

Category:

ST = Strongly Agree with the score =5
S = Agree with score = 4

RR = Undecided with score =3

TS = Disagree with score = 2

STS = Strongly Disagree with score = 1

Population

Population is a generalized area consisting of objects or subjects that have certain
qualities and characteristics determined by research to be studied and then drawn
conclusions (Sugiyono, 2018). The population in this study is PT Mecoindo Staff level
employees totaling 132 employees.
Sample

Sample is an element found in the population (Sekaran & Bougie, 2017). (Cooper
& Schindler, 2014) define that a sample is a subset of a target population, carefully
selected to represent that population. The huge population makes it impossible to study
as a whole, either because of limited funds, time or energy. Therefore, that part of the
population is called a sample. "Sample is a subset of element from a population™ (Aaker,
2014).
Data Collection Methods

The data collection method that the author used in this study was a list of questions
(questionnaire), the author shared a list of questions that had been prepared in advance to
be filled in answers by respondents in this study.

The measurement of data in this study was by using the Likert scale. Likert scale is
a variation of the ranking scale that is collected, this scale requires respondents to agree
or disagree regarding statements that express good or not attitudes towards objects
(Cooper & Schindler, 2014).
Validity Test

The validity test is used to measure the validity or validity of a questionnaire. A
questionnaire is said to be valid, if the questions on the questionnaire are able to reveal
something that will be measured by the questionnaire (Sugiyono, 2018). The step to
measure validity can be done by correlating the score of the question item with the total
score of the construct or variable. The calculation of the validity of this research
measuring instrument is carried out with the help of the SPSS for Windows computer
program. Meanwhile, to find out the score of each question item is valid or not, the
following statistical criteria are set:
a. Ifr counts > r table, then the variable is valid.
b. If r counts <r table, then that variable is invalid.
Reliability Test

Reliability test is a tool to measure a questionnaire that has indicators of variables
or constructs. A questionnaire is considered reliable or reliable, if a person's answers to
statements are consistent or stable over time. The method that will be used to conduct a
validity test is to correlate the score of the question item with the total score of the
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construct or variable. As for the reliability test that will be used in this study is to use
SPSS facilities, namely with the Cronbach Alpha statistical test. A construct or variable
is considered reliable, if the value of Cronbach Alpha > 0.60 (Ghozali, 2016).
Descriptive Statistical Analysis

Descriptive analysis in this study is a description analysis of research variables that
describe the answers in the form of minimum, maximum, mean, and standard deviation
values for research variables which in this study are variables of flexible work system,
workload, work ability, job satisfaction, employee engagement, work stress and employee
performance of PT Mecoindo.

Classic Assumption Test

Before testing hypotheses using multiple regression analysis, it is necessary to test
classical assumptions as a requirement in the analysis so that the regression model can be
an unbiased estimation tool. Classical assumption tests include:

Normality Test

The normality test aims to test whether in the regression model the dependent
variable and the independent variable have a normal distribution or not. A good regression
model is to have a normal or near-normal data distribution. To test normality, you can
analyze the spread of data on the diagonal axis of the Normal Probability Plot. The basis
of decision making is that, if the data spreads around diagonal lines, then the regression
model satisfies the assumption of normality.

Multicollinearity Test

The multicollinearity test aims to test whether in the regression model there is a
correlation between independent variables. In a good regression model, there should be
no correlation between independent variables. To detect multicollinearity in a model, it
can be seen if the Variance Inflation Factor (VIF) value > 10 or the Tolerance value <
0.10.

Heteroscedasticity Test

The heteroscedasticity test aims to test whether in the regression model there is an
inequality of variance from the residual of one observation to another. If the variance
from the residual of one observation to another observation remains, then it is called
homoscedasticity.

A good regression model is that heteroscedasticity does not occur. To detect the
presence or absence of heteroscedasticity can be done by graph analysis through a
Scatterplot graph, namely randomly spread points above and below the number 0 on the
Y axis. Through statistical analysis carried out with the Glejser test, with the probability
criterion of significance of > 0.05, a data is said to be free from heteroscedasticity
deviations.

Results and Discussion
Instrument Validity Test Results
The following are the results of testing the validity of research instruments in Table
1 as follows:
Table 1 Validity Test Results of Independent Variable Items

Indicators  rxy r-table Sig Information
Flexible Working System
X1.1 0,735 0,1927 0,000 Valid
X1.2 0,676 0,1927 0,000 Valid
X1.3 0,580 0,1927 0,000 Valid
X1.4 0,590 0,1927 0,000 Valid
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X1.5 0,682 0,1927 0,000 Valid
X1.6 0,778 0,1927 0,000 Valid
X1.7 0,653 0,1927 0,000 Valid
X1.8 0,640 0,1927 0,000 Valid
X1.9 0,676 0,1927 0,000 Valid
X1.10 0,574 0,1927 0,000 Valid
X1.11 0,667 0,1927 0,000 Valid
X1.12 0,774 10,1927 0,000 Valid
X1.13 0,655 10,1927 0,000 Valid
Workload
X2.1 0,860 0,1927 0,000 Valid
X2.2 0,895 10,1927 0,000 Valid
X2.3 0,841 0,1927 0,000 Valid
X2.4 0,664 0,1927 0,000 Valid
Employability
X3.1 0,819 10,1927 0,000 Valid
X3.2 0,927 0,1927 0,000 Valid
X3.3 0,883 10,1927 0,000 Valid
X3.4 0,800 0,1927 0,000 Valid
X3.5 0,863 0,1927 0,000 Valid
X3.6 0,891 0,1927 0,000 Valid
Job Satisfaction
X4.1 0,812 0,1927 0,000 Valid
X4.2 0,593 0,1927 0,000 Valid
X4.3 0,792 0,1927 0,000 Valid
X4.4 0,897 0,1927 0,000 Valid
X4.5 0,899 0,1927 0,000 Valid
Employee Engagement
X5.1 0,826 0,1927 0,000 Valid
X5.2 0,803 0,1927 0,000 Valid
X5.3 0,874 0,1927 0,000 Valid
X5.4 0,816 10,1927 0,000 Valid
X5.5 0,816 0,1927 0,000 Valid
X5.6 0,751 0,1927 0,000 Valid
X5.7 0,616 0,1927 0,000 Valid
X5.8 0,653 0,1927 0,000 Valid
X5.9 0,697 0,1927 0,000 Valid
Work Stress
X6.1 0,673 0,1927 0,000 Valid
X6.2 0,695 0,1927 0,000 Valid
X6.3 0,746 0,1927 0,000 Valid
X6.4 0,584 0,1927 0,000 Valid
X6.5 0,597 0,1927 0,000 Valid
X6.6 0,596 0,1927 0,000 Valid
X6.7 0,534 0,1927 0,000 Valid
X6.8 0,426 10,1927 0,000 Valid

From Table 1 it can be seen that the value of rxy > r-table (0.1927) and sig. < 0.05,
so that all questions in the questionnaire on question items on the variables flexible work
system, workload, work ability, job satisfaction, employee engagement and work stress
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are valid. While the validity test of Employee Performance variables can be seen in Table
2 below.
Table 2 Validity Test Results of Employee Performance Variable Items
Indicators  rxy r-table Information

Y11 0,800 0,1927 Valid
Y1.2 0,856 0,1927 Valid
Y1.3 0,839 0,1927 Valid
Y1.4 0,789 0,1927 Valid
Y15 0,873 0,1927 Valid
Y1.6 0,896 0,1927 Valid
Y1.7 0,602 0,1927 Valid
Y1.8 0,837 0,1927 Valid
Y19 0,593 0,1927 Valid
Y1.10 0,826 0,1927 Valid
Y1.11 0,803 0,1927 Valid
Y1.12 0,869 0,1927 Valid

From Table 2 it can be seen that the value of rxy > r-table (0.1927) and sig. < 0.05,
so all questions in the questionnaire on the question items on the Employee Performance
variable are valid.

Instrument Reliability Test Results

The following are the results of variable instrument reliability tests Flexible work
system, Work ability, Job satisfaction, Employee Engagement and Employee
Performance.

Table 3 Reliability Test Results

Variable Cronbach Alpha Critical Information
Value
Flexible Working System 0,892 >0.60 Reliable
Workload 0,831 >0.60 Reliable
Employability 0,930 >0.60 Reliable
Job Satisfaction 0,864 >0.60 Reliable
Employee Engagement 0,904 >0.60 Reliable
Work Stress 0,746 >0.60 Reliable
Employee Performance 0,946 >0.60 Reliable

From Table 3 mentioned above, it can be seen that Cronbach's Alpha coefficient >
0.60, so that all questions in the questionnaire on question items on the variables of
flexible work system, workload, work ability, job satisfaction, employee engagement,
work stress and employee performance are reliable. So it can be concluded that all
variables in this study are rated very high by respondents.
Descriptive Analysis

Based on the data that has been collected, answers from respondents have been
recapitulated and then analyzed to determine respondents' research on variable items of
flexible work systems, workload, work ability, job satisfaction, employee engagement,
work stress and employee performance. This data analysis goes through two stages,
namely descriptive analysis and quantitative analysis. The categories of each interval are
as follows:
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Table 4 Scale Interval

Interval Information
1.00t01.79 Very bad
1.80t0 2.59 Bad
2.60 10 3.39 Good enough
3.40t04.19 Good
4,20 t0 5.00 Excellent

Descriptive Statistics Variables Flexible working system
The following is respondent's assessment of the flexible work system:
Table 5 Respondents' Assessment of Flexible Work System

No.

Variable Items Mean Categorically
1. I can set my own working hours 4,23 Excellent
2. I can determine where | work 3,61 Good
3. I can work from home or anywhere else outside 356 Good
the office if | want ’
4. I can determine how | work 4,02 Good
5. Mg/ boss wasn't involved with the way | did the 391 Good enough
Jo ’
6. My boss judges me based on the quality of my 391 Good
work, not the way | work '
7. | can easily access teammates 4,23 Excellent
8. I can easily access my boss 4,24 Excellent
0. I can easily access colleagues outside the team 3,88 Good
10. I can access all the necessary information on my Excellent
. 4,30
computer, smartphone, and/or other work devices
11 | have access to all the necessary information 420 Excellent
anywhere, anytime ’
12 | have the ability to adapt the scheme of work to 418 Good
my personal needs ’
13 | have the possibility to work more or less 4,01 Good
Average 3,98 Good

Based on Table 6 of 102 respondents taken as a sample, it is known that most
respondents rated the variable item of flexible work system, Good (Mean 3.98). This
shows that respondents can set my own working hours, can determine where respondents
work, respondents can work from home or other places outside the office if respondents
want, respondents can determine how respondents work, Respondents’ superiors are not
involved with the way respondents do work, Respondents' superiors judge me based on
the quality of my work, not how respondents work, Respondents can easily access
teammates, respondents can easily access respondents' superiors, respondents can easily
access colleagues outside the team, respondents can access all necessary information on
Respondents' computers, smartphones, and/or other work devices, respondents have
access to all necessary information anywhere, anytime, respondents have the ability to
adapt work schemes to respondents' personal needs and Respondents have the possibility
to work more or less.
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Descriptive Statistics of Workload Variables
Table 6 Respondents' Assessment of Workload

No.

Variable Mean Category
1. | often get tasks outside of the responsibilities | have 3,19 Good enough
2. | often get assignments given out of the blue with 3,59 Good
short deadlines
3. My workload sometimes requires me to work beyond 3,79 Good
normal working hours
4. I have a hard time balancing the workload I have with 2,67 Good enough
my personal life
Average 3,31 Good enough

Based on Table 6 of 102 respondents taken as a sample, it is known that most
respondents rated the workload variable item quite Good (Mean 3.31). This shows that
respondents quite often get tasks outside of the responsibilities that respondents have,
respondents quite often get tasks that are given suddenly with short deadlines,
Respondents' workload sometimes requires respondents to work beyond normal working
hours and respondents have enough difficulty to balance the workload | have with
respondents' personal lives.

Descriptive Statistics Variables Employability
Table 7 Respondent's Assessment of Employability
No.

Variable Mean Category
1. I am able to communicate with colleagues effectively 4,22 Excellent
2. I am capable of handling conflicts with others and co- 4,06 Good
workers
3. I am able to make decisions related to the field of duty 4,16 Good
that | have
4. I am able to do my job with minimum supervision 4,11 Good
5. | am able to do a good job, regularly and on time 4,09 Good
6. I have the ability to use my knowledge, tools, and 4,24 Excellent
experience to solve the job problems | face
Average 4,15 Good

Based on Table 7 of 102 respondents taken as a sample, it is known that most
respondents rated the variable item work ability Good (Mean 4.15). This shows that
respondents are able to communicate with colleagues effectively, respondents are able to
handle conflicts with others and co-workers, respondents are able to determine decisions
related to the field of duty that respondents have, respondents are able to do respondents’
work with minimum supervision, respondents are able to do work well, regularly and on
time and respondents have the ability to use knowledge, equipment, and respondents'
experience to solve job problems that respondents face.

Descriptive Statistics Variables Job satisfaction
Table 7 Respondents’ Assessment of Job Satisfaction

No. Variable Mean Category

1. I feel my work is meaningful and valued by the 3,93 Good
company

2. I was given the freedom to do my job effectively 4,24 Excellent

3. I have a boss who always gives me support and trust 4,30 Excellent
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No.

Variable Mean Category
4. People within my organization support each other to 4,04 Good
work together as a team.
5. | enjoy doing daily activities in my work 3,91 Good
Average 4,08 Good

Based on Table 7 of 102 respondents taken as a sample, it is known that most
respondents rated the variable item job satisfaction, Good (Mean 4.08). This shows that
respondents feel my work is meaningful and valued by the company, respondents are
given the freedom to do respondents' jobs effectively, respondents have superiors who
always provide support and trust, People within respondents' organizations support each
other to work together as a team and respondents enjoy doing daily activities in
respondents’ work.

Normality Test

The normality test aims to test whether in the regression model the dependent
variable and the independent variable have a normal distribution or not. A good regression
model is to have a normal or near-normal data distribution. To test normality, you can
analyze by looking at the probability value. The basis for decision making is that if the
probability value > 0.05, then the regression model satisfies the assumption of normality.

Table 8 Normality Test Results with Kolmogorov Smirnov Test
Variable Sig. Level of Significant  Information

Residuall 0.093 0,05 Usual

Based on the results of the normality test with the Kolmogorov Smirnov Test above,
it can be seen that the probability value > 0.05, then the regression model meets the
normality assumption. Likewise, when viewed from the diagonal axis of the Normal
Probability Plot, the diagram diagram shows the data spread around the diagonal line, so
the regression model satisfies the assumption of normality.

Multicollinearity Test

A multicollinearity test is a state in which one or more independent variables can
be expressed as a linear combination of other independent variables. One of the
assumptions of classical linear regression is the absence of no perfect multicollinearity.
A regression model is said to be exposed to multicollinearity when there is a perfect or
exact linear relationship between some or all independent variables. As a result, it will be
difficult to see the influence of individual independent variables on non-free variables.
The detection of multicollinearity in this study was carried out by the VIF method.

Test criteria :

If VIF > 5, then Ho is rejected

If VIF <5, then Ho is accepted

The results of the multicollinearity test with the VIF method are as follows:

Table 9 Multicollinearity Test Results with VIF Method

Variable VIF Critical Information
Value
Flexible Working System  1.812 5 Not exposed to multicollinearity
Workload 1.550 5 Not exposed to multicollinearity
Employability 1.776 5 Not exposed to multicollinearity
Job Satisfaction 2.817 5 Not exposed to multicollinearity
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Employee Engagement 2.986 5 Not exposed to multicollinearity
Work Stress 1.182 5 Not exposed to multicollinearity

Based on the results of the multicollinearity test with the VIF method, the VIF value
< 5, meaning that all independent variables do not occur multicollinearity, so as not to
refract the interpretation of the regression analysis results.

Heteroscedasticity Test

Homoscedasticity is a situation where the variance (62) of the disturbance term is
the same for all observations of X. Deviation from this assumption is called
heteroscedasticity, that is, if the variance value (62) of the non-free variable (Y1) increases
as a result of increasing variance of the independent variable (Xi), then the variance of Yi
is not the same (Insukindro, Arti, & Aliyudanto, 2016). The detection of
heteroscedasticity in this study was carried out by the spearman rank method. You do this
by looking at the probability value of > 0.05, so it is not exposed to heteroscedasticity.
The effect of flexible work on employee performance.

The results of the analysis showed that the flexible work system had an effect on
employee performance (sig t-count value (0.048) < Level of Significant (0.05)) and with
positive regression coefficient. This can be interpreted that if the flexible work system
increases, employee performance will increase. in other words, the better a flexible work
system at PT Mecindo, the chances of employee performance will increase.

Flexible working hours provided by companies to employees can help workers to
manage work schedules, manage working hours and division of work, and flexibility in
terms of this workplace including working from home or working outside the office
environment. Flexibility in working is preferred among employees compared to regular
working hours and placed workplaces (Subramaniam, Overton, & Maniam, 2015).
Flexible working arrangements allow employees to make work-related decisions, such as
when, where, and for how long they are engaged in company-related tasks (Bal & De
Lange, 2015). Furthermore, Sari and Damayanti, 2018 define employee performance as
the results of work in quality and quantity carried out by employees in carrying out their
duties in accordance with the responsibilities given to them. The results of this study are
in line with (Maifanda & Slamet, 2019) showing that flexible work systems have a
significant positive effect on employee performance.

The effect of workload on employee performance

The results of the analysis showed that the load affected employee performance (sig
t-count value (0.013) < Level of Significant (0.05)) with negative regression coefficient.
This can be interpreted that if the workload decreases, employee performance will
increase. in other words, the lower the workload of PT Mecindo employees, the chances
of employee performance will increase.

Significant results illustrate that the magnitude of the load has an impact on
performance. Employee performance will be maximized if the workload is fulfilled in
balance with the capacity owned by individuals. Workload is one of the elements that
need to be considered in running company operations. (Budiasa, 2021) Too high or too
low workload correlates with low performance. An increase or decrease in workload leads
to a decrease in performance, but an increase in the workload curve is more sensitive
adversely affecting employee performance, so it can be said that the higher the workload,
the lower the performance. For this reason, it is necessary to provide an appropriate
workload in order to produce efficient employee performance. The results of this study
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are in line with (Nainggolan & Heryenzus, 2018) showing that workload has a significant
negative effect on employee performance.
The effect of work ability on employee performance.

The results of the analysis showed that work ability had an effect on employee
performance (sig t-count value (0.0000) < Level of Significant (0.05)) and with positive
regression coefficient. This can be interpreted that if work ability increases, employee
performance will increase. In other words, the higher the work ability of employees, the
performance of employees will increase

In line with Farlen's theory 2011 which states that good work ability can support
the smooth work of employees. The ability of employees can be seen from the potential
that supports oneself to get optimal performance. Work ability is basically very influential
on the quality or weight of work achieved by an employee. This is understandable because
in work ability there are various potential skills, skills, and other supporting potentials
that are reflected in physical and psychological conditions. So that work ability can
determine the performance of employees in an organization. The results of this study are
in line with research conducted by (Jailan, 2016) and (Arini, Rachma, & Primanto, 2022)
which showed that work ability variables have a positive and significant effect on
employee performance.

The effect of job satisfaction on employee performance.

The results of the analysis show that job satisfaction affects employee performance
(sig t-count value (0.048) < Level of Significant (0.05)) and with positive regression
coefficient, Ha is accepted or Ho is rejected, so it can be concluded that the job satisfaction
variable has a positive and significant effect on employee performance. This can be
interpreted that if job satisfaction increases then employee performance will also increase,
in other words the better job satisfaction in learning, the higher the employee performance

(Mangkunegara & Octorend, 2015) states that a person's job satisfaction has an
impact on the organization, including the level of employee performance, employee
health level, employee attendance rate, the level of effectiveness of job completion, error
rates, idea development and innovation, to a sense of pride in the organization or company
which is manifested in commitment and loyalty to the organization or company.
Furthermore, (Priansa, 2016) stated that high job satisfaction will encourage employees
to be precise in completing tasks and is very important to improve individual
performance. The results of this study are in line with Alawi 2018, Adiwinata 2014, Agus
2016, and Saryanto 2016 which show that job satisfaction variables have a positive effect
on employee performance.

The Effect of Employee Engagement on Employee Performance

The results of the analysis show that employee involvement affects employee
performance (sig t-count value (0.00) < Level of Significant (0.05)) and with psotive
regression coefficient, Ha is accepted or Ho is rejected, so it can be concluded that
employee involvement variables affect employee performance. This shows that employee
involvement can affect employee performance,

The results of this study are in line with (Marciano, 2010) which states that
employees who have attachment will be motivated to give their best effort. Conversely,
the result of low employee engagement not only has an impact on performance but also
increases the desire to move, decreases customer service satisfaction and increases
absenteeism (Cataldo, Slaughter, Jahan, Pongquan, & Hwang, 2011). The results of this
study are not in line with previous research by (Mohammad Ebrahim et al., 2014), which
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shows that employee engagement has a positive and significant effect on employee
performance.
The effect of work stress on employee performance

The results of the analysis showed that the load affected employee performance (sig
t-count value (0.026) < Level of Significant (0.05)) with negative regression coefficient.
This can be interpreted that if work stress decreases, employee performance will increase.
in other words, the lower the level of work stress of PT Mecindo employees, the chances
of employee performance will increase.

The results of this study are in line with the officials of Riyan et al., 2021 who said
one of the things that can affect employee performance is work stress. When individuals
face stress due to various work conditions and fail to cope with stress then it results in
burnout (Pandey & Pal, 2020). When employees feel depressed or burdened when
completing their work, their performance will be disrupted (Rahayu & Hidayat, 2021).
Most employees who work in the city and live outside the city face a lot of stress from
home to work, having compound stress due to traffic. Stressed employees have unstable
emotions, unclear thinking processes, and disrupted health and have an impact on
decreased performance (Triyono & Prayitno, 2017). The results of this study are in line
with (Lukito & Alriani, 2019) showed that work stress has a significant negative effect
on employee performance
The Effect of Flexible Work System, Workload, Work Ability, Job Satisfaction,
Employee Engagement and Work Stress on Employee Performance

The results of the F test analysis show that flexible work systems, workload, work
ability, job satisfaction, employee engagement and work stress simultaneously have a
positive and significant effect on employee performance (F-count sig value (0.000) <
Level of Significant (0.05)). This can be interpreted, if the flexible work system,
workload, work ability, job satisfaction, employee involvement and work stress, then
employee performance has increased in other words employee performance will increase
with the factors of flexible work system system, workload, work ability, job satisfaction,
employee involvement and work stress. Based on the results of the study shows that the
effect of flexible work systems, workload, work ability, job satisfaction, employee
engagement and work stress has a positive impact on employee performance.

Conclusion
Based on the results of data analysis, findings and discussion of research that have
been described in Chapter IV, it can be concluded:

The results of the analysis showed a t-count probability value (0.048) < Level of
Significant (0.05)) and with a positive regression coefficient. So it can be concluded that
the flexible work system has a positive and significant effect on employee performance.

The results of the analysis showed a t-count probability value (0.016) < Level of
Significant (0.05)) and with a negative regression coefficient. So it can be concluded that
workload has a negative and significant effect on employee performance.

The results of the analysis showed a t-count probability value (0.000) < Level of
Significant (0.05)) and with a positive regression coefficient. So it can be concluded that
work ability has a positive and significant effect on employee performance.

The results of the analysis showed a t-count probability value (0.048) < Level of
Significant (0.05)) and with a positive regression coefficient. So it can be concluded that
job satisfaction has a positive and significant effect on employee performance.

Indonesian Journal of Social Technology, Vol. 5, No. 3, March, 2024 1255



Tuti Irawati Suparman

The results of the analysis showed a t-count probability value (0.000) < Level of
Significant (0.05)) and with a positive regression coefficient. So it can be concluded that
employee involvement has a positive and significant effect on employee performance.

The results of the analysis showed a t-count probability value (0.026) < Level of
Significant (0.05)) and with a negative regression coefficient. So it can be concluded that
work stress has a negative and significant effect on employee performance.
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