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Abstract: The urgency of this research is to see the performance of female lecturers during
the COVID-19 pandemic. This study aimed to analyze the relationship of each variable,
namely autonomy, workload and work-life balance, to the job performance of female lectur-
ers at private universities during pandemic covid-19. This type of research is quantitative
research. The object of this research is female lecturers at private universities in Tangerang,
Indonesia. The sampling used purposive sampling techniques. The analytical tool used is
the multiple regression used program SPSS. The results show a positive relationship be-
tween autonomy and job performance. Then, the workload has a negative relationship with
job performance. Also, work-life balance has a positive relationship with job performance.
The managerial implication found in this study shows that this research can give input to
private university managers to manage female lecturer performance during pandemic Covid-
19. Future researchers are  expected to research lecturers at private and nonprivate Univer-
sities. The contribution of this research expected can give input to private university man-
agers to manage female lecturer performance during pandemic Covid-19.
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The good quality of higher
education in Indonesian de-
termine by the quality of lec-
turers. Lecturers can provide
quality services to students,
and lecturers can create a
special attraction for stu-
dents. Kuswandi et al. (2015)

stated that the quality of lecturers could create an
image and positive effects to attract students into
private higher education. Astuti et al. (2019) dis-
covered a significant impact between motivations
on the performance of female teachers. Mugimu et
al. (2013), in explain of Motivation System Theory
(MST), said that the actual achievement of some-
one refers to skill and the motivation of that person.
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Thus, performance results from lecturers carrying
out their assigned tasks and becomes the lecturer’s
responsibility based on skills, experience, and sin-
cerity within a specific period.

Ahuja et al. (2007), Sukirno and Shengthai
(2011), and Trisnaningsih (2011) stated that several
studies have focused on the relationship between
autonomy and workload on performance. Still, there
has not been much research on work-life balance
and performance, especially for female lecturers.
This study aims to see a positive relationship be-
tween autonomy and performance, a negative rela-
tionship between workload and performance, and a
positive relationship between work-life balance and
performance. Research on the work-life balance
of lecturers has been conducted in Malaysia by
Husin et al. (2018) showed that health factors as a
mediator, family factors, work factors, and flexible
hours factor have significant effects on work-life
balance. However, this research has not explained
the relationship between work-life balance and lec-
turer performance. Moreover, there are not many
studies on the relationship between autonomy,
workload and work-life balance in the performance
of female lecturers. So there is a need for research
on the relationship between autonomy, workload and
work-life balance of female lecturers on perfor-
mance, especially during the covid-19 pandemic,
where female lecturers need to be managed for their
best performance as a novelty of this research.

Indonesia’s context believes lecturers are pro-
fessional educators and scientists with the main task
of transforming, developing, and disseminating sci-
ence, technology, and art through education, re-
search, and community service. Female lecturer
performance assessment should include lecturer
performance in education, research, and commu-
nity service. Law of the Republic of Indonesia num-
ber 14 of 2005 concerning Teachers and Lecturers,
and Regulations Government of the Republic of In-
donesia Number 37 of 2009 concerning Lecturers,
stated lecturers are professional educators and with
the main task of transforming, developing and spread-
ing expand science, technology, and art through edu-
cation, research and community service (Tridarma).
There has been a lot of research on the impact of

the Covid-19 pandemic on women in line with the
trend of research on the increasing pandemic lately.
A study in the United States stated that the pan-
demic caused at least two changes: first, changing
work regulations to become more flexible; second,
changes in social norms at home regarding the roles
of wife and husband (Alon et al., 2020). Andersen
et al. (2020) also stated that there was a decrease
in the number of publications on job performance
by female lecturers during the Covid-19 pandemic.

Job performance is one of the imperative de-
velopments that has consistently been given genu-
ine consideration in organizational psychology and
HRM. Job performance is characterized as a
person’s capacity to effectively perform errands by
utilizing assets accessible at work. Then again, job
performance is an idea that incorporates both task
performance and contextual performance. Task
performance is characterized as the viability of per-
forming exercises that add to the technical core.
Contextual performance is characterized as perfor-
mance that isn’t formally required but shapes the
social and mental setting of the association.

Johari et al. (2018) stated that the performance
of an individual is controlled by three elements, spe-
cifically condition at work, inspiration, and the ca-
pacity to carry out the responsibility. Chandrasekar
(2011) indicated that working environment condi-
tion firmly impacts representative spirit, profitabil-
ity, and employment performance. Based on the
exploration conducted on 30 female lecturers of
private universities in Tangerang who have worked
as permanent lecturers for two years, the factors
that can affect the performance of female lectur-
ers during pandemic Covid-19 respondents men-
tioned are autonomy, workload, and work-life bal-
ance. Thus, those variables are suitable for this re-
search because of the factors mentioned by the fe-
male lecturers. Previous studies also have relevance
to the influence of autonomy, workload, and work-
life balance on job performance.

Pramudyo (2010) stated that workload is re-
lated to lecturer performance. High workload per-
formance is less. The high workload causes less
opportunity for female lecturers to prepare materi-
als and prepare methods, and media for teaching.
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Trisnaningsih (2011) mentioned that workload is one
factor that affects lecturers’ performance. Based
on previous research, there is a gap in work au-
tonomy, which allows employees to have the free-
dom and flexibility to manage workloads to mini-
mize stress, fatigue and conflict (Ahuja et al., 2007).
This freedom is usually associated with schedules,
work procedures (Azim et al., 2012), development
initiatives, and opportunities to contribute to deci-
sion-making (Mauno et al., 2006).

Not many studies link workload, autonomy and
work-life balance to performance, especially among
female lecturers. So the novelty of this research is
to see how the performance of female lecturers on
the three antecedents, namely workload, autonomy
and work-life balance, especially during the Covid
19 pandemic, where the workload of lecturers in-
creases because teaching is mostly done online and
offline or hybrid. Likewise, research and commu-
nity service are also mostly done online. Autonomy
in the implementation of work has also changed
because it has to adapt to the demands of learning
technology which requires different abilities com-
pared to onsite teaching. These three factors are
antecedents that can explain how female lecturers
perform during the pandemic Covid 19. This study
aimed to analyze the relationship of each variable,
namely autonomy, workload and work-life balance,
to the job performance of female lecturers at pri-
vate universities during pandemic covid-19.

LITERATURE REVIEW
Autonomy

Burcharth et al. (2017) stated that employee
autonomy is a fundamental component of the inside
association that is seen to help pioneering conduct
and a focal component of estimating innovative in-
troduction, which in turn is connected to the perfor-
mance. Enabling the employee, including the lec-
turer, to seek after their thoughts amid work hours
gives time to watch, explore and speculate with oth-
ers. Urging representatives to self-governing their
work just as furnishing them with the skills and re-
sources to do so is relied upon to  help their capac-
ity to implement open inbound practices that are

finally connected with the higher development of
innovation (Burcharth et al., 2017).

Workload
The workload is regularly just portrayed as oc-

cupied without a direct reference to a particular tar-
get. Many investigations showed high workload with
pressure evoked by either the amount of work stood
up to or by the given task. The quantity or the qual-
ity of tasks can be expanded to increase the workload
and, in this manner, augment the dimension of work-
ers’ job stress (Bruggen, 2015). Workload measure
of work which an individual needs to complete within
a given timeframe. The workload is related to nu-
merous sorts of negative results. Instances of that
incorporate nervousness, weakness, migraine and
gastrointestinal issues (Nixon et al., 2011; Ganster
and Rosen, 2013). Johari et al. (2018) stated that
long working hours because of additional workload
might inverse affect work fulfilment as this condi-
tion meddles with one’s prosperity at work and in
teachers’ homes.

Work-Life Balance
Work-life balance can define as the degree to

which an individual is included and similarly happy
with their work and individual jobs. Accomplishing
harmony between work and life can convey differ-
ent advantages to bosses since representatives are
increasingly persuaded, gainful, and less distress-
ing. Work-life balance additionally may result in im-
proved efficiency and diminished non-attendance
and turnover rate for female lecturers. Potential
workers most favor organizations that grasp the
work-life balance idea, and they will be in favor of
being chosen as the favorite institutions to work for
(Johari et al., 2018). No “balance” between life and
work will also affect burnout (Greenhaus et al.,
2003).

Job Performance
Job performance is characterized as a person’s

capacity to effectively utilize assets accessible at
work. The performance of each individual is a sig-
nificant factor related to organization results and
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achievement (Bruggen, 2015). Hamid (2014) also
stated that a lecturer’s performance has specific

characteristics, such as a strong need for work and
skills in planning class syllabus management.

Figure 1. Research Model

Autonomy

Workload

Work Life Balance

Job Performance

H3

H1

H2

HYPOTHESIS DEVELOPMENT
Autonomy and Job Performance

The degree of individual opportunity and task
in work demonstrates autonomy. More autonomy
prompts a more noteworthy sentiment of moral duty
regarding the task given (Mathis and Jackson, 2008).
Burcharth et al. (2017) stated that autonomy even-
tually affects performance positively. Chen and
Zheng (2018) also stated that autonomy does af-
fect performance. In the context of pandemic
Covid-19, where female lecturers at several uni-
versities in Tangerang are working from home, au-
tonomy is needed. It’s because female lecturers do
teaching, research and community service from
home, not from the campus.
H1: There is a relationship between autonomy and

job performance of female lecturers during pan-
demic Covid-19.

Workload and Job Performance
Workload has a positive relationship with job

performance. It can be explained that people need
a specific dimension of pressure or test to be initi-
ated and to perform getting it done. Employee per-
formance is low at a low dimension of workload,
medium dimension at a moderate workload, and most
astounding at an abnormal workload (Bruggen,
2015). Raza et al. (2017) and Johari et al. (2018)
also stated that more workload leads to decreased
employee performance. This fact can happen to

female lecturers during the Covid-19 pandemic.
H2: There is a relationship between workload and

job performance of female lecturers during pan-
demic Covid-19.

Work-life Balance and Job Performance
Soomro et al. (2018) argued that work-life bal-

ance is a mix of collaborations among various as-
pects of one’s life, the focal points and detriments
and can impact individual performance or a positive
relationship between work-life balance and individual
performance. Talukder et al. (2018) also supported
that work-life balance impacts an employee’s job
performance. The accumulated workload and the
absence of a work-life balance make female lec-
turers find it difficult to achieve happiness in their
lives that can relate to job performance (Darmawan
et al., 2016; Demir and Budur, 2022).
H3: There is a relationship between work-life bal-

ance and job performance of female lecturers
during pandemic Covid-19.

METHOD
The development of each private university in

Tangerang is growing rapidly due to being the clos-
est city to Jakarta as the country’s capital city. Thus,
currently, there are 40 Private Universities in
Tangerang. The number of permanent female lec-
turers who have functional positions is due to the



ACCREDITED by Ministry of Research and Technology Republic of  Indonesia, No 200/M/KPT/2020 ISSN: 1693-5241 481

The Relationship between Autonomy, Workload, and Work-Life Balance to Job Performance of  ...

dynamics of recruitment, and turnover, which can-
not be known with precision when this research was
conducted, then the population can be categorized
as unknown. The sampling technique used purpo-
sive sampling with criteria of respondents is full-
time female lecturers, with a minimum two years
work period, who have functional positions minimum
Asisten Ahli and Sertifikasi Dosen. Masters and
Doctoral education levels. Sekaran and Bougie
(2017) stated that the rule of thumb method is used
in determining the number of samples. Namely, the
sample size is more than 30 and below 500 samples.
This research used 250 respondents with a response
rate of 80%, then 220 respondents applied to this
study. Demographics of respondents are determined
by gender, age, marital status, education, working
periods, and salary. Most respondents are male, 41-
50 years of age, married, educated Magister, work-
ing period 7-11 years, salary 8-10 million.

setting own working hours  (flexitime). Then the
workload measurement model adapted from
Hoonakker et al. (2011) consists of a lot of mental
activity required to perform the job, a lot of physical
activity required to perform the job, feel a lot of
time pressure due to the rate or pace when work-
ing, have to work hard to accomplish the level of
performance. Measurement of workload adapted
from Yusuf (2018)  that consists of personal life
suffers because of work, and job makes personal
life difficult, neglect personal needs because   work,
put personal life on hold for work, have a better
mood at work because of private life, struggle to
juggle work and personal life (nonwork). Then, for
measurement of jib performance adapted from
Johari et al. (2018). That consists of adequately ful-
filling the assigned job, fulfilling responsibilities speci-
fied in the job description, performing expected tasks,
give advance notice when unable to come to work.
Data from primary data (questionnaires) used five
Likert scales and were analyzed using descriptive
statistics on the average respondents’ answers.
Furthermore, the  data is processed using a multiple
regression model to test the validity and reliability
of this study; A computing software called SPSS
will be used.

RESULTS
Descriptive Analysis

Descriptive analysis of each research variable
using the average answer to each item is detailed
as follows: 1) Autonomy of 5 statement items ob-
tained by an average score of 3.98-4.25 with a good
category; 2) workload of 4 statement items obtained
an average score of 3.80 - 3.96 in the medium cat-
egory; 3) Work life balance with 6 statement items
obtained an average of 3.71-4.10 with a medium
category. Then, five items of the Job performance
variable statement with an average score between
3.73-3.93 in the medium category. Thus, it can be
concluded that each statement item on the indica-
tors describing the research variables studied ac-
cording to the respondents’ perceptions is in a me-
dium until good category so that it explains the prob-
lems that occur for private universities lecturers’
respondents in Tangerang.

Classification Information amount

Gender Male 56%
Women 44%

Age 30 - 40 years 10%
41 - 50 years 39%
51 - 60 years 36%
60 years 15%

Marital Status Single 32%
Married 68%

Level  of education Masters 74%
Doctor 26%

Working periods 2 - 6 years 35%
7 - 11 years 45%
> 12 years 20%

Salary <  5  million   5 %
5 - 7 million 23%
8 - 10 million 47%
> 10 million 25%

Source: Processed Data, 2021

Table 1. Demographics of Respondents

Measurement of autonomy adopted from Johari
et al. (2018) consists of control over the scheduling
of work, setting own work pace, deciding when to
take a break, deciding the length of the break, and
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Test Instruments
Instrument testing uses several ways: Validity,

Reliability, classical assumption test (Normality,
Multicolleniarity, Heteroscedasticity), R-Square
measurement, F- test and T-test. Validity of au-
tonomy variable for each item more than r table
0.17 categorized as valid. Item A1 (0.778), A2
(0.628), A3 (0.413), A4 (0.412), A5 (0.761) mean-
ing all items of autonomy are valid. Validity of
workload variable for each item more than r table
0.17 categorized as valid. WL1 (0.607), WL2
(0.540), WL3 (0.637), WL4 (0.477), meaning all
items of workload are valid. Validity of work-life
balance variable for each item more than r table
0.17 categorized as valid. WLB1 (0.639), WLB2
(0.569), WLB3 (0.595), WLB4 (0.544), WLB 5
(0.622), WLB 6 (0.502) meaning all items of work-
life balance are valid. Then, the validity of job per-

formance for each item more than r table 0.17 is
categorized as valid. JP1 (0.671), JP2 (0.733), JP3
(0.495), JP4 (0.721), meaning all items of job per-
formance are valid.all items of the question for the
Job Performance variable are valid. Reliability tests
that all variables are reliable. The value showed that
Cronbach’s alpha was more than 0.7. Cronbach al-
pha of autonomy is 0.791, workload is 0.734, work-
life balance is 0.827 and job performance is 0.851,
so it is reliable. The normality tests used graph analy-
sis to detect whether residuals can be distributed
either normally or not. The graph below shows that
the distribution of data is scattered around a straight
line and not scattered away from the diagonal line,
scattered away from the diagonal line so that from
the graph image, the normality test can be declared
fulfilled.

Normal P-P Plot of Regression Standardized Residual
Dependent Variable: Job Performance
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Figure 2. Normality Graph

Normality testing using graphics can provide less
accurate results if not done carefully. Therefore, it
needs to be supplemented by the Kolmogorov-
Smirnov non-parametric statistical test; if the sig-

nificance value is below 0.05, then the variable can-
not be declared normally distributed (Ghozali, 2016).
Based on the results, the significant value in this
study is 0.177, which means that if the significance
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value is greater than 0.05, the variable can be de-
clared normally distributed. The multicollinearity test
indicates a linear relationship between the indepen-
dent variables in the regression model. The result
can be seen from Varian Inflation Factor (VIF) <10.
VIF of autonomy is 1.02, the workload is 1.26, and
the work-life balance is 1.285. These results indi-
cate that all independent variables are greater than
0.10 and smaller than 10. The regression model test
results showed no multicollinearity in the regression
model. Meaning that all of these variables are wor-
thy of use as predictors of job performance. The
result of figure 3 below showed no heteroscedas-
ticity. This scatterplot graph is tested on the job per-
formance variable. In the absence of heteroscedas-
ticity, the data can be used to provide predictions of
job performance.

Coefficient determination used R square is
0.566, which means that 56.6% of the influence that
occurs on high or low job performance of lecturers
in private universities in Tangerang is caused by

variables of autonomy, workload, and work-life bal-
ance. The rest is 43.4% by other variables that can-
not be explained in this study, such as compensa-
tion, motivation, working environment, organization
culture and others. The value of the R square shows
a moderate correlation between variables. The F
statistical test naturally aims to show whether all
the independent variables included in the model have
a joint or simultaneous influence on the dependent
variable). Ghozali (2016) stated that this test is com-
monly referred to as the overall significance test of
the regression line, which wants to test whether Y is
linearly related to XI, X2, or X3. If the F count> F
table is  (k - 1, n-k), then the null hypothesis re-
jects. Result in the sig. F is 0.000 < 0.05 that the
model fit or the independent variables can predict
the dependent variable. Statistical test F, Fcount>
Ftable is 50.380> 3.20 it can be concluded that the
model that has been used  proved to be linear Y =
0 + 1 X1 + 2 X2 + 3 X3.

Hypothesis Testing
Hypothesis test using t-test, where this test

shows how far the influence of independent vari-
ables individually explains the variation of the de-
pendent variable. If the value of t count> value of t
table, then H0 is rejected.

Table 2 showed that H1 is accepted. There is a
relationship between autonomy and job performance,
which means that higher autonomy will improve per-
formance. H1 accepted means that there is a rela-
tionship between autonomy and job performance of
female lecturers during pandemic Covid-19.

Figure 3. Heteroscedasticity Test
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The highest point is on variable A4: “I can de-
cide the length of my break”. Those show that lec-
tures of private universities in the Tangerang area
feel like they have freedom at work. Due to these
data, it can be stated that autonomy positively im-
pacts female lecturers’ job performance. H2 ac-
cepted. There is a relationship between workload
and job performance. That means that the higher
the workload, the lower the job performance. H2
accepted that there is a relationship between
workload and job performance of female lecturers
during pandemic Covid-19. H3 accepted. That
means there is a relationship between work-life bal-
ance and job performance. A higher work-life bal-
ance will improve performance. H3 accepted. That
means there is a relationship between work-life bal-
ance and job performance of female lecturers dur-
ing pandemic Covid-19.

DISCUSSION
Relationship between Autonomy and Job Per-
formance

The result is supported by previous research
by Mathis and Jackson (2008), Burcharth et al.
(2017), Chen and Zheng (2018), Johari et al. (2018)
and Jindal et al. (2022) stated that autonomy af-
fects performance. The results are no different from
previous research, but previous research has not
specifically looked at female lecturer subjects dur-
ing the Covid-19 pandemic. This study found that
female lecturers of private universities in the
Tangerang area feel like they have freedom at work.
Due to these data, it can be stated that autonomy
positively impacts female lecturers’ job performance.

Relationship between Workload and Job Per-
formance

The result supported previous research by Raza
et al. (2017), Yousef (2017), and Johari et al. (2018)
stated that workload has a negative relationship to
job performance. The connection between the
workload or lecturer stress and job performance has
been analyzed in numerous investigations. (Bruggen,
2015). It is expected that the lecturer needs a spe-
cific dimension of pressure or test to be initiated
and performed. It means there is a relationship be-
tween workload and job performance of female lec-
turers during pandemic Covid-19. It can be explained
that this study stated the number of assignments or
the task complexity could be expanded to increase
the outstanding burden and, in this way, augment
the dimension of the lecturer’s stress.

Relationship between Work-Life Balance and
Job Performance

This result is in line with previous research by
Johari et al. (2018), Soomro et al. (2018), Talukder
et al. (2018), and Aruldoss et al. (2022) stated that
work-life balance had impacted individual job per-
formance. It means there is a relationship between
work-life balance and job performance of female
lecturers during pandemic Covid-19. In the present
regularly demanding workplace, many individuals
face the issue of adjusting to work and family life.
Work-life balance does not mean an equivalent
equalization. It is tied in with altering the working
examples to enable representatives to consolidate
work with their different duties, for example, think-
ing about kids or old relatives. For managers, the

Model t Sig.

1 (Constant) 0.994.000 0.660.000 3.710.000 0.000.000
Autonomy 1.669.374 2.261.082 3.7384,550 0.004.620
Workload -.418.834 0.109.079 -3.82510,625 0.000.000
Work Life Balance 351.040 0.019.800 2.620.000 0.000.000

Table 2. Result of T-test

Unstandardized Coefficients

B Std. Error
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outcomes of poor work-life balance will be poor
execution, non-attendance, wiped out leave and
higher turnover, recruitment and training cost.

CONCLUSIONS
Autonomy has a positive relationship with the

job performance of female lecturers during pandemic
Covid-19. A positive value of the regression coeffi-
cient of the autonomy variable means that high au-
tonomy will increase female lecturer job perfor-
mance. Female lecturers in private universities dur-
ing pandemic Covid-10 need more autonomy to do
Tridharma, decrease workload and have a good
work-life balance. Those who are married need to
maintain how to achieve good performance and still
can manage their family well. Then those who are
single need to maintain personal life to achieve hap-
piness as energy achieve high performance. Pri-
vate universities should pay attention to giving
workload wisely for teaching, research and com-
munity service and follow Government regulations.
During a pandemic with conditions that can cause
individual female lecturers to feel anxious more eas-
ily due to the conditions they face and have to main-
tain physical and mental health, there is a need for a
balance of life and work. When working from home,
institutional managers must still pay attention that
the working hours can be given when working in
the office, which does not exceed 8 hours a day.
Do not let the absence of autonomy in carrying out
the work of Tridharma, excessive workload, impact
on stress and do not feel the balance of life and
work when these negative feelings are felt to have
an impact on performance that cannot be optimally
carried out.

IMPLICATIONS
Management in private universities must pay

attention to how to manage the performance and
further pay attention to what factors can affect job
performance. Workload has a negative relationship
with the job performance of female lecturers dur-
ing pandemic Covid-19. A negative value from the

workload variable regression coefficient means that
female lecturers have many workloads to do
Tridharma. The female lecturer agrees that it feels
like a lot of workload in the workplace. It also means
when there is an increase in workload, job perfor-
mance will decrease. Work-life balance has a posi-
tive relationship with the job performance of female
lecturers during pandemic Covid-19. A positive value
of the regression coefficient of the work-life bal-
ance variable means that female lecturer of private
Universities in Tangerang has given enough work-
life balance. The results obtained show female lec-
turer performance will increase when work-life bal-
ance increases. It has been proved private Univer-
sities in Tangerang provide a balance between work
and personal life that positively impacts job perfor-
mance.

LIMITATIONS
This research area only takes the Tangerang

area. Variables to see women’s job performance
only lecturers’ autonomy, workload and work-life
balance. And this model has no moderating vari-
ables.

RECOMMENDATIONS
Future research is suggested to expand the re-

search population, which is not only in the Tangerang
area, for example, in LLDIKTI region III, so that
the results can be generalized to a wider popula-
tion. Then can add other variables that affect the
performance of female lecturers, such as compen-
sation, organizational culture, motivation and so on.
Then the following research can add respondent
profiles such as age, marital status, and length of
service as moderating variables.

REFERENCES
Ahuja, M. K., Chudoba, K. M., Kacmar, C. J., McKnight,

and Work Overload to Mitigate Turnover Inten-
tions. MIS Quarterly. (31)1, pp. 1-17.

Balancing Work-Family Conflict, Job Autonomy,
D. H., and George, J. F. 2007. IT Road Warriors:



486 JOURNAL  OF  APPLIED  MANAGEMENT VOLUME  20 NUMBER  3 SEPTEMBER  2022

Yohana F. Cahya Palupi Meilani, Innocentius Bernarto, Faiza Husnayeni Nahar

Alon, T. M., Doepke, M., Olmstead-Rumsey, J., and Tertilt,
M. 2020. The impact of COVID-19 on gender equal-
ity. National Bureau of Economic Research.

Andersen, J. P., Nielsen, M. W., Simone, N. L., Lewiss, R.
E., and Jagsi, R. 2020. Meta Research: Is Covid-19
Amplifying the Authorship Gender Gap in the Medi-
cal Literature?. ArXiv Preprint ArXiv: 2005.06303.

Aruldoss, A., Kowalski, K. B., Travis, M. L., and
Parayitam, S. 2022. The Relationship between Work–
Life Balance and Job Satisfaction: Moderating
Role of Training and Development and Work
Environment. Journal of Advances in Management
Research, Vol. 19 No. 2, pp. 240-271. DOI: https://
doi.org/10.1108/JAMR-01-2021-0002.

Astuti, R. W., Waluyo, H. J., and Rohmadi, M. 2019. Char-
acter Education Values in Animation Movie of
Nussa and Rarra. Budapest International Research
and Critics Institute-Journal (BIRCI-Journal), (2)2,
pp. 215-219.

Azim, A. A. M., Ahmad, A., Omar, Z., and Silong, A. D.
2012. Work-Family Psychological Contract, Job
Autonomy, and Organizational Commitment.
American Journal of Applied Sciences. (9)5, pp. 740-
747.

Bruggen, A. 2015. An Empirical Investigation of the
Relationship between Workload and Performance.
Management Decision, (53)10, pp. 2377-2389. DOI:
10.1108/md-02-2015-0063.

Burcharth, A., Knudsen, M. P., and Søndergaard, H. A.
2017. The Role of Employee Autonomy for Open
Innovation Performance. Business Process Man-
agement Journal, (23)6, pp. 1245-1269. DOI: 10.1108/
bpmj-10-2016-0209.

Chandrasekar, K. 2011. Workplace Environment and Its
Impact on Organisational Performance in Public
Sector Organizations. International Journal of En-
terprise Computing and Business Systems, (1)1, pp.
1- 19.

Chen, Z. and Zheng, L. 2018. How Does Subsidiary Au-
tonomy Influence Performance? The Moderating
Role of Uncertainty. Nankai Business Review In-
ternational, (9)3, pp. 348-365. DOI: 10.1108/nbri-03-
2017-001.

Darmawan, A. A. Y. P., Silviandari, I. A., and Susilawati, I.
R. 2016. Hubungan Burnout Dengan Work-Life
Balance Pada Dosen Wanita. MEDIAPSI, (1)1, pp.
28–39.

Demir, A. and Budur, T. 2022. Work-Life Balance and
Performance Relations during COVID 19 Out-
break: A Case Study among University Academic
Staff. Journal  of Applied  Research  in  Higher

Education. DOI: https://doi.org/10.1108/JARHE-07-
2021-0287.

Ganster, D. C. and Rosen, C. C. 2013. Work Stress and
Employee Health A Multidisciplinary Review. Jour-
nal of Management, 39, pp. 1085-1122.

Ghozali, I. 2016. Aplikasi Analisis Multivariate dengan
Program IBM SPSS 23. Semarang: BPFE Universi-
tas Diponegoro.

Greenhaus, J. H., Collins, K. M., and Shaw, J. D. 2003.
The Relation between Work-Family Balance and
Quality of Life. Journal of Vocational Behavior, 63
(2003), pp. 510–531.

Hamid, S. 2014. Manajemen Sumber Daya Manusia. Bumi
Aksara.

Hoonakker, P., Carayon, P., Gurses, A. P., Brown, R.,
Khunlertkit, A., Mcguire, K., and Walker, J. M. 2011.
Measuring Workload of ICU Nurses with a Ques-
tionnaire Survey: The NASA Task Load Index
(TLX). IIE Transactions on Healthcare Systems En-
gineering, (1)2, pp. 131-143. DOI: 10.1080/19488300.
2011.609524.

Husin, N. A., Ghazali, A. S. M., Abdullah, N., and Hadi,
M. I. B. A. 2018. Work-life Balance of Malaysian
Lecturers. Australian Academy of Business and
Economics Review, 4 (1), pp. 43-49.

Jindal, D., Boxall, P., Cheung, G. W., and Hutchison,
A. 2022. How Do Work Engagement And Work Au-
tonomy Affect Job Crafting And Performance? An
Analysis in an Indian Manufacturer. Personnel
Review, DOI: https://doi.org/10.1108/PR-11-2019-
0646.

Johari, J., Tan, F. Y., and Zulkarnain, Z. I. 2018. Autonomy,
Workload, Work-Life Balance, and Job Perfor-
mance among Teachers. International Journal of
Educational Management, 32(1), 107-120. DOI:
10.1108/ijem-10-2016-0226.

Kuswandi, Sundjoto, Noor, A., and Purwanto. 2015. Ef-
fects of Transformational Leadership, Personal
Values, Job Satisfaction on Lecturer Performance.
Journal of Arts, Science & Commerce, VI (April 2015),
pp. 84–93.

Law of the Republic of Indonesia number 14. 2005. Con-
cerning Teachers and Lecturers, Article 1 Para-
graph 2. [Online]. Accessed on July 20, 2021, from:
https://peraturan.bpk.go.id/Home/Details/40266/uu-
no-14-tahun-2005.

Mathis, R. L. and Jackson, J. H. 2008. Human Resource
Management (12th Ed.). South-Western: Thomson,
p. 592.

Mauno, S., Kinnunen, U., and Ruokolainen, M. 2006.
Exploring Work and Organization-Based Re-



ACCREDITED by Ministry of Research and Technology Republic of  Indonesia, No 200/M/KPT/2020 ISSN: 1693-5241 487

The Relationship between Autonomy, Workload, and Work-Life Balance to Job Performance of  ...

sources as Moderator between Work-Family Con-
flict, Well Being, and Job Attitude. Work & stress,
(20)3, pp. 210-233.

Mugimu, C. B., Nakabugo, M. G., and Katunguka-
Rwakishaya, E. 2013. Developing Capacity for Re-
search and Teaching in Higher Education: A Case
of Makerere University. World Journal of Educa-
tion, 3(6), 33–45.

Nixon, A. E., Mazzola, J. J., Bauer, J., Krueger, J. R., and
Spector, P. E. 2011. Can Work Make You Sick? A
Meta-Analysis of the Relationships between Job
Stressors and Physical Symptoms. Work and stress,
(25)1, pp. 1–22. DOI: 10.1080/02678373.2011. 569175.

Pramudyo, A. 2010. Analisis Faktor Faktor Yang
Mempengaruhi Kinerja Dosen Negeri Pada
Kopertis Wilayah V Yogyakarta. Jurnal Bisnis Teori
dan Implementasi, Vol.1, No.1. Universitas Muhama-
diyah.

Raza, S., Azeem, M., Humayon, A. A., and Ansari, N.
2017. The Impact of Pay Satisfaction, Job Stress,
and Abusive Supervision on Turnover Intention
among Banking Employees. Sarhad Journal of Man-
agement Sciences (SJMS), 3(2), pp. 2414-2336.

Regulations Government of the Republic of Indonesia
Number 37. 2009. Concerning Lecturers. [Online].
Accessed July 20, 2022, from https://peraturan.
bpk.go.id/ Home/Details/4956/pp-no-37-tahun-2009.

Sekaran, U. and R. Bougie. 2017. Metode Penelitian
untuk Bisnis: Pendekatan Pengembangan-Keah-

lian, Edisi 6, Buku 1, Cetakan Kedua. Jakarta:
Salemba Empat.

Soomro, A. A., Breitenecker, R. J., and Shah, S. A. 2018.
Relation of Work-Life Balance, Work-Family Con-
flict, and Family-Work Conflict with the Employee
Performance-Moderating Role of Job Satisfaction.
South Asian Journal of Business Studies, (7)1, pp.
129-146. DOI: 10.1108/sajbs-02-2017-0018.

Sukirno, D. S. and Siengthai, S. 2011. Does Participa-
tive Decision Making Affect Lecturer Performance
In Higher Education?. International Journal of Edu-
cational Management, Vol. 25 No. 5, pp. 494-508.

Talukder, A., Vickers, M., and Khan, A. 2018. Supervisor
Support and Work-Life Balance. Personnel Review,
47(3), pp. 727-744. DOI: 10.1108/pr-12-2016-0314.

Trisnaningsih, S. 2011. Faktor-Faktor yang Mem-
pengaruhi Kinerja Dosen. Jurnal Akuntansi & Au-
diting, 8(1) November 2011, pp. 1-94. UPN Veteran.

Yousef, D. A. 2017. Factors Influencing Academic Per-
formance in Quantitative Courses among Under-
graduate Business Students of a Public Higher
Education Institution. Journal of International Edu-
cation in Business, Vol. 10 No. 01, pp. 12-30.

Yusuf, S. 2018. A Comparative Study of Work-Life Bal-
ance and Job Satisfaction of the Employees Work-
ing in Business Process Outsourcing Sector. IRA-
International Journal of Management & Social Sci-
ences (ISSN 2455-2267), 10(2), p. 87. DOI: 10.21013/
jmss.v10.n2.p3.


