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Abstract. Every company requires management to achieve its specific goals. Not only 
the private sector, but the public sector also requires good management to provide 
excellent services to the public or community in need. Therefore, a company's success 
in achieving its goals depends on the success of its human resources. Human 
resources are a crucial factor that companies must manage effectively. Human 
resource management must be carried out professionally to produce competent 
human resources, which can ultimately improve individual and company 
performance. All activities undertaken to improve the business of an organization or 
company are demonstrated through efforts to achieve performance. Human 
resources that meet company expectations are a vital asset because they contribute 
to the company's progress. Successfully achieving superior performance requires the 
strategic role of employees as actors in every company activity. Therefore, companies 
need to closely monitor employee performance to ensure compliance with standards 
and deliver results as expected. Continuous efforts to develop employee performance 
are a challenge for managers. This plays a crucial role in streamlining company 
activities in every work process. Performance is a description of the level of 
achievement of the implementation of an activity/policy program in realizing the 
goals, objectives, mission and vision of an organization as stated in the formulation 
of an organization's strategic scheme. Good performance is optimal performance, 
namely performance that meets organizational standards and supports the 
achievement of organizational goals. Improving employee performance will bring 
progress to the organization to be able to provide satisfactory services. Therefore, 
efforts to improve employee performance are the most serious challenge because the 
success of achieving goals and the survival of the company depends on the quality of 
the performance of the human resources within it. In addition, performance can also 
be interpreted as a result and effort of a person achieved through the existence of 
abilities and actions in certain situations. PLN is the sole provider of electricity 
services in Indonesia to the general public.  
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1. Introduction 

Every company requires management to achieve its specific goals. Not only the private 
sector, but the public sector also requires good management to provide excellent services 
to the public or community in need. Therefore, a company's success in achieving its goals 
depends on the success of its human resources (Rahman, 2022). Human resources are a 
crucial factor that companies must manage effectively. Human resource management must 
be carried out professionally to produce competent human resources, which can ultimately 
improve individual and company performance (Mondiani, 2022). 

All activities undertaken to improve the business of an organization or company are 
demonstrated through efforts to achieve performance. Human resources that meet 
company expectations are a vital asset because they contribute to the company's progress. 
Successfully achieving superior performance requires the strategic role of employees as 
actors in every company activity. Therefore, companies need to closely monitor employee 
performance to ensure compliance with standards and deliver results as expected. 
Continuous efforts to develop employee performance are a challenge for managers. This 
plays a crucial role in streamlining company activities in every work process (Munir et al., 
2023). 

Performance is a description of the level of achievement of the implementation of an 
activity/policy program in realizing the goals, objectives, mission and vision of an 
organization as stated in the formulation of an organization's strategic scheme 
(Darmasaputra, 2013). Good performance is optimal performance, namely performance 
that meets organizational standards and supports the achievement of organizational goals. 
Improving employee performance will bring progress to the organization to be able to 
provide satisfactory services. Therefore, efforts to improve employee performance are the 
most serious challenge because the success of achieving goals and the survival of the 
company depends on the quality of the performance of the human resources within it. In 
addition, performance can also be interpreted as a result and effort of a person achieved 
through the existence of abilities and actions in certain situations. 

PLN is the sole provider of electricity services in Indonesia to the general public. In providing 
electricity distribution services, PLN divides the functions of its main unit into several main 
units based on the electric power system, namely generation, transmission, and 
distribution. In addition, there are also main units or other centers to support the 
company's operations. Due to the vast coverage of PLN's work area, PLN has units 
throughout Indonesia, each with its own function according to its main unit, one of which is 
the PLN Kaltimra Main Unit located in Balikpapan. 
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Based on the author's observations, performance issues at the PT. PLN Balikpapan office 
have resulted in a decline in performance and a tendency towards instability. The 2020-
2024 report will be presented as the initial research phenomenon. The following is the 
performance data for the PT. PLN Balikpapan office, presented in Table: 

Table Employee Performance Assessment Data 2020-2024 

Year Performance Target 
Performance 
Realization 

Difference Information 

2020 85 82 -3 Not yet on target 

2021 85 79 -6 Decrease 

2022 85 76 -9 The decline continues 

2023 85 73 -12 Not as expected 

2024 85 72 -13 Significant decline 

Source: PT. PLN Balikpapan Office, 2025 

Based on table, the percentage of employee performance assessment results at the PT. PLN 
Balikpapan Office during the 2020–2024 period has not reached the set target. In addition, 
there is a downward trend in performance realization from year to year, which indicates 
that employee performance has experienced a continuous decline and has not been in line 
with company expectations. In terms of work quantity, employees are expected to achieve 
pre-planned targets. The achievement of employee targets can be seen from the results of 
the employee performance target assessment (SKP). The SKP assessment will be used as a 
quantity assessment by the PT. PLN Balikpapan office. To be able to continuously improve 
performance, cognitive employees are needed. Cognitive abilities are crucial for employees 
because they underlie the ability to solve problems, make decisions, and adapt quickly in a 
dynamic work environment. Workers with strong cognitive skills are able to process 
complex information efficiently, thereby directly driving company productivity and 
innovation. 
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2. Research Methods 

In this study, all research results are presented in numerical form and then analyzed using 
statistics. Therefore, a quantitative approach is used. Quantitative research emphasizes the 
measurement and analysis of causal relationships between various variables, rather than 
the process itself. The investigation is viewed within a value-free framework (Handayani et 
al., 2020). 

Based on the established research objectives, this type of research is explanatory research, 
namely research that proves the existence of cause and effect and relationships that 
influence or are influenced by two or more variables studied (Arikunto, 2018). The purpose 
of explanatory research is to test hypotheses and examine the influence of independent 
variables on the dependent variable, namely the influence of work-life balance on employee 
performance with employee cognitive and spiritual engagement as intervening variables at 
PT. PLN Balikpapan.  

3. Results and Discussion 

3.1. Description of Respondent Characteristics 

This study involved 167 employees of PT. PLN Balikpapan as respondents. Data collection 
was conducted using a Google Form questionnaire distributed from April 28 to June 10, 
2026. The characteristics of the respondents are as follows: 

Table Frequency Distribution of Respondent Characteristics 

Characteristics Information Frequency Percentage 

Gender 

Man 

Woman 

123 

44 

73.7 

26.3 

Total 167 100 

Age 

20 – 30 years 

31 – 40 years old 

41 – 50 years old 

>50 years 

10 

103 

29 

25 

6.0 

61.7 

17.4 

15.0 
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Total 167 100 

Education 

High school or equivalent 

D1 – D3 

S1 

S2 

S3 

23 

56 

68 

19 

1 

13.8 

33.5 

40.7 

11.4 

0.6 

Total 167 100 

Length of working 

15 years 

6 – 10 years 

11 – 15 years 

16 - 20 years 

>20 years 

9 

32 

46 

45 

35 

5.4 

19.2 

27.5 

26.9 

21.0 

Total 167 100% 

Based on the characteristics of 167 employees of PT. PLN Balikpapan, it is known that 73.7% 
are male, this shows that the workforce in the electricity sector is dominated by men, this 
situation is common because many PLN technical jobs in the field require strong physical 
conditions. Age characteristics that as many as 61.7% of PT. PLN Balikpapan employees are 
aged 31 – 40 years, this shows that most employees are in their productive age and peak 
career, they have strong physiques, mature thinking skills, and solid work experience. 

Characteristics of education thatAs many as 40.7% of PT. PLN Balikpapan employees have a 
bachelor's degree, this shows that most employees have a very good level of higher 
education, meaning that PT. PLN Balikpapan has a strong workforce foundation, is able to 
think critically, and is easily trained to understand new and complex electrical technology. 
The characteristics of length of service that as many as 27.5% of employees have worked for 
11-15 years at PT. PLN Balikpapan, this shows that most employees are at the mature 
worker stage, that is, they already understand well how the company works, they have a 
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long work period. This means that the company has a stable and very experienced 
workforce. 

3.2. Partial Least Squares Structural Equation Modeling (PLS-SEM) Analysis 

a. Outer Model Evaluation (Measurement Model) 

Outer model testing is used to see how a latent variable is measured by its indicators. The 
model is illustrated as follows: 

 

Figure Outer Model (Measurement Model) 

To assess the outer model in SmartPLS analysis, research uses three main criteria: 
convergent validity, discriminant validity, and reliability. The following is an explanation: 

1. Convergent Validity 

Convergent validity is measured using the correlation between item scores and variable 
scores in PLS software. A question item is considered good if it has a correlation (outer 
loading) of more than 0.50 with the measured variable. Therefore, this study uses an outer 
loading limit of 0.50. 

Table Outer Loading Values 
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Variables Indicator 
Original 
sample (O) 

Sample 
mean 
(M) 

Standard 
deviation 
(STDEV) 

T 
statistics 

P 
values 

Cognitive 
Employee 

CE1 

CE2 

CE3 

CE4 

0.821 

0.854 

0.828 

0.904 

0.821 

0.853 

0.825 

0.903 

0.037 

0.034 

0.042 

0.020 

21,980 

25,349 

19,525 

44,165 

0.000 

0.000 

0.000 

0.000 

Employee 
performance 

KK1 

KK2 

KK3 

KK4 

KK5 

0.776 

0.866 

0.840 

0.838 

0.848 

0.773 

0.865 

0.838 

0.837 

0.847 

0.048 

0.026 

0.033 

0.032 

0.041 

16,173 

33,469 

25,096 

26,211 

20,620 

0.000 

0.000 

0.000 

0.000 

0.000 

Spiritual 
Engagement 

SE1 

SE2 

SE3 

SE4 

SE5 

0.785 

0.795 

0.834 

0.812 

0.822 

0.782 

0.793 

0.832 

0.809 

0.818 

0.045 

0.044 

0.034 

0.045 

0.043 

17,405 

18,079 

24,418 

18,231 

19,271 

0.000 

0.000 

0.000 

0.000 

0.000 

Work Life 
Balance 

WLB1 

WLB2 

WLB3 

0.852 

0.837 

0.865 

0.853 

0.834 

0.863 

0.022 

0.039 

0.033 

.38,464 

21,357 

26,370 

0.000 

0.000 

0.000 

Based on Table, all indicators for the variables work-life balance, employee cognitive 
function, spiritual engagement, and employee performance have outer loading values 
above 0.5. This indicates that all indicators are valid and appropriate for measuring each 
variable. This means that each statement item distributed to respondents was truly 
understood according to the objectives and context of the study. 
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2. Discriminant Validity 

A research model is considered good if each question (indicator) is measured by a single 
primary variable and is not mixed with other variables. The results of the discriminant 
validity test are as follows: 

Table Cross Loading Values 

Indicator 

Variables 

Cognitive 
Employee 

Employee 
performance 

Spiritual 
Engagement 

Work Life 
Balance 

CE1 0.821 0.737 0.773 0.723 

CE2 0.854 0.723 0.724 0.706 

CE3 0.828 0.702 0.703 0.681 

CE4 0.904 0.786 0.793 0.736 

KK1 0.599 0.776 0.651 0.704 

KK2 0.727 0.866 0.803 0.739 

KK3 0.751 0.840 0.777 0.683 

KK4 0.745 0.838 0.760 0.691 

KK5 0.775 0.848 0.774 0.757 

SE1 0.639 0.697 0.785 0.646 

SE2 0.654 0.747 0.795 0.649 

SE3 0.749 0.794 0.84 0.724 
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Indicator 

Variables 

Cognitive 
Employee 

Employee 
performance 

Spiritual 
Engagement 

Work Life 
Balance 

SE4 0.777 0.700 0.812 0.707 

SE5 0.734 0.720 0.822 0.662 

WLB1 0.775 0.769 0.744 0.852 

WLB2 0.672 0.716 0.698 0.837 

WLB3 0.680 0.700 0.697 0.865 

Based on Table, the indicators of a construct (variable) have a higher correlation with its 
own variable than with other variables. This proves that all indicators have met the 
discriminant validity test. In addition to looking at the cross-loading value, this test can also 
be performed by examining the AVE (Average Variance Extracted) value. 

Table Average Variance Extracted (AVE) Value 

No Variables AVE Information 

1 Cognitive Employee 0.727 Valid 

2 Employee performance 0.696 Valid 

3 Spiritual Engagement 0.655 Valid 

4 Work Life Balance 0.725 Valid 

Table shows that all constructs (work-life balance, cognitive employee, spiritual 
engagement, and employee performance) have AVE values above 0.5. This proves that the 
measurement indicators used are valid. This means that the latent variables are able to 
explain, on average, more than half of the variance in the indicators that form them. 
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3. Reliability 

Reliability testing ensures that your measurement tool consistently assesses a concept. In 
Partial Least Squares (PLS) analysis, this test uses two main parameters: composite reliability 
(CR) and Cronbach's alpha (CA). 

Table Values Composite Reliability and Cronbach's Alpha 

No Variables Composite 
Reliability 

Cronbach's 
Alpha 

Information 

1 Cognitive Employee 0.876 0.874 Reliable 

2 Employee performance 0.893 0.890 Reliable 

3 Spiritual Engagement 0.870 0.868 Reliable 

4 Work Life Balance 0.812 0.811 Reliable 

The reliability test results indicate that all variables in the research model have excellent 
consistency. This is evidenced by the Composite Reliability (CR) and Cronbach's Alpha (CA) 
values, which meet the standards. All variables have CR values above 0.7. This means the 
indicators used are able to measure the variables consistently. All variables have CA values 
(> 0.80), indicating very high reliability. The details of the values are as follows : cognitive 
employee (0.874), employee performance (0.890), spiritual engagement (0.868) andwork-
life balance (0.870). These results indicate that the question indicators distributed are able 
to provide consistent results when tested repeatedly on respondents. 

b. Inner Model Evaluation (Structural Model) 

All constructs met validity and reliability requirements during the outer model evaluation 
stage. The next step was to evaluate the inner model (structural model) to examine the 
interrelationships between variables. The test results are as follows: 
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Figure Inner Model (Structural Model) 

Based on the image above, the following is an explanation of the results of the research 
model testing: 

1. Path Analysis (Path Coefficient) 

Path The path coefficient in PLS-SEM is used to measure the strength and direction of the 
relationship between constructs (latent variables) in a structural model. The path coefficient 
is evaluated based on the p-value and T-statistic generated from bootstrapping. If the p-
value is less than or equal to 0.05 and the T-statistic is greater than 1.65 (one-tailed), the 
direct effect is considered statistically significant. 

Table Path Analysis (Path Coefficient) 

Path Coefficient 
Original 
sample (O) 

Sample 
mean 
(M) 

Standard 
deviation 
(STDEV) 

T 
statistics 

P 
values 

Work Life Balance->Spiritual 
0.838 0.837 0.037 22,851 0.000 
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Path Coefficient 
Original 
sample (O) 

Sample 
mean 
(M) 

Standard 
deviation 
(STDEV) 

T 
statistics 

P 
values 

Engagement 

Work Life Balance->Employee 
Cognitive 

0.835 0.834 0.035 23,703 0.000 

Spiritual Engagement-> 
Employee Performance 

0.511 0.512 0.089 5,749 0.000 

Work Life Balance-> Employee 
Performance 

0.268 0.267 0.070 3,812 0.000 

Employee Cognitive-> Employee 
Performance 

0.193 0.192 0.087 2,223 0.013 

Based on the data presented in table above, it can be interpreted as follows: 

a. The influence of work life balance on spiritual engagement 

The test results show that work-life balance has a significant positive effect on spiritual 
engagement at PT. PLN Balikpapan (p-value 0.000 <0.05; T-statistic 22.851 > 1.65; 
coefficient 0.838). This means that the better the time divided between work and personal 
life, the higher the employee's spiritual work spirit. 

b. The influence of work life balance on employee cognition 

The test results show that work-life balance has a significant positive effect on employee 
cognition at PT. PLN Balikpapan (p-value 0.000 <0.05; T-statistic 23.703 > 1.65; coefficient 
0.835). This means that if employees have a better work-life balance, their thinking and 
focus abilities at work will also improve. 

c. The influence of spiritual engagement on employee performance 

The test results show that spiritual engagement has a significant positive effect on employee 
performance at PT. PLN Balikpapan (p-value 0.000 <0.05; T-statistic 5.749 > 1.65; coefficient 
0.511). This means that the better the employees' inner connection and confidence in their 
work, the higher their work results. 
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d. The influence of work life balance on employee performance 

The test results show that work-life balance has a significant positive effect on employee 
performance at PT. PLN Balikpapan (p-value 0.000 <0.05; T-statistic 3.812 > 1.65; coefficient 
0.268). This means that the better the time divided between work and personal life, the 
higher the employee's performance at work. 

e. The influence of employee cognition on employee performance 

The test results show that employee cognitive ability has a significant positive effect on 
employee performance at PT. PLN Balikpapan (p-value 0.013 <0.05; T-statistic 2.223 > 1.65; 
coefficient 0.193). This means that the better the employee's thinking ability, the higher the 
work results they deliver. 

2. Indirect Influence 

To determine the role of employee cognitive and spiritual engagement as intervening 
factors in the relationship between work-life balance and employee performance. Based on 
the specific indirect effect analysis in PLS-SEM, the following explanation can be obtained: 

Table Analysis of Indirect Effects (Specific Indirect Effect) 

Path Coefficient 
Original 
sample (O) 

Sample 
mean 
(M) 

Standard 
deviation 
(STDEV) 

T 
statistics 

P 
values 

Work Life Balance->Employee 
Cognitive-> Employee 
Performance 

0.161 0.160 0.073 2,205 0.014 

Work Life Balance->Spiritual 
Engagement-> Employee 
Performance 

0.428 0.429 0.078 5,488 0.000 

Based on the data presented in table above, it can be interpreted as follows: 

a. The influence of work life balance on employee performance through employee 
cognitive 

The test results show that cognitive employee engagement is proven to be a positive link 
between work-life balance and employee performance (p-value 0.014 <0.05; T-statistic 
2.205 > 1.65; coefficient 0.161). This means that the better the work-life balance an 
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employee has, the higher their level of mental engagement, which will ultimately improve 
performance significantly. 

b. The influence of work life balance on employee performance through spiritual 
engagement 

The test results show that spiritual engagement is proven to be a positive link between 
work-life balance and employee performance (p-value 0.000 <0.05; T-statistic 5.488 > 1.65; 
coefficient 0.428). This means that the better the work-life balance an employee has, the 
higher their spiritual engagement, which ultimately impacts their performance. 

3. R-square(R2) 

The structural model is evaluated by looking at the R2 value for the dependent construct. 
This R2 value indicates the percentage of variation in the endogenous variable that can be 
explained by the exogenous variable. The higher the R2 value, the stronger the influence of 
the exogenous variable on the endogenous variable, indicating a better and more accurate 
research model. 

Table R-Square Value 

No Variables R-Squares R-Squares Adjusted 

1 Cognitive Employee 0.697 0.694 

2 Employee performance 0.859 0.854 

3 Spiritual Engagement 0.702 0.699 

Based on Table, work-life balance explains 69.4% of employee cognitive changes and 70.2% 
of spiritual engagement. Meanwhile, 85.4% of employee performance variation is 
influenced by all three factors (work-life balance, employee cognitive changes, and spiritual 
engagement) together. The remainder is influenced by variables outside the study. 

4. F-square (f2) 

Based on Cohen's guidelines, the f2 value is used to measure the magnitude of the direct 
influence of one variable on another. The f2 assessment criteria are divided into three 
levels: 0.02 (small influence), 0.15 (moderate influence), and 0.35 (large influence) 
(Setiaman, 2023). The following are the results of the f2 test in this study: 
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Table F-Square Value 

Variable Relationship f-Squares 
Substantive 
influence 

Work Life Balance->Employee Cognitive 2,302 Big 

Work Life Balance->Spiritual Engagement 2,357 Big 

Work Life Balance-> Employee Performance 0.129 Small 

Employee Cognitive-> Employee Performance 0.051 Small 

Spiritual Engagement-> Employee Performance 0.355 Big 

Based on the analysis results table, work-life balance has the strongest impact. This 
significant impact is seen in the increase in employee cognitive performance (2.302) and 
spiritual engagement (2.357). Furthermore, spiritual engagement also significantly impacts 
employee performance (0.355). Conversely, the direct relationship between work-life 
balance and employee performance (0.129) and employee cognitive performance (0.051) 
has a small impact. 

5. Fit Model (Model Goodness) 

In this study, the evaluation of model fit used SRMR, d_ULS, d_G, Chi square and NFI, with 
the following results: 

Table Results of the Goodness of Fit Model Test 

No 
Structural 
Model 

Cut-Off Value Estimated Information 

1 SRMR < 0.10 0.077 Fit 

2 d_ULS > 0.05 0.902 Fit 

3 d_G > 0.05 0.529 Fit 
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4 Chi-Square 

>X2table 

(df = 163; X2table = 134.4811) 

254,429 Fit 

5 NFI Approaching 1 0.817 Fit 

The analysis results show that the tested model has an acceptable fit to the data. This 
demonstrates that the proposed model accurately describes the relationships between 
variables in the data. 

4. Conclusion 

Based on the research findings and discussion, the following conclusions can be drawn: 

1. Work-life balance has a significant positive effect on spiritual engagement at PT. PLN 
Balikpapan. This means that the better the balance between work demands and 
personal life perceived by employees, the higher their level of spiritual engagement 
with the organization and their work. 

2. Work-life balance has a significant positive effect on employee cognition at PT. PLN 
Balikpapan. This means that the better the balance between work and personal life, the 
more optimal their cognitive function in processing information, making decisions, and 
completing work. 

3. Spiritual engagement has a significant positive effect on employee performance at PT. 
PLN Balikpapan. This means that the higher the level of spiritual engagement employees 
feel in their work, the higher their performance will be. 

4. Work-life balance has a significant positive effect on the performance of PT. PLN 
Balikpapan employees. This means that the better the time divided between work and 
personal life, the higher the employee's work performance. 

5. Cognitive employee has a significant positive effect on the performance of PT. PLN 
Balikpapan employees. This means that the higher the level of understanding and 
cognitive capacity possessed by employees, the more effective their performance will 
be. 

6. Cognitive employee can be a positive link between work-life balance and employee 
performance. This means that companies that are able to balance time, emotions, and 
roles between work and personal life will allow employees to be more focused, aware, 
and psychologically fully present at work, which will ultimately boost their performance. 
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7. Spiritual engagement can be the strongest connecting variable between work-life 
balance and employee performance, and strengthening spiritual engagement is more 
important than strengthening employee cognitive skills. This means that strengthening 
work-life balance, followed by strengthening spiritual engagement, will improve 
employee performance.  
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