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Abstract. This study aims to analyze and examine the effects of field leadership and 
work-life balance on employee performance, with employee engagement as a 
mediating variable, in intensive shrimp farming operations in Cilacap Regency. The 
study employs a quantitative approach with an explanatory research design. The 
population consists of 145 employees, all of whom were included as respondents using 
a census method. Data were collected through a five-point Likert scale questionnaire 
that has met validity and reliability requirements. Data analysis was conducted using 
Structural Equation Modeling–Partial Least Squares (SEM-PLS) with the assistance of 
SmartPLS 4. The results indicate that field leadership and work-life balance have a 
positive and significant effect on employee engagement. Furthermore, employee 
engagement is found to have a positive and significant effect on employee 
performance. However, field leadership and work-life balance do not have a significant 
direct effect on employee performance. Mediation analysis reveals that employee 
engagement acts as a full mediator in the relationship between field leadership, work-
life balance, and employee performance. The coefficient of determination indicates 
that the model has a moderate explanatory power for both employee engagement and 
employee performance. The novelty of this study lies in the examination of an 
integrative model that links field leadership and work-life balance as job resources 
within the Job Demands–Resources framework in the context of the intensive shrimp 
farming industry, which remains underexplored in the human resource management 
literature in the aquaculture sector. The practical implications highlight the 
importance of strengthening operational leadership and implementing work-life 
balance policies to enhance employee engagement as a key mechanism for achieving 
sustainable performance. 
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1. Introduction 

The operational success of intensive shrimp farming is not solely determined by the technical 
aspects of cultivation, but also by the effectiveness of human resource (HR) management. 
The intensive, target-driven, and demanding nature of long working hours often causes 
employees to face high levels of pressure, stress, and fatigue. This situation has the potential 
to reduce motivation and psychological engagement, ultimately impacting operational 
performance. A study by Angela & Sharma (2023) revealed that due to the intensive and 
labor-intensive nature of shrimp farming, employees often experience fatigue, a lack of work-
life balance, and low psychological engagement with their work, which directly impacts farm 
operational performance. Intensive shrimp farming in Cilacap Regency, Central Java, is a 
coastal agribusiness sector that plays a crucial role in supporting the regional economy. The 
intensive whiteleg shrimp farming system in this region demands effective human resource 
management to maintain productivity and business sustainability. Intensive shrimp farming 
operations are characterized by intensive, complex, and target-driven work, requiring 
employees to work under high pressure, long working hours, and limited time flexibility. 
These conditions make factors such as work environment, leadership style, motivation, and 
work-life balance important aspects that influence employee engagement and performance 
in the intensive shrimp farming sector in Cilacap. 

One important factor in improving employee performance is field leadership, which is 
leadership that is directly present at the work site. This type of leadership is believed to be 
able to boost motivation, improve two-way communication, and build employee engagement 
through consistent technical direction and moral support. Nikolova et al. (2019) showed that 
a leadership style that involves employees (engaging leadership) has a significant influence in 
strengthening work engagement by increasing job resources, especially in work environments 
that require active participation in the field. Similar results were found by Kresna & Suryani 
(2025), who confirmed that field leadership styles, particularly transformational and 
transactional, are positively related to the level of employee engagement in public 
organizations, thus impacting improved team performance in the field. However, in practice, 
leadership in many shrimp farms still tends to be administrative and less present in the daily 
work dynamics, so the opportunity to build optimal employee psychological engagement has 
not been fully achieved. 

Another crucial factor is work-life balance, namely the ability of employees to maintain a 
balance between work and their personal lives. High workloads, long hours, and the pressure 
of harvest targets in shrimp farming can lead to fatigue, stress, and even burnout. A study by 
Rasool et al. (2020) confirmed that a good work-life balance significantly increases employee 
engagement and reduces work stress, which ultimately has a positive impact on performance. 
Unfortunately, in many intensive farming practices, the work-life balance aspect is often 
neglected in favor of achieving operational targets or relatively little consideration is given to 
the long-term impact on human resource performance. 
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These two factors (field leadership and work-life balance) are closely related to employee 
engagement, which is a positive psychological state when employees demonstrate 
dedication, energy, and focus on their work (Bakker & Albrecht, 2018). Employee engagement 
has been shown to be a strong mediating variable between organizational factors and 
employee performance. Several previous studies have focused more on the technical aspects 
of cultivation or production management, while managerial aspects and organizational 
behavior in the shrimp pond work environment are still relatively underexplored. Therefore, 
this study focuses on developing and testing a model for improving employee performance 
with employee engagement as a mediating variable in the relationship between field 
leadership and work-life balance on employee performance in intensive shrimp ponds. 

2. Research Methods 

This study uses a quantitative approach with an explanatory research design. The goal is to 
explain the causal relationship between the independent variables (field leadership and work-
life balance) and the dependent variable (employee performance) and the mediating variable 
(employee engagement). The analysis was conducted using a Structural Equation Modeling 
(SEM) approach based on Partial Least Squares (PLS) to comprehensively test both direct and 
indirect influences. 

3. Results and Discussion 

3.1. General Description of Research Object 

a. Respondent Profile 

This section presents a comprehensive description of the empirical characteristics of the 
respondents who were the subjects of this study at an intensive shrimp farming unit in Cilacap 
Regency. The presentation of the respondent profiles is not intended solely as a descriptive 
statistical presentation, but rather as an analytical foundation that provides context for the 
dynamics of the organization where the research was conducted. Respondent demographic 
and occupational characteristics are considered important to map because they have the 
potential to influence perceptions, attitudes, and work behaviors related to the variables 
studied. 

In human resource management studies, factors such as gender, age, education level, field of 
work, and length of service are often related to perceived leadership patterns, perceived 
work-life balance, employee engagement, and individual performance. Therefore, 
understanding the respondent profile provides a conceptual basis for interpreting subsequent 
analysis results, particularly in explaining the relationship between Field Leadership, Work-
Life Balance, Employee Engagement, and Employee Performance. 
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By systematically mapping the characteristics of respondents, this study not only provides a 
picture of the workforce composition in intensive shrimp ponds but also builds a contextual 
framework that strengthens the validity of interpreting the empirical findings. These 
respondent profiles are integral to understanding how research variables interact and 
operate within the realities of fieldwork, which are characterized by technical complexity, 
operational pressures, and unique socio-organizational dynamics. 

Table 3.1 Respondent Demographics 

Information Total Percentage 

Number of Samples 145 100.0% 

Gender 

  

Man 136 94.4% 

Woman 9 6.3% 

Age Range 

  

<25 years 33 22.9% 

25-40 years old 67 46.5% 

>40 years 45 31.3% 

Education 

  

Elementary-Middle School 49 34.0% 

High School/Vocational School 79 54.9% 

Diploma/S1-S2 17 11.8% 
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Field of work 

  

Manager/Technician/Asst Technician 11 7.6% 

Laboratory Analyst 2 1.4% 

Mechanics/Engineering 12 8.3% 

Feeder/Pond Direct Support 86 59.7% 

Admin/Data/Finance 3 2.1% 

Security 18 12.5% 

Other Support 13 9.0% 

Working Period in the Fish Pond 

  

<1 year 15 10.4% 

1-3 years 47 32.6% 

>3 years 83 57.6% 

Source: Processed primary data, 2026 

b. Respondent Characteristics Based on Gender 

The majority of respondents were male (136 people) (94.4%), while 9 respondents were 
female (6.3%). This composition indicates the dominance of male workers in intensive shrimp 
farming operations. 

This phenomenon aligns with the physical, technical, and field-based characteristics of 
intensive aquaculture work, including manual and automated feeding, water wheel 
management, pond bottom siphoning, infrastructure repair, and water quality monitoring, 
with flexible working hours, even at night. A study (FAO, 2022) confirmed that the global 
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fisheries and aquaculture sector remains dominated by male labor at the operational level, 
particularly in intensive production systems. 

From a management perspective, this gender dominance has implications for field leadership 
styles. Masculine work environments tend to emphasize a leadership approach based on 
assertiveness, clear instructions, and direct supervision. However, modern leadership 
literature suggests that effectiveness is no longer determined solely by structural power, but 
rather by a leader's ability to build trust and team engagement (Saks, 2022). 

Thus, the gender composition in this study provides an important context in understanding 
the dynamics of the interaction between field leadership and employee work engagement. 

c. Respondent Characteristics Based on Age 

The majority of respondents were aged 25–40 years (46.5%), followed by those aged >40 
years (31.3%), and those under 25 years (22.9%). This distribution indicates that the pond 
workforce is in its productive age phase, with a combination of work energy and experience 
maturity. 

In career cycle theory, the age group of 25–40 represents the establishment and 
advancement phase, where individuals tend to be highly motivated to demonstrate optimal 
performance and develop competencies (Saks et al., 2022). In the context of intensive shrimp 
farming, which demands rapid response to changes in water quality, diseases such as AHPND 
and EHP, and production target pressures, this age group is relatively adaptable to technology 
and data-driven management systems. 

The 31.3% age group over 40 years old indicates the presence of a senior workforce with 
strong practical experience. In experience-based industries like aquaculture, tacit knowledge 
is often an irreplaceable organizational asset (Oranga, 2023). 

This combination of young and senior employees has the potential to create a dynamic 
internal knowledge transfer. However, without effective field leadership, generational 
differences can create gaps in perceptions of work discipline, technology, and operational 
standards. 

d. Respondent Characteristics Based on Education 

The majority of respondents had a high school/vocational high school education (54.9%), 
followed by elementary school–junior high school (34.0%), and diploma/bachelor's–master's 
degree (11.8%). This composition reflects the characteristics of the intensive aquaculture 
industry, which places greater emphasis on operational technical skills than on a high-level 
formal academic background. 
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According to Human Capital Theory, formal education plays a role in improving analytical 
skills, problem-solving skills, and adapting to innovation and technological change in the 
workplace. However, in technical and experience-based work contexts, competencies 
acquired through field learning and the accumulation of tacit knowledge are often the 
primary determinants of performance in specific operational tasks. Thus, human capital is 
formed not only by formal education but also by work experience, which strengthens 
technical competency and organizational performance (Christabel et al., 2024). 

The low proportion of those with higher education (11.8%) demonstrates the importance of 
a field leadership system capable of translating operational standards and management 
strategies into clear, simple, and applicable instructions. In this context, effective field 
leadership is a key factor in ensuring production and biosecurity standards are maintained. 

e. Respondent Characteristics Based on Field of Work 

The majority of respondents work as Feeder/Pond Support (59.7%), followed by Security 
(12.5%), Mechanic/Engineering (8.3%), Manager/Assistant Technician (7.6%), Other Support 
(9.0%), Admin/Finance (2.1%), and Laboratory Analyst (1.4%). 

This distribution indicates that the study is highly representative of the core operational units 
of aquaculture. The Feeder/Pond Support position is the spearhead of production, directly 
involved in feed management, shrimp health control, and daily water quality monitoring. In 
intensive systems, even small operational errors can significantly impact survival rates and 
feed conversion ratios. 

This predominantly operational workforce structure emphasizes the relevance of the field 
leadership variable. Effective leadership at the field level serves as a link between 
management policies and daily technical implementation. A study by Breevaart & Bakker 
(2018) within the Job Demands-Resources Model confirms that superior support is a crucial 
resource for enhancing work engagement in high-demand jobs. 

f. Characteristics of Respondents Based on Years of Work 

The majority of respondents had tenure of >3 years (57.6%), followed by 1–3 years (32.6%), 
and <1 year (10.4%). This data indicates a relatively good retention rate in an industry known 
for its high work pressure. 

From a human resource management perspective, long tenure correlates with increased 
organizational commitment and performance stability (Saks et al., 2022). In the intensive 
aquaculture sector, more than three years of experience indicates that employees have 
experienced multiple cultivation cycles and understand seasonal risk patterns, disease 
management, and the dynamics of partial harvest targets. 
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This relatively high retention rate can be an indicator of a relatively stable managerial system. 
However, the sustainability of retention remains highly dependent on work-life balance and 
the quality of field leadership. The intensive, 24-hour operation of the aquaculture industry 
has the potential to lead to burnout if not managed properly (Mazzetti & Schaufeli, 2022). 

g. Contextual Analysis of Respondent Profiles 

Overall, the respondent profile indicates that the intensive shrimp farming workforce in 
Cilacap Regency is dominated by men of productive age, with secondary education, working 
in core operational positions, and with relatively long tenure. This composition demonstrates 
a field-based organizational structure with a heavy reliance on technical coordination and 
direct leadership. 

These characteristics provide a highly relevant context for testing the research model, 
particularly in assessing how Field Leadership and Work-Life Balance influence Employee 
Engagement and thus employee performance. In a work environment with high physical 
demands, biological risks, and production target pressures, employee engagement is not 
merely a psychological aspect but a strategic factor determining sustainable productivity. 

Thus, the respondent profile in this study not only represents the workforce structure, but 
also strengthens the empirical justification that the variables tested have strong contextual 
relevance in the intensive shrimp farming industry. 

h. Organizational Structure of Intensive Shrimp Farms 

The organizational structure of intensive shrimp farming is functional, with a relatively simple 
vertical hierarchy. This structure is designed to ensure speedy decision-making and effective 
daily operational oversight. 

In general, the organizational structure of intensive shrimp ponds includes a Director/Owner, 
Pond Operations Manager, Field Supervisor (Field Leader)/Cultivation Technician, Laboratory 
Analyst, Mechanics and Electrical, Administration and Finance, Security and Pond Boy/Field 
Workers. 

i. Hierarchical Pattern and Coordination Flow 

An organizational structure demonstrates a clear chain of command from top management 
to field workers. However, in operational practice, coordination is cross-functional, including: 

• Water quality evaluation involves aquaculture technicians and laboratory analysts. 

• Harvest decisions involve operational managers and owners. 

• Growth sampling evaluation involves managers and technicians 
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This coordination model shows that organizational effectiveness is highly dependent on 
effective vertical and horizontal communication. 

j. Strategic Role of Field Leadership 

The Field Supervisor, or Field Leader, plays a central role in the farm's organizational system. 
This position is responsible for daily water quality monitoring, feeding supervision, work 
schedule management, disease prevention coordination, and technician performance 
evaluation. 

In management literature, engaging leadership contributes to increased employee 
engagement (Decuypere & Schaufeli, 2020). The presence of leaders in daily activities 
increases support, role clarity, and work motivation. Therefore, within the organizational 
structure of a fish farm, field leadership serves as a link between managerial policies and 
technical implementation. 

k. Characteristics of Organizations as Biological Production Systems 

Intensive shrimp farming is a biological production system with a high degree of uncertainty. 
Unlike the manufacturing industry, production output is influenced by environmental factors 
such as water quality, temperature, plankton, and potential pathogen attacks. This type of 
work environment can be categorized as a high-demand environment. Within the Job 
Demands–Resources (JD–R) framework, high work demands must be balanced with the 
availability of organizational resources to avoid compromising performance. 

These resources in this study are represented by: 

• Field Leadership as a structural resource 

• Work-Life Balance as a psychosocial resource 

• Employee Engagement as a psychological mechanism that bridges resources and 
performance 

Thus, the organizational structure of the pond supports the relevance of the research model 
tested in the next chapter. 

4. Conclusion 

Field Leadership has a positive and significant effect on Employee Engagement. Field 
leadership has been shown to significantly increase employee work engagement. The 
leadership's role in providing technical direction, operational support, and motivation is a key 
job resource that strengthens vigor, dedication, and absorption. This finding is consistent with 
the descriptive results that show Field Leadership is in the high category, although aspects of 
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caring and participatory communication still need to be strengthened. Work-Life Balance has 
a positive and most dominant effect on Employee Engagement. Work-Life Balance is the 
variable with the greatest influence on Employee Engagement. Although descriptively it is in 
the medium category, structurally this variable is a key factor in maintaining employee 
psychological stability amidst the high demands of intensive shrimp farming work. This 
indicates that work-life balance is the main foundation for forming work engagement. 
Employee Engagement has a positive and significant effect on Employee Performance. 
Employee Engagement has been proven to be a major determinant of employee 
performance. Employees with high work engagement demonstrate productivity, accuracy in 
monitoring water quality, compliance with SOPs, and quick response to biological risks. This 
finding confirms that operational performance is strongly influenced by employee 
psychological conditions. 
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