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associative design. Data was collected through a structured questionnaire
distributed to employees at 40 Regional Government Agencies (OPDs) in Papua
Province, with a total of 109 respondents. Data analysis was conducted using
Structural Equation Modeling-Partial Least Squares (SEM-PLS) to test the direct
and indirect effects between variables

Conflict of Interest Statement:

The author(s) declares that the
research was conducted in the
absence of any commercial or
financial relationships that could
be construed as a potential conflict

. Findings and Discussion: The results of the study indicate that work-life balance,
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work discipline, and intrinsic motivation have a direct and significant effect on
employee performance; the work environment has a significant effect on intrinsic
Copyright © 2025 AHRMR. All motivation; and intrinsic motivation was found to partially mediate the
rights reserved. relationship between the work environment and employee performance, but does
not mediate the effects of work-life balance and work discipline on performance.
These findings suggest that employee performance is more influenced by internal
motivational processes that are shaped by the work environment.

Implications: This study makes a theoretical and practical contribution by
emphasizing the importance of intrinsic motivation as a psychological mechanism
for improving employee performance. In practical terms, public sector
organizations need to create a conducive work environment and strengthen
strategies to enhance intrinsic motivation, thereby boosting employee
performance, particularly in regions with unique characteristics, such as Papua
Province.

Introduction

Public sector employee performance is a key indicator of the effectiveness of government
governance and the quality of public services. Globally, various reports indicate that employee
engagement remains relatively low. A Gallup report (2023) notes that only about 23% of workers
worldwide are truly engaged, while the rest are either disengaged or actively disengaged, which
directly contributes to low productivity and poor performance quality in public organizations (Gallup,
2025). Increasing work demands, following digital transformation and shifts in global work patterns,
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have further intensified work-related stress, thereby worsening work-life balance. Within public
organizations, the work-life balance has become a primary factor in declining employee performance.

At the national level in Indonesia, public-sector employee performance poses a significant
challenge. Various performance evaluation reports on Civil Servants (ASN) issued by the Ministry of
State Apparatus Empowerment and Bureaucratic Reform indicate that a gap persists between
organizational performance targets and actual achievements on the ground. Results from a national
survey on public satisfaction with public services indicate that the quality of government services has
not yet reached the expected level, reflecting underlying issues in public sector performance. Various
factors contributing to this situation include inconsistent work discipline, an unsupportive work
environment, and an imbalance between work and life—factors frequently linked to low employee
performance (Annisa & Hastasari, 2025; Febriyanti et al., 2023; Wahyudin et al., 2025).

In a local context, Papua Province presents a more complex situation compared to other regions
in Indonesia. According to data from the Central Statistics Agency (BPS), human development levels
and the quality of public services in Papua remain below the national average, influenced in part by
limited civil service capacity, restricted access, inadequate transportation infrastructure, and
geographically remote conditions—all of which contribute to low performance effectiveness across
various Regional Government Agencies (BPS, 2024). Empirical research indicates that work discipline
and the work environment are dominant factors influencing employee performance in Papua. This
situation illustrates that Papua serves as a tangible representation of the gap between public service
demands and government officials' capacity to perform.

Empirical evidence indicates a significant research gap in understanding the relationships among
Work-Life Balance, work environment, work discipline, and employee performance. Several studies
suggest that Work-Life Balance has a direct impact on employee performance; however, other
research finds that this influence is indirect, mediated through variables such as intrinsic motivation
or job satisfaction. Similar inconsistencies exist regarding work environment and work discipline
variables; some studies show a direct impact on performance, while others assert that such effects do
not directly impact performance but depend on psychological mechanisms such as motivation and work
engagement.

These research discrepancies indicate that the relationships between variables are not merely
linear but also involve intervening variables that have not yet been thoroughly explored, particularly
in the public-sector context. Within the framework of performance improvement, intrinsic motivation
is a key variable that helps explain how work conditions translate into performance. According to Self-
Determination Theory, intrinsic motivation arises from an individual’s internal drive to satisfy the
needs for autonomy, competence, and relatedness. Individuals with high intrinsic motivation tend to
demonstrate higher levels of work engagement, greater adaptability to change, and the ability to
maintain performance even under challenging work conditions. Previous research indicates that
intrinsic motivation significantly impacts employee performance and serves as a bridge between
organizational factors and performance outcomes. Intrinsic motivation can function as an independent
factor and as an internal mechanism that determines the quality of employee performance.

The mediation approach aims to explain the causal mechanism through which organizational
factors—Work-Life Balance, work environment, and work discipline—are internalized into intrinsic
motivation that influences employee performance, rather than merely strengthening or weakening the
relationship between variables in a moderation approach. The mediation approach provides a deeper
understanding compared to moderation, as it explains how independent variables influence dependent
variables through intervening variables. In this study, intrinsic motivation serves as the psychological
mechanism explaining how these variables influence employee performance. The use of intrinsic
motivation as a mediator in this study makes a stronger contribution to the development of human
resource management theory and practice.

Intrinsic motivation is appropriately positioned as a mediating variable because it bridges the
relationship between external organizational factors and individual internal responses. From the
perspective of the Job Demands-Resources Theory, work resources such as a conducive work
environment and a good work-life balance will enhance individual motivation, leading to improved
performance. From the perspective of the Social Exchange Theory, employees will respond positively
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to favorable working conditions by increasing their motivation and performance as a form of
reciprocity toward the organization. The integration of these two perspectives reinforces the
argument that intrinsic motivation is a relevant and strategic mediating variable.

The urgency of this research is further underscored by the selection of the Province of Papua as
the study's subject. Papua possesses unique characteristics—geographically, socially, and
institutionally—thereby necessitating a more contextual human resource management approach to
improve public sector performance. The limitations of previous research that specifically examined
the relationship between Work-Life Balance, work environment, work discipline, and intrinsic
motivation in the context of Papua indicate that there is still a wide-open research space. This study
is expected to make significant empirical contributions to understanding the factors that influence the
performance of public-sector employees in regions with structural limitations.

Conceptually, this study integrates the Job Demands-Resources Theory as the grand theory, the
Self-Determination Theory as the foundation for intrinsic motivation, and the Social Exchange Theory
as the perspective on the reciprocal relationship between the organization and the individual. The
integration of these three theories provides a comprehensive analytical framework for explaining the
relationships among Work-Life Balance, work environment, work discipline, intrinsic motivation, and
employee performance, particularly by showing how work resources and organizational conditions are
internalized as motivational drivers that affect performance.

The novelty of this study lies in simultaneously testing the effects of Work-Life Balance, work
environment, and work discipline on public-sector employee performance, with intrinsic motivation
as the primary mediating variable. This study integrates Job Demands-Resources Theory, Self-
Determination Theory, and Social Exchange Theory into a single unified analytical framework to
explain the mechanisms underlying the relationship between organizational factors and employee
performance. In the context of organizations with unique characteristics—such as limited
infrastructure, geographically remote locations, and socio-cultural diversity—that influence the work
dynamics of public servants, this study offers a mechanism-based approach to explain inconsistencies
in previous public-sector research findings. This study is expected to provide both theoretical and
practical contributions. Theoretically, this study expands understanding of the motivational
mechanisms that enhance public-sector employees' performance. Practically, the findings can serve
as a foundation for local governments to formulate policies that enhance intrinsic motivation, improve
the work environment, and strengthen work discipline, thereby achieving optimal employee
performance.

Literature Review

Job Demands-Resources Theory (JD-R)

Job Demands-Resources Theory explains that employee performance is influenced by the balance
between job demands and job resources, which operates through two main mechanisms: the health
impairment process and the motivational process. High job demands, such as workload and time
pressure, can deplete energy and trigger fatigue. In contrast, the availability of job resources—such
as organizational support, a conducive work environment, and work-life balance—enhances motivation
and work engagement. The balance between demands and resources is a key factor in determining an
individual’s psychological state and performance. In its theoretical development, the Job Demands-
Resources Theory integrates personal resources as internal factors that strengthen an individual’s
ability to cope with work stress, such as motivation and work discipline. In this study, the work
environment and Work-Life Balance are positioned as job resources, while work discipline and intrinsic
motivation serve as personal resources that drive the motivational process. The interaction between
these two types of resources enables employees to manage job demands more effectively, thereby
increasing work engagement and positively impacting performance.

Self-Determination Theory (SDT)
Self-Determination Theory emphasizes that the quality of an individual’s motivation, particularly
intrinsic motivation, is determined by the fulfillment of three basic psychological needs: autonomy,
competence, and relatedness. When these needs are met, individuals are motivated to work
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autonomously, demonstrate greater commitment, and maintain consistent performance. Conversely,
an organization’s inability to meet these psychological needs can reduce motivation, increase work-
related stress, and negatively impact employee performance. In public organizations, a work
environment that supports autonomy, provides constructive feedback, and fosters positive
interpersonal relationships has been shown to enhance intrinsic motivation and work engagement. In
this study, Work-Life Balance contributes to fulfilling the need for autonomy; the work environment
supports relatedness and competence, while work discipline reflects self-regulation stemming from
autonomous motivation. Thus, Self-Determination Theory provides a conceptual foundation for
explaining how work conditions are internalized into psychological drives that contribute to improved
employee performance.

Social Exchange Theory (SET)

Social Exchange Theory explains that the relationship between employees and organizations is
built on the principle of reciprocal exchange based on trust, support, and fairness. In the workplace,
employees evaluate how the organization treats them and tend to respond positively when they feel
valued and supported. Strong organizational support fosters increased commitment, loyalty, and
performance as a form of reciprocity for the treatment received. An imbalance in social exchange can
trigger negative responses such as decreased motivation, low work engagement, and even declining
performance. In this study, a conducive work environment and Work-Life Balance policies are viewed
as forms of the organization’s social investment in its employees. When this balance is perceived
positively, employees will respond through increased discipline, intrinsic motivation, and work
commitment, thereby resulting in more optimal and sustainable performance.

Employee Performance

Employee performance refers to work outcomes that reflect an individual’s contribution to
achieving organizational goals, as measured by the quality, quantity, timeliness, and accountability in
task execution. Performance is influenced by an individual’s technical abilities and psychological
factors such as motivation and job satisfaction, as well as contextual factors such as the work
environment and organizational support. In modern organizational management, performance is
viewed as a multidimensional construct that reflects the interaction between individual competencies,
working conditions, and the quality of interpersonal relationships within the organization, making it a
key indicator of organizational effectiveness and productivity.

Work-Life Balance

Work-Life Balance refers to an individual’s ability to manage and harmoniously balance the
demands of work with their personal life, thereby minimizing role conflict and maintaining
psychological well-being. From a modern organizational perspective, Work-Life Balance is viewed as
both an issue of individual well-being and a strategic factor influencing employee engagement,
satisfaction, and performance. An imbalance between work and personal life can trigger stress,
burnout, and reduced productivity, whereas a good balance can enhance focus, emotional stability,
and the quality of decision-making. Within the framework of the Job Demands-Resources Theory,
Work-Life Balance functions as a job resource that helps individuals manage work-related stress more
effectively. From the perspective of Self-Determination Theory, work-life balance also supports the
fulfillment of autonomy and psychological well-being needs, thereby strengthening intrinsic
motivation and improving performance.

Work Environment
The work environment encompasses the physical and non-physical conditions that influence
employees' performance, including workplace facilities, spatial layout, interpersonal relationships,
and organizational climate. The work environment serves as both an operational support factor and a
psychological stimulus, influencing employees’ perceptions, comfort, and work behavior. From an
organizational behavior perspective, a conducive work environment can enhance a sense of security,
strengthen social interactions, and encourage employee engagement and collaboration. Conversely,
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an unsupportive work environment can trigger stress, reduce job satisfaction, and hinder individual
performance. The work environment is a strategic factor that influences performance both directly
and through psychological mechanisms, such as increased intrinsic motivation and work engagement,
thereby contributing to optimal, sustainable performance.

Work Discipline

Work discipline refers to employees' attitudes and behaviors that demonstrate compliance with
the rules, procedures, and work standards established by the organization, as shown by punctuality,
consistency, responsibility, and adherence to assigned tasks. From an organizational behavior
perspective, work discipline serves as both a control mechanism and a form of self-regulation, ensuring
stability and order in work execution. Employees with a high level of discipline tend to have stronger
work commitment, minimize errors, and maintain consistent performance over the long term. Work
discipline directly impacts operational effectiveness and helps shape a productive, performance-
oriented work culture.

Intrinsic Motivation

Intrinsic motivation is a psychological force that drives individuals to initiate, direct, and sustain
work behavior in order to achieve organizational goals. Motivation is influenced by external factors
such as rewards, incentives, and organizational support, as well as internal factors, namely intrinsic
drives stemming from the need for achievement, recognition, and self-actualization. From the
perspective of Self-Determination Theory, intrinsic motivation is the strongest form of motivation
because it is driven by personal satisfaction and the meaning of work, rather than merely external
pressure. Employees with high intrinsic motivation tend to demonstrate greater work engagement,
higher creativity, and better resilience to work-related stress. Intrinsic motivation serves as a primary
determinant of performance and as a psychological mechanism that mediates the influence of
organizational factors on employee behavior and work outcomes.

Research Designh and Methodology

This study employs a quantitative, associative design to analyze the causal relationships among
Work-Life Balance, the work environment, and work discipline on employee performance, both
directly and indirectly through intrinsic motivation as a mediating variable. The study sample
comprises 40 Regional Government Agencies (OPDs) in Papua Province, with each OPD represented by
three respondents, resulting in a total population of 120 employees. The sampling technique used is
purposive sampling, guided by specific criteria relevant to the research objectives. Data were
collected via a structured questionnaire with Likert-scale responses, supplemented by secondary data
to strengthen the validity of the findings. Of the total questionnaires distributed, 109 respondents met
the criteria and were included in the research analysis. Data analysis was conducted using the
Structural Equation Modeling-Partial Least Squares (SEM-PLS) method with SmartPLS version 4,
selected for its ability to test complex structural relationships and mediation models with relatively
small sample sizes. The analysis stages included an evaluation of the measurement model (outer
model) to test the validity and reliability of the constructs through outer loadings, average variance
extracted (AVE), the Fornell-Larcker criterion, the heterotrait-monotrait ratio (HTMT), Cronbach’s
Alpha, and Composite Reliability. The structural model (inner model) was evaluated by assessing
multicollinearity (variance inflation factor / VIF), the coefficient of determination (R%), and the
significance of paths using bootstrapping to test hypotheses. The mediation effect was tested using an
indirect effect analysis, ensuring that the research results are valid, reliable, and highly credible.

Findings and Discussion

Findings
Evaluation of the Measurement Model (Outer Model)
Before evaluating the measurement model (outer model), the initial step in SEM-PLS analysis is
to select indicators that do not meet the criteria for convergent validity. Based on the results of the
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preliminary test, some indicators had outer loadings below the required minimum threshold,
indicating they were unable to represent the construct optimally. In this study, the DK_1 indicator
for the Work Discipline variable and the MI_2 indicator for the Intrinsic Motivation variable were
eliminated from the model because they did not meet the criteria for convergent validity. The
elimination of indicators aims to improve the quality of the measurement model by ensuring that
each indicator used is truly capable of adequately explaining the latent variable. Removing indicators
with low loading values can also improve the Average Variance Extracted (AVE) and Composite
Reliability, thereby making the construct more valid and reliable, and ensuring that the analysis
results obtained are more accurate, stable, and scientifically accountable.

Loading Factor (LF) Test Results

The results of the measurement model evaluation (outer model) indicate that all indicators used
in this study meet the criteria for convergent validity. The outer loading values for each indicator
exceeded the minimum threshold of 0.60, and most exceeded the ideal value of 0.70. For the
Employee Performance variable, all indicators had factor loadings ranging from 0.679 to 0.904,
indicating that the indicators represented the construct well. Similarly, for the Work-Life Balance
and Work Environment variables, all indicators had factor loadings above 0.70. However, a few were
near the minimum threshold, such as LK_5 (0.643), which is still acceptable for exploratory research.
For the Work Discipline variable, all indicators have outer loadings ranging from 0.689 to 0.843,
indicating good validity in explaining the construct. For the Intrinsic Motivation variable, most
indicators have high loadings (above 0.70), except for MI_1, which has a loading of 0.607 and remains
within an acceptable tolerance range. These results indicate that the indicators in this study meet
the criteria for convergent validity and are suitable for further analysis. The results of the construct
reliability testing also show that all variables have Cronbach’s Alpha and Composite Reliability values
above 0.70, as well as Average Variance Extracted (AVE) values above 0.50; thus, they can be deemed
reliable and valid. The measurement model in this study has met all the criteria required for SEM-
PLS, allowing it to proceed to the structural model evaluation stage (inner model). The results of the
outer factor loading test in Table 1 are as follows:

Table 1. Results of the Outer Loading Test

Variable Indicator Loading Description

Employee Performance KP_1 0.679 Valid
KP_2 0.792 Valid

KP_3 0.904 Valid

KP_4 0.825 Valid

KP_5 0.798 Valid

KP_6 0.854 Valid

KP_7 0.761 Valid

KP_8 0.711 Valid

Work-Life Balance WLB_1 0.778 Valid
WLB_2 0.854 Valid

WLB_3 0.721 Valid

WLB_4 0.848 Valid

WLB_5 0.781 Valid

WLB_6 0.816 Valid

Work Environment LK_1 0.863 Valid
LK_2 0.834 Valid

LK_3 0.802 Valid

LK_4 0.680 Valid

LK_5 0.643 Valid

LK_6 0.783 Valid

Work Discipline DK_2 0.689 Valid
DK_3 0.793 Valid

DK_4 0.815 Valid

DK_5 0.708 Valid

DK_6 0.807 Valid

DK_7 0.757 Valid

DK_8 0.843 Valid

Intrinsic Motivation MI_1 0.607 Valid
MI_3 0.791 Valid

MI_4 0.840 Valid

MI_5 0.801 Valid

Source: SmartPLS data analysis results (2025)
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Results of Cronbach’s Alpha, Composite Reliability, and AVE Tests

The results of the reliability and construct validity tests in the SEM-PLS model indicate that all
variables in this study met the required criteria; the Cronbach’s Alpha and Composite Reliability
values for each construct were above 0.70, indicating good internal consistency and reliability, and
the Average Variance Extracted (AVE) values were above 0.50, indicating that the constructs can
explain more than 50% of the variance in their indicators, thereby meeting the criteria for convergent
validity. The results of the Cronbach’s Alpha, Composite Reliability, and AVE tests are presented in
Table 2.

Table 2. Results of the Cronbach’s Alpha, Composite Reliability, and AVE Tests

Variable Cronbach’s Alpha Composite Reliability AVE
Work Discipline 0.888 0.913 0.601
Employee Performance 0.915 0.931 0.630
Work Environment 0.863 0.897 0.596
Intrinsic Motivation 0.758 0.848 0.586
Work-Life Balance 0.888 0.915 0.642

Source: SmartPLS data analysis results (2025)

The results of the construct reliability and validity tests indicate that all variables in this study
met the criteria required in SEM-PLS. The Cronbach’s Alpha values for each variable were above 0.70:
Work Discipline (0.888), Employee Performance (0.915), Work Environment (0.863), Intrinsic
Motivation (0.758), and Work-Life Balance (0.888), indicating that all constructs exhibit good internal
consistency. The Composite Reliability values for all variables were above 0.70, namely Work
Discipline (0.913), Employee Performance (0.931), Work Environment (0.897), Intrinsic Motivation
(0.848), and Work-Life Balance (0.915), indicating that the indicators used are capable of consistently
measuring the same construct. The Average Variance Extracted (AVE) values for all variables are
above 0.50, namely Work Discipline (0.601), Employee Performance (0.630), Work Environment
(0.596), Intrinsic Motivation (0.586), and Work-Life Balance (0.642), indicating that each construct
explains more than 50% of the variance in its respective indicators. All variables in this study
demonstrated good convergent validity and reliability, making them suitable for use in structural
model analysis (inner model) according to SEM-PLS evaluation criteria.

Fornell-Larcker Test Results

The results of the discriminant validity test using the Fornell-Larcker criteria in Table 3 show
that all constructs in this study met the required criteria. The AVE (diagonal) values for each variable
were greater than the correlations between the other constructs. The diagonal values for Work
Discipline (0.775), Employee Performance (0.793), Work Environment (0.772), Intrinsic Motivation
(0.765), and Work-Life Balance (0.801) are each higher than the relationships between variables,
indicating that each construct is capable of distinguishing itself from other constructs. Based on the
results of the Fornell-Larcker test, all constructs in this study generally met the criteria for
discriminant validity. It can therefore proceed to the next phase of model testing.

Table 3. Results of the Fornell-Larcker Criterion Test

DP KP LK MI WLB
Work Discipline (DP) 0.775
Employee Performance (KP) 0.757 0.793
Work Environment (LK) 0.671 0.710 0.772
Intrinsic Motivation (MI) 0.748 0.696 0.836 0.765
Work-Life Balance (WLB) 0.719 0.762 0.733 0.708 0.801

Source: SmartPLS data analysis results (2025)

Results of the Heterotrait-Monotrait Ratio (HTMT) Discriminant Validity Test
The results of the discriminant validity test using the Heterotrait-Monotrait Ratio (HTMT) method
indicate that all HTMT values between constructs in this study are below the maximum threshold of
0.90, thus meeting the criteria for discriminant validity. The HTMT values between variables, such
as Work Discipline and Employee Performance (0.830), Work Environment (0.759), Intrinsic Motivation
(0.784), and Work-Life Balance (0.801), as well as relationships between other variables such as
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Employee Performance and Work Environment (0.832) and Intrinsic Motivation (0.836), remain within
acceptable limits. The highest values were observed in the relationships between Work Environment
and Intrinsic Motivation (0.863) and between Work-Life Balance and Intrinsic Motivation (0.859).
Based on the HTMT test results, all constructs in this research model adequately distinguished
themselves from one another, indicating good discriminant validity. The results of the Discriminant
Validity Heterotrait Monotrait Ratio (HTMT) test are presented in Table 4 below:

Table 4. Results of the HTMT Discriminant Validity Test

DP KP LK MI WLB
Work Discipline (DP)
Employee Performance (KP) 0.830
Work Environment (LK) 0.759 0.832
Intrinsic Motivation (MI) 0.784 0.836 0.863
Work-Life Balance (WLB) 0.801 0.835 0.831 0.859

Source: SmartPLS data analysis results (2025)

Results of the Discriminant Cross-Loading Validity Test

The results of the cross-loading test indicate that all indicators in this study have the highest
loadings on their respective constructs compared to other constructs. This is evident in the indicators
for Work Discipline (e.g., DK_8 = 0.843), Employee Performance (KP_3 = 0.904), Work Environment
(LK_1 = 0.863), Intrinsic Motivation (MI_4 = 0.840), and Work-Life Balance (WLB_2 = 0.854), all of
which are higher than their correlation values with other variables. This indicates that each indicator
adequately represents its respective construct. Thus, based on the cross-loading test, all variables in
this study meet the criteria for discriminant validity, making the measurement model suitable for
proceeding to the structural equation modeling phase.

Table 5. Results of the Discriminant Cross-Validity Test

DP KP LK MI WLB
DK_2 0.689 0.489 0.453 0.482 0.511
DK_3 0.793 0.581 0.521 0.620 0.514
DK_4 0.815 0.665 0.451 0.532 0.565
DK_5 0.708 0.477 0.497 0.556 0.498
DK_6 0.807 0.598 0.552 0.626 0.585
DK_7 0.757 0.571 0.490 0.545 0.521
DK_8 0.843 0.693 0.654 0.676 0.688
KP_1 0.503 0.679 0.431 0.466 0.524
KP_2 0.622 0.792 0.570 0.607 0.628
KP_3 0.715 0.904 0.680 0.704 0.693
KP_4 0.679 0.825 0.613 0.506 0.656
KP_5 0.538 0.798 0.649 0.569 0.555
KP_6 0.649 0.854 0.609 0.607 0.657
KP_7 0.504 0.761 0.436 0.450 0.566
KP_8 0.551 0.711 0.479 0.469 0.530
LK_1 0.589 0.584 0.863 0.812 0.645
LK_2 0.539 0.539 0.834 0.702 0.579
LK_3 0.532 0.590 0.802 0.667 0.602
LK_4 0.384 0.483 0.680 0.446 0.439
LK_5 0.532 0.570 0.643 0.513 0.549
LK_6 0.512 0.541 0.783 0.644 0.561
MI_1 0.562 0.495 0.390 0.607 0.455
MI_3 0.683 0.536 0.645 0.791 0.583
MI_4 0.500 0.578 0.753 0.840 0.517
MI_5 0.556 0.525 0.726 0.801 0.605
WLB_1 0.491 0.541 0.626 0.563 0.778
WLB_2 0.548 0.579 0.670 0.629 0.854
WLB_3 0.493 0.506 0.481 0.456 0.721
WLB_4 0.659 0.644 0.560 0.536 0.848
WLB_5 0.576 0.603 0.552 0.562 0.781
WLB_6 0.664 0.752 0.622 0.632 0.816

Source: SmartPLS data analysis results (2025)

Evaluation of Structural Model (Inner Model) Test Results
Based on the measurement results (outer model), all indicators were found to meet the criteria
for validity and reliability. The evaluation of the structural model (inner model) aims to analyze the
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relationships among constructs within the research model and to assess the ability of the independent
variables to explain the dependent variable. The evaluation of the inner model includes testing path
coefficients, assessing their significance using bootstrapping, and evaluating the model’s predictive
ability as measured by the R-squared (R?) value. This testing accounts for multicollinearity, effect
size, and predictive relevance to ensure that the constructed model possesses adequate reliability
and explanatory power. The results of the internal model testing provide an empirical picture of the
strength of the relationships between variables and the role of mediating variables in the research
model. Figure 1 below shows the structural model derived from SEM-PLS analysis.

Work-Life Balance (WLB)

Wotivasl insinsik (1)

Figure 1. Structural model (Inner Model)
Source: SmartPLS data analysis results (2025)

Inner model, or structural model, testing is conducted to examine relationships among constructs,
assess significance levels, and evaluate the model’s ability to explain the dependent variable. The
evaluation of structural models in SEM-PLS includes a multicollinearity test using the Inner VIF value,
which must be below the threshold of 5 (or more strictly < 3.3), as well as a path significance test
using the bootstrapping technique with criteria of a t-statistic > 1.96 and a p-value < 0.05, and a 95%
confidence interval that does not cross zero. Effect size (f2) is used to assess the contribution of each
exogenous variable to the endogenous variable, with categories defined as small (0.02), moderate
(0.15), and large (0.35). Model quality can be assessed using the Q2 value, which must be greater than
zero to indicate predictive relevance, and the SRMR value (< 0.08) as an indicator of model goodness
of fit.

In Figure 1, the overall structural model of this study indicates that the Intrinsic Motivation (MI)
variable has an R? value of 0.764, meaning that 76.4% of the variation in intrinsic motivation can be
explained by the Work-Life Balance (WLB), Work Environment (LK), and Work Discipline (DP) variables,
thus falling into the strong category. The Employee Performance (EP) variable has an R? of 0.679,
indicating that 67.9% of the variation in employee performance is explained by the Work-Life Balance,
Work Environment, Work Discipline, and Intrinsic Motivation variables, which falls into the moderate-
to-strong category. Based on the path coefficients in the model, it is found that Work-Life Balance has
a direct effect on Employee Performance of 0.402, Work Discipline has an effect of 0.363, and Intrinsic
Motivation has an effect of 0.141; regarding the mediating variables, Work Environment influences
Intrinsic Motivation by 0.587, Work Discipline by 0.321, and Work-Life Balance by 0.047. This indicates
that the Work Environment has the strongest influence on Intrinsic Motivation, whereas Work-Life
Balance has a relatively weak influence. The mediation test was conducted by analyzing the indirect
effect through the Intrinsic Motivation variable, using the bootstrapping method and a 95% confidence
interval. These results can be supplemented with the Upsilon-v effect size to assess the strength of
mediation, categorized as low (0.02), moderate (0.075), and high (0.175). Overall, the structural
model in this study is validated, has strong explanatory power, and can provide good predictions of
employee performance variables.
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Hypothesis Testing Results
Hypothesis testing in this study was conducted using t-statistics and p-values. The research
hypothesis is considered accepted if the p-value is < 0.05. The following are the results of the
hypothesis testing obtained in this study using an internal structural model:

Testing the Hypothesis of the Direct Effect

Direct effect hypothesis testing in SEM-PLS was conducted to assess the direct influence of
predictor constructs on endogenous constructs without mediators. After the measurement model was
deemed appropriate, the standardized path coefficients (B) were tested for significance using the
bootstrapping procedure. An effect was considered significant if the t-statistic value was > 1.96 or the
p-value was < 0.05, with the 95% confidence interval not crossing zero. The B value determines the
direction and strength of the effect. At the same time, the magnitude of the contribution is assessed
using the effect size (f2), with criteria for small (0.02), moderate (0.15), and large (0.35) effects.
Additionally, the validity of the results was ensured by an Inner VIF value < 3.3 to avoid
multicollinearity.

Table 6. Results of the Path Coefficients and Direct Effect Tests

Original  Sample  Standard ..o

sa;gp;le n};\a;n 1:\_?3;(;;1 (]O/STDEV|) P-values
}A’/:_c’));k-ere Balance (WLB) = Employee Performance 0.402 0.399 0.09 4,199 0.000
:’éggk Environment (WE) = Employee Performance 0.141 0.133 0.091 1,550 0.121
Work Discipline (DP) = Employee Performance (KP) 0.363 0.372 0.102 3,565 0.000
Intrinsic Motivation (IM) = Employee Performance 0.587 0.587 0.065 8,978 0.000

(EP)
Source: SmartPLS data analysis results (2025)

Based on the results of the statistical hypothesis test for path coefficients and direct effects,
the findings are interpreted as follows:

The Impact of Work-Life Balance on Employee Performance

The results of the analysis indicate that Work-Life Balance (WLB) has a direct and significant effect
on Employee Performance (EP), with a path coefficient of 0.402 and a p-value of 0.000 < 0.05. A t-
statistic value of 4.199 (> 1.96) indicates that the effect of Work-Life Balance is statistically
significant. These findings indicate that a balance between work and personal life contributes to
improving employees’ focus, psychological well-being, and productivity. Employees who can maintain
a work-life balance tend to have lower stress levels and more optimal performance. Therefore, it can
be concluded that hypothesis H1 is accepted.

The Impact of the Work Environment on Employee Performance
The results of the analysis indicate that the Work Environment (WE) does not have a significant
direct effect on Employee Performance (EP), with a path coefficient of 0.141 and a p-value of 0.121,
which is greater than 0.05. A t-statistic value of 1.550 (< 1.96) indicates that the work environment
does not have a statistically significant effect, even though there is a positive relationship; this result
suggests that the work environment has not yet been able to improve employee performance directly.
Therefore, it can be concluded that hypothesis H2 is rejected.

The Impact of Work Discipline on Employee Performance

The results of the analysis show that Work Discipline (WD) has a direct and significant effect on
Employee Performance (EP), with a path coefficient of 0.363 and a p-value of 0.000 < 0.05. A t-statistic
value of 3.565 (> 1.96) indicates that this effect is statistically significant. These findings suggest that
increased adherence to rules, consistency in task execution, and a sense of responsibility can drive
improvements in employee performance. Work discipline serves as a control mechanism that ensures
the stability and effectiveness of work, directly impacting the quality and productivity of employee
performance; therefore, Hypothesis H3 is accepted.
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The Effect of Intrinsic Motivation on Employee Performance

The results of the analysis indicate that Intrinsic Motivation (IM) has a direct and significant effect
on Employee Performance (EP), with a path coefficient of 0.587 and a p-value of 0.000 < 0.05. A t-
statistic of 8.978 (> 1.96) indicates that the effect of intrinsic motivation is highly significant and has
the strongest influence among the variables. These findings indicate that internal drivers, such as job
satisfaction, a sense of responsibility, and the meaning of work, are key factors in improving employee
performance. This confirms that intrinsic motivation is a key determinant of employee engagement
and productivity; therefore, Hypothesis H4 is accepted.

Testing the Hypothesis of an Indirect Effect

The test for indirect effects in SEM-PLS assesses whether the influence of construct X on Y occurs
through mediator M (X—>M—Y) by testing the significance of Bindirect via bootstrapping (= 5,000
resampling; a = 0.05). An effect is considered significant if p < 0.05 and the 95% Cl does not cross zero.
The type of mediation is determined by comparing the direct and indirect effects: full mediation if
only the indirect effect is significant, and partial mediation if both are significant. Based on the tests,
intrinsic motivation (Ml) acts as a mediator in the relationship between Work-Life Balance (WLB), Work
Environment (LK), and Work Discipline (DP) and Employee Performance (KP), with the results of the
Path Coefficients Indirect Effect shown in Table 7.

Table 7. Results of the Path Coefficients and Indirect Effect Test

Original Standard .
sample r:ea::\p(l;) deviation ('ll'os/tsa_lt_:;gﬁ ) P-values
(0) (STDEV)

Work Discipline (WD) =» Intrinsic Motivation
(IM) 3 Employee Performance (EP) 0.045 0.042 0.031 1,476 0.140
Work Environment (WE) = Intrinsic Motivation
(IM) & Employee Performance (EP) 0.283 0.179 0.155 1,504 0.033
Work-Life Balance (WLB) = Intrinsic 0.007 0.006 0.014 0.468 0.640

Motivation (IM) = Employee Performance (EP)
Source: SmartPLS data analysis results (2025)

The Effect of Work Discipline on Employee Performance, with Intrinsic Motivation as a Mediator
The results of the indirect effect test indicate that Work Discipline (WD) does not have a
significant effect on Employee Performance (EP) through Intrinsic Motivation (IM), with a path
coefficient (B) = 0.045 and a p-value = 0.140 > 0.05. A t-statistic value of 1.476 (< 1.96) indicates
that the mediating effect is not statistically significant. However, the relationship is positive,
empirical evidence suggests that Intrinsic Motivation does not mediate the relationship between Work
Discipline and Employee Performance. Therefore, it can be concluded that Hypothesis H5 is rejected.

The Effect of the Work Environment on Employee Performance, with Intrinsic Motivation as a
Mediator
The results of the indirect effect test indicate that the Work Environment (WE) influences
Employee Performance (EP) through Intrinsic Motivation (IM), with a path coefficient (8) of 0.283 and
a p-value of 0.033 (< 0.05). The t-statistic value of 1.504 indicates that this mediating effect is not
statistically significant (p-value < 0.05). This suggests that Intrinsic Motivation mediates the effect
of the Work Environment on Employee Performance, whereby a conducive work environment can
enhance employees’ intrinsic motivation, thereby improving performance. The role of intrinsic
motivation in this relationship can be categorized as partial mediation, given that the previous direct
effect was not significant. Thus, it can be concluded that Hypothesis Hé6 is accepted.

The Effect of Work-Life Balance on Employee Performance, with Intrinsic Motivation as a Mediator
The results of the indirect effect test indicate that Work-Life Balance (WLB) does not have a
significant effect on Employee Performance (EP) through Intrinsic Motivation (IM), with a path
coefficient (B) = 0.007 and a p-value = 0.640 > 0.05. A t-statistic of 0.468 (< 1.96) indicates that the
mediating effect is very weak and insignificant; these findings suggest that Intrinsic Motivation does
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not mediate the relationship between Work-Life Balance and Employee Performance. Therefore, it
can be concluded that Hypothesis H7 is rejected.

Discussion
The Impact of Work-Life Balance on Employee Performance

The test results indicate that Work-Life Balance has a proven positive and significant impact on
employee performance. The findings of this study show that the balance between work and personal
life serves as a strategic factor in improving the quality of task execution, work effectiveness, and
employee productivity within Regional Government Agencies in Papua Province. Employees who can
maintain a work-life balance tend to have lower stress levels, more stable psychological states, and
optimal work focus, which directly improves both individual and organizational performance.

Theoretically, these findings align with Job Demands-Resources Theory, which posits that Work-
Life Balance is a key job resource that can reduce work-related stress and enhance psychological well-
being, thereby improving performance. From the perspective of Self-Determination Theory, work-life
balance supports the fulfillment of autonomy and psychological well-being needs, thereby
strengthening intrinsic motivation and driving performance improvement. This study supports research
indicating that work-life balance positively affects employee performance, underscoring its
importance for productivity and employee well-being. Several studies indicate that Work-Life Balance
does not always have a significant impact on performance when consistent organizational policies, an
adaptive work culture, and adequate work flexibility are not in place to support it. The implications
of this research emphasize the importance of designing organizational policies that support work-life
balance, such as flexible working hours, balanced workloads, and organizational psychological support.
This approach is expected to ensure that work-life balance contributes to improving employee well-
being, thereby having a tangible impact on sustainable performance improvement within the
provincial government agencies of Papua.

The Impact of the Work Environment on Employee Performance

Based on the test results, the work environment does not significantly affect employee
performance. The results of this study indicate that work environment conditions, both physical and
non-physical, have not directly improved task quality, work effectiveness, or employee productivity
in Regional Government Agencies in Papua Province. Although the relationship shown is positive, the
results of this study suggest that a good work environment does not necessarily lead to improved
performance if individual factors, such as intrinsic motivation or work engagement, do not accompany
it.

Theoretically, these findings offer an interesting perspective within the framework of the Job
Demands-Resources Theory, where the work environment, as a job resource, does not directly
influence performance but often operates through specific psychological mechanisms, such as
increased intrinsic motivation or job satisfaction. From the perspective of Self-Determination Theory,
a conducive work environment will impact performance if it can meet individuals’ basic psychological
needs, such as autonomy, competence, and social relatedness. The results of this study indicate that
the influence of the work environment on performance is indirect and depends on the individual's
internalization process. These findings are supported by several studies showing that the work
environment does not always significantly affect employee performance unless other factors, such as
motivation, leadership, and performance management systems, support it. Some studies have even
found that the work environment has a weak or insignificant influence on performance in public-sector
organizations characterized by strong bureaucratic and structural traits. The implications of this
research emphasize that improving the work environment alone is insufficient to enhance employee
performance; rather, it must be integrated with efforts to boost intrinsic motivation, strengthen work
culture, and implement a reward system that fosters employee engagement. This approach is
expected to provide a more comprehensive explanation of how the work environment can contribute
to improved employee performance within the government of Papua Province.
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The Impact of Work Discipline on Employee Performance

Based on the results of the inner model analysis, work discipline was found to have a positive and
significant effect on employee performance. These findings indicate that compliance with rules,
consistency in task execution, and work responsibility are important factors in improving work quality,
timeliness, and employee productivity in regional government agencies in Papua Province. High work
discipline reflects self-control and individual commitment to performing tasks optimally, thereby
directly impacting performance improvements at both the individual and organizational levels.

These findings align with Social Exchange Theory, which explains that when employees
demonstrate compliance and commitment to organizational rules—as a reciprocal response to the trust
and support provided by the organization—this is reflected in improved performance. From the
perspective of the Job Demands-Resources Theory, work discipline can be categorized as a personal
resource that strengthens an individual’s ability to cope with job demands and maintain consistent
performance. This finding is supported by empirical research showing that work discipline has a
positive and significant effect on employee performance in both the public sector and service
organizations. Other studies indicate that work discipline does not always yield optimal results when
it is merely administrative rather than internalized as a core work value. The implications of this
research emphasize the importance of strengthening a culture of discipline based on formal rules,
supported by leadership by example, a consistent monitoring system, and fair reward and sanction
mechanisms. This approach is expected to ensure that work discipline is not merely an administrative
obligation but evolves into a work culture oriented toward the sustainable improvement of employee
performance within the Provincial Government Agencies (OPD) of Papua.

The Impact of Work-Life Balance on Employee Performance

The test results indicate that Work-Life Balance has a positive and significant effect on employee
performance. The findings of this study suggest that a balance between work demands and personal
life is a key factor in improving task quality, work focus, and employee productivity within Regional
Government Agencies in Papua Province. Employees who can maintain a work-life balance tend to
have lower stress levels, more stable psychological well-being, and optimal work energy, which
directly impacts improved individual and organizational performance.

These findings align with Job Demands-Resources Theory, which posits that Work-Life Balance is
a key job resource that reduces work-related stress and enhances psychological well-being, thereby
improving performance. From the perspective of Self-Determination Theory, work-life balance
supports the fulfillment of autonomy and psychological well-being needs, thereby strengthening
intrinsic motivation and driving performance improvement. Work-Life Balance serves as both a well-
being factor and a strategic mechanism for enhancing employee engagement and performance. This
study supports empirical research indicating that Work-Life Balance positively affects employee
performance in both the public sector and service organizations. This research is inconsistent with
studies indicating that Work-Life Balance does not significantly affect performance if flexible
organizational policies, proportional workload management, and an adaptive work culture do not
support it. The implications of this research emphasize the importance of implementing policies that
support work-life balance, such as flexible working hours, realistic workload management, and
organizational psychological support, which are expected to improve employee well-being and lead to
sustainable performance improvements within the Regional Government Agencies of Papua Province.

The Effect of Work Discipline on Employee Performance, with Intrinsic Motivation as a Mediator

Based on the results of the inner model testing, work discipline does not have a significant effect
on employee performance through intrinsic motivation. The results of this study indicate that work
discipline has not been able to improve employee performance through the mechanism of intrinsic
motivation, even though work discipline has a significant direct influence on performance. This study
suggests that work discipline within the context of Regional Government Agencies in Papua Province
functions primarily as a direct control factor over performance, rather than as a driving factor in the
development of employees’ intrinsic motivation.
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Theoretically, these findings offer an intriguing perspective within the framework of Self-
Determination Theory, which posits that intrinsic motivation arises through the internalization of
values and autonomous drives within the individual. However, work discipline, which is normative and
rule-based, tends to reflect external control, and thus has not yet fully succeeded in fostering strong
intrinsic motivation. Work discipline functions as a mechanism for controlling behavior, but cannot
enhance employees’ internal drive to work more effectively through intrinsic motivation. These
findings are supported by research indicating that work discipline does not always influence
performance through motivation, unless it is accompanied by other psychological factors such as job
satisfaction, work engagement, and supportive leadership. The implications of this study emphasize
the importance of transforming the approach to work discipline from mere administrative compliance
to the internalization of more meaningful work values, through strengthening organizational culture,
granting work autonomy, and leadership capable of inspiring employees. Work discipline directly
impacts performance and can enhance intrinsic motivation as a more sustainable psychological
mechanism.

The Effect of the Work Environment on Employee Performance, with Intrinsic Motivation as a
Mediator

Based on the test results, the Work Environment (WE) influences Employee Performance (EP)
through Intrinsic Motivation (IM). These results indicate that the work environment does not directly
improve employee performance but influences it through the psychological mechanism of intrinsic
motivation. A conducive work environment fosters employees’ intrinsic motivation, leading to
improved performance. The role of the work environment in public-sector organizations is more
indirect, operating through internalization within the individual.

Theoretically, these findings align with Self-Determination Theory, which emphasizes that a
supportive work environment fulfills individuals’ basic psychological needs—such as autonomy,
competence, and social relatedness—ultimately enhancing intrinsic motivation. Within the framework
of Job Demands-Resources Theory, the work environment serves as a job resource that enhances work
engagement and an individual’s psychological energy, thereby driving performance improvement
through motivational pathways. These findings reinforce that the relationship between the work
environment and performance is not always direct but is more effectively mediated through variables
such as intrinsic motivation. This research is supported by empirical studies indicating that the work
environment influences performance through motivation or work engagement. In public sector
organizations, the direct influence of the work environment may be insignificant due to bureaucratic
structures and rigid work systems. The implications of this study emphasize the importance of creating
a physically comfortable work environment that fosters positive social relationships, provides
psychological support, and enhances a sense of ownership toward one’s work. This approach
strengthens employees’ intrinsic motivation—a key factor in sustainably improving performance,
particularly within the Provincial Government Agencies of Papua.

The Effect of Work-Life Balance on Employee Performance, with Intrinsic Motivation as a Mediator
Based on the test results, Work-Life Balance (WLB) does not significantly affect Employee
Performance (EP) through Intrinsic Motivation (IM). These findings suggest that although Work-Life
Balance has a significant direct effect on employee performance, the mediating role of intrinsic
motivation does not improve employee performance; this indicates that work-life balance plays a more
direct role in enhancing performance than through the psychological mechanism of intrinsic
motivation.

Theoretically, from the perspective of Job Demands-Resources Theory, Work-Life Balance is a job
resource that can reduce work stress and enhance psychological well-being, thereby directly improving
performance (Bakker & Demerouti, 2017). Within the framework of Self-Determination Theory, while
Work-Life Balance can support the fulfillment of an individual’s psychological needs, it does not
directly enhance intrinsic motivation unless accompanied by other factors such as work autonomy, job
meaning, and organizational support. The influence of Work-Life Balance on performance in this study
is more dominant through the direct pathway than the mediating pathway. These findings are
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supported by several studies showing that Work-Life Balance has a direct effect on employee
performance without the need for mediating variables. Other research has found that the effect of
Work-Life Balance on performance can be mediated by psychological variables, but is highly dependent
on organizational context and individual characteristics. The implications of this study emphasize that
efforts to improve Work-Life Balance should focus on policies that directly support employee well-
being, such as work flexibility, workload management, and work-time balance, without relying on
increased intrinsic motivation as a mediator.

Conclusion

This study examines the relationships among work-life balance, work environment, work
discipline, intrinsic motivation, and employee performance, and investigates the mediating role of
intrinsic motivation in explaining the mechanisms by which each variable influences employee
performance. This study found that Work-Life Balance and Work Discipline have positive and significant
effects on Employee Performance, whereas the Work Environment has no direct effect on Employee
Performance. Intrinsic Motivation was found to be the most dominant factor in improving employee
performance. In the mediation test, the Work Environment affects performance through Intrinsic
Motivation, whereas Work Discipline and Work-Life Balance did not show significant mediating effects.
These findings confirm that improvements in employee performance are influenced by a combination
of direct and indirect factors, with psychological mechanisms, particularly intrinsic motivation, playing
a selective role in linking the variables.

These findings imply that Regional Government Agencies in Papua Province need to focus their
performance improvement strategies on formal aspects such as work discipline and Work-Life Balance
policies, as well as on strengthening employees’ psychological factors, particularly intrinsic
motivation. The work environment needs to be managed more strategically to foster employee
engagement and intrinsic motivation by improving workplace relationships, strengthening
organizational support, and creating a more conducive work atmosphere. Work-Life Balance policies
should be directly aimed at enhancing employee well-being and productivity without relying on
mediating mechanisms.

This study has several limitations, including a scope limited to Regional Government Agencies in
Papua Province, thus restricting the generalizability of the findings. The quantitative approach based
on questionnaires is susceptible to respondent perception bias, which limits its ability to deeply
explore employees' psychological dynamics and work behavior. The use of a single mediation model
has not accounted for other variables that could influence the relationships among constructs, such as
leadership, organizational culture, and work engagement. The results of this study are expected to
provide practical contributions by serving as a foundation for formulating employee performance
improvement strategies based on psychological and organizational approaches, through strengthening
intrinsic motivation as an internal mechanism that bridges the influence of Work-Life Balance, the
work environment, and work discipline on performance. Theoretically, this research enriches the
literature by integrating the Job Demands-Resources Theory and the Self-Determination Theory into a
single analytical framework. It confirms the role of intrinsic motivation as a mediating variable in
explaining the relationship between organizational factors and public-sector employee performance
in a region with limitations, such as Papua. For future research, these findings open opportunities to
develop models by adding other mediator or moderator variables, as well as expanding the research
scope to enhance the external validity and generalizability of the findings.
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