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Highlights

e Successful implementation of flexible working arrangements is influenced by the
employees ability to integrate work and life.

e The ability to integrate work and life has been proven to be crucial in a flexible working
arrangement.

e High WLI (Work-Life Integration) levels showed reduced mental health; high levels
of depression, anxiety, and stress.

e Indonesian employees who are implementing flexible working arrangements prioritize
the quality of their work lives over the quality of their personal lives.

e Certain age groups are more suitable to adapt to a flexible working arrangement.
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INTRODUCTION

In this modernized world, individual differences are paid more attention. Things have
gradually changed to be less restrictive and enabled more autonomy. This phenomenon doesn’t
exclude the world of work, especially those who work in corporate offices. Office work is closely
related to fixed working hours and being physically present in the office. Usually, working hours
start from 8 am to 5 pm on weekdays; depending on each company’s policy. However, relatively
new companies have started to adopt a more flexible working system, namely flexible working
arrangement (FWA). FWA includes employees who are free to choose the time, place, and
duration they are involved in matters related to work (Hill et al, 2008). Furthermore, the COVID-
19 pandemic from 2020 supported this system to be implemented in order to maintain employee
performance when limited by physical distancing. Studies examining this topic have also
significantly increased in 2020.

FWA has a correlation with increased level of engagement and performance as studied
by Conradie and Klerk in their study among South Africans software developers in 2019. This is
supported by Weideman and Hofmeyr’s (2020) study who found that FWA has a positive
influence on employee engagement. Employee engagement is important because it is positively
impacting organizational performance (Tanveer et al., 2020). Another study by Aziz et al. (2022)
also found that FWA has a significant and positive influence on job satisfaction and productivity.
Choi’s (2019) study adds the effect of FWA on turnover, which found that lower voluntary
turnover is found in organizations that support FWA for their employees. As such, FWA is crucial
in influencing the company’s performance, growth, and future.

Since the end of 2022, the pandemic has gotten better. Consequently, workers have been
physically present in their office during work hours unlike how they previously implemented full
work from home system during the pandemic. In that period of change, lots of workers and
companies ended up implementing FWA as their work system to smoothen the adaptation
process. When it was implemented, the boundary between work and life started to be difficult to
see. It’s further supported by the spillover theory which explains how emotions, attitudes,
behaviors, and feelings from a person’s professional and personal life can go beyond each
domain’s border (Staines, 1980). Unlike work-life balance which separates one's professional and
personal life, work-life integration (WLI) combines them (Fallon-O’Leary, 2021). Thus, work-
life integration becomes a more relevant construct to describe today's workers.

One of the studies by Panatik et al. (2022) that explored this matter among higher
education staff found that those with higher WLI levels showed reduced mental health; high levels
of depression, anxiety, and stress. Another study by Wepfer et al. (2017) focusing specifically on
work-to-life integration enactment among German-speaking countries found that the more people
bring work-related matters to life, the more they’re exhausted and show low levels of work-life
balance. When compared to those studies, the differences lie in the type of working arrangement,
domicile, and context (this study is not limited by field of work). Other than that, despite the
existence of those studies, there still hasn’t been much research done studying WLI. Especially
in Indonesia and on workers who applied FWA as their working system. Therefore, this study
aims to give a descriptive analysis on work-life integration levels of workers who implement
flexible working arrangements. This research was conducted with hopes to assist companies or
workers in making strategies or policies so that FWA can be implemented more effectively. Apart
from that, it is also hoped to help further studies which might learn more about its effect on other
constructs, evaluation of its application, and so on.
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METHOD
Study design

This is a descriptive study using a non-experimental quantitative method. The sampling
technique used is non probability sampling with a convenience sampling category. In convenience
sampling the participants are not given a limit to be representative, but still meet certain criteria
(Etikan et al., 2016). Data collection was done by distributing online questionnaires using Google
Form through social media (Instagram, Linked-In, etc.) and personal contacts. Data was collected
for around three weeks from early April 2023. The questionnaire consists of five sections, namely
(1) opening and informed consent, (2) participant’s demographic information (such as name, age,
gender, work durations, personal contact, and WFO (Work From Office) frequency), (3) items
for the first dimension, (4) items for the second dimension, and (5) closing.

Participant

The study involved a total of 109 participants from originally 122 respondents. We
excluded the remaining 13 respondents because they answered all questions with the same
answer, currently working for more than four days a week, or didn’t give their consent. Inclusion
criteria includes full-time employees who implement a flexible working arrangement in their
company. Participants consisted of men and women with ages ranging from 21 to 50 years old,
which is divided into three generation groups based on the theory from Putra (2016). Generation
X consists of people who were born in 1960-1980 (43-62 years old), generation Y in 1980-1995
(28-42 years old), and generation Z in 1995-2010 (13-27 years old). In addition, we also divide
participants based on their work duration, into less than 6 months, 6 months to 1 year, and more
than a year. Participants in this research are also classified into 5 different WFO frequencies,
which are less than a day/week, a day/week, 2 days/week, 3 days/week, and 4 days/week.

Instruments

In this study, employees’ level of work-life integration will be measured using the Work-
Life Boundary Enactment Scale prepared by Wepfer et al. (2017). The purpose of this instrument
is to measure how people currently manage the boundaries of their professional life and personal
life. It’s a combination of 16 positive and negative items divided into two dimensions, namely
work-to-life integration and life-to-work integration with 8 items in each dimension. The work-
to-life dimension measures how much a person involves their professional life to their personal
life. On the other hand, the life-to-work dimension measures how much a person involves their
personal life into their professional life. Participants will answer by choosing one of the seven
Likert scales of polar statements, where they feel closest to reflect their behavior. Scoring
technique includes adding up all the scores from two dimensions together. The higher the score,
the higher the level of one’s WLI (Work-L.ife Integration). Possible total score ranges from 16 to
112 points. As all items from this scale are polar statements, each likert scale from 1 to 7 shows
statements that ranges from most unfavorable to most favorable to the dimension measured.This
instrument of the Work-Life Boundary Enactment Scale prepared by Wepfer et al. (2017) that is
adapted to Indonesian citizens and used in this study showed the Cronbach’s alpha with a score
of 0.789, indicating an adequate reliability level.

The first dimension’s example items are as such, "I never work from home (1) - | often
work from home (7)", “I never think about work matters during my time off (1) - | often think
about work matters during my time off (7)”, and “I never talk about work with people from outside
of work (1) - I often talk about work with people from outside of work (7)”. While the second
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dimension’s example items being "I have no personal items at my workplace (1) - | have many
personal items at my workplace (7)", “I never talk about my nonwork life at work (1) - I talk a lot
about my nonwork life at work (7)”, and “At work I behave completely different than at home (1)
- At work I behave the same way as at home (7)”.

Procedure

This study begins with finding a phenomenon that is new and currently going on, then
finding a variable that can best fit the phenomenon. After that, the researchers search for an
instrument that can measure the variable and then construct the questionnaire using Google Form.
And then, the questionnaire is then distributed to a considerable number of respondents for them
to fill. This study used a convenience sampling technique, so respondents are mostly people
around researchers who fit the inclusion criteria. The data is then collected, filtered for eligibility
in Google Sheets, and processed in SPSS. The results are then analyzed and discussed to finally
be concluded.

Data Analysis

In the research conducted, the data collected was analyzed using IBM SPSS version 25.
The data obtained from the Google Form that has been filled out by the participants is inputted
into Google Sheets to be filtered and then coded. After that, the filtered and coded data is entered
into IBM SPSS version 25. This study begins with conducting a normality test using the
Kolmogrov-Smirnov test to see the distribution of data. After that, the researcher continues with
conducting a descriptive analysis that resulted in the average score of WLI and average scores of
each dimension. Next, the researcher calculated the data based on the demographic information,
namely gender, generations, length of FWA (Flexible Working Arrangement) implementation,
and frequency of WFO (Work From Office) in a week, then analyzed the result. The researchers
also did a reliability analysis to search for Cronbach’s alpha value of the instrument using our 109
participants’ data.

RESULT
Participant’s characteristics

As depicted in Table 1 below, participants’ demographic data consists of gender, age,
length of FWA implementation, and WFO (Work From Office) frequency. The majority of
participants consisted of females (62.38%), people from generation Z age 21-27 years old
(43.12%), people who have been implementing FWA for more than a year (71.56%), and
employees who come into the office two times a week (46.79%), followed by three times a week
(30.28%).
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Table 1.
Demographic Data

N Percentage SD

Gender Male 41 37.62% 0.85
Female 68 62.38% 0.78
Total 109 100%
Age Gen X 19 17.43% 0.79
GenY 43 39.45% 0.74
Gen Z 47 43.12% 0.82
Total 109 100% 0.81
Length of FWA Implementation < 6 months 6 5.50% 0.74
6 months - 1 year 25 22.94% 0.76
> 1 year 78 71.56% 0.82
Total 109 100% 0.81
WFO Frequency < 1 day/week 3 2.75% 1.14
1 day/week 15 13.76% 0.52
2 days/week 51 46.79% 0.76
3 days/week 33 30.28% 0.82
4 days/week 7 6.42% 1.4
Total 109 100% 0.80

Data analysis

The result of the data analysis is adjusted to the aim of this study, which is to give a
descriptive analysis on WLI (Work-Life Integration) levels on workers who are currently
implementing FWA. Firstly, the researcher conducted a normality test using Kolmogrov-Smirnov
to test whether the data is normally distributed or not. Normality test was carried out with SPSS
application and the result stated that the data has a significant value .200 (p = .200) with sig. value
> .05 or p >.05. So, it’s concluded that the data in this study were normally distributed.
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Table 2.
Descriptives Statistics
N Mean Min Max Category
Total WLI 109 4.14 2.13 6.19 Medium
Work to Life 109 4.55 1.75 6.50 High
Life to Work 109 3.73 1.50 6.13 Medium
Valid N 109

Based on Table 2, it was found that the level of Work Life Integration in this study is in
the medium category (M = 4.14). The minimum score of WLI was 2.13, while the maximum was
6.19 as shown in the table. Even though the level of WLI in this study is in the medium category,
the segmentations of WLI were found in the different categories. Work to life segmentation was
found in the high category (M = 4.55), while the life to work segmentation was medium (M =
3.73).

Table 3.
Mean Hypothetic Categorization
Mean Hypothetic Category
X<25 Very Low
25<X <35 Low
3.5<X=45 Medium
45<X<55 High
X>55 Very High

Categorization is based on hypothetical mean. Hypothetical mean can be found by
computing the mean and range of this data. In this study, we divided the categorization into five
categories: very high, high, medium, low, and very low. The hypothetical mean can be seen in
the Result of categorization seen in Table 3.
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Table 4.
Work Life Integration

N  Mean Empiric  Category

Gender Male 41 4.18 Medium
Female 68 411 Medium
Age Gen X 19 3.73 Medium
GenY 43 4.22 Medium
GenZ 47 4.23 Medium
Length of FWA Implementation < 6 months 6 411 Medium
6 months - 1 year 25 3.94 Medium
> 1 year 78 421 Medium
WFO Frequency < 1 day/week 3 4.37 Medium
1 day/week 15 3.97 Medium
2 days/week 51 4.13 Medium
3 days/week 33 4.17 Medium
4 days/week 7 4.33 Medium

Based on the data on Table 4, all means are categorized as medium when compared to
hypothetical mean, which ranges from 3.73 to 4.37 (medium category ranges from 3.5 to 4.5).
The level of Work Life Integration on Full-time Employees who implement Flexible Working
Arrangement based on their Gender, Age Group, Length of FWA Implementation, and WFO
Frequency are in Medium Category. There are no significant differences between all the mean
empirics in the data shown.

Table 5.
Work to Life Segmentation

N Mean Empiric Category

Gender Male 41 4.62 High
Female 68 4.52 High

Age Gen X 19 4.19 Medium
GenY 43 4.77 High
Gen Z 47 4.50 Medium

Length of FWA Implementation < 6 months 6 4.50 Medium
6 months - 1 year 25 4.33 Medium
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> 1 year 78 4.63 High
WFO Frequency < 1 day/week 3 4.70 High
1 day/week 15 4.47 Medium
2 days/week 51 4.57 High
3 days/week 33 4.50 Medium
4 days/week 7 4.80 High

In the study, both male and female had High Work to Life Segmentation. However, it
was found that Gen Y, employees who had work duration for > 1 year, and who WFO for <1 day,
2 days, 4 days per week had higher Work to Life Segmentation than the other groups in their
categorization.

Table 6.
Life to Work Segmentation

N Mean Empiric Category

Gender Male 41 3.75 Medium
Female 68 3.71 Medium
Age Gen X 19 3.26 Low
GenY 43 3.68 Medium
GenZ 47 3.96 Medium
Length of FWA Implementation < 6 months 6 3.73 Medium
6 months - 1 year 25 3.55 Medium
> 1 year 78 3.78 Medium
WFO Frequency < 1 day/week 3 4.04 Medium
1 day/week 15 3.47 Low
2 days/week 51 3.69 Medium
3 days/week 33 3.85 Medium
4 days/week 7 3.75 Medium

In the study both male and female had Medium Life to Work segmentation. Most of the
categories are medium in Age, Length of FWA Implementation, and WFO Frequency. However,
it was found that Gen X and employees who had WFO frequency for 1 day/week had low Life to
Work segmentation.
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DISCUSSION

In this study, we aimed to explore Work-Life Integration (WLI) on full time employees
implementing Flexible Working Arrangements (FWA). The boundaries between work and life
are blurring together and this new working culture needs to be explored further to help various
organizations make the best policies for their employees. Overall, the result indicated that the
level of WLI for full-time employees implementing FWA was average. Though it is worth noting
that this isn’t a result of an average balance of work-to-life and life-to-work segmentations. The
differences suggest that in a mission of balancing work and life, employees are prioritizing quality
of their working life rather than the quality of lifestyles.

Significant findings were found in the results of our work-to-life segmentation.
Employees that have been working for more than a year (M= 4.63) are more likely to take home
their work-related matters. This group of participants could be described as seniors in
implementing FWA. They have been implementing this system the longest and are more attuned
with how they should integrate their life and work. Compared to other working schemes, FWA
is most difficult to coordinate (Hopkins, 2023). When it comes to where they work and when,
employees have a great amount of liberty to choose what works best for them. As stated by Bulger
(2007), integration indicates how employees are able to balance their work and personal life. Not
having the skills to be able to integrate the two restricts their thinking, feeling and behaviors in
work and life. It is crucial that employees and companies implementing FWA discover the proper
strategy to enhance their productivity. Based on the results of our study, it seems that employees
are finding integrating work into their life an important aspect to keep the level of productivity
needed in the company.

Furthermore, we found that employees from Gen Y (M=4.77) are the most likely to bring
work related matters home. Referring to the views of Carmichael (2016), this generation has a
martyr-like attitude in the workplace. This is consistent with our findings, where it seems that this
generation are more willing to sacrifice benefits or integrate work related matters in their personal
time to look like a more competent employee. This generation also is seen as being very
ambitious, motivated, and entrepreneurial (Shaw, Fairhurst, 2008). These characteristics make
them want to be seen as competent, fueled by the pure ambition of advancing their career path.
Furthermore, this generation highly values flexibility in the workplace, hence why they don't
hesitate integrating their work and life. Not only do they value flexibility, but they are far more
than capable in adjusting and handling challenging tasks. This is due to this generation's
experience in higher education, where it has been proven that compared to earlier generations
their education system had a larger amount of stress (Shaw, Fairhurst, 2008). As we mentioned
before, integrating work and life is crucial to the FWA system. The results of this study, entails
that Gen Y is the most equipped to implement FWA, being the most flexible compared to the
other age groups.

In regards to WFO frequency, we found that employees that are going into the office 4
days a week (M= 4.80), 2 days a week (M=4.57), and none at all (M= 4.70) were more likely to
take home their work-related matters. It seems these groups of employees are not hesitating to
integrate their work and life. On the other hand, we found that employees who were going into
the office for 1 day a week were least likely to integrate their work and life. Past research found
that employees post-pandemic prefer hybrid working; they do not wish to go full WFO and lose
the WFH scheme as the work process they developed during the pandemic (Hopkins, 2023). It is
important to note that while hybrid working seems to be the most desired scheme by employees,
it is difficult to coordinate (Hopkins, 2023). Especially one that gives full flexibility to their
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employees when they want to come into the office. Through the results from Hopkins (2023), it
was recommended that there should be fixed frequency to go into the office but still with
flexibility for the employees to choose the day. This scheme of FWA was shown to be more
effective to coordinate compared to giving full flexibility. Our results could be taken into
consideration for companies that are choosing the fixed frequency for their employees to go into
the office.

From the results of the Life-to-work segmentation the only significant findings was that
employees from Gen X (M= 3.26) were the least likely to bring their life into work. Gen X is
generation is used to the culture and arrangements of pre-pandemic working arrangements. Being
put into a flexible working arrangement is something fairly new for them. According to Otken
(2013), research has found that integrating work and life has a negative effect on this generation's
happiness. This generation values balance and boundaries between work and personal life. They
also prefer a work scheme that can help contribute to their families and relationships (Joyner,
2000). This fixed idea of work life balance results in their reluctance to integrate their life and
work. To put it more simply these theories support our results that suggest that this generation is
the least suitable to implement FWA, being the least likely to integrate their work and life.

Overall, we found that employees in Indonesia are still average in their ability to integrate
work and life when implementing a FWA. There are some categories of employees that do it
better but they all still need to adapt and figure out the best way to efficiently work with this new
system. Employees and companies can take more into consideration the results of our study to
enhance their new working system. Although, it is important to acknowledge that this study still
has its limitations. Limitations are due to the small sample size and cross sectional method.
Implications from this study suggest that in future studies, researchers could involve other
variables specifically on how WLI impacts how employees implementing FWA perform in the
workplace and their well being. Other than that researchers could also dive more into the factors
and antecedents of WLI itself.

CONCLUSION

The use of a more flexible working system, known as a flexible working arrangement
(FWA) by relatively new companies has increased in this digital era. Additionally, the COVID-
19 pandemic in 2020 provided support for the implementation of this system in order to preserve
employee performance while constrained by physical distance. This is supported by Weideman
and Hofmeyr’s (2020) study who discovered that FWA had favorable influences on employee
engagement. According to a different study by Aziz et al., the pandemic has significantly
improved after the end of 2022. Therefore, the purpose of this study is to provide a descriptive
analysis of the levels of work life integration of people who use FWA.

According to the study's findings and data analysis of 109 participants ranging from 21-
50 years old, it was found that the boundaries between work and life became blurred. The level
of WLI (Work-Life Integration) for full time employees implementing FWA was found to be
average and they prioritize the quality of their work lives over the quality of their lifestyles.
Employees who have been employed for more than a year were more likely to bring work-related
issues home, and Gen Y (M = 4.77) workers were the most likely to do so. Employees who came
to work four days a week, two days a week, or not at all were more likely to bring job-related
issues home. The least likely to combine work and life were those employees who only attended
the office one day each week. Gen X workers were the least likely to integrate work and life, and
doing so had a negative impact on their happiness. However, the study's limitations include its
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small sample size and cross-sectional methodology. The implications of the study suggest that the
researchers can involve another variable that focuses on the impact, factors, or antecedents of
WL, such as work performance and well-being. Other than that, companies should also carefully
evaluate how FWA impacts work-life integration and that further research is required to address
this issue properly.

ACKNOWLEDGEMENT

The researchers would like to send our gratitude to the Faculty of Psychology in
Universitas Tarumanagara for providing us the facilities to complete the research. The researchers
also want to thank the participants who kindly volunteered their time to fill our questionnaire and
participate in this study. They provided us with important assistance in assembling the data we
required to finish this job. The researchers would like to thank all friends for their inspiration,
advice, and support throughout this effort. Their suggestions helped us greatly in honing our
concepts and raising the caliber of our work. We really appreciate your encouragement and
support. Without your assistance, the researchers would not have been able to finish this research.

CONFLICT OF INTEREST
The authors declare no conflict of interest.

REFERENCE

Aziz, R., Parwoto, & Igbal, M. A. (2022). The influence of flexible working arrangements on turnover intention and
productivity through job satisfaction on the millennial generation of private companies in Jakarta in 2022.
International Journal of Social, Service and Research, 2(10), 863-880.
https://ijssr.ridwaninstitute.co.id/index.php/ijssr

BalcO, A, Bozkurt, S.(2013). Job expectations of generation X and Y teachers in Turkey. World Applied Sciences
Journal, 21(4), 559-614.

Bulger, C. A., Matthews, R. A., & Hoffman, M. E. (2007). Work and personal life boundary management: Boundary
strength, work/personal life balance, and the segmentation-integration continuum. Journal of Occupational Health
Psychology, 12(4), 365-375. https://doi.org/10.1037/1076-8998.12.4.365

Carmichael, S. G. (2016, August 22). Millennials are actually workaholics, according to research. Harvard Business
Review. https://hbr.org/2016/08/millennials-are-actually-workaholics-according-to-research

Chafi, M. B., Hultberg, A., & Yams, N. B. (2021). Post-pandemic office work: Perceived challenges and opportunities
for a sustainable work environment. Sustainability. 14(1), 294. doi: https://doi.org/10.1080/13678860110065936

Choi, S. (2020). Flexible work arrangements and employee retention: A longitudinal analysis of the federal workforces.
Public Personnel Management, 49(3), 470-495. doi: https://doi.org/10.1177/0091026019886340

Conradie, W. J. & Klerk, J. J. (2019). To flex or not to flex? Flexible work arrangements amongst software developers
in an emerging economy. SA Journal of Human Resource Management, 17, all75. doi:
https://doi.org/10.4102/sajhrm.v17i0.1175

Etikan, 1., Musa, S., A., & Alkassim, R., S. (2016). Comparison of convenience sampling and purposive sampling.
American Journal of Theoretical and Applied Statistics, 5(1), 1-4. doi: 10.11648/j.ajtas.20160501.11

Fallon-O’Leary, D. (2021, July 15). Work-life integration vs. work-life balance. US Chamber.
https://www.uschamber.com/co/grow/thrive/work-life-integration-vs-work-life-balance

Hill, E. J., Grzywacz, J. G., Allen, S. M., Blanchard, V. L., Matz, C., Shulkin, S., & Pitt-Catsouphes, M. (2008).
Defining and conceptualizing workplace flexibility. Community, Work & Family, 11(2), 149-163. doi:
doi.org/10.1080/13668800802024678

Hopkins, J. & Bardoel, A. (2023). The future is hybrid: How organizations are designing and supporting sustainable
hybrid  work  models in  post-pandemic  Australia.  Sustainability,  15(4), 3086.  doi:
https://doi.org/10.3390/su15043086

Johnson, H. M., Irish, W., Strassle, P. D., et al. (2020). Associations between career satisfaction, personal life factor,
and work-life integration practices among US surgeons by gender. JAMA Surg, 155(8), 742-750. doi:
10.1001/jamasurg.2020.1332

Joyner, T. (2000, May). Gen xers focus on life outside the job, fulfillment. SecuredLender, 56(3).

Otken, A. B. (2013). The relationship between work-life balance and happiness from the perspectives of generation x
and y. Philippine Social Sciences and Humanities Review.
https://www.researchgate.net/publication/299741273 _The_Relationship_Between_Work-
Life_Balance_and_Happiness_From_the_Perspectives_of Generation_X_and_Y

297



WLI on Employees Implementing FWA Aditya, et al.

Panatik, S. A., Kamalulil, E. N., Yusof, J., & Ishak, K. A. (2022). Work-life integration and mental health issues among
higher education staff. Journal of Cognitive Sciences and Human Development, 8(2), 139-156. doi:
https://doi.org/10.1016/j.jbusres.2018.06.004

Polach, J. (2010). HRD’s role in work-life integration issues: Moving the workforce to a change in mindset. Human
Resource Development International, 6(1), 57-68. doi: https://doi.org/10.1080/13678860110065936

Putra, Y. S. (2016). Theoretical review: Teori perbedaan generasi. Among Makarti: Jurnal Ekonomi dan Bisnis, 9(18),
123-134. https://jurnal.stieama.ac.id/index.php/ama/article/view/142/133

Shaw, S., & Fairhurst, D. (2008). Engaging a new generation of graduates. Education + Training, 50(5), 366—378.
https://doi.org/10.1108/00400910810889057

Staines, G. L. (1980). Spillover Versus Compensation: A Review of the Literature on the Relationship Between Work
and Nonwork. Human Relations, 33(2), 111-129. https://doi.org/10.1177/001872678003300203

Tajlili, M. H. (2014). A framework for promoting women’s career intentionality and work-life integration. The Career
Development Quarterly, 62(3), 254-267. doi: https://doi.org/10.1002/j.2161-0045.2014.00083.x

Tanveer, A., Shahid, K. M., Duangkamol, T., Yananda, S., & Tawat, P. (2020). Impact of employees engagement and
knowledge sharing on organizational performance: Study of HR challenges in COVID-19 pandemic. Human
Systems Management, 39(4), 589-601. doi: 10.3233/HSM-201052

Weber, J. (2017). Understanding the millennials’ integrated ethical decision-making process: Assessing the relationship
between personal values and cognitive moral reasoning. Business & Society, 58(8), 1671-1706.
https://doi.org/10.1177/0007650317726985

Weideman, M. & Hofmeyr, K. B. (2020). The influence of flexible work arrangements on employee engagement : an
exploratory  study. SA  Journal of Human Resource Management, 18(1), al209. doi:
https://doi.org/10.4102/sajhrm.v18i0.1209

Wepfer, A. G., Allen, T. D., Brauchli, R., Jenny, G. J., & Bauer, G. F. (2017). Work-life boundaries and well-being:
Does work-to-life integration impair well-being through lack of recovery. Journal of Business Psychology, 33, 727-
740. doi: https://doi.org/10.1007/s10869-017-9520-y

298


https://jurnal.stieama.ac.id/index.php/ama/article/view/142/133

