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1. INTRODUCTION 
Human resources are still the focus of problems for 

company survival in this era of globalization. A company must 
have quality human resources, thus, these factors contribute to 
the realization of the company's objectives. 

But in reality there are still employees who do not receive 
enough attention so they feel dissatisfied and this has an impact 
on low performance. Low employee performance can be a 
serious problem that will affect the company's success. In 
service companies, each individual is required to have better 
performance in terms of expertise, namely to provide maximum 
service to customers. For example, in a fast food company, 
every individual in it is required to always work optimally to 
create consumer satisfaction (Mubbaroq and Wartiningsih, 
2019). 

 

 

Achieving a balance between professional work 
responsibilities and personal life is an important element that 
impacts employee performance. As per Clark (in Wicaksana et 
al., 2020), work-life balance pertains to the alignment of time 
and energy spent at work alongside engaging in various 
activities outside of work to attain a harmonious life. When an 
employee's work-life balance is categorized as good, it can lead 
to an enhancement in their performance. 

Dina's (2018) research supports the idea of simultaneous 
influence, indicating that the work-life balance variable 
significantly affects employee performance. However, 
Saifullah's study (2020) presents a different perspective. 
Through tests conducted using multiple linear regression 
analysis, it suggests no significant influence of work-life 
balance on the performance of Muslim female convection 
employees in Kudus Regency. This is attributed to another 
influential factor, namely the flexible work arrangement 
variable, which appears to have a more pronounced impact. 

This research is useful to investigate the effects work life balace, along with work 
experience, impacts the employee performance. The sample in this study were employees 
who worked at Rocket Chicken, Yogyakarta City with the characteristics of having work 
experience of ≥ 1 year. The research utilized purposive sampling, involving 45 respondents 
in total. Primary data for this study comprises the perspectives of employees at Rocket 
Chicken in Yogyakarta City, collected via a questionnaire. The examinations conducted in 
this study included descriptive analysis, instrument validation (reliability and validity tests), 
assessment of classical assumptions, determination coefficient calculation, and hypothesis 
testing (t-test and F-test). The findings indicate a positive and significant impact of both 
work-life balance and work experience on employee performance. Work-life balance, with 
a regression coefficient of 0.731 and work experience with a coefficient of 0.769, show 
substantial effects on performance, supported by significance values of 0.00. Additionally, 
their collective influence is reinforced by an F-value of 17.308, exceeding the F-table value, 
and a significance value below 0.05 (0.00). 
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Work experience is also a factor that can influence an 
employee's performance. According to Aristanti (2018), Work 
experience refers to the duration or length of time that an 
employee has spent in a particular job or field, during which 
they acquire understanding and proficiency in completing tasks 
effectively. 

Earlier research, as noted by Yasin et al. (2021).concluded 
that work experience positively and significantly correlates 
with employee performance. This suggests that higher levels of 
work experience tend to result in better employee performance, 
while lower levels of work experience lead to poorer 
performance. However, subsequent research, such as that by 
Basirun et al. (2022). yielded contrasting results. In this later 
study, the work experience variable did not exhibit a significant 
effect on employee performance. These findings suggest a 
deviation from the assumption that employee work experience 
inherently yields positive impacts. 

The object of this research is the Rocket Chicken outlet in 
Yogyakarta City. Rocket Chicken is a fast food restaurant and 
franchise operating in the manufacturing sector which has 
recently developed very well. 

 

2. LITERATURE REVIEW 

2.1 Work-Life Balance 

Greanhaus (in Saifullah, 2020) states that work life balance 
is a situation when an employee experiences a balance of 
involvement and satisfaction when fulfilling their 
responsibilities as employees and within their family roles. As 
per Fisher's study (in Wicaksana et al., 2020) work-life balance 
is a way that an employee can do so that roles related to energy, 
pressure, time and achieving goals can run in a balanced 
manner. 

Work-life balance is often characterized as a set of 
measures undertaken by employees to effectively manage their 
professional obligations alongside fulfilling family and social 
roles (Yusnita et al., 2023). Employees perceive work-life 
balance as the dual responsibility of fulfilling their work duties 
while also attending to their familial obligations. Conversely, 
companies view work-life balance as a challenge to cultivate a 
supportive organizational culture where employees can 
effectively manage both their professional responsibilities and 
personal lives outside of work (Yuwana Irwandi and Sanjaya, 
2022). 

According to McDonald (in Puspa et al., 2021) Several 
indicators can be utilized to gauge work-life balance: 

a. Time equilibrium 

b. Balance of engagement 

c. Balance of satisfaction 

 
2.2 Work Experience 

Work experience is a representation skill and knowledge 
mastery level that employees have while working and can be 
measured based on the type of work and length of service 
(Pitriyani, 2020).  According to Wulandari and Hadi (in Yusnita 
et al., 2023), employee performance is characterized as the 
attainment of success by employees through the execution of 
tasks and responsibilities aligned with their roles within the 
workplace. 

Employees who have work experience will have better 
work abilities compared to employees who have just entered the 
world of work, because these employees learn from activities 
and problems encountered in previous jobs. With this work 
experience, employees have increased the knowledge, skills 
and character within an employee, thus this can support self-
development with the changes that have been experienced 
(Yunita Leatemia, 2018). 

Work Experience Indicators according to Handoko in 
(Pitriyani, 2020):  

a. Length of time/work period 

b. Depth of knowledge and skills acquired. 

c. Proficiency in tasks and equipment usage. 

 
2.3 Employee Performance 

As per Mangkunegara (in Basyit et al., 2020), Employee 
performance results from the volume and quality of employee 
work in carrying out their duties in accordance with the tasks 
assigned to them. Employee performance is a success that has 
been achieved by an employee based on the activities carried 
out by the employee in carrying out his work (Nurwahyuni, 

2019). 

According to Mangkunegara's view conveyed by Putri 
(2021), performance is influenced by three main factors: 

• Individual factors, which include abilities, skills, 
background, and demographics. 

• Psychological factors, including perception, attitude, 
personality, learning, and motivation. 

• Organizational factors, involving resources, leadership, 
rewards, and job design structure. 

Putri's research (2021) found that employee performance 
indicators are divided into 4 parts, namely as follows: 

• Targets 

• Quality 

• Quantity 

• Completion Time 
 

2.4 Conceptual Framework 

In this research, the author chose work life balance and 
work experience factors as variable X, and employee 
performance as variable Y. 

 

Fig. 1. Conceptual Framework 

From Figure 1 it can be concluded that there are three 
hypotheses formulated by the author. Hypothesis 1 posits that 
there exists a positive and significant impact of work-life 
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balance on employee performance. Hypothesis 2 suggests that 
there is a positive and significant effect of work experience on 
employee performance. Hypothesis 3 states that there is a 
simultaneous positive and significant influence of both work-
life balance and work experience on employee performance. 

 

3. RESEARCH METHOD  

3.1 Population and Sample 

The population sample for this study was selected from 
five Rocket Chicken outlets in the city of Yogyakarta with a 
total of 55 employees. 

This research employs a nonprobability sampling 
technique, specifically utilizing a purposive sampling method 
with the criteria of selecting employees working at Rocket 
Chicken outlets in the city of Yogyakarta with work experience 
≥ 1 year. 

3.2 Data and Data Acquisition Methods 

This research uses primary data containing employee 
perceptions about employee performance by distributing 
questionnaires with a 1-5 Likert scale. 

3.3 Data Analysis Method 

This research uses quantitative methods which are 
measured using IBM SPSS version 25. The author uses multiple 
regression analysis to test hypotheses and see the influence 
between variables in this research. Hypothesis testing involves 
measuring the coefficient of determination, conducting T-tests, 
and F-tests. Prior to hypothesis testing, the author performs 
instrument tests (reliability and validity tests) as well as 
classical assumption tests (normality test, multicollinearity test, 
linearity test, and heteroscedasticity test). 

Multiple linear regression analysis can be calculated using 

the equation as below: 

Y = α + b1X1 + b2X2 + e            (1) 

Information: 

Y = Employee Performance 

α = Constant Number 

b1 b2 = Multiple regression coefficient 

X1 = Work-life balance 

X2 = Work experience 

e = Standard error 

 

4. ANALYSIS AND DISCUSSION 

4.1 Instrument Test 

• Reliability Test 
Based on the outcomes of the reliability test, the 

Cronbach's alpha value for all variables is nearing 1, which 
means they have high accuracy to be used as variables in a 
study. The Cronbach alpha value meets the reliability 
assumptions according to Ghozali (2018), namely more than 
0.70. 

• Validity Test 
The validity test was conducted by assessing each 

statement item, totaling 24 statements. Based on the findings of 
the validity test, an r-table value of 0.248 was obtained with 
degrees of freedom (df) = 45 - 2. All statement items for each 

variable displayed a calculated r-value exceeding the r-table 
value, suggesting that all statement items in this study were 
considered valid. 

4.2 Classic assumption test 

• Normality Test 
How to see normality, non-parametric statistics were used 

using the Kolmogorov-Smirnov (K-S) and Normal Probability 
tests. 

a. Chart Analysis 
The normal distribution will form a straight diagonal line 

pattern, and plotting the residual data will be around the 
diagonal line. 

 

Fig. 2. Normality Plot 

Based on Figure 2, it can be inferred that the probability 
plot displays dots dispersed evenly around the diagonal line. 
Consequently, the regression model is deemed to satisfy the 
normality assumption. 

b. Kolmogorov-Smirnov 
The Kolmogorov-Smirnov test result, particularly the 

asymptotic significance (Sig 2-tailed) value, is more than 0.05. 
The Kolmogorov-Smirnov statistical test yielded a value of 
0.097 with a significance level of 0.200. Consequently, the data 
hypothesis is deemed to be normally distributed as the 
significance value surpasses 0.05. 

• Multicollinearity Test 
From the results of the multicollinearity test, the tolerance 

value for the work-life balance variable and work experience 
variable was found to be 0.752, while the VIF value for these 
variables is 1.330. These values indicate a tolerance exceeding 
0.10 and a VIF below 10. Therefore, it can be inferred that there 
is no multicollinearity among the independent variables in the 
regression model. 

• Linearity Test 
The linearity test is seen based on the F value and the sig 

deviation from linearity value.  

Based on the test results for X1 -> Y, where the calculated 
F value is lower than the F-table value (1.034 < 3.22), and the 
significance value (sig) for deviation from linearity is higher 
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than 0.05 (0.434), it can be inferred that there exists a linear 
relationship between the variable "work-life balance" and the 
variable "employee performance". Similarly, for X2 -> Y, 
where the calculated F value is lower than the F-table value 
(1.669 < 3.22), and the significance value (sig) for deviation 
from linearity is higher than 0.05 (0.135), it can be deduced that 
there is a linear relationship between the variable "work 
experience" and the variable "employee performance". 

• Heteroscedasticity Test 
Based on the outcomes of the heteroscedasticity test, it can 

be deduced that there is no heteroscedasticity evident in the 
regression model. This conclusion is supported by the random 
and evenly spread distribution of points both above and below 
the value 0 on the Y-axis. 

4.3 Multiple Regression Analysis 

Table 1 Multiple Linear Regression Analysis 
 Unstandardize

d Coefficients 

Standardi

zed 

Coefficie

nts 

 

Model B SE Beta t Sig. 

1 (Constant) 7,757 3,448  1,71

2 

0,094 

 Work Life 

Balance 

0,576 0,153 0,497 3,77

5 

0,000 

 Work 

Experience 

0,400 0,197 0,268 2,03

3 

0,048 

a. Dependent Variable : Employee Performance 

 

Based on table 1, the multiple linear regression equation can be 

determined as follows: 

 

      Y= 7.757 + 0.576 X1 + 0.400 X2 + e                (2) 

 

• The constant value of 7.757 suggests that with work-life 

balance and work experience held constant, the average 

employee performance is 7.757. 

• The work life balance regression coefficient (X1) is 0.576, 

which is positive, meaning that if work life balance (X1) 

increases, employee performance (Y) will increase or 

become better. 

• The regression coefficient for work experience (X2) is 

0.400, which is positive. This indicates that as work 

experience (X2) increases, employee performance (Y) is 

expected to increase or improve. 

 

4.4 Hypothesis testing 

• Coefficient Determination (R²) 
Based on the coefficient of determination testing results, 

the correlation coefficient (R) value of 0.672 indicates a 
relatively strong relationship between the independent variable 
and the dependent variable. 

The Adjusted R Square value is 0.426, meaning that 42.6% 
of the variance in employee performance can be explained by 
variations in the two independent variables (work-life balance 
and work experience), while the remaining 57.4% is explained 
by factors outside the model. 

The Standard Error of the Estimate (SEE) is 2.93571. A 
smaller SEE value indicates a higher accuracy of the regression 
model in predicting the dependent variable. 

• Individual Parameter Test (T Test) 
The findings of the T test for hypothesis 1 indicate a 

significance value of less than 0.05. This is evident from the 
work-life balance variable's significance value being less than 
0.00. Additionally, the calculated t value exceeds the t table 
value, specifically 3.775 is greater than 1.681. Thus, it can be 
concluded that the work-life balance variable does indeed 
influence employee performance, leading to the acceptance of 
hypothesis 1. This assertion is supported by previous studies, 
which indicate that having previous work-life balance 
positively influences and significantly impacts employee 
performance (Mardiani & Widiyanto, 2021) 

The findings of the T test for hypothesis 2 indicate a 
significance value of less than 0.05. This is evident from the 
work-life balance variable's significance value being less than 
0.048. Additionally, the calculated t value exceeds the t table 
value, specifically 2.033 is greater than 1.681. Thus, it can be 
concluded that the work experience variable does indeed 
influence employee performance, leading to the acceptance of 
hypothesis 2. This assertion is supported by previous studies, 
which indicate that having previous work experience positively 
influences and significantly impacts employee performance 
(Yasin et al., 2021). 

• Simultaneous Test (F Test) 
From the results of the F-test, where the calculated F-value 

is 17.308, surpassing the F-table value of 3.22, and the 
significance value is lower than 0.05, specifically 0.00, it can 
be concluded that both work-life balance and work experience 
together exert a significant influence on employee performance. 

 

5. CONCLUSIONS AND RECOMMENDATIONS 

5.1. Conclusions 

• Work-life balance exhibits a positive and significant effect 

on employee performance, supported by the regression 

coefficient value of 0.731, a significance value of 0.00, and 

a calculated t-value exceeding the t-table value (3.775 > 

1.681). 

• Work experience demonstrates a positive and significant 

effect on employee performance, as evidenced by the 

regression coefficient value of 0.769, a significance value 

of 0.00, and a calculated t-value surpassing the t-table 

value (2.033 > 1.681). 

•  Both work-life balance and work experience collectively 

influence employee performance, indicated by the 

calculated F-value of 17.308 > the F-table value of 3.22, 

and the significance value being less than 0.05 (0.00). 

 
5.2. Limitations 

This limitation is found in respondent data which 
sometimes does not show opinions that are not true, this can 
occur due to differences in thoughts or assumptions and 
understanding of each respondent. 

 

 



                                            Salsa Putri Ramadhani/ Malaysian Journal of Business, Economics and Management                                                  56 

    

5.3. Recommendations 

Based on the research findings presented, several 
suggestions can be proposed, including: 

• For further research 

a. For further research, it is recommended to take more 

samples in the same industry. This is intended so that the 

research can be generalized in general. 

b. Conduct ongoing research (longitudinal studies). Research 

with cause and effect relationships generally requires more 

than one stage of data collection at different points in time. 

 

• For companies 

a. Companies should prioritize activities aimed at enhancing 

work-life balance, as there is a direct correlation between 

improved work-life balance and increased employee 

performance. 

b. Companies need to consider the work experience factor 

when accepting new employees, because good work 

experience will improve employee performance. 

REFERENCES 

Aristanti, Liya Eri. (2018). Pengaruh Pendidikan dan Pengalaman Kerja 

terhadap Kinerja Karyawan dengan Kemampuan Kerja Sebagai Variabel 
Intervening (Studi Kasus pada Karyawan Bank Syariah Mandiri KCP 

Boyolali). Skripsi, Fakultas Ekonomi dan Bisnis Islam. Program Studi S1 

Perbankan Syariah. Institut Agama Islam Negeri Salatiga 

Basyit, A., Sutikno, B., & Dwiharto, J. (2020). Gaya kepemimpian Dalam 

Membangun Kemandirian Pondok Pesantren. Jurnal EMA, 5(1), 12–20. 

Bili, W., Resmawan, E., & Kondorura, D. (2018). Pengaruh pengalaman kerja 

terhadap kinerja pegawai di kantor Kecamatan Laham Kabupaten Mahakam 

Ulu. Ejournal Pemerintahan Integratif, 6(3), 465–474. 

Dina, D. (2018). Pengaruh Work-Life Balance Terhadap Kinerja Karyawan Di 

Kud Minatani Brondong Lamongan. Jurnal Indonesia Membangun, 17(2), 

184–199. 

Djordian, Kevin (2021) Pengaruh tingkat pendidikan dan pengalaman kerja 

terhadap kinerja karyawan PT. Karya Mentari Seraya / Kevin Djordian / 

27160304 / Pembimbing: Kristin Handayani. Institut Bisnis dan Informatika 

Kwik Kian Gie, Jakarta. 

Emancipate Indonesia. (2021). Open Discussion: Work-Life Balance Of Young 

Worker In Indonesia. Emancipate Indonesia – Because No One Is Less 

Human Than Anyone. Diakses 25 Oktober 2023 https://Emancipate.Id/Blog/ 

Open-Discussion-Work-Life-Balance-Of-Young-Worker-In-Indonesia/ 

Ghozali. (2018). Aplikasi Multivariate Dengan Program IBM SPSS 25 (Edisi 

9). Semarang: Badan Penerbit  Universitas Diponegoro. 

Greenhaus, J. H., Collins, K. M., & Shaw, J. D. (2003). The relation between 

work – family balance and quality of life. 63, 510–531. https://doi.org/ 

10.1016/S0001-8791(02)00042-8 

Kelvin (2021) Pengaruh work life balance dan workload terhadap kinerja 

karyawan milenial (studi pada karyawan di wilayah Jakarta) / Kelvin / 

21160058 / Pembimbing: Hendratmoko. Institut Bisnis dan Informatika 

Kwik Kian Gie, Jakarta. 

Mardiani, I. N., & Widiyanto, A. (2021). Pengaruh work-life balance, 
Lingkungan Kerja dan Kompensasi terhadap Kinerja karyawan PT Gunanusa 

Eramandiri. Jesya (Jurnal Ekonomi & Ekonomi Syariah), 4(2), 985–993. 

https://doi.org/10.36778/jesya.v4i2.456 

Mubbaroq, Abdullah dan Nita Shanti Wartiningsih. (2019). Pengaruh Seleksi 

Dan Pelatihan Terhadap Kinerja Karyawan Rocket Chicken Di Gresik 8(2), 

148–161. 

Oyewobi, L. O., Oke, A. E., Adeneye, T. D., & Jimoh, R. A. (2019). Influence 

of organizational commitment on work–life balance and organizational 

performance of female construction professionals. Engineering, Construction 

and Architectural Management, 26(10), 2243–2263. https://doi.org/10.1108 

/ECAM-07-2018-0277 

Pitriyani, A. H. (2020). Pengaruh Pengalaman Kerja, Latar Belakang 

Pendidikan Dan Kompensasi Terhadap Kinerja Karyawan Pada Pt. 

Pegadaian Persero Cabang Rantauprapat. Jurnal EBMA, 1, 60–68. 

Puspa, I., Agussalim M, Puspa, I. ;, Adawiyah, D., Manajemen, J., & Ekonomi, 

F. (2021). Pengaruh Keseimbangan Kehidupan Kerja Terhadap Kepuasan 
Kerja Pegawai Badan Penanggulangan Bencana Daerah Kota Padang. Matua 

Jurnal, 3(4), 618–631. https://ejurnal-unespadang.ac.id/index.php 

/MJ/article/view/425 

Saifullah, F. (2020). Pengaruh Work-Life Balance dan Flexible Work 

Arrangement Terhadap Kinerja Karyawati Muslimah Konveksi. BISNIS : 
Jurnal Bisnis Dan Manajemen Islam, 8(1), 29. https://doi.org/10.21043 

/bisnis.v8i1.6762 

Sella Jarnia Putri. 021117066. Hubungan Stres Kerja dengan Kinerja Karyawan 

Pada PT The Harvestate Sentul.  

Sugiyono, D. (2017). Metode Penelitian Kuantitatif Kualitatif Dan R&D. 

Bandung: Alfabeta. 

Ula, I. I., Susilawati, I. R., & Widyasari, S. D. (2019). Hubungan Antara Career 

Capital Dan Work-Life Balance Pada Karyawan Di Pt. Petrokimia Gresik. 

Psikoislamika : Jurnal Psikologi Dan Psikologi Islam, 12(1), 13. 

Https://Doi.Org/10.18860/Psi.V12i1.6391 

Wicaksana, S. A., Suryadi, S., & Asrunputri, A. P. (2020). Identifikasi Dimensi-

Dimensi Work-Life Balance Pada Karyawan Generasi Milenial Di Sektor 

Perbankan. Widya Cipta: Jurnal Sekretari Dan Manajemen, 4(2), 137–143. 

https://Doi.Org/10.31294/Widyacipta.V4i2.8432 

Yasin, N., Gunawan, Fattah, M. N., & Parenden, A. (2021). Pengaruh 
Pengalaman Kerja, Pendidikan Dan Pelatihan(Diklat) Dan Tingkat 

Pendidikan Terhadap Kinerja Pegawai Di Dinas Pendidikan Kabupaten 

Soppeng. Bata Ilyas Educational Management Review Pengaruh, 1(1), 17–

28. 

Yunita Leatemia, S. (2018). Pengaruh Pelatihan Dan Pengalaman Kerja 
Terhadap Kinerja Pegawai (Studi Pada Kantor Badan Pusat Statistik Di 

Maluku) (The Effect of Training And Work Experience On Employee 

Performance) (Study at the Office of the Central Bureau of Statistics in 

Maluku). Jurnal Manajemen Bisnis, 1(2), 49–58. https://Ojs3.Unpatti.Ac.Id 

/Index.Php/Manis/ 

Yusnita, N., Gursida, H., & Herlina, E. (2022). The Role of Work-Life Balance 

and Job Satisfaction as    Predictors    of    Organizational    Commitment. 

Jurnal    Economia, 18(1),    103–114. https://doi.org/10.21831/economia. 

v18i1.40236 

Yuwana Irwandi, F., & Sanjaya, A. (2022). Pengaruh Work-Life Balance dan 

Work Engagement Terhadap Kinerja Karyawan Melalui Kepuasan Kerja 

(Studi Pada Bankaltimtara Syariah Cabang Jl. A Yani Samarinda). Journal of 

Business Management Education |, 7(2), 1–7. 

 

 

 

 

 

https://emancipate.id/Blog/Open-Discussion-Work-Life-Balance-Of-Young-Worker-In-Indonesia/
https://emancipate.id/Blog/Open-Discussion-Work-Life-Balance-Of-Young-Worker-In-Indonesia/
https://ojs3.unpatti.ac.id/Index.Php/Manis/
https://ojs3.unpatti.ac.id/Index.Php/Manis/
https://doi.org/10.21831/economia.v18i1.40236
https://doi.org/10.21831/economia.v18i1.40236

	MJBEMM
	Malaysian Journal
	of Business,
	Economics and Management

