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ABSTRACT

This study aims to analyze the role of work-life balance in mediating the
relationship between job satisfaction and organizational commitment among
working students. The research sample consists of 103 respondents selected using a
convenience sampling technique. Data were collected through questionnaires and
analyzed using Partial Least Squares Structural Equation Modeling (PLS-SEM) to
test the hypotheses and mediation effects. The results indicate that job satisfaction
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INTRODUCTION

Working students have become increasingly common in recent years, particularly among
Generation Z, known for their high career aspirations and demands for flexibility and balance
between personal life and work (Syarafina et al., 2019). The high cost of education and the need
for work experience have further driven Generation Z students to work while continuing their
studies (Rafidah Kusuma et al., 2024). However, this dual role presents challenges in maintaining
a balance between academic and professional demands, which impacts their job satisfaction and
commitment to the organizations they work for (Hakim & Hasmira, 2022)

According to a Deloitte,(2022), Generation Z frequently changes jobs, driven by the need
for work-life balance, career development, and company values that align with their aspirations.
This indicates that if the balance between work and personal life is not achieved, they are more
vulnerable to leaving their jobs in the short term. The author’s Survey data also shows that 69%
of currently enrolled students have changed workplaces, and 77% of working students desire to
change their workplaces.


https://journal.iaimnumetrolampung.ac.id/index.php/ji/index
https://creativecommons.org/licenses/by-sa/4.0/

Work-life balance is important in maintaining job satisfaction and organizational
commitment, especially for working students (Dube & Ndofirepi, 2024; Isse et al., 2018). Job
satisfaction, influenced by various factors such as a supportive work environment, opportunities
for personal development, and organizational involvement, is crucial for those who must divide
their time between studies and work (Akinwale & George, 2020; Lidia Sari et al., 2020). On the
other hand, organizational commitment reflects employees’ loyalty and desire to remain within
the company (‘Azzam & Harsono, 2021). For Generation Z, including working students, this
commitment is influenced by the organization’s ability to provide an environment that supports
their life balance. Generation Z is more susceptible to burnout and feels less attached to
organizations if there is no flexibility and support to maintain a work-life balance (Kaya & Ayca
Kaya, 2024).

This study explores the role of work-life balance as a mediator between job satisfaction and
organizational commitment among working students (‘Azzam & Harsono, 2021). A deeper
understanding of this dynamic is expected to contribute to developing organizational strategies
to enhance support for working students. This is important to help Generation Z students achieve
an optimal balance between academic and professional demands and increase their loyalty to
companies in the long term (Waworuntu et al., 2022).

Previous research has shown that job satisfaction positively correlates with organizational
commitment. Employees who are satisfied with their jobs tend to be more committed to the
organization (Lumley et al.,, 2011). Additionally, work-life balance has been found to affect
organizational commitment significantly. Employees who can balance work and personal life
exhibit higher levels of commitment (Ammari et al., 2017).

However, most of these studies have been conducted on full-time employee populations
and rarely focus on working student groups. Working students have unique characteristics
because they must divide their attention and energy between studies and work (Kot-Radojewska
& Timenko, 2018). This condition can affect their perceptions of job satisfaction, ability to achieve
work-life balance, and, ultimately, their commitment to the organization (Emre & De Spiegeleare,
2021).

No research has examined how job satisfaction and work-life balance affect organizational
commitment among working students at Budi Luhur University. Understanding this dynamic is
important for the organizations where students work to improve employee retention,
productivity, and job satisfaction. Additionally, the university can use this information to provide
better support for working students, such as flexible class schedules or counseling services.

Based on the above description, a research gap needs to be filled: an empirical study
examining the influence of job satisfaction and work-life balance on organizational commitment,
specifically among working students. This research is important to identify the factors that
influence organizational commitment among working students, analyze the extent to which job
satisfaction and work-life balance contribute to the level of commitment, and provide
recommendations for organizations and universities in developing policies and programs that
support the welfare and loyalty of working students (Fawad et al., 2021).

This study aims to analyze the role of work-life balance in mediating the relationship
between job satisfaction and organizational commitment among working students. Thus, this
study is expected to provide theoretical and practical contributions to human resource
management and education. Theoretically, the research will enrich the literature on factors
influencing organizational commitment in a specific population. Practically, the research findings
can be used by organizational management and educational institutions to design effective
strategies for supporting working students, enabling them to achieve optimal performance in
their studies and work.

Theoretical Review

Social Exchange Theory posits that individuals engage in social relationships with others,
expecting their efforts to be rewarded fairly and equitably (Nakonezny & Denton, 2008). Thus,
people engage in social interactions with the anticipation of receiving benefits commensurate
with their contributions. This social exchange’s expectations of reciprocity and fairness create a
foundation for building and maintaining relationships over time (Chernyak-Hai & Rabenu, 2018;
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Shanka & Buvik, 2019). Social Exchange Theory has been applied across various disciplines,
including sociology, psychology, and organizational behavior, to understand social interactions
in different settings (Akar, 2018). Social Exchange Theory can help researchers explore the social
exchange processes between employees and their organizations in the relationship between job
satisfaction, work-life balance, and organizational commitment. Employees who feel their
organization meets their work-life balance needs may reciprocate by demonstrating higher job
satisfaction and organizational commitment (Pradhan et al., 2016). In this sense, Social Exchange
Theory can be used to explore how employees” perceptions of fairness and equity in their social
exchanges with their organizations affect their job attitudes and behaviors (Chernyak-Hai &
Rabenu, 2018; Shanka & Buvik, 2019).

Empirical research has demonstrated the relevance of Social Exchange Theory in exploring
the relationships between job satisfaction, work-life balance, and organizational commitment
(Hasan et al., 2021). For example, researchers have used Social Exchange Theory to investigate
how perceptions of job satisfaction can influence work-life balance and organizational
commitment among employees (Azeez & Aboobaker, 2024) . Another study has examined the
role of social exchange processes in predicting turnover intentions and job-seeking behaviors
among employees (Harden et al., 2018). Social Exchange Theory provides a useful framework for
understanding the complex relationships between individuals and their social environments,
including resource exchanges, mutual obligations, and interpersonal trust (Sabatelli et al., 2018;
Zhou et al., 2024a).

Job Satisfaction

According to Greenhaus & Powell, (2000), job satisfaction is the level of an individual’s
satisfaction with various aspects of their job, such as the job itself, income, relationships with
coworkers, and opportunities for promotion. Job satisfaction is also related to an employee’s
satisfaction with their work (Inayat & Jahanzeb Khan, 2021). It is a multifaceted and complex
variable that reflects employees” emotional states regarding compensation, coworkers, promotion
opportunities, the job itself, and relationships with supervisors (Bayl-Smith & Griffin, 2018).
According to Aziri, (2011), job satisfaction requires a sense of achievement, commitment, and
enjoyment in one’s work. It depends on an individual’s rational and subjective assessment of
various job-related variables, including salary and benefits, perceptions of fairness in promotion
standards, working conditions, workplace relationships, and job characteristics, as well as the
type of job, required skills, amount of responsibility, level of autonomy, and work relationships
(Mahajan et al., 2022). Job satisfaction is understood in the literature from four perspectives:
emotional reactions, attitudes toward one’s job, expectations, and beliefs about one’s job (Ali &
Anwar, 2021; Zhou et al., 2024b).

Previous studies have highlighted the importance of satisfied staff for achieving university
organizational outcomes. For example, (ten Hoeve et al., 2020) noted the stressful situations in
which university staff work, the increased likelihood of staff turnover, and negative spillover
effects when dissatisfaction with the work environment persists. This view is reinforced by
Mwesigwa et al., (2020) whose research found a positive relationship between job satisfaction and
organizational commitment among staff members at selected public universities in Uganda.

Job satisfaction and organizational commitment have an ambiguous causal relationship in
which each can influence the other (Saridakis et al., 2020). However, the literature shows a
relatively associative relationship between these two attitudinal variables. Although there is
relatively little research linking job satisfaction with subcategories of organizational commitment
in the context of higher education institutions, the majority concludes that job satisfaction is a
significant predictor of organizational commitment and a factor in effective and efficient
organizations (Aziri, 2011). For example, found a significant positive correlation between job
satisfaction and affective commitment among employees in a sample of South African higher
education institutions (Bashir & Gani, 2020). Additionally, the same study revealed a favorable
correlation between job satisfaction and the responsibility to continue working. This pattern of
findings is reinforced by (Akar, 2018) who observed a positive relationship between job
satisfaction, affective commitment, and sustainability of non-academic staff at Nigerian
universities.
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H1: Job satisfaction affects organizational commitment
H2: Job satisfaction affects work-life balance
The Role of Work-life Balance

The term work-life balance is defined in various ways throughout the literature, describes
balance as an alignment between work demands and personal life, with no excessive conflict
(Rashmi & Kataria, 2022). Work-life balance is seen as the peaceful coexistence of different life
domains. Dorenkamp & Ruhle, (2019) describe it as the absence of work and personal life friction.
The concept of work-life balance has become important in discussions about organizational
management practices because personal and professional lives interfere with each other and can
complement or hinder one another depending on how they are managed. Some experts have
noted that an imbalance between work and personal life ultimately results in tension between the
two areas (Clare Kellher, 2020). Employees’ time and physical and emotional resources are
repeatedly drained due to work-life tensions. It is said that while employees may initially be able
to cope with related stress, their commitment to their profession gradually diminishes (Azeez &
Aboobaker, 2024).

Employees working in organizations that promote work-life balance often achieve a
combination of work and personal commitment, demonstrating higher levels of workplace
engagement and thereby increasing their discretionary efforts and productivity (Akter et al.,
2020). Ultimately, negative outcomes such as emotional exhaustion and burnout are minimized
(McFarland & Hlubocky, 2021). Implementing human resource management policies that
encourage work-life balance is one of the methods for increasing employee commitment and job
satisfaction (Dziuba et al., 2020; Opoku et al.,, 2023). These policies reflect the employer’s
understanding that their employees have lives separate from work and help ensure that home
life does not interfere with professional life and vice versa (Carreri, 2020).

Work-life Balance and Organizational Commitment

Although experts define organizational commitment in various ways, it generally relates
to the level of an employee’s identification with their employer and readiness to leave .
Organizational commitment has been extensively studied through the lens of Meyer & Allen,
(2010) framework which hypothesizes three components of organizational commitment: affective
commitment, continuance commitment, and normative commitment. Affective commitment
pertains to the emotional attachment of employees to the organization. In contrast, continuance
commitment refers to the costs associated with leaving the company, and normative commitment
touches on the perceived obligation of employees to work with the organization (Sherry L.
Mathews, 2019). When these three components are combined, they are believed to enhance the
tendency of workers to stay with a particular organization (Oyewobi et al., 2022). Different sub-
dimensions of organizational commitment have varying implications for workplace behaviors,
making it essential for experts and management practitioners to understand them. For instance,
workers with higher levels of affective commitment are associated with more positive job
attitudes and behaviors than those with lower levels; however, high levels of continuance
commitment have not been proven to correlate with increased performance (Meyer & Allen,
2010).

Despite being comprehensively and widely studied in organizational behavior and human
resource management over the years, the theme of organizational commitment remains relevant
today due to the ever-evolving workplace environment that affects workers” attitudes and
behaviors (Djunaedi et al., 2024). The current study focuses on the influence of work-life balance
(Brough et al., 2020; Gragnano et al., 2020). This psychosocial factor has gained prominence in
organizational studies in recent years, particularly relevant to the academic context where role
conflicts between work and personal life are pressing issues (McDowall & Kinman, 2017).
Considering the high-pressure, performance-based environments in which many university staff
operate such contexts are suitable for studying the outcomes of work-life balance (River & Gabon,
2020; Xu, 2020). Emphasize that work-life balance in university institutions is crucial for recruiting
and retaining high-quality faculty (Abebe & Assemie, 2023; Mathews, 2018). Previous research
has concluded a positive relationship between respondents’ perceptions of work-life balance and
overall organizational commitment (Luturlean et al., 2019). Based on the background of this
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study, we aim to contribute to the evidence base regarding the relationship between work-life
balance and the sub-dimensions of organizational commitment. Thus, we hypothesize the
following:

H3: Work-life balance affects organizational commitment

H4: Work-life balance mediates the relationship between job satisfaction and organizational
commitment

METHOD

This research employs a quantitative approach with a correlational design to analyze the
influence of job satisfaction on organizational commitment and the mediating role of work-life
balance among working students at Budi Luhur University, Jakarta. The research population
includes all Budi Luhur University students who are concurrently employed. The inverse square
root method is used, considering the probability that the ratio of the path coefficient to the
standard error will exceed the critical value of the test statistic for a given level of significance.
Therefore, the minimum required sample size results technically depend only on one path
coefficient and are not contingent on the most complex regression size in the model (Kock &
Hadaya, 2018). The critical value of the test statistic can utilize values from pilot project results
(Hair et al.,, 2022). There is no sampling frame, and the researcher employs a convenience
sampling method where students voluntarily participate and fully complete their questionnaires
during the administration process to be taken as samples. Questionnaires are distributed to
students online via Google Forms until the target number of respondents is reached.

RESULT AND DISCUSSION
From the results of the pilot project involving 30 respondents, the following findings were
obtained:
Table 1. Path Coefficient

Path Coefficient
Job satisfaction = Organizational Commitment 0.634
Job satisfaction = work-life balance 0.731
Work-life Balance - Organizational Commitment 0,245

To determine the appropriate sample size, the following formula was used: (Kock &

Hadaya, 2018)
2
Significance level = 5% : 7.2 > [TASGJ
P min

(2.486 : 0.245)? = 102.9, rounded to 103 respondents
From the data collected from 103 respondents, the following description can be provided:
Table 2 Respondent Demographics

No  Deskripsi Jumlah  Prosentase
1 Gender Man 37 35.9%
Woman 66 64.1%
Total 103 100%
2 Age <20 11 10.7%
20-21 40 38.8%
22-23 26 25.2%
24-25 12 11.7%
>26 14 13.6%
Total 103 100%
3 Changing jobs = Have moved 71 68.9%
Have never 32 31.1%
moved
Total 103 100%
Want to move 77 74.7%
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Do not want to 30 25.3%
move
Total 100 100%

Measurement Model Evaluation

The measurement model in this study consists of variables such as job satisfaction, work-
life balance, and organizational commitment, which are measured reflectively. The evaluation of
the reflective measurement model includes the following criteria: factor loading > 0.6 (Arifin &
Yusoff, 2016), composite reliability > 0.7, Cronbach's alpha > 0.8, and average variance extracted
(AVE) = 0.5. Additionally, the evaluation of discriminant validity involves the Fornell-Larcker
criterion and the heterotrait-monotrait ratio (HTMT) < 0.9 (Hair et al., 2019; Sarstedt et al., 2021).

Table 3 Outer Loading, Composite Reliability, AVE

Variabel Item Outer Cronbach Composite AVE
Loading Alpha Reliability
Job satisfaction KK1 0.799 0.881 0.910 0.627
KK2 0.818
KK3 0.779
KK4 0.769
KK5 0.769
KK6 0.748
Work-life WLB1 0.727 0.901 0.921 0.510
balance WLB2 0.621
WLB3  0.829
WLB4 0.834
WLB5  0.805
WLB6  0.804
WLB7  0.727
WLB8  0.621
Organizational KO1 0.662 0.809 0.861 0.593
Commitment KO2 0.782
KO3 0.711
KO4 0.649
KO5 0.763
KO6 0.708
Factor Loading

Factor loading represents the value used to determine whether the indicators in the
questionnaire data are valid. The standard for measuring factor loading is a value > 0.6,
considered sufficient, and > 0.7, regarded as high. Figure 1 shows that the validity test results for
the indicators of job satisfaction, work-life balance, and organizational commitment show factor
loading values > 0.6. Indicators with factor loading values < 0.6 must be excluded from the study
to ensure that all indicators of each variable successfully reflect their respective variables, making
the data valid (Hair et al., 2019).

Cronbach’s Alpha

Based on Table 2, Cronbach’s Alpha shows that job satisfaction, work-life balance, and
organizational commitment have values of 0.881, 0.901, and 0.809, respectively. These values
indicate a high level of reliability since all are > 0.8 (Hair et al., 2019).

Composite Reliability

Table 2 shows composite Reliability results for job satisfaction, work-life balance, and
organizational commitment, with values of 0.901, 0.921, and 0.861, respectively. These values
indicate a high level of reliability since all are > 0.8 (Hair et al., 2019).

Average Variance Extracted (AVE)

Average Variance Extracted (AVE) measures internal intercorrelation, i.e., the correlation
between indicators within the model. The standard measurement for AVE is a coefficient value
> 0.5. Based on Table 3, the AVE values for job satisfaction, work-life balance, and organizational
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commitment are 0.627, 0.593, and 0.510, respectively. These values show that all variables meet
the evaluation criteria as their AVE coefficients are > 0.5 (Hair et al., 2019).
Fornell-Larcker Criterion
The Fornell-Larcker Criterion is a test where the Average Variance Extracted (AVE) square
root of each latent construct must be higher than the squared value of the highest correlation with
other latent constructs. The Fornell-Larcker values are presented in Table 4
Table 4 Fornell-Larcker

Job satisfaction Komitmen Work-life Balance
Organisasi
Job satisfaction 0.792
Organizational 0.643 0.714
Commitment
Work-live Balance 0.646 0.571 0.770

Based on the Fornell-Larcker table, the Average Variance Extracted (AVE) values for all
variables are greater than the correlations between constructs in the model, indicating that all
variables have met the Fornell-Larcker evaluation model criteria. Therefore, all indicators of each
variable have successfully reflected their respective variables (Hair et al., 2019).
Heterotrait-Monotrait Ratio (HTMT)

The HTMT value evaluates discriminant validity between constructs in the model.
Discriminant validity is considered adequate if it is below the threshold of 0.90.

Table 5 HTMT

Variabel Job Organizational Work-life
satisfaction Commitment Balance

Job satisfaction

Organizational 0.740

Commitment

Work-life Balance 0.713 0.637

Based on the HTMT analysis with a threshold of 0.90, it can be concluded that discriminant
validity between constructs in the model has been achieved. The HTMT value between job
satisfaction and organizational commitment is 0.740, between job satisfaction and work-life
balance is 0.713, and between organizational commitment and work-life balance is 0.637. All these
values are below the threshold of 0.90, indicating that each construct in the model has adequate
discriminant validity. Thus, there are no issues with discrimination between constructs, and the
model can be used for further analysis (Hair et al., 2019).

Structural Model Evaluation

The structural model evaluation in PLS-SEM using Smart PLS 4 involves several essential
steps to ensure the validity and reliability of the model. First, multicollinearity testing ensures no
excessively high correlations between independent variables, measured through the Variance
Inflation Factor (VIF). A recommended VIF value is < 5 to indicate no significant
multicollinearity. Next, the significance of path coefficients is tested to evaluate the strength of
the relationships between latent variables. Path coefficients are considered significant if the p-
value is < 0.05, indicating that the relationships are statistically significant. Additionally, a 95%
confidence interval analysis is used to verify significance, where intervals that do not cross zero
indicate a significant relationship (Hair et al., 2019).

In evaluating direct and mediating effects, the effect size f2 measures the impact of
independent variables on dependent variables. The 2 values can be categorized as small (0.02),
medium (0.15), or large (0.35). Mediation effects are also evaluated to ensure that the relationship
between independent and dependent variables through the mediator has a significant influence
(Lachowicz et al., 2018). The interpretation of mediation effect size upsilon (V), as recommended
by Cohen in (Sanchez et al., 2024) is as follows:

e 0.01: Low mediation effect
e 0.075: Medium mediation effect
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e 0.175: High mediation effect

Table 6 Iner VIF
VIF
Job satisfaction > Organizational 1.716
Commitment
Job satisfaction = Work-life balance 1.000
Work-life  balance >  Organizational 1.716
Commitment

Based on the VIF analysis, the relationship between Job Satisfaction and Organizational
Commitment has a VIF value of 1.716, the relationship between Job Satisfaction and Work-life
Balance has a VIF value of 1.000, and the relationship between Work-life Balance and
Organizational Commitment has a VIF value of 1.716. All VIF values are below the threshold of
3, indicating no significant multicollinearity among the independent variables in this model.
Therefore, the model can be considered reliable for further analysis without bias caused by
correlations between independent variables.

Table 7 Hypothesis Testing

Hipotesis Path P-value 95% interval f-square Upsilon
Coeficient kepercayaan path \%
coefficient
Batas Batas
Bawah Atas
Job satisfaction 2> 0470 0,009 0.303 0.655 0.237 -
Organizational
Commitment
Job satisfaction = Work- 0.646 0,000 0.538 0.757 0.716 -
life Balance
Work-life  Balance > 0.267 0,000 0.062 0.426 0.076 -
Organizational
Commitment
Job satisfaction = Work- 0.173 0,010 0.041 0.306 - 0.077
life Balance >
Organizational
Commitment

Upsilon (v) calculation results with the formula:
2 2 2
v = PByux — (Ry.ux — Ry x)

V =(0.267)2 - (0.455—-0.461)
VvV =0.077

This value represents the mediation effect size, where the interpretation, according Cohen

in (Sanchez et al., 2024) is as follows:
e 0.01 <0.074: Low mediation effect
e 0.075<0.174: Medium mediation effect
e >(0.175: High mediation effect.

With a value of 0.077, the mediation effect can be categorized as medium. This indicates
that Work-life Balance has a significant mediation effect on Job Satisfaction and Organizational
Commitment.

Evaluation of Model Fit (Goodness of Fit)

The model evaluation was conducted using several key steps and metrics. R-square was
used to measure the predictive strength of independent variables on dependent variables, while
Q-square evaluated the model’s predictability by considering the predictive ability for omitted
observations. SRMR (Standardized Root Mean Square Residual) and the Goodness of Fit Index
(GoF) were used to assess the overall model fit with the data. Additionally, PLS Predict was
utilized to determine the model’s ability to predict new data (Hair et al., 2022).
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Equally important, robustness checks such as linearity, heterogeneity, and endogeneity
ensured that the model’s fundamental assumptions were met, allowing the analysis results to be
interpreted accurately and reliably. This evaluation provides a solid foundation for the validity
and reliability of the research model.

R-Square Test

Changes in R-Square values can be used to evaluate the variation of influence between
independent variables on dependent variables and mediating variables. The R-Square values are
presented in Table 8 below

Table 8 R-Square

R-square Q-square
Organizational 0.455 0.215
Commitment
Work-live Balance 0.417 0.240

Based on the R-Square Table, job satisfaction moderately influences organizational
commitment, with a value of 0.455. This means that every change in the job satisfaction variable
results in a 45.5% change in organizational commitment. Meanwhile, job satisfaction has a
moderate influence on work-life Balance, with a value of 0.417, indicating that every change in
job satisfaction leads to a 41.7% change in work-life Balance. Based on the table, it can also be
explained that the Q-Square values for work-life Balance and organizational commitment are >
0, indicating that the model has predictive relevance (Hair et al., 2022).

Tabel 9 SRMR
Estimated Model
SRMR 0.097

The table above shows the SRMR (Standardized Root Mean Square Residual) calculation
results for the estimated model, with a value of 0.097. SRMR is a goodness-of-fit indicator that
assesses how well the structural model aligns with the observed data. State that a good SRMR
value is typically below 0.08, indicating a high model fit. However, according to, an SRMR value
between 0.08-0.10 indicates an acceptable fit. The model estimation result of 0.097 signifies a
satisfactory fit, showing that the empirical data adequately explains the relationships between
variables in the model (Hair et al., (2022).

Tabel 10 PLS Predict

Model PLS-SEM Model LM

RMSE MAE RMSE MAE
KO1 0,886 0,702 0,894 0,710
KO2 0,765 0,609 0,780 0,617
KO3 0,763 0,592 0,790 0,618
KO4 1,081 0,815 1,092 0,830
KO5 0,980 0,779 1,018 0,791
KO6 0,915 0,702 0,927 0,689
WLB1 0,779 0,662 0,817 0,690
WLB2 1,061 0,884 1,099 0,893
WLB3 0,882 0,699 0,922 0,730
WLB4 0,819 0,655 0,867 0,684
WLB5 0,765 0,617 0,799 0,643
WLB6 0,816 0,640 0,870 0,691
WLB7 0,908 0,751 0,961 0,790
WLB8 0,751 0,600 0,802 0,631

Hair et al., (2022)stated that PLS is a type of SEM analysis with a predictive purpose.
Therefore, a validation measure must be developed to show how well the proposed model’s
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predictive power performs. PLS Predict is a form of validation for assessing PLS predictive
power. To demonstrate that the PLS results have good predictive strength, comparing them with
a baseline model, such as linear regression (LM), is necessary.

e If all items in the PLS model have lower RMSE (Root Mean Squared Error) and MAE
(Mean Absolute Error) values than the linear regression model, the PLS model has high
predictive power.

e If most items have lower values, the model has moderate predictive power.

DISCUSSION

Based on the hypothesis testing results shown in Table 7, several conclusions can be drawn:

Job Satisfaction — Organizational Commitment The relationship has a path coefficient of
0.470 with a p-value of 0.000, indicating significance at the 95% confidence level (0.303-0.655).
Additionally, the f-square value of 0.237 indicates a substantial effect of this relationship.
Although job satisfaction does not significantly influence organizational commitment,
organizations should still enhance employee satisfaction. Experts are encouraged to provide
updated definitions and indicators of job satisfaction, especially as the majority of respondents in
this study are Generation Z.

Job Satisfaction — Work-life Balance This relationship is significant, with a path coefficient
of 0.646 and a p-value of 0.000. The 95% confidence interval (0.538-0.757) does not include zero,
reinforcing the relationship’s significance. The f-square value of 0.410 indicates a strong effect.
Although the relationship is significant, companies should continuously strive to improve job
satisfaction by addressing existing indicators.

Work-life Balance — Organizational Commitment This relationship is significant, with a
path coefficient of 0.262, a p-value of 0.000, and a 95% confidence interval (0.062-0.426)
confirming a strong positive influence. The f-square value of 0.076 indicates a moderate effect.
Despite the significance of work-life Balance, companies should prioritize employee needs and
implement policies that positively impact them.

Job Satisfaction — Organizational Commitment (through Work-life Balance) The
mediation effect size (upsilon V) was calculated manually, as SmartPLS 3 and 4 do not
automatically output this measure. The calculated upsilon, 0.077, indicates a medium mediation
effect. Overall, while the direct relationship between job satisfaction and organizational
commitment is insignificant, the mediated relationship through work-life Balance shows
significant influence.

Table 10 compares the PLS-SEM model’s predictive performance against the linear
regression (LM) model using RMSE and MAE metrics. Most items in the PLS-SEM model have
lower RMSE and MAE values than the LM model (highlighted in green), indicating better
predictive performance. However, one exception, item KO6, shows a higher MAE in the PLS-
SEM model than in the LM model (highlighted in red). This suggests that while the PLS-SEM
model performs well overall, further evaluation of specific items is necessary to optimize
prediction accuracy.

The findings of this study provide clear evidence regarding the relationships among job
satisfaction, work-life balance, and organizational commitment among working students.
Specifically, the results consistently indicate that job satisfaction positively influences both work-
life balance and organizational commitment. Furthermore, a significant positive effect of work-
life balance on organizational commitment was also observed. Crucially, the mediation analysis
revealed that work-life balance fully mediates the relationship between job satisfaction and
organizational commitment. This suggests that the positive impact of job satisfaction on working
students' commitment to their organizations is largely channeled through their ability to achieve
a healthy work-life balance

While existing literature widely acknowledges the positive links between job satisfaction
and organizational commitment (Ramalho Luz et al., 2018; Nancy Yusnita & Rahma, 2024) , and
between work-life balance and organizational commitment (Nisa Ul Khoeriyah, 2024; Nikmatul
Azizah, 2023) this study offers a distinctive contribution by explicitly examining the mediating
role of work-life balance within the unique demographic of working students. Previous research
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often focused on full-time employees in various industries (Li, 2018; Liu et al., 2021) where the
challenges and priorities related to balancing professional and academic responsibilities differ
significantly. Unlike studies that might consider work-life balance as a direct antecedent, our
findings emphasize its crucial intermediary role, illustrating how fostering work-life balance is
not merely an additional benefit but a vital mechanism through which job satisfaction translates
into stronger organizational commitment for this specific population. This nuance is particularly
relevant for working students, who navigate dual demands, distinguishing our findings from
broader contexts and highlighting the specific mechanisms at play in their commitment formation
(Aurelio Medina-Garrido a, 2023).

This research offers significant theoretical and practical implications. Theoretically, it
enriches the existing body of knowledge by validating the mediating role of work-life balance,
particularly within the under-explored context of working students. It extends the applicability
of theories, such as Social Exchange Theory, by demonstrating how positive exchanges
(manifested as job satisfaction and work-life balance support from the organization) reciprocate
in increased commitment from working students. Practically, these findings provide valuable
insights for human resource management practitioners and educational institutions (Goel et al.,
2022). Organizations employing working students should prioritize initiatives that enhance
work-life balance, such as flexible working hours, remote work options, or support programs
Organizations employing working students should prioritize initiatives that enhance work-life
balance, such as flexible working hours, remote work options, or support programs (Binaebi
Gloria Bello et al., 2024). By doing so, they can not only boost job satisfaction but also cultivate a
more committed and engaged workforce (Waltz et al., 2020). Similarly, educational institutions
can collaborate with employers to advocate for such supportive environments, recognizing the
dual roles of their students and aiming to reduce academic and professional burnout

Despite its valuable contributions, this study is subject to several limitations that should be
acknowledged. Firstly, the reliance on a convenience sampling technique, with respondents
primarily drawn from students at Budi Luhur University, limits the generalizability of the
findings to a broader population of working students in other regions or institutions. Secondly,
the cross-sectional nature of the data collection prevents the establishment of definitive causal
relationships and the observation of changes over time. Future research could benefit from a
longitudinal design to better understand the dynamic interplay between the variables. Lastly, the
study focused on specific variables of job satisfaction, work-life balance, and organizational
commitment; other factors potentially influencing organizational commitment among working
students, such as financial stress, academic support, or peer relationships, were not explored and
could provide additional insights

Based on the limitations and findings of this study, several avenues for future research are
suggested. Researchers could conduct similar studies using a larger and more diverse sample of
working students from various universities and regions to enhance the generalizability of the
findings. Employing a longitudinal research design would allow for a deeper understanding of
how work-life balance and job satisfaction evolve over time and their long-term impact on
organizational commitment. Future studies might also consider incorporating additional
variables such as perceived organizational support, leadership styles, or specific demographic
factors (e.g., age, gender, field of study) to provide a more comprehensive model. Furthermore,
qualitative approaches could offer rich, in-depth insights into the lived experiences of working
students and the specific challenges they face in balancing work and study, potentially
identifying new constructs or relationships. Finally, exploring the effectiveness of specific work-
life balance interventions implemented by organizations for working students could provide
highly practical implications.

CONCLUSION

This study highlights the significant role of work-life Balance as a mediator in the
relationship between job satisfaction and organizational commitment. The findings demonstrate
that balancing work and personal life is not merely a supporting variable but a critical element
that bridges the influence of job satisfaction on organizational commitment. Given this crucial
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mediating role, it is strongly suggested that organizations, particularly those employing working
students, should proactively implement and continuously evaluate comprehensive strategies to
enhance work-life balance. These strategies could include offering flexible working hours,
providing access to mental health support programs, promoting remote work opportunities, and
fostering a supportive organizational culture that recognizes the dual demands faced by working
students. By doing so, companies can not only enhance the well-being of their working student
employees but also significantly strengthen their loyalty, motivation, and commitment to the
organization, ultimately leading to reduced turnover rates and increased overall productivity and
a more positive workplace culture.

The implications suggest that companies must develop strategies and programs that
support work-life Balance, such as flexible working hours, mental health programs, or remote
work opportunities. These initiatives can enhance employee well-being, strengthen loyalty,
motivation, and commitment to the organization, reduce turnover rates, increase productivity,
and foster a more positive workplace culture. Therefore, this study provides clear guidance for
companies to prioritize work-life Balance in building more harmonious and productive work
relationships.
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