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ABSTRACT

This research aims to study the effect of flexitime on work-life balance of millennials generation employees in
Jakarta. The research method used is quantitative using 200 millennial respondents working in Jakarta. The
collecting data technique in this research is non-probability sampling in form of an online questionnaire, as well
as data analysis performed is a structural model analysis using SPSS and SmartPLS application. This study uses
the Flexible Work Options Questionnaire (FWOQ), Work-life balance Scale (WLBS), and Turnover Intention
Scale (TIS), which has been adapted to Indonesian by authors. The results of this research state that flexitime
has a significant effect on the work-life balance of millennial employees in Jakarta. Then, the turnover intention
is not significant to be a moderating variable. The result for P-Value turnover intention as a moderating variable
is 0.797 and bigger than 0.05. It can be concluded that the temporary hypothesis of Ho and H is rejected and

H; is accepted.
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1. INTRODUCTION

The world has launched the era of the fourth world
industrial revolution, which becomes a means in human life
and brings great changes in technology. The McKinsey
Global Institute identifies that Industry 4.0 is referred to
Cyber Physical Systems (CPS) that integrates computing,
network, and environmental processes, by combining
technology that connects cellular devices, robotics, 3D (3
dimensions), Artificial Intelligence (Al), and the Internet of
Things (loT). Industry 4.0 is based on production systems
that encourage the transfer of real-time data and flexible
manufacturing [1].

Quoted from digitaljournal.com, DeGraff explains Industry
4.0. It continues to grow in human life, namely every
individual who can communicate in real-time throughout
the world via the internet by providing translation
applications and cheap gadgets. It makes it easy for humans
to communicate internationally and use social networks
(peer-to-peer) that have democratized the workplace by
changing the place and way of individuals working [2].
Industry 4.0 becomes a means in human life, especially
human resources (HR), for companies to determine the
direction and progress of the company [3].

The Ministry of Industry says that the key to Industry 4.0 in
Indonesia is human resources and digital infrastructure.
Meanwhile, technology is used to build integrated

connectivity. The development of technology in the
Industry 4.0 selected companies also follows the
development of the millennial generation. This generation
will be the force with the largest number of workers in
Indonesia [4]. The millennial generation is the generation of
workers who are born and grow along with the development
of rapidly developing technology [5]. Population data from
the Indonesian Central Statistics Agency show the number
of Indonesian workers is 40% of the millennial generation
[6].

Forbes Statistics conducts a survey of 7,700 millennials in
29 countries. Overall, 16.8% of the generation wants work
balance to be the first consideration in finding work [7]. In
addition, the Indonesian Central Statistics Agency surveys
purchases in Indonesia, with 85% of respondents saying the
reason they change jobs or resigned is that they don’t have
a balance by dividing their time between work and personal
life [8]. The millennial generation is very demanding.
Relationship with work, family, and personal life can be
well established and their attraction to motivate to work [9].
Work-life balance is considered as the balance between
work, family and personal life.

An employee will not consider himself lucky whenever the
personal life and company needs are not appropriately
engage. Assuming that personal life and family needs are
not engage, employee will feel that he is not successful [10].
Balancing work and family problems is important for every
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human being that works. Singh and Khanna [11] describe
strategies for companies to create work-life balance for
employees, namely flexible working hours, appropriate
working hours, reasonable working hours, access to deal
with children, flexible work, daily leave, job mobility, and
telephone access.

Standard Chartered has implemented one of the strategies
to improve employees' work-life balance by imposing
flexible working hours. It is also called flexitime [12].
Flexible working hour patterns are very popular with
employees in many companies because they can work
flexibly and can support their work-life balance. Flexibility
is defined as a formal or informal policy or practice from an
organization (company) that allows various flexibility of
employees to work, related to when and where the work will
be done [13]. Flexitime is a form of practice directed so that
employees can work with a convinced total of hours based
on higher flexibleness or do not work with working hours
set by the company [14].

Technological advancements facilitate the work-life
balance of a millennial generation employee because it can
free employees to work at a time in a comfortable place
[15]. Technological advancements change millennial
generation employees' workings and result in changes in
work-life  balance  without  compromising  work
commitment, and employees do not have to leave the
family. Millennials assume that they cannot be loyal to the
company if the company does not provide a balance
between work and life. Based on a survey on the
Commercial Cafe page, it says that 18% of millennials are
dissatisfied with their work because there is a gap in work-
life balance [16].

The Staples Business Advantage Workplace Index
conducted a survey in 2016. It stated that 74% of
respondents felt they had a work-life balance by doing work
that the pattern of working hours was flexible. It also
increased the happiness of respondents by 10%. The Staples
Business Advantage Workplace Index also stated that 22%
of respondents admitted that they had changed jobs because
of problems with their work-life balance [17]. In 2016, the
Deloitte Millennials Survey stated that 76% of millennials
expected a work environment with a creative and inclusive
culture that supported open discussion and flexible working
hours. They could become more productive, as long as they
are not abused [18].

In addition, Forbes Statistics also surveys the benefits
chosen by millennials at work. Around 19% of millennials
want flexible working hours. Millennials need more
flexibility in balancing work and life and feel more
comfortable working with free time. A good work-life
balance can support the role of a corporate environment
with flexible working hours because the millennial
generation focuses on the balance between work and
personal life [19]. Based on this phenomenon, authors
conducted an interview (mini survey) on April 20, 2019,
before the research and got 25 millennial respondents who
were working to find out what problems would occur in the
millennial generation in Industry 4.0. The mini-survey
revealed millennials who were working had a desire to stop
working (resign) from the office because they wanted to
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find work or a company with flexible working hours. They
had difficulty in balancing responsibilities and work time
with themselves, family, and friends. It meant they did not
have work-life balance. Based on the mini survey, the
authors conclude that work-life balance is very important
for an employee. It can cause a loss for the company
because employees cannot balance their personal lives with
their work, so employees want to resign by finding work
that applies flexitime.

Based on phenomena, secondary data, and mini surveys
conducted, authors find that the millennial generation has
problems with work-life balance. One way for work-life
balance to improve is by applying flexitime (flexible
working hours). It can reduce turnover intentions on
millennial generation at work. A previous study conducted
by Shagvaliyeva and Yazdanifard [20] in Malaysia
discussed the impacted of flexible working hours on work-
life balance. They concluded that flexible working hours or
flexitime positively influenced work-life balance. One
simple way to balance personal and work life is by
providing flexible working hours. The more freedom
employees have, the better they are in adjusting personal life
to work life [20]. In connection with the phenomena,
background, secondary data, and previous research, the
goals of the research is determine whether there is a
significant effect of flexitime on work-life balance on
millennial employees in Jakarta with turnover intention as
moderating variable.

1.1. Work-Life Balance

In the 1970s in England, work-life balance it can be said that
a phenomenon to describe individual's balance between
work and personal life [27]. Fisher is a psychologist who
explains that work-life balance as a work stressor is related
to time, energy, goal attainment and pressure issues [22].
Clark defined work-life balance is how a person manages
work and family to achieve balance. Work-life balance is
the stage or state of the individual experiencing a balanced
relationship and satisfaction between work and family
responsibilities [26].

1.2. Flexitime

Flexitime is an alternative way of conditions that developed
in the 1960s in Germany. In 1967, companies in Germany
used the development of the flexitime method for their
workers which aimed to increase employee morale, increase
retention and reduce traffic congestion [28]. According to
Hooks and Higss [29] flexitime is a form of flexible
working hours based on flexibility and Riedmann defined
flexitime is the ability to modify the start and end time of
working hours.

1.3 Turnover Intention

According to Cotton, turnover intention is an individual’s
intention to leave company referring to the individual's own
perception. Turnover intention can be interpreted as a

1726



ATLANTIS
PRESS

company refers to individual's own perception [30]. Based
on Mobley [25] there are several factors that cause turnover
intention as follows individual characteristics, job
environment, job satisfaction, and organizational
development.

2. METHODS

The research method in this study is quantitative. The
quantitative measures a variable to get results in a numerical
form calculated through statistical analysis, namely, SPSS
and SmartPLS. The results will be interpreted and evaluated
[21]. The sampling technique in this study is a non-
probability sampling. In this study, authors are allowed to
examine millennial employees who are still working with
an age range of 19 to 30 in Jakarta. This research is
conducted using the Google form application for data
collection, so convenience sampling techniques are
appropriate for the research. It can be said that the data
collection is from several populations at random according
to the characteristics, and the respondents are willing to
contribute to research.

Before calculated data, to obtain a usable measuring
instrument, a research must be valid and reliable. In this
research, the validity test used are face validity and content
validity. Face validity is done by reading the readability test
to ten millennials employees in Jakarta area, while content
validity is done by using expert judgement. After each item
has passed the validity test, a pilot study is conducted and
get 50 participants and the next is a reliable test.

Work-life balance measuring instrument adapts the Work-
life balance Scale (WLBS) by [22]. In this measurement
have 17 items and there’s no items must be eliminated and
the Cronbach’s alpha is 0.943. The flexitime measuring
instrument adapts Flexible Work Options Questionnaire
(FWOQ) by [23], 4 of 11 items must be eliminated so that
the Cronbach’s alpha become 0.697. Whereas the
moderator measuring instrument to measure turnover
intention is the Turnover Intention Scale (T1S) from Mobley
[24] and 1 out of 15 items must be eliminated and have
Cronbach’s alpha value is 0.936. This research used four
Likert scales, the following choices starts from 1 (strongly
disagree), 2 (disagree), 3 (agree), and 4 (strongly agree).

3. RESULT & DISCUSSION

Respondents in that study are millennials who work in
Jakarta. They are 19 to 30 years old. Total respondents in
this study are 200 respondents. This research is conducted
using the Google form application for data collection. The
data obtained will be processed and tested using the SPSS
and SmartPLS, statistical modelling application.

In this research they are three assumptions. First, there is
effect of flexitime on work-life balance in the millennial
employees in Jakarta. Second, there is effect of turnover
intention on work-life balance in the millennials employees
in Jakarta. Third, turnover intention can increase or
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decrease effect of flexitime on work-life balance, and it can
be said that turnover intention is a moderating variable.
And in this section, the author will describe the
demographic of 200 respondents by age, gender and
working status.

Table 1. Demographic of Respondents by Age

Age
19-21 40 20%
22-24 105 53%
25-27 36 18%
28 - 30 19 9%

The most of the respondents are in the age range 22 to 24
years old with 105 respondents or 53% (See Table 1).

Table 2. Demographic of Respondents by Gender

Gender
Female 133 66,5%
Male 67 33,5%

Based on Table 2, it can be seen that most of the respondents
of this research are female. The number of females of this
research is 133 or 66.5%, while male totaled is 67 or 33,5%.

Table 3. Demographic of Respondents by Working Status
Working Status

< 1 years 74 37%
2 - 3 yeas 69 34,5%
> 4 years 57 28,5%

Based on Table 3, it can be seen the most of the respondents
with working status are less than 1 year. The number of
working status of this research is 74 respondents or 37%.

3.1. The Effect of Flexitime on Work-life
Balance of Millennials Generation Employees
in Jakarta

Loading factor is the correlation between the indicators of
the latent construct. In field of social studies, it is very
common to measure a construct that is indirectly measured
through its indicators. Loading factor with the highest
indicators have a higher contribution to explain the latent
construct. Conversely, loading factor with low indicators
have a weak contribution to explain the latent construct.
Based on the most references, a factor value of 0.50 or more
is considered to have strong enough acceptance to explain
latent constructs. In this study, the acceptable value limit is
0.40.

Based on the research model there are indicators on three
variables, flexitime (FWOQ), work-life balance (WLBS)
and turnover intention (TIS) that have a factor loading value
< 0.40. Thus, the next indicator with a loading factor value
< 0.40 will be eliminated and the results are in Figure 1.
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After the indicators with a loading factor of < 0.40 are
eliminated, we get a model and convert it in the coefficients
between variables, as shown in Figure 2.

Furthermore, based on bootstrapping analysis performed
using P-Values obtained SmartPLS application for the
effect flexitime on work-life balance is 0,000 and less than
0.05. It shows that flexitime has an influence on work-life
balance directly. Meanwhile, the effect of turnover intention
on work-life balance has (P-value) of 0,463 and bigger than
0.05. It can be said that turnover intention does not directly
influence on work-life balance. Results for R-value
obtained from structural equation modeling is 0,187. The
result for P-value turnover intention as a moderating
variable is 0.797 and bigger than 0.05. Hence, turnover
intention is not significant to be a moderating variable in
this model. The results are in Table 4.

Figure 1. Loading Factors
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Figure 2. Coefficients

Table 4. P-Values

Standard

Original Sample S T Statistics
Effect Deviation P Values
Sample (O) Mean (M) (STDEV) (|O/STDEV))
Flexy Time -> Work-life balance 0.421 0.438 0.063 6.634 0.000
Moderating Effect 1 -> Work-life balance -0.020 -0.013 0.078 0.258 0.797
Turnover Intention -> Work-life balance 0.087 0.088 0.118 0.735 0.463

4. CONCLUSION

The conlucsion of research, it can be seen this flexitime
influences work-life balance directly. The P-value for
flexitime on work-life balance (WLBS) is 0,000 or smaller
than 0.05. Meanwhile, turnover intention does not influence
on work-life balance directly. The effect of turnover
intention on work-life balance (WLBS) has P-value of
0,463 or bigger than 0.05. Then, the turnover intention is
not significant to be a moderating variable. The result for P-
value turnover intention is 0.797 and bigger than 0.05 as a
moderating variable. And based on demographic of
respondents, it can be seen turnover intention is not
significant to be a moderating variable because the
respondents in this study for age, gender and working status
are still limited. If the characteristics of the respondents
were more specific, perhaps turnover intention could
moderate this research. It can be concluded that the

temporary hypothesis of Ho and H; is rejected, and H; is
accepted.

REFERENCES

[1] Piccarozzi M., Aquilani B. and Gatti C. 2018.
Industry 4.0 in management studies: A systematic
literature review. Sustainability 10 1-24

[2] Technology is altering the work-life balance. 2017.
Available from: http://www.digitaljournal.com/tech-
and-science/technology/is-technology-eroding-the-
work-home-boundary/article/498896

[3] Rohida L. 2018. Pengaruh era revolusi Industri 4.0

terhadap kompetensi sumber daya manusia. Jurnal
Manajemen dan Bisnis Indonesia 6 114-136

1728



ATLANTIS
PRESS

[4] Revolusi Industri 4.0 buka peluang dongkrak 'skill'
SDM. 2018. Available from:
https://kemenperin.go.id/artikel/19676/Revolusi-
Industri-4.0-Buka-Peluang-
Dongkrak-%E2%80%98Skill%E2%80%99-SDM

[5] Weber J. 2015. Discovering the millennials’
personal values orientation: A comparison to two
managerial populations. Journal of Business Ethics 143
517-529

[6] "The Millenials" dalam pengelolaan ASN. 2018.
Available from:
https://www.balipost.com/news/2018/10/04/57540/The-
Millenials-dalam-Pengelolaan-ASN.html

[7] Bagi millenial, ternyata work-life balance ini yang
jadi acuan cari kerja. 2016. Available from:
https://portalhr.com/people-
management/resourcing/bagi-millenial-ternyata-work-
life-balance-ini-yang-jadi-acuan-cari-kerja/

[8] Work-life balance: Gimana menyeimbangkan kerja
dengan kehidupan. Available from:
https://www.brilio.net/creator/work-life-balance-
menyeimbangkan-kerja-dengan-kehidupan-
072158.html

[9] Meier J., Student G. and Austin S. F. 2010.
Generation Y in the workforce: Managerial challenges
The Journal of Human Resource and Adult Learning 6
68-78

[10] Franksiska R. 2019. Worklife balance on woman
with flexible and non-flexible working arrangement.
The Journal of Social Sciences Research 2 698-705

[11] Singh P. and Khanna P. 2011 Work-life balance: A
tool for increased employee productivity and retention.
Lachoo Management Journal 2 188—-206

[12] Standard Chartered izinkan kerja flexible time dan
cuti 5 bulan. 2017. Available from:
https://swa.co.id/swa/trends/standard-chartered-izinkan-
kerja-flexible-time-dan-cuti-5-bulan

[13] Maxwell G., Rankine L., Bell S. and Macvicar A.
2007. The incidence and impact of flexible working
arrangements in smaller businesses. Employee
Relations 29 138-161

[14] Jones A. and Guthrie C. P. 2016. The new normal?
Enhanced psychological well-being from public
accounting: Mitigating conflict with flexibility and role
clarity. Advances in Accounting Behavioral Research
19 33-68

Advancesin Social Science, Education and Humanities Research, volume 655

[15] Hershatter A. and Epstein M. 2010. Millennials
and the world of work: An organization and
management perspective. Journal of Business and
Psychology 25 211-223

[16] Milenial dan Gen Z enggak puas dengan ‘work-life
balance'. 2019. Available from:
https://kumparan.com/millennial/milenial-dan-gen-z-
enggak-puas-dengan-work-life-balance-1qq7xkZaoqO

[17] How Industry 4.0 is improving peoples’ work-life
balance. 2018. Available from:
https://www.impomag.com/home/article/13245182/how
-industry-40-is-improving-peoples-worklife-balance

[18] Kalibrr. 2018. Pekerjaan yang dicari millennials

[19] Jerome A., Scales M., Whithem C. and Quain B.
2014. Millennials in the workforce: Gen Y workplace
strategies for the next century. Journal of Social &
Behavioural Research in Business 5 1-12

[20] Shagvaliyeva S. and Yazdanifard R. 2014. Impact
of flexible working hours on work-life balance
American. Journal of Industrial and Business
Management 4 20-23

[21] Gravetter F. J. and Forzano L. A. 2012. Research
Method for the Behavioral Science. (Canada: Cengange
Learning

[22] Fisher G. G., Bulger C. A. and Smith C. S. 20009.
Beyond work and family: A measure of work/non work
interference and enhancement Journal of Occupational
Health Psychology 14 441-456

[23] Albion M. 2004. A measure of attitudes towards
flexible work options. Australian Journal of
Management 29 275-294

[24] Mobley W. H. 1977. Intermediate linkages in the
relationship between job satisfaction and employee
turnover. Journal of Applied Psychology 62 237—-240

[25] Mobley W. H. 1978. An evaluation of precursor of
hospital employee turnover. Journal of Applied
Psychology 63 408-414

[26] Tunji-Olayeni P. F. 2017. Work-Life Balance of
Women in Male Dominated Fielss International Journal
of Mechanical Engineering and Technology (IJMET) 8
1197-1205

[27] Smeltzer S. C., Cantrell M. A., Sharts-Hopko N.

C., Heverly M. A, Jenkinson A, and Nthenge S 2016
Psychometric Analysis of The Work/Life Balance Self-

1729


https://www.balipost.com/news/2018/10/04/57540/The-Millenials-dalam-Pengelolaan-ASN.html
https://www.balipost.com/news/2018/10/04/57540/The-Millenials-dalam-Pengelolaan-ASN.html

ATL';EE;E Advancesin Social Science, Education and Humanities Research, volume 655

Assessment Scale Journal of Nursing Measurement 24
5-14

[28] Combs Susan. 2010. Analysis of Alternative Work
Schedules (Texas: Texas Comptroller of Public
Accounts)

[29] Jones A. and Guthrie C. P. 2016. The New
Normal? Enhanced Psychological Well- Being from
Public Accounting: Mitigating Conflict with Flexibility
and Role Clarity Advances in Accounting Behavioral
Research 19 33-68

[30] Cotton J. L. and Tuttle J. M. 1986. Employee
Turnover: A Meta-Analysis and Review with
Implications for Research. The Academy of
Management Review 11 55-70.

1730



