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ABSTRACT 

Changes in work systems require companies to understand how remote work and on-site work arrangements 
influence employee engagement and performance. This study aims to analyze the effect of telework and on-

site work on job performance, with work engagement as a mediating variable among permanent (non-

production) employees in the tire manufacturing industry in the Bekasi and Karawang regions. This study 

adopts a quantitative approach using a saturated (census) sampling technique by distributing questionnaires 
to 109 permanent employees aged 22–55 years. The data were analyzed using Structural Equation Modeling 

(SEM). The results indicate that all proposed hypotheses are supported. On- site work is found to have the 

strongest influence on work engagement, while telework also plays an important role in supporting 
employee job performance. In addition, both telework and on-site work contribute to the development of 

work engagement. Furthermore, work engagement plays a crucial role in enhancing job performance and 

serves as a mediating factor in the relationship between telework, on-site work, and job performance. These 

findings suggest that work engagement is a key factor in explaining how organizational work arrangements 
influence employee performance. This study provides practical contributions for manufacturing companies 

in designing appropriate work system policies by emphasizing work engagement as a strategy to improve 

employee job performance in a sustainable manner. Future research is recommended to expand the scope of 
the study across broader regions and different industry sectors, as well as to include additional relevant 

variables to enrich the understanding of work system management and employee performance. 
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INTRODUCTION 

In the manufacturing industry in Bekasi and Karawang, company success is determined not only by 
the production process but also by the performance of non-production employees such as Admin, Human 

Resource Department (HRD), Finance, and supply chain management (SCM). These departments play a 

crucial role in ensuring smooth administration, human resource management, budget planning, and the 

distribution of raw materials and products (Lei et al., 2024). If their performance is suboptimal, the 
production process in the factory can also be disrupted (Lopes et al., 2024). Achieving this performance 

depends not only on technical skills but also on the psychological state of employees while carrying out their 

work. In this context, work engagement plays a crucial role because it connects the employee's work system 
with their performance results (Meria et al., 2022; Li & Wang, 2024). Employees with high levels of 

engagement generally show greater work energy, enthusiasm, focus, and emotional involvement in the tasks 

they are assigned, thus potentially improving work performance consistently (Uru et al., 2022; Jamal et al., 
2024). 

With the advancement of digital technology and changes in post-pandemic work patterns, 

manufacturing companies have begun to re-examine work system designs to maintain human resource 

productivity and effectiveness (Lopes et al., 2024). Telework has become an alternative modern work 
arrangement, particularly for administrative functions such as data processing, planning, reporting, and non-

operational communication, which can be performed without a physical presence on the factory floor 

(Capone et al., 2024). However, the characteristics of the tire industry still require that most core activities, 
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such as production, quality control, maintenance, and logistics operations, be carried out directly on-site 

because of high safety standards and the need for machine oversight (Li & Wang, 2024). In this industry, 
a high level of work engagement is essential to maintain focus, energy, and psychological resilience 

when dealing with routine and risky production tasks (Zabielske et al., 2021). Therefore, engagement is a 

key variable in examining how work patterns affect performance quality (Ghonim et al., 2025). 
Job performance is a measure of the extent to which work targets are achieved, reflected in an 

individual's ability to complete work effectively and efficiently, including task accuracy, product quality, 

and adherence to safety standards (Liao et al., 2024). With various work systems, such as telework and on-

site work, it is important to determine whether these changes in work patterns impact employee performance 
(Khan et al., 2024). Therefore, job performance is important to study as an indicator of the success of a 

company's work system (Shin & Hur, 2021). 

This situation creates a dualistic work pattern within a company ecosystem, in which some work can 
be transferred to telework mechanisms, while others must continue to operate on-site (Alfaleh et al., 2021). 

This duality has the potential to create different work experiences between employee groups, which can 

ultimately affect their levels of work engagement (Anakpo et al., 2023). If engagement can be maintained 

well across both work models, improving job performance will be easier to achieve (Wang et al., 2024). 
Therefore, it is important to examine how differences in telework and on-site work patterns affect work 

engagement and how this engagement subsequently impacts job performance in the tire manufacturing 

industry (Alfaleh et al., 2021). 
T odate, research on telework is important because some administrative tasks in tire manufacturing 

companies can now be performed remotely post-pandemic (Liu & Wan, 2021). However, there is limited 

evidence to show whether this remote work model can truly support employee effectiveness and productivity 
in an industry whose operations remain heavily reliant on physical processes (Alkhayyal & Bajaba, 2023). 

Therefore, telework research is relevant to determine whether flexible work locations can maintain 

performance (Liao et al., 2024). On-site work must be studied because most key activities, such as 

production, quality control, and maintenance, still require in-person presence at the factory (Lopes et al., 
2024). Intense physical working conditions and demanding production targets can impact employee well-

being and behavior, making it crucial to understand how on-site work patterns impact employee experiences 

and performance outcomes (Chen et al., 2021). 
Previous studies leave room for development, particularly regarding variable integration, the direction 

of relationships, and the context of the methodology and research objects. As a primary reference, 

Naqshbandi et al. ‘s (2024) study examined the influence of work models on job performance and focused 
on the education sector in Nigeria. This study showed that telework had no significant effect on work 

engagement. However, this previous research model did not include on-site work variables. The 

effectiveness of current work systems depends not only on telework adaptability but also on actual 

performance directly at the operational location. Furthermore, the relationship between variables that 
simultaneously examine the combined influence of telework and on-site work on job performance, 

especially by positioning work engagement as a connecting variable, remains very limited. 

Therefore, this study adapts the model of Naqshbandi et al. (2024) with several novel elements. First, 
it focuses on on-site work as an independent variable to specifically assess the impact of physical work 

attendance. Second, it simultaneously tests the relationship between telework and on-site work within a 

single job performance prediction model, resulting in findings relevant to the current reality of hybrid work 

systems. Third, it shifts the research object from the education sector to the tire manufacturing industry in 
the Bekasi and Karawang regions of Indonesia, which are characterized by work based on strict physical 

production processes. 

Thus, this study aimed to fill the research gap regarding testing a hybrid work model that combines 
individual digital capabilities and direct work patterns in the field and to examine the extent to which this 

combination affects employee work engagement and performance. The next objective was to partially 

measure how on-site work can impact work engagement and job performance among manufacturing industry 
employees. Furthermore, this study aimed to identify the variables that make the greatest contribution to 

improving job performance. The results of this study are expected to contribute to the development of 

human resource management science, while also providing practical benefits for manufacturing companies 

in Bekasi and Karawang in determining more effective work patterns to support performance improvement. 
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LITERATURE REVIEW 

Job Performance 
Wang and Chen (2020) define job performance as work behavior or actions that align with 

organizational goals, not only related to the final result but also how these contributions help achieve work 

targets. According to Shin and Hur (2021), job performance is the level of effectiveness of a person's work 
as seen from the extent to which work tasks and responsibilities can be completed well. Irfan et al. (2021) 

emphasize job performance as the output of work behavior that provides value to the organization; the 

quality of task execution, accuracy, and work effort are factors that determine the results achieved. Hafidz 

and Nurdiansyah (2024) define job performance as the overall contribution made by an individual to 
achieving organizational goals, which is reflected through task performance, prosocial behavior that supports 

the work environment, and efforts to avoid actions that are detrimental to the organization. According to Lei 

et al. (2024), job performance can be interpreted as the level of real contribution shown by an individual in 
completing their work tasks and responsibilities, thereby supporting the achievement of goals and overall 

organizational effectiveness. 

 

Work Engagement 
Wang and Chen (2020) state that work engagement is a condition in which individuals are fully 

present cognitively, emotionally, and physically when carrying out their work roles so that they are truly 

involved and integrated with the work process. Toscano and Zappalà (2021) define work engagement as a 
psychological condition reflected through three main aspects: vigor (high energy and mental toughness), 

dedication (enthusiasm and a sense of meaning in carrying out work), and absorption (full involvement and 

immersion in work activities). According to Lee et al. (2024), work engagement is physical, emotional, and 
cognitive involvement in work activities so that a person's energy, enthusiasm, and focus are poured into 

their performance. Meanwhile, according to Rożnowski and Wontorczyk (2024), work engagement is a 

motivational condition in which individuals show extra work effort that will improve overall employee 

performance. According to Khurshid et al. (2022), work engagement is a form of work motivation that arises 
when employees are supported by sufficient work resources, which is reflected in high work energy, 

commitment to work, and resilience in facing work demands. 

 

Telework 

Miglioretti et al. (2021) define telework as a work arrangement that gives employees autonomy in 

determining their work location, allowing work to be performed virtually from various geographic locations 
without requiring a physical presence at the workplace. Nagata et al. (2021) define telework as the flexibility 

for employees to determine their work location and allow work to be carried out virtually without requiring a 

physical presence in the office. Mihalca et al. (2021) state that telework is a work arrangement in which 

tasks are performed outside the main office with the support of information and communication technology. 
Furthermore, Alkhayyal and Bajaba (2023) define telework as the use of information technology to carry out 

work from outside the employer's workplace. Silva et al. (2024) define telework as a remote work pattern in 

which employees can complete their responsibilities without being physically present at the work location by 
utilizing available digital facilities. Based on these various definitions, telework in this study is understood 

as a remote work arrangement that allows employees to complete tasks using digital technology without 

being physically present at the company's work location. 

On-Site Work 
Chen et al. (2021) emphasized that on-site work is a work arrangement pattern in which employees 

perform work at the company's physical location (office, factory, or work facility) with full in-person 

presence. Wang et al. (2023) stated that on-site work involves face-to-face interaction, direct coordination, 
and the use of work facilities located in the organization's workspace. Anakpo et al. (2023) emphasized that 

on-site work requires workers to be physically present at the company's workplace as part of the traditional 

work structure. Furthermore, Chudzicka et al. (2023) stated that on-site work is a work configuration that 
relies on physical presence to ensure coordination functions, managerial control, direct supervision, and 

access to operational resources at the company's location. Lopes et al. (2024) defined on-site work as a 

conventional work model in which taskloads, collaboration, and the implementation of work activities are 

carried out at the company's physical workplace, rather than remotely or virtually. 

 
THEORETICAL FRAMEWORK AND HYPOTHESES 

Telework with Work Engagement 

Although telework provides flexibility in determining work location and hours, it does not always 
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result in high work engagement (Kakkar et al., 2023). Excessive flexibility can create new challenges, 

such as a lack of boundaries between work and personal time, increased distractions in the home 
environment, and the potential for mental fatigue due to work tasks and activities intermingling 

with domestic activities (Lopes et al., 2024). Furthermore, limited face-to-face interaction can make 

collaboration and communication less effective than in the office, especially if digital coordination is not 
optimal (Parent-Lamarché, 2023). Decreased communication quality can weaken the sense of connectedness 

to the team and work goals, resulting in decreased energy, focus, and enthusiasm for work (Khurshid et al., 

2022). In other words, although telework offers freedom and flexibility, if not balanced with a good digital 

work system, a clear work structure, and adequate communication support, it can actually reduce 
employee work engagement (Naqshbandi et al., 2024). Findings (Parent-Lamarché, 2023; Wang et al., 

2023) also indicate that increased telework negatively impacts work engagement, particularly in the 

context of remote working. Based on the theoretical explanation and empirical findings, the research 

hypothesis can be formulated as follows: H1: Telework negatively impacts work engagement. 

On-Site Work with Work Engagement 

On-site work requires employees to be present directly at the work location, allowing for real-life 

social interactions, work coordination, and physical work experiences (Uru et al., 2022). Being present at 
work provides faster access to job resources, such as coworker support, supervisory guidance, production 

facilities, and easy access to information (Wang et al., 2023). Access to these resources can enrich the work 

experience and provide role clarity, ultimately increasing employee engagement (Miglioretti et al., 2021). 
Furthermore, direct involvement in the operational environment can strengthen employees' emotional ties to 

work processes and company goals (Toscano & Zappalà, 2021). Employees who work directly have a 

greater opportunity to experience organizational dynamics in real-time, experience work results directly, and 

receive faster feedback (Tsang et al., 2023). These conditions encourage positive energy, work enthusiasm, 
and full attention to tasks, potentially increasing work engagement (Chudzicka et al., 2023). Thus, the more 

effective the implementation of on-site work and the work support available at operational locations, the 

greater the opportunity for employees to feel enthusiastic, energized, and fully involved in their work, thus 
increasing levels of work engagement. This is in line with previous research findings (Nagata et al., 2021; 

Uru et al., 2022), which found that increasing on-site work can increase levels of work engagement. Based 

on the logic above, we propose the following hypothesis: 

H2: On-Site Work has a positive effect on Work Engagement. 

Telework with Job Performance 
Telework provides employees with flexibility in determining their work location, allowing them to 

adjust their work rhythm and environment according to their individual preferences (Alkhayyal & Bajaba, 

2023). This can reduce the physical and mental stress associated with commuting, increase work comfort, 
and encourage employees to be more effective in completing tasks because they feel in control of how they 

work (Mihalca et al., 2021). Furthermore, telework allows employees to continue their work activities with 

the help of digital technology, facilitating communication, reporting, and coordination, even remotely 
(Kozako et al., 2024). As long as the virtual work system operates well and information access remains 

smooth, productivity and accuracy of task completion can be maintained (Popaitoon, 2023). Therefore, the 

implementation of telework supported by adequate digital facilities and clear work procedures has the 

potential to improve job performance, as employees can work optimally without being tied to a specific 
physical work location (Liu & Wan, 2021). Research results (Liao et al., 2024; Silva et al., 2024) indicate 

that telework can improve job performance in a remote work context. Based on the above explanation, the 

following hypothesis is proposed: 

H3: Telework has a positive effect on Job Performance. 

On-Site Work with Job Performance 

On-site work requires employees to be present directly at the company's operational location, allowing 

for direct work interactions, supervision, coordination, and access to production facilities (Chudzicka et al., 
2023). This physical presence makes it easier for employees to receive supervisory direction, obtain prompt 

feedback, and complete work according to applicable work procedures in the field (Chen et al., 2021). 

Direct access to machines and operational resources enables employees to work more effectively and 

accurately, while strengthening their connection to the work process through direct observation of the results 
and impact of their tasks (Lopes et al., 2024). A structured and controlled physical work environment also 

encourages work discipline and compliance with company operational standards (Anakpo et al., 2023). 

Thus, optimal on-site work implementation, both in terms of facilities and operational coordination, has the 
potential to improve employee job performance by producing more precise, accurate, and targeted work 

(Torlak & Kuzey, 2019). Findings (Alfaleh et al., 2021; Khan et al., 2024) also indicate that positive 
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psychological factors emerging in field work environments can significantly improve work outcomes, 

including employee performance. In line with the theoretical foundations explained previously, the research 
hypothesis can be formulated as follows: 

H4: On-Site Work has a positive effect on Job Performance. 

Work Engagement with Job Performance 

Work engagement describes a psychological state in which employees feel energized, strongly 
committed, and deeply focused on their work (Gabriel & Aguinis, 2022). When someone is engaged, they 

are more enthusiastic, dedicated, and engaged in daily work activities. They tend to exhibit greater focus, 

more proactive responses, and a willingness to exert extra effort to support the achievement of work and 
organizational goals (Lee et al., 2024). Employees with high levels of work engagement tend to demonstrate 

extra effort, are more disciplined, and have an intrinsic drive to achieve the best results (Wang et al., 2024). 

Therefore, engagement naturally leads to better job performance in terms of both core task execution and 

extra behavioral contributions that support the organization (Amalia et al., 2021). This logic aligns with 
research (Briones et al., 2023; Naqshbandi et al., 2024) indicating that high engagement has implications for 

increased performance and satisfaction in the context of remote work. Based on the theoretical explanation 

presented previously, the research hypothesis is formulated as follows: 

H5: Work Engagement has a positive effect on Job Performance. 

The Relationship Between Work Engagement and Telework and Job Performance 

Telework allows employees to work more flexibly, reducing travel burdens and creating a more 

comfortable work environment (Kakkar et al., 2023). These more flexible working conditions can enhance 
employees' sense of autonomy, self-control, and psychological well-being while working (Khurshid et al., 

2022). When employees feel that the work process better aligns with their preferences and rhythm, positive 

work energy tends to increase (Zabielske et al., 2021). This increased well-being can trigger work 
engagement, which is a feeling of enthusiasm, passion, and full involvement in the tasks being performed 

(Huo et al., 2024). Employees with high work engagement tend to be more focused, take initiative, and 

persevere; thus, high work engagement leads to improved job performance (Liu & Wan, 2021). This means 

that while telework does not always directly improve performance, the flexibility it provides can strengthen 
employees' psychological engagement, and this state of engagement then influences performance 

improvement (Mihalca et al., 2021). Other studies, such as those by Liu et al. (2020) and Tsang et al. (2023), 

have confirmed that telework influences job performance in the context of remote working, with work 
engagement as a connecting factor. Therefore, referring to the conceptual foundation and empirical findings 

described previously, the research hypothesis can be formulated as follows: 

H6: Work Engagement mediates the relationship between Telework and Job Performance. 

The Relationship Between Work Engagement and On-Site Work and Job Performance 
On-site work places employees directly in the physical work environment, allowing for real-time 

interaction, coordination, and access to work facilities (Uru et al., 2022). Being present at the worksite 

allows employees to receive direction, support, and feedback more quickly, as well as directly see the results 
of each task they complete (Wang et al., 2023). This fosters a stronger sense of connection to the company's 

work processes and goals, potentially increasing work engagement because employees feel the direct impact 

of operational activities (Toscano & Zappalà, 2021). When work engagement increases, characterized by 

enthusiasm, positive energy, and full attention to tasks, employees tend to work with greater focus and 
demonstrate greater effort (Chen et al., 2021). Ultimately, high work engagement can drive improved job 

performance, as psychologically engaged employees tend to be more consistent, disciplined, and responsible 

in completing their tasks (Mihalca et al., 2021). Findings (Toscano & Zappalà, 2021; Hackney et al., 2022) 
indicate that supportive working conditions and psychological space can increase engagement and indirectly 

impact work output. Based on the theoretical understanding and the results of previous research presented, 

the following hypothesis is formulated: 

H7: Work Engagement mediates the relationship between On-Site Work and Job Performance. 
Based on the theoretical logic explanation above, the following research model was created: 
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Figure 1. Conceptual Framework 

RESEARCH METHOD 

This study adapted from a previous journal, there are 20 instruments in this research questionnaire. 

The measurement related to the telework variable consists of five statements adopted from Miglioretti et al. 
(2021), the measurement of the on-site work variable consists of five statements adopted from Rożnowski & 

Wontorczyk (2024), the measurement of the work engagement variable consists of five statements adopted 

from Gwamanda et al. (2024), and the measurement of the job performance variable consists of five 

statements adopted from (Santalla-Banderali, 2022). This research instrument was adapted from Miglioretti 
et al. (2021), Rożnowski & Wontorczyk (2024), Gwamanda et al. (2024), and Santalla-Banderali (2022) 

with editorial and conceptual adjustments to ensure clarity of meaning, avoid duplicate instruments, and 

maintain the purity of the construct in the context of the tire manufacturing industry in Indonesia. 
The sampling technique used was saturated sampling (census), which is a sampling method that 

makes all members of the population respondents. According to Sugiyono (2018), saturated sampling is a 

sampling technique in which all members of the population are used as research samples, especially when 
the population size is relatively small so that comprehensive data collection is possible. The population in 

this study comprised permanent employees (non-production) covering the administration, human resources 

department (HRD), finance, and supply chain management (SCM) divisions in the tire manufacturing 

industry located in Bekasi and Karawang. Based on the research criteria, the population was focused on 
employees aged 22–55 years and had worked for at least the past year, of which a total of 109 people were 

known. To ensure that respondents who filled out the questionnaire met these qualifications, screening 

questions were included at the beginning of the questionnaire. 
Given the specific population size, this study employed a saturated sampling (census) technique. 

According to Sugiyono (2018), saturated sampling is a sampling technique in which all members of a 

population are used as research samples, particularly when the population size is relatively small, allowing 
for comprehensive data collection. Using this method, all 109 respondents were selected as research 

samples. 

The data collection technique used was an online questionnaire distributed via Google Forms. Data 

were collected twice. The questionnaire used a Likert scale with a measurement scale of 1-4, where a score 
of four indicated strongly agree (SS), a score of three indicated agree (S), a score of two indicated disagree 

(TS), and a score of one indicated strongly disagree (STS). This type of research was quantitative research 

using the structural equation modeling (SEM) method. In this study, a pretest was administered to 30 
respondents, followed by analysis using the SPSS software to test the validity and reliability of the 

instruments used. The validity process included measuring the Kaiser-Meyer-Olkin (KMO) value and the 

measure of sampling adequacy (MSA), which assess sample adequacy in the factor analysis. A KMO and 

MSA value exceeding 0.5 is considered a validating instrument for further analysis. Furthermore, the 
reliability of the measuring instrument was evaluated using Cronbach's alpha coefficient, with a sufficient 

value of ≥ 0.6 (Hair et al., 2021). 

The results of a pretest conducted on 30 respondents using confirmatory factor analysis (CFA) 
revealed that all research variables met the test eligibility criteria. This was indicated by the Kaiser Meyer 

Olkin (KMO) and measures of sampling adequacy (MSA) values in the anti-image matrix correlation, which 

were above or equal to 0.50; thus, the data were deemed suitable for further analysis. In addition, the results 
of the reliability test showed that all variables had a Cronbach's alpha value of ≥ 0.60, indicating that the 

research instrument had a good level of internal consistency. Thus, it can be concluded that the research 
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instrument met the criteria for validity and reliability; therefore, the study could proceed to the main data 

collection stage. 
Subsequently, the analysis of primary data obtained from 109 respondents was conducted using the 

structural equation modeling (SEM) method based on partial least squares (PLS), which tested the outer and 

inner models. In the outer model testing, convergent validity, discriminant validity, reliability, collinearity, 
and adjusted R square were evaluated. While the inner model testing consists of p-value, t-statistic, and 

original sample criteria. The magnitude of the convergent validity value can be determined by examining the 

loading factor value in the outer loading table and the average variance extracted (AVE) value. According 

to Hair et al. (2022), values that meet convergent validity are > 0.70 for loading factors, composite reliability 
> 0.70, and for the AVE value is > 0.50. Furthermore, according to Hair et al. (2022), if the T statistic value 

is greater than the T table (1.650) with a P value < 0.05, it can be said to have a positive influence; 

otherwise, the direction of the relationship can be determined by looking at the original sample value. 
 
RESULTS AND DISCUSSION 

This study involved 109 respondents who were permanent non-production employees in the tire 
manufacturing industry in Bekasi and Karawang. Based on the data collected through Google Forms, the 

demographic profile showed a dominant pattern of senior and experienced workers. Specifically, the 

characteristics of the respondents were dominated by men, numbering 87 (79.4%). Regarding age maturity, 
the majority of respondents were in the 46–55 year age group (39.2%). Furthermore, in terms of academic 

background and work track record, most of the sample were graduates with a bachelor's degree (55.7%) and 

employees with more than 10 years of service (79.4%). 

 

Outer Model Test Results 
Table 1. Results of Respondent Data Validity Test 

Variable Indicator Outer 

Loading 

Cronbach's 

Alpha 

Composite 

Reliability 

AVE 

 JP1 0. 731    

 JP2 0. 745    

Job Performance JP3 0.717 0.800 0.862 0.555 

 JP4 0.776    

 JP5 0.755    

 OS1 0.766    

 OS2 0. 744    

On-Site Work OS3 0.718 0.805 0.865 0.562 

 OS4 0.811    

 OS5 0.706    

 TW1 0.761    

 TW2 0. 752    

Telework TW3 0.776 0.823 0.876 0.685 

 TW4 0.748    

 TW5 0.785    

 WE1 0.728    

 WE2 0. 776    

Work Engagement WE3 0.710 0.845 0.891 0.621 

 WE4 0.846    

 WE5 0.868    

Source: Researcher-processed data findings, 2026 

 

The convergent validity value can be determined by examining the loading factor value in the external 

loading table and can also be observed from the average variance extracted (AVE) value. Hair et al. (2022) 
fixed quantity that must be met to measure convergent validity is > 0.70, then for factor loading and AVE 

with a value > 0.50. In this study, the loading factor value obtained from 20 instruments was > 0.70; 

therefore, the 20 instruments were acceptable, and the AVE value was > 

0.50; therefore, it satisfies the requirements, and it can be concluded that the 20 instruments are acceptable. 
Specifically, the job performance construct in this study is positioned as task performance, namely 

performance directly related to the implementation of core tasks and job responsibilities, not contextual 
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performance related to extra-role behavior or contributions outside the formal job description. The 

absence of instrument elimination in this study does not constitute a methodological weakness but rather 
reflects the quality of the research instrument design. All questionnaire items were structured based on 

relevant theoretical foundations and adapted to the characteristics and operational context of the tire 

manufacturing industry. Furthermore, the consistent understanding of each statement by respondents 
indicates that the instruments used accurately represent the research constructs and are perceived uniformly 

by the employees as research respondents. 

Furthermore, the internal consistency reliability test used to measure the instrument's ability to 

measure its latent constructs was based on composite reliability and Cronbach's alpha values, which were 
acceptable at > 0.60-0.70 (Hair et al., 2022). The data processing results showed that all latent variables 

(constructs) had composite reliability values > 0.70 and Cronbach's alpha values > 

0.60. Thus, both Composite Reliability and Croncbach's Alpha values met the requirements. 
Discriminant validity describes the differences between one latent variable and another (Hair et al., 

2022). Cross-loading is a method that can explain the discriminant validity test. The cross-loading value 

indicates the correlation between an instrument and its construct and other constructs. The correlation value 

of an instrument with its latent variable must be greater than its correlation value with other latent variables 
(Hair et al., 2022). Based on the calculation results, the overall cross-loading value for the measurement 

items for telework, on-site work, work engagement, and job performance has a greater value and is strongly 

correlated with the main variable being measured compared to other variables, indicating that the variables 
have good discriminant validity. 

Collinearity between instruments is measured using the Collinearity Statistics (VIF) value. In the 

Outer VIF Value table, a VIF value < 5 indicates that the instruments do not have collinearity issues (Hair et 
al., 2022). The calculations show that all instruments have VIF values < 5, indicating that they do not 

experience multicollinearity issues. 

 
Table 2. R Square Adjusted 

 R Square R Square Adjusted Conclusion 

Work Engagement 0.615 0.607 Moderate 

Job Performance 0.748 0.740 Moderate 

Source: Researcher-processed data findings, 2026 

 

The coefficient of determination (R²) is used to explain the extent to which variables X and Z are able 

to explain variations in the dependent variable Y (Hair et al., 2022). Based on the results of the model 

testing, it is known that the telework and on-site work variables can explain variations in work engagement 
by 60.7%, whereas the remaining variance of 39.3% is formed by other factors outside this research model. 

Furthermore, in the final dependent variable testing, the combination of telework, on-site work, and work 

engagement variables was proven to explain job performance by 74.0%. This indicates that the model has 

strong explanatory power, although there is still a remaining performance variation of 26.0% influenced by 
other variables not examined. The remaining unexplained percentage reflects the involvement of other 

individual and organizational factors in the field that have the potential to shape the job performance of non-

production employees in the tire manufacturing industry, such as work motivation, leadership style, 
organizational culture, job satisfaction, compensation systems, workload, work environment, employee 

competence, and work stress levels. 

 
 

 

 

 
 

 

 
 

 

 

 
 



https://ejournal.ipinternasional.com/index.php/ijec 

e-ISSN: 2961-712X 

Vol. 5 Issue 1, January-June 2026 

DOI:10.55299/ijec.v5i1.1838 

 

 

 

174 

 

Inner Model Results (Hypothesis Testing) 

 
Figure 2. Hypothesis Test Results 

 

The inner model (hypothesis test) of the study was conducted by examining the significance of the 

path coefficients. According to Hair et al. (2022), if the statistical T value is greater than the T table (1.650) 

at the 5% level, with a p-value < 0.05, a significant effect can be observed, and the direction of the 
relationship can be determined by examining the original sample values. 

 
Table 3. Direct Influence Test Results 

 Hypothesis Original 

Sample (O) 

T Statistics 

(|O/STDEV|) 

P Values Information 

TW → WE H1 0.259 2.795 0.003 The data support the hypothesis 

OS → WE H2 0.589 6.766 0.000 The data support the hypothesis 

TW → JP H3 0.188 2.557 0.005 The data support the hypothesis 

OS → JP H4 0.212 2.407 0.008 The data support the hypothesis 

WE → JP H5 0.551 6.592 0.000 The data support the hypothesis 

Source: Researcher-processed data findings, 2025 

Inner model testing (hypothesis testing) was conducted by examining the results of the path 

coefficient significance. If the T statistic value is greater than the T table (1.650) at the 5% level, with a p-

value 
If p< 0.050, it can be said that there is a positive influence. Testing the hypothesis of one influence of 

telework (TW) on work engagement (WE) obtained a T statistic of 2.795 > 1.650 with a p-value of 

0.003 < 0.050, it can be said that there is a significant and positive influence between telework and work 

engagement; thus, H1 is supported. This finding is novel in the research, as it differs from the findings of 

Naqshbandi et al. (2024), who state that telework actually has a negative impact on work engagement and 
job performance. This difference in results indicates a research gap, thus providing a new perspective on the 

relationship between telework and employee engagement levels. 

The hypothesis testing of two influences of on-site work (OS) on work engagement (WE) obtained a t-

statistic of 6.766 > 1.650 with a p-value of 0.000 < 0.050, incating that there is a positive influence between 

OS and WE. Thus, H2 is accepted. This finding also shows that the influence of OS and on WE is the most 

dominant direct influence compared to other independent variables in the research model. Conceptually, 

working conditions directly at the work location allow for intense social interaction, more effective 

communication, and more real supervision and support from superiors, which allows employees to feel more 
cognitively, emotionally, and physically involved in their work. 

Based on the results of the third hypothesis test, it is known that the influence of Telework (TW) 

on job performance (JP) shows a t-statistic value of 2.557, which is greater than the t-table value of 1.650, 

with a p-value of 0.005, which is smaller than 0.050. This indicates that telework has a positive effect on job 

performance; therefore, Hypothesis H3 is supported. 

Furthermore, the results of the fourth hypothesis test show that the influence of on-site work (OS) on 
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job performance (JP) has a t-statistic value of 2.407, which is greater than the t-table value of 1.650, with a 

p-value of 0.008, which is smaller than 0.050. Thus, it can be concluded that on-site work has a positive 
effect on job performance; therefore, Hypothesis H₄ is accepted. 

The results of the fifth hypothesis test show that the influence of work engagement (WE) on job 

performance (JP) yield an t-statistic value of 6.592, which is greater than the t-table value of 1.650, and a p-
value < 0.001, which is smaller than 0.050. These results indicate that Work Engagement has a positive 

effect on Job Performance, so that the H₅ hypothesis is declared accepted. This finding also indicates that 

work engagement is the most dominant variable in influencing job performance compared to other 

independent variables in the research model. 
 

Analysis of Mediation Effects 
Table 3. Indirect Effect Test Results 

 Hypothesis Original 

Sample (O) 

T Statistics 

(|O/STDEV|) 

P Values Information 

TW → WE → JP H6 0.325 5.202 0.000 The data support the hypothesis 

OS → WE → JP H7 0.143 2.426 0.008 The data support the hypothesis 

Source: Researcher-processed data findings, 2026 

 

Then the sixth hypothesis tests the mediation effect of Work Engagement (WE) between the 
relationship between Telework (TW) and Job Performance (JP) obtained a T statistic of 5.202 greater than 

the T table (1.650) with a p-value of 0.000 < 0.050. This indicates that work engagement has a positive 

mediating effect on the relationship between telework and job performance. Thus, H6 is accepted. 

Finally, Hypothesis 7 tests the mediating effect of work engagement (WE) between the relationship 
between on-site work (OS) and job performance (JP); the T statistic is 2.426, which is greater than the T 

table (1.650) with a p-value of 0.008 < 0.05. This indicates that work engagement has a positive mediating 

effect on the relationship between on-site work and job performance. Thus, H7 is accepted. 

Conceptually, the role of work engagement in both relationships is considered full mediation. This 
indicates that both telework and on-site work systems can significantly impact job performance when driven 

by increased employee work engagement. Unlike partial mediation, this full mediation condition confirms 

that the effectiveness of work patterns is highly dependent on the mediator to produce optimal performance. 

This conclusion is supported by the results of the statistical analysis, which shows that the magnitude of the 
indirect effect (indirect effect > 0.5) operates more dominantly in the model than the direct effect (direct 

effect = 0.2557). Thus, work engagement is proven to be the main pathway and a key psychological 

mechanism that is absolutely necessary to bridge the influence of work system implementation on employee 
performance achievement. 

The findings of the first hypothesis indicate that the implementation of telework plays a role in 

increasing the work engagement of permanent (non-production) employees in the tire manufacturing 
industry in Bekasi and Karawang. The remote work system helps employees maintain a work-life balance, 

allowing them to work more comfortably, focused, and without being overburdened. The flexibility of time 

and the opportunity to work independently encourage a sense of responsibility, self-confidence, and 

commitment to completing tasks, even without direct supervision. The effectiveness of telework in 
increasing work engagement is also influenced by the characteristics of the support function, which is 

administrative and knowledge-based; that is, it does not rely entirely on physical presence at the 

production site. Furthermore, the characteristics of the respondents most of whom were aged 22–29 and 
had relatively long tenure contributed to the formation of work engagement because employees understood 

the demands of the job and felt a sense of belonging to the organization. The relatively long work distance 

also helps telework reduce physical fatigue, allowing employees to maintain enthusiasm for their work. 

These results align with the research of Parent-Lamarche (2023) and Wang (2023), who found that telework 
influences work engagement. 

The findings of Hypothesis 2 indicate that on-site work plays a role in increasing the work 

engagement of permanent (non-production) employees in the tire manufacturing industry in Bekasi and 
Karawang. Being present in the office facilitates communication and problem-solving through face-to-face 

interactions, resulting in faster and clearer coordination. This helps employees maintain commitment, focus, 

and enthusiasm when completing tasks. Furthermore, on-site work provides a more focused work structure 
through task allocation, direct direction, and supportive supervision. An interactive work environment also 

strengthens social relationships and a sense of engagement because employees can directly see their 

contributions to the team and organization. In the context of the manufacturing industry, with its relatively 
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high level of occupational risk, physical presence and intensive coordination are crucial factors in 

maintaining quality and smooth operations. Respondent characteristics also strengthen this relationship. The 
majority of employees have long tenures and are aged 22–29 years, making them accustomed to face-to-face 

work patterns and requiring direct interaction in their work. These results align with the research of (Nagata, 

2021: Uru, 2022) who found that on-site work influences work engagement. 
The findings of the third hypothesis indicate that telework improves the job performance of permanent 

(non-production) employees in the tire manufacturing industry in Bekasi and Karawang. The remote work 

system helps employees maintain a work-life balance, allowing them to work more comfortably, focused, 

and in a controlled manner. The flexibility of time and the opportunity to work independently encourage 
discipline, responsibility, and the completion of tasks with maintained quality. Telework also increases 

employee confidence and enthusiasm in carrying out their roles, ensuring that performance remains stable 

even without direct supervision. The respondents’ characteristics, the majority of whom were aged 22–29 
and had relatively long tenure, contributed to their ability to manage time, understand work standards, and 

maintain the quality of work results. Furthermore, the relatively long distances involved mean that telework 

helps reduce fatigue, allowing energy to be focused on optimally completing work. These results align with 

the research of Liao (2024) and Silva (2024), confirming that telework influences job performance. 
The findings of Hypothesis 4 indicate that on-site work influences the job performance of permanent 

(non-production) employees in the tire manufacturing industry in Bekasi and Karawang. Attendance at the 

office expedites work completion through direct communication and coordination, thereby encouraging 
discipline and punctuality in completing tasks. Face-to-face interactions with coworkers and direct direction 

from superiors help employees understand their priorities and contributions to the team, resulting in optimal 

performance. Respondent characteristics also support this relationship. Most employees have relatively long 
tenures, thus understanding the company's workflow and expectations. Furthermore, employees aged 22–29 

tend to have stable work responsibilities and discipline; thus, the office work environment helps maintain the 

rhythm and consistency of performance. These results align with Alfaleh (2021) and Khan (2024), who state 

that on-site work impacts job performance. 
The findings of Hypothesis V confirm that work engagement has a significant effect on the job 

performance of permanent (non-production) employees in the tire manufacturing industry in Bekasi and 

Karawang. Employees with high levels of work engagement demonstrate stronger commitment, focus, and 
responsibility in completing tasks, including when facing work pressure. Emotional and cognitive 

engagement in work drives improved work quality, punctuality, and consistency in achieving targets. This 

relationship is further strengthened by the characteristics of the respondents, the majority of whom have 
relatively long working periods and are in the 22–29 year age range, thus understanding job demands and 

demonstrating a mature work attitude. These conditions make work engagement a key factor that directly 

drives the achievement of more focused and stable performance. These results are in line with the findings of 

Briones (2023) and Naqshbandi (2024), who state that work engagement influences job performance. 
The results of the study indicate that work engagement mediates the relationship between telework 

and job performance. Telework creates work flexibility and independence, which increases employee 

confidence, enthusiasm, and responsibility. The emotional and cognitive engagement formed through remote 
work systems fosters discipline, work quality, and punctuality in task completion. Thus, telework does not 

directly improve performance but first builds work engagement as a psychological mechanism that translates 

work flexibility into optimal performance. This mediating role applies to both genders, who are equally able 

to maintain work engagement and commitment within telework systems. These findings align with the 
research of Liu (2020) and Tsang (2023), who confirmed that work engagement bridges the relationship 

between telework and job performance. 

The final results confirm that work engagement mediates the relationship between on-site work and 
job performance among permanent (non-production) employees in the tire manufacturing industry in Bekasi 

and Karawang. Physical presence in the office fosters direct communication, clearer supervision, and access 

to adequate facilities, which enhance focus, comfort, and clarity of work priorities. These conditions 
strengthen employees’ emotional and cognitive attachment to their work, leading to greater discipline, 

responsibility, and consistency in achieving performance targets. Thus, on-site work does not merely 

influence performance directly; it first cultivates work engagement, which then translates structured working 

conditions into improved job performance. This mediating effect is reinforced by employees’ relatively long 
tenure and their readiness to work within face-to-face organizational systems, regardless of gender. These 

findings are consistent with prior research by Toscano and Hackney, who highlight the mediating role of 

work engagement in the relationship between on-site work and job performance. 
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CONCLUSION, IMPLICATION, SUGGESTION, AND LIMITATIONS 

This study provides a theoretical contribution to the literature on the relationship between telework, 
on-site work, work engagement, and job performance in the context of the Banyuwangi manufacturing 

industry. The research findings indicate that telework and on-site work have a direct influence on employee 

performance and an indirect influence through work engagement as a psychological mechanism. These 
results confirm that the work system functions not only as a work location arrangement but also as a work 

resource (job resources) capable of shaping the level of employee engagement. Furthermore, this study 

strengthens the role of work engagement as a partial mediating variable that explains how the work system 

translates into optimal work performance. 
This study has several limitations. First, respondents only included permanent (non-production) 

employees in the tire manufacturing industry in Bekasi and Karawang; therefore, the findings cannot be 

generalized to other production functions or industrial sectors with different work characteristics. Second, 
the limited regional coverage makes the research results contextualized according to the characteristics of 

the industrial area. Practically, companies need to strategically manage telework and on-site work to boost 

job performance. Telework must be supported by clear targets, communication systems, and adequate 

technological infrastructure, whereas on-site work needs to be strengthened through direct coordination, a 
clear work structure, and supportive supervision. Above all, increasing work engagement through feedback, 

appreciation, and employee development is key to successful performance improvement. Future research is 

recommended to expand the scope of respondents to other production functions, regions, and industrial 
sectors and to use more diverse research designs to increase generalizability and theoretical contributions to 

the field of human resource management. 

The research confirms that the effectiveness of telework and on-site work in improving job 
Performance depends heavily on a company's ability to build work engagement. A work system is not 

simply a location arrangement but a strategic instrument for creating psychological engagement that drives 

optimal performance. In telework, management must ensure clear targets, structured communication, 

technological support, and a culture of trust to ensure that flexibility aligns with discipline and responsibility. 
Without strong work engagement, flexibility risks compromising coordination and performance consistency. 

In on-site work, companies need to strengthen direct interaction, team coordination, provide clear direction, 

and provide adequate work facilities to maintain employee focus and commitment. Strategically, increasing 
work engagement through feedback, appreciation, and competency development should be a top priority, as 

work engagement has been shown to be a key mechanism bridging work systems with sustainable job 

performance. 

REFERENCES 

Alfaleh, A., Alkattan, A., Pharm, D., Alageel, A., Salah, M., Almutairi, M., Pharm, D., Sagor, K., & 

Alabdulkareem, K. (2021). Onsite versus remote working: The impact on satisfaction, productivity, 

and performance of medical call center workers. The Journal of Health Care Organization, Provision, 
and Financing, 58, 1–7. https://doi.org/10.1177/00469580211056041 

Alkhayyal, S., & Bajaba, S. (2023). The Impact of E-Leadership Competencies on Workplace Well- Being 

and Job Performance: The Mediating Role of E-Work Self-Efficacy. Sustainability, 15(6), 4724. 
https://doi.org/10.3390/su15064724 

Amalia, L., Suharyanto, W. W., Meria, L., & Roespinoedji, D. (2021). Investigating The Effect of Leader-

Member Exchange and Psychosocial Safety Climate on Employee Performance the Mediating Role of 

Work Engagement. Review of International Geographical Education (RIGEO), 11(6), 1145–1152. 
https://doi.org/10.48047/rigeo.11.06.131 

Anakpo, G., Nqwayibana, Z., & Mishi, S. (2023). The impact of work-from-home on employee 

performance and productivity : A systematic review. Sustainability, 15(8), 6469. 
Bondanini, G., Sanchez-Gomez, M., Mucci, N., & Giorgi, G. (2025). Digital Connectivity at Work: 

Balancing Benefits and Risks for Engagement, Technostress, and Performance. Administrative 

Sciences, 15(10), 1–16. https://doi.org/10.3390/admsci15100398 
Briones, M. R., Manaig, K. A., Bonganciso, R. T., Tesoro, J. F. B., Buama, C. A. C., Sarmiento, M. B., & 

Sapin, S. B. (2023). E-work self-efficacy, digital competence and work engagement of teachers in 

public secondary schools from two provinces in the Philippines. Ho Chi Minh City Open University 

Journal of Science - Social Sciences, 13(2), 13–34. 
https://doi.org/10.46223/hcmcoujs.soci.en.13.2.2747.2023 

Capone, V., Schettino, G., Marino, L., Camerlingo, C., Smith, A., & Depolo, M. (2024). The new normal of 

remote work: exploring individual and organizational factors affecting work-related outcomes and 
well-being in academia. Frontiers in Psychology, 15, 1340094. 



https://ejournal.ipinternasional.com/index.php/ijec 

e-ISSN: 2961-712X 

Vol. 5 Issue 1, January-June 2026 

DOI:10.55299/ijec.v5i1.1838 

 

 

 

178 

 

https://doi.org/10.3389/fpsyg.2024.1340094 

Chen, W. T., Merrett, H. C., Huang, Y. H., Bria, T. A., & Lin, Y. H. (2021). Exploring the relationship 
between safety climate and worker safety behavior on building construction sites in Taiwan. 

Sustainability (Switzerland), 13(6), 1–21. https://doi.org/10.3390/su13063326 

Chudzicka, A., Paliga, M., & Krauze, N. (2023). Remote and on-site work stress severity during the 
COVID-19 pandemic: Comparison and selected conditions. International Journal of Occupational 

Medicine and Environmental Health, 36(1), 96–111. 

Gwamanda, N., Mahembe, B., Jano, R., Cape, W., Town, C., Africa, S., & Mahembe, B. (2024). The 

psychometric properties of the Utrecht Work Engagement Scale on a Zimbabwean population. SA 
Journal of Human Resource Management, 1–8. 

Gabriel, K. P., & Aguinis, H. (2022). How to prevent and combat employee burnout and create healthier 

workplaces during crises and beyond. Business Horizons, 65(2), 183–192. 
https://doi.org/10.1016/j.bushor.2021.02.037 

Ghonim, A., Awad, A., Shemais, M., Shma, T., & Aziz, A. (2025). Exploring the impact of flexible work 

arrangements on employee engagement in telecommunications: case of Egypt. Problems and 

Perspectives in Management, 23(2), 198–207. https://doi.org/10.21511/ppm.23(2).2025.13 Hackney,  
A., Yung, M., Id, K. G. S., Nowrouzi-, B., Id, K., Oakman, J., & Id, A. Y. (2022). Working in the digital 

economy : A systematic review of the impact of work from home arrangements on personal and 

organizational performance and productivity. PLoS ONE. https://doi.org/10.1371/journal.pone.0274728 
Hafidz, G. P., & Nurdiansyah, E. (2024). The Effect of Managerial Coaching Skills on Team-Level 

Architectural Knowledge and Team Performance Moderated by Manager Learning Goal Orientation. 

International Journal of Economics, 3(1), 278–290. https://doi.org/10.55299/ijec.v3i1.735 
Hair, J. F., Danks, N., Ray, S., Hult, T., Sarstedt, M., & Ringle, C. M. (2022). Partial Least Squares 

Structural Equation Modeling. In Handbook of Market Research. Springer International Publishing. 

https://doi.org/10.1007/978-3-319-57413-4_15 

Hair Jr, J., Hair Jr, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2021). A primer on partial least 
squares structural equation modeling (PLS-SEM). Sage publications. 

Huo, W., Liang, B., Liang, Y., Song, M., & Wang, Y. (2024). Optimizing telework with exercise : An 

exploration of the curvilinear relationship between telework intensity and work engagement. 
Behavioral Sciences, 14(3), 214. 

Irfan, M., Indradewa, R., Syah, T., & Fajarwati, D. (2021). The Impactof Role Conflict and Work 

Environment on Job Satisfaction and Employee Performance at PT Alpha Sistem Kreasi. American 
International Journal of Business Management (AIJBM), 4(09), 68–74. https://www.aijbm.com/wp-

content/uploads/2021/09/I496874.pdf 

Jamal, M. T., Anwar, I., Khan, N. A., & Ahmad, G. (2024). How do teleworkers escape burnout? A 

moderated-mediation model of the job demands and turnover intention. International Journal of 
Manpower, 45(1), 169–199. https://doi.org/10.1108/IJM-12-2022-0628 

Kakkar, S., Kuril, S., Saha, S., Gupta, P., & Singh, S. (2023). The effect of social support on teleworker 

environment and work engagement : A multimethod analysis. Information Technology & People, 
37(4), 1837–1863. https://doi.org/10.1108/ITP-03-2022-0194 

Khan, A., Khan, A., Shah, T. A., Nisar Khattak, M., & Abukhait, R. (2024). Management’s internal 

governance policies on flexible work practices and the mediating lens of work life enrichment – 

Outcome for employee work engagement and organizational attractiveness. Journal of Organizational 
Effectiveness, 11(3), 532–552. https://doi.org/10.1108/JOEPP-02-2023-0059 

Khurshid, M., Abdullah, M., & Khan, M. H. (2022). Factors Affecting Electronic Word of Mouth and 

Leading towards Purchasing Decision in the Smartphone Industry of Pakistan. NUML International 
Journal of Business & Management, 17(1), 1–19. https://doi.org/10.52015/nijbm.v17i1.95 

Lazauskaite-Zabielske, J., Ziedelis, A., & Urbanaviciute, I. (2021). Who benefits from time-spatial job 

crafting? The role of boundary characteristics in the relationship between time-spatial job crafting, 
engagement and performance. Baltic Journal of Management, 16(1), 1–19. 

https://doi.org/10.1108/BJM-07-2020-0236 

Lee, M. C. C., Sim, B. Y. H., & Tuckey, M. R. (2024). Comparing effects of toxic leadership and team 

social support on job insecurity, role ambiguity, work engagement, and job performance: A multilevel 
mediational perspective. Asia Pacific Management Review, 29(1), 115–126. 

https://doi.org/10.1016/j.apmrv.2023.09.002 

Lei, M., Alam, G. M., Bashir, K., & Pingping, G. (2024). Whether academics’ job performance makes a 
difference to burnout and the effect of psychological counselling-comparison of four types of 

http://www.aijbm.com/wp-content/uploads/2021/09/I496874.pdf
http://www.aijbm.com/wp-content/uploads/2021/09/I496874.pdf


https://ejournal.ipinternasional.com/index.php/ijec 

e-ISSN: 2961-712X 

Vol. 5 Issue 1, January-June 2026 

DOI:10.55299/ijec.v5i1.1838 

 

 

 

179 

 

performers. PLOS ONE, 19(6 June), 1–20. https://doi.org/10.1371/journal.pone.0305493 

Li, C., Shi, H., Zhang, Y., Zhao, Y., Li, T., Zhou, L., Guan, Q., & Zhu, X. (2024). Association between 
perceived overqualification, work engagement, job satisfaction among nurses: a cross- sectional study. 

BMJ Open, 14(7), e081672. 14(7). https://doi.org/10.1136/bmjopen-2023- 081672 

Li, S., & Wang, Y. (2024). A study on the positive and negative effects of different supervisor 
monitoring in remote workplaces. Frontiers in Psychology, 15, 1383207. 

https://doi.org/10.3389/fpsyg.2024.1383207 

Liao, M., Li, S., & Liu, H. (2024). The impact mechanism of telework on job performance : A cross‑level 

moderation model of digital leadership. Scientific Reports, 1–18. https://doi.org/10.1038/s41598-024-
63518-6 

Liu, L., & Wan, W. (2021). How and when telework improves job performance during COVID-19? Job 

Crafting as Mediator and Performance Goal Orientation as Moderator. Psychology Research and 
Behavior Management, 2181–2196. 

Liu, X., Jing, Y., & Sheng, Y. (2020). Work from home or office during the COVID-19 pandemic : The di 

erent chain mediation models of perceived organizational support to the job performance. Frontiers in 

Public Health, 3. 
Lopes, S., Couto, R., Rodrigues, A., Sabino, A., Oliveira, Í. M., Dias, P. C., Leite, Â., & Carvalho, S. 

(2024). Beyond Work : The Role of “ Family-Friendly ” Practices in the Subjective Well-Being of 

Teleworkers and On-Site Workers in the COVID-19 Pandemic. International Journal of Environmental 
Research and Public Health. 

Meria, L., Saukani, Prastyani, D., & Dudhat, A. (2022). The Role of Transformational Leadership and Self-

Efficacy on Readiness to Change Through Work Engagement. APTISI Transactions on 
Technopreneurship, 4(1), 78–89. https://doi.org/10.34306/att.v4i1.242 

Miglioretti, M., Gragnano, A., Margheritti, S., & Picco, E. (2021). Not all telework is valuable. 

Journal of Work and Organizational Psychology, 37, 11–19. 

Mihalca, L., Irimiaș, T., & Brendea, G. (2021). Teleworking during the COVID-19 pandemic: Determining 
factors of perceived work productivity.& Economic and Social Impact and Perspectives, 620–637. 

https://doi.org/10.24818/EA/2021/58/620 

Mohd Firdaus Kozako, I. N., Suhaimin, M. F., Pauzi, N. M., Amran, A., & Aminuddi, A. S. (2024). 
Employee Job Performance in Higher Education Institutions as Affected by Academicians’ Attitudes 

Towards Motivation, Self-Efficacy, and Qualities During COVID-19 Pandemic. Global Business 

&amp; Management Research, 16(2), 15–23. https://www.gbmjournal.com 
Nagata, T., Nagata, M., Ikegami, K., Hino, A., Tateishi, S., Tsuji, M., Matsuda, S., Fujino, Y., Mori, K., 

Ogami, A., Harada, A., Odgerel, C. O., Ando, H., Eguchi, H., Muramatsu, K., Kitagawa, K., Liu, N., 

Tanaka, R., Matsugaki, R., … Mafune, Y. (2021). Intensity of Home-Based Telework and Work 

Engagement During the COVID-19 Pandemic. Journal of Occupational and Environmental Medicine, 
63(11), 907–912. https://doi.org/10.1097/JOM.0000000000002299 

Naqshbandi, M. M., Kabir, I., Ishak, N. A., & Islam, M. Z. (2024). The future of work: work engagement 

and job performance in the hybrid workplace. The Learning Organization, 31(1), 5– 
26. https://doi.org/10.1108/TLO-08-2022-0097 

Parent-lamarche, A. (2023). Trajectories of teleworking via work organization conditions : Unraveling the 

effect on work engagement and intention to quit with path analyses. Sustainability, 15(6), 4964. 

Popaitoon, P. (2023). Integrative work design for telework practices : lessons learned from the COVID-19 
pandemic in Thailand. Journal of Asia Business Studies, 17(3), 504–523. https://doi.org/10.1108/JABS-

08-2021-0327 

Rożnowski, B., & Wontorczyk, A. (2024). Work engagement, impulsivity and, self-efficacy among Polish 
workers. Moderating role of impulsivity. PLoS ONE, 19(10 October), 1–21. 

https://doi.org/10.1371/journal.pone.0311856 

Santalla-banderali, Z. (2022). Factorial structure of individual work revisited : evaluation of 
acquiescence bias. PLOS ONE, 6-9. https://doi.org/10.1371/journal.pone.0271830 

Shin, Y., & Hur, W. M. (2021). When do job-insecure employees keep performing well? The buffering roles 

of help and prosocial motivation in the relationship between job insecurity, work engagement, and job 

performance. Journal of Business and Psychology, 36(4), 659–678. https://doi.org/10.1007/s10869-020-
09694-4 

Silva, A. J., Almeida, A., & Rebelo, C. (2024). The effect of telework on emotional exhaustion andtask 

performance via work overload : the moderating role of self-leadership. International Journal of 
Manpower, 45(2), 398–421. https://doi.org/10.1108/IJM-08-2022-0352 

http://www.gbmjournal.com/


https://ejournal.ipinternasional.com/index.php/ijec 

e-ISSN: 2961-712X 

Vol. 5 Issue 1, January-June 2026 

DOI:10.55299/ijec.v5i1.1838 

 

 

 

180 

 

Sugiyono. (2018). Metode penelitian pendidikan pendekatan kuantitatif, kualitatif dan R&D. 

Torlak, N. G., & Kuzey, C. (2019). Leadership, job satisfaction and performance links in private education 
institutes of Pakistan. International Journal of Productivity and Performance Management, 68(2), 276–

295. https://doi.org/10.1108/IJPPM-05-2018-0182 

Toscano, F., & Zappalà, S. (2021). Overall Job Performance , Remote Work Engagement , Living With 
Children , and Remote Work Productivity During the COVID- 19 Pandemic A Mediated Moderation 

Model. European Journal of Psychology, 80, 133–142. 

Tsang, S., Liu, Z., Vinh, T., & Nguyen, T. (2023). Family work conflict and work from home productivity: 

do work engagement and self-efficacy mediate? Humanities & Social Sciences Communications, 1–13. 
https://doi.org/10.1057/s41599-023-01929 

Uru, F. O., Gozukara, E., & Tezcan, L. (2022). The moderating roles of remote, hybrid, and onsite working 

on the relationship between work engagement and organizational identification during the COVID-19 
pandemic. Sustainability, 14(10), 6025. 

Wang, C. H., & Chen, H. T. (2020). Relationships among workplace incivility, work engagement and job 

performance. Journal of Hospitality and Tourism Insights, 3(4), 415–429. https://doi.org/10.1108/JHTI-

09-2019-0105 
Wang, H., Xiao, Y., Wang, H., Zhang, H., & Chen, X. (2023). “Who knows me understands my needs”: The 

effect of home-based telework on work engagement. Psychology Research and Behavior Management, 

March, 619–636. 
Wang, L., & Xie, T. (2023). Double-Edged Sword Effect of Flexible Work Arrangements on Employee 

Innovation Performance: From the Demands–Resources–Individual Effects Perspective. Sustainability 

(Switzerland), 15(13). https://doi.org/10.3390/su151310159 
Wang, N., Luan, Y., & Ma, R. (2024). Detecting causal relationships between work motivation and job 

performance: a meta-analytic review of cross-lagged studies. Humanities and Social Sciences 

Communications, 11(1). https://doi.org/10.1057/s41599-024-03038-w 

Yamin, R. A., & Pusparini, E. S. (2022). The Effect of Flexible Work Arrangement and Perceived 
Organizational Support on Employee Job Performance: The Mediating Role of Employee Engagement. 

Proceedings of the 6th Global Conference on Business, Management, and Entrepreneurship (GCBME 

2021), 436–441. https://doi.org/10.2991/aebmr.k.220701.081. 


	Ernawan Dwi Hanartyo1, Wahyu Tripurnomo2
	INTRODUCTION
	LITERATURE REVIEW
	Job Performance
	Work Engagement
	Telework
	On-Site Work

	THEORETICAL FRAMEWORK AND HYPOTHESES
	Telework with Work Engagement
	On-Site Work with Work Engagement
	Telework with Job Performance
	On-Site Work with Job Performance
	Work Engagement with Job Performance
	The Relationship Between Work Engagement and Telework and Job Performance
	The Relationship Between Work Engagement and On-Site Work and Job Performance

	RESEARCH METHOD
	RESULTS AND DISCUSSION
	Outer Model Test Results
	Inner Model Results (Hypothesis Testing)
	Analysis of Mediation Effects

	CONCLUSION, IMPLICATION, SUGGESTION, AND LIMITATIONS
	REFERENCES

