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ABSTRACT 

 

Almost all companies in the world have 

implemented the work from home (WFH) system 

in the last two years with the aim of limiting 

community activities in suppressing the spread 

of Covid-19. Interestingly, both companies and 

employees also feel benefited from this system, 

one of which for employees is that they can 

arrange work places and positions so that they 

can increase work motivation, for companies 

they can reduce company costs such as office 

rental costs. This study aims to analyze the 

effect of work from home on work motivation, 

job satisfaction and employee performance, the 

effect of job satisfaction on employee 

performance, the effect of work motivation on 

employee performance, and to create scenarios 

for managing employee performance. The study 

was conducted in October 2021 on 86 

respondents who work at PT XYZ Jakarta, 

Surabaya and Medan branches. They were 

selected by volunteer sampling with the criteria 

of employees who have worked for at least one 

year with the level of position as supervisor and 

staff who have been assigned to work from 

home. Data were collected by distributing 

online questionnaires, then analyzed using 

descriptive analysis and SEM-PLS with the 

SmartPLS application and TAIDA analysis to 

determine managerial implications. The results 

showed that Work from Home had a direct and 

positive significant effect on Work Motivation 

and Job Satisfaction but not significant on 

Employee Performance, Job Satisfaction had a 

direct and positive effect on Employee 

Performance, and Work Motivation had no 

direct effect on Employee Performance. The 

form of managerial implications that can be 

carried out for managing employee performance 

is by using a hybrid work system, namely 

employees can work with a mixed system 

between work from home and work in the office. 

 

Keywords: job satisfaction, employee 

performance, work motivation, work from home 

 

INTRODUCTION 

Several steps taken by the 

government to reduce the rate of spread of 

covid-19 have been carried out such as a 

large-scale social restriction system, as well 

as the enactment of restrictions on 

community activities level-1 to level-4. The 

goal is to limit community activities or 

social distancing so that the spread of covid-

19 does not reach widespread. Work from 

home (WFH) is one of the methods used to 

apply social distancing.  

Work from home activities for some 

companies in the world have been widely 

done, this is to anticipate the pace of 

urbanization, reduce congestion levels and 

lower employee stress levels during 

commuting and returning to work. In 

addition, some of the advantages of work 

from home for employees, including can 

save accommodation costs and more 

flexible working hours. According to 

Timbal and Mustabsat (2016), companies 

that implement work from home systems 

prove that with work from home 

productivity becomes higher. 

Currently, PT XYZ has been doing a 

work from home work system for more than 

one year, based on productivity figures in 

the last three years, in 2020 only slightly 
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decreased due to declining sales, but in 2021 

it has increased (Figure 1), this is certainly 

an opportunity for companies to continue to 

do the work from home system.  It's in the 

future. Therefore, if it needs to be studied 

more deeply about the further influence of 

this work from home system to then be a 

reference base in the management of 

employee performance in the company, not 

only meet the government's obligations in 

overcoming pandemics, but also an 

alternative solution for companies to remain 

competitive in the economic market. 
 

 
Figure 1: Productivity of PT XYZ employees 

 

With some of the information above 

can be done more research on the work from 

home work system to prove how it affects 

performance, motivation and job 

satisfaction. Performance is one of the 

benchmarks for a company can be 

categorized as a competitive company or 

not, a competitive company is a company 

that has good employee performance, as 

well as employee motivation and job 

satisfaction whether the enactment of this 

system can improve the employee job 

satisfaction and work motivation, as well as 

how the scenario of managing employee 

performance in this work from home era. 

Against this background, the formulation of 

the problems that will be studied in this 

study is: 

1. How does the work from home affect 

employee performance, job satisfaction, 

and employee work motivation? 

2. How does job satisfaction affect 

employee performance? 

3. How does work motivation affect 

employee performance? 

4. What is the scenario of managing the 

performance of PT XYZ employees in 

the era of work from home?   

Referring to the background and 

formulation of the problem, the purpose of 

this study is to test and (1) Analyze the 

effect of work from home on employee 

performance, job satisfaction, and employee 

work motivation (2) Analyze the effect of 

job satisfaction on employee performance 

(3) Analyze the influence of work 

motivation on employee performance, and 

(4) Formulate an employee performance 

management scenario at PT XYZ. 

 

LITERATURE REVIEW 

Work from Home 

Work from home (WFH) is a term 

for working remotely or remote working, 

meaning doing work from home for work 

that is commonly done in the office. The 

work from home system is part of a concept 

of working remotely or telecommuting, this 

concept is not new in the world of work and 

urban planning, since the 1970s this concept 

has been known as one of the efforts in 

overcoming traffic congestion caused by 

commuting activities every day home trips 

to the office and vice versa (Mungkasa, 

2020). In the current pandemic era work 

from home is a trend in the work system, 

where almost all companies have to apply it 

to reduce the rate of spread of covid-19. 

Developed countries already use this 

remote work system with the term 

telecommuter. Telecommuters have the 

ability to modify and customize their own 

work environment so as to improve their 

work performance. Working outside the 

office can also eliminate the costs and time 

that employees have to spend to work; it 

also creates a feeling of freedom that makes 

employees satisfied so that it affects their 

performance (Gajendran & Harrison, 2007). 

In line with previous opinions, Caillier 

(2016) states that workers who do remote 

work at a higher rate tend to have better 

work motivation than those who do not.  
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Job Satisfaction 

According to Handoko (1994), job 

satisfaction is a state where employees view 

their work as emotionally pleasing. This 

thing reflects a person's feelings towards his 

work. The employee's positive embrace of 

the job and everything encountered in his 

work environment will appear visible. The 

satisfaction that an employee has for a job 

that he is experiencing, will make the 

employee always do his best to do his job. 

Job satisfaction becomes a fairly 

important element in the organization 

because it can affect work behavior such as 

diligent or lazy. A person's job satisfaction 

is influenced by many factors, such as salary 

level, boss, co-workers and the 

compatibility between work expectations 

and the reality they encounter and get from 

work. 
 

Motivation for work 

Motivation is the impulse that arises 

in a person consciously or unconsciously to 

perform an action with a specific purpose or 

efforts that cause a person or a certain group 

of people to move to do something because 

they want to achieve the desired goal or get 

satisfaction for his actions (KKBI). 

According to Rivai et al. (2005) is a set of 

attitudes and values that influence 

individuals to achieve specific things 

according to individual goals. These 

attitudes and values are invisible that give 

the power to encourage individuals to 

behave in achieving goals.  

Motivation theory is divided into 

two, namely theory that focuses on 

processes and motivation theory focuses on 

needs (Cinintya 2019). In this study uses a 

theory of motivation that focuses on needs. 

Some motivation theories that focus on need 

include Maslow's hierarchy theory, 

Alderfer's Existence Relatedness Growth 

(ERG) theory, and Herzberg's two-factor 

theory. 
 

Employee Performance 

In the behavioral approach to 

management, performance is defined as the 

quality produced or the services provided by 

someone who does the job (Luthans 2005). 

Performance itself comes from the word job 

performance or actual performance which 

means work performance or actual 

achievement achieved by someone. 

Performance becomes a very important 

element in the organization because it is 

often used as a benchmark for success in the 

implementation of an organization. 

An organization can be categorized 

as high performer if it can successfully 

exceed its goals, and can provide positive 

value for the environment and society. 

Employee performance can be categorized 

as high if the employee can work 

productively, creatively and efficiently. 

 

METHODS 

 Research design uses quantitative 

and qualitative approaches. Quantitative 

approach by conducting an online survey of 

employees of PT. XYZ, then for qualitative 

approach conducted in-depth interview 

method with the management. Data 

collection was conducted in October 2021, 

with samples spread across Jakarta, 

Surabaya and Medan. 

Pengambilan sample used non 

probability sampling technique with quota 

sampling technique.  The sample from this 

study is an employee of PT. XYZ, with a 

population of 108 people, based on the 

formula Slovin then the number of examples 

used for 86 people. Regulars who have 

worked from home during the covid-19 

pandemic from supervisor to implementer 

level and worked for more than a year were 

sample criteria in the study.   

The study used descriptive analysis 

with methods of average scores and 

percentages covering gender, age, 

education, job level, and working span. The 

data obtained from the research is presented 

in the form of a table. Furthermore, the data 

is analyzed using the Structural Equation 

Modelling (SEM) method with the help of 

SmartPLS applications.  

The next data analysis is TAIDA 

analysis which stands for Tracking, 

Analyzing, Imaging, Deciding, and Acting 
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(Lindgren and Baldhood, 2003); this method 

is used to devise steps in scenario planning.   

There are dependent variables, 

independent variables and intervening 

variables in this study. Kinerja employees 

are variabel dependent, independent 

variables that work from home; intervening 

variables are job satisfaction and work 

motivation. The work from home variable 

consists of three dimensions, namely the 

dimensions of space, time and social roles 

(Gadecki, 2018), the work satisfaction 

variable consists of five dimensions namely 

payment, work, promotion, supervisor, and 

colleagues (Sopiah, 2008), work motivation 

variable consists of three dimensions 

namely existence, relatedness, and growth 

(Siagian, 2008) and employee performance 

variable consists of six dimensions namely 

quantity, quality, punctuality, effectiveness, 

self-sufficient and work commitment 

(Bernardin & Russell, 1993). 

The hypotheses that will be tested in this 

study are: 

H1: work from home has a real effect on 

employee performance 

Based on the results of Susilo's research 

(2020), it was produced that by working 

from home, employees experience greater 

enjoyment, satisfaction and motivation so as 

to improve performance. As well as 

supported by Nasution, et al. (2021) who 

explained that the relationship of work from 

home with employee performance has a 

strong relationship and a positive pattern. 

H2: work from home has a real effect on job 

satisfaction 

Sriyaningsih et al. (2021), which proves that 

work from home has a positive effect on job 

satisfaction. 

H3: work from home has a real effect on 

work motivation 

Based on the results of research Pristiyono 

et al. (2020), proving that work from home 

has a direct and significant effect on work 

motivation. 

H4: Job satisfaction has a real effect on 

employee performance 

Based on indrawati research (2013) which 

concluded that job satisfaction has a 

significant positive influence on employee 

performance. 

H5: Work motivation has a real effect on 

performance 

Based on the results of Hanafi & Yohana 

(2017), as well as Asim (2013) research that 

concluded that motivation has a real effect 

on employee performance. 

 

RESULTS 
Table 1: Demographic characteristics of respondents 

Characteristic Number (n) Percentage (%) 

Gender 

• Man 49 57 

• Woman 37 43 

Age 

• 20-30 years 26 30 

• 31-40 years 47 55 

• >40 years 13 15 

Education 

• SMA/SMK 3 3 

• Diploma 16 19 

• Bachelor 64 74 

• Postgraduate 3 3 

Department Level 

• Staff 35 41 

• Supervisor 51 59 

Working Time 

• 1 -5 years 41 48 

• 6 -10 years 25 31 

• 11-15 years 11 13 

• 16-20 years 6 7 

• > 20 years 1 1 

 

From the 86 respondents, male 

gender dominated, with 49 respondents 

(57%), the age of the largest respondents in 

the range of 31-40 as many as 47 

respondents (55%). From the age range 

shows that PT XYZ currently has 

productive human resources and is at work. 

The majority of respondents' education 

levels are strata one as many as 64 

respondents (74%), while for the level of 

mayoriras position is supervisor as many as 

51 respondents (59%). In the span of the 

majority of working hours with a working 

period of 1-5 years became the most, which 

is 41 respondents (48%). PT XYZ is a 

company that has been established for more 

than forty years, for supervisory and 

implementing/staff level employees 

dominated by young employees who replace 

employees who have passed retirement. The 

demographic characteristics of respondents 

are presented in Table 1. 
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The largest contribution of 

dimension to the work from home variable 

is the social role. The largest contribution of 

dimensions to the job satisfaction variable is 

the supervisor. The largest contribution of 

dimensions to work motivation variables is 

existence. The largest contribution of 

dimensions to employee performance 

variables is work commitment.  

Dimensional contribution data to latent 

variables is presented in Table 2. 

From the 86 respondents, male 

gender dominated, with 49 respondents 

(57%), the age of the largest respondents in 

the range of 31-40 as many as 47 

respondents (55%). From the age range 

shows that PT XYZ currently has 

productive human resources and is at work. 

The majority of respondents' education 

levels are strata one as many as 64 

respondents (74%), while for the level of 

mayoriras position is supervisor as many as 

51 respondents (59%). In the span of the 

majority of working hours with a working 

period of 1-5 years became the most, which 

is 41 respondents (48%). PT XYZ is a 

company that has been established for more 

than forty years, for supervisory and 

implementing/staff level employees 

dominated by young employees who replace 

employees who have passed retirement. The 

demographic characteristics of respondents 

are presented in Table 1. 
 

Table 2: Dimensional contributions to latent variables 

Variable Dimension Loading 

factor 

Work From Home Room 0,861  
Time 0,850  
Social Role 0,869 

Job Satisfaction Payment 0,652  
Work 0,728  
Promotion 0,462  
Supervisor 0,760  
Co workers 0,743 

Motivation for work Existence 0,883  
Relatedness 0,831  
Growth 0,844 

Employee Performance Quality 0,742  
Quantity 0,819  
Timeliness 0,560  
Effectiveness 0,850  
Independence 0,825 

  Work Commitment 0,876 

 

Track coefficient and t-count tests 

on structural equation models are performed 

to test hypotheses. If the path coefficient 

value > 0.05 and the t-count value > 1.96 

then the influence between variables falls 

into a significant category.  More can be 

seen in Table 3, Table 4. 

 

Table 3:  Results of path coefficients and tests of direct influences between latent variables 

Line Path Coefficient t-count Conclusion Information 

Work From Home -> Employee Performance 0,157 1,583 Insignificant Rejected H1 

Work From Home - > Job Satisfaction 0,417 3,238 Significant Received H2 

Work From Home - > Motivation 0,275 2,469 Significant Accepted H3 

Job Satisfaction - > Employee Performance 0,584 3,672 Significant Received H4 

Work Motivation - > Employee Performance 0,132 0,885 Insignificant Rejected H5 

 

In Table 3 it can be known that the 

first hypothesis (H1) regarding the effect of 

work from home on performance has 

insignificant results with a path coefficient 

value of 0.157 and a t-count value of 1.583 

so that the first hypothesis is rejected. 

Furthermore, in the second hypothesis (H2) 

the third hypothesis (H3) and the fourth 

hypothesis (H4) with a path coefficient 

value above 0.05 and a t-calculated value 

above 1.96 maka these three hypotheses are 

accepted. The fifth hypothesis (H5) that is 

the effect of work motivation on employee 

performance is also insignificant because 

the t-count value is below 1.96 so the fifth 

hypothesis is rejected. 
 

Table 4:  Results of path coefficients and indirect influence tests between latent variables 

Line Path Coefficient t-count Conclusion 

Work From Home -> Job Satisfaction -> Employee Performance 0,244 2,242 Significant 

Work From Home - > Work Motivation -> Employee Performance 0,036 0,726 Insignificant 

Total Effect    

Work From Home -> Employee Performance 0,28 2,658 Significant 
 

In Table 4 it can be known that work 

from home has a significant effect on 

employee performance with job satisfaction 

as an intervening variable with a path 

coefficient value above 0.05 and a t-count 

value above 1.96. Furthermore, it can also 
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be seen that the influence of work from 

home on employee performance with work 

motivation as an intervening variable has an 

insignificant effect with a path coefficient 

value below 0.05 and a t-count value below 

1.96. 

There are four proposed scenarios 

based on the results of TAIDA analysis, 

namely; (1) the first scenario, the company 

facilitates and the employee supports. 

Merupakan optimistic scenario (best), where 

the factors of the company and employees 

support the development of performance 

management scenarios in the era of work 

from home. In this scenario, the employee is 

arranged in such a way that some work at 

home and some work in the office. Of 

course, taking into account various aspects 

such as positions, work locations, 

workspace arrangements, compensation and 

benefit analysis and technology application 

development.(2) scenario both, the 

employee supports and the company does 

not facilitate. In this scenario there is a 

biased inequality factor because after all 

employees must follow according to the 

direction of the company. This scenario 

proposes a full work from home system 

meaning that the work system is done with a 

remote system, and no one works in the 

office. For IT-based start-up companies 

(Information Technology) this is very 

possible, but for the type of building 

materials companies such as PT. XYZ is 

very difficult. (3) third scenario, the 

company facilitates and the employee 

parties are less supportive. In the third 

scenario is still a good scenario planning, 

because it can still be controlled.  In this 

scenario, a full working system works in the 

office as it did before the pandemic. This 

can be done if pandemic conditions are 

declared over and return to a normal 

situation. (4) the fourth scenario, the 

company does not facilitate and the 

employee does not support. In this scenario 

it is predicted that pandemic conditions will 

not improve so that it will have an impact 

on business processes, resulting in employee 

reductions. Of the four proposed planning 

kenarios, this scenario is the worst-case 

scenario for its impact, both on the company 

and the employee. 

From this study obtained data that 

employee performance is not significantly 

affected by Work from home. Dapat means 

that directly the work from home work 

system does not affect the performance of 

PT XYZ employees. In other words, the 

level of employee performance cannot be 

measured from work from home. But 

companies still need to pay attention to this 

work from home work system, because this 

work system must still be run during the 

covid-19 pandemic still, and as long as the 

government has not determined that this 

pandemic is over and can return to work 

normally. The results of this study do not 

support Susilo’s research (2020) which 

proves that employee performance is 

significantly affected by work from home.   

Work from home has a positive and 

significant effect on job satisfaction, which 

means that with a good work from home 

system it will lead to job satisfaction. 

During the pandemic PT XYZ always pay 

attention to wage payments that are always 

on time, the company always pays attention 

to its employees by providing burdens 

according to employee conditions, and the 

promotion system that is run is also 

perceived by employees has been running 

well. From the supervisor factor and co-

worker support is also very supportive of 

employees during work from home. The 

results of the study in accordance with the 

first research study by Sriyaningsih (2021) 

conducted on 78 respondents explained that 

the work from home variable has a 

significant influence on employee job 

satisfaction. 

The influence of work from home 

also significantly affects work motivation. 

One indicator that has a strong contribution 

to describe the variables of work 

motivation, namely the company statement 

considers the importance of the existence of 

employees when working at home. This 

means that with the application of good 

work from home makes employee work 
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motivation increase. The results of this 

study are in line with research conducted by 

Pristiyono et al (2020) with the results that 

work from home has a significant influence 

in influencing employee motivation. This 

indicates that the better the work from home 

system managed by the company, the higher 

the employee's work motivation. 

Employee performance variables are 

also significantly affected by work 

satisfaction. During work from home 

employee job satisfaction increases as 

previously delivered, and this job 

satisfaction encourages employees to 

increase their performance. This is in 

accordance with the results of research 

conducted by Indrawati (2013) which states 

that job satisfaction has a positive and 

significant effect in affecting employee 

performance. These findings are in line with 

other studies conducted by Triemiaty (2019) 

which showed that employee performance is 

significantly affected by job satisfaction 

variables. 

This study proves that work 

activation does not have a significant 

influence on the performance variables of 

karyawan. These results do not support 

hanafi&yohana research (2017) which states 

that work motivation has a positive and 

significant influence on employee 

performance. Pt XYZ employees are 

currently doing well even though the 

motivation has not been seen significantly, 

meaning if the company can optimize in 

increasing motivation. Employees will 

further improve employee performance; this 

can be seen from employee productivity 

data that does not decrease even when 

working in pandemic conditions.  

The first scenario choice of TAIDA 

analysis can be taken as the most suitable 

lternative to choose from at this time by 

implementing a hybrid working system. 

Because this is more flexible and acceptable 

to both parties and in accordance with the 

current conditions. Furthermore, at the stage 

of strategy implementation in the 

management of employee performance 

through a hybrid work system, following 

steps need to be taken; 

a. Determine which positions will be set for 

hybrid work.  

b. Determine the employee's work location.  

c. Determine the concept of workspace, 

namely coworking space, dedicated desk, 

cubical and closed room. Coworking space 

is a workspace that can be used by positions 

whose work is hybrid (can be done in the 

office or outside the office) or remote 

(entirely outside the office). This workspace 

can be used by co working employees who 

have needs and must be in the office. 

Dedicated desk is a desk used by employees 

who regularly come to the office. A 

workspace that has been dedicated to one 

employee cannot be moved for use by 

another employee. Cubical is a workspace 

that has a barrier for certain positions that 

are confidential such as the section related 

to employee salary data such as payroll, and 

the last closed room specifically for the 

board level. 

d. To analyze compensation and benefits, 

for employees assigned with a hybrid 

system will certainly have different 

compensation. Transportation benefits are 

only given to coworking (sales) and 

dedicated employees because they are 

considered to still require transportation 

costs to the office or visit business partners 

and stores. Internet credit allowance is only 

given to coworking employees (non-sales) 

because they work outside the office (home) 

and do not get internet facilities from the 

office. As for the allowance of eating and 

communication there is no change, it is still 

given as is.  

e. And lastly is the application of 

technology applications to facilitate new 

work systems, namely with the use of 

Human Resources Information System 

features that have been integrated with the 

system of absenteeism, payroll, performance 

assessment and employee development. 

 

CONCLUSION 

Of the five hypotheses tested, three 

hypotheses were accepted, namely the 
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influence of work from home on job 

satisfaction, the influence of work from 

home work motivation and the influence of 

job satisfaction on employee performance. 

Two hypotheses are rejected, namely the 

influence of work from home on employee 

performance and the influence of work 

motivation on employee performance. 

Of the two indirect lines of 

influence, only one path has a significant 

effect, namely the influence of work from 

home on employee performance mediated 

by job satisfaction. This means that job 

satisfaction becomes a mediator variable of 

work from home in affecting employee 

performance. While work motivation does 

not become a mediator variable work from 

home variables in affecting employee 

performance. In total the sum of direct and 

indirect influences, for the influence of 

work from home on employee performance 

is significant, which means work from home 

will have a significant effect if there are 

other variables that affect it. 

One of the scenarios of managing 

employee performance that can be applied 

by the company in this work from home era 

is to implement a work system hybrid which 

is a work system that combines work from 

home, co-working and on-site systems. 

With this strategy will be more easily 

accepted by both employees and companies.  

In implementing a hybrid work 

system, an assessment is needed to be made 

into the company about system readiness, 

infrastructure and employee readiness so 

that it can run well. 

The scope of this study is limited to 

the influence of work from home on job 

motivation, job satisfaction and employee 

performance. The results of this study are 

more directed to companies with office 

work systems with non-shift work systems 

as well as parts of work that are not related 

to production that must operate for 24 hours. 

Further research advice can conduct 

a study of the impact of work from home on 

other factors such as work life balance, 

where with the work from home work 

system can cause employees to feel 

exhausted because there is no barrier 

between office work and daily home 

activities. 
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