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Abstract

This research is to analyze the impact of information and communication technology (ICT) on job satisfaction
levels, and to explore the role of work-family balance (WFB) as a mediating variable. In this study, ICT is measured
using two variables: ICT job demand and ICT job resource. The research was conducted at General Hospital of
Sultan Iskandar Muda (RSUD-SIM) in Nagan Raya Regency and involved 167 respondents. Data were analyzed
using the PLS-SEM approach. The results indicate that ICT job demand does not influence WFB or job satisfaction.
In contrast, the ICT job resource significantly affects both WFB and job satisfaction. Furthermore, WFB has a
noteworthy impact on job satisfaction. Additionally, the findings reveal that ICT job demand does not indirectly
affect job satisfaction through WFB. Conversely, there is a significant indirect contribution of ICT job resource to
job satisfaction through WFB.
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1. Introduction

Job satisfaction is an essential aspect of our working lives, impacting not only how we perform but also the overall
results we achieve together. When employees feel positive about their work, it reflects their personal evaluation and
fulfillment, contributing to a healthier and more motivated workplace (Robbins & Judge, 2022). Employee job
satisfaction is linked to effective work performance, positive work values, high enthusiasm for work, good attendance,
and minimal fatigue in the workplace (Hang-Yue Ngo et al., 2009; Nanjundeswaraswamy, 2019). Employees who are
satisfied with their work find it easier to innovate, develop, and bring positive changes to their organization
(Mwesigwa et al., 2020). In the course of time, Information and Communication Technology (ICT) has become a
factor that can influence job satisfaction. ICT is a term for various communication tools and applications such as
mobile phones, computers, networks, software, the internet, satellites, and others (Schiliro & Choo, 2016). ICT plays
an important role in enhancing an individual's job satisfaction (Sarti & Torre, 2019). Due to the development of ICT,
the world of work has undergone significant changes, especially in the way employees perform tasks and interact
within the organizational environment.

ICT worldwide continues to evolve, encompassing various aspects of life. To study the use of ICT in an
organization and its impact on job satisfaction, the Job Demand-Resource (JD-R) theory developed by Demerouti et.
al. (2001) is used as the main framework. This theory analyzes the impact of ICT from the perspective of job demands
and resources. Job demand through ICT puts pressure on individuals to always be responsive, such as answering
emails, phone calls, and text messages at the workplace, and encourages continuous active communication (Atanasoff
& Venable, 2017; Barber & Santuzzi, 2015; Ninaus et al., 2021). Unlike Job demand, which is usually considered
negative, ICT Job resources are generally regarded as positive. According to Day, Scott, and Kelloway (2012), ICT
Job resources are tools that support work and enhance individual capabilities. Previous studies have shown that the
ICT Job resource is capable of changing work methods. For example, most in-person meetings can be replaced with
virtual ones. With ICT, employees and companies remain connected. (Kniffin et al., 2021) ICT also helps improve
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flexibility, productivity, and efficiency in the workplace (Ninaus et al., 2015; Ter Hoeven & Van Zoonen, 2015).
Additionally, the ICT Job resource provides access anywhere and anytime (Day et al., 2012; Ninaus et al., 2021).

Research on work-family balance (WFB) has been increasingly conducted in recent years. Previous study
findings revealed that significantly WFB influences job satisfaction (Fan, 2018; Qiu & Dauth, 2022; Rahman & Ali,
2021). WFB also serves as a mediator in the relationship among job demand, resources, and job satisfaction (Sharon &
Meilani, 2023). WFB can also be understood as a comprehensive evaluation of whether the resources possessed by
workers and families are sufficient to meet the demands in both areas, thereby enabling effective participation.
(Voydanoff, 2005; Yucel, 2021). In this study, WFB is considered a mediating variable that needs to be taken into
account.

General Hospital of Sultan Iskandar Muda (RSUD-SIM) is one of the healthcare institutions managed by the
Regional Government of Nagan Raya Regency. This institution plays an important role in providing healthcare
services to the community. In the ever-evolving work dynamics due to advancements in information and
communication technology, this hospital becomes a relevant place to study how the use of technology and
communication patterns within the organization affects employee job satisfaction. The research subjects are civil
servants (PNS) who are currently working at RSUD-SIM. At RSUD-SIM, there is a phenomenon where the use of
ICT in the workplace has not fully provided a consistently positive impact on employees. The descriptive analysis
shows that the ICT Job demand has the highest average compared to other variables, which is 3.48. This reveals that
employees have a relatively high perception of the pressure and workload due to the use of ICT. The highest
indicators are in the statements, "Information and communication technology creates more work, so we have to work
longer", and "I find it difficult to manage various information and communication technologies,” each with an average
of 3.60. Meanwhile, the lowest indicator is "'l expect the ICT capabilities of RSUD-SIM to be stable" with an average
of 3.26. This indicates doubts about the reliability of the ICT system. Employees' perceptions of the benefits of using
ICT show an overall average of 3.21, which indicates a fairly high assessment. The highest-rated indicator is "ICT
provides stable access to work and up-to-date information at all times" (3.41), while the lowest-rated indicator is "ICT
increases my productive capacity at work" with an average of 2.99. This reflects some employees' doubts about the
effectiveness of ICT in enhancing productivity.

The WFB variable has an overall average of 3.20. The highest indicator is the statement "I have control over my
time in meeting Job demand without sacrificing family responsibilities” with an average of 3.43, while the lowest
value is found in the indicator "I have enough opportunities to work well while also fulfilling responsibilities at home"
with an average of 2.96. This indicates that although the WFB is generally maintained, there are still limitations in
performing both roles optimally. Meanwhile, employee job satisfaction is at an average of 3.12, indicating a sufficient
level of satisfaction, but not optimal. The highest score is found in the indicator "My job allows for development and
provides satisfying achievements” (3.42), while the lowest score is found in the indicator "There are clear
opportunities for promotion or advancement in the workplace" (2.60). This indicates that the aspect of career
development remains a weak point that needs to be improved.

Overall, this phenomenon shows that although ICT plays a role in facilitating work, its other side also exerts
significant work pressure, disrupts the balance between work and family, and affects employee job satisfaction.
Therefore, hospital management needs to take strategic steps to manage digital workload, ensure the ICT system runs
smoothly, and strengthen the employee reward and career development system. From the above exposition, this study
tries to see the ICT influence on job satisfaction, through the mediation of WFB.

2. Literature

2.1. Job Satisfaction

Job satisfaction is the positive feeling that a person has towards their job, which comes from the evaluation of various
aspects of the job and work experience. According to Robbins & Judge (2022), job satisfaction is a pleasant emotional
expression, influenced by the evaluation of the job, the fit between the individual and the organization, and the
difference between expectations and the actual outcomes. Some experts also emphasize the role of work experience,
fit with the organization, and the difference between expected outcomes and actual results (Gheitani et al., 2019; Putra
et al., 2023; Rezaei, 2016; Robbins & Judge, 2022; Saha & Kumar, 2018). From various definitions, it is concluded
that job satisfaction is a person's positive evaluation of their job, influenced by various aspects of the job, work
experience, fit with the organization, and the difference between expected outcomes and actual outcomes. To measure
it, Robbins & Judge (2022) suggest several indicators such as job type, required skills, supervision, salary, promotion
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opportunities, work culture, and coworker relationships. Ingsih et al. (2020) added indicators such as satisfaction with
supervision, management, and career development. According to Scandura (2019), job satisfaction indicators include
remuneration, promotion, supervision, coworker relationships, and the nature of the job itself. In this study, the job
satisfaction indicators used refer to Scandura (2019), as they are considered most suitable for the characteristics of
employees at RSUD-SIM.

2.2. ICT Job Demand

Job demand is defined as task aspects that require sustained physical or psychological effort, potentially leading to
certain physiological and psychological costs (Demerouti et al, 2017). Day, Scott, & Kelloway (2012) added that Job
demand, especially those related to Information and Communication Technology, has the potential to cause stress for
workers. According to Zhang & Duan (2023), indicators of Job demand include time demands and personal life, such
as the frequency of overtime work and work-life balance. Meanwhile, resources can consist of relational resources
(interactions with colleagues), task resources (freedom in performing work), and organizational resources
(opportunities for career development). Lanos-Contreras et al. (2023) state that work and family demands can be
measured through indicators such as the support provided, workload, and feelings of insecurity. Meanwhile, Ninaus et
al. (2021) identified work demand indicators using ICT that include time pressure, the necessity to be available at any
time, disruptions occurring in work, workload, job scope, and task difficulty level. For ICT resources, the indicators
include ease of communication, efficiency in completing tasks, work productivity, innovation, and access flexibility.
From the previously mentioned research, this study uses the indicators of ICT Job demand and ICT Job resource
developed by Ninaus et al. (2021), as they are deemed most suitable for the research focus related to perceptions of the
use of information and communication technology in the workplace.

2.3. ICT Job resource

Job resource refers to various aspects of work that are physical, psychological, social, or organizational in nature,
contributing to achieving work goals, reducing work burden, physiological and psychological costs, and promoting
individual growth and development (Bakker & Demerouti, 2017). In the context of ICT, the ICT Job resource refers to
the benefits of ICT perceived in work and capable of helping employees complete tasks as well as enhancing personal
learning and growth (Ninaus et al., 2021). According to Demerouti in Zhang & Duan (2023), Job resources also
include factors that provide support, such as a good work environment, social support, fair compensation, and job
security. These factors help achieve work goals, reduce pressure, and promote employee growth. In this study, the
measurement of ICT Job demand and ICT Job resource refers to the indicators developed by Ninaus et al. (2021), as
they are considered most relevant to the research context regarding perceptions of the use of information and
communication technology in the workplace.

2.4.  Work-Family Balance

Work-family balance (WFB) is defined as an individual's assessment of the extent to which work and family demands
can be effectively and equitably met. Voydanoff (2005) states that balance occurs when the resources from work and
family are sufficient to meet the demands of both. Grzywacz and Carlson (2021) emphasize that balance is achieved
when the negotiated and agreed-upon expectations in work and family roles are met. Greenhaus & Allen view it as a
personal assessment of success in fulfilling the two roles according to the values and standards held. Meanwhile,
Frone adds that balance also means low conflict between roles and high enrichment between the two roles. Based on
various definitions, it concludes that WFB encompasses effectiveness, satisfaction, and harmony between work and
family roles, with low levels of conflict and adequate support from the environment. To evaluate the WFB,
researchers have designed several indicators. According to Ruizalba et al. (2016), the indicators used include: the
manager's understanding of employee needs, the manager's support in task delegation, and the employee's ability to
achieve a balance between work and family. On the other hand, Rahmawati et al. (2022) offer indicators such as
negotiation skills, role equality, satisfaction with expectations from superiors and family, and positive feedback. This
study adopts the indicators from Valcour (2007) that are considered most relevant, namely: Time management,
Attention allocation, Role harmonization, and Availability of opportunities.

2.5. Hypothesis

Previous research has demonstrated several causal relationships. This study builds several hypotheses based on these
findings, as follows.

Hypothesis 1: Significantly ICT Job Demand influences Job Satisfaction

For hypothesis 1, this study perceived that the high ICT Job demand can possibly decrease job satisfaction by
increasing workload, extending working hours, and disrupting WFB. This triggers fatigue, stress, and employee
dissatisfaction. This is consistent with previous studies that show a negative relationship between ICT demands and
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job satisfaction (Ndengu & Leka, 2022; Zhang & Duan, 2023). This relates to why the organizations need to pay
attention to the psychosocial impact of ICT use in the workplace.

Hypothesis 2: Significantly ICT Job Demand Influences WFB

Although ICT provides work flexibility, high ICT Job demand can cause role conflict and disrupt the WFB. This
research notes that ICT Job demand is negatively related to WFB, whereas ICT Job resource has a positive
relationship. WFB also acts as a mediator between ICT demands/resources and job satisfaction (Landolfi & Lo Presti,
2022; Ninaus et al., 2021; Sarwar et al., 2021).

Hypothesis 3: Significantly ICT Job Resource Influences Job Satisfaction

The availability of adequate ICT resources, such as devices, training, and technical support, plays a crucial role in
enhancing job satisfaction. Good ICT infrastructure supports productivity, reduces work pressure, and makes
employees feel more competent and supported. This is in line with the studies by Ndengu & Leka (2022), Zhang &
Duan (2023), and Yeh (2015), which affirm that the quality of work resources, including ICT, contributes to job
satisfaction. Therefore, investing in an ICT Job resource becomes an important strategy for organizations.

Hypothesis 4: Significantly ICT Job Resource Influences WFB

ICT Job resource, such as easy access and work flexibility, can enhance the balance between work and family. This is
in line with studies that show a positive perception of ICT Job resource contributes to better WFB (Landolfi & Lo
Presti, 2022; Ninaus et al., 2021; Sarwar et al., 2021).

Hypothesis 5: Significantly WFB Influences Job Satisfaction

The WFB directly affects job satisfaction, where employees who can maintain this balance are usually more satisfied
at work. This is in line with previous studies that show WFB also serves as a mediating variable for job satisfaction
(Pattusamy & Jacob, 2016; Qiu & Daututh, 2022; Rahman & Ali, 2021; Raza et al., 2018).

Hypothesis 6: Significantly WFB Mediates the ICT Job Demand Influence on Job Satisfaction

High work demands due to the use of ICT in the workplace can negatively impact WFB. Challenges such as the need
to always be connected, pressure to respond immediately, and an ever-increasing workload can trigger conflicts
between professional and personal roles. This has the potential to decrease job satisfaction. In this context, WFB acts
as a mediator that can reduce the negative impact of ICT job demand on job satisfaction. That means, if someone can
maintain a balance between work and family, the negative impact of ICT-based work demands can be minimized
(Landolfi et al., 2021; Ndengu & Leka, 2022; Ninaus et al., 2021; Sarwar et al., 2021; Yeh, 2015; Zhang & Duan,
2023).

Hypothesis 7: Significantly WFB Mediates the ICT Job Resource Influence on Job Satisfaction

Unlike work demands, the availability of ICT job resource, such as good information systems, technology training,
and adequate digital infrastructure, can actually increase job satisfaction. These resources enable employees to work
more efficiently, flexibly, and productively. As a result, the balance between work and family life also improves. In
this case, the WFB serves as a mediator that strengthens the relationship between ICT job resource and job
satisfaction. When this balance is maintained, the benefits of ICT job resource become more optimal for enhancing
well-being and job satisfaction (Landolfi et al., 2021; Ndengu & Leka, 2022; Ninaus et al., 2021; Sarwar et al., 2021;
Yeh, 2015; Zhang & Duan, 2023).

2.6. Research Framework
This study framework is shown in Figure 1 as follows:
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Figure 1. Study Framework

3. Method

This study employs an explanatory research method to analyze a situation or problem by examining the cause-and-
effect relationships among the variables under investigation (Saunders et al., 2019). The target population includes all
civil servants at RSUD-SIM, comprising a total of 175 individuals. These employees are categorized into various
groups: medical personnel, paramedical personnel, medical support personnel, other health personnel, and non-health
personnel. Out of the 175 questionnaires distributed, 167 were returned and deemed suitable for further analysis. The
techniques employed for data collection include surveys, which consist of administering questionnaires to participants,
as well as observation.

To analyze the data, Partial Least Squares-Structural Equation Modeling (PLS-SEM) was utilized. This
approach was selected due to its ability to simultaneously evaluate the relationships between latent constructs within a
complex model, its suitability for exploratory and predictive research even with relatively small sample sizes, and its
flexibility regarding data distribution requirements. According to Hair et al. (2019), this method is effective for
handling models with many indicators and complex relationships between latent variables. The reasons for choosing
SEM-PLS in this study include: a relatively small sample size, non-normally distributed data, the predictive nature of
the model, and the complexity of the model involving many constructs and indicators.

The approach used in this study is quantitative descriptive analysis based on the research framework that has
been created. To measure variables in the study, a five-point Likert scale was used, namely 1 for strongly disagree, 2
for disagree, 3 for neutral, 4 for agree, and 5 for strongly agree. This scale was used to determine respondents'
attitudes and opinions towards the social phenomena being studied. This scale was created to determine the extent to
which respondents agree with the statements presented (Uma Sekaran & Roger Bougie, 2017). There are two types of
statements: Favorable (questions with a positive connotation) and Unfavorable (questions with a negative
connotation). Favorable is used to measure Job Satisfaction, ICT Resources, and WFB. Meanwhile, Unfavorable is
used specifically to measure ICT Work Demands.

4. Result

4.1. Respondent Characteristics

The characteristics of the respondents involved are based on gender, age, marital status, highest education level, and
length of employment. The description of the characteristics is shown in Table 1 below.

Table 1. Respondent Characteristics

No. Characteristics Frequency | Percentage (%)
1 Gender:
Male 37 22.20%
Female 130 77.80%
TOTAL 167 100%
2 Age of Respondents:
20 — 30 years 16 9.60%
31 — 40 years 44 26.30%
41 — 50 years 69 41.30%
> 50 years 38 22.80%
TOTAL 167 100%
3 Marital Status:
Single — -
Married 163 97.60%
Divorced 4 2.40%
TOTAL 167 100%
4 Last Education Level:
Senior High School 4 2.40%
Diploma/Academy 93 55.70%
Bachelor’s Degree 68 40.70%
Postgraduate Degree 2 1.20%
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No. Characteristics Frequency | Percentage (%)
TOTAL 167 100%

5 Length of Employment:
<3 Years 22 13.20%
3 -5 Years 41 24.60%
510 Years 57 34.10%
> 10 Years 47 28.10%
TOTAL 167 100%

A total of 167 people involved in this study stated that they use Information and Communication Technology
(ICT) in the hospital work environment, as shown in Table 2 above. The majority of research participants were
women, approximately 77.8%, reflecting the dominance of women in healthcare services. Based on age, the majority
of participants were in the 41-50 age range (41.3%), followed by the 31-40 age group (26.3%) and those over 50
(22.8%). Meanwhile, participants aged 20-30 were only about 9.6%. This indicates that the study participants
primarily consisted of employees who were already quite mature, typically with complex work experience and family
responsibilities, allowing them to assess the WFB well. In terms of marital status, almost all participants were married
(97.6%), indicating that the WFB variable is highly relevant in this study. Based on their highest level of education,
the majority of participants are Academy/Diploma graduates (55.7%) and Bachelor's degree holders (40.7%). This
indicates that the participants have a secondary to higher education level, enabling them to effectively understand and
operate ICT in their work. In terms of work duration, more than half of the participants have been working for over
five years. The breakdown of work duration is as follows: 34.1% have been working for 5-10 years, and 28.1% have
been working for over 10 years. This means that most participants have sufficient experience in facing challenges at
work, using ICT, and balancing work and family responsibilities.

4.2.  Outer Model

The outer model test is conducted to evaluate the validity and reliability of the indicators used to measure latent
constructs in the study model. This test is important to ensure that each indicator in the questionnaire accurately and
consistently describes the construct, in accordance with the number of participants analyzed. In SEM-PLS analysis,
the measurement model is evaluated based on several key indices. Composite reliability (CR) is used to measure the
internal consistency of a structure. The ideal CR value is 0.7-0.9. Values below 0.6 are considered low, but
multicollinearity can be present above 0.9. External Load assesses the contribution of indicators to a component. A
value > 0.7 is recommended, while a value between 0.4 and 0.7 is still acceptable under certain conditions, and a value
< 0.50 indicates that the construct can explain most of the variance in the indicators. HTMT (heterotrait-monotrait
ratio) is used to assess discriminant validity, with values < 0.85 (narrow), < 0.90 (conservative), and -1 to 1 (liberal)
considered valid. Additionally, a structural model test result is shown in Figure 2 below.
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Figure 2. Structural Test Result

4.2.1. Validity Test
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This study conducted a validity test using the outer loading method, convergent validity (AVE), discriminant validity
(Fornell-Lacker), HTMT, and cross-loading. The following is an explanation of outer loading in this study, which is
shown in Table 2 below.

Table 2. Outer Loading

Variable EESITEE) Outer Loading

Item

JD1 0.813

JD 2 0.659

JD 3 0.649

ICT Job Demand D4 0.816

JD5 0.784

JD 6 0.707

JR1 0.756

JR2 0.744

JR3 0.809

ICT Job resource R4 0771

JR5 0.743

JR 6 0.747

WFB 1 0.663

WFB 2 0.708

WFB WFB 3 0.748

WFB 4 0.798

WFB 5 0.670

JS1 0.719

JS?2 0.803

Job Satisfaction JS3 0.792

JS 4 0.734

JS5 0.763

From the data in Table 2, the outer loading test results for all convergent validity criteria have been met by the
variables. Most indicators have outer loading values above 0.70, indicating that these indicators significantly
contribute to their respective structures. Some indicators have values slightly below 0.70, specifically for the variable
ICT Job demand (indicator 2 at 0.659 and indicator 3 at 0.649) and for the variable WFB (indicator 1 at 0.663 and
indicator 5 at 0.670). Although the value is below 0.70, it is still acceptable. Thus, the measurement model is
considered suitable to proceed to the next analysis stage. Additionally, a description of the Average Variance
Extracted (AVE) in this study can be found in Table 3 below:

Table 3. AVE
Variable AVE
Job Satisfaction 0.517
WFB 0.582
ICT Job resource 0.581
ICT Job Demand 0.550

Table 3 shows an AVE > 0.50, which means that each construct has met the criteria for convergent validity. The
job satisfaction has an AVE of 0.517, meaning that more than 50% of its indicator variances can be explained by this
construct. The WFB variable also has an AVE value of 0.582, indicating that its indicators can well represent the
construct.

Furthermore, the Fornell-Lacker test results are shown in Table 4 below.

Table 4. Fornell Lacker

. Job ICT Job ICT Job
YRR Satisfaction A Resource | Demand
Job Satisfaction 0.719
WFB 0.713 0.763
ICT Job resource 0.653 0.696 0.762
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. Job ICT Job ICT Job
Variable Satisfaction s Resource | Demand
ICT Job Demand 0.139 0.224 0.197 0.741

Fornel Lacker analysis shows a strong positive relationship between job satisfaction and WFB (r = 0.713) and
ICT Job resource (r = 0.653). Conversely, ICT Job demand only has a weak relationship with Job Satisfaction (r =
0.139). WFB is also strongly related to the ICT Job resource (r = 0.696), indicating that ICT support plays an
important role in maintaining employees' life balance. However, the relationship between ICT Job demand and WFB
(r = 0.224) and ICT Job resource (r = 0.197) is weak, suggesting that ICT-based job demand does not significantly
affect these two variables.

As for the results of discriminant validity testing using the HTMT values between constructs in the study model,
it is shown in Table 5 below:

Table 5. HTMT
. Job ICT Job ICT Job
Variable Satisfaction WFB resource Demand
Job Satisfaction
WFB 0.887
ICT Job resource 0.788 0.822
ICT Job Demand 0.175 0.233 0.231

From the results of the HTMT analysis, a very strong relationship was found between Job Satisfaction and WFB
(HTMT = 0.887), indicating a close connection between the two variables. The ICT Job resource also showed a strong
relationship with Job Satisfaction (HTMT = 0.788) and WFB (HTMT = 0.822), demonstrating the role of technology
in supporting satisfaction and WFB. Meanwhile, ICT Job demand only showed a weak relationship with the other
three constructs, with an HTMT value below 0.25, indicating a low impact on other variables in the model.

Furthermore, the discriminant validity values for cross-loadings are shown in Table 6 below.

Table 6. Cross Loadings

. Job ICT Job ICT Job
Indicator Satisfaction WFB resource Demand
JD.1 0.072 0.141 0.183 0.813
JD.2 0.130 0.197 0.047 0.659
JD.3 -0.021 0.048 0.030 0.649
JD.4 0.096 0.130 0.141 0.816
JD.5 0.131 0.222 0.218 0.784
JD.6 0.082 0.114 0.179 0.707
JR.1 0.553 0.522 0.756 0.130
JR.2 0.424 0.475 0.744 0.188
JR.3 0.565 0.629 0.809 0.156
JR.4 0.433 0.487 0.771 0.162
JR.5 0.467 0.503 0.743 0.147
JR.6 0.515 0.541 0.747 0.124
JS.1 0.663 0.411 0.426 0.030
JS.2 0.708 0.546 0.487 0.036
JS.3 0.748 0.551 0.532 0.109
JS.4 0.798 0.591 0.523 0.142
JS.5 0.670 0.431 0.348 0.188
WFB.1 0.525 0.719 0.586 0.139
WFB.2 0.538 0.803 0.521 0.178
WFB.3 0.531 0.792 0.542 0.139
WFB.4 0.587 0.734 0.510 0.218
WFB.5 0.532 0.763 0.487 0.177
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The cross-loading analysis shows that all indicators have the highest loading values on their respective
constructs, but do not have a significant correlation with other constructs. The indicators for ICT Job demand (0.659-
0.816), ICT Job resource (0.743-0.809), Job Satisfaction (0.663-0.798), and WFB (0.719-0.803) have good
convergent and discriminant validity, so they are declared valid in measuring their respective constructs.

4.2.2. Reliability Test
The reliability test result is shown in Table 7 below:

Table 7. Reliability Test

. Cronbach's Co_mp_o_s ite Co_mp_o_site

Variable alpha reliability reliability
(rho_a) (rho_c)

Job 0.766 0.777 0.842
Satisfaction ' ) '
WFB 0.82 0.819 0.874
ICT ~ Job | 556 0.86 0.893
resource
ICT ~ Job | 643 0.852 0.879
Demand

Table 7 explains all constructs have Cronbach's Alpha, rho_A, and Composite Reliability above 0.70, indicating
that they are internally consistent and reliable. Job Satisfaction (o = 0.766), WFB (o = 0.820), ICT Job resource (a =
0.856), and ICT Job demand (a = 0.843) all met the construct reliability standards. Thus, these indicators are
considered reliable in measuring each of the variables being measured.

4.3. Inner Model
4.3.1. Multicollinearity Test

The multicollinearity test result is shown in Table 8 below.

Table 8. Multicollinearity Test

Variable Indicator VIF
JD1 3.07
JD 2 1.485
JD 3 2.018
ICT Job Demand D4 3959
JD5 2.355
JD 6 2.011
JR1 1.702
JR2 2.191
JR3 2.018
ICT Job resource R4 5962
JR5 1.721
JR6 1.908
JS1 1.336
JS2 1.375
Job Satisfaction JS3 1.502
JS 4 1.841
JS5 1.549
WFB 1 1.544
WEFB 2 1.957
WFB WFB 3 1.881
WFB 4 1.501
WFB 5 1.693
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Analysis shows that there is no multicollinearity issue between indicators in the model; all VIF values are below
the maximum threshold of 5.00. The highest VIF values are found in indicators JD. 4 (3.259) and JD. 1 (3.070) within
the construct of ICT job Demand, but they are still within acceptable limits. For the constructs of ICT job resource
(1.702-2.262), Job Satisfaction (1.336-1.841), and WFB (1.501-1.957), the relationships between indicators also
remain stable, and no multicollinearity distortion occurs.

4.3.2. Hypothesis Testing for Direct Effects
The structural test using SEM-PLS was conducted with the bootstrap technique. The direct effect test result is shown
in Table 9 below:

Table 9. Direct Effect Hypothesis

No. Hypothesis Original Mean Std. T-stat P Result
sample deviation

Hy | CT Job Demand ->1 4535 | 0025 |0.062 |0570 | 0569 | Insignificant
Job Satisfaction

ICT Job demand

>

H2 WEB 0.090 0.103 0.063 1.443 0.149 | Insignificant

pg | ICT Job resource -> | o, 0311 |0.083 |3704 |0.000 | Significant
Job Satisfaction

H4 \',SEBJOb fesource > 9 678 0.676 | 0.054 12.461 | 0.000 | Significant

Hs | WFB > Job 50y 0502 |008 [5961 |0.000 | Significant

Satisfaction

H1: ICT Job Demand on Job Satisfaction

The test result shows that the direct influence of ICT job demand on job satisfaction is not significant, with t-statistic
0.570, and p 0.569 (> 0.05). This indicates that the high ICT job demand does not directly affect employee job
satisfaction.

H2: ICT Job demand on WFB

The test result shows that the direct influence of ICT job demand on WFB is not significant, with the t-statistic 1.443
and p 0.149 (> 0.05). This shows that the increase in ICT job demand is not strong enough to directly influence the
perception of WFB.

H3: ICT Job Resource on Job Satisfaction

The result shows that the ICT job resource positively significantly affects job satisfaction, with t-statistic 3.704 and p
0.000. This concludes that the better the availability and support of ICT infrastructure, the higher the employees' job
satisfaction.

H4: ICT Job resource on WFB

The relationship between the ICT Job resource and WFB is also positive and highly significant, with t-statistic 12.461
and p 0.000. This indicates that adequate ICT support significantly contributes to helping employees maintain a
balance between work and family responsibilities.

HS5: WEB on Job Satisfaction
The WFB is proven to have positively significantly influence on job satisfaction. The t-statistic 5.961, and p 0.000,
indicate that the more balanced an employee's work-family, the higher their job satisfaction. Thus, these results
revealed that the existence of WFB is an important predictor in determining job satisfaction, as is the ICT job resource
in this study model, while ICT-based job demand, although theoretically relevant, does not show a significant direct
influence on job satisfaction.

4.3.3. Hypothesis Testing for Indirect Effects
The indirect effect hypothesis results are shown in Table 10 below, followed by the descriptions.
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Table 10. Indirect Effect Hypothesis

No. Hypothesis gzl Mean S.td'. T-stat P Result
sample deviation

ICT Job demand

H6 | -> WFB -> Job | 0.046 0.052 0.033 1.386 0.1660 | Insignificant
Satisfaction
ICT Job resource

H7 | -> WFB -> Job | 0.344 0.338 0.06 5.733 0.0000 | Significant
Satisfaction

H7: WEB Mediation on ICT Job Demand Effect on Job Satisfaction

The indirect effect of ICT Job demand on job satisfaction through WFB is proven to be insignificant, with t-statistic
1.386, and the p 0.166 (> 0.05). This proves that WFB does not mediate significantly the impact resulting from ICT
job demand on job satisfaction.

H7: WEB mediation on ICT Job Resource effect on Job Satisfaction

The ICT job resource influence on job satisfaction through WFB is proven to have a positive and significant effect,
with a t-statistic 5.733 and p 0.000. This proves that WFB mediates significantly the impact resulting from ICT job
resource on job satisfaction.

4.3.4. Goodness and Fit

Square (R?)
A description of the R Square for this study is shown in Table 11 below:

Table 11. R Square

Variable R-square | Adj. R-square
Job Satisfaction | 0.557 0.549
WFB 0.492 0.485

The analysis results show that the job satisfaction variable has an R-squared 0.557, meaning that 55.7% of its
variability can be explained by WFB, ICT job resource, and ICT job demand, while the remaining 44.3% is influenced
by factors outside the model. Meanwhile, WFB has an R-squared 0.492, which means that 49.2% of its variance is
explained by ICT Job resource and ICT Work Demands, and the remaining 50.8% by external factors.

The small difference between the R-squared and adjusted R-squared values for both variables indicates that the
model is statistically stable and does not suffer from overfitting. Overall, the obtained R-squared values fall into the
moderate to strong category, reflecting that the structural model has good explanatory power for the endogenous
variables.

Q-Square (Q2) Predict
The description of Q2 Predict is shown in Table 12 below:
Table 12. Q2 Predict

Variable Q?predict | RMSE | MAE
Job Satisfaction | 0.404 0.781 | 0.597
WFB 0.473 0.736 | 0.563

Analysis shows that the Q2 for Job Satisfaction is 0.404 and for WFB is 0.473. This indicates that the model has
the ability to predict both variables well, ranging from fairly good to high. Additionally, the low RMSE and MAE
values (RMSE for Job Satisfaction = 0.781; MAE = 0.597 | RMSE for WFB = 0.736; MAE = 0.563) indicate that the
model's prediction error rate is small. Thus, this model is considered accurate and can be used as a basis for relevant
decision-making and policy development.

SRMR (Standardized Root Mean Square Residual)
A description of SRMR is shown in Table 13 below:
Table 13. SRMR
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Saturated | Estimated
model model
SRMR 0.083 0.083

An SRMR value of 0.083 indicates that the structural model is within acceptable tolerance limits, although not
perfect. This means the model can be considered quite consistent with the data, and there are no significant
discrepancies between the model's covariance matrix and the actual data's covariance matrix.

PLS-Predict

The analysis results show that all indicators for job satisfaction and WFB have positive Q2 Predict values, meaning the
model has adequate predictive ability. The indicators with the highest Q2 Predict values are WFB. 1 (0.321), JS. 3
(0.269), and WFB. 3 (0.277), while the lowest value is found in JS. 5 (0.101), but it is still above zero. Additionally,
the RMSE and MAE values for the PLS-SEM model were lower than those for the comparison models (LM and 1A).
This indicates that PLS-SEM has better predictive accuracy and is superior in predicting indicator values.

CVPAT (Cross-Validated Predictive Ability Test)

The analysis results show that compared to the LM model, the PLS model has lower prediction error values (loss) for
both Job Satisfaction and WFB variables, and overall. For Job Satisfaction, PLS loss is 0.452, which is lower than LM
(0.476), with a p-value of 0.059, which is approaching significance at the 10% level. For WFB, the difference in loss
is small and not significant (p = 0.463), indicating relatively balanced performance. Overall, the PLS loss (0.394) was
also lower than LM (0.409), with a p-value of 0.080, indicating that PLS was practically superior in prediction
accuracy, although not statistically significant at the 5% level. Thus, PLS tends to be better at prediction accuracy
compared to conventional linear models.

4.3.5. Discussion and Analysis

ICT Job Demand on Job Satisfaction (H1 rejected)

The result shows that the ICT Job demand influence on job satisfaction is not significant. This means that job demand
from the use of ICT, such as always having to be online, answering messages outside of working hours, or learning
new systems, does not lead to a significant impact on employee job satisfaction. This result is inconsistent with
previous research showing that job demand can reduce job satisfaction (Ndengu & Leka, 2022; Zhang & Duan, 2023).
Other factors that possibly can influence this result are employees' positive perception of the benefits of technology,
support from colleagues, or good work management.

ICT Job Demand on WEB (H2 rejected)

The result shows that the ICT job demand influence on WFB is not significant. This indicates that although there is a
possibility of ICT job demand disrupting WFB, in this study, the changes in ICT demand will not impact or change
WEFB.. This result is inconsistent with previous research showing that ICT Job demand is negatively correlated with
WFB (Landolfi & Lo Presti, 2022; Ninaus et al., 2021; Sarwar et al., 2021). Some things that might cause this are the
hospital's work culture, which is already accustomed to using ICT systems, or the employees' self-adjustment
strategies to manage the boundaries between work and family life. Employees might already have ways to balance
work and personal life, such as setting offline hours, support from family, or good time management.

ICT Job Resource on Job Satisfaction (H3 accepted)

The result reveals that ICT job resource positively significantly influences job satisfaction. This research aligns with
Ndengu & Leka (2022), Zhang & Duan (2023), and Yeh (2015), who indicate that information technology, when used
effectively and supported by adequate training, can be an important resource. This technology not only doesn't
increase workload, but actually improves work output and employee happiness. This shows that the availability of ICT
infrastructure and support, such as hardware, software, stable internet connections, and training, can improve the
comfort and effectiveness of employee work. This result also aligns with the Job Demand-Resource (JD-R) theoretical
model developed by Bakker & Demerouti (2017), which states that job satisfaction can increase if employees have
access to Job resources that support their tasks. When employees have access to technology that makes their tasks
easier, they feel more capable of completing their work efficiently, thus increasing their job satisfaction.

Rommy Rahmad Sahputra, IJSRM Volume 13 Issue 09 September 2025 EM-2025-9678




ICT Job Resource on WFB (H4 accepted)

The result reveals that the ICT Job resource positively significantly influences WFB. This means that easy access to
technology helps employees manage their time and work location according to family needs. This finding supports the
view that using flexible work devices, such as laptops and gadgets, can help employees complete tasks without
sacrificing time with family (Landolfi & Lo Presti, 2022; Ninaus et al., 2021; Sarwar et al., 2021). In hospitals, access
to medical information systems, remote work applications, and internal communication platforms is very helpful for
employees to manage their work and family roles simultaneously. In other words, the appropriate use of technology
not only improves efficiency but also enhances the quality of life for employees, especially in maintaining a balance
between work and personal life.

WEB on Job Satisfaction (H5 accepted)

The research results indicate that WFB positively significantly influences job Satisfaction, with a t-statistic of 5.961
and a p-value of 0.000. This means that the more balanced employees feel between their personal and work lives, the
more satisfied they are with their jobs. This finding supports the WFB theory (Greenhaus & Allen, 2011), which states
that WFB is a key factor determining employee happiness and productivity. If employees feel the organization values
their efforts to balance both, job satisfaction will increase. This result is consistent with previous research stating that
good WFB has a direct impact on satisfaction. Employees who can balance their personal and professional lives tend
to be more satisfied (Pattusamy & Jacob, 2016; Qiu & Dauth, 2022; Rahman & Ali, 2021; Raza et al., 2018). Thus,
these results emphasize the importance of organizations, especially hospitals, providing flexible work systems, good
time management, and policies that support employees' family lives.

ICT Job Demand on Job Satisfaction through WFB (H6 rejected)

The analysis results show that ICT Job demand does not significantly affect Job Satisfaction through the WFB. This
finding indicates that someone is capable of maintaining a balance between work and family. The negative impact of
ICT-based work pressure on job satisfaction can be minimized (Landolfi et al., 2021; Ndengu & Leka, 2022; Ninaus et
al., 2021; Sarwar et al., 2021; Yeh, 2015; Zhang & Duan, 2023). Therefore, companies not only need to monitor ICT-
based workloads but also provide psychosocial support and digital stress management training. This means that
although ICT-based work demands, such as off-hours communication, pressure to complete tasks quickly, or the need
to learn new technologies, can affect employees’ WFB, they are not strong enough to influence job satisfaction
through that route. In the context of hospitals, where the use of ICT is an unavoidable part of daily activities,
employees may already have effective coping strategies. Therefore, ICT-based work pressure does not significantly
disrupt their WFB, thus having no indirect impact on job satisfaction.

ICT Job resource on Job Satisfaction through WFB (H7 accepted)

The mediation path analysis shows that ICT Job resource positively significantly influences job satisfaction through
WEFB. This finding aligns with research stating that sufficient job resources not only directly increase motivation and
job satisfaction but also support employees' psychological well-being in fulfilling various roles in their lives. This
balance, in turn, creates a sense of satisfaction and fulfillment towards work (Landolfi et al., 2021; Ndengu & Leka,
2022; Ninaus et al., 2021; Sarwar et al., 2021; Yeh, 2015; Zhang & Duan, 2023). Therefore, corporate investment in
an integrated and user-friendly ICT system can be an indirect and powerful strategy for creating a satisfied and
productive workforce. In other words, when employees receive sufficient technological support, such as access to
information systems, efficient work devices, and smooth digital communication, this indirectly increases their job
satisfaction. This is because these technological facilities help them balance work needs with personal life needs.

5. Conclusion

The results revealed that ICT job demand does not influence WFB and job satisfaction. In contrast, the ICT job
resource significantly affects both WFB and job satisfaction. Furthermore, WFB has a noteworthy impact on job
satisfaction. Additionally, the findings reveal that ICT job demand does not indirectly affect job satisfaction through
WEFB. Conversely, there is a significant indirect contribution of ICT job resources to job satisfaction through WFB.
These findings indicate that improvements in job satisfaction are linked to enhancements in ICT job resources and
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work-life balance (WFB). This research contributes to academic discussions in management theory and can serve as a
foundation for further studies. Future study could explore the role of moderator variables such as social support, self-
efficacy, or digital literacy to better understand the relationship between ICT demands and WFB. Additionally, this
research could be expanded to different organizational or sectoral contexts to enhance the relevance and applicability
of the findings. However, this study has limitations regarding the range of variables and subjects examined. Based on
the survey results, it is recommended that the top management of the RSUD-SIM continue to improve and maintain
sufficient ICT infrastructure, including hardware, software, networks, and ongoing training.
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