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The implementation of telework in organizations is growing rapidly due to the 

development of technology and information. In addition, the COVID-19 pandemic 

has also increased the number of organizations implementing telework. However, 

there are several problems in the implementation of telework that need to be a 

concern for organizations. Many people feel socially isolated from their workplace, 

which can affect their increased stress. In addition, based on the results of empirical 

research and surveys conducted by various institutions concluded that it is also 

necessary to consider telework influencers on work stress, work-life balance, and job 

satisfaction, This study investigates how telework and social isolation affect  job 

satisfaction with the mediating effects of work stress and work-life balance in 

Indonesia. This study was conducted using an online-based questionnaire. Model 

analysis was conducted with Structural Equation Modeling (SEM) on 280 

respondents. The results showed that the implementation of telework had a positive 

effect on job satisfaction.  Telework has been shown to positively impact work-life 

balance and reduce job stress.  Social isolation is proven to have a negative impact 

on job satisfaction. This study proves that job stress and work-life balance can 

mediate the relationship between telework and social isolation. From this research, 

it can be concluded that the implementation of telework that provides autonomy and 

flexibility can have positive implications for employee job satisfaction. 

Organizations also need to provide good support and communication media so that 

employees do not feel isolated from their work environment. 

Keyword: 

Job Satisfaction, Job Stress, Social 

Isolation, Telework, Work-life Balance 

 Abstrak 

 Implementasi telework pada organisasi tumbuh secara pesat pesat karena 

perkembangan teknologi dan informasi. Selain itu pandemi COVID-19 juga turut 

meningkatkan jumlah organisasi yang menerapkan telework. Namun, terdapat 

beberapa masalah dalam implementasi telework perlu menjadi perhatian 

organisasi. Banyak pekerja merasa terisolasi secara sosial dari tempat kerja 

mereka, yang dapat mempengaruhi peningkatan stres mereka. Selain itu 

berdasarkan hasil penelitian empiris dan survey yang dilakukan oleh berbagai 

institusi menyimpulkan perlu juga dipertimbangkan pengaruh telework pada stres 

kerja, work-life balance , dan job satisfaction., Studi ini menyelidiki bagaimana 

telework dan isolasi sosial mempengaruhi kepuasan kerja dengan efek mediasi stres 

kerja dan keseimbangan kehidupan kerja di Indonesia . Penelitian ini dilakukan 

dengan menggunakan kuesioner berbasis daring. Analisis model dilakukan dengan 

Structural Equation Modelling (SEM) terhadap 280 orang responden. Hasil 

penelitian menunjukkan bahwa implementasi telework berpengaruh positif terhadap 

job satisfaction . Telework terbukti berdampak positif terhadap work-life balance 

dan menurunkan job stress. Social isolation terbukti memberikan dampak negatif 

terhadap job satisfaction. Penelitian ini membuktikan bahwa job stress dan work-

life balance dapat memediasi hubungan antara telework dan social isolation. Dari 

penelitian ini dapat disimpulkan bahwa implementasi telework yang memberikan 

otonomi dan fleksibilitas dapat berimplikasi positif terhadap job satisfaction 
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karyawan. Organisasi juga perlu memberikan dukungan dan media komunikasi 

yang baik sehingga karyawan tidak merasa terisolasi dari lingkungan kerjanya. 
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INTRODUCTION 

The implementation of telework in organizations has been driven by various conditions. One of the main driving factors is 

the rapid growth of technology and internet connectivity around the world (Brett, 2019). This condition also applies in Indonesia. 

Based on a study by the Central Statistics Agency (2021), internet penetration in households until 2021 was 62.1 percent, an increase 

of 8.37 percent compared to 2019. The occurrence of the COVID-19 pandemic over the past three years limiting physical interaction 

has also taken an important part in the application of technology in the workplace (Adamovic, 2022). According to a survey 

conducted by Bayu (2020). as many as 86 percent of workers in Indonesia are affected by the COVID-19 pandemic. The pandemic 

has also proven to be an accelerator of telewor king adoption after astagnant trend over the past ten years before the pandemic 

occurred (European Union, 2020). 

Although restrictions on public activities have been relaxed, many organizations still implement telework policies  for their 

employees. This condition is supported by several studies that prove that telework has a positive effect on work-life balance 

(Chandra Putra et al., 2020), autonomy and job satisfaction (Athanasiadou &; Theriou, 2021), and life satisfaction (Kazekami, 2020). 

Not only for employees, the results of the study also show that telework schemes have a positive impact on the effectiveness, 

efficiency, and performance of the company (Illegems &; Verbeke, 2004). 

Although it provides many benefits, there are still many employees who do not feel confident towork with telework 

schemes.  Based on a survey conducted by McKinsey (2021), as many as 52 percent of respondents prefer  hybrid work schemes, 

37 percent choose  to work on-site, and only 11 percent choose to be able to work with telework schemes  . Similar findings were 

also found in Indonesia. Based on the results of a survey conducted by Bayu (2020), where 53 percent of respondents want  less 

telework  time compared to conditions during the COVID-19 pandemic. 

One of the main problems that arises is the stress experienced by remote workers. Stress can be defined as a form of non-

specific response of the human body to the demand that causes it to occur. While Job stress (or bias a also called work-related stress, 

occupational stress) is a condition where when the demand of a job exceeds what he can bear (Toscano &; Zappalà, 2020). In the 

context of telework there is a condition namely technostress, where a person cannot control the stress resulting from activities using 

technology in healthy levels (Brod, 1984 in Ayyagari et al, 2011). During the COVID-19 period, as many as 50 percent of workers 

in Indonesia experienced an increase in working hours due to the loss of the limit between working time and outside working hours, 

but at the same time there was a decrease in income during the WFH period when compared to working from the office (Bayu, 

2020). These factors can cause stress which can have an impact on the productivity and well-being of these employees (Heiden, 

Widar, Wiitavaara &; Boman, 2020; Toscano &; Zappalà, 2020). 

Another condition that can be felt by employees in this work scheme is social isolation (or commonly also referred to as 

professional isolation). Social Isolation itself occurs when an employee feels separated from his work environment, thus feeling 

deprived of moral support and from the organization (Gallatin, 2018). Meanwhile, according to Golden et al (2008), social isolation 

relates to the inability of these employees to interact with other parties in the organization, feeling they do not have relevant 

information and knowledge in carrying out their duties.  The feeling of social ion isolates increases with the increasing amount of 

work intensity in remote work schemes (Cooper & Kurland, 2002; Green et al., 2020).  This is supported by the findings of Predotova 

&; Vargas Llave (2021) on employees in Europe that an increase in the number of telework working hours  affects the number of 

employees who feel isolated from the work environment. 

Another debate that arises in the implementation of telework is whether telework can support work-life balance.  Basically, 

telework policies are expected to provide flexibility, both time and place to employees (Khateeb, 2021). This flexibility is expected 

to make it easier for employees to balance various roles in their lives (Athanasiadou &; Theriou, 2021). However, this flexibility 

also encourages the exploitation of working hours, so that employees lack time to carry out roles outside of work (Aguilera et al., 

2016; Bellmann & Hübler, 2020; Konrad & Mangel, 2000; Sandoval-Reyes., Idrovo-Carlier., &; Duque-Oliva 2021). This is 

supported by a study conducted by Deloitte (2015), where even though they are outside the workday employees tend to still receive 

E-mail and messages from the office and one-third of respondents feel uncomfortable with it. Issues related to work-life balance 

must be considered, especially for younger generation employees (Gen-Z &; Millennials). According to a study conducted by 

Microsoft (2022), around 22 percent of generation Z and millennial employees leave their jobs due to work-life balance reasons that 

are not optimal. 

If work-life balance, job stress and work environment factors such as feelings of social isolation in employees are not 

controlled, it is feared that the emergence of negative impacts on employees or commonly called anai strain.  One of the impacts 

that can occur with increased stress in employees is a decrease in employee satisfaction with their work, or commonly referred to 

as a decrease in job satisfaction.  Based on a survey conducted by Jobstreet (2022) conducted on 17,623 respondents, it was found 

that 73 percent of employees in Indonesia do not feel job satisfaction. Furthermore, the survey also explained that 85 percent of 

employees stated that the causeof job dissatisfaction was due to not having a work-life balance.  

Previously, there have been several studies related to the implementation of remote working and its implications for 

employees and organizations. In research conducted by Adamovic (2022), it was found that the telework work scheme will not 

cause job stress if employees do not feel social isolation. In the research of Heiden, Widar, Wiitavaara &; Boman (2020), it was 

found that there was an increase in job stress along with an increase in working hours in academics in Sweden. Another study 

conducted by Tuscano & Zapala (2021) found that social isolation has an impact on increasing job stress. Meanwhile, in the 

Indonesian context, research conducted by Irawanto, Novianti & Roz (2021) shows the results that work from home / telework has 

an impact on decreasing job satisfaction due to an increase in job stress.  
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Research onit social isolation   in telework, especially in developing countries such as Indonesia still needs further research. 

According to Adamovic (2022), differences in culture and background can cause different perceptions of social isolation, which can 

then have a different effect on job stress in remote workers.  In addition, it is also necessary to examine the effects of telework and 

perceptions  of social isolation on job satisfaction. There are different views regarding the effect of telework on work-life balance 

also needs further investigation. Moreover, this study wants to provide an overview to organizations related to how employee 

perceptions in Indonesia Therefore, in this study, the author will conduct an analysis study on theeffect of telework and social 

isolation on  job satisfaction by mediating job stress and work-life balance.   

Problem statement 

Based on the conditions presented above, the problems to be analyzed in this study can be formulatedas follows: (1). Do 

telework and social isolation affect job satisfaction among remote workers in Indonesia? (2) Does telework affect job stress & work-

life balance in remote workers in Indonesia? (3) Does social isolation affect job stress for remote workers in Indonesia? (4) Does 

job stress and work-life balance affect job satisfaction among remote workers in Indonesia? (5) Does job stress mediate the effect 

of telework and social isolation on job satisfaction among remote workers in Indonesia? (5) Does work-life balance mediate the 

effect of telework on job satisfaction among remote workers in Indonesia? 

Research Objectives 

Based on the background and formulation of the problem above, the purpose of this study isto analyze the relationship 

model between telework and  social isolation  and job satisfaction with the effect of job stress mediation and work-life balance  in 

the context  of remote workers in Indonesia.   

 

LITERATURE REVIEW 

Telework 

Telework (or also referred to as  remote work, telecommuting, flexiwork) is a condition in which employees do their work 

outside the conventional office by using the help of technology to coordinate with their colleagues (Gallatin, 2018). With the rapid 

development of computercomputing since the 1980s, many practitioners and academics predict telework as a method of working in 

the future (Athanasiadou &; Theriou, 2021; Huws, 1991).  According to Grant et al. (2019), there are 4 dimensions that need to be 

considered in the telework construct. The first dimension is work-life interference, which is how the implementation of telework 

can affect other aspects of employee life. Next is productivity, which is how telework schemes can support employee work 

productivity. The third dimension is organizational trust, which describes how the company's support and trust in employees. The 

last dimension is flexibility which describes how flexible the work scheme offered by the company in the telework work scheme. 

Social Isolation 

Social Isolation can be interpreted as a condition in which employees feel that they have been separated from their 

coworkers, resulting in feelings of loss of physical and emotional support from their work environment.  (Ward & Shaba, 2001). 

This feeling of social isolation is believed toincrease with the increasing amount of work intensity in remote work schemes  (Cooper 

&; Kurland, 2002; Green et al., 2020).  The main cause of this feeling of isolation is the lack of direct contact with colleagues, 

especially in workerswho were previously accustomed to working with traditional work schemes (Heiden, Widar, Wiitavaara &; 

Boman, 2020). This happens because workers have previously become accustomed to a busy work climate and high intensity of 

interaction with other employees, becoming working alone, and without direct interaction (Cooper & Kurland, 2002; Gallatin, 2018). 

Advances in technology and the increasingly extensive internet network cause more and more conventional workers who 

want to transition to remote workers / work from home, then the issue of social isolation is also increasingly raised.  The existence 

of social isolation has an impact on the emergence of feelings of loneliness, which leads to heavier psychological aspects such as 

depression (Pietrabissa &; Simps on,2020).  This feeling of social isolation can have a negative impact on work. According to 

research conducted by (Mann et al., 2000) often employees are not aware of feelings of social isolation.  But symptoms of social 

isolation appear in their work, where employees find it difficult to establish communication with other employees. This causes 

employees to be less likely to have role models/examples. This often makes it difficult for employees to build optimal performance 

within thecompany. 

Job Stress 

Job stress (or commonly also called work-related stress, occupational stress) is a condition where the demand of a job 

exceeds what can be borne (Toscano &; Zappalà, 2020).  When associated with the Job Demand-Resources  (JD-R) Model, stress 

conditions can occur if  job demand  (in this case  job stressors) is greater than job resources (Irawanto, Novianti &; Roz, 2021; 

Peters et al., 2014). In the context  of telework,  the issue of stress is also an important concern.  This began with the term technostress, 

where a person cannot control the stress resulting from activities using technology in healthy levels (Brod, 1984 in Ayyagari et al., 

2011). In this content condition, it turns out that some studies show the presence of stressors similar to work overload.  However, 

in the moderator aspect, there are new aspects such as technological support, telework effectiveness and social isolation (Adamovic, 

2022).   

In various studies that have been conducted before, there are still differences in the results in the effect of telework on job 

stress. In a study conducted by Kapoor et al. (2021), working mothers in India tend to experience increasedn job stress due to the 

scheme there is often a clash between office tasks and the emergence of additional household tasks. This also has an impact on 

decreasing the well-being of these employees. Similar findings were also reported from research conducted by Song & Gao (2020). 

In the study, it was found that telework schemes tend to increase job stress in office workers, both on weekdays and weekends. This 
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is due to the clash between work, family, and other distractions that occur in the home. Stress levels were also found to be higher in 

employees who were married and had children.  

On the other hand, there are also several studies that support the original goal of telework whichis to reduce job 

stress.  Research conducted by Adamovic (2022), As long as employees assume that telework policies and implementation  have 

been going well, telework  will eliminate stressors so that employees do not experience stress due towork. Furthermore, according 

to research conducted by Delanoeije & Verbruggen, (2020), telework is able to reduce things that can become daily stressors such 

as traveling to work and co-worker interactions that interfere with work. Perry, Ubino R& Hunter. (2018) states that if employees 

are given high autonomy in the implementation of telework, the negative strain felt by employees will also be smaller. 

Work-Life Balance 

Work-life balance is a condition that describeshow well a person manages his life to carry out professional aspects (career) 

and other aspects of life such as personal responsibility, lifestyle, family, and other activities (Haar, 2013; Kunsjaka, 2022). 

Meanwhile, according to GreEnhaus et al. (2003) stated that work-life balance describes a person's orientation / view of the various 

roles he has in life along with the phenomenon of interaction between roles. Furthermore, in the study, it was stated thatthere are 

three components in the construction of work-life balance, namely time-balance, role-balance and satisfaction balance. 

The existence of flexi-place and flexi time is a policy that underlies the application of telework in companies to encourage 

work-life reinforcements.    But in fact, the results of the study still show conflicting results regarding the effect of telework 

implementation on work-life balance.  Several studies support the fact that telework actually decreases the perception of work-life 

balance towards employees. In research conducted by Sandoval-Reyes, et al. (2021) &; Palumbo (2020), it was found that the 

decrease in perceptions of work-life balance in telework occurred due to reduced work-life boundaries  . Employees tend to lose the 

limit of working hours, this can have an impact on role ambiguity which ultimately has an impact on decreasing work-life 

balance.  Further according to other studies (Bellmann &; Hübler, 2020; Konrad & Mangel, 2000), telework causes a fenomena 

work-life imbalance due to employees' inability to balance working hours and time for other aspects of life. Zhang et al. (2020) also 

stated that telework tends to increase work-family conflict.  According to Kunskaj a (2022) research, work-family demand is the 

main factor that causes a decrease in perceptions of work-life balance.   While factors that can improve work-life balance in remote 

workers are managerial & co-worker support, job autonomy and job control. 

But on the other hand, there is also research that supports the original goal of telework, which is to support work-life 

balance.  According to research by Chung & van der Lippe (2020), telework work schemes that provide flexibility cause employees 

to manage work-life boundaries more freely. The flexibility and autonomy given to telework can also help employees better divide 

their roles, so they can perform other tasks such as family, hobbies, and other activities(Sitorus et al., 2018; Song & Gao, 2020).  By 

being able to master the various roles owned by individuals, these employees can increase intrinsic motivation, which supports 

increased job satisfaction. 

Job Satisfaction 

Job satisfaction is a response to satisfaction from an employee based on his assessment of his job situation with a standard 

that is considered good or beneficial from the condition. Just like other job attributes, job satisfaction has 2 components, namely 

affective and cognitive. The affective component of job satisfaction is related to the emotional feelings / manifestations of a person 

towards his work. While the cognitive component speaks related to beliefs or thoughts (perceptions) that people haveat the job, such 

as perceptions related to job autonomy, conflict and others (Bentley et al., 2016; Judge et al., 1998; Schleicher et al., 2004). 

Previous research on job satisfaction in teleworkers has yielded mixed results that tend to be contradictory. Some studies 

believe that one of the advantages offered by the telework work scheme is the increase  in job satisfaction (Athanasiadou &; Theriou, 

2021; Irawanto et al., 2021; Kazekami, 2020).  The existence of telework work schemes that tend to provide flexibility in work leads 

to an increase in work-life balance, thereby increasing employee satisfaction with the work he does. 

But on the other hand, some recent studies tend to show opposite results. According to some studies, flexible working 

hours tend to remove work-lifbarriers.  In addition, research also shows an increase in working hours due to telework  schemes, and 

lack of interaction with colleagues tends to increase stress, which leads to a decrease  in job satisfaction in remote workers (Toscano 

&; Zappalà, 2020). 

In fact, job stress does not always have an impact on job satisfaction.  According to Mc Gee, Goodson & Cashman (1987), 

the effect of job stress is strongly influenced by the level of stress that can be tolerated by each employee. For employees, they will 

still be able to feel relatively high job satisfaction when the stress they face is still in the reasonable category. Employees generally 

feel that stress is part of work that has become a consequence of their role. 

Another factor that can influence the decline in job satisfaction is social isolation.  This fact was found in several studies 

that have been conducted previously (Bauer &; Brazer, 2013; Orhan et al., 2016; Toscano &; Zappalà, 2020). Feelings of separation 

from the work environment, lack of support from the organization and colleagues can cause employees to feel dissatisfied with their 

work environment. In addition, without guidance, employees will also not feel satisfied with the results of their work and 

ultimatelyreduce overall job satisfaction. 

Based on this review, this study proposed the following research framework: 
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Figure 1 Research Framework 

Source: Author (2021) 

 

The hypotheses to be tested in this study are: 

H1: Telework has a positive influence on job satisfaction for remote workers in Indonesia. 

H2: Social Isolation has a negative and significant influence on job satisfaction with remote workers in Indonesia. 

H3: Telework has a negative and significant effect on job stress for remote workers in Indonesia. 

H4: Telework has a positive and significant effect on work-life balance for remote workers in Indonesia. 

H5: Social isolation has a positive and significant effect on job stress   in remote workers in Indonesia. 

H6: Job stress negatively and significantly affects job satisfaction. 

H7: Work-life Balance has a positive and significant effecton job satisfaction. 

H8: The relationship between telework and job satisfaction is mediated by job stress. 

H9: The effect of social isolation and job satisfaction is mediated by job stress. 

H10: The effect of telework and job satisfaction is mediated by work-life balance. 

 

RESEARCH METHODS 

In this study, a quantitative approach was used to analyze the relationship between the five variables (telework, social 

isolation, job stress, work-life balance, job satisfaction). This study used primary data types as analysis material. Data collection 

was collected by questionnaires distributed online. The criteria for respondents in this study are employees who work telework at 

least 1 working day every week regularly. There were 280 respondents involved in this study. 

Telework   variables are measured by adapting a measuring instrument developed by Grant et al. (2019), consisting of four 

dimensions and 17 indicators. Social isolation measurement is carried out using a measuring instrumentdeveloped by Golden et al. 

(2008), which consists of seven indicators.  Job stress was examined using Lait & Wallace (2002) measuring instruments consisting 

of six indicators. Work-life balance  measuring instrument adapted from (Haar, 2013) contains three tours indica. While job 

satisfaction is measured using measurements developed by Tsui et al. (1992), consisting of six indicators. All questionnaires were 

measured using a Likert scale of 1-5 (scale 1: strongly disagree, 2: agree, 3: neutral, 4: agree, 5: strongly agree). The results of the 

data collection were then analyzed using structural equation modeling (SEM) in the LISREL For Windows Version 8.8 application.  

 

RESULTS AND DISCUSSION 

Demographic Profile of Respondents 

Based on the results processed by researchers in table 1, itcan be seen that 58.6 percent of respondents in this study are 

female. About 86.4 percent of respondents were in the age range of 15-35 years. This shows that remote work schemes are mostly 

found in relatively younger employees. Mayoritas respondents are also unmarried and have no dependents. In addition, it was also 

obtained that 77.9 percent of respondents had an S1 / D4 educational background. The majority of remote workers  in Indonesia 

also still work telework in  a certain portion of time. It can be seen that only 38.2 respondents work telework full-time.  This is 

consistent with the results of a survey conducted by McKinsey, where the majority of workers still prioritize hybr id work schemes 

over full-time.   Of the 280 respondents, about 97 percent did their work using computer/laptop devices. 
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Table 1. Demographic Profile of Respondents 

Attribute Category Sum Percentage (%) 

Gender 
Male 116 41.4% 

Female 164 58.6% 

Age 

15-25 144 51.4% 

26-35 98 35.0% 

36-45 22 7.9% 

45-55 14 5.0% 

>55 2 0.7% 

Status  

Unmarried 205 73.2% 

Ever Married 8 2.9% 

Married 67 23.9% 

Recent Education 

High school equivalent 27 9.6% 

Diploma 15 5.4% 

Bachelor 218 77.9% 

Master 18 6.4% 

Doctor 2 0.7% 

Number of days worked telework 

1 27 9.6% 

2 58 20.7% 

3 42 15.0% 

4 46 16.4% 

5 107 38.2% 

Devices used 

Computer/Laptop 272 97.1% 

Tablets 33 11.8% 

Smartphones 187 66.8% 

Source: Author (2021) 

 

Measurement Test Analysis 

The initial stage in conducting Structural Equation Modeling (SEM) is to analyze the measurement model. In this analysis, 

each indicator and variable will be tested for validity and reliability. Validity testing is done by looking at the value of Standardized 

Factor Loading (SFL) on each indicator. An indicator can be expressed correctly in measuring a variable if the SLF value ≥0.5 .  

Meanwhile, to find out the consistency of the measuring instrument used, it is necessary to know the reliability of the 

measuring instrument. The reliability in the analysisis a measurement model seen from the Construct Reliability (CR). A measuring 

instrument is declared consistent if the CR≥0.7 value.  Actually, if the measuring instrument has met the CR criteria, it can be said 

to be reliable. However, there is one more parameter that dapat used i.e. Average Variance Extracted (AVE) value which shows 

discriminant validity. The AVE criteria are met if the AVE value is ≥0.5 (Hair et al., 2018). 

 

Table 1. Measurement Test Results 

Variable Indicators LF CR AVE 

Telework 

TWLI1 0.76 

0.93 0.45 

TWLI2 0.53 

TWLI3 0.67 

TWLI4 0.59 

TWLI5 0.55 

TWLI6 0.57 

TWLI7 0.55 

TP1 0.7 
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TP2 0.84 

TP3 0.51 

TP4 0.79 

TOT2 0.73 

TOT3 0.54 

TF1 0.64 

TF2 0.81 

TF3 0.83 

Social Isolation 

SI1 0.84 

0.85 0.59 
SI2 0.83 

SI3 0.79 

SI5 0.6 

Job Stress 

STR1 0.88 

0.95 0.75 

STR2 0.82 

STR3 0.88 

STR4 0.94 

STR5 0.78 

STR6 0.9 

Work-life Balance 

WLB1 0.84 

0.92 0.80 WLB2 0.95 

WLB3 0.89 

Job Satisfaction 

SAT1 0.79 

0.88 0.55 

SAT2 0.75 

SAT3 0.74 

SAT4 0.55 

SAT5 0.72 

SAT6 0.85 

Source: Author (2021) 

 

Based on the results of the measurement test, it was found that there were 4 indicators that did not meet the validity criteria, 

so they were not used in further testing. While all variables meet the criteria of reliable.  The five variables in this study showed CR 

results above 0.7. This shows that constructively the measuring instrument has consistently measured each variable tested. As for 

the AVE value in the variables of social isolation, work-life balance and job satisfaction showed values that met the criteria, but 

overall the variables studied met the reliability criteria and can be continued to the next stage of testing.  

Test the hypothesis. 

The model that has been tested for compatibility is then analyzedfurther to determine the causality relationship between 

the variables tested in this study. Hypothesis testing can be seen through the output of path diagram analysis.  The two main outputs 

in this analysis are the loading coefficient value of each path and also the t-value. This analysis uses the Confirmatory Factor 

Analysis method based on Structural Equation Modeling . The confidence level established in this analysis is 95 percent. Based on 

this, the criteria are significantThe established relationship kansi is ≤ -1.96 or ≥1.96. The positive and negative values indicated by 

the output indicate the direction of influence of each latent. Value t-value which positively shows that exogenous latent variables 

have a positive effect on endogenous latent. While vice versa, if the t-value  obtained is negative, it is the negative influence given 

by exogenous variables on endogenous variables. 

Table 3. Hypothesis Test Results 

Hypothesis Relationship t-Value Supporting hypotheses 
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H1 TW-SAT 3.04 Yes 

H2 SI-SAT -3.35 Yes 

H3 TW-STR -6.68 Yes 

H4 TW-WLB 7.4 Yes 

H5 SI-STR 12.63 Yes 

H6 STR-SAT -1.03 Not 

H7 WLB-SAT 2.16 Yes 

H8 TW→STR→SAT 2.28 Yes 

H9 SI→STR→SAT -1.02 Not 

H10 TW→WLB→SAT 2.28 Yes 

Source: Author (2021) 

 

Based on the results of hypothesis testing, 6 out of 7 direct relationship hypotheses are considered significant. Telework is 

proven to have a positive and significant effect on job satisfaction, as for the second hypothesis, social isolation has a significant 

and negative effect on job satisfaction. Similarly, telework also negatively and significantly affects job stress. The fourth hypothesis 

is also accepted because the results showed that telework has a positive and significant effect on Work-life balance.  Social isolation 

also has a positive and significant effect on work stress. The only rejected hypothesis for a direct effect on job stress-job 

satisfaction  mediated  effect and  work-life balance limitedrelationship between telework and job satisfaction proved to have a 

significant effect, which was supported by the eighth  and  tenth hypotheses. In contrast, job stress has not been shown to mediate 

the relationship  between social isolation and job satisfaction. 

Discussion 

Based on theresults of the analysis conducted, it was found that telework proved to have a positive and significant effect 

on job satisfaction with remote workers in Indonesia. With this, it can be concluded that basically the implementation of telework 

in Indonesia can increase job satisfaction, especially for remote workers.  The results of this study are also reinforced by the 

suitability of the results in previous studies, that basically telework work schemes are generally positively associatedwith supporting 

increased job satisfaction (Athanasiadou &; Theriou, 2021; Irawanto, Novianti &; Roz., 2021; Kazekami, 2020; Sousa-Uva et al., 

2021). Overall, these studies agree that the existence of telework  work schemes that offer flexibility in time and workplace is one 

of the important factors that increase job satisfaction in employees. 

The relationship between social isolation and job stress  proved to be significant and negative. This finding can strengthen 

the conclusionthat the perception of social isolation experienced by employees can have an impact on decreasing job satisfaction in 

employees. The results of this test are consistent with previous research (Bauer &; Brazer, 2013; Bentley et al., 2016; Orhan et al., 

2016; Toscano &; Zappalà, 2020). According to Bauer & Brazer (2013), if social support is not provided by the organization, there 

will be negative effects in various aspects of work, which leads to job dissatisfaction. 

This study also discusses howimplementing telework can affect the level of job stress in remote workers in Indonesia. The 

test results showed that telework significantly had an impact on reducing job stress.  Benefits such as more flexible working time 

and location arrangements, productivity that can be achieved more effectively, and the trust given by organizations to their 

employees can be factors that actually reduce the stress experienced due to performing their job duties. This finding is in accordance 

with the results of research conducted by (Kim et al., 2020). Furthermore, according to Delanoeije & Verbruggen (2020), telework 

can reduce stressors that are felt daily by employees such as congestion when driving to work, interruptions / distractions received 

from colleagues or the work environment. This can reduce the likelihood of accumulated stressor effects that can impact unexpected 

strains of both the organization and individual employees.  

From this research, it was also found that the implementation of telework in Indonesia helps employees to achieve a balance 

between their role in the organization and other aspects of their lives. These findings are consistent with previous studies (Chung 

&; van der Lippe, 2020; Ferdous et al., 2021; Rodríguez-Modroño & López-Igual, 2021; Sitorus et al., 2018; Song & Gao, 2020). 

In these studies, flexibility is the main factor thatcauses increased work-life balance.  Employees are generally freer in allocating 

their time and roles, both within the organization and other aspects of their lives. Based on this fact, then the fourth hypothesis in 

the study is acceptable. 

Thisstudy also indicates a very strong effect of social isolation on increasing job stress.  These results are in line with the 

initial guesses of the study so that this hypothesis can be accepted. This finding is consistent with research conductedby Toscano & 

Zappala (2020) and Killgore et al. (2020). Both studies suggest that feelings of occupational isolation are proven to create a state of 

severe stress. The feeling of social isolation can be a very strong  form of stressor  in remote workers,  in this case in Indonesia. 

The results of the next analysis show that job stress does not have a significant effect on job stress in Indonesia. This finding 

contradicts previous studies, where  job stress generally has a significant effect on decreasing job satisfaction (Irawanto, Novianti 

&; Roz., 2021; Kim, Henry, Golden & Lambert., 2020; Toscano &; Zappalà, 2020).  However, according to Mc Gee, Goodson & 
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Cashman (1987) job stress does not always have an impact on job satisfaction in employees. The effect of job stress on  job attributes 

such as job satisfaction is greatly influenced by how strong a person's perception of the level of stress he experiences.  

Work-life balancecan significantly increase job satisfaction with remote workers. This research is consistent with various 

studies previously conducted (Cohen &; Liani, 2009; Irawanto, Novianti &; Roz, 2021; Konrad & Mangel, 2000).  

In termsof the relationship between telework   and job satisfaction, this study also proves that job stress and work-life 

balance can act as mediators. However, both of these mediating effects are partial, because the direct relationship between telework 

and job satisfaction has proven to be more significant. Another fact found in this study is that although it can mediate the relationship 

between telework and job satisfaction, it turns out that  job stress  cannot mediate the interaction between social isolation and   job 

satisfaction  in remote workers  in Indonesia.  According to Fonner & Roloff (2010), telework work schemes minimize work-life 

conflict.  With this, there will be an increase in the perception of work-life balance, and at the same time it can also reduce stress 

caused at work. With this condition, employees will feel comfortable with their work and achieve job satisfaction. This discovery 

can be an interesting point for companies that are currently implementing telework work schemes, both fully and in a certain 

proportion of time (hybrid).  Basically, even though the relationship between job stress and job satisfaction  is not significant, job 

stress is still able to mediate the relationship between the two  variables. But with this finding, basically the relationship between 

telework and job satisfaction can occur directly. This happens because basically, work-life balance and job stress are also a 

consequence of how well the implementation of telework is felt by employees.  

 

CONCLUSION AND ADVICE 

Based on the results of this study, it can be concluded that Telework and social isolation have proven to have a significant 

effect on job stress, work-life balance and job satisafaction  in remote workers  in Indonesia. The implementation of telework that 

provides flexibility, autonomy and supports increasing employee productivity more effectively is proven to eliminate daily stressors 

so as to reducethe level of work stress felt by employees. In addition, the flexibility of time and place offered by telework work 

schemes can help employees to set work-family barriers more flexibly so as to increase work-life balance in employees.    

Job stress and work-life balance have also proven to be mediators between telework and job satisfaction.  The mediating 

relationship that occurs ispartial mediation, where the direct relationship between telework and job satisfaction proves to be more 

significant than the mediation relationship. The flexibility and autonomy in the implementation of telework affects the work-life 

balance in employees which can and has an impact on job satisfaction in employees as a whole. On the other hand, job stress has 

not mediated the relationship between social isolation and job satisfaction 

Based on this research, there are several suggestions as managerial implications and future research directions. 

Managerially, this study can provide an overview of employee perceptions of telework implementation.  Companies that have 

implemented a telework policy need to ensure that employees are given a sufficient level of autonomy and work flexibility so that 

employees can manage daily work patterns according to the conditions of each employee. But to be able to achieve this, the company 

must build trust in employees.  

Companies need to intervene in things that can cause employees to feel isolated from their work environment. The company 

must also ensure that employees have received adequate support, both from the organization and from their colleagues. Withlimited 

direct interaction, the company must also be able to be a liaison between employees, both in the context of work and non-work. 

Companies can  do team building, hold regular town hall meetings, and build effective communication patterns between teams so 

that employees do not feel lonely and separated from their colleagues. 

The suggestion for the next research is to enrich the model that has been discussed in this study, it can be addedan analysis 

related to the effect  of perceived organizational support, human resource practice  and social support on the perception  of telework 

and social isolation.   This is so that future research can find out how the role of organizational support andthe work environment 

on the perception of telework and social isolation implementation.  In addition, to determine the effects of telework implementation, 

further research can develop research directions on  job performance by mediating job satisfaction.  This aims to find out the benefits 

that are not only felt by employees, but also the benefits felt by the organization towards the implementation of telework work 
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