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Abstract: This study examines the effects of Flexible Working Arrangements and Digital
Fatigue on Employee Engagement, with Job Satisfaction as a mediating variable among
Generation Z employees in a public financial institution. A quantitative approach was
employed using data collected through questionnaires from 182 respondents selected through
purposive sampling. The data were analyzed using partial least squares structural equation
modeling. The findings indicate that Flexible Working Arrangements positively affect
Employee Engagement and Job Satisfaction, whereas Digital Fatigue negatively affects both
variables. Job Satisfaction positively affects Employee Engagement and partially mediates the
effects of Flexible Working Arrangements and Digital Fatigue on Employee Engagement.
These findings emphasize the importance of providing appropriate work flexibility while
controlling digital demands to enhance employees’ satisfaction and engagement. The study
also supports Social Exchange Theory by demonstrating that positive organizational practices
encourage favorable employee responses, whereas excessive digital demands may weaken
them.

Keywords: Flexible Working Arrangements, Digital Fatigue, Job Satisfaction, Employee
Engagement, Generation Z.

INTRODUCTION

Employee engagement has become a strategic concern for organizations worldwide
because it is closely associated with employee well-being, productivity, innovation, and
organizational performance. According to the Gallup State of the Global Workplace 2025
Report, only 21% of employees worldwide are engaged at work, while 62% are not engaged
and 17% are actively disengaged. This decline in engagement highlights the growing challenge
organizations face in sustaining employee motivation and commitment amid rapid
technological change and evolving work arrangements. Gallup further emphasizes that
improving employee engagement is essential for organizational performance and long-term
competitiveness in the digital economy.
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Employee engagement is widely recognized as a critical driver of individual performance
and organizational sustainability because engaged employees invest cognitive, emotional, and
physical energy in their work roles (Kahn, 1990; Bakker & Demerouti, 2017). In an
increasingly digitalized work environment, maintaining high employee engagement has
become more challenging as organizations continuously adapt to technological change, hybrid
work systems, and evolving workforce expectations. This issue is particularly relevant for
Generation Z employees, who have entered the workforce during the digital era and place
greater value on workplace flexibility, meaningful work, autonomy, and work—life integration
than previous generations.

Digital transformation has fundamentally reshaped how organizations organize work,
collaborate, and manage human resources. The widespread adoption of cloud-based
technologies, digital communication platforms, and hybrid working systems has accelerated
the implementation of flexible working arrangements (FWA), allowing employees greater
flexibility regarding work schedules and locations. Organizations increasingly recognize
Flexible Working Arrangements as a strategic human resource practice that can support
employee well-being, workplace productivity, work—life balance, and organizational
sustainability while responding to employees’ evolving expectations (Carlson et al., 2010;
Chung & Van der Lippe, 2020; Edeh et al., 2024; Onyekwelu et al., 2022). Nevertheless,
although flexible work provides employees with greater autonomy, it also increases reliance
on digital technologies, creating new challenges associated with intensive online interaction
and continuous digital connectivity.

One of the most significant challenges emerging from digital work is digital fatigue,
which refers to physical, cognitive, and emotional exhaustion resulting from prolonged
technology use, excessive virtual communication, continuous notifications, and extended
screen exposure. While digital technologies improve collaboration and operational efficiency,
excessive digital demands may reduce employees' concentration, recovery opportunities,
psychological well-being, and positive work attitudes (Wang et al., 2021; Dong et al., 2025).
Consequently, organizations face the challenge of balancing the benefits of workplace
flexibility with the unintended psychological consequences of digital work.

This challenge is also reflected in the organizational context of the present study. Internal
organizational monitoring indicated a decline in employee engagement between 2023 and 2024
despite the implementation of flexible working practices. Preliminary survey results further
revealed that although workplace flexibility was generally perceived positively, a considerable
proportion of Generation Z employees experienced symptoms of digital fatigue. These findings
suggest that workplace flexibility alone may not be sufficient to sustain employee engagement
if the psychological consequences of intensive digital work are not adequately managed.

Social Exchange Theory provides a useful framework for explaining these relationships.
The theory suggests that employees tend to reciprocate favorable organizational treatment with
positive attitudes and behaviors (Ahmad et al., 2023). Within this perspective, workplace
flexibility represents organizational support and a valuable resource that encourages employees
to respond with higher job satisfaction and stronger engagement. Conversely, digital fatigue
represents a psychological cost that may reduce employees' positive evaluations of their work
and weaken reciprocal relationships between employees and organizations. Job satisfaction
therefore functions as a proximal psychological mechanism through which employees evaluate
organizational support and technology-related demands before translating these evaluations
into employee engagement. Employees who experience greater job satisfaction are more likely
to demonstrate vigor, dedication, and absorption, the three fundamental dimensions of
employee engagement (Schaufeli & Bakker, 2010).

Previous studies generally support the positive relationship between workplace flexibility
and employee engagement (Lee et al., 2024; Ghonim et al., 2025). Likewise, several studies
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have shown that digital fatigue and digital stress negatively affect employees' well-being, job
satisfaction, and work engagement (Bernburg et al., 2024; Dong et al., 2025). However,
empirical findings remain inconsistent. While some studies report significant direct
relationships, others suggest that these effects vary across organizational contexts, employee
characteristics, and work environments. Furthermore, existing studies have primarily examined
workplace flexibility and digital fatigue separately, resulting in limited understanding of how
both variables simultaneously influence employee engagement.

Another important limitation concerns the role of job satisfaction. Previous research has
frequently examined job satisfaction either as an antecedent or as an outcome of employee
engagement. Comparatively few studies have positioned job satisfaction as the psychological
mechanism through which workplace flexibility and digital fatigue jointly influence employee
engagement. As a result, the process explaining how organizational resources and digital work
demands shape employee engagement remains insufficiently understood.

The present study addresses both contextual and theoretical gaps by integrating
workplace flexibility, digital fatigue, job satisfaction, and employee engagement within a
single conceptual framework based on Social Exchange Theory. Unlike previous studies that
predominantly focused on private-sector organizations or investigated these variables
independently, this research simultaneously examines the beneficial effects of workplace
flexibility and the adverse effects of digital fatigue among Generation Z employees within a
public financial institution operating in an increasingly digital work environment. By
positioning job satisfaction as the mediating mechanism, this study extends the application of
Social Exchange Theory in explaining employee engagement under contemporary digital work
conditions.

Accordingly, this study examines whether workplace flexibility positively influences job
satisfaction and employee engagement, whether digital fatigue negatively affects job
satisfaction and employee engagement, whether job satisfaction positively influences
employee engagement, and whether job satisfaction mediates the relationships between
workplace flexibility, digital fatigue, and employee engagement. The findings are expected to
enrich the employee engagement literature by providing a more comprehensive explanation of
how organizational resources and digital work demands jointly shape employee engagement
among Generation Z employees.

METHOD

This study employed a quantitative approach with an explanatory research design to
examine the relationships among Flexible Working Arrangements, Digital Fatigue, Job
Satisfaction, and Employee Engagement. The study involved 182 Generation Z employees in
a public financial institution. Data were collected through a structured questionnaire and
analyzed using Partial Least Squares Structural Equation Modeling (PLS-SEM) with
SmartPLS 4. The analysis included measurement-model assessment to evaluate construct
validity and reliability and structural-model assessment to examine the proposed relationships
and test the research hypotheses.

Based on the research problems, previous empirical findings, and identified research
gaps, this study developed a conceptual model that positions Flexible Working Arrangements
and Digital Fatigue as antecedent variables, Job Satisfaction as a mediating variable, and
Employee Engagement as the outcome variable. The proposed conceptual framework is
presented in Figure 1.
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Figure 1. Conceptual Framework

RESULTS AND DISCUSSION
Results
Evaluation of the Measurement Model (Outer Model)

Prior to testing the relationships among constructs in the structural model, the
measurement model was evaluated to assess the validity and reliability of the research
instruments. In the PLS-SEM approach, convergent validity was assessed using outer loading
and Average Variance Extracted (AVE), while discriminant validity was evaluated using cross-
loadings, the Fornell-Larcker criterion, and the Heterotrait-Monotrait Ratio (HTMT).
Construct reliability was assessed using Cronbach’s Alpha and Composite Reliability.
Following Hair et al. (2022), outer loading values above 0.70 and AVE values above 0.50
indicate satisfactory convergent validity, while Cronbach’s Alpha and Composite Reliability
values above 0.70 indicate satisfactory internal consistency reliability.

The overall measurement model for Flexible Working Arrangements, Digital Fatigue,
Job Satisfaction, and Employee Engagement is presented in Figure 2.

Flexible Working Arrangement

Figure 2. Full Outer Model
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Based on the measurement model results presented in Figure 2, all retained indicators
demonstrated outer loading values above the recommended threshold of 0.70, indicating
satisfactory convergent validity. Therefore, the indicators adequately represented their
respective constructs and were considered suitable for further analysis.

Convergent validity and construct reliability were further assessed using AVE,
Cronbach’s Alpha, and Composite Reliability. The results are presented in Table 1.

Table 1. Construct Reliability

Construct Cronbach’s Alpha Composite Reliability AVE

Flexible Working Arrangements 0.931 0.942 0.644
Digital Fatigue 0.937 0.947 0.642
Job Satisfaction 0.954 0.960 0.647
Employee Engagement 0.956 0.963 0.742

Source: SmartPLS data processing (2026)

As presented in Table 1, all constructs had AVE values above 0.50, confirming
satisfactory convergent validity. Employee Engagement recorded the highest AVE, followed
by Job Satisfaction, Flexible Working Arrangements, and Digital Fatigue. Furthermore,
Cronbach’s Alpha and Composite Reliability values for all constructs exceeded the
recommended threshold of 0.70, indicating satisfactory internal consistency reliability.
Overall, these results confirm that the constructs demonstrated adequate convergent validity
and reliability.

Discriminant validity was subsequently assessed to determine whether each construct
was empirically distinct from the other constructs in the model. The assessment was performed
using cross-loadings, the Fornell-Larcker criterion, and HTMT. The cross-loading results
showed that each retained indicator loaded more strongly on its respective construct than on
the other constructs, providing initial evidence of discriminant validity.

The Fornell-Larcker and HTMT results are presented in Table 2.

Table 2. Discriminant Validity Assessment
Fornell-Larcker Criterion

Construct DF EE FWA JS
Digital Fatigue (DF) 0.801
Employee Engagement (EE) —0.646 0.862
Flexible Working Arrangements (FWA) —0.543 0.680  0.803
Job Satisfaction (JS) -0.597 0.736 0.553 0.804

Source: SmartPLS data processing (2026).

Heterotrait-Monotrait Ratio (HTMT)

Construct DF EE FWA JS
Digital Fatigue (DF) —
Employee Engagement (EE) 0.680 —
Flexible Working Arrangements (FWA) 0.572 0.714 —
Job Satisfaction (JS) 0.625 0.763 0577 —

Source: SmartPLS data processing (2026).

The Fornell-Larcker criterion showed that the square root of the AVE for each construct
was greater than its correlations with the other constructs, indicating adequate discriminant
validity. The HTMT values ranged from 0.572 to 0.763 and were below the recommended
threshold of 0.90. Together with the cross-loading results, these findings confirm that Digital
Fatigue, Employee Engagement, Flexible Working Arrangements, and Job Satisfaction are
empirically distinct constructs.
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Overall, the measurement model assessment demonstrated satisfactory indicator
reliability, convergent validity, discriminant validity, and internal consistency reliability.
Therefore, the measurement model met the required criteria and was considered appropriate
for subsequent structural model assessment.

Structural Model Test Results (Inner Model)

After the measurement model satisfied the required validity and reliability criteria, the
structural model was evaluated to assess the explanatory and predictive capability of the
proposed research model. The structural model assessment included the coefficient of
determination (R?), effect size (f2), predictive relevance (Q?), Variance Inflation Factor (VIF),
and Standardized Root Mean Square Residual (SRMR).

The R? value indicates the proportion of variance in each endogenous construct that can
be explained by its predictor constructs. The Rz and Q2 prediction results are presented in Table
3.

Table 3. R-Square and Q2 Predict Test Results

Endogenous Construct R? Adjusted R? Q? Predict
Job Satisfaction 0.431 0.425 0.409
Employee Engagement 0.675 0.670 0.551

Source: SmartPLS data processing (2026)

Based on the R-Square test results, Job Satisfaction obtained an R? value of 0.431,
indicating that Flexible Working Arrangements and Digital Fatigue explained 43.1% of the
variance in Job Satisfaction, while the remaining variance was associated with factors outside
the research model. Furthermore, Employee Engagement obtained an R2 value of 0.675,
indicating that Flexible Working Arrangements, Digital Fatigue, and Job Satisfaction
collectively explained 67.5% of the variance in Employee Engagement. These results
demonstrate that the model has meaningful explanatory power, particularly in explaining
Employee Engagement.

The Q2 predict values for Job Satisfaction and Employee Engagement were 0.409 and
0.551, respectively. Both values were greater than zero, indicating predictive relevance relative
to the naive benchmark for the endogenous constructs. Accordingly, the proposed model
demonstrated predictive relevance without assigning a low, medium, or high level of predictive
power.

The contribution of each predictor construct to the endogenous constructs was further
evaluated using the effect size (f2). The results are presented in Table 4.

Table 4. Effect Size (f2) Test Results

Relationship f2
Flexible Working Arrangements — Employee Engagement 0.207
Flexible Working Arrangements — Job Satisfaction 0.130
Digital Fatigue — Employee Engagement 0.080
Digital Fatigue — Job Satisfaction 0.220
Job Satisfaction — Employee Engagement 0.321

Source: SmartPLS data processing (2026)

The effect-size results indicate that Job Satisfaction made the largest contribution to
Employee Engagement among the predictors included in the model. Flexible Working
Arrangements also made a meaningful contribution to Employee Engagement, while Digital
Fatigue showed a smaller contribution. For Job Satisfaction, Digital Fatigue contributed more
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strongly than Flexible Working Arrangements. These findings indicate that both favorable
flexible-work conditions and technology-related strain contribute to explaining employees'
work experiences and engagement, although their relative contributions differ across the
endogenous constructs.

Multicollinearity was subsequently assessed using the Variance Inflation Factor (VIF).
The results are presented in Table 5.

Table 5. Variance Inflation Factor (VIF) Test Results

Structural Path VIF
Digital Fatigue — Employee Engagement 1.730
Digital Fatigue — Job Satisfaction 1.418
Flexible Working Arrangements — Employee Engagement 1.603
Flexible Working Arrangements — Job Satisfaction 1.418
Job Satisfaction — Employee Engagement 1.758

Source: SmartPLS data processing (2026)

The VIF values ranged from 1.418 to 1.758, all of which were below the threshold of 5.
These results indicate that multicollinearity was not a concern among the predictor constructs,
suggesting that each predictor provided sufficiently distinct information in explaining the
endogenous constructs.

Model fit was further evaluated using the Standardized Root Mean Square Residual
(SRMR). The results are presented in Table 6.

Table 6. Model Fit Test Results

Model SRMR Recommended Threshold Decision
Saturated Model 0.057 <0.08 Good Fit
Estimated Model  0.057 <0.08 Good Fit

Source: SmartPLS data processing (2026)

The SRMR value of 0.057 for both the saturated and estimated models was below the
recommended threshold of 0.08, indicating an acceptable approximate fit between the proposed
model and the observed data.

Overall, the structural model demonstrated adequate explanatory power, predictive
relevance, absence of problematic multicollinearity, and satisfactory model fit. These results
support the adequacy of the structural model and provide the basis for proceeding to hypothesis
testing.

Hypothesis Testing

Hypothesis testing was conducted to examine the significance and direction of the
relationships among the constructs in the structural model. The analysis was performed using
the bootstrapping procedure in SmartPLS 4. The significance of each structural path was
evaluated based on the path coefficient, t-statistic, and p-value. Following Hair et al. (2022), a
relationship was considered statistically significant when the t-statistic exceeded 1.960 and the
p-value was below 0.05 at the 5% significance level.
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The bootstrapping results are presented in Figure 3 and Table 7.
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Figure 3. Research Construct Relationship Model Using the Bootstrapping Method

Table 7. Hypothesis Testing Results

Hypothesis

Relationship PE

t-

Coefficient (f) statistic

p-
value

Decision

Flexible Working Arrangements —

H1 0.329 4.708 <0.001 Accepted
Employee Engagement

H2 Fle?uble Worklng Arrangements — Job 0.324 4004 <0.001 Accepted
Satisfaction

H3 Digital Fatigue — Employee Engagement -0.211 3.649 <0.001 Accepted

H4 Digital Fatigue — Job Satisfaction —-0.421 5777 <0.001 Accepted

H5 Job Satisfaction — Employee Engagement 0.428 7.402 <0.001 Accepted

H6 Fle?uble W orking Arrangements — Job 0.139 3.451 <0.001 Accepted
Satisfaction — Employee Engagement

H7 Digital Fatigue — Job Satisfaction — 0.180 4319 <0.001 Accepted

Employee Engagement

Source: SmartPLS data processing (2026)

The hypothesis-testing results indicate that all seven proposed hypotheses were

supported. Flexible Working Arrangements had positive and significant effects on both
Employee Engagement and Job Satisfaction. In contrast, Digital Fatigue had negative and
significant effects on Employee Engagement and Job Satisfaction. Job Satisfaction also had a

positive and significant effect on Employee Engagement.
The indirect-effect analysis further demonstrated that Job Satisfaction partially mediated

the relationship between Flexible Working Arrangements and Employee Engagement. The
positive indirect effect indicates that greater work flexibility contributes to higher Employee
Engagement partly through increased Job Satisfaction. Similarly, Job Satisfaction partially
mediated the relationship between Digital Fatigue and Employee Engagement. The negative
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indirect effect indicates that Digital Fatigue reduces Job Satisfaction, which subsequently
contributes to lower Employee Engagement.

Overall, the results demonstrate that Flexible Working Arrangements and Digital Fatigue
influence Employee Engagement both directly and indirectly through Job Satisfaction. These
findings provide empirical support for positioning Job Satisfaction as an important mediating
mechanism in explaining how favorable flexible-work conditions and adverse digital-work
experiences are associated with Employee Engagement among Generation Z employees.

Discussion
The Effect of Flexible Working Arrangements on Employee Engagement

Flexible Working Arrangements had a positive and significant effect on Employee
Engagement. This finding indicates that greater flexibility in managing work schedules, work
locations, and work-life responsibilities can strengthen employees' involvement and
connection with their work. For Generation Z employees, flexibility may provide greater
autonomy in organizing work while allowing them to maintain responsibilities outside the
workplace, thereby supporting stronger engagement.

The finding is consistent with Gasi¢ and Berber (2023) and Jannata and Perdhana (2022),
who reported a positive relationship between Flexible Working Arrangements and Employee
Engagement. It also aligns with Pradipta and Martdianty (2023), who demonstrated the
relevance of work engagement in explaining the outcomes of Flexible Working Arrangements
in Indonesian digital start-ups. Similarly, Shilpakar et al. (2024) identified Employee
Engagement as an important mechanism linking Flexible Working Arrangements with
employees’ turnover intentions. These findings also support Lee et al. (2024), who highlighted
the relevance of workplace flexibility for younger employees. In a public financial institution,
the present findings suggest that flexibility can support engagement when employees are
provided with sufficient discretion while continuing to meet organizational responsibilities and
performance expectations.

H1: Flexible Working Arrangements have a positive and significant effect on Employee
Engagement.

The Effect of Flexible Working Arrangements on Job Satisfaction

Flexible Working Arrangements had a positive and significant effect on Job Satisfaction.
This finding suggests that employees who perceive greater flexibility in organizing their work
tend to evaluate their overall work experience more positively. Flexibility can enable
employees to better integrate professional and personal responsibilities, reduce work-life
conflicts, and provide greater control over how work is performed.

This finding is consistent with Fleischer and Wanckel (2024) and Kim (2025), who
associate flexible work arrangements and job autonomy with more favorable employee
attitudes and job satisfaction. It reinforces the view that flexibility is not merely an alternative
work arrangement but an important aspect of contemporary work design. For Generation Z
employees in increasingly flexible and digitally connected working environments, appropriate
flexibility can contribute to a more satisfying work experience.

H2: Flexible Working Arrangements have a positive and significant effect on Job Satisfaction.

The Effect of Digital Fatigue on Employee Engagement

Digital Fatigue had a negative and significant effect on Employee Engagement. This
finding indicates that persistent technology-related exhaustion can reduce employees' ability to
maintain energy, concentration, and involvement in their work. Continuous exposure to digital
platforms, online communication, notifications, and screen-based activities may create
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cognitive and emotional demands that make it more difficult for employees to remain fully
engaged.

The result is consistent with Bernburg et al. (2024) and Zhang and Deng (2025), who
reported that digital stressors and digital fatigue can adversely affect work engagement. It also
aligns with Dong et al. (2026) in highlighting fatigue associated with intensive digital
interaction. The finding is particularly relevant for Generation Z employees because familiarity
with digital technologies does not necessarily protect them from the adverse consequences of
continuous digital exposure.

H3: Digital Fatigue has a negative and significant effect on Employee Engagement.

The Effect of Digital Fatigue on Job Satisfaction

Digital Fatigue had a negative and significant effect on Job Satisfaction. The finding
indicates that technology-related exhaustion can negatively shape employees' overall
evaluation of their work experience. When digital demands become excessive and continuous,
employees may experience greater difficulty maintaining concentration, recovering from work
demands, and sustaining positive attitudes toward their jobs.

This finding is consistent with previous research linking intensive digital demands and
technology-related strain with poorer occupational well-being and work attitudes (Wang et al.,
2021; Bernburg et al., 2024; Dong et al., 2025). An important implication is that Digital Fatigue
is particularly relevant to employees' evaluation of their work experience. Therefore, increasing
digitalization should be accompanied by work practices that prevent excessive digital demands
from undermining Job Satisfaction.

H4: Digital Fatigue has a negative and significant effect on Job Satisfaction.

The Effect of Job Satisfaction on Employee Engagement

Job Satisfaction had a positive and significant effect on Employee Engagement. This
finding indicates that employees who evaluate their work experiences positively are more
likely to demonstrate stronger cognitive, emotional, and behavioral involvement in their work.
Satisfaction with the work itself, organizational support, career opportunities, workplace
relationships, and other aspects of employment can contribute to employees' willingness to
invest greater energy and attention in their roles.

The result supports the relationship between Job Satisfaction and Employee Engagement
reflected in Ariyanto et al. (2025), while the present study confirms the direction from Job
Satisfaction to Employee Engagement. In the context of Generation Z employees, Job
Satisfaction therefore represents an important condition for maintaining engagement in
increasingly flexible and digitally intensive work environments.

H5: Job Satisfaction has a positive and significant effect on Employee Engagement.

The Mediating Role of Job Satisfaction in the Flexible Working Arrangements—Employee
Engagement Relationship

Job Satisfaction partially mediated the relationship between Flexible Working
Arrangements and Employee Engagement. This finding indicates that flexibility contributes to
engagement not only directly but also by improving employees' evaluation of their work
experience. When employees perceive that flexible work arrangements help them manage their
work and personal responsibilities more effectively, they are more likely to experience greater
Job Satisfaction, which subsequently strengthens Employee Engagement.

The finding complements Jannata and Perdhana (2022), who examined Job Satisfaction
as an intervening mechanism between work—life balance and Employee Engagement. The
present mediation result further demonstrates that Job Satisfaction is a mechanism through
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which Flexible Working Arrangements contribute to Employee Engagement among

Generation Z employees.

H6: Job Satisfaction mediates the effect of Flexible Working Arrangements on Employee
Engagement.

The Mediating Role of Job Satisfaction in the Digital Fatigue—~Employee Engagement
Relationship

Job Satisfaction also partially mediated the relationship between Digital Fatigue and
Employee Engagement. The finding demonstrates that Digital Fatigue can weaken Employee
Engagement not only directly but also indirectly by reducing employees' satisfaction with their
work experience. Persistent digital exhaustion may make employees evaluate their work less
positively, which subsequently reduces their willingness and capacity to remain strongly
engaged.

This finding extends previous research on digital stress and employee well-being by
demonstrating the role of Job Satisfaction in transmitting the adverse consequences of Digital
Fatigue to Employee Engagement. It suggests that managing Digital Fatigue is relevant not
only for protecting employee well-being but also for maintaining positive work attitudes and
engagement in digitally intensive work environments.

H7: Job Satisfaction mediates the effect of Digital Fatigue on Employee Engagement.

CONCLUSION AND RECOMMENDATIONS
Conclusion

The findings demonstrate that Flexible Working Arrangements positively and
significantly affect both Job Satisfaction and Employee Engagement, whereas Digital Fatigue
negatively and significantly affects both outcomes. Job Satisfaction also has a positive and
significant effect on Employee Engagement. These results show that flexibility supports
Generation Z employees’ evaluation of and involvement in their work, while technology-
related exhaustion weakens those outcomes.

Job Satisfaction partially mediates both relationships with Employee Engagement.
Flexible Working Arrangements strengthen Employee Engagement partly by increasing Job
Satisfaction, whereas Digital Fatigue weakens Employee Engagement partly by reducing Job
Satisfaction. Therefore, all seven proposed hypotheses are supported, and the findings
consistently position Job Satisfaction as an important psychological mechanism linking
flexible and digitally intensive work experiences with Employee Engagement.

Limitations

This study has several limitations. First, the research focused exclusively on Generation
Z employees within a single public financial institution in Indonesia, which may limit the
generalizability of the findings to other organizational, industrial, and national contexts.
Second, the research model was limited to Flexible Working Arrangements, Digital Fatigue,
Job Satisfaction, and Employee Engagement, while other organizational and individual factors,
such as leadership support, workload, organizational culture, work-life balance, and
psychological well-being, may also contribute to Employee Engagement. Third, the study
employed a cross-sectional design using self-reported data, which limits the ability to capture
changes in employee attitudes and work experiences over time. Therefore, the findings should
be interpreted within the organizational, contextual, and methodological boundaries of this
study.
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Recommendations

Based on the findings, the institution is advised to maintain flexible working
arrangements while ensuring that flexibility is supported by clear work expectations and
manageable digital demands. Efforts to sustain Employee Engagement should also protect Job
Satisfaction by reducing excessive digital exposure and supporting employees’ ability to
recover from technology-related strain. Future studies may adopt a longitudinal design,
broaden the organizational context, or use qualitative interviews or multigroup analysis to
examine how these relationships develop across different work settings.
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