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This study aims to analyze the influence of 

leadership style and workload on employee 

loyalty with work life balance as a mediating 

variable at Ananda General Hospital 

Purwokerto. A quantitative approach is applied 

in using Structural Equation Modelling (SEM) with 

the SmartPLS application. The population of this 

study is all employees (medical and 

administrative personnel). Sampling was done 

using saturated sampling techniques with a 

sample of 201 employees. The results of the 

analysis show that leadership style, workload, 

and Work-life Balance partially have a positive and 

significant effect on Loyalty. Work-life Balance can 

mediate the relationship between the Leadership 

Style variable and Employee Loyalty, and Work-

life Balance can mediate the relationship between 

the Workload variable on Employee Loyalty. 
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INTRODUCTION 
 Hospitals are health service institutions that have a vital role when it 
comes to providing medical, nursing, and rehabilitation services to the 
community. Also, the hospital also has a function as a place to handle health 
conditions that require special attention and intensive care, as well as an 
education center for medical personnel. Thus, hospitals are not only a place for 
treatment, but also play a role in improving the quality of life of the community 
in professional and integrated services (Ministry of Health of the Republic of 
Indonesia, 2019). Employees are human resources that are important to hospitals 
because their energy, abilities, and creativity are needed to achieve 
organizational goals. (Novia et al., 2020). Therefore, efforts to maintain employee 
loyalty are a priority in order to prevent turnover intentions that negatively impact 
operations (Juwita & Khalimah, 2023). 
 Ananda Hospital is one of the private hospitals in Purwokerto. 
Established on February 20, 1989 under the Sutari Foundation as a Mother and 
Child Hospital, Ananda Hospital obtained a temporary permit on December 26, 
1990 and a permanent permit on May 24, 1993. The hospital evolved into a 
General Hospital on May 24, 1995 thanks to the dedication of its employees. 
Ananda Hospital is currently a type C hospital and provides complete health 
services, including home care for residents of Purwokerto and its surroundings. 
Its inpatient facilities consist of Edelweis Ward (15 beds), Gerbera (33), Dandelion 
(9), and Catelya (17), for a total of 104 beds, including intensive care units and 
additional units. (Ananda Hospital). 
 Employee loyalty contributes to increased productivity, reduced turnover 
rates, strengthened discipline, improved work morale, and reduced complaints, 
all of which support organizational growth and sustainability (Bagis & 
Adawiyah, 2022). According to (Shangze, 2024), it is emphasized that 
organizational commitment plays an important role in aligning employees' 
personal goals with organizational goals. The higher the organization's 
commitment, the stronger the employee loyalty, which ultimately has a positive 
impact on organizational performance. (S. Chen et al., 2022) added that the length 
of an employee's tenure can be an indicator of loyalty, as it reflects an individual's 
commitment to continue contributing in the long term. This is reflected in the 
distribution of the length of the employee's working life, where the percentage of 
employees in the 1-10 year working period is around 71.1%. As for employees 
with a working period of 10-20 years, around 16.9%, and employees with a 
working period of more than 20 years are around 3.4%. (Distribution data of 
Ananda Purwokerto Hospital). 
 Leadership style plays a role in shaping employee loyalty (Koroh et al., 
2023), workload (Raihan & Wulandari, 2024), and work-life balance (Bagis & 
Adawiyah, 2022). Leadership style is the behavior that is carried out and shown 
by a leader in giving direction to his subordinates with a sense of trust in his 
subordinates (Jayanti & Wati, 2019). Leadership style is a factor that plays an 
important role in shaping employee loyalty. The application of the right and 
effective leadership style not only increases loyalty, but also supports the optimal 
achievement of organizational goals in a harmonious working relationship 
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between leaders and employees (Gunawan & Thoha, 2023). An open and 
communicative leadership style is able to build strong relationships between 
superiors and subordinates. Employee participation in decision-making as well 
as mutual trust formed within the organization contributes significantly to 
increasing employee loyalty (Dewi & Mashar, 2019). The results of the study 
(Laksana & I Nyoman, 2024), (Sekar et al., 2024), (Koroh et al., 2023) show that 
leadership style has a significant positive influence on employee loyalty. 
However, there are other research results from (Ningrum & Purnamasari, 2022) 
that state that leadership style does not have a significant influence on loyalty.  
 Another factor that can affect loyalty is workload. Workload is a number 
of tasks entrusted to employees by superiors to be completed according to their 
abilities, so that they can be accounted for and support work effectiveness in the 
organization (Herawati et al., 2021). The workload for each employee must be 
adjusted to each person's physical and mental capacity. One way to increase 
employee loyalty is when you will pay attention to the workload. To have high 
employee loyalty, organizations must know the state of employees in carrying 
out their duties. An employee's workload is the total number of tasks and 
procedures they must complete (Vanchapo, 2022) The results of the study 
(Raihan & Wulandari, 2024), (Nur et al., 2021), (Jessica & Susanto, 2022), 
(Prabowo et al., 2025) show that workload has a significant positive effect on 
employee loyalty, but there are other research results from (Usniarti & 
Nuvriasari, 2024) which gives a statement that workload has no significant 
impact on loyalty. 
 One of the problems that arise due to the workload is  the work-life balance 
of employees, where a high workload can disrupt work-life balance but can also 
have a positive impact if it is considered a challenge and motivation, if employees 
are able to face these challenges, it can increase their self-satisfaction, so that work-
life balance is maintained (Syihabudhin et al., 2020). Based on research 
(Syihabudhin et al., 2020), (Natanael et al., 2023), (Zahra et al., 2023) workload  
has a significant positive influence on work-life balance. However, there are other 
research results from (Kusumawati, 2024) that state that workload has a negative 
impact on work-life balance.   
 Leadership style can affect  an employee's work-life balance. The higher the 
appreciation and motivation of leadership towards their subordinates to produce 
good results and build capacity, the better the ability to work-life balance. 
Employees who achieve a work-life balance tend to produce better performance, 
feel satisfied, and be more loyal to the company. Balancing work and personal 
life has a positive impact on employees and organizations, increasing employee 
attachment and dedication to work (Hayati, 2022). Based on research (Hayati, 
2022), (Dewansyah et al., 2024) leadership  style has a significant positive 
influence on work-life balance. 
 Work-life balance has an important role when it comes to increasing 
employee loyalty. By recognizing the importance of work-life balance and 
implementing initiatives that support employees' personal needs, organizations 
can create a positive work environment that fosters loyalty, job satisfaction, and 
productivity by continuously adapting and evolving these practices, 
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organizations can effectively meet the changing needs and expectations of their 
workforce, ultimately leading to long-term success (Qi et al.,  2024). The results 
of research (Alawiyah & Dharmaputra, 2024), (Marhalinda & Supiandini, 2022), 
(Bagis & Adawiyah, 2022), (Qi et al., 2024) have a significant positive influence 
on employee loyalty. However, unlike the research made (Dewi & Rina, 2024), it 
is stated that work-life balance has not been proven to affect employee loyalty.  
 Optimal work-life balance can be achieved with the support of a flexible and 
supportive leadership style, considering that leadership style has a significant 
role in increasing employee loyalty in creating a work-life balance (Hsu et al., 2023). 
Serta (Sumantri & Mujiati, 2023), also revealed that if work-life balance has a 
positive influence on loyalty, employees who can manage work-life balance tend 
to be more loyal. Conversely, an imbalance can decrease loyalty, while a good 
balance increases satisfaction and attachment to the company. . Based on research 
(Vanesa et al., 2022) and (Sumantri & Mujiati, 2023), work life balance can be an 
indication of mediators in the relationship between the implications of leadership 
style and employee loyalty. 
 The higher the workload borne by employees, the greater the impact on 
work-life balance. Research (Natanael et al., 2023) provides clues that workload has 
a direct impact on work-life balance, which in turn influences employee loyalty. 
(Pramudita, 2024) added that adjusting workload to employee abilities can 
increase loyalty because it reduces fatigue and a sense of disadvantage. Based on 
research (Basem et al., 2022) and (Dey, 2023) that work-life balance can be an 
indication of mediators in the relationship between workload implications and 
employee loyalty. 
 This study aims to analyze the role of work-life balance mediation in the 
relationship between leadership style and workload on employee loyalty at 
Ananda Purwokerto Hospital. This research is a development of a research 
(Laksana et al., 2024) with the title The Influence of Leadership Style on Employee 
Loyalty. The difference in the previous study was that the object of the study was 
in the hospitality sector while the object of this study was in hospitals and other 
differences added the variables of workload (Natanael et al., 2023) and the 
mediation of work-life balance (Bagis & Adawiyah, 2022). 
 

LITERATURE REVIEW 
Social Exchange Theory (SET) 

Social Exchange Theory (SET), which was introduced by George Homans in 
the 1950s and developed by (Blau, 2017), Social behavior is formed as a result of 
mutual interaction or the process of exchange between individuals. Individuals 
act rationally to maximize gains and minimize losses in social interactions 
(Cropanzano & Mitchell, 2014). Relationships between individuals and with 
organizations are based on the principle of reciprocity, which is the reciprocal 
exchange of material (such as salary) and non-material benefits between 
recognition and trust (Ahmad et al., 2023). This theory is generally applied to 
analyze the relationship between individuals and organizations, especially when 
researching the phenomenon of employee loyalty. 
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Loyalty 
Employee loyalty is an employee's commitment and readiness to remain 

loyal to the company where they work, which is reflected in the willingness to 
stay in the organization (Juwita & Khalimah, 2023). Employee loyalty is a crucial 
factor for companies, especially for courageous employees who remain loyal to 
the company no matter how the company is doing (Mahayuni & Dewi, 2020). 
Employee loyalty indicators in this study were adapted from (Chen et al., 2022) 
including pride in the company, intention to stay, active involvement, and 
commitment to career paths. 

The Influence of Leadership Style on Work-Life Balance  
 Leaders who prioritize the development and well-being of their employees 
by fostering cohesive relationships and nurturing their talents and skills have a 
significant impact on increasing employee engagement and loyalty, This, in turn, 
inspires employees to take responsibility for their work, fulfill their 
responsibilities, and deliver exceptional performance (Yondonrenchin et al., 
2023). A leader is able to provide encouragement and inspiration to his team to 
achieve optimal performance and develop professionally, which also contributes 
to the increase in employees' ability to maintain a balance between work 
demands and personal challenges. (Hayati, 2022). According to the SET principle, 
when leaders give instructions for support and care, employees tend to respond 
with a positive attitude, including achieving a work-life balance. Indicators of 
leadership style according to Handoko (2011) in (Sembiring & Sitanggang, 2022) 
Ability to make decisions, motivate, communicate, control subordinates, 
responsibility. 
The results of the study (Hayati, 2022), (Dewansyah et al., 2024) show that 
leadership style has a significant positive influence on work-life balance. 
H1: Leadership Style has a positive and significant influence on Work-Life Balance.  
 
The Effect of Workload on Work-Life Balance  
 Workload is the quantity of tasks that must be completed by an employee 
of a company within a certain period of time (Vanchapo, 2022). The impact of 
workload on work-life balance is an important concern for employees and 
organizations. Maintaining a balanced workload is very important for achieving  
a harmonious work-life balance, which supports personal well-being and can 
increase performance productivity in the workplace (Malik, 2023). Maintaining a 
balanced workload can help individuals achieve  a better work-life balance, 
support personal well-being, and increase productivity in the workplace 
(Sharkey, J., & Caska, 2019). In accordance with the SET principle, organizational 
support for a fair workload encourages a positive response from employees, 
including  achieving a work-life balance. According to Koesmowidjojo (2017) in 
(Dawam & Setiawan, 2022) several indicators of working conditions, time 
utilization, and goals that must be achieved can be used to determine workload. 
Hasil penelitian (Syihabudhin et al., 2020), (Natanael et al., 2023), (Zahra et al., 
2023), (Fuadiputra & Rofida, 2021) jika beban kerja punya pengaruh positif 
signifikan terhadap work life balance.  



Tofan, Suyoto, Rahayu, Bagis 

2394 

H2: workload has a positive and significant effect on Work-Life Balance.  
 
The Influence of Leadership Style on Employee Loyalty  
 Leadership style is the pattern of a leader's attitude and ability to influence, 
direct, and control subordinates to achieve organizational goals (Sembiring & 
Sitanggang, 2022). Effectively implemented leadership plays a role in 
encouraging and motivating employees to contribute optimally to the 
achievement of individual and organizational goals (Jaenudin et al., 2020). Also, 
the application of a leadership style that is appropriate and accepted by 
employees can increase loyalty levels, as well as form a sense of attachment and 
love for work and the company (Jaenudin et al., 2020). As per the SET principle, 
when leaders treat employees with respect, equality, and encouragement. 
Employee loyalty to the organization and its leaders will increase as a result.  
The results of the study (Kusumah et al., 2022), (Koroh et al., 2023), 
(Yondonrenchin et al., 2023) show that leadership style has a significant positive 
influence on employee loyalty. 
H3: Leadership Style has a positive and significant influence on Employee 
Loyalty.  
 
The Effect of Workload on Employee Loyalty  
 Workload is a factor that influences employee loyalty. If the workload is 
adjusted to the employee's abilities and the company's demands, it can increase 
loyalty because employees do not feel overburdened (Pramudita, 2024). 
Workloads that are perceived as challenges can also trigger motivation to achieve 
organizational goals (Spagnoli et al., 2020). A standard workload will foster a 
sense of responsibility, which encourages employees to give loyalty instructions 
on completing their tasks (Herawati et al., 2021). As per the SET principle, an 
acceptable and balanced workload, employees are more likely to hint loyalty to 
the company when they are confident that they are being treated well.  
Research results (Raihan & Wulandari, 2024), (Maftukah et al., 2024), (Pramudita, 
2024), (Herawati et al., 2021) if workload has a significant positive influence on 
employee loyalty. 
H4: Workload has a positive and significant influence on Employee Loyalty. 
 
The Effect of Work-Life Balance on Employee Loyalty  

Work-life balance is stability in managing time and energy between work 
and personal struggles, such as family, social, hobbies, and personal well-being 
(Malik, 2023). Employees who have  a work-life balance tend to be more satisfied 
and have high loyalty to the organization (Fuadiputra & Rofida, 2021). (Qi et al., 
2024) states that support for this balance strengthens employees' bonds with the 
company, encourages them to stay longer and provides high dedication 
incentives, which positively impacts organizational productivity and 
performance. According to the SET principle, when an organization supports a 
work-life balance, its employees will respond by being loyal to the company for the 
long term. According to Fisher, et al (2003) in (Bagis & Adawiyah, 2022) Work-
life balance can be measured through a number of indicators, including the three 
main indicators Time balance, Involvement balance, and Satisfaction balance. 
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The results of the research (Alawiyah & Dharmaputra, 2024), (Marhalinda & 
Supiandini, 2022), (Bagis & Adawiyah, 2022) show that work-life balance has a 
significant positive influence on employee loyalty.  
H5: Work-Life Balance has a positive and significant influence on Employee 
Loyalty.  
 
The Role of Work-Life Balance Mediation on the Influence of Leadership Style 
on Employee Loyalty  
 An effective leadership style plays an important role in creating a work-life 
balance in providing a flexible work environment and supporting the needs of 
employees (Hastuti & Sultan, 2025). How leaders act and the qualities they 
possess play an important role in building employee loyalty and increasing 
engagement (Yondonrenchin et al., 2023).  A leadership style that openly fights 
for work-life balance can communicate to employees that their well-being as a 
whole is an organizational priority (P. Chen, 2019) can be stated as an increase in 
loyalty because employees feel valued and supported both professionally and 
personally. As per the SET principle, a leadership style that supports work-life 
balance, employees will respect each other, which in turn motivates employees to 
be loyal as a form of constructive reciprocity.  Research made ( Vanesa et al., 2022) 
and (Sumantri & Mujiati, 2023) indicates that work-life balance can function as a 
mediator in the relationship between leadership style and employee loyalty.  
H6: Work-Life Balance can mediate the influence of Leadership Style on Employee 
Loyalty.  
 
The Role of Work-Life Balance Mediation on the Influence of Workload on 
Employee Loyalty  
 The company realizes that supporting employees to achieve work-life balance 
is very important, because it affects job satisfaction and performance. An 
appropriate workload, which is a demand that can still be managed, makes 
employees feel valued. This encourages their loyalty and commitment to the 
organization (Syihabudhin et al., 2020). Workloads are divided into two types, 
namely inhibiting loads and challenging loads (Spagnoli et al., 2020). Inhibiting 
burdens can cause stress, while challenging burdens encourage self-
development. If employees view the workload as a challenge and are still able to 
maintain a work-life balance, then loyalty to the organization can still be 
maintained. According to the SET principle, manageable workload is seen as an 
organizational support measure. Employee loyalty increases when they are able 
to balance their personal and professional lives regardless of the demands of the 
job. Research made (Basem et al., 2022) and (Dey, 2023) indicates that work-life 
balance can function as a mediator in the relationship between workload and 
employee loyalty.  
H7: Work-Life Balance can mediate the effect of Workload on Employee Loyalty.  
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The research framework image is as presented in the following image: 
 

 

 

 

 

 

 

 

 

 
   Figure 1. Research Framework 
 
METHODOLOGY 
 This research is a quantitative research. The location of the research is in 
Purwokerto City with the object of research in the form of Ananda General 
Hospital. The population in this study includes medical and administrative 
employees of Ananda Purwokerto Hospital with a total of 201 employees, when 
using a saturated sampling approach, which is a method in which all members 
of the population are selected as samples in this study. The data collection 
process was carried out on the distribution of questionnaires in hard file (offline) 
and online using Google Form. The questionnaire uses a Likert scale of 1–5. The 
data analysis technique in this study, namely Structural Equation Modeling (SEM) 
uses SmartPLS as a tool to analyze data consisting of several stages, namely the 
evaluation of the measurement model (outer model) including the validity test of 
reliability, discrimination and evaluation of the structural model (inner model) 
with the R Square test, and hypothesis testing in the final stage. 
 
RESEARCH RESULT AND DISCUSSION  
 Based on the data in Table 1, the majority of respondents are female, which 
is around 78.6%. This indicates that interpersonal qualities such as empathy, 
patience, and thoroughness in service management and administration are 
reflected in the large number of female employees in the health sector. Judging 
from the age group, the most respondents were in the age range of 20 to 30 years 
with a percentage of 57.2% of most employees at the beginning of their working 
period and productive age, who are generally more adaptable and ready to 
undergo the shift work system in hospitals. Meanwhile, judging from their 
working period, most of the respondents had work experience between 1 and 10 
years, which was around 71.1%. The last level of education of the respondents 
was dominated by Diploma (D3) graduates with a proportion of around 49.2%. 
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Table 1. Respondent Characteristics 

Category Description Sum Percentage% 

Gender Man 43 21,39 
 Woman 158 78,61 
 Sum 201 100,00 

Age 20–30 years 115 57,21 
 30–40 years old 75 37,31 
 40–50 years 9 4,48 
 >50 years old 2 1,00 
 Sum 201 100,00 

Tenure <1 year 17 8,46 
 1–5 years 74 36,82 
 5–10 years 69 34,33 
 10–20 years 34 16,92 
 >20 years old 7 3,48 
 Sum 201 100,00 

Final Education SMP 5 2,49 

 
High 
School/Vocational 
School 

35 17,41 

 DIPLOMA 99 49,25 
 BACHELOR 29 14,43 
 POSTGRADUATE 3 1,49 
 PROFESSION 30 14,93 
 Sum 201 100,00 

Source: Data processed, 2025 
 
Evaluation of Measurement Models (Outer Model) 

 Based on Table 2, according to (Juliansyah, 2014) the indicator is valid if 
the value of outer loadings is > 0.70, but in the early stages of research the loading 
value of 0.50 to 0.60 is still acceptable. 

 
Figure 2. SEM-PLS model analysis results 
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Table 2. Value Outer loadings, Construct Reliability and Validity 

Variabel 
Measurement 

Items 
Outer 

Loadings 
Cronbach 

Alpha 
Composite 
Reliability 

AVE 

Leadership 
Style 

X1.1 
0,788 

0,907 0,924 0,636 

 X1.2 0.747    

 X1.3 0,789    

 X1.4 0,832    

 X1.5 0,871    

 X1.6 
X1.7 

0,744 
0,805 

   

Workload X2.1 0,872 0,911 0,931 0,693 
 X2.2 0,871    

 X2.3 0,813    

 X2.4 0,835    

 X2.5 0,847    

 X2.6 0,752    

Work-Life 
Balance 

M1.1 0,762 
0,936 0,949 0,726 

 M1.2 0,856    

 M1.3 0,855    

 M1.4 0,900    

 M1.5 0,782    

 M1.6 0,886    

 M1.7 0,910    

Loyalty Y1.1 0,706 0,933 0,947 0,718 

 Y1.2 0,857    

 Y1.3 0,865    

 Y1.4 0,897    

 Y1.5 0,892    

 Y1.6 0,912    

 Y1.7 0,785    

  

 Based on Table 2. The results  of the construct reliability and validity  test 
indicate that all variables have a composite reliability value  and Cronbach's alpha is 
above 0.70 and AVE is above 0.50, which indicates that the variables in this study 
are reliable and valid (Hair et al., 2011), Thus, the research instrument is declared 
to have met good measurement criteria. 
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Table 3. Result Uji Fornell-Larcker 

 Leadership 

Style 

Workload Loyalty Work-Life 

Balance 

Leadership 

Style 
0,798    

Workload 0,800 0,833   

Loyalty 0,871 0,880 0,848  

Work-Life 

Balance 
0,845 0,854 0,960 0,852 

 
 Based on Table 3. The results  of the Fornell-Larcker Criterion test, all 
constructs have a higher square root value of AVE than the correlation between 
other constructs, so it can be concluded that the model has met the same 
discriminant validity in the criteria (Hair et al., 2011). 
 
Structural Model Analysis  (Inner Model) 

Table 4. Result R square 
  R Square R Square Adjusted 

Loyalty 0.942 0.941 

Work-Life Balance 0.802 0.800 

 

According to (Hair et al., 2011)  the value of R Square is divided into three 

categories: ≥ 0.75 (high), ≥ 0.50 (medium), and ≥ 0.25 (low). Based on Table 4. The 

results of the analysis indicate that the Adjusted R Square value in the loyalty 

variable is around 0.941. This figure indicates that the combination of leadership 

style, workload, and work-life balance variables is able to explain 94.1% of the 

variation that occurs in employee loyalty. With this high percentage, it can be 

concluded that the model has a strong explainability. Meanwhile, in the work-life 

balance variable, the Adjusted R Square value  was recorded at around 0.800, which 

means that the leadership style and workload variables together explain 80.0% 

variation in the work-life balance. This value also indicates if the model has a 

high degree of compatibility in explaining the relationship between variables. 

Tabel 5. Path Coefficients 
 Origin

alSam
ple (O) 

Sample 
Mean 
(M) 

Standard 
Deviation 
(STDEV) 

T Statistics 
(|O/STDEV) 

 
P 
Values 

 
Information 

Leadership 
Style → Work-
Life Balance 

 
0,449 

 
0,468 

 
0,067 

 
6,700 

 
0,000 

 
Accepted 

Workload  
→ Work-Life 
Balance 

 
0,495 

 
0,478 

 
0,067 

 
7,348 

 
0,000 

 
Accepted 

Leadership 
Style → Loyalty 

 
0,162 

 
0,156 

 
0,065 

 
2,499 

 
0,013 

 
Accepted 
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Workload  
→ Loyalty 

 
0,176 

 
0,159 

 
0,051 

 
3,423 

 
0,001 

 
Accepted 

Work-Life 
Balance 
→ Loyalty 

 
0,673 

 
0,694 

 
0,098 

 
6,837 

 
0,000 

 
Accepted  

Leadership 
Style → Work-
Life Balance  
→ Loyalty 

 
0,302 

 
0,325 

 
0,065 

 
4,661 

 
0,000 

 
Accepted 

Workload  
→ Work-Life 
Balance → 
Loyalitas 

 
0,333 

 
0,334 

 
0,074 

 
4,509 

 
0,000 

 
Accepted 

 

Based on Table 5. Hypothesis testing relies on p-values. The hypothesis is 
considered to have an influence and significance if the t-statistics > 1.97 and the p-
value < 0.05 (Hair et al., 2011). Showing if Leadership Style has a positive and 
significant influence on Work Life Balance (T-statistics = 6,700 > 1.97 and P-value = 
0.000 < 0.05), until hypothesis 1 is accepted. Also, Workload has a  positive and 
significant effect on Work Life Balance (T-statistics = 7.348 > 1.97 and P-value = 
0.000 < 0.05), until hypothesis 2 is accepted. Leadership style has a positive and 
significant influence on Loyalty (T-statistics = 2.499 > 1.97 and P-value = 0.013 < 
0.05), until hypothesis 3 is accepted. Workload has a positive and significant 
effect on Loyalty (T-statistics = 3.423 > 1.97 and P-value = 0.001 < 0.05), until 
hypothesis 4 is accepted. Finally, Work Life Balance has a positive and significant 
effect on Loyalty (T-statistics = 6.837 > 1.97 and P-value = 0.000 < 0.05), until 
hypothesis 5 is accepted.  

The contribution of the influence of Work-life Balance as a mediating 
variable is known  to be T-statistics = 4.661 > 1.97 and P-value = 0.000 < 0.05, 
indicating that Work-life Balance is able to mediate the relationship between 
Leadership Style and Loyalty until hypothesis 6 is accepted. The T-value = 4.509 
> 1.97 and the P-value = 0.000 < 0.05, indicate that the Work Life Balance is able to 
mediate the relationship between Workload and Loyalty until hypothesis 7 is 
accepted.  

 
DISCUSSION 
The Influence of Leadership Style on Work-Life Balance 

Research provides clues if leadership style has a  positive and significant 
effect on work-life balance. Better relationships are usually formed by leadership 
that manages to understand and consider the goals of their subordinates 
(Cahyaningsih et al., 2025).  The leader of RSU Ananda Purwokerto is always 
open to listening to the goals of his employees, which can improve the work-life 
balance.  Because this can create a work-life balance and make employees feel 
recognized and valued, open communication between leaders and employees is 
also essential to achieving an optimal work-life balance. Along with the Social 
Exchange Theory (SET), which explains that when leaders give instructions to pay 
attention to employee aspirations, support work-life balance, and flexibility to 
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employee needs, employees will respond by increasing loyalty, and 
performance. These findings are in line with the research results (Hayati, 2022), 
(Dewansyah et al., 2024) which provide an explanation for whether leadership 
style influences work-life balance.  
 
The Effect of Workload on Work Life Balance 
 The research provides clues if workload has a  positive and significant 
effect on work-life balance. Employees of Ananda Purwokerto Hospital consider 
that their workload is equal to their abilities and responsibilities. This is very 
important to foster a positive and healthy work environment because employees 
who are motivated and feel valued will be better able to balance their personal 
and work lives. Along with Social Exchange Theory (SET), where employees who 
feel supported and treated fairly lead to higher engagement and greater job 
satisfaction, which ultimately strengthens work-life balance as a whole. These 
findings are in line with research (Syihabudhin et al., 2020), (Natanael et al., 
2023), (Fuadiputra & Rofida, 2021) which provides an explanation of whether 
workload affects work-life balance. 
 
The Influence of Leadership Style on Employee Loyalty 
 Research shows that leadership style has a positive and significant 
influence on employee loyalty. The leadership of Ananda Purwokerto Hospital 
has a transparent attitude in accepting all employee goals.  This provides 
responsive leadership prompts and fosters positive interactions between 
superiors and subordinates, which ultimately increases employee loyalty in the 
workplace.  One of the key elements in driving employee loyalty is a supportive 
work environment.  Employee loyalty indirectly increases at Ananda 
Purwokerto Hospital due to the supportive work environment, good facilities, 
good relationships between colleagues, and leadership that pays attention to 
their needs. Along with Social Exchange Theory (SET), when leaders give 
instructions on caring attitudes, being open to employee aspirations and creating 
a positive work atmosphere, employees tend to reciprocate with an attitude of 
loyalty to Ananda Purwokerto Hospital. These findings are in line with studies 
(Kusumah et al., 2022), (Koroh et al., 2023), (Yondonrenchin et al., 2023) which 
provide an explanation for whether leadership style influences employee loyalty. 
 
The Effect of Workload on Employee Loyalty 
 Research provides clues if workload has a positive and significant impact 
on employee loyalty. Employee loyalty can increase if the workload is given at 
the same time as their capacity and ability (Pramudita, 2024). At Ananda 
Purwokerto Hospital, a well-organized and distributed workload encourages the 
growth of a sense of responsibility, which ultimately shapes employee loyalty 
(Herawati et al., 2021). Along with Social Exchange Theory (SET), when employees 
feel that if Ananda Purwokerto Hospital provides a fair workload and pays 
attention to the balance between demands and capacity, employees will 
reciprocate the treatment with a positive attitude in the form of loyalty to the 
hospital. These findings are in line with the research (Raihan & Wulandari, 2024), 
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(Maftukah et al., 2024), (Pramudita, 2024), (Herawati et al., 2021) which provides 
an explanation of whether workload affects employee loyalty. 
 
The Effect of Work Life Balance on Employee Loyalty 
 Research provides clues if work-life balance influences employee loyalty to 
be positive and significant. The balance between work and personal care is very 
important for hospitals that oversee medical staff and other professional staff 
because a high level of commitment and loyalty is required for  success (Bagis & 
Adawiyah, 2022). Employees who feel comfortable with family hiddup activities 
tend to have a better hiddup balance.  With the use of open communication, more 
flexible work schedules, and sufficient rest time, Ananda Purwokerto Hospital 
has been able to support work-life balance.  Employee and hospital loyalty is 
strengthened and job satisfaction increases as a result of these efforts. When 
employees have work schedules that can be managed and evaluated periodically 
by Ananda Hospital, employees are able to maintain work-life balance, increase 
motivation, and strengthen loyalty to the hospital. Along with Social Exchange 
Theory (SET), employees who feel well are treated tend to reciprocate by 
increasing loyalty in return. These findings are in line with research (Alawiyah 
& Dharmaputra, 2024), (Marhalinda & Supiandini, 2022), (Bagis & Adawiyah, 
2022) which provides an explanation of whether work-life balance affects employee 
loyalty. 
 
The Influence of Leadership Style on Employee Loyalty on Work-Life Balance 
as a Mediation 
 Research suggests that work-life balance can mediate the relationship 
between leadership style and loyalty. The leadership at Ananda Purwokerto 
Hospital gave instructions for an open approach and was able to listen to the 
wishes of his subordinates, which indirectly fostered a sense of comfort and trust 
in the work environment.  This approach can certainly contribute to developing 
employee loyalty to the institution. The ability to balance the demands of work 
and personal expectations is what makes balancing work very important in this 
situation.  Employees at RSU Ananda Purwokerto become more productive and 
tend to be more loyal to their jobs because they believe that they have enough 
time for personal activities without sacrificing their ability to do their job well.  A 
leadership approach that encourages flexibility in scheduling, recognizes the 
individual circumstances of employees, and is able to provide space for rest, 
directly reinforces a healthy work-life balance. Along with Social Exchange Theory 
(SET), the relationship between leadership and loyalty is determined not only by 
the leadership style itself, but also by the extent to which the leadership creates a 
work environment that allows for a balance between work and personal life. The 
results of this study corroborate the findings (Vanesa et al., 2022) and (Sumantri 
& Mujiati, 2023) which highlight the role of work life balance mediation on the 
influence of leader style on employee loyalty. 
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The Effect of Workload on Employee Loyalty on Work-Life Balance as a 
Mediation 
 Research suggests that work-life balance can balance workload to loyalty. A 
healthy work-life balance serves as an important bridge in strengthening the 
relationship between workload and loyalty. Employees at Ananda Purwokerto 
Hospital see the workload management in the hospital environment well, to give 
instructions on organizational effectiveness, the workload that is at the same time 
as abilities can also have an impact on the creation of a work-life balance. Realistic 
workload sharing and well-planned work schedules allow employees to stay 
productive without feeling like they're working too hard.  Employees' work-life 
balance undoubtedly increases with this ultimately hinting at a high level of 
loyalty to the hospital. In line with Social Exchange Theory (SET), when hospitals 
pay attention to the balance between workload and work-life balance, employees 
tend to reciprocate the treatment with an attitude of loyalty, commitment, and 
optimal performance. The results of this study corroborate the findings (Basem 
et al., 2022) and (Dey, 2023) which highlight the mediating role of work-life balance 
in the influence of workload on employee loyalty. 
 
CONCLUSIONS AND RECOMMENDATIONS 
 This study shows that leadership style and workload play a significant 
positive role in encouraging employee loyalty at RSU Ananda Purwokerto, both 
directly and through work-life balance. A supportive and communicative 
leadership style creates a work environment conducive to loyalty, while a 
balanced workload helps maintain a work-life balance, which in turn reinforces 
loyalty. Work-life balance has proven to be an important mediator. A balance 
between work and personal roles is an important factor in shaping employee 
loyalty to the organization. 
 To increase employee loyalty, management needs to implement a 
leadership style that supports open communication and pays attention to work-
life balance. In addition, the workload must be adjusted to the individual's 
capacity so as not to cause stress. These two factors are proven to encourage the 
creation of work-life balance which plays a role in building loyalty and 
supporting the sustainability of the organization in the long term. 
 
ADVANCED RESEARCH 
 This study has limitations, namely it only assesses employee loyalty from 
one perspective and is limited to the hospital sector at Ananda Purwokerto 
Hospital. To strengthen and expand the findings, it is recommended that further 
research include other related objects and variables such as job satisfaction 
(Cahyaningsih et al., 2025), Work Environment (Prabowo et al., 2025), or 
compensation (Pramudita, 2024) that are more relevant and affect employee 
loyalty. 
 

 
 



Tofan, Suyoto, Rahayu, Bagis 

2404 

REFERENCES 
Ahmad, R., Nawaz, M. R., Ishaq, M. I., Khan, M. M., & Ashraf, H. A. (2023). Social 

exchange theory: Systematic review and future directions. Frontiers in 
Psychology, 1–13. https://doi.org/10.3389/fpsyg.2022.1015921 

Alawiyah, K. I., & Dharmaputra, M. F. (2024). Peran Lingkungan Kerja dan Work 
Life Balance terhadap Loyalitas Karyawan dengan Kepuasan Kerja sebagai 
Variabel Mediasi. 4, 16508–16520. 

Bagis, F., & Adawiyah, W. (2022). Work-Life balance and Work Culture on Employee 
Loyalty in Construction Companies: The Mediating Role of Job Satisfaction. 10–
11. https://doi.org/10.4108/eai.10-8-2022.2320908 

Basem, Z., Norawati, S., Kamal, M., Munika, R., & Hastuti, S. (2022). The Effect 
of Compensation, Workload, and Work Life Balance on Employee Loyalty 
with Job Satisfaction as a Moderating Variable. Italienisch, 12(2), 405–425. 

Cahyaningsih, A., Purwidianti, W., & Bagis, F. (2025). UPAYA 
MEMPERTAHANKAN LOYALITAS PERAWAT : PERAN SERVANT 
LEADERSHIP STYLE , WORK-LIFE BALANCE , DAN KEPUASAN 
KERJA SEBAGAI VARIABEL MEDIASI. Equilibrium: Jurnal Ilmiah 
Ekonomi, Manajemen Dan Akuntansi, 14(April), 34–53. 

Chen, P. (2019). The Impact of Family Supportive Supervisor Behavior on 
Employee’s Proactive Behavior: A Study of a Moderated Mediating Effect. 
Open Journal of Social Sciences,. https://doi.org/10.4236/jss.2019.77010 

Chen, S., Xu, K., & Yao, X. (2022). Empirical study of employee loyalty and 
satisfaction in the mining industry using structural equation modeling. 
Scientific Reports, 12(1), 1–15. https://doi.org/10.1038/s41598-022-05182-2 

Cropanzano, R., & Mitchell, M. S. (2014). Social Exchange Theory : An 
Interdisciplinary Review Social Exchange Theory : An Interdisciplinary Review. 
December 2005. https://doi.org/10.1177/0149206305279602 

Dawam, M., & Setiawan, I. T. (2022). Analisis Beban Kerja Dan Lingkungan Kerja 
Mempengaruhi Stres Kerja (Studi Empirik). Ecobisma (Jurnal Ekonomi, 
Bisnis Dan Manajemen) 77–88. https://doi.org/10.36987/ecobi.v9i1.2134 

Dewansyah, B., L, N. W. F. A., & Huneman, T. (2024). Analisis Pengaruh Gaya 
Kepemimpinan dan Stres Kerja Terhadap Work-Life Balance Karyawan Swasta 
di Cirebon. 7(2). https://doi.org/10.32877/eb.v7i2.1668 

Dewi, I. K., Pd, M., & Mashar, A. (2019). Nilai-nilai profetik dalam 
kepemimpinan modern pada manajemen kinerja. In Gre Publishing. 

Dewi Saiful Aminah, R. D. (2024). Pengaruh Work-Life Balance , Kepuasan Kerja 
, dan Lingkungan Kerja Terhadap Loyalitas Karyawan. IJEMA : Indonesian 
Journal of Economics, Management, and Accounting, 1(12), 1424–1430. 

Dey, C. (2023). Analyzing the Role of Work-Life Balance on Employee Loyalty in 
Indian Startups: a Linear Regression-Based Approach. Journal of Mechanics 
of Continua and Mathematical Sciences, 18(2), 45–51. 
https://doi.org/10.26782/jmcms.2023.02.00003 

Fuadiputra, I. R., & Rofida Novianti, K. (2021). The Effect of Work Autonomy 
and Workload on Job Satisfaction of Female Workers in the Banking 
Sector: Mediating the Role of Work Life Balance. The Winners, 21(2), 85–91. 
https://doi.org/10.21512/tw.v21i2.6908 

Gunawan, E., & Thoha, N. (2023). Investigating the Impact of Leadership Styles on 



 International Journal of Business and Applied Economics (IJBAE) 
Vol. 4, No. 5, 2025: 2389-2408                                                                               

                                                                                           

  2405 

Employee Loyalty and Turnover Intention at PT Bank XYZ, Indonesia. 957–968. 
https://doi.org/10.46254/ap03.20220192 

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: Indeed a silver bullet. 
Journal of Marketing Theory and Practice, 19(2), 139–152. 
https://doi.org/10.2753/MTP1069-6679190202 

Hastuti, G., & Sultan, Z. (2025). Influence of Organizational Culture and Leadership 
Style on Job Satisfaction on Tax Service Office Employees : Mediated Role of 
Work-Life Balance Policy. 4(1), 63–78. 

Hayati, K. (2022). Transformational Leadership How its Effect Work-Life Balance 
and Employee Engagement. Asian Journal of Economics, Business and 
Accounting, 22(22), 75–
82.https://doi.org/10.9734/ajeba/2022/v22i2230711 

Herawati, J., Soni Kurniawan, I., & Azhari, L. (2021). The Impact of Workload, 
Organizational Culture, and Motivation for Organizational Citizenship 
Behavior that is Mediated by Loyalty. JBTI : Jurnal Bisnis : Teori Dan 
Implementasi, 12(3), 140–154. https://doi.org/10.18196/jbti.v12i3.13293 

Hsu, W., Chao, Y. C., & Yang, C. H. (2023). Factors influencing home care 
workers’ loyalty in long-term nursing services. Humanities and Social 
Sciences Communications, 10(1), 1–13. https://doi.org/10.1057/s41599-023-
01819-3 

Jaenudin, D., Fitriati, A., & Astuti, H. (2020). The Effect Of Leadership Style, 
Culture And Organizational Commitment To Employee Performance. 
ICBAE. https://doi.org/10.4108/eai.5-8-2020.2301149 

Jayanti, K. T., & Wati, L. N. (2019).“Pengaruh Gaya Kepemimpinan Dan Loyalitas 
Karyawan Terhadap Kinerja Karyawan.” Jurnal Ekobis 9 (1): 71–
88.https://ejournal.stiemj.ac.id/index.php/ekobis/article/view/51/32. 

Jessica Alvina, & Susanto, A. H. (2022). Pengaruh Beban Kerja Dan Lingkungan 
Kerja Non Fisik Terhadap Loyalitas Karyawan Miski Aghnia Corporation. 
Jurnal Riset Manajemen Dan Akuntansi, 2(3), 86–96. 
https://doi.org/10.55606/jurima.v2i3.741 

Juliansyah, N. (2014). Analisis Data Penelitian Ekonomi & Manajemen. Grasindo, 
1. 

Juwita, K., & Khalimah, U. (2023). Konsep Dasar Membangun Loyalitas Karyawan. 
Kemenkes RI. (2019). Peraturan Menteri Kesehatan Nomor 30 Tahun 2019 tentang 

Klasifikasi dan Perizinan Rumah Sakit. 3, 1–80. 
Koroh, P. G., Subiyanto, D., & Septyarini, E. (2023). Pengaruh Gaya 

Kepemimpinan, Budaya Organisasi, Dan Motivasi Kerja terhadap 
Loyalitas Karyawan CV. Logam Jaya Abadi. J-MAS (Jurnal Manajemen Dan 
Sains), 8(1), 404. https://doi.org/10.33087/jmas.v8i1.748 

Kusumah, Y. D., Gani, N., & Jafar, A. (2022). Karyawan Dengan Budaya 
Organisasi Sebagai Variabel Intervening Pada Pt . Cicil Solusi Mitra 
Teknologi Jakarta. Study of Scientific and Behavioral Management (SSBM), 
3(3), 26–37. http://journal.uin-alauddin.ac.id/index.php/ssbm 

Kusumawati, W. (2024). Pengaruh Beban Kerja dan Stres Kerja Terhadap Kepuasan 
Kerja Karyawan dengan Work-life Balance Sebagai Variabel Mediasi Pada 
Karyawan di Industri Pertambangan. 8(2), 657–667. 



Tofan, Suyoto, Rahayu, Bagis 

2406 

https://doi.org/10.29408/jpek.v8i2.25942 
Laksana, K. A., & I Nyoman Sukana Sabudi, I. H. H. S. (2024). The Influence of 

Leadership Style on Employee Loyalty at Karma Kandara. Jurnal 
Multidisiplin West Science, 2(8), 1281–1288. 
https://doi.org/10.55927/marcopolo.v2i8.7156 

Maftukah, L., Indriyani, A., Mulyani, I. D., Manajemen, P. S., & Setiabudi, U. M. 
(2024). Pengaruh Beban Kerja , Kompensasi dan Motivasi Kerja Terhadap 
Loyalitas Karyawan di Toserba Yogya Losari. 1(2), 133–147. 

Mahayuni, A. A. P., & Dewi, A. A. S. K. (2020). Pengaruh Kepemimpinan 
Transformasional, Lingkungan Kerja, Dan Motivasi Terhadap Loyalitas 
Karyawan. E-Jurnal Manajemen Universitas Udayana, 9(5), 1696. 
https://doi.org/10.24843/ejmunud.2020.v09.i05.p03 

Malik, N. (2023). Organizations Should Maintain Employee’s Work-Life Balance. 
Journal of Economics, Finance and Management Studies, 06(08), 3793–3800. 
https://doi.org/10.47191/jefms/v6-i8-29 

Marhalinda, M., & Supiandini, A. (2022). Pengaruh Work Life Balance, 
Lingkungan Kerja Dan Kompensasi Terhadap Loyalitas Karyawan Pada 
Rumah Sakit Khusus Daerah (RSKD) Duren Sawit. Ikraith-Ekonomika, 5(3), 
98–107. https://doi.org/10.37817/ikraith-ekonomika.v5i3.2445 

Munkhdemberel Yondonrenchin, Altanchimeg Zanabazar,  and E. B. (2023). The 
Impact of Leadership Styles on Employee Loyalty and Engagement. 
European Journal of Business and Management Research, 2(1), 155–179. 
10.24018/ejbmr.2023.8.4.2048 

Natanael, K., Christiana, M., Kalis, I., Daud, I., Rosnani, T., & Fahruna, Y. (2023). 
Enrichment: Journal of Management Workload and working hours effect 
on employees work-life balance mediated by work stress. Enrichment: 
Journal of Management, 13(5). 

Ningrum, P., & Purnamasari, W. (2022). Pengaruh Gaya Kepemimpinan Dan 
Budaya Organisasi Terhadap Kepuasan Dan Loyalitas Kerja Karyawan. 
IQTISHADequity, 4(2), 107–115. 

Novia, R., Arif, Y., & Lubis, M. A. (2020). Faktor-Faktor Yang Berhubungan 
Dengan Loyalitas Karyawan di Rumah Sakit Harapan Bunda Kota Batam. 
Jurnal Keperawatan Muhammadiyah, 5(1). 
https://doi.org/10.30651/jkm.v5i1.4881 

Nur Alam, Razi Jaya Mita, Yuli Yana, Vicky F Sanjaya, P. (2021). Pengaruh 
Kompensasi, Kepuasan Kerja, Dan Beban Kerja Terhadap Loyalitas 
Karyawan Pada Pt Indomarco Prismatama. Jurnal Ilmu Manajemen Saburai 
(JIMS), 6(2), 69–76. https://doi.org/10.24967/jmb.v6i2.1025 

Prabowo, H., Dhari, A. W., & Violinda, Q. (2025). Employee Loyalty Is Reviewed 
From Compensation , Work Environment , and Workload through Job 
Satisfaction. 3(01), 131–141. 

Pramudita, N. S. A. (2024). The Influence Of Compensation And Workload On 
Employee Loyalty At PT Suara Merdeka Press Semarang. Management 
Studies and Entrepreneurship Journal (MSEJ), 5(1), 961–969. 

Qi, L., Yee, C. M., Chan, B., Fah, Y., Razak, T. A., & Lumpur, K. (2024). The Role 
of Work-Life Balance in Enhancing Employee Loyalty. Accounting and 



 International Journal of Business and Applied Economics (IJBAE) 
Vol. 4, No. 5, 2025: 2389-2408                                                                               

                                                                                           

  2407 

Corporate Management, 6(1), 43–47. 
https://doi.org/10.23977/acccm.2024.060106 

Raihan, P. G., & Wulandari, W. (2024). Pengaruh Kompensasi, Motivasi, Dan 
Beban Kerja Terhadap Loyalitas Karyawan. Journal of Economic, Bussines 
and Accounting (COSTING), 7(4), 10181–10191. 
https://doi.org/10.31539/costing.v7i4.9940 

RSU Ananda. (n.d.). Profil RSU Ananda Purwokerto. 9 Juli 2025. 
https://rsuananda.id/about-us/profil/ 

Sekar, Darmawan, A., Widhiandono, H., & Purwidianti, W. (2024). The Influence 
Of Leadership Style, Work Environment, And Compensation On 
Employee Loyalty. Mantik Journal, 7(4), 2685–4236. 

Sembiring, F., & Sitanggang, D. (2022). Pengaruh Gaya Kepemimpinan, 
Pengembangan Karir Dan Kepuasan Kerja Terhadap Kinerja Karyawan 
Pada Pt.Perkasa Internusa Mandiri Medan. Jurnal Manajemen Dan Bisnis, 
22, 52–68. https://doi.org/10.54367/jmb.v22i1.1729 

Shangze, L. (2024). a Study of the Impact of Employee Loyalty on Organizational 
Performance Based on Improving Organizational Commitment. The 
EUrASEANs: Journal on Global Socio-Economic Dynamics, 3(3(46)), 372–387. 
https://doi.org/10.35678/2539-5645.3(46).2024.372-387 

Sharkey, J., & Caska, B. (2019). Keseimbangan kehidupan kerja versus 
penggabungan kehidupan kerja: Sebuah studi komparatif dan tematik 
analisis kesejahteraan di tempat kerja. DBS Business Review, 3. 

Spagnoli, P., Haynes, N. J., Kovalchuk, L. S., Clark, M. A., Buono, C., & Balducci, 
C. (2020). Workload, workaholism, and job performance: uncovering their 
complex relationship. International Journal of Environmental Research and 
Public Health, 17(18), 1–20. https://doi.org/10.3390/ijerph17186536 

Sumantri, N. M. D., & Mujiati, N. W. (2023). Pengaruh Kepemimpinan 
Transformasional, Motivasi, Dan Work - Life Balance Terhadap Loyalitas  
Karyawan. E-Jurnal Manajemen, 12(4), 390–411. 
https://ojs.unud.ac.id/index.php/manajemen/article/view/101240 

Syihabudhin, S., Nora, E., Juariyah, L., Hariri, A., & Dhika, O. (2020). Effect of 
Workload on Employee Performance Through Work Life Balance at 
Ollino Garden Hotel Malang East Java. Advances in Economics, Business and 
Management Research, 149(Apmrc 2019), 141–146. 
https://doi.org/10.2991/aebmr.k.200812.025 

Usniarti, J., & Nuvriasari, A. (2024). The Influence of Work Environment and 
Workload on Job Satisfaction and its Impact on Employee Loyalty. East 
Asian Journal of Multidisciplinary Research, 3(2), 857–870. 
https://doi.org/10.55927/eajmr.v3i2.8293 

Vanchapo, A. R. (2022). Beban Kerja dan Stres Kerja Scanned by CamScanner. 
CV. Penerbit Xiara Media, March 2019. 

Vanesa, V. H., Shanty, D., Triyani, T., Gunawan P, A. W., S Sadana, S. M., & 
Supriatna, D. (2022). Mediating effect of work-life balance towards 
leadership style and work engagement. JPPI (Jurnal Penelitian Pendidikan 
Indonesia), 8(4), 933. https://doi.org/10.29210/020221898 

Zahra Aprilia Suparman, Suparman, & Aditia Wirayudha. (2023). Pengaruh 



Tofan, Suyoto, Rahayu, Bagis 

2408 

Beban Kerja terhadap Kepuasan Kerja dengan Work Life Balance sebagai 
Variabel Intervening. Jurnal Riset Manajemen Dan Bisnis, 122–130. 
https://doi.org/10.29313/jrmb.v3i2.2907 

 


