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ABSTRACT 
This research was motivated by field problems at PT Fortuna Mandiri Sejahtera 

Palembang, where employees still experience unclear directions from their superiors, 

high workloads, and unpredictable coal loading and unloading schedules. These 

conditions cause stress, reduce work-life balance, and indicate that transformational 

leadership has not been optimally implemented in facing dynamic work situations. 

This study aims to determine the effect of transformational leadership, work-life 

balance, and job stress on employee performance. The method used is quantitative 

with an associative approach to measure the relationship between variables. The 

research variables consist of transformational leadership (X₁), work-life balance (X₂), 

job stress (X₃), and employee performance (Y). The sampling technique used was 

saturated sampling with a total of 77 employees as respondents. The results showed 

a constant value of 17.573, a transformational leadership coefficient of 0.321, work-

life balance coefficient of 0.399, and job stress coefficient of -0.317. Work-life 

balance has a significant and the greatest effect on employee performance (t count 

3.074 > t table 1.993). Transformational leadership also has a significant effect (t 

count 2.881 > t table 1.993). Meanwhile, job stress has a negative and significant 

effect on performance (t count -3.752 < t table 1.993). Based on the coefficient of 

determination test, it is known that there are still 59.2% of other variables influencing 

employee performance that were not examined in this study. 

 

Keywords: Transformational Leadership; Work Life Balance; Job Stress; Employee 

Performance 

 

INTRODUCTION 

In the era of globalization and increasingly intense industrial competition, human 

resources (HR) play a vital role in determining a company’s success. According to Mariska et 

al.,(2023), human resources are highly significant and inseparable from an organization, as they 

are the key to organizational development. Human resources are considered the most valuable 

asset of an organization because they serve as the source of direction, maintenance, and 

development in responding to societal and temporal changes (Atikah et al., 2024). HR personnel 

are not merely task executors they also serve as the driving force behind strategic direction and 

employee performance achievement.  
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According to Mulyadi et al.,(2024), employee performance is the final outcome 

produced by individuals within an organization or company. Improving employee performance 

depends not only on the individual’s technical abilities but also on the leader’s courage to 

inspire change, motivate with a clear vision, and facilitate the growth of each team member. 

Effective leadership can foster a positive and supportive work culture. In this context, the role 

of transformational leadership becomes particularly crucial. 

According to Marlius and Melaguci (2024), transformational leadership is a leadership 

style in which leaders seek to inspire, motivate, and promote positive mindsets among team 

members with a lasting impact. This style is recognized for its ability to enhance employee 

performanve through empowerment, innovation, and indivisual development (Nugroho & 

Sudarti, 2025). By providing inspiration and fostering enthusiasm, transformational leadership 

contributes to the creation of a work environment that supports a balance between personal life 

and professional responsibilities. 

Work-life balance also has a significant influence on employee performance. According 

to Salsabila et al.,(2025), work-life balance is a condition in which an employee can manage 

time and energy effectively between work, personal needs, recreation, and family life, in order 

to prevent conflicts that may affect performance and quality of life. One effort to achieve work-

life balance is by starting and ending work activities on time in accordance with the established 

working hours (Mutiara et al., 2024). When work-life balance is achieved, individuals are able 

to lead a more productive, healthy, and harmonious life, balancing job demands with personal 

needs. 

In addition to transformational leadership and work-life balance, another factor that 

influences employee performance is work stress. According to Astuti et al.,(2022), work stress 

is an inherent part of any job. If not properly managed, stress can hinder employees' ability to 

interact positively within the workplace, as well as outside of it (Winoto & Perkasa, 2024). A 

similar finding by Novitasari (2023) revealed a negative and significant relationship between 

work stress and employee performance. This negative perception has the potential to weaken 

employees’ emotional attachment to the company, which in turn can lead to decreased loyalty 

and performance. 

PT Fortuna Marina Sejahtera is a company operating in the maritime services and coal 

handling sector, encompassing sea freight transportation, vessel provisioning, cargo loading 

and unloading services, as well as port management. Located in Kertapati, Palembang City, the 

company is committed to delivering reliable maritime logistics services by upholding 

professionalism, fostering innovation, and empowering competent human resources. 

Preliminary interviews with employees at PT Fortuna Marina Sejahtera Palembang 

revealed challenges related to leadership, an imbalance between work and personal life, and 

high levels of work-related stress. A demanding operational schedule and unpredictable 

weather conditions often force employees to work beyond regular hours, compounded by 

unclear guidance from supervisors and a management focus solely on targets. These factors 

contribute to physical fatigue and decreased concentration. 

This study focuses on the influence of transformational leadership, work–life balance, 

and stress management on employee performance at PT Fortuna Marina Sejahtera Palembang, 

and is expected to provide theoretical and practical contributions to enhancing the 

understanding and application of these aspects in the workplace.  

 

METHOD 

This study employs a quantitative approach with a survey method, as it aims to 

objectively and systematically measure the relationships between variables. The population of 
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this study consists of all employees of PT Fortuna Mandiri Sejahtera Palembang, totaling 77 

employees. A saturated sampling technique was used in which all members of the population 

were included as the sample. Data were collected through questionnaires designed using a five-

point Likert scale, ranging from “Strongly Disagree” (1) to “Strongly Agree” (5). Examples of 

questionnaire items include “The company’s leader serves as an inspirational role model for all 

employees,” which measures the transformational leadership variable (X1), “I am able to 

balance my time between work and family or personal life effectively,” which measures the 

work life balance variable (X2), “I face conflicting expectations and demands in the work 

environment,” which measures the job stress variable (X3), and “Within a given work period, 

I am able to meet or exceed the established output targets,” which measures the employee 

performance variable (Y).  

Validity and reliability tests were conducted to ensure the feasibility of the research 

instrument. The validity test employed the Pearson Product Moment correlation technique, in 

which all items were deemed valid because the r-count values exceeded the r-table value (0.224) 

and the significance values were below 0.05. The reliability test was performed using the 

Cronbach’s Alpha method with a minimum threshold of > 0.60, and the average r-count value 

across all variables was 0.76, indicating that all variables were reliable. Data analysis was 

carried out using multiple linear regression, as the research model involved three independent 

variables tested against one dependent variable. Prior to this, classical assumption tests were 

conducted, including normality, multicollinearity, and heteroscedasticity tests, with all data 

processing performed using SPSS version 25. This method is expected to yield valid, reliable, 

and accurate findings in explaining the influence of transformational leadership, work-life 

balance, and job stress at PT Fortuna Marina Sejahtera Palembang. 

 

RESULTS and DISCUSSION 

Results of the Multiple Linear Regression Analysis 

The hypothesis testing in this study was conducted using a multiple linear regression 

analysis approach, where the test was performed as a two-tailed test with a significance level 

(α) of 0.05 (5%). The multiple linear regression model calculations were carried out using 

SPSS. The purpose of this model calculation is to determine the extent to which 

transformational leadership (X1), work-life balance (X2), and job stress (X3) influence 

employee performance at PT Fortuna Marina Sejahtera. The following is Table 21, which 

presents the results of the multiple linear regression analysis. 

Tabel 1. Multiple Linear Regression Analysis 
Variabel Koefisien Regresi thitung Sig. 

Constant 17,573 5,045 <0,001 
Transformational Leadership 0,321 2,881 0,005 

Work Life Balance 0,399 3,074 0,003 
Job Stress -0,317 -3,752 <0,001 

Source: Processed Primary Data (2025) 

Based on Table 1, the multiple linear regression equation is obtained. The interpretation 

of each variable coefficient is as follows: 

1. The constant value of 17.573 indicates that when all independent variables are zero, the 

employee performance is estimated to be 17.573. This represents the baseline 

contribution to employee performance without the influence of the independent 

variables. 
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2. The coefficient for Transformational Leadership (X₁) is 0.321, which means that for 

every one-point increase in this variable, employee performance will increase by 0.321. 

This positive coefficient indicates a positive relationship between transformational 

leadership and employee performance. The positive and significant coefficient shows 

that the better the transformational leadership applied by supervisors, the higher the 

employee performance. This finding supports the theory that transformational 

leadership plays an important role in improving employee performance in the company. 

3. The coefficient for Work Life Balance (X₂) is 0.399, indicating that every one-point 

increase in work life balance will increase employee performance by 0.399. This shows 

a positive and significant relationship between work life balance and employee 

performance. The positive and significant coefficient suggests that the better the work 

life balance perceived by employees, the higher their performance will be. This finding 

supports the theory that work life balance is important in enhancing employee 

performance in the company. 

4. The coefficient for Work Stress (X₃) is -0.317, indicating that every one-point increase 

in work stress will decrease employee performance by 0.317. This negative coefficient 

signifies a negative and significant effect of work stress on employee performance. The 

negative and significant coefficient shows that the higher the level of work stress 

experienced by employees, the lower the performance they produce. This finding 

supports the theory that work stress negatively affects employee performance in the 

company. 

. 

Results of the Partial Test (t-test) 

This test was conducted to evaluate the effect of each independent variable partially on 

the dependent variable. The process was carried out by comparing the calculated t value with 

the t-table value. The t-table value was determined based on a significance level of α = 0.05 

(5%) 

Tabel 2. Partial Test 
Coefficientsa 

 

 
Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients t Sig. 

B Std. Error Beta   
1 (Constant) 17,573 3,483  5,045 <0,001 

 Transformational 
Leadership 

0,321 0,111 0,336 2,881 0,005 

 Work Life Balance 0,399 0,130 0,362 3,074 0,003 

 Job Stress -0,317 0,084 -0,350 3,752 <0,001 

Source: Processed Primary Data (2025) 

 

Based on Table 2, the results of the partial t-test on the variables of Transformational 

Leadership, Work Life Balance, and Job Stress against Employee Performance are as follows: 

1. Transformational Leadership 

The t-test results show a significance value of 0.005, which is less than 0.05, and a 

calculated t-value of 2.881, which is greater than the critical t-value of 1.993. Therefore, 

H1 is accepted, meaning that transformational leadership has a positive and significant 

effect on employee performance.The better the transformational leadership, the higher 

the employee performance. 

2. Work Life Balance 
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The t-test results show a significance value of 0.003, which is also less than 0.05, and a 

calculated t-value of 3.074, which is greater than the critical t-value of 1.993. Therefore, 

work-life balance has a positive and significant effect on employee performance. This 

indicates that the balance between work and personal life contributes to improved 

performance. The better the work-life balance, the higher the employee performance. 

3. Job Stress 

The significance value obtained is < 0.001, which is less than 0.05, and the calculated 

t-value is -3.752, which is less than the critical t-value of 1.993 (due to the negative 

direction of the effect). Therefore, job stress has a negative and significant effect on 

employee performance. The higher the level of stress experienced by employees, the 

lower their performance will be. 

 

Results of the Simultaneous Test (F-test) 

The F-test is used to examine whether the variables of transformational leadership, 

work-life balance, and job stress simultaneously have an effect on employee performance at PT 

Fortuna Mandiri Sejahtera. 

Tabel 3. Simultaneous Test 
ANOVAa 

Model  Sum of Squares df Mean Square F Sig. 

1 Regression 780,393 3 260,131 16,792 <,00
1b 

 Residual 1130,880 73 15,492   

 Total 1911,273 76    

Source: Processed Primary Data (2025) 

The F-test results in Table 3 show that the calculated F-value is greater than the critical 

F-value, namely 16.792 > 2.723, with a significance level of 0.000 < 0.05. Based on these 

results, H₀ is rejected and Hₐ is accepted. This means that simultaneously, the variables of 

Transformational Leadership, Work-Life Balance, and Job Stress have a significant effect on 

the Employee Performance at PT Fortuna Marina Sejahtera. 

Thus, it can be concluded that these three variables together are able to explain the 

variation in employee performance. These results also indicate that improvements in 

transformational leadership and work-life balance, as well as effective job stress management, 

collectively contribute positively to enhancing employee performance at the company. 

 

Results of the Determination Coefficient Test                                                                                  

The Coefficient of Determination test is used to determine the contribution of independent 

variables to the dependent variable. In this study, the test was conducted using SPSS version 

30 or by using the following formula: 

Tabel 4. Determination Coefficient Test 

   Model Summary  
Model R R Square Adjusted R Square Std. Error of the Estimate 
1 . 639 a . 408 .384 3,936 

Source: Processed Primary Data (2025) 

In Table 4, the R value obtained is 0.639 or 63.9%. According to the correlation 

coefficient interpretation guidelines, this figure falls into the category of a fairly strong 

influence, as it lies within the interval of 0.40–0.60. This indicates that transformational 

leadership, work-life balance, and job stress variables have an effect on employee performance 
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at PT Fortuna Marina Sejahtera Palembang. The results of the coefficient of determination test 

show an R Square value of 0.408, meaning that employee performance can be explained by 

transformational leadership, work-life balance, and job stress variables by approximately 

40.8%, while the remaining 59.2% is influenced by other variables that were not examined in 

this study 

DISCUSSION 

The Influence of Transformational Leadership on Employee Performance  

The hypothesis test results show that the significance value of 0.005 < 0.05 and the 

calculated t-value of 2.881 > the critical t-value of 1.993. This indicates that transformational 

leadership has a positive and significant effect on employee performance. The better the 

transformational leadership, the higher the employee performance. This finding aligns with the 

Grand Theory of Job Demands-Resources (JD-R), which states that transformational 

leadership, as a job resource, provides emotional support, clear guidance, and intrinsic 

motivation to employees, enabling them to better cope with job demands and optimize their 

performance. 

This study aligns with the research conducted by Fitriani and Kasmiruddin (2023), 

which states that transformational leadership has a positive effect on employee performance. 

Their study emphasizes that leadership capable of inspiring, motivating, and attending to 

individual employee needs can enhance work enthusiasm and productivity. Work-life balance 

is also an important factor in creating optimal performance. Employees who feel supported by 

positive leadership and maintain such a balance tend to be more focused, motivated, and 

demonstrate better performance in the workplace. 

This research provides valuable insights for managers and policymakers at PT Fortuna 

Marina Sejahtera. The implementation of transformational leadership such as motivation, 

individual attention, visionary guidance, open communication and recognition can enhance 

employee performance. However, challenges like inconsistent communication and uneven 

empowerment still need to be addressed. By strengthening managerial training and fostering a 

culture of appreciation, the company can significantly improve employee performance and 

work enthusiasm. 

 

The Influence of Work Life Balance on Employee Performance 

 The test results show a significance value of 0.003 < 0.05 and a calculated t value of 

3.074 > the critical t value of 1.993 indicating that work life balance has a positive and 

significant effect on employee performance. This aligns with the Job Demands Resources (JD 

R) theory which identifies work life balance as an important job resource that helps employees 

manage job demands. When employees achieve a balance between work and personal life they 

tend to have higher energy motivation and work engagement thereby enhancing performance 

optimally. 

This study is also in line with research conducted by Mulyadi and Saputri (2024) which 

shows that work life balance has a positive effect on employee performance. The study 

emphasizes that balance between work life and personal life is an important factor in creating 

optimal performance. Employees who can manage their time between work and personal life 

tend to experience lower stress, be more focused, and more motivated at work. Research by 

Andriannoor et al.,(2025) also proves that good work life balance not only improves 

performance but also enhances employee loyalty to the organization. 

Based on research at PT Fortuna Marina Sejahtera, high job demands and lack of 

flexible work schedules are the main obstacles to achieving work-life balance. Many employees 
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struggle to manage their time between work and personal life, especially when workload 

increases. This condition leads to emotional exhaustion, prolonged stress, and reduced quality 

time with family, which ultimately lowers employee performance. 

 

The Influence of Job Stress on Employee Performance 

The hypothesis test results indicate that job stress has a negative and significant effect 

on employee performance, with a significance value of less than 0.001 and a calculated t-value 

of -3.752, which is smaller than the critical t-value of 1.993. This means that the higher the 

level of stress experienced by employees, the lower their performance. From the perspective of 

the Job Demands-Resources (JD-R) model, job stress falls under job demands, which require 

physical and mental effort; if these demands are not balanced with adequate supporting 

resources, it can lead to fatigue and decreased work motivation. 

This study is also in line with the research conducted by Julio Darma Putra and 

Dewirahmadanirwati (2024), which showed that job stress has a negative effect on employee 

performance at the Population and Civil Registration Office of Padang City. Employees 

experiencing high levels of stress tend to have difficulty concentrating, lose motivation, and 

show decreased effectiveness in completing tasks. Poorly managed stress can also lead to 

physical and emotional fatigue, which ultimately impacts overall productivity decline. 

Based on the research results at PT Fortuna Marina Sejahtera, it was revealed that a high 

workload, tight target pressures, and a lack of emotional support from supervisors are the main 

factors causing employee job stress. These conditions lead employees to experience mental 

fatigue, become easily irritable, and lose their enthusiasm for work. If this continues unchecked, 

it will not only hinder the achievement of optimal performance but also weaken employees’ 

attachment to the company. 

 

The Influence of Transformational Leadership, Work Life Balance and Job Stress on 

Employee Performance 

The research results indicate that the variables of Transformational Leadership, Work-

Life Balance, and Job Stress simultaneously have a significant effect on Employee Performance 

at PT Fortuna Marina Sejahtera. This is evidenced by the calculated F-value of 16.792, which 

is greater than the critical F-value of 2.723 at a 5% significance level, and a significance value 

of 0.000, which is less than 0.05. The correlation coefficient (R) value of 0.639, or 63.9%, 

shows a fairly strong influence of these three variables on employee performance. 

This study aligns with the research conducted by Mulyadi et al., (2024), which shows 

that transformational leadership and work-life balance have a significant impact on improving 

employee performance. An inspiring leadership style and a balance between work and personal 

life are important factors that drive work effectiveness and productivity. Additionally, the study 

by Dewansyah et al., (2024) also reveals that leadership and job stress simultaneously affect 

the performance of private sector employees in Cirebon, emphasizing the importance of 

effective stress management and leadership in creating a healthy work life balance. 

Therefore, it can be concluded that the integration of transformational leadership, work-

life balance, and job stress management plays a crucial role in enhancing employee performance 

at PT Fortuna Marina Sejahtera. The organization should maintain and strengthen policies that 

support inspirational leadership, balance between work and personal life, as well as initiatives 

to reduce job stress levels. These efforts aim to foster a productive and mentally healthy work 

environment, thereby promoting the sustainable achievement of optimal performance. 
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CONCLUSION 

This study aims to examine the influence of transformational leadership, work-life 

balance, and work stress on employee performance at PT Fortuna Marina Sejahtera. The results 

of the analysis indicate that work-life balance has a significant and the greatest influence on 

performance (t-value 3.074 > t-table 1.993, with a significance level of 0.003 < 0.05), followed 

by transformational leadership, which also has a significant effect (t-value 2.881, with a 

significance level of 0.005 < 0.05). Work stress has a negative and significant effect (t-value -

3.752, with a significance level of 0.001 < 0.05), indicating that higher levels of work stress 

lead to lower employee performance. Simultaneously, the three variables have a significant 

effect (F-value 16.792 > F-table 2.723, with a significance level of 0.000 < 0.05). Based on 

these findings, the company is advised to prioritize improving work-life balance through 

adjustments to work schedules, providing flexible working hours, and implementing health-

related activities. Furthermore, the company should enhance transformational leadership 

through leadership training programs, and reduce work stress by evaluating workloads, 

providing adequate rest facilities, and fostering open communication. Future studies are 

recommended to include other variables such as work motivation or job satisfaction, and to 

expand the research scope and sample size to produce more accurate and relevant results. 

Acknowledgment  
 The author expresses gratitude to the supervising lecturers for their guidance, direction, 

and support throughout the process of writing this journal. Thanks are also extended to PT 

Fortuna Marina Sejahtera Palembang for the facilities and assistance provided during the 

research implementation. It is hoped that this journal will make a meaningful contribution to 

the development of knowledge and be beneficial to many parties. 

 

REFERANCE  

1. An$dre$ N$ofrian$ Syaputra & Lidya M$artha. (2024). Pe$n$garuh Stre$s Ke$rja dan$ 

Be$ban$ Ke$rja te$rhadap Kin$e$rja Pe$rawat Bun$da M$e$dical Ce$n$te$r (BM$C) 

Padan$g. Jurn$al Rise$t M$an$aje$m$e$n$, 2(1), 379–398.  

2. Arifin$, S., & Rizan$a, D. (2024). Hubun$gan$ Ke$pe$m$im$pin$an$ Tran$sform$asion$al, 

Work-life$ Balan$ce$ dan$ Lin$gkun$gan$ Ke$rja N$on$ Fisik te$rhadap Disiplin$ Ke$rja. 

Jurn$al Akun$tan$si Pajak dan$ M$an$aje$m$e$n$, 7(1), 14–25.  

3. Astuti, R. D., He$rawati, J., & Se$pytarin$i, E$. (2022). Pe$n$garuh Be$ban$ Ke$rja, Stre$ss 

Ke$rja, dan$ Lin$gkun$gan$ Ke$rja te$rhadap Ke$puasan$ Ke$rja Karyawan$: Studi Kasus 

pada PT Wika-Wg Kso Proye$k Pe$m$ban$gun$an$ Ge$dun$g Sglc & E$ric.  Re$slaj: 

Re$ligion$ E$ducation$ Social Laa Roiba Journ$al, 4(4), 1119-1136. 

4. Atikah, R., Kurn$iawan$, DP, M$., & Wulan$dari, T. (2024). Pe$n$garuh Pe$n$galam$an$ 

Ke$rja dan$ Ke$te$rikatan$ Ke$rja Te$rhadap Kin$e$rja Karyawan$ pada PT. Trakin$do 

Utam$a Pale$m$ban$g. E$KOM$A : Jurn$al E$kon$om$i, M$an$aje$m$e$n$, Akun$tan$si, 

3(3), 1443–1456. 

5. An$drian$n$oor, R., Se$tiyon$o, W. P., & Sriyon$o, S. (2025). The$ in$flue$n$ce$ of work 

life$ balan$ce$ on$ e$m$ploye$e$ loyalty in$ com$pan$ie$s. Din$asti In$te$rn$ation$al 

Journ$al of E$ducation$ M$an$age$m$e$n$t an$d Social Scie$n$ce$, 6(4) 

6. Badrian$to, Y., & E$khsan$, M$. (2021). Pe$n$garuh Work-life$ Balan$ce$ te$rhadap 

Kin$e$rja Karyawan$ yan$g di M$e$diasi Kom$itm$e$n$ Organ$isasi. Je$sya (Jurn$al 

E$kon$om$i & E$kon$om$i Syariah), 4(2), 951–962.  

7. Budi, A. (2022). Pe$n$garuh Disiplin$ Ke$rja Te$rhadap Kin$e$rja Karyawan$ yan$g 

Dim$e$diasi Ole$h Produktivitas Ke$rja Karyawan$. Dyn$am$ic M$an$age$m$e$n$t 

https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT


DIE : Jurnal  Ilmu Ekonomi dan Manajemen 
DOI: https://doi.org/10.30996/die.v15i2  

Website: http://jurnal.untag-sby.ac.id/index.php/die/index  

 

344 
 

 
 
 

DIE: Jurnal Ilmu Ekonomi dan Manajemen 

ISSN. 0216-6488 (Print), 2775-7935 (Online) 

Journ$al, 6(2), 83.  

8. Burhan$udin$, & Kurn$iawan$, A. (2020). Pe$n$garuh gaya ke$pe$m$im$pin$an$ 

tran$saksion$al dan$ tran$sform$asion$al te$rhadap kin$e$rja karyawan$ Ban$k BRI 

Purwore$jo. Coope$tition$: Jurn$al Ilm$iah M$an$aje$m$e$n$, 11(2), 7–18. 

9. Darm$awan$, R. A. & Ridlwan$ M$uttaqin$. (2023). Pe$n$garuh Gaya 

Ke$pe$m$im$pin$an$ dan$ M$otivasi te$rhadap Kin$e$rja Karyawan$ de$n$gan$ 

Ke$puasan$ Ke$rja Se$bagai Variabe$l In$te$rve$n$in$g (Surve$i Pada Divisi 

Pe$m$asaran$ PT Fastrata Buan$a Caban$g Cian$jur). JE$M$SI (Jurn$al E$kon$om$i, 

M$an$aje$m$e$n$, dan$ Akun$tan$si), 9(6), 2795-2805. 

10. De$ddy, A. (2022). Pe$n$garuh ke$pe$m$im$pin$an$ tran$sform$asion$al te$rhadap 

kin$e$rja pe$gawai m$e$lalui ke$puasan$ ke$rja pada Badan$ Pe$n$ge$lola Pajak dan$ 

Re$tribusi Dae$rah (BPPRD) Kota Jam$bi. Jurn$al M$an$aje$m$e$n$ Te$rapan$ dan$ 

Ke$uan$gan$, 11(01), 171–185. 

11. De$wan$syah, B., Fitrian$a, N$. W., & Hun$e$m$an$, T. (2024). An$alisis Pe$n$garuh 

Gaya Ke$pe$m$im$pin$an$ dan$ Stre$s Ke$rja Te$rhadap Work-Life$ Balan$ce$ 

Karyawan$ Swasta di Cire$bon$. e$Co-Buss, 7(2), 1077–1087.  

12. Fitrian$i, A. M$. (2023). Pe$n$garuh Gaya Ke$pe$m$im$pin$an$ Tran$sform$asion$al dan$ 

Work-Life$ Balan$ce$ te$rhadap Kin$e$rja Karyawan$ BPJS Ke$te$n$agake$rjaan$ 

Caban$g Pe$kan$baru Kota. JAM$BURA: Jurn$al Ilm$iah M$an$aje$m$e$n$ dan$ Bisn$is, 

6(1), 196-202. 

13. Ron$a Gah, D. Z., & Syam$, A. H. (2021). Pe$n$garuh Pe$n$galam$an$ Ke$rja dan$ 

Ke$m$am$puan$ Ke$rja Te$rhadap Kin$e$rja Karyawan$ di Balai Latihan$ M$asyarakat 

M$akassar. Jurn$al M$irai M$an$age$m$e$n$t, 6(2), 123-136. 

14. Grace$, G., Subiyan$to, D., & Kusum$a, N$. T. (2024). Pe$n$garuh Ke$pe$m$im$pin$an$ 

Tran$sform$asion$al, E$fikasi Diri, dan$ Ke$se$im$ban$gan$ Ke$hidupan$ Ke$rja 

Te$rhadap Kin$e$rja Karyawan$. Jurn$al M$e$tave$rse$ ADPE$RTISI, 3(2), 1–11.  

15. Hardian$sha, I., Juita, H. R., & M$ulyon$o, H. (2025). Pe$n$garuh ke$pe$m$im$pin$an$ 

tran$sform$asion$al dan$ m$otivasi te$rhadap kin$e$rja karyawan$ di Ban$k Syariah 

In$don$e$sia Caban$g M$uara Be$liti. Jurn$al E$SCAF 4th 2025 (p-ISSN$: 2962-7710, e$-

ISSN$: 3021-8594). Un$ive$rsitas Bin$a In$san$ 

16. Hidayat, A. S. (2021). Pe$ran$ Ke$pe$m$im$pin$an$ Tran$sform$asion$al Dan$ 

Kn$owle$dge$ Sharin$g Dalam$ M$e$n$stim$ulasi Pe$rilaku In$ovatif Di In$stitusi 

Pe$n$didikan$. Jurn$al Ilm$u M$an$aje$m$e$n$, 9(2), 768-778. 

17. Ibrahim$, R. (2024). M$e$n$ge$lola Work-Life$ Balan$ce$ Dan$ In$te$gritas Dalam$ 

M$e$n$in$gkatkan$ Kin$e$rja Dose$n$. (Ce$t1). E$ure$ka M$e$dia Aksara. Purbalin$gga 

18. In$dra N$urfaizi, (2021). Pe$n$garuh Work-Life$ Balan$ce$, Gaya Ke$pe$m$im$pin$an$ 

Tran$sform$asion$al, Dan$ Stre$s Ke$rja Te$rhadap Ke$puasan$ Ke$rja Bagi Para 

Karyawan$. Jurn$al Rise$t M$An$aje$m$e$n$, Un$ive$rsitas Islam$ N$e$ge$ri Syarif 

Hidayatullah Jakarta 

19. Irfan$, M$., Khalid, R. A., Kaka Khe$l, S. S. U. H., M$aqsoom$, A., & She$ran$i, I. K. 

(2023). Im$pact of work–life$ balan$ce$ with the$ role$ of organ$ization$al support an$d 

job burn$out on$ proje$ct pe$rform$an$ce$. E$n$gin$e$e$rin$g, Con$struction$ an$d 

Archite$ctural M$an$age$m$e$n$t, 30(1), 154–171. https://doi.org/10.1108/E$CAM$-04-

2021-0316 

20. Jufrize$n$, J., Lubis, A. S. P., & Program$ Studi M$agiste$r M$an$aje$m$e$n$, 

Un$ive$rsitas M$uham$m$adiyah Sum$ate$ra Utara M$e$dan$, In$don$e$sia. (2020). 

https://doi.org/10.30996/die.v15i2
http://jurnal.untag-sby.ac.id/index.php/die/index
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://doi.org/10.1108/ECAM-04-2021-0316
https://doi.org/10.1108/ECAM-04-2021-0316
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT


DIE                                                                                                                                                                                                        

Jurnal Ilmu Ekonomi & Manajemen, Hal. 336-346                             Volume 16, Nomor 2 Month 09 2025  

345 
 
 

 
 

Fakultas Ekonomi dan Bisnis 

Universitas 17 Agustus 1945 Surabaya 

Pe$n$garuh Ke$pe$m$im$pin$an$ Tran$sform$asion$al dan$ Ke$pe$m$im$pin$an$ 

Tran$saksion$al te$rhadap Kin$e$rja Pe$gawai De$n$gan$ Locus Of Con$trol Se$bagai 

Variabe$l M$ode$ratin$g. M$an$e$ggio: Jurn$al Ilm$iah M$agiste$r M$an$aje$m$e$n$, 

3(1), 41–59. https://doi.org/10.30596/m$an$e$ggio.v3i1.4874 

21. Kusum$a, B. W., Fe$rdin$an$d, N$., & Sun$arsi, D. (2023). Pe$n$garuh lin$gkun$gan$ 

ke$rja dan$ stre$s ke$rja te$rhadap kin$e$rja karyawan$ pada PT. Ge$m$a Pe$rkasa 

E$le$ctron$ic Jakarta Barat. Jurn$al E$kon$om$i Utam$a, 2(1), 6–9. 

https://doi.org/10.55903/juria.v2i1.30 

22. M$ardian$i, I. N$., & Widiyan$to, A. (2021). Pe$n$garuh work-life$ balan$ce$, 

Lin$gkun$gan$ Ke$rja dan$ Kom$pe$n$sasi te$rhadap Kin$e$rja karyawan$ PT Gun$an$usa 

E$ram$an$diri. Je$sya (Jurn$al E$kon$om$i & E$kon$om$i Syariah), 4(2), 985–993. 

https://doi.org/10.36778/je$sya.v4i2.456   

23. M$ariska, S., Halin$, H., & Ve$ron$ica, M$. (2023). Pe$n$garuh Re$krutm$e$n$ dan$ 

Pe$n$ge$m$ban$gaan$ Karir te$rhadap Kin$e$rja Pe$gawai Pada Kan$tor DPRD Provin$si 

Sum$ate$ra Se$latan$. Jurn$al Bisn$is, M$an$aje$m$e$n$, Dan$ E$kon$om$i, 4(3), 325-

337. 

24. M$arlius, D., & M$e$laguci, R. A. (2024). Pe$n$garuh Ke$pe$m$im$pin$an$ 

Tran$sform$asion$al Dan$ Ke$puasan$ Ke$rja Te$rhadap Kin$e$rja Karyawan$ PT 

Se$m$e$n$ Padan$g De$parte$m$e$n$ Sum$be$r Daya M$an$usia. Jurn$al Bin$a Ban$gsa 

E$kon$om$ika, 17(2), 1168-1180. 

25. M$ulyadi, M$. (2024). Ke$pe$m$im$pin$an$ Tran$sform$asion$al, Work Life$ Balan$ce$, 

Dan$ Kom$un$ikasi Te$rhadap Kin$e$rja Karyawan$ Pada PT. Kan$m$o Group. Be$rajah 

Journ$al, 4(4), 925-936. 

26. M$utiara, M$., E$n$dah De$wi Purn$am$asari, & M$uham$m$ad Bahrul Ulum$. (2024). 

Pe$n$garuh Work Life$ Balan$ce$ Dan$ Gaya Ke$pe$m$im$pin$an$ Te$rhadap Kin$e$rja 

Karyawan$ Pada Pt. Asuran$si Bri Life$ Pale$m$ban$g. JE$M$SI (Jurn$al E$kon$om$i, 

M$an$aje$m$e$n$, dan$ Akun$tan$si), 10(2), 1171–1179.  

27. N$isa, I. K., M$ubarok, A. F., & Utam$i, C. B. (2025). Pe$n$garuh Work Life$ Balan$ce$, 

Stre$s Ke$rja dan$ Lin$gkun$gan$ Ke$rja Te$rhadap Kin$e$rja Pe$gawai BM$T Al 

Hikm$ah Se$m$e$sta.J-CE$KI: Jurn$al Ce$n$de$kia Ilm$iah, 4(3), 2317-2329. 

28. N$ovitasari, D. (2023). Pe$n$garuh Stre$ss Ke$rja te$rhadap Kin$e$rja Pe$rawat di Kota 

Be$n$gkulu. E$KOM$BIS RE$VIE$W: Jurn$al Ilm$iah E$kon$om$i dan$ Bisn$is, 11(2). 

1523-1528. 

29. N$ugroho, B., & Sudarti, K. (2025). Pe$n$garuh Ke$pe$m$im$pin$an$ Tran$sform$asion$al 

Te$rhadap Kin$e$rja Pe$gawai De$n$gan$ M$e$diasi E$m$ploye$e$ E$n$gage$m$e$n$t Di 

Kan$tor Pe$layan$an$ Pajak M$adya Dua Se$m$aran$g. 

30. N$ur Kholifah, A., & Aidil Fadli, J. (2022). Pe$n$garuh Ke$pe$m$im$pin$an$ 

Tran$sform$asion$al Dan$ Work Life$ Balan$ce$ Te$rhadap Ke$te$rikatan$ Ke$rja Dan$ 

Kin$e$rja Karyawan$. Sibatik Journ$al: Jurn$al Ilm$iah Bidan$g Sosial, E$kon$om$i, 

Budaya, Te$kn$ologi, dan$ Pe$n$didikan$, 1(10), 2301–2318. 

31. Putra, F. N$. D., & Asyfiradayati, R. (2023). Faktor-Faktor Yan$g Be$rhubun$gan$ 

De$n$gan$ Kin$e$rja Karyawan$ Bagian$ Produksi Be$n$an$g Di PT. Iskan$dar In$dah 

Prin$tin$g Te$xtile$ Surakarta. Jurn$al N$e$rs, 7(1), 594–598. 

https://doi.org/10.31004/jn$.v7i1.14068. 

32. Putra, J. D., & De$wirahm$adan$irwati. (2024). Pe$n$garuh stre$s ke$rja dan$ ke$puasan$                

ke$rja te$rhadap kin$e$rja pe$gawai Din$as Ke$pe$n$dudukan$ dan$ Pe$n$catatan$ Sipil 

Kota Padan$g. Jurn$al M$an$uhara: Pusat Pe$n$e$litian$ Ilm$u M$an$aje$m$e$n$ dan$ 

Bisn$is, 2(1), 17–31. 

https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://doi.org/10.30596/maneggio.v3i1.4874
https://doi.org/10.55903/juria.v2i1.30
https://doi.org/10.55903/juria.v2i1.30
https://doi.org/10.55903/juria.v2i1.30
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://doi.org/10.36778/jesya.v4i2.456
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://doi.org/10.31004/jn.v7i1.14068


DIE : Jurnal  Ilmu Ekonomi dan Manajemen 
DOI: https://doi.org/10.30996/die.v15i2  

Website: http://jurnal.untag-sby.ac.id/index.php/die/index  

 

346 
 

 
 
 

DIE: Jurnal Ilmu Ekonomi dan Manajemen 

ISSN. 0216-6488 (Print), 2775-7935 (Online) 

33. Rahayu, Y. S., Abdillah, M$. R., & Oe$m$ar, F. (2023). Dam$pak Ke$pe$m$im$pin$an$ 

Tran$sform$asion$al Te$rhadap Am$biguitas Pe$ran$ Dan$ Work Life$ Balan$ce$ Pada 

Pe$ke$rja Wan$ita. 2.(2), 28-37 

34. Rahm$awati, R., M$itarian$i, N$. W. E$., & Atm$aja, D. (2021). Pe$n$garuh 

Lin$gkun$gan$ Ke$rja, Stre$s Ke$rja, Dan$ M$otivasi Ke$rja Te$rhadap Kin$e$rja 

Karyawan$ Pada PT. In$dom$are$t Co Caban$g N$an$gka. 2.(2), 28-37 

35. Rasm$in$in$gsih, N$. K. N$., Dwin$ata, I. P. W., & Diputra, I. K. S.(2024). Pe$n$garuh 

Ke$pe$m$im$pin$an$ Tran$sform$asion$al te$rhadap Kin$e$rja Karyawan$ de$n$gan$ 

Ke$puasan$ Ke$rja dan$ Organ$ization$al Citize$n$ship Be$havior se$bagai Variabe$l 

M$e$diasi. E$kon$om$is: Journ$al of E$con$om$ics an$d Busin$e$ss, 8(2), 1808.  

36. Rian$din$i, A., Saragih, R., Hasibuan$, T. A., & M$un$ika, T. (2024). An$alisis 

Hubun$gan$ Stre$ss Ke$rja Te$rhadap Kin$e$rja Pe$rawat: Lite$rature$ Re$vie$w. 6(3). 

37. Sahir, S. H. (2021).M$e$todologi Pe$n$e$litian$. (Ce$t1). Pe$n$e$rbit KDM$ In$don$e$sia. 

Yogyakarta. 

38. Salsabila, A., M$uttaqin$, R., & He$rlin$a, L. (2025). Pe$n$garuh Work Life$ Balan$ce$, 

Program$ Pe$latihan$ dan$ Lin$gkun$gan$ Ke$rja Te$rhadap Kin$e$rja Karyawan$ di PT 

Juan$in$do Pe$rkasa. JE$M$SI (Jurn$al E$kon$om$i, M$an$aje$m$e$n$, dan$ 

Akun$tan$si), 11(1), 219–229.  

39. Sán$che$z-He$rn$án$de$z, M$. I., Gon$zále$z-Lópe$z, Ó. R., Bue$n$adicha-M$ate$os, 

M$., & Tato-Jim$én$e$z, J. L. (2019). Work-Life$ Balan$ce$ in$ Gre$at Com$pan$ie$s an$d 

Pe$n$din$g Issue$s for E$n$gagin$g N$e$w Ge$n$e$ration$s at Work. In$te$rn$ation$al 

Journ$al of E$n$viron$m$e$n$tal Re$se$arch an$d Public He$alth, 16(24), 5122.  

40. San$dora, M$., & Pe$rm$adan$i, V. A. (2021). Pe$n$garuh Pe$latihan$ Dan$ 

Lin$gkun$gan$ Ke$rja Te$rhadap Kin$e$rja Karyawan$ Pada PT. XYZ Rokan$ Hulu 

Provin$si Riau. E$ko dan$ Bisn$is: Riau E$con$om$ic an$d Busin$e$ss Re$vie$w,12(4), 

454-467. 

41. Se$m$birin$g, T. B., Irm$awati, Sabir, M$., & Tjahyadi, I. (2023). Buku Ajar M$e$todologi 

Pe$n$e$litian$ (Te$ori dan$ Praktik). CV Saba Jaya Publishe$r. 

42. Silaban$, A. M$., & Sire$gar, O. M$. (2023). Pe$n$garuh Gaya Ke$pe$m$im$pin$an$ 

Tran$sform$asion$al dan$ Pe$latihan$ Te$rhadap Kin$e$rja Karyawan$ Pada PT. Horti jaya 

le$stari Caban$g Dokan$. Jurn$al E$kon$om$i, Akun$tan$si Dan$ M$an$aje$m$e$n$ 

In$don$e$sia, 2(01), 16-26. 

43. Sugiyon$o. (2022). M$e$tode$ Pe$n$e$litian$ Kuan$titatif, Kualitatif Dan$ R&D. 

Alfabe$ta. 

44. Sulaim$an$, F. (2023). Pe$n$garuh Ke$pe$m$im$pin$an$ Tran$sform$asion$al, Work-Life$ 

Balan$ce$ Dan$ Kom$pe$n$sasi Te$rhadap Kin$e$rja Karyawan$ Pada CV. Trim$itra 

Se$tia Usaha. Journ$al of Accoun$tin$g an$d M$an$age$m$e$n$t Stude$n$t, 1(1). 

45. Win$oto, S. C., & Pe$rkasa, D. H. (2024). Pe$n$garuh Be$ban$ Ke$rja, Stre$s Ke$rja dan$ 

Lin$gkun$gan$ Ke$rja te$rhadap Kin$e$rja Karyawan$ UP PKB Pulogadun$g. 

Re$ve$n$ue$: Le$n$te$ra Bisn$is M$an$aje$m$e$n$, 2(01), 1–11.  

 

 

https://doi.org/10.30996/die.v15i2
http://jurnal.untag-sby.ac.id/index.php/die/index
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT
https://www.zotero.org/google-docs/?uQiZfT

