.     

.
              . 


.
..

Analyzing the Impact of Workload and Work-Life Balance on Turnover Intention: The Mediating Role of Job Satisfaction at PT Chindo Business Center 

ABSTRACT 
	This study examines the influence of workload and work-life balance on turnover intention, with job satisfaction as a mediating variable, among employees of PT Chindo Business Center. Data were collected through questionnaires distributed to 130 employees and analyzed using Partial Least Squares Structural Equation Modeling (PLS-SEM) with SmartPLS 4.1.1.4. The results show that workload has a positive and significant effect on turnover intention, while work-life balance has a negative and significant effect. Job satisfaction also has a negative and significant effect on turnover intention and serves as a mediating variable in both the relationship between workload and turnover intention and the relationship between work-life balance and turnover intention. These findings highlight that high workload can reduce job satisfaction, which subsequently increases turnover intention, while better work-life balance improves job satisfaction and decreases turnover intention. The study provides valuable insights for organizations to manage workload and promote work-life balance in order to reduce employee turnover intention.


Keywords: workload, work-life balance, turnover intention, job satisfaction
1. INTRODUCTION 

In today’s increasingly dynamic and competitive business environment, organizations are required to adapt quickly to both internal and external challenges (Afifaturochmah & Swasti, 2024). Human resources (HR) are the most critical asset in any organization, and their performance plays a key role in achieving organizational goals (Rauf, 2023). However, the issue of employee turnover intention has become a growing concern, as it may lead to the loss of experienced personnel, increased recruitment costs, and disruption of operational stability.

At PT Chindo Business Center, the employee turnover rate has shown a significant upward trend over the past four years. The turnover rate increased from 21.30% in 2021 to 29.86% in 2024. Although the number of new hires also increased each year, the company continues to face challenges in re-taining its workforce. This trend indicates the need for a thorough evaluation of human resource management policies, as presented in Table 1.
Table 1. Employee Turnover Rate at PT Chindo Business Center (2021–2024).

	Year
	Employees at Start of Year
	New Employees
	Employees Left
	Employees at End of Year
	Turnover Rate (%)

	2021
	101
	37
	23
	115
	21,30

	2022
	115
	48
	30
	133
	24,19

	2023
	133
	71
	42
	162
	28,47

	2024
	162
	84
	53
	193
	29,86


Previous studies have shown that workload and work-life balance are among the main factors influencing turnover intention. High workload can increase work pressure and stress, reducing employee engagement and job satisfaction (Rauf, 2023). Conversely, a well-managed work-life balance can improve employees’ well-being and attachment to the organization, thereby reducing their desire to leave (Nurhaliza, 2022). Job satisfaction is often considered a mediating factor that bridges the effect of workload and work-life balance on turnover intention.

Therefore, this study aims to analyze the effects of work-load and work-life balance on turnover intention with job satisfaction as a mediating variable at PT Chindo Business Center. This research is expected to provide both theoretical and practical contributions to human resource management practices, especially in reducing turnover intention by managing workload, enhancing work-life balance, and in-creasing job satisfaction.
2. LITERATURE REVIEW
This study is based on several theoretical foundations related to management, human resource management (HRM), workload, work-life balance, job satisfaction, and turnover intention.

2.1
TURNOVER INTENTION

Turnover intention refers to an employee’s conscious and deliberate will to leave the organization voluntarily, which threatens organizational stability and performance. It can be influenced by individual and organizational factors, including age, tenure, education, commitment, satisfaction, culture, compensation, relationships, job challenges, and promotion opportunities. Indicators include job search behavior, intention to quit, and thinking of quitting.

2.2
WORKLOAD

Workload is the amount of tasks that must be completed by an individual or unit within a certain time. It includes quantitative (volume) and qualitative (difficulty) aspects. Excessive workload can cause stress, lower job satisfaction, and increase turnover intention. Main indicators are task demands, effort, and performance outcomes.

2.3
WORK-LIFE BALANCE

Work-life balance is an individual’s ability to balance job demands with personal and family responsibilities. It has three main aspects: time balance, involvement balance, and satisfaction balance. Maintaining this balance increases well-being and satisfaction, while imbalance triggers stress and turnover intention.

2.4
JOB SATISFACTION

Job satisfaction is a positive emotional state resulting from the appraisal of one’s job. It is influenced by job characteristics, supervision, relationships, promotion opportunities, and compensation. Indicators include satisfaction with the work itself, supervision, coworkers, promotion, and pay.

2.5
THEORETICAL FRAMEWORK AND HYPOTHESES DEVELOPMENT

Prior studies indicate that workload increases turnover intention, while work-life balance and job satisfaction reduce it. Workload negatively affects job satisfaction, while work-life balance positively affects job satisfaction. Job satisfaction is also found to mediate the relationship between workload/work-life balance and turnover intention.

The hypotheses in this research is:

•H1: Workload positively affects turnover intention.

•H2: Work-life balance negatively affects turnover intention.

•H3: Job satisfaction negatively affects turnover intention.

•H4: Workload negatively affects job satisfaction.

•H5: Work-life balance positively affects job satisfaction.

•H6: Workload affects turnover intention through job satisfaction.

•H7: Work-life balance affects turnover intention through job satisfaction.

Figure 1. Research Constellation.

3. METHODOLOGY
This study used a quantitative approach with a survey method. The population was all employees of PT Chindo Business Center, and 130 respondents were selected as samples using a saturated sampling technique. Data were collected through a structured questionnaire with Likert scale responses. The variables in this study consisted of workload (X1), work-life balance (X2), job satisfaction (Z), and turnover intention (Y).

Data were analyzed using Partial Least Squares Structural Equation Modeling (PLS-SEM) with SmartPLS version 4.1.1.4. The analysis consisted of two stages: (1) the outer model to test the validity and reliability of the indicators and constructs, using indicators such as loading factor, Average Variance Extracted (AVE), cross-loading, Cronbach’s alpha, and composite reliability; and (2) the inner model to test the relationships between latent variables using R², path coefficients, effect size (f²), and bootstrapping to examine significance (p < 0.05).
4. RESULT
This study is based on several theoretical foundations related to management, human resource management (HRM), workload, work-life balance, job satisfaction, and turnover intention.

4.1 Respondent Characteristics

The respondents consisted of 130 employees: 56 males (43.1%) and 74 females (56.9%). Most respondents were aged 21–30 years (60%), held a bachelor’s degree (72.3%), and had worked for 1–2 years (52.3%).
Descriptive Statistics of Variables

The mean score for turnover intention was 3.39, indicat-ing a moderate tendency to leave. Workload had a mean score of 2.97, showing a relatively high level of perceived work pressure. Work-life balance had the lowest mean (2.56), indicating difficulties in balancing personal and professional responsibilities. Job satisfaction had a mean of 2.82, categorized as moderate-to-low, with the highest sub-dimension being satisfaction with the job itself (3.07) and the lowest being pay satisfaction (2.64).
4.2 Outer Model Analysis

Outer model analysis evaluates the validity and reliability of the measurement model. Three main tests were performed: convergent validity, discriminant validity, and construct reliability, followed by model fit evaluation.
1. Convergent Validity
Convergent validity was assessed through outer loadings and Average Variance Extracted (AVE). All indicators showed outer loading values ≥ 0.70 (Table 2), confirming that each item adequately represented its construct. Furthermore, all constructs had AVE values > 0.50 (Table 3), indicating that more than half of the variance in the indicators was explained by their respective constructs.

Table 2. Outer Loadings (Convergent Validity).
	Indicatior
	Workload (x1)
	Work-Life Balance (x2)
	Job Satisfaction (z)
	Turnover Intention (y)

	Item 1
	0.867
	0.844
	0.872
	0.876

	Item 2
	0.877
	0.864
	0.858
	0.896

	Item 3
	0.863
	0.871
	0.826
	0.897

	Item 4
	0.871
	0.811
	0.852
	0.876

	Item 5
	0.837
	0.918
	0.847
	0.891

	Item 6
	0.862
	0.892
	0.846
	0.869

	Item 7
	0.827
	0.894
	0.855
	0.903

	Item 8
	0.861
	0.861
	0.857
	0.835

	Item 9
	0.873
	0.852
	0.858
	0.873

	Item 10
	0.881
	0.881
	0.823
	0.873

	Item 11
	0.867
	0.867
	0.845
	0.896

	Item 12
	0.863
	0.840
	0.884
	0.878

	Item 13
	
	
	0.851
	

	Item 14
	
	
	0.863
	

	Item 15
	
	
	0.833
	


Source: Obtained by researchers using SmartPLS 4 (2025)

Table 3. Average Variance Extracted (AVE).
	Variable
	AVE Value

	Workload (x1)
	0.744

	Job Satisfaction(z)
	0.725

	Turnover Intention (y)
	0.775

	Work-Life Balance (x2)
	0.751


Source: Obtained by researchers using SmartPLS 4 (2025)
2. Discriminant Validity
Discriminant validity was assessed through cross-loading analysis. Each indicator’s loading on its in-tended construct was higher than its loadings on other con-structs (Table 4), confirming that the constructs were em-pirically distinct.

Table 4. Summary of Cross Loadings.
	Construct
	No. of Indicators
	Loading Range on Own Construct
	Loading Range on Other Constructs

	Workload (X1)
	12
	0.827–0.881
	–0.211 to 0.681

	Work-Life Balance (X2)
	12
	0.811–0.918
	–0.220 to 0.691

	Job Satisfaction (Z)
	15
	0.823–0.884
	–0.547 to 0.642

	Turnover Intention (Y)
	12
	0.835–0.903
	–0.656 to 0.641


Source: Obtained by researchers using SmartPLS 4 (2025)

3. Construct Reliability
Construct reliability was evaluated using Cronbach’s Alpha and Composite Reliability (CR). All constructs showed reliability values above 0.70, confirming internal consistency (Table 5).

Table 5. Summary of Cross Loadings.
	Variable
	Cronbach's alpha
	Composite reliability (rho_c)
	Status

	Workload (x1)
	0.969
	0.972
	Reliabel

	Work-Life Balance (x2)
	0.970
	0.975
	Reliabel

	Job Satisfaction (z)
	0.973
	0.976
	Reliabel

	Turnover Intention (y)
	0.974
	0.973
	Reliabel


Source: Obtained by researchers using SmartPLS 4 (2025)

4. Model Fit
The model showed good overall fit with SRMR = 0.044 (< 0.10), NFI = 0.830 (close to 1), and GoF = 0.787 (> 0.36) (Table 6), indicating a strong predictive and explanatory power.

Table 6. Model Fit Indices.
	Index
	Rule of Thumb
	Value
	Fit

	SRMR
	< 0.10
	0.044
	Fit

	NFI
	≈ 1
	0.830
	Fit

	GoF
	> 0.36 (strong)
	0.787
	Strong Fit


Source: Obtained by researchers using SmartPLS 4 (2025)

4.3 Inner Model Analysis

Inner model analysis evaluated the structural relation-ships among latent constructs using R², f², and path coeffi-cients (direct and indirect effects).

1. Coefficient of Determination (R²)
Job satisfaction had an R² of 0.767 (strong) and turnover intention had an R² of 0.886 (strong), indicating that the independent variables explained 76.7% and 88.6% of the variance respectively (Table 7).

Table 7. R² Results.

	 Dependent Variable
	R-square
	R-square adjusted

	Job Satisfaction (z)
	0.767
	0.764

	Turnover Intention (y)
	0.886
	0.883


Source: Obtained by researchers using SmartPLS 4 (2025)

2. Effect Size (f²)
Workload had a large effect on both job satisfaction (f² = 1.143) and turnover intention (f² = 0.424). Work-life balance showed a large effect on job satisfaction (f² = 1.742) and a moderate effect on turnover intention (f² = 0.203). Job satisfaction had a large effect on turnover intention (f² = 0.589) (Table 8).
Table 8. Effect Size (f²)

	Relationship
	f²
	Effect

	Workload → Job Satisfaction
	1.143
	Large

	Workload → Turnover Intention
	0.424
	Large

	Work-Life Balance → Job Satisfaction
	1.742
	Large

	Work-Life Balance → Turnover Intention
	0.203
	Moderate

	Job Satisfaction → Turnover Intention
	0.589
	Large


Source: Obtained by researchers using SmartPLS 4 (2025)

3. Significance Testing (Hypothesis Testing)
The hypothesis testing was conducted using the bootstrapping procedure in SmartPLS. The results are summarized in Table 9, which presents both direct and indirect effects between workload, work-life balance, job satisfaction, and turnover intention.

The bootstrapping analysis further indicates the following:

•
Workload → Turnover Intention: β = 0.325, t = 6.622, p = 0.000. High workload significantly increases turnover in-tention.

•
Work-Life Balance → Turnover Intention: β = -0.255, t = 4.998, p = 0.000. Better work-life balance significantly reduces turnover intention.

•
Job Satisfaction → Turnover Intention: β = -0.538, t = 9.276, p = 0.000. Higher job satisfaction significantly re-duces turnover intention.

•
Workload → Job Satisfaction: β = -0.520, t = 10.484, p = 0.000. High workload significantly lowers job satisfaction.

•
Work-Life Balance → Job Satisfaction: β = 0.642, t = 16.621, p = 0.000. Good work-life balance significantly improves job satisfaction.

•
Mediating effect of Job Satisfaction:

o
Workload → Job Satisfaction → Turnover Intention: β = 0.280, t = 6.744, p = 0.000. High workload reduces job satisfaction, which indirectly increases turnover inten-tion.

o
Work-Life Balance → Job Satisfaction → Turnover In-tention: β = -0.345, t = 8.190, p = 0.000. Good work-life balance increases job satisfaction, which indirectly re-duces turnover intention.

In summary, the findings suggest that workload has a direct and indirect positive effect on turnover intention, while work-life balance has a direct and indirect negative effect. Job satisfaction plays a crucial mediating role in both relationships.
5. DISCUSSION

1. The Effect of Workload on Turnover Intention

The results show that workload has a positive and significant effect on turnover intention at PT Chindo Business Center. This means that excessive workload increases employee stress and errors, which in turn raises their intention to leave. This finding is in line with Ahmad Bayu Kuncoro & Yetti Lutiyan Suprapto (2022) and Agung Priyono & Sunny Tampubolon (2023).

2. The Effect of Work-Life Balance on Turnover In-tention

The results indicate that work-life balance has a negative and significant effect on turnover intention. Employees who manage to balance personal life and work feel more satisfied and less stressed, reducing their desire to quit. This result supports the findings of Mohamed Kamal Abdien (2019) and Erna Purwatiningsih & Hunik Sri Runing Sawitri (2021).

3. The Effect of Job Satisfaction on Turnover Intention

The results show that job satisfaction negatively and signif-icantly affects turnover intention. Employees who are satis-fied with their work feel more attached and less likely to leave the company. This is consistent with Novi Ali Marzuqi (2021) and Jessica Marcella & Mei Ie (2022).

4. The Effect of Workload on Job Satisfaction

The results reveal that workload has a negative and significant effect on job satisfaction. Excessive workload causes pressure and stress, lowering employee satisfaction with their jobs. This aligns with the research of Rada Yuridha (2022) and Agung Aditya Saputra (2022).

5. The Effect of Work-Life Balance on Job Satisfaction

The findings indicate that work-life balance has a positive and significant effect on job satisfaction. Employees who can balance work and personal life feel happier and more com-fortable at work. This is in line with Novel & Marchyta (2021) and Muhamad Sutikno (2020).

6. The Effect of Workload on Turnover Intention through Job Satisfaction

The results show that workload has a positive and significant effect on turnover intention through job satisfaction. High workload reduces satisfaction, which then increases em-ployees’ intention to leave. This is consistent with Novel & Marchyta (2021) and Muhamad Sutikno (2020).

7. The Effect of Work-Life Balance on Turnover In-tention through Job Satisfaction

The findings show that work-life balance negatively and significantly affects turnover intention through job satisfac-tion. Good work-life balance increases satisfaction, thereby reducing employees’ desire to leave. This is supported by Wiwik Sismawati & Eisha Lataruva (2020) and Ni Luh Yo-giswari Ananda Laksmi & I.B. Teddy Prianthara (2024).
6. CONCLUSION
This study concludes that workload increases turnover intention, while work-life balance decreases it. Job satisfaction reduces turnover intention and mediates both relationships. Practically, the company should address high turnover intention by managing workload distribution, offering flexible work ar-rangements to enhance work-life balance, and improving compensation systems to increase job satisfac-tion. Future studies are encouraged to include other variables such as work stress, leadership, and or-ganizational culture, and to involve larger samples from different organizations.
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