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 This study aimed to analyze the influence of training, compensation, 
and work-life balance on employee performance with job 
satisfaction as an intervening variable. A quantitative explanatory 
design was used, and data were obtained from respondents through 
a structured Likert-scale questionnaire. Structural equation 
modeling was applied to examine the causal relationships among all 
variables. The findings showed that training, compensation, and 
work-life balance had a significant positive effect on job satisfaction. 
The results also revealed that job satisfaction had a significant 
positive effect on employee performance. Furthermore, job 
satisfaction partially mediated the influence of training and 
compensation on employee performance and fully mediated the 
effect of work-life balance on employee performance. These findings 
indicated that organizations that provided adequate training, fair 
compensation, and supportive work-life balance created higher 
levels of job satisfaction, which in turn enhanced employee 
performance. This study offered meaningful insights for 
organizations seeking to improve productivity through the 
development of effective human resource management practices. 

Keywords: 

Compensation; 
Employee Performance; 

Job Satisfaction; 
Training;  

 Work-Life Balance.  
 

 

Corresponding Author: 

Riza Afni, 
Akademi Pariwisata Medan Hotel School, 
Jl. Ir. H. Juanda No.17., Kota Medan, Sumatera Utara 20217 
Email: fitriaisyahritonga@gmail.com 

INTRODUCTION  
Human resources are a key element within an organization, referring to the individuals or 
employees who contribute to it. Employees play a crucial role in realizing the company's vision, 
mission, and goals, as they carry out various activities crucial to the organization's success. 
Employees are an asset to every organization, as ensuring the achievement of organizational goals 
is a reflection of their work (Wahyudin dkk., 2025a). Similarly, in a company serving customers, 
there are also employees who work and carry out various activities within the company. Customer 
service is a crucial sector that determines the quality of life for the community. Companies, as 
service providers, play a strategic role in providing effective, efficient, and high-quality services. 
However, the company's success depends heavily on the performance of each employee (Gusti 
Ayu Paramita ISMAYA dkk., t.t.).  
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A significant element in boosting the quality of employees is the provision of job training. 
According to, job training aims to enhance employees’ abilities, knowledge, and skills so they can 
work effectively and efficiently. Explain that indicators of job training include objectives, materials, 
types, methods, timing, as well as the qualifications of trainers and employees (Kiftiyah & Al 
Banin, 2023). The characteristics of company strengthen the relevance of the research context 
because the company has organizational conditions that align with the variables and the proposed 
relationship model. Company with a work structure that demands consistent employee 
performance, accompanied by the implementation of training, compensation, and work-life 
balance management systems that directly influence employee job satisfaction and performance. 

Furthermore, Company  has a relatively stable employee base and management system, 
allowing for objective and representative measurement of variables. These conditions make 
company a relevant empirical context for testing the relationships between the independent, 
intervening, and dependent variables in the proposed research model. The characteristics of 
company not only support data availability but also strengthen contextual validity in testing the 
relationship model between variables. 

  However, low employee awareness in participating in training programs may lead to 
suboptimal implementation, which in turn negatively affects the overall quality of organizational 
performance. Apart from job training, work-life balance (WLB) serves as an important determinant 
of performance, which refers to employees’ ability to handle both career obligations and private 
roles in a well-proportioned way. The inability to maintain such balance may reduce employees’ 
focus, engagement, and work effectiveness (Sabiila dkk., t.t.). 

Employee performance describes a worker's output in completing their assigned work, 
both in terms of quality and quantity. This achievement encompasses the employee's level of 
success in completing tasks assigned by the company. Furthermore, employee performance plays a 
crucial role as a primary benchmark for companies to conduct evaluations, ensure operational 
effectiveness, and support overall business sustainability (Riyanto dkk., 2021). Therefore, the 
workforce plays a crucial role in carrying out various company activities. The potential of each 
individual within the company needs to be maximized to produce optimal several. 

Factors influencing employee performance can be explained through Social Exchange 
Theory. This theory explains that social interactions between individuals or groups are based on 
the reciprocal exchange of sacrifices and benefits. The principle is that social relationships are 
formed when there is reciprocity (Alfarizy dkk., 2025). If employees feel supported or benefited by 
the company, they will be motivated to give their best to the company as a form of reciprocity 
(Mudhofir & Surabaya, t.t.). According to Social Exchange Theory, the relationship between work-life 
balance, job satisfaction, and employee performance can be understood as a mutually influential 
interaction between employees and the organization. job satisfaction plays a crucial role in 
determining employee performance levels within an organization. Performance is influenced by 
various interrelated factors, such as employee work-life balance, encouragement or motivation in 
carrying out tasks, and the level of satisfaction felt with their work (Susanto dkk., 2025). 

This study analyzes the influence of work-life balance on employee performance in a 
company, using job satisfaction as a mediating variable. The study indicates that both work-life 
balance and employee job satisfaction have a positive impact on employee performance, and that 
job satisfaction can mediate the relationship between work-life balance and employee performance 
(Wahyudin dkk., 2025b). Based on these results, this study was developed by adding a new 
independent variable, namely work motivation, and found that work motivation has an influence 
on employee performance. This addition of variables was carried out to fill existing research gaps 
and to ensure its relevance to the background of the problem (Solikhah & Dwi Putri Pramesti, 2024). 
Therefore, this study was conducted to examine the impact of work-life balance and work 
motivation on employee performance, using job satisfaction as a mediating variable. In addition, 
several previous studies have shown that work-life balance, work motivation, and job satisfaction 
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have a positive effect on employee performance, while other studies have found a negative effect. 
Therefore, further research is needed to clarify this relationship (Ronaldo Simarmata dkk., 2025). 

RESEARCH METHOD  

This research employed a quantitative explanatory approach because it aims to explain causal 
relationships among variables. The population consists of employees working in PT. Medan jaya 
cipta sarana. A total of 71 respondents were selected using purposive sampling, with criteria 
including minimum one year of work experience. Data were collected using a structured 
questionnaire measured using a Likert scale from 1 (strongly disagree) to 5 (strongly agree). The 
variables measured include: (1) Training, (2) Compensation, (3) Work-Life Balance, (4) Job 
Satisfaction, and (5) Employee Performance. 

Instrument Validity Based on the outer loading values, which indicate that all indicators 
have outer loading values > 0.7, the structural model does not have convergent validity issues. 
After the data was processed with SmartPLS 4.0, the loading factor results can be seen in the table 
below: 
 

Table 1. Loading Factor Values 
Variable Indicators Loading Factor 

Job Training JT1 
JT2 
JT3 
JT4 
JT5 

0,814  
0,774  
0,824  
0,846  
0,904 

Work Life 
Balance 

 
 

Job 
Satisfaction 

        WLB1  
        WLB2  
        WLB3 
          JS1  
          JS2  
          JS3  
          JS4  
          JS5 

0,883  
0,842  
0,844 
0,881  
0,883  
0,881  
0,895  
0,907 

Employee  
Performance 

EP1  
EP2  
EP3  
EP4  
EP5 

           0,845  
           0,874  
           0,868  
           0,904  
           0,867 

 
As illustrated in Figure 1, all variable indicators exhibit loading values greater than 0.7,  
which means convergent validity is satisfied during the current investigation. 
 

RESULTS AND DISCUSSIONS 

The results of this study show partial consistency with previous research. Some findings align with 
previous studies, but there are differences in certain variables that previously showed conflicting 
results. These differences may be due to differences in the research context, characteristics of the 
research subjects, time period, and the methods and measurement tools used. This research was 
conducted at company, which has different organizational characteristics and work culture than 
those studied in previous studies, thus employee responses to the variables studied may also 
differ. that respondents have relatively positive perceptions regarding training, compensation, and 
work-life balance in their organizations. Results of instrument testing show that all constructs meet 
validity and reliability criteria. Therefore, the results of this study do not completely contradict 
each other, but rather add to the literature by providing empirical evidence that the relationship 
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between variables can be contextual and influenced by the conditions of the organization being 
studied. 

 
Job Training on Employee Performance  

The research demonstrates that professional development strongly and beneficially affects 
job performance, with a coefficient of 0.236, t-value of 3.466, and p-value of 0.001, confirming 
statistical significance. This suggests that enhancing the quality and effectiveness of training 
programs at the Regional Civil Service and Human Resources Development Agency company 
significantly improves employee performance. Training that is well designed and tailored to 
employees’ needs equips them with the necessary skills and knowledge, enabling them to perform 
their tasks more efficiently. By implementing structured and targeted training initiatives, the 
agency can cultivate a productive work environment and facilitate the attainment of company 
performance objectives. These results highlight critical part played by continuous learning and 
development in fostering a competent and motivated workforce (Universitas dkk., 2025). Overall, 
job training emerges as a key strategy to strengthen employee competence and support 
organizational success. Consequently, the primary hypothesis (H1), suggesting that Job Training 
positively impacts Employee Performance, is proven. 

 
Work Life Balance on Employee Performance  

The evaluation demonstrates that professional-personal equilibrium substantially 
enhances job performance, showing an effect size of 0.728, t = 12.475, and p = 0.000. Employees 
who effectively manage their personal and professional responsibilities tend to be more motivated 
and focused, fostering a productive work environment that drives optimal achievement of 
performance targets. A balanced work-life approach reduces stress and burnout, allowing 
employees to maintain consistent performance over time. It also enhances job satisfaction, which 
can indirectly boost overall organizational effectiveness (Abror & Nyoman Putu Martini, 2025). 
Organizations that support flexible work arrangements and promote employee well-being are 
likely to see higher engagement and long-term retention. Thus, the second hypothesis (H2) is 
confirmed. 

 
Job Training on Job Satisfaction  

The investigation confirms that vocational training strongly and meaningfully increases 
job satisfaction, exhibiting a coefficient of 0.379, t = 3.808, and p = 0.000. Well-structured, needs-
oriented training enables employees to better understand their roles, improve their competencies, 
and develop confidence, while also providing avenues for career advancement, thereby increasing 
job satisfaction. Regular training programs also foster a sense of organizational support, making 
employees feel valued and recognized. Enhanced skills from training reduce work-related stress 
and increase efficiency, contributing to a more positive work experience. Furthermore, training 
opportunities encourage continuous learning and professional growth, which can strengthen 
employees’ commitment to the organization. By investing in employee development, organizations 
can cultivate a motivated workforce that perceives their roles as meaningful and rewarding (Luthfi 
Azizah dkk., 2025). Hence, the third hypothesis (H3) is supported. 

 
Work Life Balance on Job Satisfaction  

Results show maintaining an effective Work-Life Balance markedly enhances employees’ 
Job Satisfaction, indicating that employees who manage their personal and professional 
responsibilities well experience greater satisfaction at work, by the balance between professional 
and personal responsibilities, with a beta value of 0.476, t-statistic of 5.343, and significance level of 
0.000. This confirms that employees with better work-life balance experience greater job 
satisfaction at the Regional Civil Service and Human Resources Development Agency of company. 
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A good Work-Life Balance creates a harmonious work atmosphere, minimizes conflict, and reduces 
work-related stress. Employees who allocate their time and effort appropriately between work and 
personal responsibilities often exhibit greater job engagement, enhanced self-assurance, and 
improved interactions with both colleagues and supervisors. Organizations that actively support 
work-life balance policies also benefit from higher employee morale and reduced turnover. 
Additionally, promoting flexibility and personal well-being fosters a culture of trust and mutual 
respect, which further reinforces job satisfaction (Riza & Fazri, 2023). This condition not only 
increases comfort at work but also strengthens the sense of belonging to the organization. Thus, an 
adequately sustained Work-Life Balance significantly contributes to improving workplace 
contentment. Consequently, hypothesis number four (H4) validated, showing employees’ Work-
Life Balance significantly enhances their Job Satisfaction. 

 
Job Satisfaction on Employee Performance  

The evaluation demonstrates a substantial and significant link between staff contentment 
and work performance, presenting an effect size of 0.415, t = 5.549, and p = 0.000. Satisfied 
employees at the Regional Civil Service and Human Resources Development Agency of company 
tend to exhibit better work quality, timeliness, and autonomy. When employees feel valued and 
fulfilled, they are more likely to take initiative, solve problems proactively, and contribute 
innovative ideas. High job satisfaction also reduces absenteeism and turnover, creating a more 
stable and experienced workforce. Furthermore, satisfied employees are more motivated to 
collaborate effectively with colleagues, enhancing overall team performance. Organizations that 
prioritize employee satisfaction often see a direct impact on service quality and operational 
efficiency. In the end, supporting employee satisfaction generates a virtuous cycle whereby 
motivated staff enhance their work outcomes, thereby further increasing their contentment (Putri 
dkk., t.t.). These results highlight the importance of job satisfaction in fostering productivity and 
accomplishing organizational objectives. Thus, the fifth hypothesis (H5) is confirmed.  

 
Job Satisfaction Mediates the Relationship between Job Training and Employee Performance  

The study demonstrates Job Satisfaction significantly mediates the association between Job 
Training along Employee Performance, demonstrated by statistical score 0.158, t = 2.712, and p = 
0.007. Effective job training at the Regional Civil Service and Human Resources Development 
Agency of company enhances employees’ skills and knowledge, which not only directly improves 
training improves work outcomes as well as has an indirect effect via enhanced employee 
satisfaction. The evidence underscores he vital influence of job satisfaction pathway through which 
training initiatives can maximize overall employee performance, when designed in a structured 
manner, aligned with task requirements, and providing new skills, can enhance employees’ 
confidence, competence, and readiness in carrying out their work. When employees feel 
adequately skilled and supported by relevant knowledge. This satisfaction arises from several 
aspects, such as recognition and rewards for performance, harmonious working relationships, 
leadership support, promotion opportunities, and comfort in performing daily tasks. Employees 
with high levels of job satisfaction are more motivated, loyal, and committed to their organization, 
which translates into improved performance across quality, efficiency, timeliness, and autonomy 
(Mardiani & Widiyanto, 2021). Therefore, the sixth hypothesis (H6), which states that Job 
Satisfaction mediates the relationship between Job Training and Employee Performance, is 
accepted. 

 
Job Satisfaction Mediates the Relationship between Work Life Balance and Employee 
Performance  

Findings reveal that Job Satisfaction significantly mediates the effect of Work-Life Balance 
on Employee Performance, as evidenced by a sample value of 0.197, a t-statistic of 4.236, and a p-
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value of 0.000. This suggests that job satisfaction enhances the positive influence of work-life 
balance on performance. Employees who maintain harmony between professional responsibilities 
and personal life demonstrate increased focus and motivation, which in turn elevates their 
satisfaction. A workplace environment that supports work-life balance also helps minimize stress 
and burnout, further promoting employee commitment and engagement (Solikhah & Dwi Putri 
Pramesti, 2024). What’s more, firms that prioritize staff contentment usually realize increased 
workplace efficiency, organizational loyalty. In turn, this satisfaction improves performance at the 
Regional Civil Service and Human Resources Development Agency of company, reflected in 
timely task completion and higher work quality. Therefore, employee satisfaction serves as a 
mediating factor that strengthens the effect of work-life balance on staff performance. As a result, 
the seventh hypothesis (H7) is supported. 

CONCLUSION 

This study has several limitations that require consideration. First, from a methodological 
perspective, this study used a quantitative research design with a cross-sectional survey approach, 
which is unable to capture the dynamics of long-term changes in employee behavior. As a result, 
the causal relationship between job training, work-life balance, job satisfaction, and employee 
performance remains associative. The data used is sourced from respondents' perceptions through 
questionnaires, potentially introducing subjectivity and common method bias. Respondents may 
provide answers that are socially desirable or do not fully reflect actual conditions. This study was 
conducted within a specific organizational and sector context, thus limiting the generalizability of 
the results to other organizations with different industry characteristics, work cultures, and human 
resource policies. Furthermore, this study focused only on job training and work-life balance as 
independent variables, while other factors such as leadership style, organizational culture, 
workload, or compensation were not incorporated into the research model. Based on these 
limitations, future research is recommended to use a longitudinal design to gain a deeper 
understanding of the causal relationships and changes in employee performance over time. 
Furthermore, incorporating qualitative research methods, such as interviews or case studies, can 
provide more comprehensive insights into employee experiences with training programs and 
work-life balance policies. Future research is also recommended to expand the scope of research by 
including various industry sectors and organizational sizes to increase the generalizability of the 
results. Furthermore, the addition of other variables, such as organizational commitment, work 
motivation, leadership, or organizational support, either as mediating or moderating variables, can 
enrich the conceptual model and provide a more holistic understanding of the factors influencing 
employee performance. The results of the study indicate that Job Training and Work-Life Balance 
have a positive and significant effect on Employee Performance, both directly and indirectly 
through Job Satisfaction. Effective training improves employee competence, confidence, and 
satisfaction, while balanced work-life practices increase well-being and motivation, leading to 
better performance. 

References  
Abror, H., & Nyoman Putu Martini, N. (2025). Pengaruh Work Life Balance dan Kompensasi Terhadap 

Kinerja Melalui Kepuasan Kerja Sebagai Variabel Mediasi. Dalam Jurnal Penelitian Ipteks (Vol. 10, Nomor 
2). 

Alfarizy, M. A., Prahiawan, W., Imron, A., & Bin Harun, A. (2025). Influence of Job Training and Work-Life 
Balance on Employee Performance with Job Satisfaction as an Intervening Variable. Journal of Business 
Management and Economic Development, 3(03), 1004–1017. https://doi.org/10.59653/jbmed.v3i03.1955 

https://doi.org/10.59653/jbmed.v3i03.1955


         ISSN 2087-6327 (Print)|2721-7787 (Online) 

Enrichment, Vol.15, No. 6, December 2026: pp 656-663 

662 

Ardianto, R. E., & Putra, M. (2022). Pengaruh Sistem Informasi SDM, Pelatihan Kerja dan Disiplin Kerja 
Terhadap Kinerja Karyawan PT Mitra Global Kencana. JENIUS: Jurnal Ilmiah, Manajemen Sumber 
Daya Manusia, 5(2), 314–325. 

Asari, A. F. (2022). Pengaruh Work Life Balance terhadap Kinerja Karyawan Melalui Kepuasan Kerja pada 
Karyawan BPJS Ketenagakerjaan. Jurnal Ilmu Manajemen, 10. 

Damiri, A., Prahiawan, W., & Imron, A. I. (2025). Kinerja Karyawan Dipengaruhi Mediasi Kepuasan kerja 
Melalui Beban Kerja dan Servant Leadership. Jurnal Multidisiplin Ibrahimy, 2(2), 202-212. 
https://doi.org/https://doi.org/10.35316/jummy.v2i2.6026 

Gusti Ayu Paramita ISMAYA, I., Made SARA, I., & Luh Putu INDIANI, N. (t.t.). THE MEDIATING ROLE OF 
JOB SATISFACTION IN THE INFLUENCE OF TRAINING AND CAREER DEVELOPMENT ON 
EMPLOYEE PERFORMANCE: A STUDY AT PT JASA RAHARJA, BALI. 

Kiftiyah, I., & Al Banin, Q. (2023). PENGARUH SELF EFFICACY DAN PELATIHAN KERJA TERHADAP 
KINERJA PEGAWAI DENGAN KEPUASAN KERJA SEBAGAI VARIABEL INTERVENING. Jurnal 
Ilmiah Manajemen dan Bisnis (JIMBis), 2(1), 327–343. https://doi.org/10.24034/jimbis.v2i1.6131 

Kholifah, A. N., & Fadli, J. A. (2022). Pengaruh Kepemimpinan Transformasional dan Work Life Balance 
Terhadap Keterikatan Kerja dan Kinerja Karyawan. SIBATIK JOURNAL: Jurnal Ilmiah Bidang Sosial, 
Ekonomi, Budaya, Teknologi, Dan Pendidikan, 1(10), 2301–2318. 
https://doi.org/10.54443/sibatik.v1i10.340 

Luthfi Azizah, N., Rizki Maulia, I., Wibowo Noor Fikri, A., Siti Komariah, N., & Studi Manajemen Fakultas 
Ekonomi Dan Bisnis, P. (2025). PENGARUH BEBAN KERJA, KOMPENSASI DAN WORK-LIFE 
BALANCE TERHADAP KINERJA KARYAWAN PADA PT PITJARUS TEKNOLOGI. 2(8), 3530–3557. 
https://doi.org/10.62335 

Mardiani, I. N., & Widiyanto, A. (2021). Pengaruh work-life balance, Lingkungan Kerja dan Kompensasi 
terhadap Kinerja karyawan PT Gunanusa Eramandiri. Jesya (Jurnal Ekonomi & Ekonomi Syariah), 4(2), 
985–993. https://doi.org/10.36778/jesya.v4i2.456 

Mendis, M. D. V. S., & Weerakkody, W. A. S. (2017). The Impact of Work Life Balance on Employee 
Performance with Reference to Telecommunication Industry in Sri Lanka: A Mediation Model. In 
Kelaniya Journal of Human Resource Management (Vol. 12). https://doi.org/10.4038/kjhrm.v12i1.42 

Mudhofir, M., & Surabaya, U. N. (t.t.). Program Studi S1 Manajemen Fakultas Ekonomika dan Bisnis Universitas 
Negeri Surabaya Seminar Nasional Manajemen dan Call for Papers (SENIMA 10) PENGARUH WORK LIFE 
BALANCE DAN KOMPENSASI TERHADAP KINERJA PEGAI DI PUSKESMAS KEPUTIH SURABAYA. 

Putri, C. V., Halawa, A., Pariwisata, M., Logistik Lentera Mondial, D., Utara, P., & Gambir, K. (t.t.). Pengaruh 
Work Life Balance, Lingkungan Kerja, dan Kompensasi Finansial Terhadap Kinerja Karyawan. 

Rauf, R., & Dorawati, A. (2019). Pengaruh Kecerdasan Emosional Terhadap Kinerja Karyawan pada PT. 
Semen Sentosa Tonasa Kabupaten Pangkep (Vol. 2, Issue 2). 

Riyanto, S., Endri, E., & Herlisha, N. (2021). Effect of work motivation and job satisfaction on employee 
performance: Mediating role of employee engagement. Dalam Problems and Perspectives in Management 
(Vol. 19, Nomor 3, hlm. 162–174). LLC CPC Business Perspectives. 
https://doi.org/10.21511/ppm.19(3).2021.14 

Riza, F., & Fazri, A. (2023). PENGARUH KOMPENSASI TERHADAP KINERJA KARYAWAN DENGAN 
KEPUASAN KERJA SEBAGAI VARIABEL INTERVENING DI PERTAMINA HULU ROKAN ZONA 1 
JAMBI. Jurnal Manajemen Terapan dan Keuangan (Mankeu, 12(04). 

Ronaldo Simarmata, Zulfina Adriani, & Erwita Dewi. (2025). Pengaruh Kompensasi terhadap Kinerja 
Karyawan Melalui Kepuasan Kerja sebagai Variabel Intervening pada PT. Jambi Ekspres Televisi. Jurnal 
Bintang Manajemen, 3(1), 109–116. https://doi.org/10.55606/jubima.v3i1.3813 

Sabiila, H., Prabowo, B., Nugroho, R. H., & Kusumasari, I. R. (t.t.). The Influence of Workload and Training on 
Employee Performance Through Job Satisfaction as an Intervening Variable (A Study at Mazarzo Traditional 
Wedding Organizer). https://doi.org/10.38035/dijefa.v6i3 

Setiawan, I., Ekhsan, M., & Parashakti, R. dhyan. (2021). Pengaruh Pelatihan Terhadap Kinerja Karyawan 
yang di Mediasi Kepuasan Kerja. Perspektif Manajerial Dan Kewirausahaan (JPMK) 
http://jurnal.undira.ac.id/index.php/jpmk/ Volume, 1(2), 1860195. 

Siagian, T. S., & Khair, H. (2018). Pengaruh Gaya Kepeminpinan dan Lingkungan Kerja Terhadap Kinerja Karyawan 
dengan Kepuasan Kerja Sebagai Variabel Intervening. Maneggio : Jurnal Ilmiah Magistes 
https://doi.org/10.30596/maneggio.vlil.2241 

https://doi.org/10.24034/jimbis.v2i1.6131
https://doi.org/10.36778/jesya.v4i2.456
https://doi.org/10.38035/dijefa.v6i3


Enrichment: Journal of Management  ISSN 2087-6327 (Print)|2721-7787 (Online)  

 

Rianto Manurung, Model of the influence of training, compensation, and work-life balance on employee 
performance with job satisfaction as an intervening variable  

663 

Solikhah, M., & Dwi Putri Pramesti, G. N. (2024). Pengaruh Pelatihan dan Budaya Organisasional terhadap 
Kinerja Karyawan dengan Kepuasan Kerja Sebagai Variabel Intervening. COMSERVA : Jurnal Penelitian 
dan Pengabdian Masyarakat, 3(10), 4099–4106. https://doi.org/10.59141/comserva.v3i10.1212 

Susanto, N., Dwi Pratama, G., Anggraini, N., Laksmana Nuraldy, H., & Rachmawan, A. (2025). Pengaruh 
Motivasi dan Lingkungan Kerja terhadap Kinerja Karyawan pada PT. Dalam Price Trandos Engineering. 
SCIENTIFIC JOURNAL OF REFLECTION: Economic, Accounting, Management and Business (Vol. 8, 
Nomor 2). 

Universitas, F., Muhammad, I., & Al Banjari, A. (2025). Pengaruh Work Life Balance terhadap Kinerja 
Karyawan dengan Kepuasan Kerja sebagai Variabel Intervening pada PT. Tanjung Selatan Makmur 
Jaya. Jurnal Riset Inspirasi Manajemen dan Kewirausahaan, 9(1). https://doi.org/10.35130/jrimk 

Wahyudin, A., Fitriati, A., Darmawan, A., & Rachmawati, E. (2025a). Pengaruh work life balance dan motivasi 
kerja terhadap kinerja karyawan dengan kepuasan kerja sebagai variabel intervening. Entrepreneurship 

Bisnis Manajemen Akuntansi (E-BISMA), 110–131. https://doi.org/10.37631/ebisma.v6i1.1802 
Wahyudin, A., Fitriati, A., Darmawan, A., & Rachmawati, E. (2025b). Pengaruh work life balance dan motivasi 

kerja terhadap kinerja karyawan dengan kepuasan kerja sebagai variabel intervening. Entrepreneurship 
Bisnis Manajemen Akuntansi (E-BISMA), 110–131. https://doi.org/10.37631/ebisma.v6i1.1802 

  
 


