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Abstract
Purpose: This study aims to examine the influence of workload,
burnout, and autocratic leadership on employee performance,
with work–life balance as a mediating variable in the Indonesian
aviation sector.
Research Methodology:  This study employed a quantitative
approach involving 311 respondents selected from 1,400
employees through simple random sampling using the Slovin
formula. Data were collected through structured questionnaires
and analyzed using PLS-SEM with SmartPLS 4.2 to assess
measurement validity, reliability, and structural relationships.
Results: The findings indicate that workload (T = 4.522), burnout
(T = 1.884), and autocratic leadership (T = 4.978) have positive
and significant indirect effects on employee performance through
work–life balance, based on a critical T-value of 1.66. The model
explains 54.9% of the variance in employee performance (R² =
0.549), while the remaining 45.1% is attributed to factors outside
the model.
Conclusions: Work–life balance plays a significant mediating
role in the relationships between workload, burnout, autocratic
leadership, and employee performance. These findings highlight
the importance of managing organizational demands and
leadership practices to support employee performance.
Limitations: This study was limited to a single Indonesian
aviation company and a sample of 311 employees, which may
restrict the generalizability of the findings.
Contributions: This study contributes to contemporary
applications of Job Demands–Resources (JD-R) Theory by
highlighting the mediating role of work–life balance in the
relationships between
workload, burnout, autocratic leadership, and employee
performance, while providing practical insights into workload
management, leadership practices, and employee well-being in
the aviation industry.
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1. Introduction
Human Resource Management (HRM) is pivotal in enabling organizations to achieve their goals.
Among various resources such as capital and technology human resources are paramount because
people operate and coordinate other organizational inputs (Faeni, Faeni, Pujiati, & Cahaya, 2025;
Susan, 2019). Even as automation and technology assume some operational tasks, HR remains central
to steering and sustaining organizational activities. Employees form the core of operational continuity
(Hadita & Damayanti, 2021). In a competitive work environment, employees frequently face heavy
responsibilities that can escalate into excessive workloads. Such prolonged demands may lead to
physical and psychological depletion, culminating in burnout. Burnout manifests as emotional
exhaustion, cynicism, and reduced personal efficacy (Faeni, 2024), all of which undermine
performance. Leadership style also significantly affects employee welfare. Autocratic leadership
characterized by centralized authority, unilateral decision-making, and minimal employee input can
create a high-pressure atmosphere (Marsono, Faeni, & Kemalsyah, 2026).

This style often amplifies work demands, diminishes motivation, and reduces productivity (Faeni &
Yuliansyah, 2023). Balancing professional obligations with personal life is essential for optimal
employee functioning. A sound work–life balance enables individuals to manage both domains
effectively, supporting physical and mental health and enhancing work output. In a challenging
business landscape, organizations must help employees handle job demands without sacrificing
personal life, as this balance is key to retaining productive personnel (Susanto, Hoque, Jannat, Emely,
Zona, & Islam, 2022). Measures to promote work–life balance include flexible arrangements like job
sharing, adjustable schedules, adequate leave policies, and flexible working hours (Faeni, 2024).
These practices let employees recuperate, thereby boosting their effectiveness upon return. Supporting
work–life balance serves both employees and organizations and fosters long-term success (Udin,
2023). The Indonesian aviation company studied operates nationwide and serves 50 destinations.
While striving to sustain employee performance, observations indicate problems tied to poor work–
life balance: long working hours, meetings scheduled outside regular hours, and employees being
contacted during leave (Marsono et al., 2026). These issues underscore the difficulty of managing
personal and work responsibilities. Hence, this study aims to analyze how workload, burnout, and
autocratic leadership influence employee performance, with work–life balance as a mediator
(Marsono et al., 2026). The outcomes are intended to help organizations refine human resource
management and enhance employee outcomes (Widana, Susanto, Sadipung, & Pujiati, 2025).

Previous studies have highlighted the influence of workload, burnout, and leadership styles on
employee performance, emphasizing the importance of work–life balance in organizational well-
being. Nevertheless, limited attention has been given to the mediating role of work–life balance in the
relationships between these three factors and employee performance, particularly within the aviation
industry. This research gap indicates the need for a more integrated understanding of how
organizational demands and leadership practices affect employee outcomes through work–life
balance. The novelty of this study lies in simultaneously examining workload, burnout, and autocratic
leadership within a unified framework, with work–life balance as a mediating variable in the
Indonesian aviation sector.

2. Literature Review and Hypotheses Development
2.1 Workload
Workload denotes the set of tasks assigned to an individual or unit within a defined role. These tasks
are organized through methods like job analysis and workload assessment and are evaluated over a
specified period to gauge performance and productivity (Ekowati et al., 2021). Put simply, workload
is the amount of duties that must be completed within given time constraints (Juru & Wellem, 2022).

2.2 Burnout
Burnout is a syndrome arising from prolonged work-related stress that has not been adequately
addressed (Maslach & Leiter, 2022). Rahmadani et al. (2023) describe burnout as a work-induced
stress condition that adversely affects mental and physical health and undermines organizational
performance, posing significant risks to employee well-being and organizational functioning (Faeni,
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Anjani, & Setyawati, 2024). Prolonged burnout can lead to emotional exhaustion, reduced motivation,
and decreased job satisfaction, ultimately affecting employee productivity. Addressing burnout is
essential for maintaining psychological well-being and fostering a healthier and more sustainable
work environment (Faeni, Puspitaningtyas, & Safitra, 2021).

2.3 Autocratic Leadership
Autocratic leadership concentrates decision-making power in the leader, who dictates actions, assigns
tasks, and exerts full control over the team, often sidelining employee input. Typical behaviors include
issuing direct orders and making unilateral choices . Despite criticisms, some studies suggest that
under certain pressures this style can positively affect employee behavior and resilience during
hardships (Oh, Kim, & Kim, 2023). Nevertheless, excessive reliance on authoritarian decision-making
may reduce employee autonomy, increase psychological pressure, and negatively affect job
satisfaction. These conditions can potentially contribute to burnout and disrupt work–life balance,
ultimately influencing employee performance.

2.4 Work–Life Balance
Work–life balance refers to a state where individuals maintain an equilibrium between job
responsibilities and personal life, safeguarding mental and physical health. It enables effective
workplace performance while preserving satisfaction in personal pursuits social activities, leisure,
friendships, and other non-work engagements. Despite challenges, achieving work–life balance
remains a primary aim for employees (Faeni, Faeni, Pujiati, & Cahaya, 2025; Faeni, Pujiati, Cahaya, &
Faeni, 2026; Faeni, Syeikholbi, & Husada, 2023).  A healthy work–life balance can reduce
occupational stress, enhance job satisfaction, and improve employee productivity. Organizations that
support work–life balance are more likely to foster employee well-being, organizational commitment,
and sustainable performance.

2.5 Employee Performance
Employee performance indicates how effectively an individual carries out job duties and
responsibilities. It can be assessed via output, efficiency, work quality, initiative, and attitude. High
performance supports organizational goals, whereas poor performance can impede progress and cause
losses (Hejin, Triansyah, & Stefania, 2023;Faeni, Pujiati, Cahaya, & Faeni, 2026).  Employee
performance is influenced by various organizational and individual factors, including workload,
leadership style, and work–life balance. Maintaining optimal performance requires a supportive work
environment that promotes employee motivation, well-being, and productivity.

2.6 Hypotheses Development
The hypoteses are presented as follows:

H₁: There is a positive and significant influence between Workload (X₁) on employee
performance (Z) is mediated Work life balance (Y)

H₂: There is a positive and significant influence between Burnout (X₂) on employee
performance (Z) is mediated Work life balance (Y)

H₃: There is a positive and significant influence between autocratic leadership (X₃) on employee
performance (Z) is mediated Work life balance (Y)

H₄: There is a positive and significant influence between Workload (X₁), Burnout (X₂),
autocratic leadership (X₃) on employee performance (Z)
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Examples of research charts or frameworks are as follows in Figure 1 :

3. Research Methodology
Quantitative research is an approach grounded in the philosophy of positivism, designed to examine
specific populations or samples. Typically, sampling is conducted randomly, data are collected using
structured instruments, and the analysis is performed statistically to test predetermined hypotheses
(Machali, 2021). Burns and Bush further explain that quantitative studies rely on structured questions
with multiple-choice responses and usually involve a large number of participants, with data
expressed in numerical form (Pujiati, 2026).

This method begins with data collection, which is then processed into meaningful information to
support decision-making capturing the essence of quantitative analysis (Nalendra, Rosalinah, Priadi,
Subroto, Rahayuningsih, Lestari, Kusamandari, Yuliasari, Astuti, Latumahina, Purnomo, & Zede,
2021). In this study, data were gathered through questionnaires distributed to employees of Indonesian
Aviation Industry as respondents provided answers using a Likert scale. The research population
consisted of 1400 employees in Indonesian Aviation Industry. To determine the sample size, the
Slovin formula was applied, resulting in 104 respondents being selected for participation.

4. Results and Discussions
4.1 Respondents' Characteristics
The characteristics in this study are based on 4 aspects, namely gender, age, employment status and
length of service. The following is a description of the 4 aspects of respondent characteristics in this
study.

4.1.1 Respondents Profile based on Gender
The first characteristic is not based on gender, as explained in the table below:

Table 1. Characteristics based on gender
Gender Respondent Percentage (%)

Man 209 67.2
Woman 102 32.8

Total 311 100

Table 1 stated that the characteristics based on gender were 209 respondents or 68.3% male and 102
respondents or 31.7% female with a total percentage of 100%.

4.1.2 Respondents Profile based on Age
The characteristics of respondents based on age can be seen from the table below:

Figure 1. Research framework
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Table 2. Characteristics of respondents based on age
Age Respondent Percentage (%)

19 - 29 Years 83 27
30 - 40 Years 87 28
41 - 50 Years 105 34

> 50 Years 36 11
Amount 311 100

Table 2 indicated that the characteristics of respondents based on age are 83 employees aged 19 - 29
years, 87 employees aged 30 - 40 years, 114 employees aged 41 - 50 years, 36 employees aged > 50
years with a percentage of total of 100%.

4.1.3 Respondents Profile based on Employment Status
The following is an attachment in the form of a table on the characteristics of respondents based on
employment status:

Table 3. Characteristics of respondents based on employment status
Job status Respondent Percentage (%)

Permanent employees 219 70.4
Contract employees 92 29.6

Amount 311 100

As described in Table 3  that the characteristics of respondents based on employment status are 219
people with permanent employee status and 92 people with contract employee status with a total
percentage of 100%.

4.1.4 Respondents Profile based on Working Experiences
The following is an attachment in the form of a Table 4. on the characteristics of respondents based on
length of service:

Table 4. Characteristics of respondents based on years of work experiences
Working time Respondent Percentage (%)

< 1 Year 43 14
15 years 50 16

6 - 10 Years 74 24
> 10 Years 144 46
Amount 311 100

Table 4 it can be seen that the characteristics of respondents based on length of service, there are 43
employees who have a service period of <1 year, 50 employees have a service period of 1-5 years, 74
employees have a service period of 6-10 years and 144 employees have a service period of 1-5 years.
work > 10 years with a total percentage of 100%.

4.2 Measurement and Structural Model Evaluation
4.2.1 Outer Model
Figure 2  shown Outer Model Test value results can be known convergent validity, discriminant
validity, and internal consistency reliability The equation model can be obtained with the help of
SmartPLS 4.2 software, display results graphical output outer model can be seen as follows:
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4.2.1.1 Convergent Validity Test
Convergent validity can be measured by value loading factor and value Average Variance Extracted
(AVE), if value loading factor > 0.7 and value Average Variance Extracted (AVE) > 0.5. Below are the
test results Convergent validity through loading factor and value Average Variance Extracted (AVE).
As for the results of Loading factor and Average Variance Extracted (AVE) which describes how
much the indicators are related to each variable as follows:

Table 5. Results convergent validity test
Indicator Loadings

Factor
Loading

Factor Criteria Information AVE AVE Criteria Information

Workload (X₁) 
X₁.1 0.825 0.7 Valid 0.642 0.5 Valid
X₁.2 0.733 0.7 Valid 0.642 0.5 Valid
X₁.3 0.821 0.7 Valid 0.642 0.5 Valid
X₁.4 0.811 0.7 Valid 0.642 0.5 Valid
X₁.5 0.812 0.7 Valid 0.642 0.5 Valid

Burnout (X₂)
X₂.1 0.776 0.7 Valid 0.663 0.5 Valid
X₂.2 0.825 0.7 Valid 0.663 0.5 Valid
X₂.3 0.841 0.7 Valid 0.663 0.5 Valid
X₂.5 0.813 0.7 Valid 0.663 0.5 Valid

Autocratic Leadership (X₃)
X₃.1 0.811 0.7 Valid 0.605 0.5 Valid
X₃.2 0.751 0.7 Valid 0.605 0.5 Valid
X₃.3 0.794 0.7 Valid 0.605 0.5 Valid
X₃.4 0.708 0.7 Valid 0.605 0.5 Valid
X₃.5 0.818 0.7 Valid 0.605 0.5 Valid

Work life balance (AND)
Y₁ 0.771 0.7 Valid 0.575 0.5 Valid
Y₂ 0.735 0.7 Valid 0.575 0.5 Valid
Y₃ 0.814 0.7 Valid 0.575 0.5 Valid
Y₄ 0.704 0.7 Valid 0.575 0.5 Valid
Y₅ 0.765 0.7 Valid 0.575 0.5 Valid

Employee Performance (Z) 
Z₁ 0.822 0.7 Valid 0.664 0.5 Valid
Z₂ 0.822 0.7 Valid 0.664 0.5 Valid
Z₃ 0.83 0.7 Valid 0.664 0.5 Valid

Figure 2. Graphical output outer model
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Indicator Loadings
Factor

Loading
Factor Criteria Information AVE AVE Criteria Information

Z₄ 0.752 0.7 Valid 0.664 0.5 Valid
Z₅ 0.844 0.7 Valid 0.664 0.5 Valid

Based on test results convergent validity test shown in Table 5  the value outer loading from each
indicator of the workload variable, burnout, autocratic leadership, work life balance and employee
performance has a value of > 0.7, then all indicators in this research are declared valid. However,
there is one indicator burnout which cannot meet the minimum limit, namely indicator X₂.4 with value
loading factor 0.479, then the indicator is declared invalid. Mark AVE each variable reaches a value >
0.5. So it can be said that each variable has a value AVE valid on test convergent validity.

4.2.1.2 Discriminant Validity Test
Table 6 is the results of cross loading factors identified each variables possed cross loading more than
0.7. Discriminant validity can be measured by value cross loading, if value cross loading > 0.7 then it
can be said to be valid. Mark cross loading results can be seen in the following table:

Table 6. Results cross loading

Work load Burnout Autocratic
Leadership

Work life
balance

Employee
performance

X₁.1 0.825 0.441 0.584 0.618 0.612
X₁.2 0.733 0.612 0.655 0.617 0.712
X₁.3 0.821 0.479 0.605 0.612 0.591
X₁.4 0.811 0.439 0.52 0.64 0.507
X₁.5 0.812 0.493 0.566 0.605 0.581
X₂.1 0.463 0.776 0.504 0.412 0.527
X₂.2 0.541 0.825 0.526 0.53 0.517
X₂.3 0.48 0.841 0.633 0.652 0.651
X₂.5 0.524 0.813 0.522 0.574 0.55
X₃.1 0.578 0.514 0.811 0.63 0.689
X₃.2 0.579 0.461 0.751 0.593 0.657
X₃.3 0.591 0.493 0.794 0.686 0.715
X₃.4 0.480 0.666 0.708 0.545 0.615
X₃.5 0.608 0.522 0.818 0.714 0.585
Y₁ 0.618 0.537 0.66 0.771 0.6
Y₂ 0.613 0.498 0.639 0.735 0.576
Y₃ 0.568 0.542 0.628 0.814 0.585
Y₄ 0.598 0.468 0.511 0.704 0.463
Y₅ 0.539 0.529 0.656 0.765 0.573
Z₁ 0.638 0.526 0.689 0.588 0.822
Z₂ 0.539 0.523 0.670 0.581 0.822
Z₃ 0.608 0.615 0.723 0.653 0.83
Z₄ 0.610 0.534 0.655 0.576 0.752
Z₅ 0.657 0.624 0.667 0.615 0.844

Based on the table above, it produces values cross loading from each indicator question with a
variable that has a value cross loading > 0.7 when compared with statements on other indicators. As in
value cross loading workload variables is exceeding the standard of over loading when compared with
cross loading variable burnout, autocratic leadership, work life balance and employee performance.
So, the results of this test can be said to be discriminantly valid.

4.2.1.3 Test Internal Consistency Reliability
The next stage is the reliability test which is tested to have a good level of consistency. Test Internal
Consistency Reliability through value Cronbach Alpha expected > 0.7 and value Composite
Reliability > 0.7.
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Based on the table above, it shows the calculation results with values Cronbach Alpha and value
Composite Reliability with all variables having achieved the assessment criteria, namely > 0.7. The
conclusion is that each indicator of each variable is declared accurate, reliable and precise so that in
other words all variables are well reliable.

4.2.2 Inner Model Test Results
At this measurement stage, the relationship between variables is describedI Iattention based on
substantive theory. This measurement meIaIui fashionI structureI namely the R test stage Square, Path
Coefficient and Mediation Analysis. Measurement analysis using SmartPLS 4.2.

4.2.2.1 Coefficient of Determination Test (R2)
Based on the results of data calculations in the table 8 above, it shows that the R-valuesquare of the
employee performance variable is 0.549 where the value is > 0.5 then this included in the criteria with
the moderate model. This shows that the entire construct is exogenous, namely workload (X₁), burnout
(X₂) and autocratic leadership (X₃) simultaneously influence the endogenous construct, namely
employee performance (Z) by 0.549 or 55%. Meanwhile, the remainder (100% - 55% = 45%) is
influenced by other variables not discussed in this research.

Furthermore, the second has an R-value square of variables work life balance with a value of 0.749
where the value is > 0.75, meaning this variable is included in the strong model criteria. This shows
that all constructs are exogenous, namely workload (X₁), burnout (X₂) and autocratic leadership (X₃)
simultaneously influence the mediating construct, namely work life balance (Y) is 0.749 or 75%.
Meanwhile, the remainder (100% - 75% = 25%) is influenced by other variables not discussed in this
research

4.2.2.2 Path coefficient
On test path coefficients and test the hypotheses based on the test results inner model carried out as a
measurement to see and find out whether a hypotheses can be accepted or rejected by paying attention
to the significance value between constructs in the original sample, Tstatistics and P-Values. In this
research, Rules of Thumb that will be used is Tstatistics > 1.66 with a significance level of P-values
0.05 or 5% and the beta coefficient is positive and significant. So it will be declared strong. The
results shown in Table 9.

Table 9. Results path coeffiencients

Original
sample (O)

Sample
mean (M)

Standard
deviation
(STDEV)

T statistics
(|O/STDEV|) P values

Work load → Work life balance 0.332 0.316 0.083 3.987 0.000

Workload →  Employee
performance 0.246 0.233 0.074 3.342 0.000

Burnout → Work life balance 0.157 0.17 0.089 1.765 0.039

Burnout → Employee
Performance 0.117 0.123 0.066 1.764 0.039

Autocratic leadership → Work life
balance 0.47 0.465 0.098 4.788 0.000

Autocratic
Leadership → Employee

Performance
0.348 0.339 0.088 3.958 0.000

Work life balance → Employee
performance 0.741 0.726 0.097 7.651 0.000

4.2.3 Mediation Analysis
In this study, a mediation test was used to see the results Output SmartPLS on Bootstapping part
Spesific Indirect Efects. The mediation analysis used to test mediating variables as a link between
exogenous and endogenous variables is shown in the table below:
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Table 10. Results specific indirrect efects
Original

sample (O)
Sample

mean (M)
Standard
deviation
(STDEV)

T statistics
(|O/STDEV|) P values Information

Workload → Work life
balance → Employee

Performance
0.246 0.233 0.074 3.342 0.000 Partially

Mediated

Burnout → Work life
balance → Employee

Performance
0.117 0.123 0.066 1.764 0.039 Fully Mediated

Autocratic Leadership → Work
life balance → Employee

Performance
0.348 0.339 0.088 3.958 0.000 Fully Mediated

Based on this Table 10, it can be seen that there is a significant role of mediation in the variables work
life balance in the relationship between workload and employee performance with value (Tstatistics
3.342 > Ttable 1.66) and (P Value 0.000 < 0.05), so that the indirect effect of workload on employee
performance is through work life balance proven to be significant and declared fully mediated.

The significant role of mediation on variables works life balance in relationship burnout on employee
performance with a value (Tstatistics 1.764 > Ttable 1.66) and (P Value 0.039 < 0.05), so the indirect
influence between burnout on employee performance through work life balance proven to be
significant and declared fully mediated. This also occurs in the significant role of mediation in
variables work life balance in the relationship between autocratic leadership and employee
performance with values ​​(Tstatistics 3.958 > Ttable 1.66) and (P Value 0.000 < 0.05), so the indirect
influence between autocratic leadership on employee performance is through work life balance proven
to be significant and declared fully mediated

4.3 Discussion
4.3.1 Effect of Workload on Employee Performance Through Work Life Balance (H1)
The results of data analysis show that workload has a positive and significant effect on employee
performance, mediated by work life balance with a coefficient value of 0.246, then a Tstatistics value
of 3.342 > Ttable 1.66 and a P-value of 0.001 < 0.05. Based on this, excessive workload will affect
employee performance. A structured and balanced workload encourages employees to work more
efficiently and effectively. With a good work-life balance, employees can focus and provide maximum
performance at work (Faeni, Pujiati, & Wulandari, 2026a; Faeni, 2024). This is in accordance with
research from Efendi and Suwarsi (2022) that workload has a significant effect on employee work life
balance and work life balance has a significant effect on employee performance.

4.3.2 Effect of Burnot on Employee Performance Through Work Life Balance (H2)
The results of data analysis show that burnout has a positive and significant effect on employee
performance through work life balance. with a coefficient value of 0.117, then a T statistics value of
1.764 > T table 1.66 and a P-value of 0.039 < 0.05. It is important for organizations to pay attention to
and manage employee burnout levels, as well as ensuring there is a good work-life balance among
employees. Efforts to reduce burnout and improve work life 76 balance can contribute significantly to
improving employee performance in the long term (Faeni, & Yuliansyah, 2023; Pujiati, Feani, &
Cahaya, 2025; Iswandir, & Faeni, 2025). Research by Rahmadani, Puspita, and Waliamin (2023) also
states that burnout and work life balance have a simultaneous effect on employee performance and
this research also states that work life balance has a positive and significant effect on employee
performance.

4.3.3 The Influence of Autocratic Leadership on Employee Performance Through Work Life Balance
(H3)
The results of data analysis show that autocratic leadership has a positive and significant effect on
employee performance mediated by work life balance with a coefficient value of 0.348, then a
Tstatistics value of 3.958 > Ttable 1.66 and a P-value of 0.000 < 0.05. These findings reveal that the
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positive effect of autocratic leadership on employee performance is mediated by work life. This means
that having autocratic leadership can encourage increased performance. Evidence based on experience
shows that authoritarian leadership continues to be widely used by managers around the world (Chen,
Huang, Sun, & Zheng, 2022). (Mboka, 2021) in his research said that this type of leadership has a
positive relationship with employee performance. This relationship is not significant. In line with
research (Kabdiyono, Perkasa, Ekhsan, Abdullah, & Febrian, 2024) that leadership has a positive and
significant effect on employee performance.

4.3.4 The Influence of Workload, Burnout and Autocratic Leadership on Employee Performance (H4)
The fourth hypothesis testing was carried out to determine the direct influence produced by the
Workload, Burnout and Autocratic Leadership variables on employee performance. The results of the
R-square analysis show that the value of the employee performance variable is 0.549. shows that
workload, burnout and autocratic leadership have a positive and significant effect on employee
performance. This shows that increasing workload can increase productivity, although the risk of
burnout must be managed properly. The autocratic leadership style, although controversial, can
provide the clear direction and structure needed to achieve better performance. Therefore,
management needs to balance workload and pay attention to employee burnout levels and use a
leadership style that is appropriate to the situation to improve performance. This is in line with
research (Kabdiyono et al., 2024) (Husaeni & Wiratno, 2020) that leadership has a positive and
significant effect on employee performance. Burnout has a positive and significant effect on employee
performance & empirical test results prove that authoritarian leadership style has a positive effect on
burnout. Thus, a leader should apply a good leadership style so that employees feel comfortable in the
company and employees do not feel burnout.

5. Conclusions
5.1 Conclusion
Based on the results of research and discussions that have been analyzed by researchers regarding
workload as variable X₁, burnout as variable X₂, autocratic leadership as X₃, work life balance as
variable Y and employee performance as variable Z, the researchers draw the following
conclusions.  Workload (X₁) has a positive and significant effect on employee performance (Z)
mediated by work life balance (Y). Burnout (X₂) has a positive and significant effect on employee
performance (Z) mediated by work life balance (Y). Autocratic leadership (X₃) has a positive and
significant effect on employee performance (Z) mediated by work life balance (Y). Workload (X₁),
Burnout (X₂) and Autocratic Leadership (X₃) have a positive and significant effect on employee
performance (Z).

5.2 Research Limitations
This study has several limitations that must be acknowledged. First, the scope of the research was
restricted to a single aviation company in Indonesia, which limits the generalizability of the findings
to other industries or even to other aviation firms with different organizational cultures and structures.
Second, the sample size of 104 respondents, although determined using the Slovin formula, may not
fully represent the diversity of experiences across the population of 1,400 employees, particularly
since simple random sampling does not account for subgroup differences such as departments or job
levels. Third, the cross-sectional design only captures data at one point in time, making it difficult to
observe dynamic changes in workload, burnout, leadership style, and work-life balance over a longer
period. Fourth, the reliance on self-reported questionnaires introduces potential biases, including
social desirability and inaccurate recall, and one burnout indicator (X2.4) failed to meet the validity
threshold, which may weaken the robustness of the burnout construct. Finally, the R-square results
indicate that 45% of employee performance and 25% of work-life balance are influenced by other
variables not examined in this study, such as compensation, organizational culture, or job satisfaction.
These limitations suggest that while the study provides valuable insights, its findings should be
interpreted with caution and serve as a foundation for future research with broader scope and
additional variables.
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5.3 Suggestions and Directions for Future Research
Building on the findings of this study, several directions for future research can be proposed to deepen
the understanding of how workload, burnout, and autocratic leadership influence employee
performance through work-life balance. Future studies should expand the sample size and include
multiple aviation companies or different industries to enhance the generalizability of results.
Employing longitudinal research designs would allow scholars to capture changes in employee
perceptions and performance over time, especially as organizational practices and leadership styles
evolve. Researchers are also encouraged to adopt mixed-method approaches, combining quantitative
surveys with qualitative interviews or case studies, to gain richer insights into employee experiences
and motivations. In addition, future studies could incorporate other relevant variables such as
organizational culture, compensation, psychological well-being, or job satisfaction, which may further
explain variations in employee performance. Comparative studies across countries or sectors would
also be valuable to highlight contextual differences and provide a broader perspective on how cultural
attitudes, policy frameworks, and industry characteristics shape the effectiveness of work-life balance
initiatives. By pursuing these directions, future research can provide more comprehensive evidence to
guide both academics and practitioners in designing sustainable human resource strategies that foster
employee well-being and organizational success.
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