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Abstract 

This study aims to analyze the role of transformational leadership style and 

work-life balance in employee job satisfaction at Bank BJB Cirebon City. This 

study used a quantitative associative approach with a cross-sectional design. The 

population consisted of 101 employees, and all members of the population were 

included as respondents through a saturated sampling technique. Data were 

collected using a Likert-scale questionnaire and analyzed with IBM SPSS 

Statistics 26. The analysis included validity tests, reliability tests, classical 

assumption tests, multiple linear regression, F-test, t-test, and coefficient of 

determination. The F-test result showed a value of 459.935 with a significance 

level of 0.001 (<0.05), indicating that the regression model was feasible. The first 

hypothesis test showed that transformational leadership style had a positive and 

significant role in job satisfaction. The second hypothesis test showed that work-

life balance also had a positive and significant role in job satisfaction. The 

Adjusted R Square value of 0.902 indicated that transformational leadership style 

and work-life balance explained 90.2% of the variation in job satisfaction, while 

the remaining 9.8% was explained by other variables outside the model. These 

findings suggest that improving employee job satisfaction requires both effective 

transformational leadership and organizational support for employees’ work-life 

balance. 
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INTRODUCTION 

Job satisfaction is a crucial indicator in human resource management 

because it relates to employees' positive attitudes toward their work, commitment 

to the organization, and the quality of their contributions to the company. In the 

context of modern organizations, job satisfaction is no longer viewed solely as a 

result of compensation, but also plays a role in leadership quality, daily work 

experience, and the organization's ability to create a healthy and sustainable work 

environment (Fadhila, Ekowati, and Supriyanto 2025; Lindawati and Parwoto 

2021). For the banking industry, this issue has become increasingly strategic as 

this sector demands service accuracy, target achievement, procedural 

compliance, and the ability to adapt to rapid digital transformation (Lindawati 

and Parwoto 2021). 

One factor strongly suspected of influencing job satisfaction is 

transformational leadership. This leadership style emphasizes the leader's ability 

to build vision, inspire, foster trust, and address the development needs of 

subordinates. Various studies have shown a positive relationship with job 

satisfaction, as inspiring and supportive leaders tend to create a more meaningful 

work environment for employees (Karim 2024; Kaya 2024). In the Indonesian 

context, this positive role is also evident in the banking industry during the digital 

transformation, where transformational leadership helps strengthen employee 

job satisfaction and performance (Lindawati and Parwoto 2021). Similar findings 

were also reported by Ridhani and Rahmawati (2025), who showed that 

transformational leadership contributes positively to job satisfaction along with 

other organizational factors. 

In addition to leadership, work-life balance is also an important factor in 

explaining employee job satisfaction. Work-life balance refers to employees’ 

ability to manage work responsibilities and personal life roles in a balanced 

manner. Greenhaus, Collins, and Shaw (2003) explained that work-life balance 

includes balance in time allocation, involvement, and satisfaction between work 

and personal life. Grzywacz and Carlson (2007) further stated that work-life 

balance is not only related to the absence of conflict, but also to the achievement 

of reasonable role expectations in work and family domains. Empirical evidence 

also shows that good work-life balance is associated with higher job satisfaction, 

life satisfaction, and mental health across different cultural contexts (Haar et al. 

2014). Susanto et al. (2022) also found that work-life balance can improve job 

satisfaction and job performance, especially when employees receive support 

from supervisors regarding family and personal needs. 
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In the Indonesian banking sector, work-life balance has become increasingly 

relevant because bank employees often face work targets, service pressure, and 

administrative responsibilities that require accuracy and consistency. Sabrina and 

Kurniawati (2024) showed that work-life balance is related to positive employee 

outcomes in state-owned banking. Hazami and Riyanto (2022) also found a 

significant positive relationship between work-life balance and job satisfaction 

among employees of Bank BJB KC S. Parman. These findings indicate that work-

life balance is not only a personal issue, but also an organizational concern that 

can influence employees’ attitudes toward their work. 

However, previous findings on the relationship between work-life balance 

and job satisfaction are not fully consistent. Rega et al. (2025) found that work-life 

balance did not have a significant partial role in job satisfaction among employees 

of PT Bank BJB KCP Baleendah when tested together with the work environment. 

Syamsasni, Amin, and Setiawan (2025) also showed that work-life balance 

functioned more as an intervening variable in the relationship between workload 

and job satisfaction among employees of Bank Rakyat Indonesia Jambi Branch. 

Meanwhile, Fadhila et al. (2025) found that work-life balance did not directly play 

a positive and significant role in job satisfaction when tested together with 

transformational leadership and psychological well-being. These inconsistent 

findings indicate that the role of work-life balance in job satisfaction still needs 

further examination in different organizational contexts. 

The research gap can also be seen from the research object and variable 

combination. Several previous studies were conducted in non-banking sectors, 

such as education, health services, or other organizational settings, so their 

findings cannot be directly generalized to the banking industry (Kaya 2024; 

Ridhani and Rahmawati 2025). In the banking sector, previous studies often 

examined transformational leadership or work-life balance separately, or 

combined them with other variables such as work motivation, work environment, 

talent management, workload, or psychological well-being (Fadhila et al. 2025; 

Lindawati and Parwoto 2021; Rega et al. 2025; Sabrina and Kurniawati 2024). 

Therefore, a more focused study is needed to examine the role of transformational 

leadership style and work-life balance on employee job satisfaction in the specific 

context of Bank BJB Cirebon City. 

Based on this background, this study aims to analyze the role of 

transformational leadership style and work-life balance on employee job 

satisfaction at Bank BJB Cirebon City, both partially and simultaneously. This 

study is expected to provide empirical contributions to human resource 
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management studies in the regional banking sector. Practically, the findings are 

also expected to provide useful considerations for management in strengthening 

leadership practices and designing work policies that support employees’ work-

life balance. 

 

LITERATURE REVIEW 

Transformational leadership refers to leader behavior that inspires 

subordinates to transcend personal interests, embrace the organization's vision, 

and demonstrate higher levels of work engagement. In the leadership literature, 

this style is understood as an approach that relies not only on reward exchange 

but also on building work meaning, trust, and psychological commitment in 

subordinates. Meta-analytic studies have consistently shown that 

transformational leadership is associated with various work attitude outcomes, 

including effectiveness, satisfaction, and motivation (Judge and Piccolo 2004). 

Early research (Podsakoff et al. 1990) also confirmed that transformational 

leadership behavior is associated with increased trust in the leader and 

subordinate satisfaction. 

Conceptually, transformational leadership consists of several dimensions 

that explain how leaders influence employee attitudes and behavior. Rafferty and 

Griffin (2004) identified vision, inspirational communication, intellectual 

stimulation, supportive leadership, and personal recognition as important 

dimensions of transformational leadership. These dimensions reflect the leader’s 

ability to provide clear direction, motivate employees, encourage new ways of 

thinking, provide personal attention, and recognize employee contributions. In 

practice, these dimensions are relevant in the banking sector because bank 

employees work under clear service targets, strict procedures, and high customer 

expectations. Therefore, leaders who can provide direction, support, and 

motivation are more likely to create a positive work climate. Chen, Ding, and Li 

(2022) also showed that transformational leadership can improve job satisfaction 

through a more positive employee relations climate. 

Work-life balance refers to the condition in which employees are able to 

manage work responsibilities and personal life demands in a balanced way. 

Greenhaus, Collins, and Shaw (2003) explained that work-life balance includes 

three main aspects: time balance, involvement balance, and satisfaction balance. 

This means that work-life balance is not only related to the amount of time spent 

at work and outside work, but also to the quality of involvement and satisfaction 

in both domains. Grzywacz and Carlson (2007) further explained that work-life 

balance occurs when individuals are able to meet role expectations in work and 
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family life based on mutually agreed responsibilities. This perspective shows that 

work-life balance is not simply the absence of conflict, but a condition in which 

employees can function well in both work and personal roles. 

In an organizational context, work-life balance is important because it 

affects employees’ psychological well-being, work attitudes, and long-term 

performance. Haar et al. (2014) found that work-life balance is positively related 

to job satisfaction, life satisfaction, and mental health across different cultural 

contexts. Susanto et al. (2022) also showed that work-life balance can increase job 

satisfaction and job performance, especially when employees receive support 

from supervisors regarding family and personal needs. In the Indonesian context, 

Rostianti et al. (2025) found that work-life balance had a positive and significant 

effect on nurse performance at Cirebon Port General Hospital. Although the 

research object was different, the finding supports the view that work-life balance 

can create positive work outcomes. In the banking sector, Hazami and Riyanto 

(2022) found a positive relationship between work-life balance and job 

satisfaction among employees of Bank BJB KC S. Parman. This finding indicates 

that work-life balance is also relevant in explaining employee attitudes in banking 

organizations. 

Job satisfaction refers to employees’ evaluation of their work, both as a 

whole and based on specific aspects of the job. Judge et al. (2017) defined job 

satisfaction as part of job attitudes that reflects how individuals cognitively and 

affectively evaluate their work experiences. Therefore, job satisfaction is not only 

a temporary emotional response, but also a relatively stable assessment of 

working conditions, job content, organizational treatment, and social 

relationships in the workplace. Employees with higher job satisfaction tend to 

show stronger commitment, better work attitudes, and greater willingness to 

contribute to organizational goals. 

Operationally, job satisfaction can be measured through several job-related 

dimensions. Spector (1985) explained that job satisfaction can be observed 

through aspects such as pay, promotion, supervision, coworkers, and the nature 

of work. This view is relevant to the banking sector because bank employees work 

in a structured environment that involves performance targets, customer service 

standards, supervisory relationships, teamwork, and career development 

opportunities. In this context, job satisfaction is influenced not only by financial 

rewards, but also by leadership quality, work relationships, workload conditions, 

and the balance between work and personal life. 
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The relationship between transformational leadership and job satisfaction 

has strong theoretical and empirical support. Transformational leaders can 

increase job satisfaction because they provide vision, encouragement, personal 

attention, and opportunities for employees to develop. These leadership 

behaviors can make employees feel valued, trusted, and more connected to 

organizational goals. Judge and Piccolo (2004) found that transformational 

leadership has a strong positive relationship with work attitude outcomes. Braun 

et al. (2013) also showed that transformational leadership is positively related to 

job satisfaction and team performance, with trust as an important mechanism. In 

the Indonesian banking context, Lindawati and Parwoto (2021) found that 

transformational leadership contributed positively to job satisfaction during 

digital transformation. Similar findings by Karim (2024) and Chen et al. (2022) 

also support the argument that inspirational and supportive leadership can 

improve employee job satisfaction. Based on these theoretical and empirical 

arguments, the first hypothesis is formulated as follows: 

H1: The better the transformational leadership style, the higher the job 

satisfaction of Bank BJB Cirebon City employees. 

The relationship between work-life balance and job satisfaction also has a 

strong theoretical basis. Employees who can manage time, involvement, and 

satisfaction between work and personal life tend to experience lower role conflict 

and more positive evaluations of their work. Greenhaus et al. (2003) and 

Grzywacz and Carlson (2007) explained that balance between work and personal 

roles can help individuals maintain psychological stability and role satisfaction. 

Empirically, Haar et al. (2014) and Susanto et al. (2022) showed that work-life 

balance is positively related to job satisfaction. In the banking sector, Hazami and 

Riyanto (2022) found a positive relationship between work-life balance and job 

satisfaction among Bank BJB employees. Sabrina and Kurniawati (2024) also 

showed that work-life balance remains relevant in explaining job satisfaction in 

state-owned banking. More recent findings by Ridhani and Rahmawati (2025) 

further support the view that work-life balance plays a positive role in employee 

job satisfaction. 

However, previous studies also show that the strength of the relationship 

between work-life balance and job satisfaction may differ across organizational 

contexts. Some findings indicate that work-life balance does not always have a 

direct significant role when tested with other organizational variables. This 

means that the influence of work-life balance may depend on job characteristics, 

workload, leadership support, organizational policy, and work unit conditions. 

Therefore, examining work-life balance in the specific context of Bank BJB 
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Cirebon City is important to provide a more focused empirical explanation. Based 

on these arguments, the second hypothesis is formulated as follows: 

H2: The better the work-life balance, the higher the job satisfaction of Bank 

BJB Cirebon City employees. 

Based on the theoretical review and previous empirical findings, this study 

positions transformational leadership style and work-life balance as independent 

variables that are expected to explain job satisfaction. Transformational 

leadership represents the organizational and leadership aspect that shapes 

employee motivation, trust, and work meaning. Work-life balance represents the 

employee well-being aspect that shapes the ability to manage work and personal 

demands. Both variables are expected to contribute to employee job satisfaction 

in the context of Bank BJB Cirebon City. 

 
Figure 1. Framework of Thought 

 

RESEARCH METHOD 

This study uses a quantitative approach with an associative and cross-

sectional design, namely data collection carried out over a certain period of time 

to analyze the relationship between variables in a population (Setia 2016) . This 

study aims to examine the role of Transformational Leadership Style (X1) and 

Work Life Balance (X2) on Job Satisfaction (Y) among Bank BJB employees in 

Cirebon City. The study was conducted at Bank BJB in Cirebon City from 

November to December 2025. 

The population in this study was all 101 employees of Bank BJB in Cirebon 

City. The sampling technique used was saturated sampling, so all members of the 

population were selected as respondents. Thus, the total sample size for this study 

was 101 respondents. 

The research data consists of primary and secondary data. Primary data 

were obtained through questionnaires distributed to respondents, while 
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secondary data were obtained from company documents, books, and relevant 

scientific articles. The research instrument used a five-point Likert scale, ranging 

from 1 = strongly disagree to 5 = strongly agree. The Likert scale is commonly 

used to measure respondents' attitudes, perceptions, and responses to a research 

object (Likert 1932). 

Before the main analysis was conducted, the research instrument was tested 

through validity and reliability tests. The validity test was conducted using the 

Pearson Product Moment correlation to determine the relationship between item 

scores and the total score. The Pearson correlation coefficient is used to assess the 

direction and strength of the linear relationship between two quantitative 

variables (Schober, Boer, and Schwarte 2018) . Reliability testing was conducted 

using Cronbach's Alpha. An instrument is considered reliable if it has adequate 

internal consistency, and in general, an alpha value ≥ 0.70 is considered sufficient 

for applied research (Cronbach 1951). 

Data analysis was performed using IBM SPSS Statistics version 26. The 

analysis stages included descriptive statistics, classical assumption tests, multiple 

linear regression analysis, hypothesis testing, and coefficient of determination. 

Because the data in this study are cross-sectional, the classical assumption tests 

were limited to normality and multicollinearity tests, in accordance with the 

characteristics of cross-sectional data that do not require autocorrelation testing 

as in time series data. 

The normality test was conducted to determine whether the residuals in the 

regression model were normally distributed. In this study, normality was tested 

using the Kolmogorov-Smirnov method. Normality testing is important in 

parametric analysis because the accuracy of statistical inference is influenced by 

the distribution of residual data (Ghasemi and Zahediasl 2012). The 

multicollinearity test was conducted to determine whether there was a high 

correlation between the independent variables. Multicollinearity was assessed 

using Tolerance and Variance Inflation Factor (VIF) values. A regression model is 

considered free from multicollinearity when the Tolerance value is greater than 

0.10 and the VIF value is less than 10 (Kim 2019). 

To test the role of independent variables on dependent variables, this study 

uses multiple linear regression analysis with the equation: 
Y = a + b1X1 + b2X2 + e 

Description:  

Y  : Job Satisfaction  

a  : constant  

b 1 , b 2  : regression coefficients  
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X 1  : Transformational Leadership Style  

X 2  : Work Life Balance  

e  : error term 

Hypothesis testing was conducted using the t-test and F-test. The t-test was 

used to determine the partial role of each independent variable on job satisfaction. 

The F-test was used to assess the feasibility of the regression model, namely 

whether the model had adequate predictive ability in explaining job satisfaction. 

The coefficient of determination was analyzed using Adjusted R Square to 

determine how much variation in job satisfaction could be explained by 

transformational leadership style and work-life balance. The remaining variation 

was explained by other variables outside the research model. 

This study also considered research ethics. Respondents’ identities were 

kept confidential, and the data were used only for academic purposes. Before 

completing the questionnaire, each respondent received information about the 

research objectives so that participation was based on clear understanding. 

 

RESULTS AND DISCUSSION 

This section presents the results of data processing and discussion in an 

integrated manner. The analysis includes descriptive statistics, instrument quality 

tests, classical assumption tests, multiple linear regression, hypothesis testing, 

and interpretation of findings. Since this study used cross-sectional data, the 

classical assumption tests focused on normality and multicollinearity before the 

regression model was tested. 

Descriptive Statistics 

Table 1. Descriptive Statistics of Research Variables 

Variables Minimum Maximum Mean Standard 

Deviation 

Transformational 

Leadership Style (X1) 

50.00 80.00 67.8614 6.04984 

Work Life Balance (X2) 18.00 35.00 28.9010 4.11948 

Job Satisfaction (Y) 49.00 75.00 63.5149 5.87311 

Table 1 shows that the three research variables have relatively high mean 

scores. Transformational Leadership Style obtained a mean value of 67.8614 with 

a standard deviation of 6.04984. Work-Life Balance obtained a mean value of 

28.9010 with a standard deviation of 4.11948. Job Satisfaction obtained a mean 

value of 63.5149 with a standard deviation of 5.87311. 
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These results indicate that employees generally gave positive assessments 

of leadership quality, work-life balance, and job satisfaction. The relatively high 

mean score of transformational leadership suggests that employees perceive their 

leaders as capable of providing direction, support, and motivation. Meanwhile, 

the positive score of work-life balance indicates that employees still perceive a 

reasonable balance between work responsibilities and personal life, even though 

the banking sector often involves service pressure, work targets, and procedural 

demands. 

Quality of Research Instruments 

The validity test results show that all statement items in the 

Transformational Leadership Style, Work-Life Balance, and Job Satisfaction 

variables have a calculated r value greater than the table r (0.1956) with a 

significance level below 0.05. Thus, all indicators in the research instrument are 

declared valid and suitable for use in further analysis. 

Table 2. Summary of Instrument Reliability Test 

Variables Cronbach's 

Alpha 

Number of 

Items 

Information 

Transformational Leadership 

Style 

0.823 16 Reliable 

Work Life Balance 0.833 7 Reliable 

Job satisfaction 0.822 15 Reliable 

Based on Table 2, all variables had Cronbach's Alpha values above 0.70. 

These results indicate that the research instrument has good internal consistency, 

thus the resulting data can be considered reliable for use in testing the regression 

model. 

Classical Assumption Test 

The classical assumption tests in this study were adapted to the cross-

sectional nature of the data, thus only including normality and multicollinearity 

tests. This approach makes the tests more relevant to the structure of the research 

data and remains adequate for assessing the feasibility of the multiple linear 

regression model used. 

Table 3. Summary of Classical Assumption Tests 

Test Type Indicator Yield 

Value 

Criteria Conclusion 

Normality Asymp. Sig. 

(KS) 

0.157 > 0.05 Normally 

distributed 

residuals 
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Multicollinearity Tolerance / 

VIF 

0.203 / 

4.938 

> 0.10 / < 10 There is no 

multicollinearity 

 

Table 3 shows that the Asymp. Sig. value of the Kolmogorov-Smirnov test 

was 0.157, which is greater than 0.05. This result indicates that the residuals were 

normally distributed. The multicollinearity test also showed that the Tolerance 

value was 0.203 and the VIF value was 4.938. These values meet the required 

criteria, namely Tolerance > 0.10 and VIF < 10. Therefore, the regression model 

did not experience multicollinearity problems and was suitable for further 

analysis. 

Multiple Linear Regression Analysis and Hypothesis Testing 

Table 4. Results of Multiple Linear Regression Analysis 

Variables B Beta t Sig. 

Constant 9,566 - 3,972 < 0.001 

Transformational Leadership 

Style (X1) 

0.540 0.556 7,986 < 0.001 

Work Life Balance (X2) 0.599 0.420 6,035 < 0.001 

Note: Adjusted R Square = 0.902; F = 459.935; Sig. F = 0.001. 

Based on the analysis results, the multiple linear regression equation 

obtained is Y = 9.566 + 0.540X1 + 0.599X2. The equation shows that both 

Transformational Leadership Style and Work-Life Balance have a positive 

direction toward Job Satisfaction. The regression coefficient of Transformational 

Leadership Style was 0.540. This means that an increase in transformational 

leadership is followed by an increase in job satisfaction, assuming other variables 

remain constant. The regression coefficient of Work-Life Balance was 0.599, which 

also indicates that better work-life balance is followed by higher job satisfaction. 

The F-test result showed a value of 459.935 with a significance value of 0.001 

(<0.05). This result indicates that the regression model is feasible and has strong 

explanatory power. In other words, Transformational Leadership Style and 

Work-Life Balance jointly explain employee job satisfaction at Bank BJB Cirebon 

City. 

The Adjusted R Square value of 0.902 shows that 90.2% of the variation in 

Job Satisfaction can be explained by Transformational Leadership Style and 

Work-Life Balance. The remaining 9.8% is explained by other variables outside 

the model, such as compensation, career development, workload, organizational 

culture, work environment, or individual employee characteristics. This high 

explanatory value indicates that leadership quality and work-life balance are 

https://issn.perpusnas.go.id/terbit/detail/20210617281787431


                    
Vol. 6 No. 2, 2026, 2661–2678 e-ISSN 2798-0170 

 

 The Role of Transformational Leadership Style… 

P
ag

e 
26

72
 

central factors in shaping employee job satisfaction in this research context. 

However, the high value also needs to be interpreted carefully because the data 

were collected from the same respondents through self-report questionnaires. 

The first hypothesis test showed that Transformational Leadership Style had 

a t-value of 7.986 with a significance value of <0.001. This result supports the first 

hypothesis. It means that transformational leadership style plays a positive and 

significant role in employee job satisfaction. The second hypothesis test showed 

that Work-Life Balance had a t-value of 6.035 with a significance value of <0.001. 

This result supports the second hypothesis. It means that work-life balance also 

plays a positive and significant role in employee job satisfaction. 

The Role of Transformational Leadership Style on Job Satisfaction 

The results show that Transformational Leadership Style has a positive 

and significant role in Job Satisfaction. This finding indicates that employees who 

perceive their leaders as inspirational, supportive, visionary, and attentive to 

individual needs tend to feel more satisfied with their work. In the context of Bank 

BJB Cirebon City, this result is understandable because banking work requires 

accuracy, discipline, service orientation, and target achievement. Under these 

conditions, employees need leaders who do not only give instructions, but also 

provide direction, encouragement, and emotional support. 

Transformational leadership can increase job satisfaction because it helps 

employees understand the meaning of their work. In banking organizations, 

employees often deal with repetitive tasks, customer demands, compliance 

requirements, and performance targets. When leaders communicate a clear vision 

and recognize employee contributions, employees may feel that their work has 

value beyond routine administrative tasks. This can strengthen motivation and 

increase satisfaction. 

The standardized beta value of Transformational Leadership Style was 

0.556, which is higher than the beta value of Work-Life Balance at 0.420. This 

result indicates that transformational leadership has a stronger relative 

contribution to job satisfaction in this study. This finding suggests that leadership 

plays a central role in shaping employees’ daily work experiences at Bank BJB 

Cirebon City. In a structured organization such as a bank, direct supervisors often 

influence work coordination, performance evaluation, communication flow, and 

employee morale. Therefore, the quality of leadership can strongly affect how 

employees interpret workload, targets, and organizational demands. 

This finding is consistent with Al-Hosam et al. (2016), who found that 

transformational leadership is related to job satisfaction in the banking sector. It 

also supports Kaya (2024) and Ridhani and Rahmawati (2025), who showed that 
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transformational leadership remains an important predictor of positive employee 

attitudes in different organizational settings. However, this study adds contextual 

value by showing that transformational leadership appears to be more dominant 

than work-life balance in explaining job satisfaction among Bank BJB Cirebon 

City employees. 

The Role of Work Life Balance on Job Satisfaction 

The results also show that Work-Life Balance has a positive and significant 

role in Job Satisfaction. This means that employees who can manage work 

demands and personal life more effectively tend to report higher job satisfaction. 

In the banking sector, this finding is relevant because employees often face service 

deadlines, administrative accuracy, customer expectations, and internal targets. 

When these demands can still be balanced with personal and family life, 

employees are more likely to evaluate their work positively. 

Work-life balance contributes to job satisfaction because it reduces role 

pressure and supports psychological well-being. Employees who have enough 

time and energy for personal life may experience lower emotional exhaustion. As 

a result, they can maintain better focus, motivation, and satisfaction at work. In 

contrast, poor work-life balance can make employees feel overloaded, even when 

compensation or leadership support is adequate. 

This finding aligns with Greenhaus et al. (2003), who explained that work-

life balance includes time balance, involvement balance, and satisfaction balance. 

It also supports Kalliath and Brough (2008), who stated that work-life balance is 

not only about time distribution, but also about employees’ perception of balance 

and well-being. Empirically, the result is consistent with Susanto et al. (2022), 

Syamsasni et al. (2025), and Rostianti et al. (2025), who found that work-life 

balance contributes to positive work outcomes. 

However, this finding differs from Rega et al. (2025), who found that work-

life balance did not have a significant role in job satisfaction among employees of 

Bank BJB KCP Baleendah. This difference may occur because each branch or work 

unit has different workload patterns, leadership practices, target pressure, team 

culture, and organizational support. Therefore, work-life balance should not be 

viewed as a fixed factor that always produces the same effect in every 

organization. Its influence depends on how employees experience work demands 

and how the organization manages those demands. 

Integrated Discussion 

The findings show that both Transformational Leadership Style and Work-

Life Balance play important roles in shaping employee job satisfaction. However, 
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transformational leadership has a stronger relative contribution. This result 

suggests that job satisfaction at Bank BJB Cirebon City is shaped not only by 

employees’ ability to balance work and personal life, but also by how leaders 

manage, support, and motivate employees in daily work situations. 

This result is important because leadership can also influence employees’ 

perception of work-life balance. Supportive leaders may help employees manage 

workload, communicate expectations clearly, and create a more humane work 

climate. Therefore, transformational leadership and work-life balance should not 

be treated as separate managerial issues. Both need to be managed together. Good 

leadership can make work demands feel more manageable, while better work-life 

balance can help employees respond more positively to organizational 

expectations. 

The high Adjusted R Square value also shows that the two variables are 

highly relevant in this research model. However, the remaining 9.8% indicates 

that other factors still need attention. Future studies may include workload, 

compensation, career development, organizational culture, work environment, 

psychological well-being, or employee engagement to provide a broader 

explanation of job satisfaction in the banking sector. 

Managerial Implications 

The results of this study provide several managerial implications. First, 

Bank BJB Cirebon City needs to strengthen transformational leadership practices, 

especially among direct supervisors and line managers. Leadership development 

should focus on vision communication, coaching, constructive feedback, personal 

recognition, and support for employee development. 

Second, management needs to maintain work-life balance through realistic 

workload planning, fair task distribution, flexible support in certain situations, 

and supervisor sensitivity toward employees’ personal needs. This does not mean 

reducing performance standards. Rather, it means designing work systems that 

allow employees to meet organizational targets without excessive role pressure. 

Third, job satisfaction should be evaluated periodically. Management can 

use employee surveys, internal discussions, or performance reviews to identify 

specific factors that reduce satisfaction. Since transformational leadership has the 

stronger relative contribution, leadership quality should become a priority area 

in human resource development programs. 

Research Limitations 

This study has several limitations. First, the data were collected through 

questionnaires, so the results may contain perception bias. Second, the study was 

limited to Bank BJB Cirebon City, so the findings cannot be generalized directly 
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to all banking institutions. Third, the cross-sectional design only captured 

employee perceptions at one point in time. It cannot explain changes in job 

satisfaction over a longer period. Future research can use longitudinal designs, 

broader samples, or additional variables to provide deeper insight into employee 

job satisfaction in the banking sector. 

 

CONCLUSION 

This study concludes that Transformational Leadership Style and Work-

Life Balance play a positive and significant role in Employee Job Satisfaction at 

Bank BJB Cirebon City. The F-test result confirms that the regression model is 

feasible, while the Adjusted R Square value of 0.902 indicates that both 

independent variables explain 90.2% of the variation in job satisfaction. These 

findings show that employee job satisfaction can be improved through stronger 

transformational leadership practices and better organizational support for work-

life balance. 

Transformational leadership has a relatively stronger contribution than 

work-life balance, which indicates that leadership quality is a key factor in 

shaping employees’ work experiences in the banking environment. Therefore, 

management should prioritize leadership development, especially in vision 

communication, coaching, constructive feedback, and recognition of employee 

contributions. At the same time, Bank BJB Cirebon City also needs to maintain 

realistic workload management and work policies that support employees’ 

balance between work and personal life. 

This study is limited to one research object and uses a cross-sectional 

design, so the findings should be interpreted within the context of Bank BJB 

Cirebon City. Future research is recommended to include broader research 

objects, additional variables such as workload, compensation, organizational 

culture, or employee engagement, and different research designs to provide a 

more comprehensive understanding of job satisfaction in the banking sector. 
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