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ABSTRACT: The banking sector has seen significant growth and transformation, necessitating skilled and dedicated staff to
manage assets effectively. The primary objective of this study is to explore the correlation between work life balance, job
satisfaction, resilience, and burnout among bank employees. The study employs a quantitative research approach, utilizing
probability sampling to select a sample of 260 permanent employees from a total population of 768. The data were collected
through surveys and analyzed using non-parametric statistical methods. The analysis shows that 40% of the subjects have
moderate burnout levels, 41.9% have moderate work-life balance, 38.8% have moderate job satisfaction, and 47.3% have
moderate resilience The study concludes that improving work-life balance is crucial for reducing burnout among bank employees.
Job satisfaction and resilience, while important, do not significantly influence burnout levels in this context.
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INTRODUCTION

In this era of globalization, the banking sector is one of the sectors experiencing rapid development, both through the role of
telecommunications technology and transformation, which will greatly facilitate transactions between customers and banks, both
within and between banks (Guntur, 2022). The banking sector has also received global recognition as a key industry driving
economic growth (Atakan et al., 2014). Amidst this rapid industrial development, banks will introduce new innovations that will
be offered and can drive competition among other banking sectors (Ramadhany, 2018).

Facing increasingly fierce competition, companies and financial institutions must have committed and dedicated staff who can
effectively manage their assets. Recognizing this, many banks have established dedicated Human Resources divisions to develop a
skilled workforce. Skilled individuals have the potential to enhance the capabilities of their subordinates, thereby increasing
overall productivity (Saina, Pio, and Rumawas, 2017). For a company to achieve its targets and fulfill its vision and mission, it is
essential for its employees or human resources to provide valuable contributions and perform exceptionally well. This will
encourage companies to increase their targets and make annual improvements.

A company's success is often determined by the level of performance demonstrated by its employees, who face high work
demands and must contribute significantly to the desired success. According to Falahat (2019), employees in the banking industry
experience a significantly higher workload and stress compared to employees in other industries. It is important to recognize that
working in demanding conditions can potentially pose health risks to employees, including physical and emotional exhaustion.
This notion is supported by research conducted by Ziaei (2015) and Visier (2021), which highlights the potential risks associated
with working in a high-pressure environment, commonly referred to as burnout.

Burnout was first proposed by Freudenberg (1947) as a feeling of exhaustion resulting from excessively low energy, effort,
and resources. Burnout is a specific type of stress characterized by the perception that resources to support a given situation are
scarce or non-existent, resulting in decision-making fatigue, cognitive fatigue, and physical exhaustion (Lee and Ashforth in
Alam, 2007). In May 2019, the World Health Organization (WHO) declared burnout a work-related illness, described as a
syndrome caused by an unmanageable workload.

The workload and demands of the banking industry can lead to employees experiencing high levels of burnout, which can
deplete their energy and ability to perform their duties (Afrianty & Dewi, 2022). This finding is supported by research conducted
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by the Indonesian Consumers Foundation (YLKI) in 2014 on financial services, which found that high levels of burnout lead bank
employees to compete with each other to achieve targets. Furthermore, research conducted by the Swiss UNI Global Union,
entitled "The Banking: The Human Crisis," found that 80% of banking and insurance companies in 26 countries reported that
daily customer demands and work pressure from superiors negatively impact employee health, leading to burnout.

Initial research conducted by researchers on burnout in Kupang City showed that burnout occurs among employees working in
the banking sector. The workload imposed by banks can leave employees feeling emotionally and physically exhausted, which
can impact productivity, motivation, and job satisfaction. These include reduced sleep, reduced relationships with family, work
that leaves no time for self-care and relaxation, and feelings of boredom with the constant demands of work. Work-life balance is
essential for balancing work fatigue and well-being within and outside of work (Maslichah & Hidayat, 2017). To address the issue
of low work-life balance and burnout among banking employees, planned and sustained efforts are needed.

Hamin (2006) stated in his research that if work fatigue (burnout) occurs over a long period of time, employees will
experience exhaustion, leading to decreased performance.

His research found a significant impact on employee job satisfaction. Work-life balance programs implemented by companies
are expected to improve employee performance levels, thereby creating job satisfaction for employees in fulfilling their duties and
obligations to the company (Pangemanan, 2017). Research by Prianto & Bachtiar (2020) also found a relationship between
burnout and job satisfaction.

Sinambela (2018) emphasized that job satisfaction is a person's feelings about their work, resulting from their own efforts
(internal) and supported by external factors (external), such as work conditions, work results, and the work itself. Job satisfaction
indicates a match between a person's expectations and the rewards provided by the job.

An internal factor that serves as a work resource in reducing burnout levels from a personal perspective is employee resilience,
where resilience itself is an employee's ability to motivate themselves to succeed when faced with challenges with challenges and
failures (Cooke et al., 2013; Luthans, 2002).

Resilience is a personal capacity that allows a person to prevent, minimize, or resist potential damage when experiencing
problems (Grortberg, 1995). If a person has a high and adequate level of protection, their adaptation to the problems they face will
remain in good condition. Conversely, if a person cannot overcome their problems due to fear or strong emotional instability, that
person will have poor coping mechanisms (Richardson et al., 2003).

METHOD

The population of this study was 768 permanent employees of state-owned banks such as Bank Mandiri, BNI, BRI, and BTN
in Kupang City in the period 2006 to 2010. Based on the existing population, researchers used the Krejcie and Morgan tables as
determinants in determining the sample size. The resulting population is 260 people.

Data were collected through marslach burnout inventory, work life balance scale, job satisfaction scale and resiliensi scale,
which were developed by the researcher based on the operational definition and indicators of each variable with a Likert scale
model. Data analysis was performed using multiple linear regression techniques with SPSS version 16 IBM for Windows
application. Before analysis, prerequisite tests were conducted, including normality test, linearity test, multicollinearity test, and
heteroscedasticity test. The results of the prerequisite tests showed that the data were normally distributed, the relationship
between variables was linear, there was no multicollinearity, and there was no heteroscedasticity, thus the data met the
requirements for multiple linear regression analysis.

RESULT
In this study, assumption tests were conducted first before performing multiple linear regression analysis, and the assumption
test results are presented in the following tables:

Table I. Normality Test Result
Z Kolmogrov Smirnov p Description
0,46 0,200 Normal (p > 0.05)
Source: output SPSS Version 16

The normality test results using the Kolmogorov-Smirnov test showed a significance value of 0.200 > 0.05, indicating
that the data is normally distributed. This test was conducted on the career maturity variable to determine if the data distribution is
normal.
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Table II. Linearity Test Results

Variable F Deviation from Linearity p Description
Burnout - Work life balance 0,779 0,876 Linear
Burnout - Job satisfaction 1,418 0,043 Non - Linear
Burnout - Resiliensi 0,873 0,760 Linear

Source: output SPSS Version 16

The linearity test between work-life balance and burnout showed an F-deviation from linearity of 0.779 with a
significance level of 0.876, indicating a linear relationship between work-life balance and burnout. The test between job
satisfaction and burnout showed an F-deviation from linearity of 1.418 with a significance level of 0.043, indicating that there is
no linear relationship between job satisfaction and burnout. The test between resilience and burnout showed an F-deviation from
linearity of 0.873 with a significance level of 0.760, indicating a linear relationship between resilience and burnout.

Table I11. Multicollinearity Test Result

Variable Tolerance VIF Description

Work life balance 0,969 1,031 No multicollinearity
Job satisfaction 0,842 1,188 No multicollinearity
Resiliensi 0,828 1,207 No multicollinearity

Source: output SPSS Version 16

The results of the multicollinearity test for work-life balance and burnout showed a tolerance value of 0.969 >0.10 and a
VIF of 1.031 <10.00. This means there is no multicollinearity or intercorrelation between work-life balance and burnout. The
multicollinearity test for satisfaction and burnout showed a tolerance value of 0.842 >0.10 and a VIF of 1.188 <10.00. This means
there is no multicollinearity or intercorrelation between job satisfaction and burnout. The multicollinearity test for resilience and
burnout showed a tolerance value of 0.828 > 0.10 and a VIF of 1.207 < 10.00. This means there is no multicollinearity or
intercorrelation between resilience and burnout.

Table IV. Heteroscedasticy Test Result

Variable p Description

Work life balance 0,827 No heteroscedasticity (p > 0.05)
Job satisfaction 0,730 No heteroscedasticity (p > 0.05)
Resiliensi 0,999 No heteroscedasticity (p > 0.05)

Source: output SPSS Version 16

The heteroscedasticity test results for the work-life balance and burnout variables showed a significance of 0.827 > 0.05
for the job satisfaction variable, and a significance of 0.730 > 0.05 for the resilience variable, and a significance of 0.999 > 0.05
for burnout. This means there is no heteroscedasticity in these four variables.

DISCUSISION

The first hypothesis in this study was whether there is a relationship between work-life balance and burnout among banking
employees. The test results showed a significance value of 0.000 A value of <0.05 indicates a significant relationship, indicating a
level of correlation between the two variables. The obtained value is positive, meaning that if work-life balance increases, burnout
will also increase, and vice versa, if work-life balance decreases, burnout will increase.

These results align with research conducted by Daud, Guntur, et al. (2023), which found a positive relationship between work-
life balance and burnout. Other studies, such as Van Dijk et al. (2010) and Tavassoli & Sunyer (2020), found that work-life
balance significantly influences employee burnout.

This is due to the influence of psychological syndromes experienced by individuals, usually caused by physical, mental, or
emotional exhaustion, which disrupts personal achievement, decreases motivation, and leads to a loss of commitment to work.

Dudas (Pengemanan, 2017) states that work-life balance is the efficient management of work and other important activities.
This includes community activities, family, self-development, volunteer work, recreation, and travel. (Loehr, 2019) suggests that
work-life balance exists on both sides of the fence, balancing work life on one side against personal life on the other, or on a scale
with career and personal life on the other, and being able to balance both. Binder (2017) defines burnout as a syndrome of
exhaustion, encompassing both physical and mental exhaustion.
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If not addressed and internal and external balance improved, mental health can be affected. The second hypothesis in this
study was whether there is a relationship between job satisfaction and burnout among banking employees. The test results showed
a significance value of 0.374 > 0.05, indicating no significant relationship between these two variables. The obtained value is
negative, so there is no evidence to support the assumption that the level of burnout experienced by employees is significantly
related to job satisfaction.

This is because high employee job satisfaction and the ability to maintain work, work results, and the work itself, even if
employees experience quite serious burnout, also refer to positive attitudes toward the company related to their work, job
satisfaction, both internal and external. While externally, they are given substantial wages and overtime pay for their work, and
are given continuous promotions to encourage employees to develop themselves, this is further supported by the fact that
employees receive substantial wages for overtime work and are also eligible for job promotions, which are held every five years.

Luthans (2006) stated that work includes: salary (wages), the work itself, promotions, coworkers, and supervision.

Salaries or wages paid to employees must meet the principle of fairness, meaning they are based on the demands and
requirements of the job, the employee's skills, and established work standards. Although employees tend to prefer jobs that allow
them to use all their skills and abilities and make them less likely to experience emotional or physical burnout, they also prefer
jobs that provide freedom and performance feedback. This makes the job feel more challenging for employees.

Research by Shaban (2023) showed that there was no significant relationship between burnout and job satisfaction among
these workers. This hypothesis was rejected, as there was no significant relationship between burnout and job satisfaction.

Another study conducted by Doe & Smith (2021) showed that the proposed hypothesis was not accepted. No significant
negative relationship was found between job satisfaction and burnout.

This means that employees' job satisfaction levels do not significantly affect their burnout levels. Research by Maslach et al.
(2001) showed that burnout is more influenced by a stressful work environment and lack of social support than by job satisfaction
levels.

Companies that have a strong and attractive compensation program for their employees will find it easier to attract and retain
talented and competent employees. Employees who feel appreciated tend to be more loyal and less likely to consider leaving for
another company. Furthermore, a competitive compensation program can motivate employees to improve their performance.
Therefore, compensation is a key factor for companies to improve performance and win competition among banks.

Compensation can generally take the form of physical or non-physical compensation. Compensation is usually calculated and
awarded to employees based on their contributions to the company. Direct compensation includes salaries, wages, commissions,
and bonuses, while indirect compensation includes paid time off, sick leave, vacations, and health insurance (Mondy &
Martochio, 2016). Pink-Harper & Rauhaus (2017) stated that employees with higher levels of education and higher compensation
experience higher levels of job satisfaction.

The third hypothesis in this study was whether there is a relationship between resilience and burnout among banking
employees. The test results showed no significant relationship, meaning there is no correlation between these two variables.

White, K., & Green, R. (2017). This study found that resilience has no significant relationship with burnout. The results of the
study found that resilience has a negative effect on burnout. This finding aligns with previous research, which found that
resilience can indeed have a negative and significant effect on burnout (Busti et al., 2023; Wang et al., 2020). Research conducted
on employees of the Tulungagung Technical Implementation Unit (UPT BLK) found that resilience has no significant effect on
burnout. According to Luthans (2002), resilience is defined as a person's ability to persevere to achieve success when faced with
challenges or failure. Vogus and Sutcliffe (2007) suggest that resilience is related to how organizations and individuals within
organizations consistently achieve desired results amidst the difficulties and tensions inherent in their work and the organization.
Jackson & Watkin (2004) argue that a person's resilience can fundamentally determine the success or failure they face in life.
Resilience is also viewed as a person's ability to bounce back from unpleasant or traumatic situations or events. Fonny et al.
(2006) also argue that resilience describes a person's ability to face and overcome difficulties (problems) that they encounter,
ultimately making them stronger through these difficulties (problems).

Therefore, even with heavy workloads and challenges, responsibilities, and inefficient rest periods, employees are able to
balance these by finding a way out of unpleasant situations. Banking employees with good resilience are able to cope with
excessive workloads and adapt to positive changes and improve the bank's competitiveness. One dimension of resilience is
meaning-making, which is a way for individuals to more actively reflect on themselves and affirm their goals and values, and to
take responsibility for the workload, demands, and fatigue that periodically occur.

CONCLUSION

Based on the research results, the following conclusions can be drawn the first hypothesis in this study is that there is a
positive correlation between work-life balance and burnout among banking employees. The test results show a significance value
0f 0.000 <0.05, indicating a strong, significant relationship between these two variables
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The second hypothesis in this study is whether there is a relationship between job satisfaction and burnout among banking
employees. The test results show a significance value of 0.374 >0.05, indicating no significant relationship, indicating no
correlation between these two variables.

The third hypothesis in this study is whether there is a relationship between resilience and burnout among banking employees.
The test results show a significance value of 0.646 >0.05, indicating no significant relationship, indicating no correlation between
these two variables.

The fourth hypothesis was not tested because the analysis used in this study was non-parametric.

Of the subjects, had moderate burnout (40.0%), had moderate work-life balance (41.9%), had moderate job satisfaction
(38.8%), and had moderate resilience (47.3%)).
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