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Abstract

AMC Hospital faces the challenge of maintaining service
quality while efficiently managing human resources.
Employee loyalty, which encompasses their commitment
and dedication to the company, is crucial in achieving
organizational goals. The reciprocal relationship between
the company and its employees, where the company
provides means to meet employee needs while employees
contribute to achieving the company's goals, forms the
foundation of employee loyalty. This study aims to
determine the influence of workload and compensation on
employee loyalty, mediated by work enthusiasm. This
research uses a quantitative approach with a cross-
sectional design. Workload has a negative and significant
effect on loyalty, where higher workload leads to lower
employee loyalty. Compensation also has a negative effect
on loyalty, indicating that increasing compensation does
not necessarily increase loyalty. Work enthusiasm has a
significant positive impact on loyalty. Lastly, work
enthusiasm partially mediates the effect of workload and
compensation on loyalty, though it does not entirely
eliminate the negative impact of these two factors.

INTRODUCTION

Human resources have a very important role in an organization, considering the role

of human resources as a driver for other resources to function and be run. The role of

human resources is so important that it becomes a determinant for the progress and

decline of an organization, through various potentials such as ideas and thoughts, skills,

feelings, desires, educational status and background, age, gender and so on which if

brought into Organizations can utilize and optimize their potential to achieve

organizational goals. (Runa, 2020) In research (Sutikno, 2020) it is explained that all

organizations can see some of the many problems facing businesses. Productivity, job

satisfaction, turnover, and absenteeism are the four main issues facing businesses today

that are most important and most vulnerable to facing. Employee turnover is a sign that

indicates problems in a particular organization. (Solihin & Ayunah, 2023).
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In the health industry, human resources in the form of medical and non-medical

personnel play a crucial role in implementation effective health services. AMC Hospital,
as one of the health service providers in Indonesia, is under constant pressure to maintain
service quality while managing human resources efficiently. Implementing the right HR
management strategy can help organizations face these challenges well, while utilizing
employee potential optimally. An effective HR management strategy must be in
accordance with the vision, mission and values of the organization. Developing a positive,
inclusive and innovative work culture is the foundation for this strategy. In addition,
implementing an HR management strategy that focuses on developing employee
competencies and skills will increase the organization's competitiveness in the global
market (Driyantini et al., 2020).

Companies and employees have a relationship which are interdependent.
Employees need the company as a place to fulfill their social needs, while companies
need employees to achieve the goals they want to achieve (Aban, 2019). To achieve
organizational goals requires good contributions from its employees. The contribution
required from employees is not only in the form of energy but also thoughts,
responsibility, and also a sense of loyalty to the company. Loyalty is employee loyalty
towards the company. Loyalty is often associated with fidelity and long service, but what
is more important is how employees are able to optimize their full potential to support the
progress and achievement of company goals. As stated by Sudiman in (Asriandi et al.,
2018) work loyalty means the willingness of employees with all their abilities, skills,
thoughts and time to work. participate in achieving company goals and keep company
secrets and do not take actions that are detrimental to the company as long as they exist.

status as an employee.

Employee loyalty is very important for an institution like AMC Hospital that
depend on the high quality and continuity of health services. Loyalty is not only related
to employee retention but also with the tendency of employees to perform above average
and be dedicated to organizational goals. In highly competitive and service-oriented
environments such as hospitals, employee loyalty high levels can be a critical
differentiator that determines succes or long-term organizational failure. The level of
loyalty of a nurse can be seen from the turnover of a nurse in a hospital. Yaseen A

Hayajneh (2009) stated that the nurse turnover rate is still high, namely 36.6% per year.

Vol.9 No.3 Oktober 2024 545


https://jurnalekonomi.unisla.ac.id/index.php/jpim
http://issn.pdii.lipi.go.id/issn.cgi?daftar&1524196316&1&&
http://issn.pdii.lipi.go.id/issn.cgi?daftar&1453713456&1&&

Jurnal Penelitian llmu Manajemen (JPIM)

https://jurnalekonomi.unisla.ac.id/index.php/jpim

e-1SSN 2621-881X

Elsa Wahyudi, et al p-1SSN 2502-3780

Leodoro (2016) in his research stated that one of the factors that influence the retention

of a nurse is caused by job satisfaction and the level of work stress. Tarannum (2013) in
his research stated that the cause of a nurse's dissatisfaction is influenced by the salary

earned (Nurcahyanti & Kuswandani, 2021).

If employees view compensation as inadequate, their  work
performance/performance, motivation and job satisfaction will tend to decline. Every
activity or business What humans do in a company cannot be separated from personal
motives to fulfill their needs. Through human work hope to obtain rewards or

compensation that will be used to fulfill his needs. (Simangunsong & Syaodih, 2021)

As we know in Herzberg's Two Factor Theory (Herzberg, et al 1959) that workload
is included in the hygienic factors which, if not managed well, can cause job
dissatisfaction. This dissatisfaction can affect loyalty and increase intentions to leave the
organization. A high workload, without adequate support or rewards, can lead to
significant dissatisfaction, thereby increasing the risk of turnover. Based on initial data
obtained at AMC Bandung Hospital, it was found that 66 people out of 656 employees
chose to resign within 6 months. This causes several divisions to experience a shortage
of staff and causes workload to increase. Initial interviews conducted showed that
employee morale had decreased because compensation did not increase when the

workload increased.

According to Hasibuan (2017), high employee loyalty to the company will not just
grow if the company's conditions and treatment of employees do not support it. If a
company experiences a situation where employee loyalty is low or has decreased, it is
natural for the company to conduct self-introspection regarding the factors that might be
the cause. Providing welfare will create calm, work enthusiasm, dedication, discipline
and a loyal attitude of employees towards the company so that labor turnover is relatively
low (Heryati, 2016). Abraham Maslow's motivation theory in Djoko (2017: 41) says that
someone will be enthusiastic about working to be able to fulfill their needs. The higher
the standard of desired needs, the harder the person works. Motives will move a person

to carry out desires that will be achieved (Soelistya et al, 2021).

Based on existing phenomena, it can be concluded that to build good employee

loyalty, it is important to provide a workload that is in accordance with the specifications
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of the position they hold. The workload should not be excessive and should be adjusted

to the employee's time capacity and abilities. Apart from that, loyalty can also be
increased through providing adequate compensation, so that employees feel prosperous
and are motivated to increase productivity. In this way, employees will be more
enthusiastic about working and provide optimal contributions to achieving company
goals. Based on the problems above, the title raised is "The Influence of Expenses and
Compensation on Employee Loyalty mediated by Work Morale (Quantitative Study at
AMC Hospital Bandung)".
The aims of the research carried out are:
1.  To determine the effect of workload and compensation on employee loyalty at
AMC Hospital Bandung
2.  To determine the effect of workload and compensation on employee morale at
AMC Hospital Bandung
3. To determine the effect of workload and compensation through work enthusiasm
on employee loyalty at AMC Hospital Bandung
RESEARCH METHODS
This research uses descriptive methods and associative methods. The descriptive
method is a problem formulation relating to questions regarding the existence of
independent variables, either only on one variable or more (stand-alone variables).
Meanwhile, the associative method is a research problem formulation that asks about the
relationship between two or more variables. (Sugiyono, 2022). The research was carried
out in September 2024.

In quantitative research, research instruments are generally used in the form of
questionnaires or questionnaires which contain a list of questions or statements regarding
the variables being studied and filled in by respondents. The data collection tools used in
this research to obtain primary data include taking existing data, questionnaires or

questionnaires, as well as interview techniques as assistance in the data collection process.

To obtain secondary data, documentation methods were used, and all data was
collected through survey techniques and direct field observations at the research location.
The instrument in the form of a questionnaire was designed in a structured manner using
a Likert Scale. The Likert scale is used to measure attitudes, opinions and perceptions of

individuals or groups regarding social phenomena.
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The answer to each instrument item using a Likert Scale has a gradation of very

positive to very negative which can be in the form of words such as:
o Strongly Agree (SS) score 4
e Agree (S) score 3
e Disagree (TS) score 2
o Strongly Disagree (STS) score 1
Based on the latest data, the number of medical and non-medical personnel at AMC

Hospital is around 656 people. The sample is part of the number and characteristics

possessed by the population (Sugiono, 2014) that the appropriate sample size in research

is 30 to 500, or the sample size is at least 10 times the number of variables studied

(Roscoe, 1982) in Sugiono, 2014. so the number The samples taken from medical and

non-medical personnel at AMC Hospital were 60 respondents. The sampling technique

was carried out randomly, data collection used research instruments, data analysis used
quantitative or statistical data to test research hypotheses.

The collected data will be analyzed using SPSS statistical software. The analysis to
test the hypothesis in this research is

1. Validity and Reliability Test

2. Descriptive Analysis: The purpose of descriptive analysis is to provide a general
overview of the data distribution and demographic characteristics of respondents.
Involves basic statistics such as mean, median, standard deviation, frequency, and
percentage.

3. Classic assumption tests for multiple linear regression: Kolmogorov-Smirnov
Normality Test, Multicollinearity Variance Inflation Factor (VIF) and Tolerance Test
and Homoscedasticity Test using the Glejser test.

4. Multiple Linear Regression Analysis: Used to test hypotheses about the influence of
independent variables (workload, compensation, work morale) on the dependent
variable (employee loyalty).

5. Mediation Analysis: to test whether work morale mediates the relationship between

workload/compensation and employee loyalty. The technique used is the Sobel Test.

RESULTS AND DISCUSSION
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1. The Influence of Workload and Compensation on Employee Loyalty at AMC Hospital

Bandung

Workload has no significant positive influence on employee loyalty with p-value
= 0.179 (greater than 0.05). This suggests that workload suggests that there is not
enough evidence to reject Ho, so the tested effect may not be statistically significant.
Hypothesis rejected. In line with other research where workload has no effect on
employee loyalty so workload is not a factor in forming employee loyalty because it
is considered a responsibility (Solihin, 2021).

In contrast to several studies showing that workload has a negative and
significant effect on employee work loyalty, such as research by Suryani and Rahman
(2020) and Alam, Mita, Yana, and Sanjaya (2021). Work load can be seen from time
load, namely time availability, mental effort load, namely mental effort, and
psychological stress load, namely the level of risk, confusion and frustration in doing
work (Heryati, 2016). Workload shows the quantity of activities that must be
completed within a certain time period (Ahmad, B, & R, 2019). Workload has a
positive influence on loyalty (Heryati, 2016). Workload has a significant influence on
employee loyalty (Rubiarty, 2018), the higher the workload will be able to influence
loyalty (Febriana & Kustini, 2022).

2. The Influence of Workload and Compensation on Employee Morale at AMC Hospital
Bandung

Workload has a positive and significant influence on work morale with p-value
= 0.010 and coefficient B = 0.495. This shows that the workload given is still within
reasonable limits and can increase employee morale. These results are in line with
research by Haddi et al (2023) that workload has a negative effect on PT work morale.
Indo Perkakas Pekanbaru. This is because a high workload can cause employee morale
to decrease, because it will cause work stress, but with the competencies possessed by
employees, it is hoped that morale will increase again. According to Munandar (2016)
workload is a condition and job with a job description that must be completed within
a certain time limit (Haddi et al, 2023).

When working, employees who are one of the spearheads of the company should
have their rights in the form of ease in completing their work according to their
physical and mental abilities. For this reason, analysis is needed related to employee

workload. Workload analysis is a process of determining the number of hours human
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resources work, are used, and are needed to complete a job for a certain period of time.

This is also considering that workload that is not in accordance with the employee's
abilities or that exceeds the employee's ability will cause a decrease in employee
morale in completing the work (Haddi et al, 2023)

3. The Influence of Workload and Compensation through Work Morale on Employee
Loyalty at AMC Hospital Bandung

Research finds that work morale mediates the relationship between workload,
compensation, and employee loyalty. A well-managed workload can increase morale,
which then contributes to increased loyalty. Compensation not only has a direct impact
on loyalty but also indirectly through increasing work morale.

Work morale has a mediating role in the relationship between workload and
compensation on loyalty. The combination of a balanced workload and competitive
compensation is important to increase employee loyalty and morale at AMC Hospital
Bandung. Work morale partially mediates the influence of workload and compensation
on employee loyalty. This means that although high workloads or low compensation
can reduce employee loyalty, high morale can reduce the negative impact. However,
the direct influence of workload and compensation on loyalty remains, so that the
mediation that occurs does not completely eliminate this effect.

CONCLUSIONS AND SUGGESTIONS

Based on the results of the analysis and testing that has been carried out, several
main conclusions from this research are as follows:

1. In this research, the results show that workload and compensation do not have a
significant influence on employee loyalty.

2. Workload and compensation alone may not be enough to directly influence employee
loyalty. However, when they improve morale, employee loyalty can increase
significantly. Therefore, work morale plays an important role as a mediating variable
in the relationship between workload, compensation, and loyalty.

3. Research finds that work morale mediates the relationship between workload,

compensation, and employee loyalty.

A well-managed workload can increase morale, which then contributes to
increased loyalty. Compensation not only has a direct impact on loyalty but also
indirectly through increasing work morale. Work morale has a mediating role in the

relationship between workload and compensation on loyalty. The combination of a
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balanced workload and competitive compensation is important to increase employee
loyalty and morale at AMC Hospital Bandung. Work morale partially mediates the
influence of workload and compensation on employee loyalty. This means that
although high workloads or low compensation can reduce employee loyalty, high
morale can reduce the negative impact. However, the direct influence of workload and
compensation on loyalty remains, so that the mediation that occurs does not

completely eliminate this effect.

Suggestions:

1.

Research with More Diverse Samples: To expand on these findings, research across
industry sectors and geographic regions will provide a broader understanding of the

factors that influence employee loyalty.

. Other Influential Variables: Future research could add other variables such as

leadership style, work-life balance, and organizational culture to see how these
variables influence employee loyalty.

Mixed Methods Approach: Research with a mixed methods approach (qualitative and
quantitative) will provide deeper insight into the relationships between the variables

studied, as well as better understand employee motivation and perceptions.

Implications:

1.

Effective Workload Management. Companies need to pay attention to optimal
workload management to prevent fatigue and decreased employee loyalty. Dividing
tasks fairly and providing support for overburdened employees can help maintain
higher levels of loyalty.

Improvement of a Balanced Compensation System: Although financial compensation
did not directly increase loyalty in this study, companies must still pay attention to the
balance between financial and non-financial compensation, such as rewards,
recognition, and career development opportunities. This can help companies maintain
employee satisfaction.

Focus on Improving Work Morale: Work morale is proven to be a key factor in
increasing employee loyalty. Companies must create a work environment that supports
work morale, through training programs, recognition of achievements, and
opportunities for personal development. Employees who have intrinsic motivation are

more likely to remain loyal to the company.

Vol.9 No.3 Oktober 2024 551


https://jurnalekonomi.unisla.ac.id/index.php/jpim
http://issn.pdii.lipi.go.id/issn.cgi?daftar&1524196316&1&&
http://issn.pdii.lipi.go.id/issn.cgi?daftar&1453713456&1&&

Jurnal Penelitian llmu Manajemen (JPIM)

https://jurnalekonomi.unisla.ac.id/index.php/jpim

e-1SSN 2621-881X

Elsa Wahyudi, et al p-1SSN 2502-3780
REFERENCES

Abang, Rocky, Ni Putu Nursiani, and Ronald PC Fanggidae. (2018). "Pengaruh Beban
Kerja Terhadap Kinerja Tenaga Kependidikan Pada Kantor Rektorat Universitas
Nusa Cendana Kupang." Journal of Management: Small and Medium Enterprises
(SMEs) 7.2 Hal 225-246.

Alam, P. N., Mita, R. J., Yana, Y., & Sanjaya, V. F. (2020). The Effect of Compensation,
Job Satisfaction, And Work Load On Employee Loyalty in Pt Indomarco
Prismatama. Jurnal Ilmu Manajemen Saburai, 6(2), 69-76.

Andriani, N. Y. (2023). The Effect of Compensation on Employee Loyalty. Jurnal
Ekonomi, Manajemen dan Akuntansi, 1(01), 33-40.

Astuti Lusia Ndrari Ndraha, Yuliwartati Zai, & Budi Alamsyah. (2024). Pengaruh Beban
Kerja Dan Kompensasi Terhadap Kinerja Karyawan Melalui Semangat Kerja Pada
CV Surya Pratama Indonesia. Jurnal Dunia Pendidikan, 4(3), 1742-1766.
https://doi.org/10.55081/jurdip.v4i3.2152

Basem, Z., Norawati, S., Kamal, M., Munika, R., & Hastuti, S. (2022). The Effect of
Compensation, Workload, and Work Life Balance on Employee Loyalty with Job
Satisfaction as a Moderating Variable. Italienisch, 12(2), 405-425.

Daya, S. (1996). Manajemen sumber daya manusia. Universitas Gunadarma.

Driyantini, E., Pramukaningtiyas, H. R. P., & Agustiani, Y. K. (2020). Flexible working
space, budaya kerja baru untuk tingkatkan produktivitas dan kinerja organisasi.
Jurnal llmu Administrasi: Media Pengembangan IImu dan Praktek Administrasi,
17(2), 206-220.

Faradiva, F. F. (2024). Peran Employee Engagement Sebagai Mediator Transformational
Leadership dan Job Satisfaction Terhadap Employee Performance (Studi Pada
Karyawan Start-Up) (Doctoral dissertation, Universitas Islam Indonesia).

Fitriyah, Nainul (2018) Hubungan Persepsi tentang Beban Kerja dengan Kepuasan Kerja
Karyawan Kantor Pos Kediri. Undergraduate (S1) thesis, IAIN Kediri.

Ghozali, 1. (2018). Application of multivariate analysis with IBM SPSS 25
Program. Semarang: Diponegoro University Publishing Agency.

Guferol, D.S & Hadisuwarno, H. (2023). Pengaruh Lingkungan Kerja, Gaya
Kepemimpinan Dan Kompensasi Terhadap Loyalitas Karyawan Pt. Tiga
Khayangan Timur. Jurnal Human Capital Development, Volume 10, issue 1.
Januari-April 2023

Hasibuan, M. S. (2012). Manajemen Sumber Daya Manusia. Jakarta: PT Bumi Aksara.

Haddi, A., Fikri, K., & Bakaruddin, B. (2023). Pengaruh Kepemimpinan dan Beban Kerja
Terhadap Semangat Kerja Karyawan Bagian Penjualan Pt. Indo Perkakas
Pekanbaru. In Prosiding Seminar Nasional Ekonomi, Bisnis & Akuntansi (Vol. 3,
pp. 203-213).

Vol.9 No.3 Oktober 2024 552


https://jurnalekonomi.unisla.ac.id/index.php/jpim
http://issn.pdii.lipi.go.id/issn.cgi?daftar&1524196316&1&&
http://issn.pdii.lipi.go.id/issn.cgi?daftar&1453713456&1&&
https://doi.org/10.55081/jurdip.v4i3.2152

Jurnal Penelitian llmu Manajemen (JPIM)
https://jurnalekonomi.unisla.ac.id/index.php/jpim
e-1SSN 2621-881X

Elsa Wahyudi et al p-1SSN 2502-3780
Heryati, A. (2016). Pengaruh Kompensasi Dan Beban Kerja Terhadap Loyalitas

Karyawan Di Departemen Operasi Pt. Pupuk Sriwidjaja Palembang. Jurnal
Ecoment Global, 1(2), 56-75.

Kadarisman, Muh. (2011) Modul 1: Pengertian dan Filosofi Manajemen Kompensasi.
Perpustakaan Digital Universitas Terbuka.
https://repository.ut.ac.id/3932/1/ADPG4444-M1.pdf

Kurniawan, I.S (2019). Faktor-faktor yang mempengaruhi loyalitas karyawan. KINERJA
16 (1) 2019, 85-97. http://journal.feb.unmul.ac.id/index.php/KINERJA

Nurcahyanti, K. K., & Kuswandani, D. R. (2021). Pengaruh Kompensasi, Beban Kerja
Dan Persepsi Jenjang Karir Dengan Kepuasan Kerja Sebagai Pemediasi Terhadap
Loyalitas Perawat (Studi Pada Rumah Sakit Swasta Tipe D Di Kabupaten
Banyumas). Jurnal llmiah Edunomika, 5(02), 814-823.

Pratiwi, K.A., Kawiana, I.G.P., Lastiari,N.K.W. (2024) Peran Semangat Kerja Memediasi
Pengaruh Lingkungan Kerja terhadap Produktivitas Kerja Karyawan Non Medis
RSUD Sanjiwani Gianyar. Widya Amrita: Jurnal Manajemen, Kewirausahaan dan
Pariwisata September 2024, Vol. 4 (No. 9): Hal 1826-1836

Purwadhi., A. Rohendi., E. Syaodih.,R. Andriani. (2021). Pedoman TeknisPenulisan.
Universitas Adhirajasa Reswara Sanjaya: Bandung.

Purwadbhi., dkk (2020). Pedoman Teknis Penulisan Tesis Program Magister Manajemen.
Universitas Adhirajasa Reswara Sanjaya: Bandung.

Rolos, J.K.R., Sambul, S.A.P., Rumawas, W. (2018) Pengaruh Beban Kerja Terhadap
Kinerja Karyawan Pada PT. Asuransi Jiwasraya Cabang Manado Kota. Jurnal
Administrasi Bisnis, Vol. 6 No. 4 Tahun 2018.

Runa, R. (2020). Determinasi Kepuasan Kerja Dan Kinerja Karyawan Motivasi, Gaya
Kepemimpinan (Sebuah Literatur Review Manajemen Sumber Daya Manusia).
Jurnal Ilmu Manajemen Terapan, 2(2), 202-222.

Simangunsong, D. H., & Syaodih, E. (2020). Pengaruh Budaya Kerja Dan Kompensasi
Terhadap Kinerja Karyawan Di Pt. Horiguchi Enginering Indonesia Kabupaten
Karawang. digilib.ars.ac.id.

Solihin, A. (2021). Model Hubungan Beban Kerja, Kompensasi Dan Pengembangan
Karir Terhadap Loyalitas Karyawan Pt. Abc. Jurnal Bisnis, Ekonomi, Manajemen,
Dan Kewirausahaan, 1(1), 36-45.

Soelistya, D., Desembrianita, E. & Tafrihi, W., (2021). Buku Referenai Strong Point
Kinerja Karyawan. Motivasi Kunci Implementasi Kompensasi dan Lingkungan
Kerja. Nizamia Learning Center.

Sugiyono. (2014). Metode Penelitian Pendidikan Pendekatan Kuantitatif, Kualitatif,
dan R&D. Bandung: Alfabeta.

Sugiyono (2022). Metode Penelitian Kuantitatif, Kualitatif, dan R & D. Penerbit

Vol.9 No.3 Oktober 2024 553


https://jurnalekonomi.unisla.ac.id/index.php/jpim
http://issn.pdii.lipi.go.id/issn.cgi?daftar&1524196316&1&&
http://issn.pdii.lipi.go.id/issn.cgi?daftar&1453713456&1&&

Jurnal Penelitian llmu Manajemen (JPIM)

https://jurnalekonomi.unisla.ac.id/index.php/jpim

e-1SSN 2621-881X

Elsa Wahyudi, et al p-1SSN 2502-3780
Alfabeta, Bandung.

Suryani, R. (2020). Pengaruh Motivasi, Kompensasi, Serta Beban Kerja Terhadap
Loyalitas Karyawan Pada Pt. Cosmoproft Indokarya Banjarnegara. Medikonis,
20(1), 1-10. Retrieved from https://tambara.e-journal.id/medikonis/article/view/13

Sukawati, T. B. W., & Suwandana, I. G. M. (2021). Effect of physical work environment,
workload, and compensation on employee loyalty at visesa ubud resort. American
Journal of Humanities and Social Sciences Research (AJHSSR), 5(2), 399-408.

Wono, H. Y., Herdono, I. I., Ronaldo, J., Sumantri, S. N. S., & Kedaton, K. R. S. (2021).
The Effect of Compensation and Workload on Loyalty Employees at Hotel Tanjung
Surabaya.

Vol.9 No.3 Oktober 2024 554


https://jurnalekonomi.unisla.ac.id/index.php/jpim
http://issn.pdii.lipi.go.id/issn.cgi?daftar&1524196316&1&&
http://issn.pdii.lipi.go.id/issn.cgi?daftar&1453713456&1&&
https://tambara.e-journal.id/medikonis/article/view/13

