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Abstract: - Work-life balance is accomplishing stability between non-public life and work. Work-existence 
coordination facilitated work prioritization and remained the right top reputation ideal final representation at 
work. Many former studies on charismatic management, work-lifestyle balance, job pleasure, and loyalty of 
organizations, but there are not many studies of charismatic management and work-existence balance. Research 
on charismatic leadership carried out within the manufacturing enterprise has not often been studied in the last 
3 years. Some other distinctions that demarcate this examination from former research are the dimension of job 
pride variables and the usage of the weiss dimension. Primarily, the study’s objective delivers proof of the 
influence of charismatic management and work-existence balance on the loyalty of organizations on worker 
activity pride in manufacturing groups in Indonesia. The research evaluation tool used the Structural Equation 
version (SEM), with a pattern populace of 250 production corporation fellows in Indonesia. The outcomes that 
can be concluded from this look at our first, accurate charismatic management will grow worker job 
contentment, 2nd, a great work-existence stability will boom worker job pride, 1/3, suitable activity pleasure 
will escalate worker organizational dedication, fourth, charismatic. Management of an awesome work-lifestyle 
balance will maximize worker organizational loyalty and 5th, amazing work-lifestyle stability does not 
immediately escalate worker organizational dedication. 
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1 Introduction 
Work-life stability is an urgent detail in preserving 
and attaining stability in individual lifestyles and 
work life. work-existence adjustments are 
anticipated to encourage activity prioritization and 
accomplishment of workers being inappropriate top 
circumstances and attaining ideal final 
representation at work, [1]. Even though the work-
life balance has obtained huge awareness, there are 
nonetheless many corporations that have not carried 
out the right strategies to reduce work-existence 
incongruity and acquire work-life stability, [16]. As 
inside the contemporary worldwide state of affairs, 
adjustments in work tradition arise right away. 

Those modifications challenged fellows to balance 
their work and private lives. Work-Life balance is a 
problem for workers and groups, due to the fact 
excessive competition can result in less capacity in 
companies, [14]. Work-Existence balance is the 
proper priority among master existence and human 
beings' lifestyles, however, organizational wishes 
regularly disregard the human beings wishes of 

workers. task demands have grown to be excessive 
with growing competition & globalization, so 
fellows ought to work harder than earlier to attain 
the requirements of the organization, [8].  

Work-lifestyle balance has a wonderful dating 
although no longer statistically widespread with 
organizational dedication. There is a full-size nice 
correlation between balanced work lifestyles and 
worker loyalty to the agency, [52]. Task delight is a 
determinant of organizational dedication, due to the 
fact process delight is an influence variable and it is 
considered to be the first class associated with 
influence dedication, [41]. 

There were many former studies on charismatic 
leadership, work-life stability, task pride, and 
organizational dedication, but what demarcates this 
study from former studies is that there aren't many 
studies that use the variables of charismatic 
management and work-existence stability 
simultaneously in one examination research on 
charismatic management carried out inside the 
production enterprise has rarely been studied inside 
the last 3 years. Some other dissimilarity that this 
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research from preceding studies is the dimension of 
activity pleasure variables and the usage of the 
scale, [32].  

Primarily contingent on the studies hole above, 
the research objective to be performed is to deliver a 
clarification of the effect of charismatic 
management and work-life balance on 
organizational loyalty through worker activity 
pleasure in production businesses in Indonesia. 
 
 
2 Overview References 
 
2.1 Charismatic Leadership 
Draft Charisma becomes the first used to explain the 
special present possessed by using a selected 
creature that delivers the capability to do amazing 
things so that the standpoint and sights of these 
leaders assist entice the satisfactory fellow. 
Charismatic leadership differs from different forms 
of leadership via the conception of divided and 
idealized sights of destiny, the articulation of that 
thought and action at the organizational path closer 
to the imaginative and prescient, [11]. Charismatic 
leader behavior without delay generates emotions of 
admiration, a feeling of collective identification, and 
remembrances of assignment organization 
representation. 
 
2.2 Work-life Balance 
Work-life stability is the best degree of participation 
among diverse roles in a single's life, specializing in 
every character's work and human existence, [26]. 
The greatness of labor-existence stability relies upon 
task pride, human family members, improvement 
and promotion, operating situations, lawsuits, 
complaints, and stress, [54]. Work-Existence 
balance is the degree to which creatures are 
similarly satisfied with work roles and circle of 
relatives roles so that people who've work-life 
stability are the ones who have the same willpower 
to work and are accountable for lifestyles. 
Moreover, work-existence stability is about 
efficiently dealing with the strain between paid 
work and all the extra sports which are essential to 
people inclusive of family, network activities, 
volunteer work, individual growth, and free rhythm 
and amusement applications that withstand mental 
tension together with leisure activities, schooling on 
rhythm management, and relaxation can help 
fellows minimize work-lifestyle incongruities and 
accomplish work-existence balance, [38]. 

Though, it could be asserted that the work-circle 
of relative adjustment is more confined in degree 
than before because work-family adjustment centers 

more on the correlation between work and family. 
The rhythm period work adjustment is typically 
used as a more encompassing phrase to describe 
preparations that have been called the circle of 
relatives-pleasant, but extra currently have 
broadened the scope of the own family. This refers 
to bendy work arrangements that allow both dad and 
mom and non-dad and mom to benefit from work 
preparations that offer for modifications among 
work tasks and character responsibilities, [37]. 
 
2.3 Job Contentment 
Process delight is a nice emotional country that is 
acquired by assessing one's own profession, [35]. 
Alternatively, it defines activity delight because the 
level of conversation between what the career 
demands from people and what professions and 
companies deliver to creatures. Otherwise, the study 
in, [7] asserts that activity contentment is related to 
worker job pleasure and the extent of interest in 
activities related to the career process delight is a 
response to the career or sure issues related to the 
career, [23]. 
 
2.4 Organizational Loyalty 
The loyalty of an organization is an individual 
assignment with organizational goals and goals, 
willingness to carry out obligations, and 
demonstration efforts for the organization, [41]. 
Organizational dedication is rather strong from 
popularity and involvement with an agency, the 
motive of organizational attractiveness, and the 
willingness to work permanently with the employer, 
[15]. Organizational ideals are defined as the final 
response of an organization, [23], and are a clue in 
direct organizational aggressiveness and increasing 
worker motivation and arrangement, [9]. Workers 
who've organizational loyalty are recommended to 
do their first class in completing their work due to 
the fact they consider that the efforts of 
organizations desire supremacy workers, [6]. 
Organizational redemption can result in a diffusion 
of organizational aftermaths, consisting of B. 
reduced turnover, expanded motivation, improved 
organizational exemption, and ongoing 
organizational help, [31]. Otherwise, point out 
organizational dedication to the extent to which 
people internalize worth, dreams, loyalty, and 
attachment to the work place, [13]. 
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3 Research Methods 
 

3.1 Population and Sample 
According to the analytical device used, particularly 
the Structural Equation version (SEM), the 
minimum range of representative samples is 
withdrawn, particularly the number of samples 
having to be 5 instances of the variety of utterances 
being analyzed, [24]. This research questionnaire 
includes 38 ports, so the specified sample size is at 
least one hundred ninety respondents. This research 
used a pattern of 250 workers within the 
manufacturing corporation in critical Java, 
Indonesia. 
 
3.2 Data Analysis Methods 
In this research, there are exogenous variables, 
particularly charismatic leadership and work-
existence stability, and two variables of endogenous, 
which are task pride and organizational loyalty. This 
look makes use of confirmatory component 
evaluation to check validity by way of searching at 
the Kaiser-Meyer-Olkin measure of sampling 
(KMO) and degree of sampling adequacy (MSA). 
This look makes use of the analytical tool used is 
the Structural Equation model (SEM). 
 
3.3 Research Hypothesis 
The hypotheses in this research are: 
 
3.3.1 The Correlation between Charismatic 

Leadership and Job Contentment 

Charismatic leadership is noticeably beneficially 
related to some of the clue follower aftermaths. The 
air of mystery of a pacesetter is beneficially related 
to the wonderful influence of his followers. In 
particular, fans of charismatic leaders have been 
found to be happier than fans of non-charismatic 
leaders, [20]. Otherwise, towards the history of 
research on influence tasks that don't effectively 
reply to the social employer (CSR) in three of the 
area's leading manufacturing organizations, the 
point of interest is on fellow getting job pleasure 
from CSR programs. 
 
H1: Fine charismatic leadership will escalate 

worker job contentment 
 
3.3.2 Correlation between Work-life Balance 

and Job Contentment 

The study in, [55] diagnosed work-life stability as 
an issue of task pleasure in delivery sectors 
consisting of banking, schooling, and government 
businesses. They assert that fellows who can hold 

stability between non-public and master life can 
accomplish excessive activity pride and make 
contributions drastically to the victory of the 
organization. 
 

H2: Work-life balance fine will escalate worker 

job contentment 
 
3.3.3 The Correlation between Job 

Contentment and Organizational Loyalty 

Task contentment affects the organizational 
dedication of workers. This is due to the fact that if 
an enterprise can offer rewards and workloads 
consistent with the obligations assigned, then 
workers may be extra attached to the employer, 
[48]. Worker contentment has a fantastic influence 
on organizational loyalty, [43]. 
 

H3: Fine job contentment will escalate worker 

organizational loyalty 

 
3.3.4 The Correlation between Charismatic 

Leadership and Organizational Loyalty 

Charismatic management behaviors, which include 
sensitivity to contributors' needs and a clean 
imaginative, and prescient, are beneficially 
correlated with emotional involvement within the 
business enterprise, [49]. Charismatic leadership can 
escalate fellow influence and carry out research in 
numerous East and North Indian corporations to 
better apprehend the connection between 
charismatic leadership and organizational 
dedication. 
 

H4: Fine charismatic leadership will escalate 

worker organizational loyalty 

 
3.3.5 Correlation between Work-life Balance 

and Organizational Loyalty 

The influence of work-life balance on organizational 
dedication and organizational exemption conduct 
within the production enterprise discovered a 
beneficial dating between work-life balance and 
organizational dedication, [46]. Work-Existence 
balance and organizational loyalty have a nice 
correlation, due to the fact that if workers have a 
very fine work-existence stability, they'll be more 
committed to their organization. 
 
H5: A fine work-life balance will escalate worker 

organizational loyalty 
 
From the outline, for research version may be 
defined as follows: 
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Fig. 1: Research Framework 

 
4 Research Methods 

 
4.1 Analysis of Respondent Demographic 

Dissimilarities 
 The analysis of the demographic dissimilarities of 
the respondents (gender, age, last education, years of 
service and work unit) was carried out to find out if 
there are significant dissimilarities in each variable, 
that is, charismatic leadership, work-life balance, job 
contentment, and organizational loyalty, so another 
test was needed. The outcomes of the ANOVA test 
for all respondents showed no dissimilarity so that 
the answers of the respondents were homogeneous 
and the ANOVA test could be performed, that is, the 
answers of the respondents contingent on gender, 
age, final education, years of service and work unit 
on the variables of charismatic leadership, work-
lifestyles stability, job pride and organizational 
dedication shows homogeneity > 0.05 and ANOVA 
> 0.05 that means there may be no distinction in 
homogeneity. 
 
4.1.1 Validity and Reliability Test (Construct) 

On the consequences of the construct validity size, 
all of the signs on the variables of charismatic 
leadership, paintings-life stability, job pride, and 
organizational loyalty are acceptable, due to the fact 
the worths of the loading aspect have a great match 
(> 0.50), and the t price is extra than the t table (1.96) 
at the level 5% significance. Moreover, the assemble 
reliability test met the reliability necessities with a 

CR price above 0.60 and a VE cost above 0.50 
(Hair et al., 2013). For the CR ratings, they all 
met the reliability requirements, this is, worth 
above 0.60, charismatic management (0.96), 
work-lifestyle stability (0.94), activity 
contentment (0.86), and organizational loyalty 
(0.93). In the VE rating, all of them met the 
reliability necessities, i.e. worth above 0.50, for 
charismatic leadership (0.79), work-life balance 
(0.71), activity pleasure (0.54), and 
organizational dedication (0.72).  
 
4.2 Structural Test Analysis 
The R² price can be seen for structural test 
analysis. The fee of R² each every calculation 
indicates how properly the impartial variable is 
able to give clarification for the structured 
variable. 
 
4.2.1 Analysis of the Fit of All Models 

From the aftermath of the match test, all checks 
showed the correct suit which includes Chi 
Square, ECVI, AIC and CAIC, match Index, and 
Fineness of FIT. There is a great cost of RMSEA 
and a very fine worth close to important N. From 
the consequences above analysis, it can be 
concluded that the shape test for each version 
meets the possibility required (right in shape) 
(effects can be established as in Figure 2). 
Similarly, this examination induces a T-cost chart 
as follows: 
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Fig. 2: T-Worth Test Outcomes Information: charismatic leadership (CL), work-life 

balance (WLB), job contentment (JS), and organizational loyalty (OCM).

Contingent on Figure 2 the path diagram T-value 
showed the hypothesis testing table as follows: 

 

 
Table 2. Research Model Hypothesis Testing Outcomes 

Hypothesis Hypothesis utterance Score T-

value 

Information 

H1 Fine charismatic leadership will 
escalate worker job contentment 

3.26 Brace data 
 Hypothesis 

H2 Work-life balance fine will escalate 
worker job contentment 

6.47 Brace data 
 Hypothesis 

H3 Fine job contentment will escalate 
worker organizational loyalty 

6.28 Brace data 
 Hypothesis 

H4 Fine Charismatic Leadership will 
escalate Worker Organizational Loyalty 

5.39 Brace data 
 Hypothesis 

H5 Work-life balance fine will escalate 
Worker Organizational Loyalty 

0.42 No data 
brace 
 hypothesis 

Source: SEM Data Analysis Outcomes 

 
5 Discussion of Research Outcome 

In this research, there are some outcomes indicating 
that fine charismatic leadership can escalate worker 
job contentment in production. This suggests that 
fine charismatic leadership can escalate worker job 
contentment. When workers perceive their 
managers to have impressive leadership qualities, 
they are more likely to associate organizational 
purposes with intrinsic worth, which in turn is 
beneficially related to job contentment. Leadership 
charisma is beneficially related to beneficial 
follower effect such that leaders with charismatic 
followers are happier than leaders with non-
charismatic followers. This braces the conclusion 
of, [20], [21], [22], [23], [24], [25], [26], [27], [28], 
[29], [30], [31], [32], [33], [33], [34], [35], [36], 
[37], [38], [39], [40], [41], [42], [43], [44], [45], 

[46], [47], [48], [49], [50], [51], [52], [53], [54], 
[55], [56]. 

Furthermore, in this research, there are 
outcomes showing that a fine work-life balance will 
escalate worker job contentment in the 
manufacturing corporation. That is, a fine work-life 
balance can escalate worker job contentment. 
Workers who can maintain a balance between 
human beings and professional life, can accomplish 
top job contentment and grant more to the victory 
of the organization. Accordingly, it is suggested 
that the behavior of managers toward workers 
establishes the brace or resistance experienced. The 
organization is positioning a work-life balance 
strategy, particularly in relation to social 
responsibility and well-being. This is braced by the 
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utterance of [33], [33], [34], [35], [36], [37], [38], 
[39], [40], [41], [42], [43], [44], [45], [46], [47], 
[48], [49], [50], [51], [52], [53], [54], [55]. 

In this research, there are also outcomes 
showing that fine job contentment will escalate 
worker organizational loyalty in the manufacturing 
corporation. This means that fine job contentment 
can escalate worker organizational loyalty. Top job 
contentment will result in top organizational loyalty 
as well, because workers are more committed to 
their organization whenever they are satisfied with 
their jobs. Job contentment has a beneficial 
influence on organizational loyalty. Workers are 
only quite satisfied with their work because the 
greater the worker's job contentment, the greater 
the worker's loyalty to the organization. This is 
braced by the utterance of [2], [3], [4], [5], [6], [7], 
[8], [9], [10], [11], [12], [13], [14], [15], [16], [17], 
[18], [19], [20], [21], [22], [23], [24], [25], [26], 
[27], [28], [29], [30], [31], [32], [33], [33], [34], 
[35], [36], [37], [38], [39], [40], [41], [42], [43]. 

This research shows that effective charismatic 
leadership escalates worker loyalty in the 
workplace. This means that a fine charismatic 
leader can escalate the representation of the 
workers. Charismatic leadership characteristics 
such as being sensitive to the needs of members 
and having a fine understanding are associated with 
the organizational structure that allows a 
charismatic leader to escalate worker loyalty. The 
leaders' understanding of the needs of the members 
is related to the accomplishment of the group, the 
clear understanding, and communication about the 
accomplishment, so the managers must be clear 
about the goals and fines. However, in this 
research, there are outcomes that show that the 
quality of life has not escalated the implementation 
of trade unions in the manufacturing sector. In 
other words, a fine work-life balance indirectly hits 
the level of workers' loyalty to the organization. 
This outcome is contrary to the hypothesis and 
contrary to the findings of, [22], [23], [24], [25], 
[26], [27], [28], [29], [30], [31], [32], [33], [33], 
[34], [35], [36], [37], [38], [39], [40], [41], [42], 
[43], [44], [45], [46], [47], [48], [49], [50]. Work-
life balance has no effect on job contentment in the 
business investigated by the researchers because 
although the life of workers working in business is 
not fine, they have the contentment of work to 
escalate their loyalty to work. 

Fine leadership skills also escalate worker 
organizational loyalty. Managers often show 
concern for and show consideration for the needs of 
workers in relation to the conduct of the worker 
organization. Colleagues who brace, respect, and 

trust each other for their respective responsibilities 
create synergistic work and can accomplish 
business goals. When company goals are 
accomplished, victory is realized and rewarded by 
the company in order to escalate organizational 
loyalty. General skills possessed by workers are 
related to loyalty to the organization because if the 
worker is unique or knows more about the 
standards set by the organization, then the worker 
has top-order stability. 

Organizational motivation comes from other 
factors such as self-esteem and human being needs. 
Self-esteem is the way a creature thinks and feels 
about himself. Self-esteem includes physical 
characteristics, human character traits, and self-
efficacy. Worker self-esteem refers to worker 
feelings about the organizational territory and 
attainment of human being needs that escalate 
worker morale about loyalty to work in the 
company. This is braced by the utterances of, [17] 
that work-life balance has no effect on worker 
organizational representation. Even though there 
are benefits that workers contemplate for their 
company, this should not be a determinant for 
workers to stay in the company. 
 
 
6 Conclusions 

 
6.1 Conclusion 
The aftermaths that may be drawn from this 
research are, first off, that the right management 
will grow worker delight, secondly, adjusting 
fellow’s lives will escalate worker delight, and 
thirdly, the right job pride will boost worker 
dedication to cohesion, and the fourth is charisma. 
leadership fine work-life stability will grow worker 
arrangement, and 5th, terrific work-life stability 
does now not at once boom worker arrangement. 
 
6.2 Research Limitations 
The restrictions of the have a look at referring to 
several weaknesses on this look at. A number of the 
restrictions contained in this look are that this takes 
a look at the handiest to discuss the variables of 
charismatic management, work-life stability, task 
pleasure, and organizational loyalty. Then, there is 
a possibility that the respondents did not fill in 
surely or most effectively stuffed in primarily 
contingent at the contemplated best situations and 
no longer the actual reputations that have been 
occurring. 
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6.3 Suggestions for Further Research 
Destiny studies trends can add different variables 
besides charismatic management and work-lifestyle 
balance which can escalate process contentment 
and organizational dedication as other variables 
may be counseled, specifically work motivation 
variables. Further studies can enlarge the scope of 
research no longer simplest within the area but 
within the manufacturing enterprise at some point 
in Indonesia or different business fields. 
 
6.4 Managerial Implications 
This looks at goals to consider the role of 
charismatic leadership and work-lifestyle balance 
on organizational loyalty through worker job 
contentment in a manufacturing corporation. Like 
other companies, the usual working hours in the 
production enterprise is eight hours an afternoon 
depending on the shift. There are also morning and 
afternoon periods. 

Running within the production corporation 
ought to warfare with studies and workers must be 
geared up to evolve with almost all sectors. 
Another problem that remains discussed in this 
career is the problem of wages, even though many 
industries have applied ok wages, however now not 
a few deliver wages that aren't commensurate with 
the work their workers aren't this can be understood 
in some cases, due to the fact the media enterprise 
in our research result isn't always very developed. 
Therefore, the management elements that may be 
counseled to boom organizational loyalty via 
worker task pride in manufacturing industries is 
through stare from the scale of charismatic 
leadership and job pleasure used and they on this 
examine. 

The first size of charismatic leadership in an 
effort to boom the loyalty of a business enterprise 
of workers is sight and purpose. In this case, super 
employers want to inspire fellows by giving awards 
to amazing fellows, spotting the weaknesses of 
workers, and power to strengthen the circle of 
relatives correlations between workers. The second 
component of charismatic leadership so one can 
escalate the dedication of a worker agency is 
territorial stewardship. Managers must realize 
constraints within the agency's social surroundings 
and use new opportunities to gain dreams. The third 
measurement of charismatic management in order 
to grow the dedication of the work pressure is the 
awareness of the wishes of the workers. 
Exceptional managers express human beings' 
problems for the desires of fellow employees and 
show sensitivity to the wishes of fellow employees 
inside the employer.  

Moreover, it is seen from the size of job 
contentment used on this take a look. The first 
dimension is job reputation contentment. Like a 
worker who is happy with the rules implemented 
by his boss in managing work, he is happy with the 
work situation and he is happy with the profits and 
the amount of work achieved. The second measure 
is the enjoyment of right and wrong tastes. Workers 
are given the chance to do all sorts of things with 
all the rhythm and they are liable the chance to 
make a substance that takes supremacy of the 
worker's abilities. Then the third Dimension is fun 
and love. This situation describes fellow beings 
being liable for the freedom to exercise their own 
judgment; they are being liable for the chance to try 
their own way of operating. Fellows also are liable 
for accomplishments for what they've completed in 
order that the worker's motivation will escalate and 
they will suppose once more if they consider 
leaving the enterprise. 
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