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Abstract: This research intends to investigate the effect of work 

life balance to the organizational pride, job satisfaction, and to the 

intention to leave; and the effect of organizational pride and job 

satisfaction to the intention to leave. The data is collected by using 

questionnaires from 209 employees of four and five stars hotels in 

the Malang city-East java Province-Indonesia and then the data is 

analyzed by using GeSCA. Results show that the work life balance 

significantly affects the organizational pride and job satisfaction, 

however, the work life balance does not significantly affect the 

intention to leave. In addition, the organizational pride 

significantly effects the job satisfaction and the intention to leave; 

and the job satisfaction significantly affects the intention to leave. 

The originality value: this research investigates the direct as well 

as indirect effect of work life balance to the intention to leave 

through the organizational pride and job satisfaction, so it can 

show the important role of work life balance, organizational 

pride, and job satisfaction to the intention to leave. 

 
Keywords: work life balance, organizational pride, job 

satisfaction, intention to leave, industrial hotel, Indonesia.  

I. INTRODUCTION 

      The phenomenon of the increasing number of hotels gives 

the wider opportunities for the employees to turnover to the 

other hotel. In addition, for the hotel, the high employees 

turn-over can disturb the hotel operation.  

      However, employees are as the pride asset of a company, 

so the company has to hold the employees by decreasing the 

intention to leave. The high employees’ turnover has the big 

implication for the company, moreover if the employees have 

the important and potential role. The  impact that is felt by the 

company like the work atmosphere change due to the entering 

of new employees, the cost that is spent for training the new 

employees, the decreasing of service temporary, even until 

the disturbance of the service process. 

      The competition between hotels sue the employees to 

work hard and always giving the best service, so it is 

decreasing the employees chance to carry out their personal 

life. Meanwhile, the employees have the personal life that has 

to be fulfilled. Therefore, the high demand can disturb the 

personal life, The balance between work and personal life can 

give the impact on the employees convenience.  
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Of course he employees evaluates that their work disturb their 

personal life or not which by the end it will give the impact on 

the employees willingness to find the new work place.  

Work Life Balance (WLB) has been highlighted by the 

researchers and practitioners of human resources [1]. WLB is 

as an individual ability to meet the work and commitment in 

their family life, and the other non-work responsibility [2]. 

WLB is as a situation that is win-win solution between the 

employees and the company where the employees have the 

ability to balance between their work and family life [3]. 

WLB is proven to have some profits for company like the 

return on profit [4], the productivity, the work behavior, and 

the lower turnover intention (Suifan et.al., 2016), and to 

decrease the work life conflict [5]. Although the WLB has 

obtained the much attention from the researchers, however, 

there is the different effect on the different industry [6]. 

Researches in the developed countries that have the different 

characteristic of culture with the western counties are 

important to be carried out. It is due to the practice challenges 

of the different WLB too. This research is conducted in 

Indonesia that has collectivist culture characteristic where the 

employees have the more intends social life than the 

individual one. So the employees have more difficult in 

balancing their life.   

      This research discuss about the effect of work life 

balance, organizational pride, and job satisfaction to the 

intention to leave in the hospitality industry. The study about 

the effect of work life balance and organizational pride to the 

intention to leave is still limited on the hospitality industry, so 

it still needed. Hotel is a company that depends on the service 

quality, so the employee’s role in fulfilling the demand and 

willingness of the hotel customers is very important. The 

demands on the hotel to be always appear excellent can drain 

the employee’s energy, so their time to undergo their personal 

life become limited. Therefore, the balance between the 

personal life and the work life is disturbed. This situation can 

make the bad imply for the employees because the employees 

will feel aggrieved and will assess the company has the bad 

reputation for the employees. It can be implied on the 

employee satisfaction and by the end it can increase the 

intention to leave.  

      This research contributes in giving the empirical proof 

about the role of WLB, organizational pride, and job 

satisfaction in decreasing the intention to leave, especially on 

the hospitality industry in Indonesia which has the trend to 

have the collectivist culture.  Specifically, this research 

intends: 1) to investigate the effect of WLB to the 

organizational pride, job satisfaction, and the intention to 

leave; 2) to investigate the effect of organizational pride to the 

job satisfaction and the intention 

to leave; 3) to investigate the 

effect of job satisfaction to the 
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intention to leave. The practical implication is this founding 

gives insight to the manager that the balance of employees life 

in the environment is important for muffling the employee 

willingness to move on work, however, the manager develops 

the programs that intend to increase the balance between the 

individual interest of employees and their work so the 

employees become proud of the company, satisfied to the 

work, and by the end to have the high loyalty to the company. 

II. MATERIALS AND METHODS 

A. Theoretical Framework 

The social exchange theory can underlie the relation 

among the related sides in the company. The principal of this 

theory is if one of the sides gets the benefit from the other side 

so it has to pay by giving the benefit to the other side (Blan, 

1964)/ Employees obtain the benefit from the company in the 

financial as well as non-financial form. The balance between 

the work and personal demand are as the important aspect that 

is considered by the employee. The employee is comfortable 

when the company facilitates and opens the chance for the 

employees to undergo their duty of work without ignoring 

their personal life like their household life, hobby, and the 

other personal activities.  

          The benefit that is felt by the employees like the WLB 

is perceptron as a goodness or award that is accepted from the 

company, so the employees give the feedback of benefit to the 

company that is the loyalism of employee to the company. 

The loyalism of employee is shown by the low willingness of 

employee to move on the other company as a dedication to the 

company. The employees are aware that their existences on 

the company are indispensable and if the employees are 

moving on so the company will be disadvantages. The 

previous researches have studied about the relation between 

company and employee through the social exchange theory 

[7]. The lower intention to leave is as a employees reward to 

the company that has given the benefit to themselves so they 

are able to undergo the personal life well, to be proud of the 

company and they are satisfied.  

B. Literature Review 

B.1. Work Life Balance 

          Kalliath and Brough [8] presented that employees had 

the double role related with their work and household. Not 

every employee has the chance to balance between work and 

personal life, although it is important. However, company has 

the role in helping the employees to balance the two interests. 

Work-life balance is an individual ability for fulfilling the 

work and commitment in their family life, and the 

responsibility in the other non-work [2]. Frame and Hartog 

(2003) has an opinion that the work-life balance mean that the 

employees can use their work time freely and flexibly for 

balancing their work and duty with the other commitment like 

family, hobby, art, study, and they do not only focused on 

their work. Clark [9] emphasized that work-life balance is a 

good satisfied activity at home and work place with the 

minimum conflict level.   

          The benefit of WLB for company is presented by 

Lewison [10] as the decreasing of absence and turnover, the 

increasing of productivity; the over-work cost is decreasing 

and the client retention. When the service demand to the 

customer is high, the employees will be drained of energy to 

finish their work. The regulation of work time is difficult to be 

carried out with less flexible and decreasing the employees 

chance to undergo their personal life. The challenge for 

company is how the effort to increase the company 

performance as well as to create the employees welfare, to 

increase the work satisfaction, to fulfill the family hope and 

demand, and to fulfill the employees hope as the better life, 

the more meaningful work life and to be helpful for the 

employees. Robbins and Coulter [11] offered some programs 

to create the WLB such as old people care help, education for 

children, health care, employees welfare, etc.  

B.2. Organizational Pride 

      Organizational pride is a positive role of individual to 

their group that is sourced on the other person assessment to 

the group status [12]. Gouther and Rhein [13] said that the 

organizational pride consisted of two types such as emotional 

and attitudinal. The pride that is felt by the individual due to 

the success of an activity that is related with the organization 

is as an organizational pride like emotional. Meanwhile the 

attitudinal pride points to the pride that is felt by individual in 

the organization which is sourced from the general perception 

to the organization.  

      Organizational pride is very valuable for company 

because it is as the intrinsic motivator for the employees that 

influences the characteristic and behavior of employees. 

However, it is consistent with the opinion of Tracy and 

Robins [14] that pride is traditionally related with the 

meaningful happy feeling, it means that pride has the 

consequence to the individual behavior. Appleberg [15] 

expressed that the organizational pride was positively 

increasing the employees commitment on the organization so 

it would imply on the employees decision to keep working on 

the company. The organizational pride is also increasing the 

stress endurance of employees. However, it is negatively 

influencing the employees’ willingness to move [16].    
B.3. Job Satisfaction 

          Locke (1976) defined that the employees work 

satisfaction was as a fun emotional condition that was 

produced from the work assessment. Meanwhile Grieshaber 

et.al [17] defined that work satisfaction was as an aspect that 

was profitable or non-profitable which the employees saw 

their work. Work satisfaction is also defined as a level that the 

employees like their work [18]. Work satisfaction is defined 

as the emotional feeling and behavior expression for a work. 

However, feeling is affected by some factors that is related 

with the work like salary, many types of benefit, recognition, 

work condition, the relation with co-workers and supervisor, 

and the others [19]-[20]. According to Herzberd and Mausuer 

[21], motivation based work satisfaction is divided into two 

categories that are the internal and external satisfaction. The 

external satisfaction is related with the factors like payment, 

promotion, admiration, and the interaction with co-workers 

while the internal satisfaction is related with the values, social 

status, position, and the professional responsibility. The 

individual assessment of work and satisfaction expression or 

their non-satisfaction can be assumed as the general result and 

their work constituent.      
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B.4. Intention to Leave 

      The intention to leave is identic with the turnover 

intention as to be presented by Miller [22] that intention to 

leave on the some literatures is also mentioned as turnover 

intention, anticipated turnover, and intention to quit. 

According to Kuvaas [23], turnover intention refers to the 

employees possibility to leave their work and organization by 

own will. Individual that has high intention to leave is realized 

with the behavior to resign from work. Intention to leave is the 

strongest predictor to turnover [24]-[25]. Chen et.al [26] and 

Fiernaningsih [27] illustrated that the indicator of intention to 

leave consists of: 1) intention to resign; 2) looking for 

alternative job; 3) planning to resign; and 4) applying for 

another job.  The high intention to leave will give the negative 

impact to the stability of company because there is the 

vacancy that has immediately to be filled. Turnover is also to 

be able to have impact that is less fun for the employees who 

still keep working. Mubarok et.al [28] has summarized three 

categories that are as the causal factor to the turnover 

intention that are personal and work-related, profession 

perception, and organizational condition.   

C. Framework of the study and hypotheses 

C.1. Relationship Work Life Balance and Organizational 

Pride 

Work life balance is as a situation when the 

employees are able to play a role well at the work place as 

well as at home with the minimum conflict [9]. The company 

contribution in creating the work condition that gives the 

chance to the employees to be able to divide between the 

personal role and the role in working has the positive effect 

for the employees that are the happiness and pride on the 

company. Machica et.al [29] found that the employee work 

life balance has the positive relation with the organizational 

pride. Therefore, the first hypothesis is work life balance has 

the significant effect to the organizational pride (H1).  

C.2. Relationship Work Life Balance and Job Satisfaction  

          Employees with the work life balance experience may 

be more satisfy with their work and life because there is the 

increasing on the high involvement of employee in the work 

as well as family life. However, the Work Life Balance 

(WLB) can affect the employee work satisfaction. The 

empirical proof was shown by Haar et.al [30]. He found that 

the WLB had the positive relation with the work satisfaction. 

Ronda et.al., (2016) found that the relation between the 

harmonious family and the high employee work result can 

increase the work-family balance. The positive relation is 

mediated by work satisfaction and working hours. However, 

the second hypothesis is the work life balance has the 

significant effect to the job satisfaction (H2). 

C.3. Relationship Work Life Balance and Intention to 

Leave 

       Based on the social exchange theory [31], the policy or 

benefit that has been accepted by the employee from the 

company cause the interest to repay by maintaining the loyalty 

to the company. The practice of WLB is as part of the 

company policy that gives the significant effect to the 

turnover intention [32]. Noor [33] and Suifan et.al [5] gave 

the empirical proof that the WLB gives the significant and 

important negative impact to the turnover intentions. Based 

on the argumentation above, it can be formulated the 

hypothesis as follow: H3: Work Life Balance (WLB) has the 

significant effect to the intention to leave.      

C.4. Relationship Organizational Pride and Job 

Satisfaction 

       Proud can stimulate someone to do something better so 

the work satisfaction will be implemented. Macguca et.al [34] 

has tested and analyzed the relation between organizational 

pride and job satisfaction. The result shows that the 

employees who feel proud with their job of company will also 

feel the job satisfaction. The result shows that the employees 

are proud of their job of the company and will feel the job 

satisfaction. Based on the argumentation, it can be formulated 

the fourth hypothesis as follow: H4: the organizational pride 

has the significant effect to the job satisfaction.  

C.5. Relationship Organizational Pride and Intention to 

Leave 

       The employees pride to their company stimulate the 

employees will be more active in working and hang in there to 

become as the organizational member. According to Gouthier 

and Rhein [13], organizational pride is as a personal 

stimulation of the employees. Appleberg [15] presented that 

the organizational pride has the positive impact to the 

employees’ decision to keep working on their company.  

Yang and Wittenberg [35] has found that the organizational 

pride is as one of the factors which gave the big effect to the 

turnover intention. Kraemer and Gouthier and Rhein [13] will 

also be found that the organizational pride has a very 

important role to the turnover intention. Therefore, the fifth 

hypothesis is as follow: H5: organizational pride has the 

significant effect to the intention to leave.   

C.6. Relationship Job Satisfaction and Intention to Leave 

       According to Robbins and Judge [36], one of the impacts 

of the employees that are not satisfied to their working place is 

the outgoing response due to the behavior of leaving the 

organization included to find the new position and to resign. It 

is as presented by Foreman [37] who said that the work 

satisfaction was able to decrease the employees’ willingness 

to turnover from company. Raddaha et.al [38] found that the 

level of work satisfaction of nurse very decisive the intention 

to leave their work-place. Masum et.al. [39] also found that 

there was a negative relation between the job satisfaction and 

the intention to quit. However, the sixth hypothesis is as 

follow: H6: the job satisfaction is significant influencing to 

the intention to leave.   

D. Methodology 

D.1. Survey of  instrument 

      The closed questionnaires are used as the research 

instrument. The measurement of work-life balance is based on 

the Mc. Donald and Bradley [40] and Clark [9]. The indicator 

of work-life balance adapted to Clark (2000) and the indicator 

of organizational pride referred to Gouthier and Rhein [13] 

and Machuca et.al [29]. The indicator of job satisfaction 

referred to Handoko [41], however the indicator of intention 

to leave adapted to Chen et.al. [26] and Fiernaningsih [27]. 

All of the variables in this research are measured by using the 

Likert scale that are gradated between the score of 1 until 5 

(strongly disagree until strongly 

agree). The instrument trial is 

carried out on the 30 
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respondents and the result indicates that the whole items have 

the correlation coefficient (validation) more than 0.3 and the 

cronbach’s alpha (reliability) is more than 0.6. Therefore, the 

questionnaires can be used for the further data collecting.   

D.2. Data collection 

       The analysis unit of this research is the permanent 

employee on the five stars hotel. The data are collected from 2 

five stars hotel and 7 four stars hotel in the Malang City-East 

java Province during June -July 2018. The populations of this 

research are 439 employees and the sample size is 209 based 

on the Slovin formula. The respondents are selected based on 

the proportional stratified random sampling and the 

questionnaires are given to the selected respondents.   

D.3. Validity and reliability 

      The cross-check of validity and reliability uses the 

convergent and discriminant validity. Table- I presents the 

analysis result of measurement model on the 2
nd

 order and all 

of the dimension produce the loading factor that is more than 

0.6 and the AVE square roof on each dimension is more than 

the correlation coefficient among dimension. Therefore, the 

convergent and discriminant validity of the whole indicator is 

expressed to be fulfilled. 

 

Table- I. Test result of validity and reliability 

Variable and indicators Loading SE CR AVE 
Cronbach’s 

alpha 

Work Life Balance 1 

Border  0.868 0.023 38.17*  0.879 0.861 

Permeability 0.858 0.023 36.89*  0.888 0.873 

Flexibility 0.912 0.013 69.68*  0.863 0.841 

Blending 0.915 0.014 63.6*  0.844 0.813 

Organizational Pride 1 

Emotional 0.957 0.008 115.41*  0.836 0.934 

Attitudinal 0.964 0.007 136.54*  0.855 0.914 

Job Satisfaction 1 

Co-workers 0.620 0.011 58.07* 0.905 0.893 

Work condition 0.626 0.011 58.58* 0.872 0.853 

Team work 0.314 0.007 44.13* 0.895 0.883 

Work atmosphere 0.321 0.009 36.02* 0.843 0.81 

Protection 0.313 0.007 43.99* 0.882 0.866 

Intention to Leave 2 

Intention to resign 0.870 0.024 35.85*  

0.762 0.895 
Looking for alternative job 0.865 0.021 41.27*  

Planning to resign 0.885 0.02 44.77*  

Applying for another job 0.872 0.018 47.36*  

* pvalue <0.05; 
1
 = 2

nd
 order; 

2
 = 1

st
 order 

III. RESULTS AND DISCUSSION 

A. Finding 

     The respondents of this research are classified based on the 

gender that consists of male (64.6%) and female (35.4%); 

age: ≤ 25 years (15.8%), 26-35 years (47.4%), 36-45 years 

(23.9%), and ≥ 46 years (12.9%); length of work: ≤ 10 years 

(80.9%), 11-20 years (18.2%), 21-30 years (0.5%), and ≥ 30 

years (0.5%); marital status: married (76.6%) and unmarried 

(23.4%). 

      However, the analysis tool uses the GeSCA (Goodness of 

Fit Model) that is used for testing the reliability of model that 

is formed. The test index that is used in the GSCA analysis is 

FIT. The result shows that the value of FIT is 0.702, it 

indicates that the variance of intention to leave is able to be 

explained by the whole model in amount of 70.2%, however, 

the rest in amount of 29.8% is as the other variable 

contribution that is not discussed in this research. Fig. 1 

presents the final structural model. 

Fig. 1. Final Structural 
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    The hypothesis test is carried out by comparing the critical 

ratio (CR) with the t-table (2.00). The hypothesis is accepted 

if the CR is more than the t-table. The hypothesis test on the 

effect of work life balance to the organizational pride 

produces the CR in amount of 18.76. It indicates that the value 

of CR > t-table. Therefore, it can be meant that there is the 

significant effect of work life balance to the organizational  

pride. The effect coefficient of work life balance to the 

organizational citizenship pride is in amount of 0.747. It 

expresses that the work life balance has the positive effect to 

the organizational pride. It means that the better work life 

balance tends to be able to increase the organizational pride. 

However, the first hypothesis is accepted.   

       The hypothesis test of the work life balance effect to the 

job satisfaction produces the CR in amount of 9.80. It 

indicates that the value of CR > t-table. Therefore, it can be 

meant that there is the significant effect of work life balance to 

the job satisfaction. The effect coefficient of work life balance 

to the job satisfaction is in amount of 0.734. It indicates that 

work life balance has the positive effect to the job satisfaction. 

It means that the better work life balance tends to be able to 

increase the job satisfaction. However, the second hypothesis 

is accepted.  

        The hypothesis test of the work life balance effect to the 

intention to leave produces the CR in amount of 1.5. It 

indicates that the value of CR < t-table. Therefore, it can be 

meant that there is no significant effect of work life balance to 

the intention to leave. The effect coefficient of work life 

balance to the intention to leave is in amount of -0.202, it 

expresses that the work life balance has the negative effect to 

the intention to leave. It means that the better work life 

balance tends to be able to decrease the intention to leave. 

However, the third hypothesis is not accepted.  

        The hypothesis test of organizational pride effect to the 

job satisfaction produces the CR in amount of 2.37. It 

indicates that the value of CR > t-table. Therefore, it can be 

meant that there is the significant effect of organizational 

pride to the job satisfaction. The effect coefficient of 

organizational pride to the job satisfaction is in amount of 

0.203 that expresses that the organizational pride has the 

positive effect to the job satisfaction. It means that the higher 

organizational pride tends to be able to increase the job 

satisfaction. However, the fourth hypothesis is accepted.   

        The hypothesis test of organizational pride effect to the 

intention to leave produces the CR in amount of 2.91. It 

indicates that the value of CR > t-table. It means that there is 

the significant effect of organizational pride to the intention to 

leave. The effect coefficient of organizational pride to the 

intention to leave is in amount of -0.285, it expresses that the 

organizational pride has the negative effect to the intention to 

leave. It means that the higher organizational pride tends to be 

able to decrease the intention to leave. However, the fifth 

hypothesis is accepted. 

        The hypothesis test of job satisfaction effect to the 

intention to leave produces the CR in amount of 2.12. It 

indicates that the value of CR > t-table. It means that there is 

the significant effect of job satisfaction to the intention to 

leave. The effect coefficient of job satisfaction to the intention 

to leave is in amount of -0.335 that expresses that job 

satisfaction has the negative effect to the intention to leave. It 

means that the higher job satisfaction tends to be able to 

decrease the intention to leave. However, the sixth hypothesis 

is accepted. Table- II presents the hypothesis test. 

 

Table- II. Hypothesis test 

Exogenous variable Endogen variable Estimate SE CR 

Work Life Balance Organizational Pride 0.747 0.04 18.76
*
 

Work Life Balance Job Satisfaction 0.734 0.075 9.8
*
 

Work Life Balance Intention to Leave -0.202 0.134 1.5 

Organizational Pride Job Satisfaction 0.203 0.086 2.37
*
 

Organizational Pride Intention to Leave -0.285 0.098 2.91
*
 

Job Satisfaction Intention to Leave -0.335 0.158 2.12
*
 

* p-value < 0.05; FIT = 0.702 

 

 

 

B. Discussion and  Implications 

      This research produces some important findings. First, 

work life balance has the positive effect to the organizational 

pride. The balance between someone’s role in his/her work 

and family will be implying on the employees behavior to the 

company. The organizational pride is formed when the 

employees feel comfortable on the right place because they 

are able to live balance the life and work.  

      Second, when the work life balance has the positive effect 

to the job satisfaction, the company has the important role in 

creating the comfortable situation for the employees because 

basically employees are not only demanded by the company, 

but they also have the personal life. When the employees feel 

comfortable in living their life, they will feel satisfied on their 

work and it is important in creating the high employees 

performance.  

      Third, work life balance does not significantly affect the 

intention to leave. Result of this research is contradictory with 

Lingard and Francis [32] which expressed that the practice of 

WLB is not only necessary, however, it was important as part 

of the company policy that influences the turnover intention. 

This research result is also not consistent with Noor [33] and 

Suifan et.al. [5] which found that WLB practice had the 

negative and important effect to the turnover intentions. This 

condition is due to the some job streets that give more chance 

to the hotel employees for increasing their career in the other 

company.      

      Fourth, the organizational pride has the positive and 

significant effect to the job satisfaction. The proud is as part 

of company, so the employees will make effort to work better, 

so it will influence the level of 

employees work satisfaction. 

Employees who are proud and 
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happy will bring up the satisfaction feeling when they are 

working on the company which is regarding to their hope. 

This research result supports the result of  Machica et al. [29] 

and Gouthier and Rhein [13].  

      Fifth, the organizational pride has the positive and 

significant effect to the intention to leave. This finding is 

consistent with Appleberg [15] who presented that the 

organizational pride has the positive effect to the employees’ 

decision to keep working on the company and it would 

stimulate the employees commitment to the company. The 

research result also supports the finding of Yang and 

Watterberg [35] which presented that the organizational pride 

was as one of the factors that has the big effect to the turnover 

intention. This finding also supports the previous finding by 

Kraemer and Gouthier [16] which presented that the 

organizational pride had the very important role to the 

turnover intention.  

      The last one, the job satisfaction has the positive and 

significant effect to the intention to leave. The result of this 

study supports the opinion of Robbins and Judge [36] that was 

one of the impacts from the employees who were not satisfied 

to their work place was the outgoing response that was 

directing their behavior to leave the organization included to 

find a new position and resignation. This finding strengthens 

the previous finding by Raddaha et.al. [38] and Masum 

et.al.[39] which found that the level of nurses work 

satisfaction very determined their willingness of intention to 

leave their work place.  The relation between job satisfaction 

and intention to quit is the negative relation which shows that 

the more level of employees work satisfaction will decrease 

the level of intention to leave.  

      Based on our results, a number of practical and 

managerial implications can be derived. First, the hotel 

manager has to understand that how important the intention to 

leave for the company and the factors that cause the intention 

to leave. The intention to leave can be prevented by work life 

balance. The employees have the low intention to leave if they 

get the work situation that is able to synchronize between the 

work and personal life which means that the employees finish 

the duty mainly on their company without sacrificing their 

personal life. The company has the role to create the 

comfortable work situation for employees related with this 

balance.  The programs of prosperity, family gathering, social 

help, sport, and the others are relevant to increase the 

employees’ engagement to the company. The strong relation 

between employees and company will create the employees 

loyalty to work on the company. This thing is important in the 

scheme of creating the effective and efficient organization so 

it has the high competition and performance. Second, the 

hotel manager has duty to cultivate pride of employees to the 

company because through the company pride, the employees 

will feel at home working on the company and they do not 

have the desire to move. The employees pride is a behavior 

that shows the employees happiness to the company that can 

be grown through the company reputation on the society eye 

as well as the company support to the employees. Regarding 

to the context of this research, the employees feel proud and 

love their work when the company gives the chance to the 

employees to live their personal life during working.    

IV. CONCLUSION 

      Based on the discussion above, it can be concluded that 

the work life balance is not directly influencing to the 

intention to leave. However, the work life balance directly 

affects the intention to leave through the organizational pride 

and job satisfaction. It indicates that the organizational pride 

and job satisfaction have the important role in affecting the 

work life balance to the intention to leave.  

      This research has some weakness so there are some 

recommendations to carry out the next research. First, this 

research is carried out on the hotel company and is not carried 

out on the other type of company so the generalization is 

limited. However, it is recommended to carry out on the other 

industry. Second, based on the data, it is known that the 

respondents are varied on the demography, age, and part of 

them is relatively young. This research has not entered the 

generation group as the research variable that is predicted will 

affect the intention to leave. The next research is 

recommended to enter the demography factor. The last one, 

this research is cross sectional so it is recommended to carry 

out the longitudinal research.   
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