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1. Introduction  

Selling on online marketplaces can help increase product visibility because these platforms get a lot of 
traffic. By using a well-known marketplace, sellers can build trust and reliability, which makes buyers more 
confident in their purchases. Also, starting a marketplace is usually cheaper and quicker than building your 
own website, as the marketplace takes care of things like website design, handling orders, and managing 
payments. However, there are some downsides to using online marketplaces, such as high competition, 
fees, limited customization options, and the possibility of the platform controlling your product prices (Lim 
& Hu, 2022). 

Selling on a brand's official online store has several benefits compared to using online marketplaces. One 
key advantage is that the brand has more control over its image, customer experience, and how products 
are shown. Another benefit is that the brand can interact directly with customers and get feedback, which 
helps build stronger relationships. Additionally, a brand's online store allows them to gather important 
customer information, which can be used to improve marketing and develop new products (Lopienski, 
2023). 

Starting a marketplace is a cheaper and quicker option compared to building your own online platform, 
because the marketplace takes care of things like designing the website, handling orders, and managing 
money transactions. Online marketplaces can also have some downsides. For example, there is a lot of 
competition, which can make it hard to stand out. Sellers often have to pay various fees. There are not many 
customization options available for personalized experiences. Also, the platform might control the prices, 
which can limit how much sellers can charge (Lim & Hu, 2022). 

Employee workload and task complexity are a function of organizational structure. Even within the same 
organization, job demands can vary between individuals. Employees with similar positions do not 
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necessarily have identical responsibilities. This variation in workload is generally influenced by their level of 
education, area of specialization, and position within the organization. Differences in employee workload 
are also significantly influenced by the department in which they serve. However, workload imbalance can 
persist even within the same department. Employees' perceptions of workload imbalance, especially when 
they feel their burden is disproportionate to that of their colleagues, can lead to job dissatisfaction. 
According to Memon et al. (2021), perceived workload imbalance can negatively impact employee 
psychological well-being and job satisfaction, potentially reducing overall organizational productivity. 

This study looks at how feeling supported by the organization in a meaningful way can have a positive 
effect on expatriates' work results. It does this by looking at how their self-efficacy, resilience, hope for 
cross-cultural experiences, optimism, and creativity play a role. At the same time, it also looks at how this 
support helps reduce their desire to leave their assignment or the organization. The key part of this research 
is the role of an ethical organizational climate, which is about how people in the organization see and 
understand ethical values and behavior (Decoster et al., 2021).  

Moreover, it highlights the need for showing proper behavior at work, especially during tough times when 
people may feel uneasy. In this context, EOC, which refers to the shared sense of right and wrong within 
an organization (Decoster et al., 2021), plays a key role in shaping how expatriates view and feel about 
their new company. As part of our study, we looked into how a clear understanding of EOC affects the 
connection between POS and the outcomes of expatriates' work. The work environment is a place that 
provides a sense of security and comfort for employees, thereby enhancing their performance in carrying 
out company operations (Yoga & Irmawati, 2024). 

Burnout is a psychological condition that arises from prolonged work stress that is not effectively managed. 
This syndrome has three main parts: feeling emotionally drained, having a cold or negative attitude towards 
work, and feeling like you're not achieving much personally. The World Health Organization (WHO) 
officially classifies burnout as a work-related phenomenon, not a medical condition, indicating the severity 
of its impact on individuals in the modern workplace (Gabriel & Aguinis, 2022). 

For individuals and organizations, burnout can cause several bad health issues. For people, it may lead to 
problems like trouble sleeping, mental health issues, and drinking too much alcohol. For organizations, 
burnout can reduce creativity, which makes workers less productive, more likely to make mistakes at work, 
and have poor feelings about their jobs. Employees who are burned out may also miss work more often, 
feel disconnected from their job, get into accidents at work, and develop negative feelings toward their 
work, which can result in them leaving their jobs on their own (Gabriel & Aguinis, 2022). 

Long hours at work are bad for employees. But even though this is known, there hasn't been much change 
in the construction industry to adjust work times to keep workers healthy and increase gender diversity in 
the field. According to Loosemore & Bridgeman (2021), the rigid and masculine work structure in the 
construction industry reinforces a culture of long working hours, which contributes to low female 
participation and high levels of work stress. 

Time has become standardized and taken out of its original context, so we use abstract units like minutes, 
days, weeks, and months to measure and divide time. These units are seen as neutral, meaning they are 
treated as equal no matter when, where, or how they are experienced. While standardized time is a big 
part of modern life, it's also true that human experiences are affected by other kinds of time, such as the 
changing seasons, the cycle of day and night, and our body's natural rhythms. Understanding that time isn't 
always the same in every situation has big effects on how we organize work. This means that working at 
night, on weekends, or during public holidays is likely to feel different from working during the regular 
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daytime hours of a standard workweek, like Monday through Friday in Australia. The impact of this is clear 
in how harmful night shift work can be (Garde et al., 2020). 

 
2. Methods 

This research is a quantitative study that uses an associative explanatory approach. Quantitative research 
was selected because it focuses on gathering and analyzing numerical data to check existing hypotheses. 
The associative approach was chosen because the study aims to find out how workload and organizational 
support relate to and affect work-life balance, with burnout acting as a mediating factor. The explanatory 
approach was used because the study not only looks at how variables are connected but also explains how 
much the independent variables influence the dependent variable, either directly or through the mediating 
variable. The data analysis method used here is meant to examine the causal relationships between the 
variables that were set up in advance. 

The research population refers to all the objects or psychological elements that meet certain criteria 
(Supriyanto, 2009). In this study, the population includes employees of an e-commerce company. A sample 
is a portion of the entire population that is selected through a particular method to reflect the population's 
characteristics in the study (Johnson & Christensen, 2021). This study applies a non-probability sampling 
technique. In contrast to probability sampling, this approach does not provide equal selection opportunities 
for all members of the population. Specifically, purposive sampling is utilized, whereby respondents are 
selected according to predetermined criteria to ensure the relevance and adequacy of the collected data. 
The research instrument consists of 20 measurement indicators, and the required number of respondents 
is calculated by multiplying the total indicators by five. Based on the Malhotra method, the minimum sample 
size needed for this study is 100 respondents. 

 
3. Results And Discussion 

Results 
PLS Program Scheme 

In this research, hypothesis testing was performed using the Partial Least Squares (PLS) analytical 
approach, supported by SmartPLS 4 software. The diagram presented below depicts the PLS structural 
model evaluated in this study. 

 
Figure 1. Outer Model 
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Outer model testing helps figure out how closely the hidden variables are connected to the things that show 
them. This process checks if the measurements are accurate, consistent, and if there are any strong 
connections between the variables that might affect the results. 

Outer Model Analysis 
Convergent Validity 

An indicator is considered to demonstrate adequate convergent validity when its outer loading value 
exceeds 0.7. The outer loading results for each indicator corresponding to the research variables are 
presented below. 

Table 1. Outer Loading Values 
Variable Indicator Outer loading 
 X1.1 0.728 
 X1.2 0.694 
Workload (X1) X1.3 0.790  

X1.4 0.770  
X1.5 0.664  
X2.1 0.837  
X2.1 0.856 

Organizational Culture (X2) X2.3 0.854  
X2.4 0.831  
X2.5 0.856  
Y.1 0.859  
Y.2 0.887 

Work-Life Balance (Y) Y.3 0.730  
Y.4 0.854  
Y.5 0.859  
Z.1 0.760  
Z.2 0.865 

Burnout (Z) Z.3 0.806  
Z.4 0.796  
Z.5 0.779 

Source: Processed primary data (2025) 

According to Table 1 above, every indicator employed in this study demonstrates outer loading values 
greater than 0. 7, suggesting that each indicator sufficiently represents the concept it is meant to assess. 
As noted by Chin (1998), as cited in Ghozali and Latan (2022), outer loading values between 0. 5 and 0. 6 
are regarded as acceptable for confirming convergent validity. Thus, even when specific indicators drop 
below the 0. 7 level, they can still be considered valid. The upcoming section provides the Average Variance 
Extracted (AVE) values for every variable analyzed in this research: 

Table 2. Average Variance Extracted Value 
Variabel AVE (Average variance extracted) Imformation 
Workload (X1) 0.534 Tidak Valid 
Organizational Culture (X2) 0.717 Valid 
Burnout (Z) 0.643 Valid 
Work-Life Balance (Y) 0.705 Valid 

Source: Processed primary data (2025) 
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Looking at the table above, each variable in this study has different Average Variance Extracted (AVE) 
scores, but most of them meet the standards for convergent validity because their AVE is higher than 0.5. 
The workload variable has an AVE of 0.534, organizational culture has 0.717, burnout has 0.643, and work-
life balance has 0.705. All these results show that most of the concepts in this study are valid and can be 
used for more analysis in the next step. 

Descriminant Validity 

Discriminant validity was checked using cross-loading values. Hair et al. (2021) say that an indicator has 
good discriminant validity if its cross-loading on its own variable is higher than on any other variables. Here 
are the cross-loading results for each indicator. 

Table 3. Cross Loading 

Indicator Workload (X1) Organizational Culture 
(X2) 

Work-Life Balance  
(Y) 

Burnout  
(Z) 

X1. 0.728 -0.194 -0.230 0.439 
X1.2 0.694 -0.293 -0.406 0.442 
X1.3 0.790 -0.421 -0.546 0.625 
X1.4 0.770 -0.268 -0.337 0.571 
X1.5 0.664 -0.219 -0.312 0.435 
X2.1 -0.324 0.837 0.654 -0.416 
X2.2 -0.365 0.856 0.677 -0.424 
X2.3 -0.335 0.854 0.692 -0.483 
X2.4 -0.296 0.831 0.698 -0.371 
X2.5 -0.368 0.856 0.653 -0.454 
Y.1. -0.390 0.648 0.859 -0.427 
Y.2 -0.491 0.734 0.887 -0.553 
Y.3 -0.377 0.625 0.730 -0.408 
Y.4 -0.441 0.669 0.854 -0.431 
Y.5 -0.486 0.663 0.859 -0.515 
Z.1 0.584 -0.379 -0.422 0.760 
Z.2 0.607 -0.462 -0.549 0.865 
Z.3 0.503 -0.434 -0.424 0.806 
Z.4 0.539 -0.391 -0.405 0.796 
Z.5 0.573 -0.366 -0.427 0.779 

Source: Processed primary data (2025) 

Looking at the table above, it's clear that each indicator related to a research variable has the highest cross-
loading value on the variable it is meant to measure, compared to other constructs. This suggests that each 
indicator is better at representing its own variable than any other variable. As a result, we can say that all 
the indicators in this study satisfy the requirements for discriminant validity and are effective at 
distinguishing between the different variables they measure. 

Reliability Test 

Reliability testing helps check how consistent and stable a research tool is when measuring the variables 
in a study. Ghozali and Latan (2022) mention that reliability can be checked using Composite Reliability and 
Cronbach's Alpha. Composite Reliability is used to measure how reliable each variable's indicators are. A 
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variable is seen as reliable if its Composite Reliability score is higher than 0.70. Here are the Composite 
Reliability scores for each variable in this study. 

Table 4. Composite Reability 
Variabel Composite reliability  
Workload (X1) 0.802 
Organizational Culture (X2) 0.902 
Burnout (Z) 0.865 
Work-Life Balance (Y) 0.898 

Source: Processed primary data (2025) 

The results presented in the table indicate that all research variables achieve composite reliability values 
greater than 0.7. Specifically, the composite reliability values are 0.802 for Workload, 0.902 for 
Organizational Culture, 0.865 for Burnout, and 0.898 for Work-Life Balance. These findings demonstrate 
that all variables in this study exhibit strong internal consistency and are reliable in measuring their 
respective indicators. 

Cronbachs Alpha 

The second test used to check reliability was Cronbach's Alpha. This is a statistical method that helps find 
out how consistent the questions in a research tool are. According to Hair et al. (2021), if the Cronbach's 
Alpha score is more than 0.70, it means the questions in that group are reliable and measure the same idea 
well. The higher the Cronbach's Alpha score, the more reliable the research tool is. The following shows the 
Cronbach's Alpha scores for each variable in this study. 

Table 5. Cronbachs Alpha 
Variabel Cronbachs alpha 

Workload (X1) 0.784 
Organizational Culture (X2) 0.901 
Burnout (Z) 0.861 
Work-Life Balance (Y) 0.894 

Source: Processed primary data (2025) 

By examining the table provided, it is evident that each variable in this study achieved a Cronbach's Alpha 
score exceeding 0.70. This indicates that all the variables demonstrate strong internal consistency, and the 
research instrument is regarded as reliable. 

Multicollinearity Test 

A test was conducted to identify any significant relationship among the independent variables in the 
research model. The criteria used were: if the tolerance value is above 0.1 or the VIF value is below 5, it 
indicates that multicollinearity is not present between the variables. The following are the VIF values 
obtained from this study. 

Table 6. Collinearity Statistic (VIF)  
Burnout (Z) Work-Life Balance (Y) 

Workload (X1) 1.189 
 

Organizational Culture (X2) 1.354 
 

Burnout (Z) 
 

2.243 
Work-Life Balance (Y) 

  

Source: Processed primary data (2025) 
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Based on the table above, the collinearity assessment using Variance Inflation Factor (VIF) shows that all 
variables meet the required criteria, with tolerance values exceeding 0.1 or VIF values below 5. This 
indicates that the model does not exhibit multicollinearity issues. 

 
Figure 2. Inner Model 

The inner model helps figure out how one hidden variable connects or affects other hidden variables in a 
study. To check this model, researchers usually do three main things: look at the R² value to see how well 
the independent variable explains the dependent variable, check the Goodness of Fit to see if the model 
works well overall, and study the path coefficient to learn the direction and strength of how variables 
influence each other. 

Inner Model Analysis 

Model Goodness-of-Fit Test 

The assessment of the structural model is conducted to evaluate how effectively the exogenous and 
endogenous latent variables interact within a complex research model. This step assists in evaluating how 
effectively the variables can predict each other by examining how well the model fits the data. The suitability 
of a model is typically evaluated using two main measures: R-squared (R²) and Q-squared (Q²).  

The R² value indicates to what extent the variation in the endogenous variable can be explained by the 
exogenous variables. The higher the R² value, the more the model explains the variation in the data. 
According to Hair and colleagues In 2021, R² values of 0. 75, 0. 50, and 0. 25 indicate strong, moderate, 
and weak levels of explanation, respectively. Therefore, examining the value of R² offers insights into how 
effectively the structural model can predict the relationships among latent variables in this research.. 

Table 7. R-Square Value  
R-square R-square adjusted 

Burnout (Z) 0.554 0.550 
Work-Life Balance (Y) 0.688 0.683 

Source: Processed primary data (2025) 

In reference to the displayed table, the R-square values demonstrate how well the independent variables 
account for the variation of the dependent variables in the research model. The R-square value for the 
Burnout variable is 0. 554, which means that 55. 4% of the variation in Burnout is accounted for by the 
independent variable, whereas the other 44. 6% is due to factors that are not included in the model. At the 
same time, the Work-Life Balance variable exhibits an R-square value of 0. 688. This indicates that the 
independent and mediating variables together explain 68. 8% of the changes in Work-Life Balance, while 
the remaining 31. 2% is affected by factors not considered in this research. Based on these results, it can 
be concluded that both R-Square values are categorized as strong, indicating that the research model 
successfully clarifies the connections between the underlying variables.  



Jurnal Ekonomi  
Vol. 15, No. 01, 2026, pp. 50-62 

ISSN 2721-9879 
57 

 

Analysis of the Influence of Workload and Organizational Support on Work-Life Balance with Burnot as a Mediating 
Variable on Gen Z Employees in E-Commerce Companies. Safrina Nur Arbi’ah et.al 

The upcoming assessment is known as the Q-Square, which is also referred to as Predictive Relevance. 
This assessment evaluates the model's ability to accurately forecast the real outcomes. If the Q² value 
exceeds zero, it indicates that the model is capable of accurately predicting the outcomes. If the Q² value is 
below zero, the model is unable to forecast the outcomes. The Q-Square value can be calculated by utilizing 
the following formula: 
 𝑄 − 𝑆𝑞𝑢𝑎𝑟𝑒                      = 1 − [(1 − 𝑅21)𝑋(1 − 𝑅22)] 
                                         = 1 − [(1 − 0.554)𝑋(1 − 0.688)] 
                                               = 1 − (0.446 𝑋 0.312) 
                                               = 1 − 0.139 
                                               = 0.861 

The calculation results show that the Q-squared value is 0.861 or 86.1%. This means the research model 
can explain 86.1% of the changes in the data. The other 13.9% is due to factors not included in the model. 
So, this model has strong predictive ability and fits the data well. 

Hypothesis Testing 

Path Coefficient Test 

In this study, hypothesis testing was done using a path coefficient table to check the direct effect between 
variables, and an indirect effect table to examine the indirect influence, also known as mediation. The 
analysis used a method called bootstrapping to get t-statistics, p-values (also called critical ratios), and 
original sample values. These results helped determine if the relationships between variables were 
significant. The criteria for significance were based on the p-value and t-statistic. A p-value higher than 
0.05 means there's no significant effect. The study used a t-statistic threshold of 1.96, which corresponds 
to a 5% significance level (α = 0.05). If the t-statistic is greater than 1.96, the hypothesis is considered 
significant. The whole testing process was carried out using SmartPLS software, which helps get more 
accurate results for the model analysis. 

Table 8. Path Coefficient (Direct Effect)  
Hypothesis Original 

sample 
t-
Statistics 

P 
values 

Information 

Workload (X1) -> Burnout (Z) 
  

H1 0.593 12.244 0.000 Positive 
Significant 

Workload (X1) -> Work-Life 
Balance (Y) 
  

H2 -0.200 3.779 0.000 Negative 
Significant 

Organizational Culture (X2) -> 
Burnout (Z) 
  

H3 -0.272 6.008 0.000 Negative 
Significant 

Organizational Culture (X2) -> 
Work-Life Balance (Y) 
  

H4 0.680 12.200 0.000 Positive 
Significant 

Burnout (Z) -> Work-Life Balance 
(Y)  

H5 -0.073 1.073 0.283 Negative 
Not 
Significant 

 Source: Processed primary data (2025) 
Based on the table above, here's what it means: 



Jurnal Ekonomi  
Vol. 15, No. 01, 2026, pp. 50-62 

ISSN 2721-9879 
58 

 

Analysis of the Influence of Workload and Organizational Support on Work-Life Balance with Burnot as a Mediating 
Variable on Gen Z Employees in E-Commerce Companies. Safrina Nur Arbi’ah et.al 

a. The first idea (H1) looks at how workload affects burnout. The number was 0.593, and the t-value 
was 12.244 with a p-value of 0.000. This shows that workload has a strong positive effect on burn-
out. So, the more work someone has, the more burned out they become. 

b. The second idea (H2) looks at how workload affects work-life balance. The number was -0.200, with 
a t-value of 3.779 and a p-value of 0.000. This means workload has a strong negative effect on work-
life balance. So, more workload means less balance between work and personal life. 

c. The third idea (H3) looks at how organizational culture affects burnout. The number was -0.272, with 
a t-value of 6.008 and a p-value of 0.000. This shows that a better organizational culture has a strong 
negative effect on burnout. So, the better the culture, the less burnout there is. 

d. The fourth idea (H4) looks at how organizational culture affects work-life balance. The number was 
0.680, with a t-value of 12.200 and a p-value of 0.000. This means organizational culture has a strong 
positive effect on work-life balance. So, a good culture helps improve work-life balance. 

e. The fifth idea (H5) looks at how burnout affects work-life balance. The number was -0.073, with a t-
value of 1.073 and a p-value of 0.283. This shows that burnout has a weak or no effect on work-life 
balance. So, burnout levels don’t significantly change how balanced someone's work and personal 
life is. 

Indirect Effect Test 

The subsequent stage focuses on evaluating the indirect effects based on the results obtained from the 
indirect effect analysis. This evaluation aims to determine whether the mediating variable plays a role in 
linking the exogenous and endogenous variables. An indirect effect is deemed not significant when the p-
value equals 0.05, indicating that the mediating variable does not significantly influence the relationship 
between the variables. This analytical procedure is conducted in accordance with the Partial Least Squares 
(PLS) guidelines proposed by Hair et al. (2021). The detailed results of the indirect effect model are 
presented below. 

Table 9. Indirect Effect Test 
Indirect Effect Original 

sample 
T 
statistics 

P 
values 

Information 

Workload (X1) -> Work-Life Balance (Y) -0.043 1.048 0.295 Negative 
Not 
Significant 

Organizational Culture (X2) -> Work-Life Balance 
(Y) 

0.020 1.044 0.297 Positive 
Not 
Significant 

Source: Processed primary data (2025) 

Based on the table above, here are the results: 
a. The first hypothesis checked if burnout is a middle step between workload (X1) and work-life balance 

(Y). The test found a t-statistic of 1.048, which is lower than the critical value of 1.96, and a p-value 
of 0.295, which is higher than 0.05. This means burnout doesn’t play a significant role in connecting 
workload to work-life balance. So, the effect of workload on work-life balance is direct and not strong, 
suggesting that more workload doesn’t affect work-life balance through burnout. 

b. The second hypothesis looked at whether burnout is a middle step between organizational culture 
(X2) and work-life balance (Y). The test showed a t-statistic of 1.044, which is under 1.96, and a p-
value of 0.297, which is above 0.05. This means burnout isn’t a major factor in linking organizational 
culture to work-life balance. Therefore, the effect of organizational culture on work-life balance is 
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direct and not strong, implying that a positive organizational culture doesn’t significantly improve 
work-life balance by lowering burnout. 

Discussion 

The Impact of Workload on Work-Life Balance 

Workload is a demand that employees must meet, both physically and mentally, within a certain time. This 
can impact stress levels and an individual's ability to adapt. According to Nguyen et al. (2021), having a 
regular workload can help employees focus better and perform better. Work–life balance refers to a 
condition in which individuals are able to harmonize work-related demands with personal needs, including 
time allocated for family, rest, and social activities. According to Kalliath and Brough (2021), such balance 
is attained when individuals can effectively manage their time and energy between professional 
responsibilities and personal life. Among Generation Z employees in the e-commerce sector, work–life 
balance is strongly shaped by organizational practices in assigning and regulating workloads. The statistical 
analysis reveals that workload exerts a positive and significant effect on work–life balance. This indicates 
that when workload levels are well-defined and aligned with employees’ capacities, individuals are more 
capable of organizing their time and achieving a healthier balance in their personal lives. These results offer 
factual evidence for the initial hypothesis, which indicates that workload positively and significantly affects 
work–life balance. Additionally, the results align with the conclusions drawn by Al-Hawari and colleagues. 
In 2021, the author also found a strong and positive connection between the amount of work and the 
balance between work and personal life.. 

The Influence of Organizational Support on Work-Life Balance 

Organizational support means the help, care, and resources a company gives to its workers to help them 
do their jobs. This help can come in different forms, like emotional support, practical help, or administrative 
support (Lee et al., 2021). Work-life balance is about how well someone can manage their job and personal 
life. Fotiadis et al. (2021) said that organizational support plays a key role in helping people achieve a good 
work-life balance. For Gen Z workers, having strong organizational support is really important because they 
look for workplaces that are flexible and supportive. Empirical evidence demonstrates that organizational 
support exerts a positive and significant effect on work–life balance. This implies that higher levels of 
support provided by the organization enable employees to more effectively manage the demands of their 
professional and personal lives. Accordingly, these findings lend support to the second hypothesis, which 
posits that organizational support positively and significantly influences work–life balance. Moreover, the 
results are consistent with the study conducted by Prasetyo and Lestari (2022), who similarly reported a 
positive and significant relationship between organizational support and work–life balance.  

The Effect of Workload on Burnout 

Workload refers to the amount of work and pressure that employees have to deal with. If the workload is 
too much, it can cause stress and tiredness. Young et al. (2021) say that a higher workload can cause mental 
stress, which can lead to burnout. Burnout is when someone feels emotionally, mentally, and physically 
drained because of too much work. Salvagioni et al. (2021) explain that burnout happens when the 
demands of a job are more than what a person can handle. For Gen Z workers in the e-commerce industry, 
having a heavy workload and working in a fast-moving environment can make them more likely to 
experience burnout. The data shows that workload has a positive and significant impact on burnout. This 
means that the more work someone has, the more likely they are to feel burned out. These findings support 
the third hypothesis, which says that workload has a positive and significant effect on burnout. This 
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conclusion is also backed by the findings of Zhang and Chen (2021), who discovered that workload has a 
positive and significant impact on burnout. 

The Effect of Organizational Support on Burnout 

Organizational support is the employee's perception that the company cares about them, provides support, 
and values their contributions (Wang & Li, 2022). Meanwhile, burnout is a state of emotional exhaustion 
caused by persistent work pressure. According to Pieters et al. (2021), organizational support can reduce 
burnout because employees feel less alone in facing these pressures. For Gen Z, organizational support is 
crucial because they require a responsive and caring work environment. Statistical results show that 
organizational support has a positive and significant effect on burnout. In other words, the greater the 
support employees receive, the lower their burnout levels. These results confirm the fourth hypothesis, 
which states that organizational support has a positive and significant effect on burnout. This finding aligns 
with a study by Koveshnikov & Lehtonen (2024), which showed that organizational support has a positive 
and significant effect on burnout. 

The Effect of Burnout on Work-Life Balance 

Burnout refers to a condition of physical and emotional exhaustion that can hinder an individual’s ability to 
maintain an effective balance between work responsibilities and personal life. Salvagioni et al. (2021) 
explain that burnout may reduce an individual’s energy levels, motivation, and capacity to manage time 
efficiently. Work–life balance reflects how individuals allocate their time and resources between 
occupational and non-work domains. When burnout is properly managed, individuals are more likely to 
preserve this balance; however, excessive levels of burnout can disrupt it. The findings of this study indicate 
that burnout has a positive and significant influence on work–life balance, suggesting that individuals who 
are able to cope effectively with burnout tend to achieve better balance in their daily lives. These results 
support the fifth hypothesis, which proposes that burnout has a positive and significant effect on work–life 
balance. Furthermore, the present findings are consistent with the study by Kim and Kim (2021), who 
likewise reported a positive and significant relationship between burnout and work–life balance. 

The Effect of Workload on Work-Life Balance Mediated by Burnout as a Mediating Variable 

Burnout is a kind of exhaustion that affects a person's emotions, mind, and body. It happens when someone 
experiences a lot of stress at work for a long time. People who are burnt out often feel tired, lose interest in 
their job, and find it hard to handle the stress they face at work. This condition can also affect the balance 
between work and personal life, which means how well someone can manage their time and responsibilities 
between work and their personal life. Research shows that having low levels of burnout helps people 
achieve a better balance between work and life. On the other hand, workload refers to the tasks that need 
to be done within a certain time. If the workload is too much or too hard for someone to handle, it can lead 
to burnout. For employees from Generation Z working in fast-paced e-commerce companies, the 
connection between burnout, work-life balance, and workload is very important because these three things 
influence each other. Studies have found that burnout plays a role in how workload affects work-life 
balance. This supports the sixth hypothesis, which says that burnout helps explain how workload impacts 
work-life balance. This finding matches research done by Karatepe & Yavas (2022), who also showed that 
burnout helps explain how workload affects work-life balance. 

The Effect of Organizational Support on Work-Life Balance Mediated by Burnout as a Mediating Variable 

Burnout is a state in which an individual feels emotionally and mentally drained due to prolonged work 
pressure, which is evident in reduced enthusiasm, motivation, and engagement in their work. High levels of 
burnout can interfere with an employee's ability to maintain work-life balance, which is the ability to 
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effectively manage time, energy, and attention. High levels of burnout can reduce quality of life and hinder 
the achievement of work-life balance. In this regard, organizational support is crucial, as it encompasses 
the attention, assistance, and resources provided by the company to help employees cope with work 
demands. Organizational support can reduce burnout levels and improve employees' emotional stability. 
For Gen Z employees working in the ever-changing e-commerce sector, organizational support significantly 
impacts their ability to cope with burnout and maintain work-life balance. Statistical results show that 
burnout mediates organizational support on work-life balance. This means that strong organizational 
support can reduce burnout, ultimately making it easier for employees to balance their work and life. These 
results indicate that the seventh hypothesis, which states that burnout mediates organizational support for 
work-life balance, is proven true. This finding is supported by research by Patel & Kumar (2022) and Veloso 
et al. (2023), which showed that burnout mediates organizational support for work-life balance. 

 
4. Conclusion  

Based on the results of the empirical analysis, this study concludes that workload and organizational 
support play crucial roles in shaping employees’ work-life balance, both directly and indirectly. A higher 
workload is proven to have a negative and significant effect on work-life balance, indicating that excessive 
job demands reduce employees’ ability to manage responsibilities between work and personal life. In 
contrast, organizational support demonstrates a positive and significant effect on work-life balance, 
suggesting that supportive organizational practices, resources, and managerial attention contribute to a 
more balanced and sustainable working life. These findings confirm that organizational conditions are key 
determinants in enhancing employees’ well-being and overall quality of work life. 

Furthermore, the results reveal that workload has a positive and significant effect on burnout, while 
organizational support has a negative and significant effect on burnout. This indicates that excessive 
workload increases the risk of emotional exhaustion and fatigue, whereas adequate organizational support 
can effectively reduce burnout levels. Burnout itself is found to negatively and significantly affect work-life 
balance, underscoring its critical role as a psychological mechanism that disrupts employees’ ability to 
maintain balance between professional and personal domains. Importantly, burnout significantly mediates 
the relationship between workload and work-life balance, as well as between organizational support and 
work-life balance. These mediation effects highlight that burnout serves as a key intervening variable 
through which job demands and organizational resources influence work-life balance. Overall, the findings 
emphasize the importance of managing workload and strengthening organizational support systems to 
minimize burnout and promote a healthier and more balanced work environment. 
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