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Abstract

Purpose — This study examines the impact of Islamic leadership styles,
including transformational, transactional, and charismatic approaches, on
Generation Z employees’ performance. Rooted in ethical and moral
paradigms, Islamic leadership underscores principles that resonate with the
importance of work-life balance, a key priority for Generation Z.

Methodology — Adopting a quantitative research methodology, this study
evaluates the mediating role of work-life balance and the moderating
influence of Islamic work ethics on the interplay between leadership styles
and employee performance. Data were gathered through structured
questionnaires completed by 101 Generation Z employees across diverse
organizational settings.

Findings — The findings reveal that charismatic leadership significantly
enhances employee performance, with Islamic work ethics serving as a
crucial moderating factor that strengthens the relationship between
charismatic leadership and work-life balance. Conversely, transformational
and transactional leadership styles demonstrate no significant impact on
petformance, highlichting Generation Z's preference for flexible and
relational leadership.

Implications — These results provide valuable insights for organizations
aiming to integrate Islamic values into their leadership frameworks,
fostering a unified and performance-driven work environment tailored to
the aspirations of the modern workforce.

Originality — This study uniquely explores the impact of Islamic leadership
styles on Generation Z employees, emphasizing their distinct work-life
balance priorities. It also introduced Islamic work ethics as a moderating
factor, offering fresh insights into culturally relevant leadership practices.
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Introduction

Generation Z, encompassing individuals born between 1997 and 2012, has emerged as a dominant
demographic in Indonesia's workforce. According to the 2020 Population Census, this generation
accounted for 27.94% of the nation’s total population, representing approximately 75.49 million
people. Forecasts suggest that Generation Z is poised to remain a substantial segment of the
workforce decades ahead (Biro Pusat Statistik, 2020). This demographic shift has not only reshaped
workplace dynamics but also necessitates adjustments in human resource management practices.
As a highly technology-savvy cohort, Generation Z exhibits distinct expectations regarding work
environments compared to previous generations. Technology plays an integral role in daily life by
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fostering adaptability to change and innovation. Nevertheless, their pronounced preference for
work-life balance remains a key determinant in their decision to remain with an organization.

The issue of work-life balance extends beyond a mere trend among modern employees; it
has emerged as an increasingly critical necessity, particularly for Generation Z, who prioritizes
flexibility in managing their personal and professional lives. As illustrated in Figure 1, recent data
from a 2022 survey conducted by Data Indonesia revealed that 37.2% of Generation Z employees
in Indonesia opted to resign from their jobs due to insufficient work-life balance. Furthermore,
56.9% of the participants reported irregular working hours, often leading to fatigue and burnout
(Data Indonesia, 2022). These circumstances present significant challenges for organizations
striving to retain talent from this generation, whose expectations regarding work-life equilibrium
markedly differ from those of previous generations.

No work-life balance

No career path

Excessive job description and workload
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Figure 1. Reasons Gen Z resigned from the workplace
Source: dataindonesia.id (November, 2022)

Human resource performance has emerged as a critical determinant of organizational
competitiveness in the context of rapid technological advancement and intensified global
competition. Organizations that succeed in sustaining high employee performance are better
positioned to thrive and expand in increasingly competitive markets (Zameer et al., 2014). Skilled,
motivated, high-quality human resources are fundamental assets required to achieve corporate
objectives. Furthermore, optimal employee performance has consistently been linked to
organizational success. Fostering a conducive work environment that supports work-life balance has
become a critical approach to enhancing employee performance, especially within the context of
Generation Z. Work-life balance is widely regarded as a critical determinant of employee
performance. Research by Lukmiati (2020) and Wulandari and Hadi (2021) indicates that employees
with a well-maintained balance between their professional and personal lives exhibit higher
productivity and job satisfaction.

However, conflicting perspectives exist, Kembuan et al. (2021) suggest that work-life
balance may have a negligible effect on performance, particularly in high-pressure environments.
These inconsistencies necessitate further research to clarify the relationship, especially for
Generation Z, whose work habits differ significantly from those of the previous generations.
Beyond work-life balance, leadership style is a crucial factor in shaping employee performance.
Leaders play a strategic role in fostering work environments that support employee well-being and
productivity. Effective leadership not only facilitates goal achievement but also enhances
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motivation and organizational commitment. Empirical studies Suyatin (2019) affirm that leadership
styles that emphasize clear directions and employee support significantly enhance workplace
performance. However, some studies argue that leadership styles do not consistently impact
performance across different organizational cultures and industries (Poluan, 2018).

Leadership style remains a topic of extensive academic debate, with scholars examining its
varying impacts on employee performance. Research Kalambayi et al. (2021) underscores a strong
connection between leadership approaches and performance outcomes, although some findings
highlight inconsistencies across organizational contexts. These variations indicate the need for
further investigation, particularly regarding leadership styles that are most effective in managing
Generation Z employees. Given Indonesia’s predominantly Muslim workforce, the integration of
Islamic leadership principles has gained attention in human resource management. Islamic
leadership encompasses three primary styles: transformational, transactional, and charismatic.
Transformational leadership focuses on inspiring employees; transactional leadership emphasizes
performance-based rewards; and charismatic leadership fosters trust and loyalty (Bass, 1997). These
approaches align with Islamic ethical principles, which emphasize holistic well-being and
organizational success.

This study examines the impact of transformational, transactional, and charismatic
leadership on work-life balance and employee performance among Generation Z employees in
Indonesia. Given the unique characteristics and expectations of this generation—particularly their
emphasis on flexibility, purpose-driven work, and psychological well-being—understanding which
leadership styles are most effective becomes increasingly important. The study also incorporates
Islamic work ethics as a moderating variable to assess how value-based leadership enhances the
relationship between leadership style and employee outcomes. Islamic work ethics rooted in the
principles of fairness, integrity, and responsibility may strengthen the impact of leadership by
aligning organizational behavior with employees’ moral expectations. By integrating Islamic
leadership principles, this study seeks to provide strategic insights for organizations to foster an
ethical and productive work environment suited to the needs of Generation Z.

Literature Review
Islamic leadership styles

Islamic leadership integrates moral and spiritual dimensions derived from the Qur'an and Sunnah,
fostering a leadership approach that emphasizes the ethical guidance, accountability, and well-being
of subordinates (Harjoni et al., 2023). Unlike conventional leadership paradigms that primarily
focus on performance outcomes and organizational goals, Islamic leadership extends its influence
on the holistic welfare of employees, including their work-life balance. By incorporating principles,
such as justice (adl), consultation (shura), and compassion (rabmabh), Islamic leadership promotes an
equitable work environment that reduces stress and enhances overall life satisfaction (Abdelwahed
et al.,, 2024). The Prophet Muhammad (peace be upon him) exemplified these values by fostering
a leadership culture rooted in trust, emotional support, and work-life harmony. Consequently,
Islamic leadership not only enhances organizational commitment and performance but also plays
a pivotal role in maintaining a sustainable work-life balance among Generation Z employees, who
increasingly value workplace flexibility and well-being (Udin, 2024).

Transformational leadership

Transformational leadership plays a pivotal role in shaping employees' work-life balance by
fostering motivation, innovation, and individualized support. Leaders who exhibit Idealized
Influence establish trust and ethical guidance, which enhances employees' sense of security and
reduces work-related stress (Al-Amin, 2017; Bass et al., 2003; Kumar, 2019; Riyanto & Endri, n.d.).
Inspirational Motivation encourages a shared vision, aligning personal and professional aspirations,
and thereby creating a more balanced and fulfilling work environment (Li et al., 2019). Intellectual
Stimulation fosters problem-solving autonomy, enabling employees to manage workloads more
effectively and reducing conflicts between work and personal responsibilities. Finally,
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Individualized Consideration ensures that employees' unique needs are acknowledged, facilitating
flexible work arrangements that improve overall well-being. By integrating these dimensions,
transformational leadership not only enhances organizational performance but also optimizes
work-life balance, leading to higher employee satisfaction and retention (Wuryaningrat et al., 2024).

Transactional leadership

Transactional leadership (Bass, 1997) relies on structured rewards and corrective actions to
improve performance. While contingent rewards enhance motivation and financial security,
fostering work-life balance through reduced stress and clear expectations, management by
exception presents challenges (Perkasa Alam et al,, 2023). Active management, by exception,
increases pressure due to constant oversight, limiting the autonomy essential for balance (Putu et
al., 2019; Sanda & Arthur, 2017). Meanwhile, passive management by exception fosters uncertainty,
forcing employees to remain highly alert even outside work (Bass, 1997). Although transactional
leadership ensures efficiency, its rigid mechanisms can disrupt work-life harmony (Desti Febrian
et al., 2023). The balance between performance enforcement and employee well-being depends on
leaders' flexibility in applying incentives and corrective measures. If applied rigidly, it may
compromise long-term sustainability, despite short-term gains (Bass, 1997).

Charismatic leadership

Charismatic leadership fosters strong emotional bonds and inspires followers to commit fully to
shared goals (Salloum et al., 2024). By aligning values and instilling confidence, charismatic leaders
enhance motivation and job satisfaction, indirectly promoting work-life balance. Their clear vision
and inspirational influence create a sense of purpose, reduce work-related stress, and enhance their
engagement (Conger & Kanungo, 1987). However, intense emotional attachment and high
performance expectations can blur the boundaries between work and personal life, potentially
leading to burnout (Luu, 2023; Salem et al., 2025). Followers may feel compelled to prioritize
collective goals over personal well-being, diminishing work-life balance (Tuan & Thao, 2018).
While charismatic leadership drives extraordinary performance, its impact on work-life integration
depends on the leader’s ability to balance ambition with employee well-being (Conger & Kanungo,
1987).

Work-life balance

Work-life balance significantly influences employee performance by fostering well-being, reducing
stress, and enhancing job satisfaction (Fisher, 2001). Employees who effectively manage their
professional and personal responsibilities experience greater motivation, productivity, and
engagement (Crompton & Lyonette, 2006). Conversely, an imbalance can lead to burnout, reduced
efficiency, and lower commitment, ultimately impairing organizational outcomes (Fisher, 2001;
Imran et al.,, 2025). Clark (2000) argued that optimal balance minimizes role conflict, allowing
individuals to excel in both spheres. Similarly, Runtu et al. (2022) emphasized the need for personal
fulfillment alongside career success to sustain long-term performance. Thus, organizations must
facilitate policies that support work-life balance and ensure that employees remain both productive
and satisfied. A well-balanced workforce enhances retention, innovation, and overall performance,
benefiting both individuals and organizations (Al Harbi, 2020; Anggraeni & Mulyana, 2021; Kara
et al., 2018; Sani & Adisa, 2024).

Employee performance

Employee performance is a multidimensional construct that encompasses not only individual
productivity, but also the broader effectiveness of an organization. It is shaped by various factors,
including organizational support systems, managerial competence, employee motivation, and
individual skills (Eliyana & Ma’arif, 2019; Kumar et al., 2023; Perkasa Alam et al., 2023). Thus,
performance assessment should go beyond mere task completion by integrating indicators such as
process efficiency, innovation, responsiveness to change, and collaborative engagement (Al Harbi,
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2020; Oringo et al., 2020; Zameer et al., 2014). In this context, leadership plays a pivotal role in
creating an environment that is conducive to growth, autonomy, and accountability. Leaders
capable of aligning organizational goals with individual aspirations often enhance both job
satisfaction and performance outcomes. Therefore, a holistic evaluation of performance requires a
framework that captures not only tangible results, but also the qualitative dimensions of work
behavior, including adaptability, initiative, and value alighment (Rumondang et al., 2022). These
considerations are particularly relevant in contemporary, diverse workplaces, where generational
preferences and ethical orientations shape performance expectations.

Islamic work ethics

Islamic work ethics IWE) profoundly influence transformational, transactional, and charismatic
leadership by embedding ethical principles derived from the Qur'an and Sunnah into leadership
practices. Transformational leaders, guided by IWE, emphasize justice, transparency, and the
collective well-being of followers, fostering an ethical and inspiring work environment(Ahmad &
Owoyemi, 2012). In transactional leadership, IWE reinforce fairness in rewards and accountability,
ensuring that leaders maintain integrity while maintaining structured performance expectations(Ali
& Al-Owathan, 2008). For charismatic leadership, IWE cultivate moral authority, where leaders
gain influence not only through vision but also through their commitment to ethical business
practices, justice, and service to the Ummah. Ultimately, IWE enhances leadership effectiveness by
aligning work as a virtuous duty with strategic and ethical decision making.

Hypotheses development

Leadership plays a central role in shaping employee performance, motivation, and broader
dynamics of the workplace. In Islamic organizational contexts, leadership that integrates ethical
values and prioritizes holistic well-being is critical. This study explores the effects of three
leadership styles—transformational, transactional, and charismatic—on employee performance,
incorporating IWE as a moderating variable and work-life balance (WLB) as a mediator.
Transformational leadership is known for its ability to transcend transactional exchanges by
fostering a sense of shared vision, intrinsic motivation, and ethical commitment (Bass et al., 2003;
Wuryaningrat et al., 2024). Within an Islamic framework, transformational leaders are expected not
only to motivate employees but also to uphold principles such as justice, trust, and collective well-
being (Eliyana & Ma’arif, 2019; Indriasari et al., 2023; Li et al., 2019). This alignment between
leadership behavior and Islamic values is theorized to reinforce organizational commitment,
enhance creativity, and cultivate a value-driven work environment that supports long-term
performance. In line with this theoretical framework, this study proposes the following hypothesis:
Hi: Transformational leadership positively influences employee performance.

Transactional leadership is fundamentally rooted in structured reward systems and
performance-based incentives, which ensure clarity in expectations and reinforce accountability
(Bass, 1997; Putu et al., 2019). This leadership approach is particulatly effective in structured and
task-oriented environments, in which employees respond well to tangible rewards and performance
metrics (Bass et al., 2003; Desti Febrian et al., 2023). Although it may not stimulate innovation to
the same degree as transformational leadership, transactional leadership remains a key determinant
of employee performance, especially in contexts that prioritize efficiency and goal achievement
(Bass, 1997; Perkasa Alam et al.,, 2023; Wuryaningrat et al., 2024). Based on the preceding
discussion, this study formulated the following hypothesis:

H,: Transactional leadership positively influences employee performance.

Charismatic leadership is characterized by a leader’s ability to inspire and mobilize
employees through personal vision, unwavering confidence, and emotionally compelling
communication. This leadership style emphasizes the relational and motivational dimensions of
influence, making it particularly effective in environments in which personal connections and
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shared values are prioritized. Within Islamic organizational settings, charismatic leaders who
embody strong ethical and moral convictions can elevate employee commitment by cultivating a
collective sense of purpose grounded in spiritual and social responsibility (Conger & Kanungo,
1987; Luu, 2023; Salloum et al., 2024; Tuan & Thao, 2018). Such leaders tend to create emotionally
resonant workplaces where followers feel valued, heard, and inspired, which is conducive to
enhanced job satisfaction and performance. The emotional depth of charismatic leadership not
only enhances intrinsic motivation but also strengthens trust, fostering a high-performance culture
that aligns with the ethical expectations of a predominantly Muslim workforce. Accordingly, this
study proposes the following hypotheses:

Hi: Charismatic leadership positively influences employee performance.

Islamic work ethics IWE) emphasize sincerity, honesty, fairness, and social responsibility
(Ali & Al-Owaihan, 2008). These ethical principles play a crucial role in reinforcing leadership
effectiveness, particularly in promoting employee well-being and work-life balance (Sani & Adisa,
2024). When coupled with transformational leadership, IWE may enhance employees’ intrinsic
motivation and overall well-being, fostering a more balanced integration of professional and
personal life. Employees who operate under transformational leadership and adhere to Islamic
ethical principles are likely to experience higher job satisfaction and a healthier work-life balance
(Ali & Al-Owaihan, 2008; Gomes et al., 2024). To reflect the relationships described eatlier, this
study proposes the following hypotheses:
Ha: Islamic work ethics strengthen the relationship between transformational leadership and work-

life balance.

Similarly, transactional leadership, which is largely driven by performance-based
incentives and extrinsic motivation, can be significantly influenced by Islamic work ethics IWE).
While this leadership style traditionally relies on structured exchanges, such as contingent rewards
and corrective mechanisms, IWE introduces a moral compass that emphasizes fairness,
accountability, and justice in leader-subordinate interactions (Ahmad & Owoyemi, 2012). When
transactional mechanisms are guided by ethical values, employees are more likely to perceive reward
systems as equitable and trustworthy, which can reduce workplace stress and foster a healthier
work-life balance (Ali & Al-Owathan, 2008; Gomes et al., 2024). In such contexts, employees tend
to feel respected and valued, as performance evaluations are perceived as not only objective, but
also morally sound. This ethical alignment may significantly enhance the psychological well-being
of employees, particularly within Islamic organizational cultures. In light of these considerations,
the following hypothesis was formulated:

Hs: Islamic work ethics strengthen the relationship between transactional leadership and work-life
balance.

Charismatic leadership, when practiced within the framework of Islamic work ethics, has
the potential to cultivate a work environment that transcends transactional motivations and
emphasizes intrinsic values. Leaders who embody charisma while upholding Islamic ethical
principles such as sincerity, justice, and compassion can create a deeply supportive and morally
anchored organizational culture (Ahmad & Owoyemi, 2012). Such leaders tend to inspire a sense
of trust and emotional connection, which, in turn, fosters psychological safety and strengthens
employee well-being. Within this context, work-life balance emerges not merely as a policy goal
but as a cultural norm, encouraged by leaders who model empathy and ethical responsibility
(Conger & Kanungo, 1987; Luu, 2023; Salloum et al., 2024; Tuan & Thao, 2018). Employees who
perceive their leaders as ethically grounded and genuinely concerned with their holistic
development are more likely to achieve an equilibrium between personal and professional domains.
Building on these insights, the following hypothesis is proposed.

He: Islamic work ethics strengthen the relationship between charismatic leadership and work-life
balance.
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Work-life balance has been widely acknowledged as a crucial factor in sustaining employee
productivity, reducing burnout, and enhancing job satisfaction (Wuryaningrat et al., 2024)
Leadership styles that promote well-being and personal development are more likely to indirectly
enhance employee performance by facilitating a better work-life balance (Kembuan et al., 2021;
Poluan, 2018; Safria, 2022). Transformational leadership, which inherently fosters personal growth
and motivation, may contribute to improved work-life balance, which in turn positively affects
employee performance. Employees who experience a sense of purpose and alignment between
their work and personal values are likely to demonstrate enhanced productivity (Wuryaningrat et
al., 2024). Based on the literature and conceptual reasoning, the following hypothesis is proposed.
H» Work-life balance mediates the relationship between transformational leadership and

employee performance.

Transactional leadership, with its focus on clearly defined tasks and performance-based
rewards, may indirectly influence employee performance through its effect on work-life balance.
Although this leadership style emphasizes efficiency and compliance, it can also promote
predictable work structures that contribute to role clarity and reduce job ambiguity. When such
systems are accompanied by ethical practices and considerations for employee well-being, they can
foster a work environment that allows individuals to maintain healthier boundaries between work
and personal life (Wuryaningrat et al., 2024). Previous studies have shown that employees who
achieve this balance are more likely to report lower stress levels and demonstrate greater
productivity (Kembuan et al., 2021; Poluan, 2018; Safria, 2022). Thus, work-life balance may
function as a critical intermediary mechanism that enhances the positive outcomes of transactional
leadership. Based on this reasoning, this study formulated the following hypothesis:

Hs: Work-Life Balance mediates the relationship between Transactional Leadership and Employee
Performance.

Through its emotionally engaging and visionary approach, charismatic leadership fosters
a work environment that naturally supports employee well-being and engagement. Leaders who
inspire trust, communicate a compelling vision, and demonstrate empathy are more likely to
cultivate a culture in which employees feel valued and supported. Such a climate contributes
significantly to work-life balance, as employees experience psychological safety and flexibility in
managing both personal and professional responsibilities (Conger & Kanungo, 1987; Luu, 2023;
Salloum et al., 2024; Tuan & Thao, 2018). Balanced individuals are not only more satisfied with
their jobs but also tend to exhibit higher levels of energy, creativity, and persistence, which are
factors that drive optimal performance. Previous research confirms that work-life balance serves
as a crucial mediating variable linking charismatic leadership with enhanced employee outcomes
(Kembuan et al.,, 2021; Poluan, 2018; Safria, 2022). Accordingly, we propose the following
hypothesis:
Hy: Work-life balance mediates the relationship between charismatic leadership and employee

performance.

Conceptual framework

Building on the theoretical framework outlined above, this study seeks to examine the relationships
between Islamic leadership styles, work—life balance, employee performance, and Islamic work
ethics within the context of Generation Z employees. As depicted in Figure 2, this study explored
both the direct and indirect relationships among the key variables. Specifically, it examines how
various Islamic leadership styles—transformational, transactional, and charismatic —directly
impact employee performance. Additionally, the research delves into the indirect effects of these
leadership styles on performance, with work-life balance serving as a mediator. Furthermore,
Islamic work ethics were incorporated as moderating variables to enhance the impact of Islamic
leadership styles on employee performance.
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Figure 2. Conceptual framework
Source: Authot’s own, 2024

Research Methods

This study employed a quantitative research methodology within a positivist paradigm to
systematically examine the relationship between Islamic leadership styles, work-life balance, and
employee performance among Generation Z employees in Islamic Financial Institutions (IFIs)
(Sugiyono, 2014). A purposive sampling technique was utilized to select participants who met
specific criteria, including an age range of 15-27 years and a minimum of one year of work
experience in IFIs, ensuring sufficient exposure to workplace dynamics (Bougie & Sekaran, 2019).
Data were collected through an online survey distributed via Google Forms over two weeks in
November 2024, yielding 101 responses. After filtering out nine responses that did not meet the
inclusion criteria, 92 valid responses were analyzed. As outlined in Table 1, the study’s operational
framework Bougie and Sckaran (2019) emphasizes the importance of precisely defining and
measuring abstract constructs such as leadership styles, work-life balance, and employee
performance through structured indicators.

Table 1. Operational definition of variables

Variables Definition Indicators

Independent variables

Transformational Leadership styles that a. Attributes of Idealized Influence

leadership effectively motivate and b. Behaviors of Idealized Influence
guide followers toward c.  Motivational Inspiration
achieving established goals d. Intellectual Empowerment

are characterized by the . Personalized Attention
precise communication of  (Safria, 2022)
roles and task expectations
(Rivai, 2004).
Transactional This leadership approach
leadership focuses on accomplishing
organizational objectives
by implementing a well-
defined system of rewards
and penalties. Bass (1997)

¢}

Monitors errors needing corrections
Tells me what to do to get reward
Focused on irregularities and mistakes
Talk optimistic about special rewards
Keeps track of mistakes

Point out future reward for performance
identifies three core Negotiate reward for performance
elements that define . Alert of failure

transactional leadership. (Ahmad & Fontaine, 2011)

S0 me A o
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Variables Definition Indicators
Charismatics A leadership style in which ~ a.  The leader articulates a visionary framework
leadership leaders are adept at that captivates and motivates the team to
recognizing opportunities commiit to a shared goal.
in uncertain environments ~ b. Strong and expressive communication
and motivating their methods are employed when presenting the
followers to attain vision.
extraordinary results c. The leader demonstrates personal
(Conger & Kanung, 1987). commitment by taking significant risks and
making sacrifices to achieve the vision.

d. High expectations are set for team members,
fostering an atmosphere of excellence.

e. A consistent display of trust in the capabilities
of subordinates is maintained by the leader.

f.  The leader serves as a role model, exhibiting
behaviors that align with the vision.

g.  The leader actively manages subordinates’
perceptions of their leadership.

h. A sense of belonging and identification with
the team or organization is intentionally
fostered by the leader.

i.  Empowerment is granted to subordinates,
enabling them to take initiative and make
decisions.

(Setiawan, 2014)

Mediating variable
Work-life balance A framework of values and a. WIPL (Work Interference with Personal Life)
belief systems, rooted in b. PLIW (Personal Life Interference with Work)
the Qutr'an and Sunnah, c. WEPL (Work Enchancement of Personal
offers foundational Life)
guidance regarding the role d. PLEW (Personal Life Enchancement of
of work and diligence in Work)
human existence (Ahmad  (Safria, 2022)
& Owoyemi, 2012).
Dependent variable
Employee The level of a. Volume of tasks performed
performance accomplishment in b. Standard of output
completing a task or target  ¢. Autonomy in execution
set by the company d. Proactiveness in decision making
(Eliyana & Ma’arif, 2019). e. Flexibility in response to change
f. Collaborative engagement
(Musoli & Yamini, 2020)
Moderating variable

Islamic work ethics

The dedication, sincere
intent, fairness, generosity,
creativity, discipline, and
independence in work are
regarded as virtues (Ali &
Al-Owaihan, 2008).

a.
b.
C.
d

€.

AlIstigamah (Dedication and Responsibility)
Al-Adl wa Ihsan (Justice and Kindness)
An-Niyyah Shalihah (Good Intention)

. At-Tanmiyah wa Al-Ibda’ (Self Development

and Creativity)
AlLJiddiyyah wa Al-Injaz fi A-Waqt (Hard Work
and Punctuality)

(Musoli & Yamini, 2020)

Source: Authot’s own, 2024

This study employed Partial Least Squares Structural Equation Modeling (PLS-SEM)
using SmartPLS 3, which was selected for its suitability in handling small sample sizes and non-
normal data distributions (Ghozali & Latan, 2015). The analysis comprised two stages: the outer
model, which assessed indicator reliability and construct validity, and the inner model, which tested
structural relationships using path coefficients, t-statistics, and p-values. Moderating effects were
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analyzed using interaction terms and evaluated based on the effect size. Descriptive statistics were
used to support the interpretation of the data. PLS-SEM was deemed appropriate because of its
ability to model complex relationships and provide robust estimations within exploratory research
frameworks that involve latent constructs.

Results and Discussion
Results

Respondent characteristics

The study employed an online survey via Google Forms, initially collecting 101 responses from
employees at various Islamic financial institutions. After filtering out nine respondents who did not
meet the inclusion criteria, such as not belonging to Generation Z or lacking a minimum of one
year of work experience, the final analysis included 92 valid responses processed using Smart PLS
3. The data analysis followed a two-stage approach: the measurement model (outer model) and the
structural model (inner model). Given that Partial Least Squares Structural Equation Modeling
(PLS-SEM) is well suited for small-to-moderate samples in exploratory research (Hair et al., 2017),
the sample size was deemed sufficient. Moreover, the study adhered to the 10-times rule (Kock &
Hadaya, 2018), which requires at least ten times the highest number of indicators per construct. As
a variance-based method, PLS-SEM is less sensitive to small samples than covariance-based SEM
(CB-SEM), thus ensuring statistical robustness (Vinzi et al., 2010).

Table 2. Description of the respondent's character

Variable Description Frequency Percentage
Gender Male 48 47,53%
Female 53 52, 43%
< 22 Years 3 2,97%
Age 22-27 Years 92 91,09%
> 27 Years 6 5,94%

Source: Data processed

Table 2 outlines respondents’ demographic characteristics. The gender distribution was
relatively balanced, with 52.43% females and 47.53% males, reflecting proportional representation.
In terms of age, 91.09% of participants were between 22 and 27 years old, indicating a dominance
of early career individuals, while 2.97% were under 22, and 5.95% were over 27. This suggests that
the sample is largely representative of Generation Z, which is typically in the transition to or eatly
in their professional careers. Initially, 101 responses were collected; however, nine did not meet the
inclusion criteria and were excluded. These eliminations were necessary to ensure sample validity,
resulting in a final dataset of 92 qualified respondents being used in the subsequent analysis phase.

In addition, the respondents in this study came from various regions in Indonesia,
reflecting the diversity of their domicile. Respondents’ domicile areas include various cities and
districts, such as Bojonegoro, Ngawi, Magetan, Madiun, Sukoharjo, Kediri, Ponorogo, Sragen,
Blora, Solo, Surakarta, Karanganyar, Boyolali, Salatiga, Klaten, Tuban, Nganjuk, Jombang,
Surabaya, Magelang, Pasuruan, Lamongan, Mojokerto, Wonogiri, Grobogan, Sidoarjo, Malang, and
Lumajang. This diversity shows that the sample in this study is not concentrated in one particular
area but rather reflects a wide geographical distribution, thus strengthening the generalizability of
the research results.

Validity and reliability test results

Validity and reliability tests confirm the robustness of the measurement model. Most indicators
exhibited strong convergent validity, with factor loading values exceeding 0.7, except for CL1, CL2,
CL4, EP1, TF1, TS1, TS7, and WB1, which were excluded because of low loadings. Discriminant
validity was established as the square root of the Average Variance Extracted (AVE) for each
construct surpassing the inter-construct correlations. The composite reliability and Cronbach’s
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alpha values exceeded 0.7 across all constructs, indicating strong internal consistency.
Subsequently, the structural model was assessed using R-squared values to measure the predictive
accuracy and path coefficient analyses to evaluate the significance of the relationships. These results
confirm the model’s reliability and predictive power, reinforcing its suitability for hypothesis
testing.

Table 3. Convergence validity and construct reliability results

Factor =~ Composite  Cronbach

Variables Indicators loading  reliability alpha AVE
Transformational TF2 0.833
leadership TF3 0.796
Tr4 0.843 0.893 0.840 0.676
TF5 0.816
Transactional TS2 0.750
leadership TS3 0.827
TS4 0.800
TS5 0.732 0.900 0.866 0.600
TS6 0.780
TS8 0.753
Charismatics CL3 0.808
leadership CL5 0.808
CLG6 0.746
CL7 0.792 0.908 0.877 0.621
CL8 0.853
CL9 0.715
Work-life balance WB2 0.712
WB3 0.885 0.847 0.728 0.651
WB4 0.814
Employee EP2 0.800
performance EP3 0.839
EP4 0.791 0.894 0.852 0.628
EP5 0.820
EP6 0.707
Islamic work ethics IWE1 0.798
IWE2 0.767
IWE3 0.784 0.890 0.845 0.618
IWE4 0.792
IWE5 0.788
Moderating effect 1 Trans.forrnanona.l leadership * 1306 1.000 1.000 1.000
Islamic work ethics
Moderating effect 2 Transgcﬂonal leadersh1p * 1339 1.000 1.000 1.000
Islamic work ethics
Moderating effect 3 Charismatic leadership * 1306 1.000 1.000 1.000

Islamic work ethics

Source: Data processed

As shown in Table 3, all constructs in this study satisfied the criteria for convergent validity
and construct reliability. The factor loadings for all indicators exceeded the threshold of 0.70, the
composite reliability values ranged from 0.847 to 0.908, and Cronbach’s alpha values fell between
0.728 and 0.877. Additionally, all Average Variance Extracted (AVE) values were above the
recommended threshold of 0.50, indicating that constructs such as transformational leadership,
transactional leadership, charismatic leadership, work—life balance, employee performance, and
Islamic work ethics are both valid and reliable. Moreover, the moderating interaction constructs
between Islamic Work Ethics and the three leadership styles demonstrated excellent reliability,
suggesting that the interaction terms were adequately modeled to test moderation effects within
the structural framework.
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Table 4. Discriminant validity

:
) Y = =)
éﬁ; yg 2 &£ £ £ fa fa g
g 2L €9 w9 we —wWYg 38 g8 = ¢
SE AL 2% 2% 2% 5% £ E£F o3
Charismatic leadership 0.788
Employee performance 0.790  0.793
Islamic work ethics 0.729  0.854 0.786
Moderating effect 1 -0.034 -0.008 0.019 1.000
Moderating effect 2 0.015 0.069 0.101 0.904 1.000
Moderating effect 3 0.008  0.067 0.097 0.862 0.929  1.000

Transactional leadership 0.851 0.778 0.764 -0.054 0.004 0.015 0.774
Transformational leadership  0.738  0.559  0.637 -0.014 -0.055 -0.035 0.768 0.822
Work-life balance 0.774 0.800 0.769 -0.025 0.007 0.057 0.754 0.562 0.807

Source: Data processed

As shown in Table 4, the cross-loading values presented above are part of the discriminant
validity assessment, and the results indicate that each indicator exhibits the highest loading on its
respective construct compared to other constructs, thereby fulfilling the criteria for discriminant
validity. For instance, indicators related to charismatic leadership, employee performance, and
islamic work ethics demonstrate the strongest correlations with their corresponding constructs,
signifying that the measurement instruments are capable of clearly distinguishing between the
different constructs. Furthermore, the correlation values of the moderating constructs (Moderating
Effects 1-3) with the other constructs are notably low, suggesting that these moderating variables
are conceptually distinct and do not overlap with the primary variables. While the correlations
among the different leadership styles are moderate, they remain within acceptable limits,
reinforcing that each leadership construct is measured independently and maintains conceptual
distinctiveness.

Varians analysis (R?) or determination test

The Coefficient of Determination (R?) analysis demonstrated that transformational, transactional,
and charismatic leadership collectively explained 64% of the variance in employee performance,
with the remaining 36% being attributable to unexamined factors. Similarly, leadership styles
accounted for 73.3% of the variance in work-life balance, underscoring their crucial role in shaping
employees' ability to manage professional and personal responsibilities. The adjusted R? values—
0.636 for employee performance and 0.711 for work-life balance—further confirmed the model's
robustness by mitigating potential overfitting. These findings highlight the significant influence of
leadership on employee outcomes and well-being, thus reinforcing the critical role of effective
leadership in Islamic Financial Institutions.

Hypothesis test analysis

Hypothesis testing was conducted using the bootstrapping method within the PLS-SEM
framework to evaluate the structural relationships among the constructs. This technique is widely
used because of its ability to generate robust statistical inferences without assuming normal data
distribution. Hypotheses were assessed based on T-statistics, P-values, and beta coefficients, with
a T-value exceeding 1.96 and a P-value below 0.05 considered statistically significant. A positive
beta coefficient further indicates the direction and strength of the relationship. These criteria
ensured analytical rigor in determining whether each proposed hypothesis could be supported
empirically. The detailed results of the hypothesis testing are summarized in Table 5, and the
corresponding structural model visualization is provided in Figure 3 to enhance interpretability.
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Figure 3. Conceptual framework
Source: Author’s own, 2024
Table 5. Hypotheses test
Original T P
sample  Statistics  Values Desc.

Transformational leadership > Employee 0191 2484 0.013  Supported
performance
Transactional leadership - Employee performance  0.182 1.784 0.075  Not supported
Charismatic leadership < Employee performance  0.358 3.473 0.001  Supported
Transformational leadership*Islamic work ethics 2
Worklife balance 0.141 1.215 0.225  Not supported
Transactional leadership*Islamic work ethics >
Work_life balance -0.420 3.050 0.002  Supported
Charismatic leadership*Islamic work ethics
Work_life balance 0.272 2.206 0.028  Supported
Transformational leadership = Work-life balance 0191 2 484 0013  Supported
- Employee performance
Transactional leadership = Work-life balance = 0182 1784 0.075  Not supported
Employee performance
Charismatic leadership = Work-life balance > 0.358 3473 0.001  Supported

Employee performance

Source: Data processed, 2024

The findings, as shown in Table 5, indicate that transformational leadership negatively
affects employee performance (3 = -0.191, t = 2.484, p = 0.013), diverging from prior studies that
predominantly highlight its benefits. This deviation may stem from Generation Z's preference for
flexibility, personal recognition, and direct engagement over abstract, visionary leadership.
Additionally, work-life balance negatively mediates this relationship (8 = -0.191, t = 2.484, p =
0.013), suggesting that the broad, long-term focus of transformational leadership may impose
work-related pressures that disrupt employees' equilibrium, ultimately diminishing performance.
Conversely, transactional leadership does not exhibit a statistically significant effect on employee
performance (B = 0.182, t = 1.784, p = 0.075). As Generation Z prioritizes intrinsic motivation
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over material rewards, the result-based reward system characteristic of transactional leadership
appears ineffective in enhancing performance.

Similarly, work-life balance does not mediate the relationship between transactional
leadership and employee performance (3 = 0.182, t = 1.784, p = 0.075), underscoring the
limitations of transactional leadership in fostering a supportive and sustainable performance
environment. This result suggests that transactional mechanisms, while effective in enforcing
compliance, may not sufficiently address the relational and psychological needs of Generation Z
employees. Conversely, charismatic leadership had a significant positive effect on employee
performance (3 = 0.358, t = 3.473, p = 0.001), reinforcing earlier research that highlights the
motivational strength of interpersonal trust and inspirational vision. Additionally, work-life balance
significantly mediates this relationship ( = 0.358, t = 3.473, p = 0.001), suggesting that charismatic
leaders contribute to employee well-being by creating emotionally engaging and ethically grounded
work environments, which ultimately enhance performance outcomes.

The moderating role of Islamic work ethics enhances the link between charismatic
leadership and work-life balance (8 = 0.272, t = 2.2006, p = 0.028), highlighting the synergy between
Islamic values, interpersonal leadership, and holistic well-being. However, these ethics do not
moderate the relationship between transformational leadership and work-life balance (8 = 0.141, t
= 1.215, p = 0.225), possibly due to a misalignment between collectivist Islamic principles and the
individualistic nature of transformational leadership. Notably, Islamic work ethics negatively
moderated the relationship between transactional leadership and work-life balance (8 = -0.420, t =
3.050, p = 0.002), suggesting that the mechanistic, materialistic orientation of transactional
leadership conflicts with the ethical emphasis on a balanced worldly and spiritual responsibilities,
ultimately disrupting the work-life balance of employees adhering to Islamic values.

Discussion
Charismatic leadership and employee performance

The findings of this study indicate a significant and positive relationship between charismatic
leadership and employee performance, emphasizing the critical role of leadership style in shaping
employee behavior and outcomes. Charismatic leadership—defined by a leader’s capacity to
articulate an inspiring vision, demonstrate confidence, and foster emotional connections—has
been shown to enhance employees’ intrinsic motivation, commitment, and ultimately their job
performance. This is especially pertinent in the context of today’s workforce, where younger
generations such as Generation Z seek meaning, authenticity, and emotional resonance in
professional interactions (Babcock-Roberson & Strickland, 2010; Dangmei & Singh, 20106).

Charismatic leaders inspire higher levels of employee engagement by aligning personal and
organizational values (Conger & Kanungo, 1998). When employees feel emotionally connected and
inspired, they are more likely to invest discretionary effort in their work, leading to superior
performance outcomes. The findings of this study are consistent with this theoretical framework,
highlighting how charismatic leadership can serve as a motivational catalyst, particularly in
knowledge-intensive, dynamic work environments. Moreover, this study extends the conversation
by demonstrating that charismatic leadership not only influences performance but also has a
significant association with work-life balance. Leaders who exhibit empathy and emotional
intelligence tend to be attuned to the personal challenges of their subordinates.

Such leaders foster a culture of psychological safety and flexibility, enabling employees to
navigate both their professional demands and personal obligations more effectively (Avolio et al.,
2009; Malik & Dhar, 2017). This equilibrium enhances job satisfaction and long-term productivity.
These findings align with and reinforce previous empirical evidence Herlina et al. (2024), Kusnadi
et al. (2024), Saeed et al. (2014), and Ul Haq et al. (20106), all of which affirm the positive impact of
charismatic leadership on performance. In addition, this study contributes to the literature by
highlighting the dual function of charismatic leadership in boosting performance and promoting a
sustainable work-life balance—a factor of increasing importance in modern organizational
behavior studies.
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The moderating role of Islamic work ethics on the relationship between charismatic leadership and work-life balance

The present study reveals that Islamic work ethics significantly moderate the relationship between
charismatic leadership and work-life balance. This suggests that the presence of strong ethical
values grounded in Islamic teachings enhances the positive influence of charismatic leadership on
employees’ ability to maintain an equilibrium between their professional responsibilities and
personal life. Islamic work ethics emphasizes principles such as fairness, responsibility, diligence,
and the integration of spiritual and worldly obligations (Ali & Al-Owaihan, 2008). These values
closely align with the relational and emotionally intelligent nature of charismatic leadership, which
focuses on creating a meaningful and supportive environment. When both leadership style and
ethical orientation are present, their synergy creates a more holistic work culture—one that values
not only productivity, but also well-being and spiritual fulfilment.

This finding supports and extends the conclusions of previous studies by Endayani and
Putri (2024), Walsh et al. (2024), and Ghoniyah et al. (2024), which highlight the role of Islamic
ethics in enhancing organizational outcomes. Islamic work ethics may function as a psychological
framework that helps employees interpret leadership behaviors through a moral lens, thereby
increasing trust and emotional engagement with the organization (Abbas et al., 2020; Yousef, 2001).
Consequently, employees are more likely to internalize the leader's vision and feel supported in
balancing their professional goals with personal and family commitments.

Furthermore, the moderating role of Islamic work ethics contributes to an understanding
of leadership effectiveness in culturally and religiously embedded contexts. In predominantly
Muslim work environments, employees may respond more positively to leaders who are not only
charismatic, but also perceived as ethically grounded. This congruence between personal values
and organizational culture strengthens employees' psychological well-being, reduces work-family
conflict, and improves overall job satisfaction (IKKhan et al., 2015). The contribution of this study
lies in its demonstration that leadership effectiveness is not solely dependent on behavioral traits
(e.g., charisma) but is also influenced by employees’ ethical climate and cultural values. This
highlights the importance of incorporating religious ethics into leadership and HR practices,
especially in organizations where Islamic values are central to employee identity and motivation.

Transformational leadership and employee performance

Contrary to the prevailing literature, this study found a significant negative relationship between
transformational leadership and employee performance among Generation Z employees in Islamic
financial institutions. Although transformational leadership is traditionally associated with
enhanced employee motivation, innovation, and organizational commitment Bass and Riggio
(2000), this finding indicates that its effects may not be universally positive across generational
cohorts or organizational contexts. One possible explanation is the unique values and work
preferences of Generation Z. This cohort, born between 1997 and 2012, prioritizes autonomy,
immediacy, psychological safety, and personalized feedback over abstract, long-term visions
typically championed by transformational leaders (Ozkan & Solmaz, 2015; Schroth, 2019).

In this regard, transformational leadership's focus on idealized influence and intellectual
stimulation may feel overly abstract or even misaligned with the more pragmatic and balance-driven
expectations. Instead of feeling inspired, they may perceive such leadership as emotionally distant
from or disconnected from their immediate professional needs. Transformational leadership often
involves advocating for change and innovation, which can create perceived instability or ambiguity
in the workplace. While such traits might empower more experienced workers or those in creative
roles, they can be counterproductive for younger employees who are still building their professional
identities and may crave clarity, consistency, and emotional support (Park & Gursoy, 2012; Twenge,
2010). These dynamics may be amplified in Islamic financial institutions, where organizational
culture is often rooted in ethical clarity, structure, and communal values, in contrast to the
individualistic thrust of transformational leadership.

The findings of this study are consistent with those of Rafia et al. (2020), who found that
transformational leadership does not significantly influence individual performance, particularly in
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institutions that emphasize hierarchical respect and moral leadership. Similarly, Endayani and Putri
(2024) various leadership styles, including transformational leadership, had no substantial impact
on job satisfaction, especially in the younger employee segments. Mustaqfirin et al. (2021) further
supports this, emphasizing that leadership models must be customized for generational
characteristics to be effective. From a practical standpoint, these results suggest that a one-size-
fits-all approach to leadership may be inadequate for today’s multigenerational workforce. For
Generation Z, leadership that offers authenticity, emotional intelligence, and two-way
communication may be more impactful than the transformative rhetoric or visionary abstraction.

Transactional leadership and employee performance

The present study found that transactional leadership does not have a statistically significant effect
on employee performance, particularly within the context of Generation Z employees.
Transactional leadership is traditionally characterized by its reliance on structured exchanges, such
as contingent rewards and corrective actions, to maintain organizational stability and goal
achievement (Bass, 1997). While this leadership style may be effective in settings that prioritize
efficiency and routine tasks, it appears to fall short of fostering the intrinsic motivation and
engagement needed to enhance performance among younger, more value-driven generations.
Generation Z employees, who are rapidly becoming a dominant force in the global workforce, tend
to prioritize meaning, flexibility, and emotional resonance in their professional experiences
(Dangmei & Singh, 2016; Schroth, 2019). Their preference for relational and purpose-oriented
work environments may clash with the transactional model’s emphasis on extrinsic rewards and
hierarchical control. This may explain the insignificance of this study, as the transactional approach
may not adequately address the expectations and psychological needs of this generational cohort.

Supporting these findings, Sujith and Udayanga (2024) transactional leadership often fails
to produce meaningful improvements in organizational productivity, especially when innovation,
creativity, and adaptability are needed. Similarly, Wuryaningrat et al. (2024) argued that transactional
leadership lacks the emotional engagement necessary for fostering employee well-being and long-
term commitment, key factors that are increasingly recognized as critical to performance outcomes
in modern organizational settings. In light of this, our findings contribute to the growing body of
literature that questions the applicability of transactional leadership in today’s evolving workplace
dynamics. Particularly for Generation Z, leadership approaches must go beyond transactional
exchanges and incorporate elements of emotional intelligence, participatory decision-making, and
individualized support (Garcia-Morales et al., 2012; Kiersch & Peters, 2017).

Conclusion

This study provides empirical evidence that charismatic leadership exerts a significant positive
influence on employee performance (H3 supported), whereas transformational leadership has a
significant negative impact (H1 supported), and transactional leadership does not exhibit a
significant effect (H2 not supported). These findings suggest that among Generation Z employees,
leadership styles that emphasize personal influence and emotional connections are more effective
in enhancing performance than those centered on transformation or structured exchanges.
Regarding the moderating role of Islamic work ethics, the results indicate that it strengthens the
relationship between charismatic leadership and work-life balance (H6 supported). However, it
does not significantly moderate the link between transformational leadership and work-life balance
(H4, not supported). In contrast, Islamic work ethics negatively moderate the relationship between
transactional leadership and work-life balance (H5 supported), suggesting that adherence to Islamic
work ethics may inadvertently restrict employees' ability to maintain a healthy work-life balance.
Furthermore, the mediating analysis reveals that work-life balance significantly mediates
the relationship between charismatic leadership and employee performance (H9 supported),
reinforcing the notion that charismatic leadership indirectly enhances performance through
improved work-life balance. Conversely, work-life balance does not mediate the relationship
between transactional leadership and performance (H8 is not supported). Notably, in the case of
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transformational leadership, work-life balance serves as a significant negative mediator of employee
performance (H7 supported), implying that the way transformational leadership interacts with
work-life balance may not be conducive to optimizing employee outcomes.

These findings provide important theoretical and practical insights. Theoretically, this study
expands the discourse on leadership effectiveness in contemporary workplaces by emphasizing the
critical role of charismatic leadership in accommodating the needs of Generation Z employees.
Practically, organizations aiming to enhance employee performance and foster a more balanced
work-life environment should consider adopting charismatic leadership approaches while
integrating Islamic work ethics into corporate culture. However, this study had certain limitations,
including generational focus, cross-sectional design, and cultural specificity. Future research should
explore these relationships using longitudinal approaches, cross-generational samples, and diverse
industrial sectors to enhance the generalizability of the findings.

Author contribution

Conceptualization.: Hesti Eka Setianingsih

Data curation: Hesti Eka Setianingsih

Formal analysis: Hesti Eka Setianingsih
Investigation: Hesti Eka Setianingsih
Methodology: Hesti Eka Setianingsih

Project administration: Hesti Eka Setianingsih
Supervision: Achsania Hendratmi

Validation: Hesti Eka Setianingsih & Achsania Hendratmi
Visualization: Hesti Eka Setianingsih

Writing — original draft: Hesti Eka Setianingsih
Writing — review & editing: Hesti Eka Setianingsih

References

Abbas, A., Saud, M., Usman, I., & Ekowati, D. (2020). Servant leadership and religiosity: An
indicator of employee performance in the education sector. International Journal of Innovation
Creativity and Change, 13(4), 391-409.
https://www.jjicc.net/images/vol_13/Iss_4/13438_Abbas_2020_E_R.pdf

Abdelwahed, N. A. A., Al Doghan, M. A., Saraih, U. N., & Soomro, B. A. (2024). Unleashing
potential: Islamic leadership’s influence on employee performance via Islamic
organizational values, organizational culture and work motivation. International Journal of Law
and Management. https:/ /doi.org/10.1108/1JLMA-01-2024-0019

Ahmad, K., & Fontaine, R. (2011). Islamic leadership at the International Islamic University
Malaysia.  International  Journal — of  Economics, Management —and — Accounting, 19(2).
https://doi.org/10.31436/ijema.v19i2.179

Ahmad, S., & Owoyemi, M. Y. (2012). The concept of Islamic work ethic: An analysis of some
salient points in the prophetic tradition. International Journal of Business and Social Science, 3(20),
116-123.
https://www.academia.edu/download/33781910/Islamic_Work_Ethics_Hadith.pdf

Al Harbi, M. M. H. (2020). Influence of work life balance on performance of employees in Jordan
Hospitals. International — Journal — of  Research-Granthaalayab, 8(1), 53-58.
https://pdfs.semanticscholar.org/46a7/80fefc35d92b3287dff9f5d48d215b725¢0a.pdf

Al-Amin, M. (2017). Transformational leadership and employee performance mediating effect of
employee engagement. North South Business Review 7(2), 28-40.
https:/ /www.researchgate.net/publication/328530143

Ali, A. J., & Al-Owaihan, A. (2008). Islamic work ethic: A critical review. Cross Cultural Management:
Abn International Journal, 15(1), 5-19. https://doi.org/10.1108/13527600810848791


https://www.ijicc.net/images/vol_13/Iss_4/13438_Abbas_2020_E_R.pdf
https://doi.org/10.1108/IJLMA-01-2024-0019
https://doi.org/10.31436/ijema.v19i2.179
https://www.academia.edu/download/33781910/Islamic_Work_Ethics_Hadith.pdf
https://pdfs.semanticscholar.org/46a7/80fefc35d92b3287dff9f5d48d215b725e0a.pdf
https://www.researchgate.net/publication/328530143
https://doi.org/10.1108/13527600810848791

36 Asian Journal of Islamic Management (AJIM), 2025, 7(1), 19-40

Anggraeni, D. W., & Mulyana, O. P. (2021). Hubungan antara work life balance dengan kepuasan
kerja pada guru SMA Negeri 12 Surabaya di masa pandemi. Character Jurnal Penelitian
Prsikologz, 8(2), 105-114.
https://ejournal.unesa.ac.id/index.php/character/article/view/40938

Avolio, B. J., Walumbwa, J., & Weber, T. J. (2009). Leadership: Current theories, research, and
future directions. Annual Review of Psychology, 60 421-449.
https://doi.org/10.1146/annurev.psych.60.110707.163621

Babcock-Roberson, M. E., & Strickland, O. J. (2010). The relationship between charismatic
leadership, work engagement, and organizational citizenship behaviors. The Journal of
Psychology, 144(3), 313-326. https://doi.org/10.1080/00223981003648336

b

Bass, B. M. (1997). Does the transactional—transformational leadership paradigm transcend
organizational ~and national boundaries?  _American  Psychologist,  52(2),  130.
https://doi.org/10.1037/0003-066X.52.2.130

Bass, B. M., Avolio, B. J., Jung, D. L., & Berson, Y. (2003). Predicting unit performance by assessing
transformational and transactional leadership. Journal of Applied Psychology, §8(2), 207.
https://doi.org/10.1037/0021-9010.88.2.207

Bass, B. M., & Riggio, R. E. (2006). Transformational leadership. Psychology press.

Bougie, R., & Sekaran, U. (2019). Research methods for business: A skill building approach. John Wiley &
Sons.

Biro Pusat Statistik. (2020). Séaran Pers Badan Pusat Statistik (BPS) Hasil Sensus Penduduk Tabun 2020.
https:/ /www.google.co.id/books/edition/Proceedings_of_the_3rd_International_Con/v
c65EAAAQBAJ?hl=id&gbpv=1&dq=BPS.+(2020).+Siaran+Pers+Badan+Pusat+Statist
ik+(BPS)+Hasil+Sensus+Penduduk+Tahun+2020.&pg=PA665&printsec=frontcover

Clark, S. C. (2000). Work/family border theory: A new theory of work/family balance. Human
Relations, 53(6), 747-770. https://doi.org/10.1177/0018726700536001

Conger, J. A., & Kanungo, R. N. (1987). Toward a behavioral theory of charismatic leadership in
organizational  settings.  Academry  of  Management  Review, — 12(4),  637—647.
https://www.jstor.org/stable /258069

Crompton, R., & Lyonette, C. (2006). Work-Life ‘Balance’ in Europe. Acta Sociologica, 49(4), 379—
393. https://doi.org/10.1177/0001699306071680

Dangmei, J., & Singh, A. (2016). Understanding the generation Z: The future workforce. South-
Asian Journal of Multidisciplinary Studies, 3(3), 1-5.
https:/ /www.researchgate.net/publication/305280948_UNDERSTANDING_THE_G
ENERATION_Z_THE_FUTURE_WORKFORCE

Data  Indonesia.  (2022).  Alasan  Gen Z  mengundurkan  diri  dari  tempat  fkerja.
https://databoks.katadata.co.id /ketenagaketjaan/statistik/b3flebd2ecb9163/ini-faktor-

yang-membuat-gen-z-resign-dari-tempat-kerja

Desti Febrian, W., Muliyati, Lily, Rajab, M., & Thamrin AR, M. (2023). Transactional leadership:
Employee performance and organizational performance (Literature review). East Asian
Journal of Multidisciplinary Research, 2(3), 1129-1142.
https://doi.org/10.55927 / eajmr.v2i3.3410

Eliyana, A., & Ma’arif, S. (2019). Job satisfaction and organizational commitment effect in the
transformational leadership towards employee performance. Eurgpean Research on
Management and Business Economics, 25(3), 144-150.
https://doi.org/10.1016/j.iedeen.2019.05.001


https://ejournal.unesa.ac.id/index.php/character/article/view/40938
https://doi.org/10.1146/annurev.psych.60.110707.163621
https://doi.org/10.1080/00223981003648336
https://psycnet.apa.org/doi/10.1037/0003-066X.52.2.130
https://doi.org/10.1037/0021-9010.88.2.207
https://www.google.co.id/books/edition/Proceedings_of_the_3rd_International_Con/vc65EAAAQBAJ?hl=id&gbpv=1&dq=BPS.+(2020).+Siaran+Pers+Badan+Pusat+Statistik+(BPS)+Hasil+Sensus+Penduduk+Tahun+2020.&pg=PA665&printsec=frontcover
https://www.google.co.id/books/edition/Proceedings_of_the_3rd_International_Con/vc65EAAAQBAJ?hl=id&gbpv=1&dq=BPS.+(2020).+Siaran+Pers+Badan+Pusat+Statistik+(BPS)+Hasil+Sensus+Penduduk+Tahun+2020.&pg=PA665&printsec=frontcover
https://www.google.co.id/books/edition/Proceedings_of_the_3rd_International_Con/vc65EAAAQBAJ?hl=id&gbpv=1&dq=BPS.+(2020).+Siaran+Pers+Badan+Pusat+Statistik+(BPS)+Hasil+Sensus+Penduduk+Tahun+2020.&pg=PA665&printsec=frontcover
https://doi.org/10.1177/0018726700536001
https://www.jstor.org/stable/258069
https://doi.org/10.1177/0001699306071680
https://www.researchgate.net/publication/305280948_UNDERSTANDING_THE_GENERATION_Z_THE_FUTURE_WORKFORCE
https://www.researchgate.net/publication/305280948_UNDERSTANDING_THE_GENERATION_Z_THE_FUTURE_WORKFORCE
https://databoks.katadata.co.id/ketenagakerjaan/statistik/b3f1ebd2ecb9163/ini-faktor-yang-membuat-gen-z-resign-dari-tempat-kerja
https://databoks.katadata.co.id/ketenagakerjaan/statistik/b3f1ebd2ecb9163/ini-faktor-yang-membuat-gen-z-resign-dari-tempat-kerja
https://doi.org/10.55927/eajmr.v2i3.3410
https://doi.org/10.1016/j.iedeen.2019.05.001

Islamic leadership and work-life balance: Impact on Generation Z . .. 37

Endayani, F., & Putri, K. C. (2024). Navigating engagement: Exploring the impact of leadership,
work-life balance, and job satisfaction. Jurnal Manajemen Universitas Bung Hatta, 19(02).
https://ejurnal.bunghatta.ac.id/

Fisher, G. G. (2001). Work/ personal life balance: A construct development stndy. Bowling Green State
University.

Garcia-Morales, V. J., Jiménez-Barrionuevo, M. M., & Gutiérrez-Gutiérrez, L. (2012).
Transformational leadership influence on organizational performance through
organizational learning and innovation. Journal of Business Research, 65(7), 1040—1050.

https://doi.org/10.1016/j.jbusres.2011.03.005

Ghoniyah, et. al. (2024). Business sustainability performance through sustainability awareness and
business work ethics in Islamic institutions. Cogent Business & Management, 11(1).
https://doi.org/10.1080/23311975.2024.2303789

Ghozali, 1., & Latan, H. (2015). Partial least squares konsep, teknik dan aplikasi menggunakan program
smartpls 3.0 untuk penelitian empiris. Semarang: Badan Penerbit UNDIP

Gomes, G., Tontini, G., Krause, V. M., & Bernardes, M. (2024). Before and during Covid-19: The
roles of transformational leadership, organizational culture and work-life balance in
healthcare.  Jowrnal —of Health — Organization — and — Management, 38(4), 528-553.
https://doi.org/10.1108 /JHOM-07-2023-0224

Hair, J. F., Hult, G. T\, Ringle, C., & Sarstedt, M. (2017). A primer on partial least squares structural
equation modeling (PLS-SEM). Sage Open, 374.
https://link.springet.com/referenceworkentry/10.1007/978-3-319-57413-4_15

Harjoni, H., Salabi, A., Ningsih, Y., Patoni, P., & Suharmono, S. (2023). Pengaruh kepemimpinan
islami terhadap kinerja karyawan dengan lingkungan kerja Islami sebagai moderasi. Jurnal
Iimiah Edunomika, 8(1). https://doi.org/10.29040/jie.v8i1.11092

Herlina, 1. A., Rahayu, B., & Kristanti, D. (2024). The influence of democratic and charismatic
leadership styles on employee performance. Airlangga Journal of Innovation Management, 5(4),
740-752. https://doi.org/10.20473 /ajim.v5i4.60200

Imran, M. K., Sarwar, A., Fatima, T., & Shabeer, S. (2025). Am I depleting from work or life?
A nexus among work-life balance, self-efficacy, emotional exhaustion, and performance.
Asia-Pacific Journal of Business Administration. https:/ /doi.org/10.1108 /AP]BA-05-2024-0253

Indriasari, R., Permatasari, M., Khair, O. L., Yusuf, A., Susi, S., & Luthfi, A. (2023). The impact of
transformational leadership on employee performance: An intermediary function of

organizational commitment and job satisfaction. Kawanua International Journal of Multicultural
Studies, 4(1), 29-34. https:/ /doi.org/10.30984/kijms.v4i1.580

Kalambayi, J. L., Onojaefe, D. P., Kasse, S. N., & Tengeh, R. (2021). The influence of leadership
styles on employee performance in construction firms. EUREKA: Social and Humanities, (5),
34-48. https://doi.org/10.21303/2504-5571.2021.002037

Kara, D., Kim, H. (L)., Lee, G., & Uysal, M. (2018). The moderating effects of gender and income
between leadership and quality of work life (QWL). International Journal of Contemporary
Hospitality Management, 30(3), 1419-1435. https://doi.org/10.1108 /IJCHM-09-2016-0514

Kembuan, D., Koleangan, R. A. M., & Ogi, I. W. J. (2021). Pengaruh work life balance dan
lingkungan kerja terhadap kinerja karyawan pada PT. Bank Sulutgo cabang utama di
Manado. Jurnal EMBA: Jurnal Riset Ekonomi, Manajemen, Bisnis dan Akuntansi, 9(3), 1257—
1266. https://doi.org/10.35794/emba.v9i3.35510

Khan, K., Abbas, M., Gul, A., & Raja, U. (2015). Organizational justice and job outcomes:
Moderating role of Islamic work ethic. Journal of Business Ethics, 126, 235-240.
https://doi.org/10.1007/s10551-013-1937-2


https://ejurnal.bunghatta.ac.id/
https://doi.org/10.1016/j.jbusres.2011.03.005
https://doi.org/10.1080/23311975.2024.2303789
https://doi.org/10.1108/JHOM-07-2023-0224
https://link.springer.com/referenceworkentry/10.1007/978-3-319-57413-4_15
https://doi.org/10.29040/jie.v8i1.11092
https://doi.org/10.20473/ajim.v5i4.60200
https://doi.org/10.1108/APJBA-05-2024-0253
https://doi.org/10.30984/kijms.v4i1.580
https://doi.org/10.21303/2504-5571.2021.002037
https://doi.org/10.1108/IJCHM-09-2016-0514
https://doi.org/10.35794/emba.v9i3.35510
https://doi.org/10.1007/s10551-013-1937-2

38 Asian Journal of Islamic Management (AJIM), 2025, 7(1), 19-40

Kiersch, C., & Peters, J. (2017). Leadership from the inside out: Student leadership development
within authentic leadership and servant leadership frameworks. Journal of Leadership
Education, 16(1). http:/ /leadershipeducators.org/page-1014283

Kock, N., & Hadaya, P. (2018). Minimum sample size estimation in PLS-SEM: The inverse square

root and gamma-exponential methods. Information Systems Journal, 28(1), 227-261.
https://doi.org/10.1111/isj.12131

Kumar, A. (2019). A study of significant characteristics of e-payment regime in India. International
Journal of Management, 7(1), 109-113. https://doi.org/10.5281/zenodo.6671536

Kumar D. D., Mishra, D., Dashora, J., & Kr Dubey, D. (2023). The impact of transformational
leadership on employee engagement and performance: A comprehensive review.
International Jonrnal of Advanced Research in Science, Communication and Technology (ILARSCT),
3(1). https://doi.org/10.48175/568

Kusnadi, E., Wulandari, A., & Edy, S. (2024). The effect of charismatic leadership and motivation
on employee performance mediated by work discipline at PT. Payung Indonesia Kuat.
Ekombis  Review:  Jurnal — Ilmiah — Ekonomi — dan  Bisnis,  12(3),  2539-2548.
https://doi.org/10.37676/ekombis.v12i3

Li, H., Sajjad, N., Wang, Q., Muhammad Ali, A., Khaqan, Z., & Amina, S. (2019). Influence of
transformational leadership on employees’ innovative work behavior in sustainable

organizations: Test of mediation and moderation processes. Swustainability, 11(6), 1594.
https://doi.org/10.3390/sul1061594

Lukmiati, R. (2020). Pengaruh work life balance terhadap kinerja karyawan. Jurmal Ekobis Dewantara,
3(3), 46-50. https://media.neliti.com/media/publications/455345-none-7f4acbb0.pdf

Luu, T. T. (2023). Collectively crafting the sales job: Linking charismatic leadership to sales teams’
petformance. Personnel Review, 52(8), 2048-2069. https://doi.org/10.1108/PR-08-2020-
0634

Malik, N., & Dhar, R. L. (2017). Authentic leadership and its impact on extra role behaviour of
nurses: The mediating role of psychological capital and the moderating role of autonomy.
Personnel Review, 46(2), 277-296. https://doi.org/10.1108 /PR-05-2015-0140

Musoli, M., & Yamini, E. A. (2020). Peran etika kerja Islam dan keterikatan karyawan dalam
meningkatkan organizational citizenship behaviout. [BTI: Jurnal Bisnis: Teori dan Implementasi,
11(3), 260-273. https://dx.doi.org/10.18196/jbti.v11i3.10778

Mustaqfirin, H., S., & Sumeka, K. (2021). Transformational and transactional leadership influence
on job performance through mediating of knowledge sharing: Ancored by Cor theory.
Jurnal Studi Managemen Bisnis, 1(2).
https://jurnal.umk.ac.id/index.php/jsmb/article/view /8123

Oringo, J. O., Ndegwa, P. W., & Omari, D. O. (2020). The role of generation Z employees on
performance of Kenyan firms. International Jonrnal of Scientific Engineering and Science, 4(10),
38-43.
https:/ /www.researchgate.net/publication/345633607_The_Role_of_Generation_7_Em

ployees_on_Performance_of_Kenyan_Firms

Ozkan, M., & Solmaz, B. (2015). The changing face of the employees—generation Z and their
petceptions of work (A study applied to university students). Procedia Economics and Finance,
26, 476-483. https://doi.org/10.1016/S2212-5671(15)00876-X

Park, J., & Gursoy, D. (2012). Generation effects on work engagement among US hotel employees.
International Journal of Hospitality Management, 31(4), 1195-1202.
https://doi.org/10.1016/5.ijhm.2012.02.007


http://leadershipeducators.org/page-1014283
https://doi.org/10.1111/isj.12131
https://doi.org/10.5281/zenodo.6671536
https://doi.org/10.48175/568
https://doi.org/10.37676/ekombis.v12i3
https://doi.org/10.3390/su11061594
https://media.neliti.com/media/publications/455345-none-7f4acbb0.pdf
https://doi.org/10.1108/PR-08-2020-0634
https://doi.org/10.1108/PR-08-2020-0634
https://doi.org/10.1108/PR-05-2015-0140
https://dx.doi.org/10.18196/jbti.v11i3.10778
https://jurnal.umk.ac.id/index.php/jsmb/article/view/8123
https://www.researchgate.net/publication/345633607_The_Role_of_Generation_Z_Employees_on_Performance_of_Kenyan_Firms
https://www.researchgate.net/publication/345633607_The_Role_of_Generation_Z_Employees_on_Performance_of_Kenyan_Firms
https://doi.org/10.1016/S2212-5671(15)00876-X
https://doi.org/10.1016/j.ijhm.2012.02.007

Islamic leadership and work-life balance: Impact on Generation Z . .. 39

Perkasa Alam, B., Ratnasih, C., & Susilastuty, D. (2023). The effect of transactional leadership and
burnout on employee performance. Journal Research of Social Science, Economics, and
Management, 2(11), 2621-2630. https://doi.org/10.59141 /jrssem.v2il1.465

Poluan, A. R. (2018). Pengaruh work-life balance, beban kerja dan gaya kepemimpinan terhadap
kinerja pegawai PT. Bank Negara Indonesia (Persero) Tbk, Kantor Cabang Manado. Jurnal
Riset Bisnis dan Manajemen, 6(4), 347-356.
https://ejournal.unsrat.ac.id/index.php/jrbm/article/view/21076

Putu, N., Wahyuni, D., Alfia Purwandari, D., Yanuar, T., & Syah, R. (2019). Transactional
leadership, motivation, and employee performance. Journal of Multidisciplinary Academic, 3(5).
https://kemalapublisher.com/index.php/JoMA /atticle/view/413

Rafia, R., Sudiro, A., & Sunaryo. (2020). The effect of transformational leadership on employee
performance mediated by job satisfaction and employee engagement. International Journal of
Business, Economics and Law, 21(5). https:/ /www.ijbel.com/wp-
content/uploads/2020/06/IJBEL21_257.pdf

Rivai, V. (2004). Manajemen sumber daya manusia untuk perusahaan (1st ed.). PT. Raja Grafindo.

Riyanto, S., & Endri, E. (2021). The influence of transformational leadership and the work
environment on employee performance: Mediating role of discipline. Academy of
Entreprenenrship Journal, 27(6), 1-11. https:/ /www.researchgate.net/publication/355663917

Rumondang, C., Asnawati, A., & Imanda, A. (2022). Performance of general criminal employees
at the state prosecutor’s office of Bengkulu. Professional: Jurnal Komunikasi dan Administrasi
Publik, 9(2), 587-590. https://doi.org/10.37676/professional.v9i2.3495

Runtu, R. H., Pio, R. J., & Asaloei, S. (2022). Pengaruh lingkungan kerja dan work life balance
terhadap kepuasan kerja pada kantor pos cabang utama Manado. Productivity, 3(4), 378-383.
https://ejournal.unsrat.ac.id/index.php/productivity/article /view /42994

Saeed, M., Khaliq Alvi, A., & Faizan Jamil, M. (2014). Work life balance and charismatic leadership
in  educational sector of Pakistan 1.  Sclwnt(Lahore), 26(4), 1847-1850.
https://dx.doi.org/10.2139/ssrn.2937183

Safria, D. (2022). Pengaruh work life balance, kepemimpinan transformasional, dan budaya organ-
isasi terhadap employee engagement dalam membentuk kinerja pada karyawan generasi Y.
Jurnal Ekonomi, Manajemen dan Perbankan (Journal of Economics, Management and Banking), 8(2),
53—64. http://dx.doi.org/10.35384 /jemp.v8i2.269

Salem, I. E., El Gamil, R., El-Said, O. A., & Youssif, M. (2025). Empowering impact: The influence
of charismatic leadership via corporate social responsibility on employee quality of life in
hotels.  Journal  of  Hospitality — and — Tourism  Insights.  8(6),  2418-2439.
https://doi.org/10.1108 /JHTI-07-2024-0688

Salloum, C., Jarrar, H., Chaanine, N., Al Sayah, M., & Verdie, J. F. (2024). Winning hearts and
minds: the charismatic leader’s role in SME productivity. Eurgpean Business Review, 36(4),
494-509. https://doi.org/10.1108/EBR-04-2023-0126

Sanda, A., & Arthur, N. A. D. (2017). Relational impact of authentic and transactional leadership
styles on employee creativity: The role of work-related flow and climate for innovation.
African  Journal — of  Economic — and  Management — Studies, — 8(3),  274-295.
https://doi.org/10.1108/AJEMS-07-2016-0098

Sani, K. F., & Adisa, T. A. (2024). Work-life balance: Does leadership matter? Employee Relations,
46(2), 269-286. https://doi.org/10.1108 /ER-03-2023-0145

Schroth, H. (2019). Are you ready for Gen Z in the workplace? California Management Review, 61(3),
5-18. https://doi.org/10.1177/0008125619841006



https://doi.org/10.59141/jrssem.v2i11.465
https://ejournal.unsrat.ac.id/index.php/jrbm/article/view/21076
https://kemalapublisher.com/index.php/JoMA/article/view/413
https://www.ijbel.com/wp-content/uploads/2020/06/IJBEL21_257.pdf
https://www.ijbel.com/wp-content/uploads/2020/06/IJBEL21_257.pdf
https://www.researchgate.net/publication/355663917
https://doi.org/10.37676/professional.v9i2.3495
https://ejournal.unsrat.ac.id/index.php/productivity/article/view/42994
https://ssrn.com/abstract=2937183https:/dx.doi.org/10.2139/ssrn.2937183
http://dx.doi.org/10.35384/jemp.v8i2.269
https://doi.org/10.1108/JHTI-07-2024-0688
https://doi.org/10.1108/EBR-04-2023-0126
https://doi.org/10.1108/AJEMS-07-2016-0098
https://doi.org/10.1108/ER-03-2023-0145
https://doi.org/10.1177/0008125619841006

40 Asian Journal of Islamic Management (AJIM), 2025, 7(1), 19-40

Setiawan, R. (2014). Hubungan kepemimpinan karismatik, kepemimpinan transformasional dan
kepemimpinan transaksional dengan kinerja bawahan. Jurnal Ekonomi dan Bisnis Airlangga,
24(3), 198-205. https://doi.org/10.20473 /jeba.V24132014.198-205

Sugiyono. (2014). Metode penelitian kombinasi (Mix Methodes). Alfabeta.

Sujith, M. V., & Udayanga, S. (n.d.). The impact of the transactional leadership on organizational
productivity: A monographic study. International Journal of Multidisciplinary and Current
Educational Research. 2(5), 297-309 https:/ /www.ijmcet.com/wp-
content/uploads/2023/07/IJMCER_GG02502970309.pdf

Suyatin, S. (2019). The effect of leadership style on employee performance of the PPIC Division
of PT. Prima Components Indonesia BSD-Tangerang. PINIST Discretion Review, 3(1), 61—
68. http://dx.doi.org/10.26858 /pdr.v3il.13273

Tuan, L. T., & Thao, V. T. (2018). Charismatic leadership and public service recovery performance.
Marketing Intelligence and Planning, 36(1), 108-123. https://doi.org/10.1108 /MIP-06-2017-
0122

Twenge, J. M. (2010). A review of the empirical evidence on generational differences in work
attitudes. Journal of Business and Psychology, 25, 201-210. https://doi.org/10.1007/s10869-
010-9165-6

Udin, U. (2024). Islamic leadership: Bibliometric analysis of global research using VOSviewer.
International ~ Journal — of  Human  Capital in  Urban  Management, 9(4), T35-T746.
https://doi.org/10.22034/IJHCUM.2024.04.12

Ul Haq, M. L, Farooqi, Y.A., & Ahmad, M. (2016). The relationship between charismatic
leadership, work engagement, and organizational citizenship behaviors and job
responsibities. Journal of  Marketing and Consumer Research 21).
https://iiste.org/Journals/index.php/JMCR /article /view /29208

Vinzi, V. E., Chin, W. W., Henseler, J., & Wang, H. (2010). Handbook of partial least squares (Nol.
201, Issue 1). Springer.

Walsh, M. M., Carleton, E. L., Ziemer, J., & Ortynsky, M. (2024). The salience of remote leadership:
implications for follower self-control and work-life balance. International Journal of Manpower,
45(2), 237-254. https://doi.org/10.1108/1JM-12-2022-0652

Wulandari, M., & Hadi, H. K. (2021). Peran job satisfaction sebagai variabel intervening antara
work life balance terhadap employee performance. Jurnal llmn Manajemen, 9(2), 816.
http://dx.doi.org/10.26740/jim.vIn2.p816-829

Wauryaningrat, N. F., Hidayat, N., & Kumajas, M. L. (2024). The impact of transformational and
transactional leadership on employee performance. Klabat Journal of Management, 5.
https://doi.org/10.60090/kjm.v5i2

Yousef, D. A. (2001). Islamic work ethic—A moderator between organizational commitment and

job satisfaction in a cross-cultural context. Personnel Review, 30(2), 152—169.
http://dx.doi.org/10.1108/00483480110380325

Zameer, H., Ali, S., Nisar, W., & Amir, M. (2014). The impact of the motivation on the employee’s
performance in beverage industry of Pakistan. International Journal of Academic Research in
Accounting, Finance and Management Sciences, 4(1), 293-298.
http://dx.doi.org/10.6007 /IJARAFMS /v4-i1/630


https://doi.org/10.20473/jeba.V24I32014.198-205
https://www.ijmcer.com/wp-content/uploads/2023/07/IJMCER_GG02502970309.pdf
https://www.ijmcer.com/wp-content/uploads/2023/07/IJMCER_GG02502970309.pdf
http://dx.doi.org/10.26858/pdr.v3i1.13273
https://doi.org/10.1108/MIP-06-2017-0122
https://doi.org/10.1108/MIP-06-2017-0122
https://doi.org/10.1007/s10869-010-9165-6
https://doi.org/10.1007/s10869-010-9165-6
https://doi.org/10.22034/IJHCUM.2024.04.12
https://iiste.org/Journals/index.php/JMCR/article/view/29208
https://doi.org/10.1108/IJM-12-2022-0652
http://dx.doi.org/10.26740/jim.v9n2.p816-829
https://doi.org/10.60090/kjm.v5i2
http://dx.doi.org/10.1108/00483480110380325
http://dx.doi.org/10.6007/IJARAFMS/v4-i1/630

