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ABSTRACT 

This article aims to determine the influence of workload and quality of 
work life on the performance of police officers at Korlantas Police 
Headquarters with job satisfaction as an intervening variable. The 
research sample was 249 police officers at Korlantas Mabes indonesian 
police. The sample selection method uses probability sampling 
techniques. Data were collected by distributing questionnaires. The 
questionnaire used was tested for validity and reliability first, before 
entering the further analysis stage. Analysis of research data using SEM 
(Structural Equation Modeling) with processing program AMOS software. 
The results showed that workload has no effect on job satisfaction and 
work performance while quality work of life has positive and significant 
effect on job satisfaction and work performance. Meanwhile, job 
satisfaction has positive and significant effect on job performance. Job 
satisfaction has no mediating effect on the relationship between workload 
and performance of temporary employees job satisfaction was found have 
a mediating effect on the relationship between quality work of life and 
employee performance. 
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INTRODUCTION 
The police are one of the state institutions as the front line of guarding the 

community with the implementation of their duties which are quite heavy and tend to 
be carried out individually in the field and they are required to be able to make 
decisions individually in facing real situations. The main duties of the police are tasks 
that must be carried out or carried out by a police institution, thus the institutional 
duties carried out by members of the police can be interpreted as a form or type of 
work that has a large responsibility. Currently, the bureaucratic reform within the 
National Police is continuing, including instrumental, structural, and cultural reforms. 
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Instrumental reform will include vehicles and technology to support Indonesian 
Police's duties in the field. Because it is hoped that Indonesian Police's duties will be 
better than before, so they must maintain the equipment they have in order to function 
properly and can help police performance in the field. Then based on Presidential 
Regulation No.52 dated 4 August 2010 Dit. Then the Police became the Traffic Police 
Corps (Korlantas Indonesian Police). Korlantas Indonesian Police has a direct position 
under the Chief of Police, tasked with fostering and carrying out traffic functions 
including public education, law enforcement, assessing traffic problems, registering 
and identifying drivers and motorized vehicles as well as road patrols. The existence of 
Korlantas itself is expected to be able to make drivers and motorized vehicles more 
organized so that accidents on the road can be avoided. And here is the performance of 
the Korlantas Indonesian Police for the last 4 years. 

 
Figure 1. Graph of Korlantas Performance 

 
Source: Korlantas Indonesian Police (2019) 

 
Based on Figure 1 above, it can be seen that the performance of the traffic police 

has fluctuated and tended to decline in the last two years, the researcher tried to make 
an initial questionnaire to find out the reasons behind the fluctuating performance of 
traffic police at the Traffic Police Corps Headquarters Police. 

 
Figure 2. Questionnaire for Fluctuating Reasons 

 
Source: Researcher Data (2020) 

 
Based on Figure 2 above, the results of the quality work life questionnaire are 

one of the factors that affect performance. The work environment of traffic police 
officers at Korlantas, who are mostly on the streets, is one of the causes of quality work 
life to affect organizational performance. An organization that recognizes the role of 
human resources and productivity improvement and appreciates the strength of a 
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workforce that is committed, especially directed at resources and management, to a 
development environment where workers can contribute to improved performance at 
maximum capacity. Efforts like this are known as quality work life or employee 
engagement strategies (Lilian M. de Menezes 2012; Wibowo, 2009). Quality of work life 
also affects productivity (Kossen, 1993). The thing related to the next performance is 
the excessive workload of the traffic police at Korlantas. An increased workload 
sometimes has problems, including employees who are prone to burnout due to the 
workload. Robbin (2003) Ming-Chun Tsai1 et.al. (2018), Alfani (2018) stated that 
positive and negative workload is a problem of perception. Korlantas members who 
have a high workload are required to work to meet the predetermined targets, namely 
as an information and communication control center that regulates traffic in Indonesia. 
But in reality Korlantas members often do work outside of the above work, including 
(a.) Maintenance of public order, (b) securing demonstrations and vital objects, 
controlling the masses, negotiating and searching and rescuing  (Pasaribu & Indrawati, 
2016; Omar Durrah et al., 2016; Wahyuni & Irfani, 2019). 

Excess workload and organizational climate that is less conducive will affect 
employee job satisfaction. High workload has a negative effect on job satisfaction 
(Mustapha and Ghee, 2013). In addition to the phenomena related to organizational 
performance, this research is also based on the existence of a number of research gaps, 
namely: First, previous studies on organizational performance were mostly carried out 
in other service industries while in the law enforcement industry it was still relatively 
small (Iskandar & Sembada 2012; Sitepu, 2013; Hersanti et al., 2020). Along with the 
high accident fatality rate, it is very important to conduct research on the performance 
of the organization, especially in the law enforcement agencies of the National Police 
Corps, so that an appropriate strategy can be formulated to improve organizational 
performance and reduce the number of accidents (Hadi & Rahman 2018; Fathiyah, 
Firdaus & Putra, 2017). Second, the results of previous studies still show different or 
inconsistent results for several influences between variables.   

Based on the explanation of the background of the problem above, there are 
differences in the findings and the results of the pre-survey conducted by the 
researcher, the researcher is interested in researching, reviewing and reconfirming the 
relationship of each variable to different situations and conditions that are more or less 
the same and raising the theme "Effect Workload and Quality of Work Life on the 
Performance of Korlantas at National Police Headquarters with job satisfaction as an 
intervening variable. " 

Mangkunegara (2016) stated that the definition of performance is the quality and 
quantity of work achieved by an employee or an employee in carrying out their duties 
in accordance with the responsibilities assigned to them. Another opinion explained by 
Sutrisno (2016) that performance is a person's success in carrying out a task, the work 
results that can be achieved by a person or group of people in an organization 
according to their respective authority and responsibility or about how someone is 
expected to function and behave in accordance with tasks that have been assigned to 
him and the quantity, quality, and time used in carrying out the task. Based on the 
definitions of the experts above, it can be concluded that performance is the work 
achieved by employees in an organization in accordance with the authority and 
responsibilities given by the organization in an effort to achieve the vision, mission and 
goals of the organization. Performance is a series of activities that illustrate the extent 
to which the results achieved by employees in carrying out their duties and 
responsibilities in the form of public accountability, can be in the form of successes or 
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deficiencies that have occurred. The results of a job can be in the form of goods or 
services and employee performance can be seen from the goods or services produced 
by the employee. 

 
METHOD 

This research has the object of research, namely members of the police on duty 
at Korlantas Indonesian Police. The variables studied consisted of 4 variables, namely: 
performance as the dependent variable, workload and work life quality as independent 
variables and job satisfaction as an intervening variable. The population will be used in 
this study are members of the Police in the Indonesian National Police Headquarters 
2019. The data source of this research is the result of filling out a questionnaire that will 
be given to members of the Police at the Indonesian National Police Headquarters.  
According to Hair et al. (1998), the maximum sample size is 10 (ten) times the number 
of question items (indicators) contained in the questionnaire, so that if the question 
items are 38, the sample size is 38 X 10 = 380 respondents. This number is an initial 
determination sample only, because if abnormal data appears from the data, the 
sample size is no longer appropriate. Sampling in this study was carried out by taking 
random samples from police officers of Korlantas Indonesian Police Headquarters. In 
this study, the authors use the basis for measuring the performance variables adopted 
from the study of Prawirosentono (2008), while the workload variable was adopted 
from the study Hart and Staveland (1988). The measurement of the quality of work life 
variable was adopted from the research of Walton (1975) in Kanten (2012), while the 
variable was adopted from Luthans' research (2006). 
 
RESULT AND DISCUSSION 
Hubungan Kausalitas 

 
Sumber: Result from Researchers (2020) 

 
Figure 3 Diagram Alur Penelitian 

Based on the picture above, the shape in the circle of the research flowchart is an 
observed variable using a questionnaire, such as the workload variable with 9 
indicators BK1, BK2, BK3, BK4, BK5, BK6, BK7, BK8, and BK9. Each of the indicator 
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items has standard errors e1, e2, e3, e4, e5, e6, e7, e8 and e9. This also applies to 
constructs - other constructs are formed from each of the indicators. In the variable 
quality of work life with 10 indicator items QWL1, QWL2, QWL3, QWL4, QWL5, QWL6, 
QWL7, QWL8, QWL9, QWL10 and every 10 indicators there are standard errors e10, 
e11, e12, e13, e14, e15, e16, e17, e18, e19. On the job satisfaction variable with 8 
indicator items KK1, KK2, KK3, KK5, KK6, KK7, KK8, KK9 of the 8 indicators have 
standard errors of e21, e22, e23, e25, e, 26, e27, e28 and e, 29. Whereas the performance 
variable with 8 indicator items is KI1, KI2, KI3, KI5, KI6, KI7, KI8, KI9 with standard 
errors of each of the 8 indicators, these are e30, e31, e32, e, 34, e35, e36, e37, e38. 
Researchers use the AMOS v.24 software in the AMOS application, the effect of quality 
is simply depicted in a flowchart and then the program language converts the image 
into an equation, then the equation becomes an estimate. 
Validity and Reliability 

Test In testing the validity carried out in this study to determine how 
appropriate (valid) and whether the statements in this study. The basis for making a 
decision can be seen by comparing the value of Corrected Item-Total Correlation 
compared to the value of the R Table with a level of 0.05 of 0.139. If the results of 
Corrected Item Total Correlation > 0.139 then the data is valid, and vice versa if the results 
of Corrected Item Total Correlation <0.139 are invalid data.  After doing the validity test, 
the researcher tested the reliability. By comparing the alpha coefficient value by 
comparing the results of the Cronbach's Alpha value > 0.7, the data is reliable and vice 
versa. Below are the results of the validity and reliability of this study. 

 
Table 1. Reliability and Validity Test Results of Questionnaire 

Constructs / Latent 
Variable 

Reliability ((Cronbach's 
AlphaCronbach's Alpha)) 

Item 
(Indicator) 

Corrected Item 
Total Correlation 

  0.902 BK1 0.742 

  0.899 BK2 0.798 

  0.908 BK3 0.663 

  0.898 BK4 0.805 

Workload 0.907 BK5 0.672 

  0.900 BK6 0.784 

  0.904 BK7 0.716 

  0.909 BK8 0.648 

  0.917 BK9 0.516 

  0.887 QWL1 0.631 

  0.882 QWL2 0.710 

  0.885 QWL3 0.659 

  0.890 QWL4 0.571 
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  0.889 QWL5 0.588 

Quality of Work Life 0.890 QWL6 0.567 

  0.887 QWL7 0.618 

  0.883 QWL8 0.702 

  0.887 QWL9 0.617 

  0.891 QWL10 0.563 

  0.884 QWL11 0.674 

  0.845 KK1 0.699 

  0.850 KK2 0.642 

  0.859 KK3 0.546 

Job Satisfaction 0.857 KK5 0.560 

  0.853 KK6 0.615 

  0.846 KK7 0.695 

  0.854 KK8 0.599 

  0.860 KK9 0.542 

  0.852 KI1 0.723 

  0.858 KI2 0.656 

  0.865 KI3 0.574 

  0.865 KI5 0.578 

Employee 
Performance 

0.860 KI6 0.636 

  0.854 KI7 0.711 

  0.862 KI8 0.612 

  0.870 KI9 0.521 

Source: Processed by Researchers (2020) 
 
  Based on the table above shows that all indicators (observed) are valid, because 
the results on the Corrected Item Total Correlation > r table (0.139). It can be said that all 
indicators (observed) are suitable to be used as indicators of constructs (latent variables). 
While the reliability results (Cronbach's alpha) have a value of> 0.7, it can be concluded 
that the research variables (constructs) in the form of workload variables, quality of work 
life, job satisfaction and overall performance are reliable or have high reliability. 
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Data Normality Test Normality 
test is one of the requirements for processing SEM modeling that will be made 

in this study. In assessing the normality of the data in this study, it was carried out by 
looking at the Asymp Sig > 0.05, so the data were normally distributed. Following 
below are the results of the normality test in this study: 

Tale 2 Uji Normalitas 
 

 Unstandardized Residual 

N 380 
Normal Parametersa,b Mean ,0000000 

Std. Deviation 2,89048269 
Most Extreme Differences Absolute ,116 

Positive ,065 
Negative -,116 

Kolmogorov-Smirnov Z 2,267 
Asymp. Sig. (2-tailed) ,160 

a. Test distribution is Normal. 
b. Calculated from data. 

 
The results output above, the Asymp Sig in this study is 0.16> 0.05, it can be 

assumed that the data is normally distributed, and meets the requirements for further 
testing. 

Hypothesis 
Test Test Explanatory Factor Analysis (EFA) 

in factor analysis aims to determine how much influence the independent 
variables have on the dependent variable. As a basis for decision making, it can be seen 
in the output value of the Kaiser Mayer Olkin Measure of Sampling Adequacy (KMO MSA) 
and the significant value on the Bartlett's Test of Spherincity. Based on the results of the 
KMO MSA value in the study below, it is 0.94> 0.50 and a significant value of 0.00 
<0.05. So overall data analysis in this study can be continued because it has met the 
first requirements. Below is the KMO MSA results in this study are: 

Test Confirmatory Factor Analysis (CFA) test the validity of this study were tested 
using AMOS program to view a table of output estimate by comparing the p-value with 
an alpha of 0.05, when the results of p- value is denoted by *** or ≤ 0.05 then the 
indicator is declared valid. Besides being able to compare the p-value with alpha, the 
CFA can be seen in the CFI output results> 0.90 so the data is valid. Then it can be seen 
in the GFI output results> 0.90, the data is declared valid, it can also be seen in the TLI 
output results> 0.90, the data is declared valid and RMSEA <0.05 the data is declared 
valid. 
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Figure 4 Confirmatory Factor Analysis (Full Model) 

 
The results of the image above are the results of testing for Confirmatory Factor 

Analysisusing AMOS, based on the results above indicate that the constructs in this 
research model are fit. It can be seen from the results of the P Value, CMIN, RMSEA, 
GFI, TLI and CFI. Here below are the results output in the table estimate in this study: 

 
Table 3 Model Fit Summary CMIN& P Value 

Model NPAR CMIN DF P CMIN/DF 

Default model 76 594,905 554 ,111 1,074 

Saturated model 630 ,000 0 
  

Independence model 35 6489,605 595 ,000 10,907 

 
Based on the results of the table above, it shows the P value of 0.11> 0.05, so the 

model in the study is declared fit, according to the basis for decision making. While the 
CMIN results in this study were 1.07. To strengthen the model in research, it can be 
seen from the GFI results. 

Table 4 Model Fit Summary GFI 

Model RMR GFI AGFI PGFI 

Default model ,026 ,920 ,909 ,809 

Saturated model ,000 1,000 
  

Independence model ,205 ,230 ,185 ,217 

The output above shows that the GFI value is 0.92> 0 , 90, it can be concluded that the 
model in the study is declared fit, in accordance with the basis for decision making, in 
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addition to seeing how fit the model in research can look at the results of the TLIoutput 
and CFI 

Table 5 Model Fit Summary TLI & CFI 

Model 
NFI 

Delta1 
RFI 

rho1 
IFI 

Delta2 
TLI 

rho2 
CFI 

Default model ,908 ,902 ,993 ,993 ,993 

Saturated model 1,000 
 

1,000 
 

1,000 

Independence model ,000 ,000 ,000 ,000 ,000 

From the results output above shows that the TLI value is 0.99> 0.90 and the 
results of the CFI value are 0.99> 0.90, which means that the model in the study is 
declared fit, because it is in accordance with the basis for decision making. To 
strengthen this research, it can be seen that the RMSEA value in this study. 

Table 6 Model Fit Summary RMSEA 

Model RMSEA LO 90 HI 90 PCLOSE 

Default model ,014 ,000 ,022 1,000 

Independence model ,162 ,158 ,165 ,000 

Overall that the model in the study is fit, but to strengthen a study it can be 
seen In the RMSEA results, the RMSEA results are 0.01 <0.05, it can be concluded that 
the model in the study is fit and meets the requirements. 
a.   Causality Analysis (Structural Equations) 

Estimation analysis is carried out in order to know and analyze the full model 
to see the suitability in the research model and the causality relationship built into the 
model being tested. The following is the result of the Full Model in this study: 

 
Figure 5 Results of Structural Equation Analysis 
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b. Evaluasi Kriteria Ketetapan Model (Goodnes of Fit Model) 
From the above image of testing the suitability of the model is evaluated 

through a review of the various criteria goodnes of fitmodel,to measure in evaluating 
this criterion along with the limit value(cutvalue)as follows: 

Table 7 Test Accuracy Model 
Goodnes of Fit Index Cut of Value Estimation Results Description 

Chi-Square expected to be 
small expected 

to be small  

594,90 Fit Model 

P-Value >0,05 0,111 Fit Model 

CMIN/DF <2,00 1,704 Fit Model 

GFI >0,90 0,92 Fit Model 

RMSEA <0,08 0,01 Fit Model 

TLI >0,90 0,99 Fit Model 

AGFI >0,90 0,90 Fit Model 

CFI >0,90 0,99 Fit Model 

 From the output above states that the results of the Chi-Square value are 594.90 
with a P value of 0.11> 0.05, it can be concluded that the probability value meets the 
recommended standard value so that the model is fit. The GFI value is 0.90> 0.90 then 
the RMSEA value is 0.01 <0.05, then the TLI value is 0.99> 0.90 and the CFI value is 
0.99> 0.90. It can be concluded that the results of the analysis are marginally feasible. 
a. Hypothesis testing. 

Testing is done by looking at the value Critical Ratio in the table below: 
 

Table 8 Hypothesis Test 

   
Estimate S.E. C.R. P Label 

KK <--- BK -,211 ,044 -4,842 *** 
 

KK <--- QWL ,315 ,059 5,310 *** 
 

KI <--- BK -,203 ,034 -6,027 *** 
 

KI <--- QWL ,357 ,049 7,254 *** 
 

KI <--- KK ,429 ,052 8,322 *** 
 

BK1 <--- BK 1,000 
    

BK2 <--- BK ,952 ,054 17,633 *** 
 

BK3 <--- BK ,899 ,063 14,187 *** 
 

BK4 <--- BK 1,048 ,058 18,172 *** 
 

BK5 <--- BK ,807 ,056 14,494 *** 
 

BK6 <--- BK ,861 ,050 17,303 *** 
 

BK7 <--- BK ,853 ,054 15,662 *** 
 

BK8 <--- BK ,710 ,051 13,836 *** 
 

BK9 <--- BK ,630 ,058 10,772 *** 
 

QWL1 <--- QWL 1,000 
    

QWL2 <--- QWL ,971 ,074 13,042 *** 
 

QWL3 <--- QWL ,889 ,073 12,127 *** 
 

QWL4 <--- QWL ,819 ,077 10,640 *** 
 

QWL5 <--- QWL ,898 ,082 10,951 *** 
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Estimate S.E. C.R. P Label 

QWL6 <--- QWL ,760 ,072 10,560 *** 
 

QWL7 <--- QWL ,829 ,072 11,534 *** 
 

QWL8 <--- QWL ,923 ,072 12,875 *** 
 

QWL9 <--- QWL ,911 ,079 11,488 *** 
 

QWL10 <--- QWL ,845 ,081 10,479 *** 
 

KK1 <--- KK 1,000 
    

KK2 <--- KK ,901 ,067 13,412 *** 
 

KK3 <--- KK ,801 ,072 11,189 *** 
 

KK5 <--- KK ,772 ,068 11,354 *** 
 

KK6 <--- KK ,849 ,067 12,595 *** 
 

KK7 <--- KK ,949 ,065 14,650 *** 
 

KK8 <--- KK ,930 ,073 12,660 *** 
 

KK9 <--- KK ,842 ,076 11,045 *** 
 

KI1 <--- KI 1,000 
    

KI2 <--- KI ,902 ,064 14,002 *** 
 

KI3 <--- KI ,834 ,069 12,044 *** 
 

KI5 <--- KI ,808 ,065 12,380 *** 
 

KI6 <--- KI ,859 ,065 13,303 *** 
 

KI7 <--- KI ,950 ,062 15,348 *** 
 

KI8 <--- KI ,943 ,071 13,267 *** 
 

KI9 <--- KI ,817 ,072 11,290 *** 
 

 
1)   Hypothesis 1 
Thevalue of the criticalratio of workload to job satisfaction is 4.84> 1.96, thus that the 
workload variable has a significant effect on job satisfaction indirectly. It can be 
concluded that hypothesis 1 states that a significant effect of workload on job 
satisfaction is acceptable. 
2)  Hypothesis 2 
The critical ratio value quality of work life on job satisfaction is 5.31> 1.96, thus that 
thevariable quality of work life has a significant effect on job satisfaction. It can be 
concluded that hypothesis 2 states that the significant influence of quality of work life on 
job satisfaction is acceptable. 
3)   Hypothesis 3 
Thevalue of criticaltheratio workloadto employee performance is 6.02> 1.96, thus, the 
workload variable has a significant effect on employee performance. It can be 
concluded that hypothesis 3 states that a significant effect of workload on employee 
performance is acceptable. 
4)   Hypothesis 4 
The critical ratio value quality of work life on employee performance is 7.25> 1.96, thus 
that thevariable quality of work life  has a significant effect on employee performance. It 
can be concluded that hypothesis 4 states that the significant influence of the quality of 
work life variable on employee performance variables is acceptable. 
5)   Hypothesis 5 
Thevalue of criticalratio job satisfactionto employee performance is 7.25> 1.96, so that 
the job satisfaction variable has a significant effect on performance. It can be concluded 
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that hypothesis 5 states that there is a significant effect of job satisfaction on 
performance is acceptable. 
 
Direct and Indirect Effects 
a.              Direct Effect (Direct Effect) Direct effect 

It is the effect indicated by one arrow on the diagram and in accordance with 
the given hypothesis. Below is a direct influence on this research model: 

Table 9. Direct Effect 

 
BK QWL KK KI 

KK 0,276 0,320 0,000 0,000 

KI 0,271 0,370 0,438 0,000 

From the table above shows that the direct effect of workload on job 
satisfaction is 0.276 while the effect of workload on job satisfaction is 0.320, the 
effect of workload on employee performance is 0.271, the effect of quality of 
work life on employee performance is 0.370 and the effect of job satisfaction on 
employee performance is 0.370. employee performance of 0.438. 

a.  Indirect Effect 
Table 10. Indirect Effect  

 
BK QWL KK KI 

KK 0,000 0,000 0,000 0,000 

KI 0,121 0,140 0,000 0,000 

Based on the results of the table above, the workload variable has an indirect 
effect on the employee performance variable of 0.121 and there is also an indirect 
influence of thevariable quality of work life on employee performance of 0.140. This 
can prove that the effect of quality of work life on employee performance through job 
satisfaction is higher than the effect of workload on performance through job 
satisfaction (0.140> 0.121). 

c.  Total Effect 
It is a sum of the results of the direct and indirect effects contained in the research 

model. Below are the results of the total influence on the research model: 
Table 11 Total Effect 

 
BK QWL KK KI 

KK 0,276 0,320 0,000 0,000 

KI 0,392 0,510 0,438 0,000 

Jumlah 0,668 0,83 0,438 0,000 

Based on the table above, the results of workload have a total effect on Job 
Satisfaction of 0.276 and workload has an influence on employee performance of 0.392 
so that the total value reaches 0.668. While the results of quality of work life have a 
total effect on job satisfaction of 0.320 and quality of work life on employee 
performance is 0.510, the total value is 0.83 and the results of job satisfaction have a 
total effect on employee performance of 0.438. Based on the analysis that has been done 
above, a score counting towards the R-Square (R2)which indicates how well the model 
of the proposed research. From the results of the calculation (R2),it is known that 
endogenous variables job satisfaction can be explained by the exogenous variables, 
namely the workload and quality of work life for 0501 (50.1%) while the remaining 
49.9% is explained by other exogenous variables. While the coefficient of determination 
of the endogenous construct of employee performance is 0.543. These results indicate 
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that the endogenous variables of employee performance can be explained by 
exogenous variables, namely workload, Quality of Work Life and job satisfaction of 
0.543 (54.3%) while the remaining 45.7% is explained by other exogenous variables 
outside of this study. 

In addition, the research model were found to have several GOF categories or the 
model's due diligence value showed a fit model in the RMSEA, CMIN / DF, GFI, AGFI 
and TLI categories. Therefore, it can be concluded that the model as a whole can be 
said to be categorized as goodness of fit  and marginal fit, it can be concluded that 
statistically the value can support according to the established fit model. Data analysis 
has been carried out from the conceptualization stage of the model to testing the 
research hypothesis. The results of the analysis can show how the role of mediation is 
played by job satisfaction on the relationship between workload and quality of work 
life and employee performance. Effect of Workload on Job Satisfaction. Based on the 
test results, it was found that the work satisfaction variable had a significant effect, this 
was because a load in the work carried out on the personnel of the National Police 
Headquarters was high, it would affect the satisfaction of employees. 
Effect of Quality of Work Life on Job Satisfaction. 

Based on the test results, it was found that the quality of work life has a positive 
and significant effect on job satisfaction. It can be concluded that the higher the quality 
of work life provided, the higher the job satisfaction of Korlantas personnel at National 
Police Headquarters. According to Siagian (1996), the quality of work life is a 
systematic effort in organizational life through workers who are also given the 
opportunity to find their way of working and what they provide to the organization in 
order to achieve its goals and objectives. The results of this study strengthen the 
research conducted by Sulistyowati (2019) and Santhi and Mujiati (2017) who found 
that quality of work life has an effect on job satisfaction.    
Effect of Workload on Employee Performance. 

Based on the test results, it was found that workload had an influence on work 
performance. It can be concluded that in a company, if the workload increases, this will 
affect the performance of the National Police Headquarters Korlantas employee. Polri 
recognizes the principle of structural loyalty and a hierarchy of command. Where the 
Police will remain subject to leadership, subject to hierarchy. Even though the given 
workload is high, it will affect the work performance of the Police Headquarters 
personnel. 
Effect of Quality of Work Life on Employee Performance 

Based on the test results, it was found that the quality of work life has a positive 
and significant effect on employee performance. It can be concluded that the higher the 
quality of work life provided, the higher the employee performance of Korlantas 
personnel at the National Police Headquarters. The results of this study reinforce the 
research conducted by Ainul & Rahman (2020) , Alfani (2018) who found that quality 
of work life has an effect on employee performance. 
Influence Job Satisfaction on Employee Performance. 

Based on the test results, it was found that job satisfaction has a positive and 
significant effect on job performance. It can be concluded that the higher the existing 
job satisfaction, the higher the employee performance of Korlantas personnel at the 
National Police Headquarters. The results of this study reinforce the research 
conducted by Tsai1 et al. (2018) and Durrah et al. (2016) who found that job satisfaction 
has an effect on employee performance. 
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Effect of Workload on Employee Performance through Job Satisfaction as an 
intervening variable. 

Based on the test results in this study, it was found that the intervening variable 
or job satisfaction variable bridges the indirect effect of the workload variable (X) on 
employee performance (Y). Thus it can be formulated that "The higher the workload on 
employees of the Korlantas personnel at the Indonesian Police Headquarters, the job 
satisfaction will be achieved in accordance with the predetermined vision and mission. 
If the higher the job satisfaction, the employee's performance will be better. 
The influence of Quality of Work Life on Employee Performance through Job 
Satisfaction as an intervening variable. 

Based on the results of research that has been done, that job satisfaction bridges 
the indirect influence of the variable quality of work life (X) on employee performance 
(Y). It can be concluded that if the quality of work life of the employees of the National 
Police Corps of the Republic of Indonesia is getting higher, the employees will feel job 
satisfaction, and the higher the job satisfaction, the employees will improve their 
performance in work.  This hypothesis testing stage is carried out after the structural 
model evaluation stage is carried out. This stage is carried out to determine whether 
the research hypothesis proposed in the research model is accepted or rejected. To test 
the proposed hypothesis, it can be seen from the estimated value, the critical ratio 
value and the P-Value. 

The results of testing the first hypothesis show a p-value of 0.846> 0.05, so these 
results indicate that H0 is supported and Ha is not supported, which means that there 
is no influence between workload on job satisfaction. The estimate value was found to 
be 0.007 (positive effect) while the critical ratio (CR) value was 0.194 <1.96. These 
results prove that the first hypothesis is rejected. The results of testing the second 
hypothesis show a p-value of 0.000 <0.05, so these results indicate that H0 is not 
supported and Ha is supported, which means that there is an influence between 
quality work of life on job satisfaction. The estimate value was found to be 0.524 
(positive effect) while the critical ratio (CR) value was 8.349> 1.96. These results prove 
that the second hypothesis is accepted. 

The results of testing the third hypothesis show a p-value of 1.485> 0.05, so 
these results indicate that H0 is supported and Ha is not supported, which means that 
there is no influence between workload on employee performance. The estimate value 
was found to be 0.058 (positive effect) while the critical ratio (CR) value was 1.485 
<1.96. These results prove that the third hypothesis is rejected. The results of testing the 
fourth hypothesis show a p-value of 0.000 <0.05, so these results indicate that H0 is not 
supported and Ha is supported, which means that there is an influence between 
quality work of life on job satisfaction. The estimate value was found to be 0.332 
(positive effect) while the critical ratio (CR) value was 5.471> 1.96. These results prove 
that the fourth hypothesis is accepted. The results of testing the fifth hypothesis show a 
p-value of 0.000 <0.05, so these results indicate that H0 is not supported and Ha is 
supported, which means that there is an influence between job satisfaction and job 
satisfaction. The estimate value was found to be 0.445 (positive effect) while the critical 
ratio (CR) value was 4.983> 1.96. These results prove that the fifth hypothesis is 
accepted. 

Indirect hypothesis testing or mediation is carried out by the method developed 
by Sobel (1982) and is known as the Sobel test (Ghozali, 2011). The Sobel test is done by 
testing the strength of the indirect effect of the independent variable on the dependent. 
The results of the sixth hypothesis testing through the sobel test showed that the sobel 
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p-value was 0.845> 0.05 (α = 10%), the aroian was 0.848> 0.05 (α = 10%) and the 
goodment test was 0.842> 0.05 (α = 10%), then These results indicate that H0 is 
supported and Ha is not supported, which means that job satisfaction does not mediate 
the relationship between workload and employee performance. 

The results of the seventh hypothesis testing through the sobel test showed that 
the sobel p-value was 0.000> 0.05 (α = 10%), the aroian was 0.000> 0.05 (α = 10%) and 
the goodment test was 0.000> 0.05 (α = 10%), then These results indicate that H0 is not 
supported and Ha is supported, which means that job satisfaction mediates the 
relationship between quality work of life and employee performance. Job satisfaction is 
a pleasant emotional state or general attitude towards differences in rewards received 
on job indicators, adjustment and individual social relations outside of work 
(Gitosudarmo, 1997). Cormick & Ilgen (1980) stated that job satisfaction is a person's 
attitude towards their job. In other words, job satisfaction is a person's affective 
response to work. Another view of job satisfaction is that the individual calculates the 
extent to which the job produces valuable results. It is assumed that individuals have a 
number of judgments about how much they value certain outcomes such as salary, 
promotion or good working conditions. Meshkati in Hariyati (2011) states that 
workload is a difference between the capacity or ability of workers and the job 
demands that must be faced. Considering that human work is mental and physical, 
each has a different level of burden. The loading level that is too high allows excessive 
energy use and overstress, on the other hand, the intensity of the loading is too low to 
allow boredom and boredom. Therefore it is necessary to strive for an optimum level 
of intensity of loading that exists between the two extreme limits and of course it 
differs from one individual to another. Workload is influenced by job satisfaction. High 
workload has a negative effect on job satisfaction Mustapha & Ghee (2013). In the 
research of Mustafa (2013) states that job satisfaction affects daily workload, employees 
are more satisfied when they are given a lower workload. Research conducted by Yo 
and Surya (2015) entitled "The Effect of Workload on Job Satisfaction with Job Stress as 
an Intervening Variable". This research was conducted at PT. Lianinti Abadi Denpasar 
with 55 respondents. Path analysis used in hypothesis analysis. The purpose of this 
study was to determine the influence of workload on satisfaction with stress as an 
intervening variable. The result of this study is that workload has a negative effect on 
employee satisfaction. Research conducted by Abbasi (2015) entitled "Impact work 
Overload on Stress, Job Satisfaction, and Turnover Intentions with Moderating Role of 
Islamic Work Ethics". This research was conducted at PT. Azad Jammu and Kashmir 
with a sample of 123. The aim of the study was to see the effect of excessive 
workloadsn dilemma in almost every industrial sector. The result of this research is 
workload has a negative effect on employee job satisfaction. According to Harold at. al. 
(1990) Quality work life is a systems approach to job design and development in a 
broad scope, especially in job enrichment. This quality work life approach is combined 
with a socio-ethnic systems approach in management. Therefore, quality work life is 
not only an approach to job enrichment but also a multidisciplinary field and a 
combination of industrial and psychological disciplines, industrial engineering, 
organizational theory, motivation, leadership, and industrial relations. Research 
conducted by Bekti (2018) entitled "The Effect of Quality of Work Life on Job 
Satisfaction of Employees at X Hospital Surabaya". The population in this study were 
all employees who worked at X Hospital Surabaya. The sample size was calculated 
using the simple random sampling method from Lemeshow. The results of the 
calculation were obtained as many as 57 respondents. The determination of the sample 
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size for each work unit was obtained by using the proportional random sampling 
method. The results of this study state that the quality of work life affects job 
satisfaction. Research conducted by Lefiandra and Suwarsi (2019) entitled "The Effect 
Of Quality work life On Employee Job Satisfaction (Case Studies on PT. Bank Mandiri 
(Persero) Tbk, Bandung)". This study used a sample of 50 people using field research 
data collection techniques and library research. The results of this study explain that 
the quality of work life affects employee satisfaction. Based on references from 
previous research journals and also adapted to the conditions of the research object, the 
hypothesis proposed in this study are: 
H1 : Workload has positive and significant effect on job satisfaction. 
H2 : Quality work life has positive and significant effect on job satisfaction. 
H3 : Workload has positive and significant effect on performance. 
H4 : Quality work life has positive and significant effect on performance. 
H5 : Satisfaction has positive and significant effect on performance. 
H6  : Workload has positive and significant effect on performance through job 
satisfaction. 
H7  : Quality work life has positive and significant effect on performance through 
job satisfaction. 

 
Data analysis has been carried out from the conceptualization stage of the model 

to testing the research hypothesis. The results of the analysis can show how the role of 
mediation is played by job satisfaction on the relationship between workload and 
quality of work of life and employee performance. The Effect of Workload on Job 
Satisfaction. Based on the test results, it was found that workload has no effect on job 
satisfaction. It can be concluded that the increase or decrease in workload does not 
affect the job satisfaction of Korlantas personnel at the National Police Headquarters. 
Even though the given workload is high, it will not affect the job satisfaction of the 
Police Headquarters personnel (Sewell & 2015). The results of this study reinforce 
research conducted by Nadeem (2009) who found that workload does not affect 
employee job satisfaction. The Effect of Quality Work of Life on Job Satisfaction Based 
on the test results, it was found that the quality of work of life has a positive and 
significant effect on job satisfaction. It can be concluded that the higher the quality of 
work life provided, the higher the job satisfaction of Korlantas personnel at National 
Police Headquarters (Noor & Abdullah, 2012). According to Siagian (1996), the quality 
of work life is a systematic effort in organizational life through workers who are also 
given the opportunity to find their way of working and what they provide to the 
organization in order to achieve its goals and objectives. The results of this study 
strengthen the research conducted by Sulistyowati (2019) and Santhi &Mujiati (2017) 
who found that quality work of life has an effect on job satisfaction. The Effect of 
Workload on Employee Performance. Based on the test results, it was found that 
workload had no effect on work performance. It can be concluded that the increase or 
decrease in workload does not affect the performance of employees of Korlantas 
personnel at the National Police Headquarters.  

Indonesian Police recognizes the principle of structural loyalty and a hierarchy of 
command that the Police will remain subject to leadership, subject to hierarchy. Even 
though the given workload is high, it will not affect the work performance of the Police 
Headquarters personnel. The results of this study reinforce the research conducted by 
Qoyyimah et al., (2019) and Chandra &Adriansyah (2017) who found that workload 
does not affect employee performance. The Effect of Quality Work of Life on Employee 
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Performance. Based on the test results, it was found that the quality of work of life has 
a positive and significant effect on work performance. It can be concluded that the 
higher the quality of work life provided, the higher the employee performance of 
Korlantas personnel at the National Police Headquarters. The results of this study 
reinforce the research conducted by Ainul & Rahman (2020) and Alfani (2018) who 
found that quality work of life affects employee performance. The Effect of Job 
Satisfaction on Employee Performance Based on the test results, it was found that job 
satisfaction has a positive and significant effect on job performance. It can be concluded 
that the higher the existing job satisfaction, the higher the employee performance of 
Korlantas personnel at the National Police Headquarters. The results of this study 
reinforce the research conducted by Tsai1 et al. (2018) and Durrah et al. (2016) who 
found that job satisfaction has an effect on employee performance. The Effect of 
Workload on Employee Performance through Employee Satisfaction. Based on the test 
results on the mediating effect of job satisfaction on the relationship between workload 
and employee performance, it was found that job satisfaction did not have a mediating 
effect. Whether or not job satisfaction exists in the relationship between workload and 
employee performance has no effect and is not a connecting variable between 
endogenous and exogenous variables. The results of this study contradict research 
conducted by  Lukiyana & Firdaus (2017) which found that job satisfaction can mediate 
the relationship between workload and performance. The Effect of Quality Work of 
Life on Employee Performance through Employee Satisfaction. Based on the test result 
on the mediating effect of job satisfaction on the relationship between the quality work 
life on employee performance, it is found that job satisfaction has a mediating effect. 
With the support of job satisfaction in the relationship of quality work of life to 
employee performance, it is able to encourage increased employee performance and is 
a connecting variable between endogenous and exogenous variables. The results of this 
study are in line with research conducted by Sari, Bendesa and Antara (2019) who 
found that job satisfaction can mediate the relationship between quality work of life 
and performance. 
 
CONCLUSIONS  
 Based on the results of hypothesis testing and the discussion stated in the 

previous chapter, several conclusions can be obtained as follows: The workload has no 
effect on job satisfaction of the personnel of the National Police Headquarters Traffic 
Corps. This proves that the workload factor that exists does not have a direct role in 
encouraging job satisfaction of personnel from Korlantas at the National Police 
Headquarters. Quality work of life has positive and significant effect on job satisfaction 
of personnel from the National Police Headquarters Corps. This proves that the 
existing work of life quality factor has a direct role in encouraging job satisfaction of 
the personnel of Korlantas at the National Police Headquarters. The workload has no 
effect on the performance of the personnel of the Police Headquarters Korlantas 
personnel. This proves that the existing workload factor does not have a direct role in 
encouraging the performance of employees of Korlantas personnel at the National 
Police Headquarters. Quality work of life has positive and significant effect on job 
satisfaction personnel Korlantas Police Headquarters. This proves that the work of life 
quality factor that exists has a direct role in encouraging the performance of employees 
of Korlantas personnel at the National Police Headquarters. Job satisfaction has 
positive and significant effect on job satisfaction of the personnel of Korlantas at the 
National Police Headquarters. This proves that the work of life quality factor that exists 
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has a direct role in encouraging the performance of employees of Korlantas personnel 
at the National Police Headquarters. Job satisfaction does not mediate the relationship 
between workload and employee performance. This proves that the job satisfaction 
factor of Korlantas personnel at National Police Headquarters does not have a direct 
role in driving workloads with employee performance. Job satisfaction mediates the 
relationship between quality work of life and employee performance. This proves that 
the job satisfaction factor of Korlantas personnel at National Police Headquarters has a 
direct role in encouraging quality work of life with employee performance. Researchers 
suggest to further researchers to add other exogenous variables outside of this study. 
Given the value of R-Square (R2) for endogenous variables customer satisfaction is still 
at 50.1% and endogenous variables employee performance is 54.3%. It is expected that 
by adding other variables, the coefficient of determination can increase. 
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