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ABSTRACT:The purpose of this study was to determine the effect of physical work environment, workload,
and compensation on employee loyalty at Visesa Ubud Resort. Visesa Ubud Resort is a company that provides
services to the general public with five-star lodging facilities in the Ubud area. This research is located in Visesa
Ubud Resort which is located at JI. Suweta, Bentuyung Sakti, Ubud District, Gianyar Regency, Bali, Indonesia.
The population in this study were 196 employees of the Visesa Ubud Resort. The sample was selected using the
Slovin formula and obtained 131 employees as respondents. The analysis technique used is multiple linear
regression analysis, classical assumption test, and model feasibility test. Based on the results of the analysis, it
shows that the physical work environment has a positive and significant effect on employee loyalty, this shows
that if the physical work environment is getting better, employee loyalty will increase, the workload has a
negative and significant effect on employee loyalty, this shows that if the workload is given to employees the
higher the employee loyalty will decrease, and compensation has a positive and significant effect on employee
loyalty, this shows that if the compensation is higher, the employee loyalty will increase.

KEYWORDS : work environment, work load, compensation, employee loyalty

l. INTRODUCTION

Employees are a very important asset in an organization. Organizations need to maintain their
employees properly so that employees can be comfortable working and have good work performance. Martiwi,
et al. (2012) stated that, in terms of work, one of the important aspects needed by employees is job loyalty.
Soegandbhi, et al. (2013) stated that the turnover rate can determine employee loyalty and job satisfaction in the
company. Employee loyalty is very important and has a positive effect on company growth (Antoncic and
Bostjan, 2015).

A company must be able to manage its employees well in order to have high employee loyalty. The
amount of loyalty possessed by employees is very important for the company, because the organization consists
of employees who are part of the life-driving force of a company (Mishra et. Al (2019). A company must be
able to understand how much loyalty an employee has towards their work. This is very important to do to know
how the responsibility of an employee for the duties assigned to him every day. A company must know about
the consequences of treating each employee. A loyalty that each individual / employee has should be maintained
and enhanced by the organization / company Auda, 2016) Employees who are loyal to the company are more
likely to help the company achieve its goals (Chi & Yi-Jian, 2019).

Visesa Ubud Resort is one of the hotels located in Ubud, Gianyar. Visesa Ubud Resort is located not
far from central ubud which only takes 10 minutes from central ubud. Visesa Ubud Resort, which was built in
2016, features an array of utmost facilities to pamper its guests. The hotel has 46 suite rooms and 60 pool villas.
Warm and sincere smiles will greet every guest in a lobby with 24 hour reception and check-out service, hotel
security is very well maintained. Other facilities include a bar, restaurant, Internet access, room and laundry
services at additional charges. Guests arriving by car can park their vehicles in the nearby car park. In addition,
the hotel is also equipped with buggy cars ready to take guests around Visesa Village. In Visesa Village, Ubud,
visitors can feel the sensation of farming. In general, the programs offered are getting to know the daily
activities of rural people in Bali, such as raising ducks etc.

Every company must be responsive to indications of problems that arise related to employee loyalty so
that they can be resolved immediately. Sopiah (2008: 166) states that employees who have high loyalty to the
company will cause high organizational performance and low turnover rates. Based on this explanation, there is
an indication of low employee loyalty at Visesa Ubud Resort, namely a high turnover rate.
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The turnover rate that occurs at Visesa Ubud Resort is considered quite high because if you calculate
the turnover rate you get a result of 27.5 percent. This is as stated by Gillis (2014) that employee turnover is said
to be normal if it is between 5-10 percent per year and can be said to be high if it exceeds 10%. A situation
where there are still many employees in and out of high turnover indicates low employee loyalty to the company
(Ajimat, 2019). Sudarmanto (2015) argues that low loyalty to the organization / company causes high turnover,
and also causes employees to be discouraged at work. Prasetya (2017) states that a good work environment for
employees can increase employee loyalty at work, therefore the work environment has a positive and significant
effect on employee loyalty.

The results of an interview with the General Manager of Visesa Ubud Resort named Tjokorda Gede
Dharmayudha Sukawati explained that every month in 2019-2020 there is an employee turnover that occurs.
This happened because of various reasons, one of which was the COVID-19 pandemic which significantly
reduced the company's turnover, so like it or not the company had to lay off some employees to reduce costs for
a while until the COVID-19 pandemic ended. The COVID-19 pandemic certainly has an impact on Visesa Ubud
Resort, including tourists who come less so that the turnover they get decreases than usual and there are some
employees whose shifts are short to reduce costs.

Based on the results of the pre-survey with ten employees of Visesa Ubud Resort, it can be concluded
that there are symptoms of problems related to the physical work environment, workload, and compensation that
cause employee loyalty to decline. They feel that the workload provided exceeds the work standard.
Furthermore, for compensation such as wages that are considered insufficient by some employees and the safety
of the physical work environment for employees is deemed less conditional by some employees.

One of the things that can affect employee loyalty is the physical work environment. Sarwoto (2017:
31) states that the work environment is a place where an employee works including physical and non-physical
environments that can affect morale in carrying out work. The work environment is one of the things closest to a
person in carrying out his job. The work environment around employees needs to be considered in order to have
a good impact on one's performance (James 2015). A sense of comfort and safety will be created because of an
adequate work environment. Fjer (2016) states that a safe and healthy physical work environment will have a
positive impact on the people who are in it. a place where an employee works includes physical and non-
physical environments that can affect morale in carrying out work. The benefits of a safe and healthy physical
work environment will increase productivity due to decreased number of days lost, increase loyalty and quality
of more committed workers, reduce costs - health and insurance costs, lower levels of workers' compensation
and direct payments due to reduced claims, greater flexibility and adaptability as a result of increased
participation and a sense of ownership, a safe and healthy physical work environment will increase productivity
due to decreased number of days spent missing and a better labor selection ratio due to an increase in the
company's image, this is stated by Rivai (2005: 793).

The work environment at the company will affect the performance and loyalty of employees while
working at the company (Rofi, 2015). Nitisemito (2015: 169) argues that the work environment is something
that is around workers and can influence him in completing all the tasks assigned to him. Barkus et al (2015)
argue that a good work environment will be able to result in fellow colleagues who will be more supportive of
each other to complete the work assigned to them, based on research conducted by Aljayi et al. (2016) That the
work environment has a positive and significant effect on employee loyalty and this research is in line with
research conducted by Jackson et al. (2016) stated that the physical work environment has a positive and
significant effect on employee loyalty because it plays an important role in influencing employee loyalty, the
comfort ofMeshkati in Astianto et al (2015) defines workload as the difference between workers' abilities and
job demands. If the worker's ability is higher than the job demands, a feeling of boredom will arise and
employee loyalty will be low. On the other hand, if the ability of the workers is lower than the demands of the
job, there will be more fatigue. Schultz in Agustina (2016: 59) states the workload is as follows: "Work overload
is too much to perform in the time available or work that is too difficult for the employee to perform", which
means that the workload is too much work to do. the time available or doing work that is too difficult for
employees The heavy mental workload often leads to mistakes, misunderstandings, omissions and other
mistakes, for example remembering to do something and the preparation and execution of an action plan.

Da Silva et al. (2015) a person's workload can affect employee loyalty because the heavier or more
workloads are given or not in accordance with the existing job description, the lower the loyalty to all aspects
related to their job or organization (Amanda and Agus, 2019). Mansoor (2011) states that workload has been
measured by conflicts in the workplace. When the task demands are low, employees will be able to carry out
tasks easily with a low workload and performance remains at optimal levels. If there is an error or error at work,
it will cause a cognitive workload or a physical or mental burden. Workload is very important for an
organization. By providing effective workload, the organization can find out the extent to which its employees
can be given the maximum workload and the extent to which it affects the performance of the organization
itself. The results of research conducted by Buzza et. al., (2017) which shows that workload has a negative
effect on employee loyalty. Then, this statement is also supported by the results of research conducted by
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Purbaningrat and Surya (2017) which states that workload has a negative effect on employee loyalty, or in other
words, when workload increases, employee loyalty will decrease and vice versa.

What can encourage employees with high loyalty to the organization is compensation. Compensation is
one of the factors that can foster employee loyalty in the company (Malik et al., 2019). Dr. Emron Edison et al
(2017: 152) state that this compensation is a form of reward (both cash and natural) that employees / employees
receive for the efforts they produce. Compensation is one of the goals a person wants to work with is to get
compensation in the form of a salary at an amount he deems appropriate. Purnamasari and Sintaasih (2019) state
that compensation is one of the factors that can foster employee loyalty in the company. Larbi (2014) says
compensation is a concept that is not usually given attention in many organizations. Compensation is seen
mostly like cash and hence other aspects are neglected. Viewing compensation as a holistic system in which to
manage productivity is concerned with organizational development. Salary, of course, is not the sole objective
of working people, but at least salary is a major factor. Compensation is everything that employees receive as
remuneration for work given to the company (Kurniawan et al., 2013). Gaol (2016) defines compensation
received by employees, either in the form of money or not as gifts given for employee contributions given to the
organization. Compensation must be equal to the employee's position so that employees will remain loyal to the
company (Adisti and Musadiq, 2016). The greater the compensation provided, the more loyal employees will be
to the company (Baporikar, 2017). This is in line with research conducted by Aityan & Gupta (2011) that
compensation has a positive and significant effect on employee loyalty. This shows that the higher the
compensation for an employee, the higher the employee's loyalty to the organization, and vice versa. the work
environment and the success of employees at work.

Every individual in the organization has a different loyalty, so employee self-awareness is shown by
loyalty to the company even though the company is in the best and worst condition (Hermawan and Riana,
2016). Loyalty is being loyal to something with full of love, so that you don't expect anything in return for doing
something for another person or the company where he puts his loyalty (Lavina et al, 2018). Many researchers
consider that loyalty is very important and very influential on company productivity, for example research by
Rachel et al. (2016) which has the result that loyalty has a positive influence on company growth. Antoncic and
Bostjan (2015) also argue that employee loyalty has a positive impact on company growth. And also according
to Suhendra (2017) that employee loyalty will be higher or positive if the compensation given is equal to the
position. Every individual in the organization has different loyalties, so employee self-awareness is shown by
loyalty to the company even though the company is in the best and worst condition. Ossy (2016) argues that
employee loyalty will decrease if the workload given to employees is increasing. Physical Work Environment is
also a determining factor for employee loyalty. Mary et al. (2016: 231) explain the importance of labor loyalty
because if workers are loyal to the company, the company's operations will be more stable. If the loyalty of
workers in the company is low, many workers will resign so that the worker's operational activities will be
hampered.

1. HYPOTHESES FORMULATION

Several studies have proven that the physical work environment affects employee loyalty. Research by
Zanabazar and Jigjiddorj (2018) found that the physical work environment has a positive and significant effect
on employee loyalty where in their research at Bank International Qatar, a conducive work environment will
increase the employee's sense of loyalty to the company. The results of the research by Stephani and Wibawa
(2019) are also supported by Mphil's research (2015) which states that there is a positive and significant
influence between the physical work environment and employee loyalty because if an employee works in a
conducive work environment, the employee will have more loyalty. high in companies .. The same results were
found by Sari and Karnadi (2019) which stated that the work environment had a positive and significant effect
on employee loyalty. According to research by Aljayi et. al., (2016) stated that the physical work environment
has a positive and significant effect on employee loyalty. This is in line with research from Barkus et. al., (2015)
and Jackson et. al., (2016) which states that the physical work environment has a positive and significant effect
on employee loyalty. (Rofi, 2015; James, 2015; Fjer, 2016; Triningsih, 2015) On average, research results state
that there is a relationship between the physical work environment and employee loyalty. Spradly et. al., (2016),
and Munandar (2016) also have the same opinion that the physical work environment has a positive and
significant effect on employee loyalty. A conducive work environment will increase employee loyalty Supardi
(2015). So the better the physical work environment, the higher employee loyalty and vice versa, the worse the
physical work environment, the lower employee loyalty. Therefore the first hypothesis of this study is:

H,: Physical work environment has a positive and significant effect on employee loyalty.

Several studies have proven that workload is negative and significant towards employee loyalty.
Research by Heryati (2016) shows that workload has a negative and significant effect on employee loyalty
where in her research at PT. Pupuk Sriwidjaja Palembang said that the more workload an employee receives, the
lower the employee's loyalty to the company. The results of research by Frempong and Agbenyo (2018), also
supported by Agustina (2016), suggest that workload has a negative and significant effect on employee loyalty.
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The same results were obtained in the Moekijat Research (2015) supported by the research of Astianto and
Suprihadi (2015) which stated that workload had a negative and significant effect on employee loyalty. And
research from Buzza et. al., (2017) stated that workload has a negative and significant effect on employee
loyalty. This is in line with the research of Purbaningrat and Surya (2017) that excessive workload will have a
negative and significant effect on employee loyalty. da Silva et. al., (2015), proving that workload has a
negative and significant effect on employee loyalty, Amanda and Agus (2019) have the same opinion that
workload has a negative and significant effect on employee loyalty. Mansoor (2011) proves that workload has a
negative and significant effect on employee loyalty because high workload causes employees to feel bored so
that their loyalty decreases. So the higher the workload felt by employees, the lower employee loyalty to the
company and vice versa, the lower the workload felt by employees, the higher employee loyalty to the company.
Therefore the second hypothesis of this study is

H,: Workload has a negative and significant effect on employee loyalty.

Several studies have shown that compensation affects employee loyalty. Research by Manurung (2017)
found that compensation has a positive and significant effect on employee loyalty where in his research at PT.
Pos Indonesia employees who get sufficient compensation have a greater sense of loyalty to the company. The
results of Palwasha's research (2017) which are also supported by Pratama and Suryoko's research (2016), state
that compensation has a positive and significant effect on employee loyalty because the more compensation
received by employees, the employees will be enthusiastic to work and become more loyal to the company.
Research by Adisti and Musadiq (2016) supported by research by Putra and Sriathi (2019) found that the
compensation provided by the company was able to increase employee loyalty. Research from Rachel et al.
(2016) also get the same results where adequate compensation for employees will have a positive and significant
effect on employee loyalty. The results show that compensation can increase employee loyalty (Antoncic and
Bostjan, 2015). Malik et. al., (2019), and Larbi (2014) prove that compensation has a positive and significant
effect on employee loyalty. This is supported by the research of Imamoglu et. al., (2019), and Suparyadi (2015),
which state that compensation has a positive and significant effect on employee loyalty. Baporikar (2017)
argues that compensation has a positive and significant effect on employee loyalty because fair compensation
for employees will have a positive impact on employee loyalty. So the higher the compensation received by the
employee, the higher the employee's loyalty. Therefore the third hypothesis of this study is:

Hs: Compensation has a positive and significant effect on employee loyalty.

1. RESEARCH METHOD

This research is located at Visesa Ubud Resort, Bentuyung Sakti, Ubud District, Gianyar Regency,
Bali, Indonesia. The reason the researchers chose this location was because of the alleged problems regarding
employee loyalty which tended to decline which was caused by the safety of the employee's physical work
environment that was not conducive, the workload was overloaded, and finally compensation such as a salary
that was felt to be lacking.

The physical work environment is defined as everything that is around the employees of Visesa Ubud
Resort at work, which is physical and can affect themselves and their work when they work. The indicator used
to measure the physical work environment was adopted from Septianto (2017) with several modifications to
adjust the object of research, namely the work atmosphere including employees. Feeling that lighting conditions
and air circulation in the work space make it better, the sound when working does not make work focus
disappear, and safe while working. The second indicator is the availability of work facilities which include
facilities that support smooth performance, current useful fingerprint facilities and complete facilities, although
not new.

Workload is defined as the number of tasks that must be done by Visesa Ubud Resort employees at a
certain time. The indicator used to measure workload was adopted from O'Donnell & Eggemeier (2008: 69)
with several modifications to suit the research object, namely 1) Subjective Measurement, 2) Performance
Measurement, 3) Physiological Measurement.

Compensation is defined as an award or reward received by Visesa Ubud Resort employees based on
their contribution or better productive performance at Visesa Ubud Resort. The indicators used to measure
compensation are adopted from Rivai (2005: 357) and Suparyadi (2015: 271) with several modifications to
adjust the object of research, namely 1) direct financial compensation and 2) indirect compensation (fringe
benefit).

Employee Loyalty is the willingness of Visesa Ubud Resort employees to obey orders, be responsible
and defend the company inside and outside of work from irresponsible people. The indicator used to measure
compensation is adopted from Siswanto (2015) with several modifications to adjust the object of research,
namely: 1) Compliance with regulations, 2) Responsibility to the company, 3) Willingness to cooperate, 4) A
sense of belonging to the company, 5) Interpersonal relationships, 6) Passion for work.
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The population in this study were 196 employees at Visesa Ubud Resort The sample size in this study
was determined using the Slovin formula which obtained 131 people.The sampling method used in this study is
probability sampling. probability sampling technique used in this research is simple random sampling technique.
Simple random sampling is the taking of sample members from the population which is carried out randomly
without paying attention to the strata in the population Sugiyono (2018: 126). The data collection methods used
were surveys and interviews. The survey was conducted using a questionnaire instrument with a five-point
Likert scale.

Multiple linear regression method is used in this study to determine the effect of Physical Work
Environment (X;), Workload (X,), Compensation (X3) and Employee Loyalty (Y). This method was tested
using a computer system in the form of SPSS version 2.3. The effect of the independent variable on the
dependent variable was tested with a confidence level of 95% or a = 5%. The regression model used is as
follows.

Y=o+ lel + BzXz + B3X3 B ittt e e e e, (1)
Information:
Y = Employee Loyalty
X = Physical Work Environment
X, = Workload
X3 = Compensation
o = Constant
B1 = Physical Work Environment regression coefficient
B2 = Workload regression coefficient
B3 = Compensation regression coefficient
e = error
V. RESULT AND DISCUSSION
Sugiyono (2018: 203) states that the validity test is used to measure whether a questionnaire is valid or

not. The questionnaire is said to be valid if the questionnaire questions are able to reveal what is measured by
the questionnaire. The data collection instrument used in this study was a questionnaire, each instrument can be
said to be valid if it has a correlation coefficient > 0.30.

Table 1. Instrument Validity Test Results

Variable Indicator R-test R-table Validity
X11 0.558 0.30 Valid
X1 0.763 0.30 Valid
Physical Environment Xi3 0.648 0.30 Valid
(X1) Xia4 0.745 0.30 Valid
Xis 0.682 0.30 Valid
Xi6 0.715 0.30 Valid
Xa1 0.808 0.30 Valid
Xao 0.748 0.30 Valid
Xo3 0.716 0.30 Valid
Workload (X2) Xos 0.565 0.30 Valid
Xz 0.728 0.30 Valid
Xa6 0.722 0.30 Valid
Xs1 0.730 0.30 Valid
X3, 0.834 0.30 Valid
X33 0.779 0.30 Valid
Compensation(X3) X34 0.857 0.30 Valid
X35 0.704 0.30 Valid
X3 0.678 0.30 Valid
X37 0.731 0.30 Valid
\# 0,729 0,30 Valid
\ 0,777 0,30 Valid
Employee loyalty Ys 0,650 0,30 Valid
YY) Y4 0,874 0,30 Valid
Ys 0,701 0,30 Valid
\ 0,816 0,30 Valid

All items of the instrument can be declared valid. This can be stated as such because all correlation
coefficients are greater than 0.30. Thus all statement items are said to be valid and fit for use.
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Reliability test is a tool for measuring a questionnaire which is an indicator of construct variables. Reliability
testing is related to the problem of trust in the research instrument. The questionnaire is said to be reliable or
reliable if the respondent's answer to the question is consistent or stable over time. Sugiyono (2018: 203)
suggests that a reliable instrument is an instrument that, when used several times to measure the same object,
will produce the same data. An instrument is said to be reliable, if the instrument has a Cronbach Alpha value
for each variable greater than 0.6.

Table2. Instrument Reliabilty Test Results

No. Variable Cronbach’s Alpha Reliability
1 Physical Environment (Xy) 0.824 Reliabel
2 Workload (X5) 0.800 Reliabel
3 Compensation (X3) 0.874 Reliabel
4 Employee loyalty(Y) 0.855 Reliabel

All variables in the study had a Cronbach's alpha value above 0.6. Thus all variables are reliable and
worthy of further analysis.

After the normality test was carried out, the significance value was found using the Asymp test. Sig. (2-
tailed) of 0.651> 0.05, it can be concluded that the regression model used in this study is normally distributed.

Meanwhile for the multicolineartity test, the tolerance value for the physical work environment
variable is 0.688 (0.688> 0.1) with a VIF value of 1.453 (1.453 <10), the tolerance value for the workload
variable is 0.748 (0.748> 0.1) with a VIF value. of 1.337 (1.337 <10), and the tolerance value for the
compensation variable is 0.908 (0.908> 0.1) with a VIF value of 1.101 (1.101 <10). All variables in the multiple
regression model have a tolerance value greater than 0.1 and a VIF value less than 10, it can be concluded that
the regression model used is multicollinear free.

The results of the heteroscedasticity test resulted in a significant value for the physical work
environment variable of 0.128 (0.128> 0.05), a significant value for the workload variable of 0.780 (0.780>
0.05), and a significant value for the compensation variable of 0.629 (0.629> 0, 05). All independent variables
have a significance value> 0.05 for absolute residuals, so there is no heteroscedasticity in the regression model.

Table 2. Multiple Regression Test Results

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
(Constant) 6.779 1.989 3.409 0.001
. (P%S'Ca' Environment 0.102 0.046 0.144 2234|0027
\Workload (X,) -0.255 0.074 -0.214 -3.462 0.001
Compensation (X3) 0.635 0.047 0.752 13.404 0.000
R Square 0.637
Adjusted R Square 0.629
Std. Error of the Estimate | 1.624

Based on the results of the t test the effect of the physical work environment on employee loyalty
obtained a significance value of 0.027 with a regression coefficient value of 0.102 which is positive. A
significance value of 0.027 <0.05 indicates that H1 is accepted. These results indicate that the physical work
environment has a positive and significant effect on employee loyalty. This means that if the physical work
environment is getting better, the employee loyalty will be higher, conversely, if the physical work environment
gets worse, the employee loyalty will get worse. The results of this study are in line with research conducted by
Aljayi et al. (2016), Jackson et al. (2016), Fjer (2016), Rofi (2015), Barkus et al (2015) which state that the
physical work environment has a positive and significant effect on employee loyalty.

Based on the results of the t test the effect of workload on employee loyalty obtained a significance
value of 0.001 with a regression coefficient of 0.255 which is negative. A significance value of 0.001 <0.05
indicates that H2 is accepted. These results indicate that workload has a negative and significant effect on
employee loyalty. This means that if the workload is higher, employee loyalty will be lower, conversely, if the
workload is lower, employee loyalty will be higher. The results of this study are in line with research conducted
by Meshkati in Astianto et al. (2015), Imamoglu et al. (2019), da Silva et al. (2015), Amanda and Agus, (2019),
Buzza et. al., (2017), Purbaningrat and Surya (2017) which state that workload has a negative and significant
effect on employee loyalty.
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Based on the results of the t test the effect of compensation on employee loyalty obtained a significance
value of 0.000 with a regression coefficient value of 0.635 that is positive. A significance value of 0.000 <0.05
indicates that H3 is accepted. These results indicate that compensation has a positive and significant effect on
employee loyalty. This means that if the compensation is higher, the employee loyalty will be higher,
conversely, if the compensation is lower, the employee loyalty will be lower. The results of this study are in line
with research conducted by Malik et al., (2019), Kurniawan et al., (2013). Gaol (2016), Adisti and Musadiq,
(2016), Baporikar (2017), Aityan & Gupta (2011) which state that compensation has a positive and significant
effect on employee loyalty.

The theoretical implication of this research is that it can increase empirical evidence regarding the
effect of physical work environment, workload, and compensation on employee loyalty. This study found that
the physical work environment and compensation have a positive and significant effect on employee loyalty and
workload has a negative and significant effect on employee loyalty.

The results of this study can be used as a basis for organizations in determining policy strategies to
maintain and increase employee loyalty to their company. Associated with employee loyalty in this study can be
influenced by the physical work environment, workload, and compensation. The better the physical work
environment that is provided to employees such as improved security, it will trigger him to always think
positively in activities in the company that give a feeling of sacrifice and employee loyalty is getting higher.
Reducing the workload of employees and placing employees according to their expertise will also increase the
sense of employee loyalty in the company. If the company is able to provide compensation such as a salary that
is sufficient to meet the economic needs of each employee, this can trigger employees to work optimally and
feel part of the company and this can make employees more loyal and have a sense of sacrifice and contribute to
the company because they feel part of the company.

V. CONCLUSION

Physical work environment has a positive and significant effect on employee loyalty. This means that if
the physical work environment is getting better, the employee loyalty will be getting better, conversely, if the
physical work environment is getting worse, the employee loyalty will get worse. Workload has a negative and
significant effect on employee loyalty. This means that if the workload decreases, employee loyalty will
increase, on the other hand, if the workload increases, employee loyalty will decrease. Compensation has a
positive and significant effect on employee loyalty. This means that if the compensation given is higher, then
employee loyalty will increase, conversely, if the compensation is getting smaller, the employee loyalty will
decrease.

The number of respondents is only 131 employees and only from the Visesa Ubud Resort environment,
so the results of this study can only be applied to the Visesa Ubud Resort environment and cannot be
generalized to other companies' environments. There are many other variables that can be employee loyalty
outside the model described in this study such as leadership style, organizational culture, and others. This study
only focuses on one company, so there is a possibility of differences in results and conclusions if the research is
carried out on different subjects.
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