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Abstract 

This study provides a comprehensive examination of how employee well-being, burnout, and work-life balance 

influence employee productivity, with job satisfaction incorporated as a mediating variable within the high-intensity 

manufacturing environment of PT Pabrik Kertas Tjiwi Kimia Tbk. Employing a quantitative explanatory design and 

Partial Least Squares–Structural Equation Modeling (PLS-SEM), the study analyzed responses from 218 employees 

from supply chain division who were selected through random sampling. The findings reveal that employee well-

being and work-life balance have significant positive effects on productivity, whereas burnout has a significant 

negative effect. Job satisfaction operates as a key mediator, strengthening the effects of well-being and work-life 

balance while buffering the detrimental impact of burnout. Theoretically, the results reinforce the relevance of Job 

Demands–Resources Theory and Social Exchange Theory in explaining psychosocial mechanisms underlying work 

performance. Practically, the study highlights the need for well-being-oriented management strategies, burnout 

prevention, and enhanced work-life integration to sustain high productivity within manufacturing organizations. 
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INTRODUCTION 

The accelerated adoption of Industry 4.0 technologies, automation, and digitalization has transformed the 

character of the global manufacturing industry. This growing complexity and dynamism have positioned employee 

productivity as a strategic issue requiring serious attention. Various international reports indicate a slowdown in labor 

productivity across many countries, including Indonesia, which experienced fluctuations in performance throughout 

2018–2022 due to supply chain disruptions, shifts in work patterns, and global economic pressures (ILO, 2025; BPS, 

2024). In a more specific context, large manufacturing organizations such as PT Pabrik Kertas Tjiwi Kimia Tbk face 

productivity challenges that are not solely related to technical production processes but also to the behavioral 

dynamics of their workforce. The company’s operational reports from the past two years reveal instability in 

achieving production targets and a decline in individual work effectiveness across several key divisions, despite the 

implementation of efficiency policies and target-based operational management (Khotimah & Swasti, 2024). This 

indicates that productivity is not merely a function of work structure and procedures but is also influenced by the 

psychological conditions and well-being of employees who operate in a dense and high-pressure work environment. 

Amid these complexities, there is growing attention toward the importance of employee well-being as a 

fundamental determinant of organizational performance. Recent studies emphasize that healthy emotional, 

psychological, and social well-being supports retention, motivation, and work effectiveness, while the inability to 

maintain employee well-being can significantly reduce morale and productivity (Putri, Lazuarni, & Yeni, 2025). In 

labor-intensive organizations such as PT Pabrik Kertas Tjiwi Kimia—where employees face high-intensity demands, 

crowded work settings, and rotating schedules—low employee well-being has the potential to create psychological 

dissonance that broadly affects work behavior. These psychological pressures intensify as job complexity and role 

ambiguity increase, both of which are inherent in large-scale production systems. In addition, burnout has emerged 

as a psychosocial issue posing serious challenges to the stability of workforce productivity, especially in work 

environments characterized by tight deadlines, multitasking burdens, and daily output expectations. Burnout is 

marked by chronic emotional exhaustion, depersonalization, and reduced personal accomplishment—phenomena that 

mailto:aulia.ramadhani.2404138@students.um.ac.id
mailto:budi.eko.fe@um.ac.id
mailto:sopiah.fe@um.ac.id
https://doi.org/10.54443/morfai.v5i6.4537
https://radjapublika.com/index.php/MORFAI/article/view/1794


THE IMPACT OF EMPLOYEE WELL-BEING, BURNOUT, AND WORK-LIFE BALANCE ON EMPLOYEE 

PRODUCTIVITY WITH JOB SATISFACTION AS AN INTERVENING VARIABLE (A STUDY ON THE 

EMPLOYEES OF PT PABRIK KERTAS TJIWI KIMIA) 

Aulia Ramadhani et al 

Publish by Radja Publika 

               8497 

have been widely evidenced to have destructive impacts on work spirit, organizational loyalty, and output quality 

across various industries (Marecki, 2023; Maslach & Jackson, 1981). In line with the Job Demands–Resources (JD–

R) framework, an imbalance between job demands and job resources exacerbates burnout risks, particularly when 

job autonomy, skill development opportunities, and managerial support are insufficient (Bakker & Demerouti, 2017). 

In the context of Tjiwi Kimia, the nature of manufacturing work—with its fast-paced rhythm and pressure-based task 

structure—underscores the urgency of addressing burnout as a strategic variable affecting productivity continuity. 

Furthermore, work-life balance has become a global concern that has intensified in the post–COVID-19 era. 

The balance between work demands and personal life has been shown to significantly influence psychological 

conditions, fatigue levels, and the long-term stability of work behavior (Apriliani & Mukhsin, 2024). In 

manufacturing settings characterized by long working hours and shift structures, work-life imbalance frequently acts 

as a chronic stressor that lowers job satisfaction and productivity. Literature suggests that role imbalance not only 

triggers work–life conflict but can also contribute to interpersonal conflicts, weakened intrinsic motivation, and mild 

depression that disrupts day-to-day performance (Marecki, 2023). This phenomenon is also relevant to PT Pabrik 

Kertas Tjiwi Kimia, considering the high production pressures and limited personal space experienced by many 

operational-level employees. 

In this context, job satisfaction plays a crucial role as a psychological mechanism linking employees’ 

psychosocial conditions to their actual productivity. From the perspective of Social Exchange Theory, job satisfaction 

reflects the quality of social exchanges between employees and the organization, shaped by perceptions of fairness, 

support, and rewards received (Cropanzano et al., 2017). Several studies show that job satisfaction strengthens the 

positive effects of employee well-being and work-life balance on productivity, while reducing the negative impact of 

burnout (Stankevičienė et al., 2021; Kurnia & Widigdo, 2021). Therefore, understanding how job satisfaction 

mediates the relationships among these psychosocial variables becomes essential for explaining workforce 

productivity dynamics more comprehensively. 

Although many studies have examined the relationships between employee well-being, burnout, work-life 

balance, job satisfaction, and productivity, the empirical literature still shows inconsistent findings. Some studies find 

a significant relationship between employee well-being and productivity (Adams, 2019; Kreket et al., 2019; Nielsen 

et al., 2017; Yan et al., 2020; Rabuana & Yanuar, 2023), while others report no significant effect (Kalfaoglu, 2024). 

Similar inconsistencies appear for burnout, with several studies confirming a significant negative effect on 

productivity (Ali et al., 2024; Amer et al., 2022; Kurain, 2024; Ateeq et al., 2024), whereas Cooke et al. (2016) find 

otherwise. Regarding work-life balance, many studies report significant positive relationships with employee 

productivity (Tamunomiebi & Oyibo, 2020; Roopavathi & Kishore, 2021; Marecki, 2023; Wolor, 2020), but findings 

from Nugroho (2024) and Jannah (2024) contradict these results. Job satisfaction also shows similar inconsistency, 

as some studies support a significant positive effect (Okolocha, 2021; Tarigan et al., 2022; Utar et al., 2021; McNeese 

Smith, 2022), while others report differing results (Goetz et al., 2022; Potipiroon et al., 2024). These inconsistencies 

suggest that the relationships among these variables are not universal but are influenced by organizational contexts, 

job characteristics, individual differences, and the presence of mediating or moderating factors. 

Previous studies (Yang, 2024; Bashir et al., 2024; Pramudya et al., 2023; Ejaz et al., 2022; Kosek et al., 2022; 

Kray et al., 2021; Abdullah et al., 2021) have found that job satisfaction can mediate the relationship between 

employee well-being and employee productivity; yet, Agustianis et al. (2023) report insignificant results. Similar 

discrepancies appear concerning the mediating effect of job satisfaction on the relationship between burnout and 

productivity (Saputra, 2024; Li et al., 2022; Song et al., 2020; Nizam et al., 2025). Interestingly, the most notable 

inconsistencies arise in the relationship between work-life balance and productivity through job satisfaction. Some 

studies (Izharuddin, 2024; Nadhilah & Setiawan, 2024; Suci et al., 2022) find significant effects, whereas Maharani 

& Nugraha (2023) report otherwise. The research gap becomes more evident when considering the limited literature 

focusing on labor-intensive manufacturing sectors, where most prior studies are conducted in healthcare, education, 

or public service contexts. Furthermore, very few studies integrate employee well-being, burnout, work-life balance, 

job satisfaction, and productivity simultaneously within a structural mediation model. This condition creates a strong 

academic urgency to conduct empirical research that examines the multidimensional interrelationships among these 

variables within the manufacturing industry, particularly in a large-scale organization such as PT Pabrik Kertas Tjiwi 

Kimia Tbk, which is confronted with productivity pressures and intensive work dynamics. 
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THEORETICAL FRAMEWORK 

The theoretical framework of this study is built upon the integration of five major theories that provide a 

comprehensive understanding of the relationships among employee well-being, burnout, work-life balance, job 

satisfaction, and employee productivity in high-intensity work environments. The Job Demands–Resources (JD–R) 

Theory serves as the fundamental foundation for explaining how the dynamics between job demands and the 

availability of resources influence employees’ psychological conditions and performance. Within this framework, job 

demands include physical and emotional requirements that have the potential to create stress, while job resources 

comprise factors such as autonomy, social support, and work–life balance, which act as buffers against work pressure 

and drivers of motivation (Bakker & Demerouti, 2007). An imbalance between demands and resources has been 

shown to increase the risk of burnout, whereas the availability of adequate resources strengthens well-being and 

engagement, ultimately affecting productivity (Taris & Schaufeli, 2016; Lesener et al., 2019). 

Understanding the role of job satisfaction in mediating the relationship between psychosocial factors and 

productivity is further reinforced by Social Exchange Theory (SET). This theory views employment relationships as 

social exchanges based on principles of reciprocity and fairness. When organizations provide support, fair treatment, 

and facilities that promote employee well-being, employees reciprocate through increased loyalty, satisfaction, and 

performance (Cropanzano & Mitchell, 2005). In the context of SET, job satisfaction is not merely an emotional 

reaction but also an evaluative response to the quality of reciprocal relationships between employees and the 

organization. Numerous studies highlight the strong mediating role of job satisfaction in linking variables such as 

burnout, work-life balance, and well-being to productive work behaviors (Shore et al., 2006; Kim et al., 2021). 

Therefore, in this study, SET serves as an analytical lens to explain the psychosocial mechanisms underlying the 

effects of well-being, burnout, and work-life balance on employee productivity through job satisfaction. 

The integration of these two theories provides a solid theoretical foundation for explaining the 

multidimensional relationships among the research variables, including the psychological and affective mechanisms 

that connect work conditions to employee productivity within the context of a manufacturing organization.  

 

RESEARCH METHOD 

This study employs a quantitative approach with an explanatory research design aimed at examining the 

causal relationships between employee well-being, burnout, and work-life balance on employee productivity, as well 

as evaluating the mediating role of job satisfaction. The selection of this design is based on the need to empirically 

test a theoretical model constructed from the integration of Job Demands–Resources Theory, Self-Determination 

Theory, Social Exchange Theory, Affective Events Theory, and Goal-Setting and Performance Theory. This approach 

enables a comprehensive explanation of the psychosocial dynamics influencing employee productivity (Bakker & 

Demerouti, 2018; Deci & Ryan, 2000; Cropanzano & Mitchell, 2005; Weiss & Cropanzano, 1996; Locke & Latham, 

2002). It also allows for the measurement of both direct and indirect pathways among constructs, providing a holistic 

understanding of work behavior mechanisms within high-intensity manufacturing organizations. 

The study population includes all permanent employees in the Supply Chain Division of PT Pabrik Kertas 

Tjiwi Kimia in Sidoarjo, a labor-intensive company with complex work dynamics and high job demands. From a 

population of more than 500 employees, the sample size was determined using a sample size calculator for large 

populations with a 95 percent confidence level and a five percent margin of error, resulting in a minimum requirement 

of 218 respondents. Respondents were selected using a random sampling technique to ensure that participants 

possessed relevant characteristics, including a minimum tenure of one year and experience with the company’s 

welfare and management policies. This technique is considered appropriate to ensure the representativeness of 

consistent work experiences and the empirical relevance of the constructs examined (Hair et al., 2021). 

The research instrument was developed based on theoretical and empirical indicators from previous studies 

that have proven valid and reliable, using a five-point Likert scale to measure respondents’ perceptions of employee 

well-being, burnout, work-life balance, job satisfaction, and employee productivity. Indicators were adapted from 

Pradhan and Hati, Consiglio et al., Hayman, Lousã et al., and Platania et al., all of which are widely used in 

contemporary management and organizational psychology research. Instrument development began with content 

validation by experts and a pilot test involving 20 respondents to ensure the clarity, relevance, and consistency of the 

indicators (Podsakoff et al., 2019). Data collection was conducted through both on-site and online surveys to reach 

respondents more flexibly and ensure optimal response rates. Collected data were verified to eliminate incomplete 

responses, unusual response patterns, and other inconsistencies, ensuring that only valid data were used for analysis. 

Data analysis employed Structural Equation Modeling based on Partial Least Squares (PLS-SEM) through a series 

of stages, starting from the assessment of the measurement model to the structural model, considering convergent 
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validity, discriminant validity, reliability, and the strength of relationships among constructs. The PLS-SEM approach 

was chosen due to its ability to handle complex models, non-normal data distributions, and reflective constructs 

commonly used in organizational behavior studies (Hair et al., 2021). 

 

RESULTS AND DISCUSSION 

Respondent Description 

The demographic characteristics of the respondents constitute a fundamental element in empirical analysis, 

as they provide an interpretative basis for understanding the social context and workforce structure involved in the 

study. The description of the respondent composition in this research illustrates the representational quality of 

employees at PT Pabrik Kertas Tjiwi Kimia, a large-scale manufacturing organization with a complex structural 

hierarchy and diverse operational tasks. Understanding respondent distribution is essential for assessing the external 

validity of research findings, especially considering that variables such as employee well-being, burnout, work-life 

balance, job satisfaction, and employee productivity are often influenced by demographic factors, as highlighted in 

organizational behavior literature (Robbins & Judge, 2022) 

Table 1 

Respondent Description Based on Gender 

Gender Frequency Percentage (%) 

Male 109 50.0 

Female 109 50.0 

Total 218 100.0 

The distribution of respondents by gender shows a balanced composition between male and female 

participants, each accounting for fifty percent of the total 218 respondents. This proportional balance indicates that 

the data collection process did not experience gender-based selection bias, allowing the analysis of research variables 

without concerns about the dominance of masculine or feminine perspectives. In the context of human resource 

research, gender balance is crucial because several studies suggest that perceptions of work well-being, burnout, and 

job satisfaction may vary significantly when demographic structures are uneven (Sonnentag et al., 2017). Therefore, 

this proportional condition provides a strong foundation for interpreting research findings more objectively and 

generally. 

Table 2 

Respondent Description Based on Age 

Age Group Frequency Percentage (%) 

18–25 Years 54 24.8 

26–35 Years 82 37.6 

36–45 Years 49 22.5 

46–55 Years 23 10.6 

56–65 Years 10 4.6 

Total 218 100.0 

Beyond gender distribution, the age characteristics of respondents reflect a demographic structure typical of 

large manufacturing organizations. The 26–35 age group represents the largest portion at 37.6 percent, followed by 

the 18–25 age group at 24.8 percent, the 36–45 age group at 22.5 percent, the 46–55 age group at 10.6 percent, and 

the 56–65 age group at 4.6 percent. This distribution illustrates that most of the workforce is within a productive age 

range characterized by a high capacity for adaptation to job demands and the operational pace of the company. 

Theoretically, workers in this productive age range tend to demonstrate stability in productivity and readiness to learn, 

as explained in human capital theory, which emphasizes the importance of this age range in contributing to 

organizational performance (Becker, 1993). 

The age structure also holds analytical implications for the research variables. Younger employees (18–35 

years) tend to exhibit higher work energy, adaptive flexibility, and stronger career development motivation, which 

may influence their perceptions of employee well-being and work-life balance. Conversely, older employees (46 

years and above) typically possess longer work experience and more stable commitment, yet face greater physical 

demands in labor-intensive environments, such as the paper industry. Burnout literature suggests that age differences 

often predict the intensity of job fatigue, where younger workers are more prone to emotional exhaustion, while 

senior workers are more susceptible to physical fatigue (Maslach & Leiter, 2016). Therefore, the age distribution in 
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this study enables a dynamic exploration of how different age groups perceive well-being and burnout within the 

manufacturing context. 

Additionally, the representativeness of demographic data serves as an indicator of sampling quality. As a 

company employing more than twelve thousand workers across various production, administrative, and technical 

functions, the proportional distribution of respondents demonstrates that the data collection process reflects the 

heterogeneous nature of the population. Balanced representation—both in terms of gender and age—ensures that the 

research findings possess stronger generalizability in explaining the psychological conditions and work behaviors of 

Tjiwi Kimia employees, as recommended in modern organizational research methodology (Creswell & Creswell, 

2018). 

The demographic profile of respondents in this study illustrates a balanced, representative workforce 

structure that mirrors the actual conditions of the company. The variation in age and gender balance provides a strong 

empirical foundation for analyzing relationships between research variables, particularly in understanding the 

dynamics of work well-being, job stress, and productivity in a labor-intensive manufacturing environment. Credible 

references from organizational behavior theories and work psychology further enrich the understanding of how 

demographic characteristics shape employee perceptions in modern workplaces. 

 

Research Findings 

The results of the Partial Least Squares–Structural Equation Modeling (PLS-SEM) analysis indicate that both 

the measurement model and the structural model in this study have met all empirical and theoretical feasibility 

criteria, thereby providing a strong foundation for interpreting the relationships among latent variables within the 

context of psychological dynamics and employee productivity in the manufacturing industry. The evaluation of the 

outer model demonstrated excellent convergent validity and reliability for most indicators, with outer loading values 

consistently exceeding the minimum threshold of 0.70. Invalid indicators namely WLB3 and EP3 were removed due 

to their weak contribution to the latent constructs. The removal of these indicators strengthened the internal 

homogeneity of the constructs and reduced error variance, thereby improving measurement accuracy. Conceptually, 

this step aligns with best practices in reflective measurement modeling, which emphasize the necessity of indicators 

that consistently represent the theoretical construct (Hair et al., 2020). 

Table 3 

Convergent Validity  

Variable Indicator Outer Loading Description 

Employee well being EWB1 0.949 Valid 

EWB2 0.959 Valid 

EWB3 0.930 Valid 

EWB4 0.933 Valid 

Burnout B1 0.898 Valid 

B2 0.961 Valid 

B3 0.965 Valid 

B4 0.975 Valid 

B5 0.966 Valid 

B6 0.946 Valid 

Work life balance WLB1 0.890 Valid 

WLB2 0.840 Valid 

Employee productivity EP1 0.731 Valid 

EP2 0.764 Valid 

Job satisfication JS1 0.933 Valid 

JS2 0.931 Valid 

JS3 0.941 Valid 

JS4 0.929 Valid 

JS5 0.949 Valid 

JS6 0.899 Valid 

JS7 0.943 Valid 

JS8 0.903 Valid 

JS9 0.884 Valid 
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Convergent validity, based on the Average Variance Extracted (AVE) values, shows that all constructs have 

scores above 0.50. Employee well-being and burnout even demonstrate AVE values above 0.89, indicating a very 

high level of indicator consistency with their respective latent constructs. The strong AVE value for job satisfaction 

(0.859) confirms that the nine indicators used in this study are capable of thoroughly representing job satisfaction, 

encompassing affective, cognitive, and evaluative dimensions. These results align with the literature, which states 

that well-established psychological constructs typically exhibit stable indicator structures and high levels of 

convergence (Judge et al., 2017). 

Table 4 

Results of the Convergent Validity Test Based on AVE 

Variable AVE Standard AVE (≥ 0,50) Keterangan 

EWB 0.894 0.50 Valid 

B 0.912 0.50 Valid 

WLB 0.753 0.50 Valid 

EP 0.563 0.50 Valid 

JS 0.859 0.50 Valid 

Discriminant validity testing using the Fornell–Larcker criterion confirmed that each construct possesses a 

square root of AVE greater than its correlations with other constructs. These findings indicate that employee well-

being, burnout, work-life balance, job satisfaction, and employee productivity measure distinct conceptual domains, 

with no overlap between variables. This condition is essential to ensure that the causal relationships observed in the 

inner model genuinely reflect the theoretical mechanisms that differentiate the constructs, rather than being artifacts 

of latent multicollinearity (Henseler et al., 2015). 

Table 5 

Discriminant Validity Test Results 

Variable Employee well-

being 

Burnout Work-life 

balance 

Employee 

productivity 

Job 

satisfaction 

Employee well-

being  

0.945 
    

Burnout 0.420 0.955 
   

Work-life balance 0.580 0.470 0.868 
  

Employee 

productivity 

0.530 0.510 0.560 0.750 
 

Job satisfaction 0.600 0.450 0.620 0.650 0.927 

 

The composite reliability and Cronbach’s Alpha values are all well above the standard threshold of 0.70. 

Burnout and job satisfaction are the two constructs with the highest reliability, indicating very strong internal 

consistency among their indicators. Work-life balance, although consisting of only two indicators after exclusion, 

still maintains good reliability, reflecting respondents’ relatively homogeneous perceptions regarding the balance 

between work and personal life. These results reinforce the validity of the measurement model and demonstrate that 

the research instrument meets the necessary psychometric criteria for studies employing PLS-SEM. 

Table 6 

Composite Reliability Test Results 

Variable Composite Reliability Cronbach’s Alpha Description 

Employee well being 0.965 0.955 Reliabel 

Burnout 0.973 0.962 Reliabel 

Work life balance 0.871 0.790 Reliabel 

Employee productivity 0.812 0.721 Reliabel 

Job satisfication 0.976 0.971 Reliabel 

 

At the inner model stage, the R-square values indicate strong explanatory power. Job satisfaction has an R² 

value of 0.673, suggesting that employee well-being, burnout, and work-life balance account for more than two-thirds 

of the variance in job satisfaction. Employee productivity has an even higher R² value of 0.712, confirming that the 

exogenous and mediating variables exert a comprehensive influence on performance. These R² values reflect a stable 
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causal structure and align with organizational theory, which posits that psychological factors are key determinants of 

work behavior and productivity (Bakker & Demerouti, 2017). 

 

Table 7 

R-Square Test Results 

Variabel  R-Square 

Job satisfaction  0.673 

Employee productivity 0.712 

 

The Goodness of Fit Index indicates that the model demonstrates a good level of fit. The SRMR value is 

below the 0.08 threshold, while the NFI exceeds 0.90, confirming the alignment between the empirical model and 

the theoretical model. The d_ULS, d_G, and Chi-Square indices further support these findings, ensuring that the 

model possesses a statistically valid structural representation. The model was then further examined using the F-

square to assess the effect size of each predictor on the endogenous constructs. The results show that job satisfaction 

exerts the strongest influence on employee productivity, reinforcing the theoretical understanding that job satisfaction 

serves as a strategic mediator in the relationship between psychological factors and performance. 

Table 8 

Goodness of Fit Index Test Result 

Index Saturated Model Estimated Model 

SRMR 0.061 0.065 

d_ULS 0.879 0.951 

d_G 0.512 0.557 

Chi-Square 1320.465 1389.317 

NFI 0.914 0.906 

 

The hypothesis testing results show that all causal paths are significant at the p-value < 0.05 level. Employee 

well-being and work-life balance are proven to enhance productivity, while burnout reduces it. Job satisfaction is 

shown to function as a partial mediator in these relationships, reinforcing its central role as a psychological 

mechanism that links psychosocial variables to employee productivity within an industrial work environment. 

Overall, these empirical findings align with contemporary theoretical frameworks that position well-being, role 

balance, and psychological conditions as integral determinants of work productivity. 

Table 9 

Hypothesis Testing Results 

Independent 

Variable 

Intervening 

Variable 

Dependent 

Variable 

Path 

Coefficient (β) 

P-

Value 

Description Description 

Employee well-

being  

 Employee 

productivity  

0.324 0.001 Significant Accepted 

Burnout  Employee 

productivity 

-0.278 0.007 Significant  Accepted 

Work-life balance  Employee 

productivity 

0.295 0.003 Significant Accepted 

Job satisfaction  Employee 

productivity 

0.412 0.000 Significant  Accepted 

Employee well-

being  

Job satisfaction Employee 

productivity 

0.136 0.016 Significant Accepted 

Burnout Job satisfaction Employee 

productivity 

-0.115 0.021 Significant  Accepted 

Work-life balance Job satisfaction Employee 

productivity 

0.168 0.008 Significant Accepted 

 

Discussion 

The discussion of this study reveals complex psychosocial dynamics in explaining employee productivity at 

PT Pabrik Kertas Tjiwi Kimia, a labor-intensive manufacturing organization characterized by high work intensity and 
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continuous production pressure. The empirical findings show that all hypothesized causal relationships are 

significant, indicating that employee well-being, burnout, work-life balance, and job satisfaction are substantive 

determinants in shaping work performance. These results align with contemporary performance theories, such as the 

Job Demands–Resources Model (Bakker & Demerouti, 2007), which emphasizes the role of psychological conditions 

as the foundation for effective performance in high-intensity work environments. 

The positive effect of employee well-being on productivity confirms that well-being does not function as a 

peripheral variable but serves as a primary job resource that reduces psychological strain and enhances employee 

engagement. This finding is consistent with the meta-analysis by Wright and Cropanzano (2019), which demonstrates 

that emotional well-being is directly associated with improvements in task performance and organizational citizenship 

behavior. In the context of PT Pabrik Kertas Tjiwi Kimia, well-being encompasses not only physical health and 

workplace safety but also emotional stability and social support within the work environment. From the perspective 

of the Job Demands–Resources (JD-R) Theory, employee well-being acts as a critical resource that enables employees 

to cope with high job demands. When employees experience strong well-being, they are better able to maintain 

energy, focus, and motivation, resulting in higher productivity. Prior studies such as Hakanen and Schaufeli (2018) 

further reinforce that employees with high levels of well-being show more stable performance over time, even in 

physically demanding environments like the manufacturing sector. 

The finding that burnout has a significant negative effect on productivity reflects a classic phenomenon 

widely discussed in industrial psychology literature. This result is consistent with Maslach and Leiter’s (2017) 

explanation that emotional exhaustion and depersonalization erode cognitive capacity and affective commitment, 

ultimately reducing work effectiveness. In the context of PT Pabrik Kertas Tjiwi Kimia, work pressures involving 

long shifts and repetitive production rhythms can lead to chronic fatigue, which directly affects employees’ ability to 

maintain concentration, accuracy, and physical stamina. Supporting this, Kim et al. (2019) found that burnout reduces 

productivity through diminished energy and increased operational errors. From the JD-R Theory perspective, burnout 

emerges when job demands—such as heavy workloads, physical demands, and time pressure—are not balanced by 

adequate job resources. This imbalance results in decreased energy and motivation, which ultimately suppress work 

performance. The findings of this study demonstrate a similar pattern at PT Pabrik Kertas Tjiwi Kimia, confirming 

that burnout functions as a destructive factor that systematically lowers workforce productivity. 

The variable work-life balance significantly enhances productivity, indicating that balancing work demands 

and personal needs is a critical psychological stabilizing mechanism for effective performance. Empirical literature 

supports this finding, as Haar et al. (2019) note that individuals with strong life balance demonstrate higher levels of 

engagement, job satisfaction, and productivity. In the work structure of PT Pabrik Kertas Tjiwi Kimia, which requires 

long working hours, policies that allow room for psychological recovery are essential to sustaining employee energy. 

This reinforces the relevance of the JD-R Theory, which posits that a balance between job demands and job resources 

not only preserves psychological well-being but also serves as a major driver of productivity improvements in the 

manufacturing sector. 

The findings regarding job satisfaction highlight its role as a key variable in explaining variations in 

productivity. Job satisfaction is shown to have a significant positive effect on productivity, consistent with the meta-

analysis by Judge et al. (2017), which identified a substantive correlation between job satisfaction and performance. 

In the organizational context of PT Pabrik Kertas Tjiwi Kimia, job satisfaction is likely influenced by factors such as 

fairness of compensation, workplace stability, interpersonal relationships, and supervisor support. According to 

Social Exchange Theory (SET) (Blau, 1964), the relationship between employees and the organization is based on 

the principle of reciprocity, whereby positive treatment from the organization encourages employees to reciprocate 

with behaviors that benefit the company. When employees experience job satisfaction—whether due to fair 

compensation, supportive supervision, or a safe working environment—they develop a moral sense of obligation to 

contribute more. This reciprocity manifests in increased productivity, stronger work commitment, and a greater 

willingness to engage in extra-role behaviors. 

Recent research, such as that by Cropanzano and Mitchell (2005), also emphasizes that job satisfaction serves 

as a source of positive evaluation that strengthens social exchange relationships, making satisfied employees more 

likely to exhibit higher performance and cooperative workplace behaviors. Thus, within the framework of SET, job 

satisfaction functions as a catalyst in the positive exchange relationship between the organization and its employees, 

ultimately enhancing productivity in the work environment of PT Pabrik Kertas Tjiwi Kimia. The mediating role of 

job satisfaction in the relationships among well-being, burnout, work-life balance, and productivity illustrates a 

deeper psychological structure: productivity is not solely the result of objective job conditions but also the outcome 

of employees’ subjective evaluations of their work experiences. In the relationship between well-being and 
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productivity, the mediation of job satisfaction demonstrates that well-being first shapes positive perceptions of work 

before translating into productive behavior. This mechanism is consistent with Social Exchange Theory (Blau, 1964; 

Cropanzano & Mitchell, 2005), which emphasizes that positive treatment received by employees from the 

organization fosters positive responses in the form of commitment and productive actions. Likewise, the mediating 

role in the relationship between burnout and productivity can be explained through the Job Demands–Resources (JD-

R) Model (Demerouti et al., 2001; Bakker & Demerouti, 2017). Burnout arising from high job demands decreases 

job satisfaction before ultimately reducing productivity. This decline in satisfaction results from diminished 

psychological resources (personal resources), which hinder employees’ ability to maintain optimal task performance. 

Thus, job satisfaction acts as a psychological channel that bridges both the negative influence of burnout and the 

positive influence of well-being on productivity. In the relationship between work-life balance and productivity, the 

mediation of job satisfaction demonstrates that life balance creates a sense of control and psychological harmony that 

translates into job satisfaction, which then stimulates productivity. Sirgy and Lee (2018) argue that work-life balance 

generates affective well-being that strengthens affective commitment and promotes productive work behavior. This 

finding is consistent with the Job Demands–Resources (JD-R) Model developed by Bakker and Demerouti (2017), 

in which work-life balance is viewed as a job resource that can reduce work pressure, increase motivation and job 

satisfaction, and ultimately enhance employee productivity. This discussion demonstrates that employee productivity 

cannot be separated from the psychosocial context and the structure of daily work experiences. Psychological 

variables—well-being, burnout, work-life balance, and job satisfaction—operate through interconnected mechanisms 

that form the foundation of stable performance in the high-pressure work environment of PT Pabrik Kertas Tjiwi 

Kimia.  

 

CONCLUSION AND RECOMMENDATIONS 

The findings of this study affirm that employee productivity in labor-intensive manufacturing industries is 

strongly shaped by the psychological dynamics and organizational conditions that interact in complex ways. 

Employee well-being, burnout, work-life balance, and job satisfaction are shown to play crucial roles in explaining 

variations in employee productivity at PT Pabrik Kertas Tjiwi Kimia, Tbk. The structural model analysis using PLS-

SEM indicates that the relationships among variables occur simultaneously and in multilayered ways, where well-

being, work fatigue, and life balance not only exert direct effects on productivity but also operate through an affective 

mechanism in the form of job satisfaction. This pattern demonstrates that workforce productivity cannot be 

understood merely as a technical output of production processes, but rather as a reflection of the quality of work 

experiences, affective stability, and psychosocial conditions encountered by employees in their daily work. Thus, 

these findings reinforce the relevance of theories such as the Job Demands–Resources Model and Social Exchange 

Theory in explaining performance dynamics within modern industrial sectors. 

The practical implications of these findings require organizations to realign their human resource 

management orientation by placing a stronger emphasis on enhancing psychological well-being, preventing burnout, 

and fostering a work environment that supports work-life balance. Companies are expected not only to ensure the 

technical stability of production processes but also to provide psychological recovery spaces through humane work 

policies, fair reward systems, and robust social support mechanisms. Efforts to manage work fatigue and improve 

well-being are shown to be not merely ethical strategies but strategic investments that directly influence efficiency, 

effectiveness, and the sustainability of productivity. In the context of PT Pabrik Kertas Tjiwi Kimia, integrating well-

being programs, strengthening interpersonal communication, and increasing work flexibility can serve as essential 

foundations for enhancing job satisfaction and minimizing the negative consequences of intensive work pressure. By 

reinforcing a work environment that is psychologically and functionally healthy, the company can cultivate a high-

performance culture that is adaptive, resilient, and capable of meeting long-term operational challenges. 

 

REFERENCES 

 

Adams, M. J. (2019). Employee well-being and organizational outcomes: A meta-analytic review. Journal of 

Occupational and Organizational Psychology, 92(4), 797–824. https://doi.org/10.1111/joop.12296 

Ali, M., Shahid, M., & Khan, I. (2024). Burnout and productivity among industrial workers: Evidence from emerging 

economies. Industrial Health, 62(1), 45–58. https://doi.org/10.2486/indhealth.2023-0099 

Amer, A. R., Hassan, S. M., & Moustafa, A. (2022). Occupational burnout and its impact on employee performance 

in manufacturing firms. International Journal of Productivity and Performance Management, 71(6), 2051–

2070. https://doi.org/10.1108/IJPPM-02-2021-0081 



THE IMPACT OF EMPLOYEE WELL-BEING, BURNOUT, AND WORK-LIFE BALANCE ON EMPLOYEE 

PRODUCTIVITY WITH JOB SATISFACTION AS AN INTERVENING VARIABLE (A STUDY ON THE 

EMPLOYEES OF PT PABRIK KERTAS TJIWI KIMIA) 

Aulia Ramadhani et al 

Publish by Radja Publika 

               8505 

Apriliani, R., & Mukhsin, M. (2024). Work-life balance and employee productivity in post-pandemic workplaces. 

Journal of Management and Business Studies, 15(1), 22–37. https://garuda.kemdikbud.go.id/ 

Ateeq, M., Raza, S., & Nawaz, F. (2024). Understanding burnout and job outcomes in industrial environments: A 

moderated mediation approach. Current Psychology. https://doi.org/10.1007/s12144-023-04420-y 

Badan Pusat Statistik. (2024). Produktivitas tenaga kerja Indonesia tahun 2018–2023. https://www.bps.go.id 

Bakker, A. B., & Demerouti, E. (2017). Job demands–resources theory: Taking stock and looking forward. Journal 

of Occupational Health Psychology, 22(3), 273–285. https://doi.org/10.1111/joop.12143 

Bakker, A. B., & Oerlemans, W. G. M. (2019). Daily job crafting and the role of positive emotions: A dynamic 

approach to job satisfaction and performance. European Journal of Work and Organizational Psychology, 

28(2), 197–209. 

Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. I. (2021). Burnout and work engagement: The JD-R approach. 

Annual Review of Organizational Psychology and Organizational Behavior, 8(1), 389–411. 

Basch, J., & Fisher, C. D. (2020). Affective events and the emotional process at work. Annual Review of 

Organizational Psychology and Organizational Behavior, 7, 83–109. https://doi.org/10.1146/annurev-

orgpsych-012119-044908 

Becker, G. S. (1993). Human capital: A theoretical and empirical analysis, with special reference to education (3rd 

ed.). University of Chicago Press. https://press.uchicago.edu/ucp/books/book/chicago/H/bo3684034.html 

Campbell, J. P., & Pritchard, R. D. (1976). Motivation theory in industrial and organizational psychology. In M. D. 

Dunnette (Ed.), Handbook of industrial and organizational psychology (pp. 63–130). Rand McNally. 

https://psycnet.apa.org/record/1977-07723-000 

Clark, S. C. (2000). Work/family border theory: A new theory of work/family balance. Human Relations, 53(6), 747–

770. 

Consiglio, C., Borgogni, L., Alessandri, G., & Schaufeli, W. B. (2013). Does self-efficacy matter for burnout and 

sickness absenteeism? The mediating role of demands and resources at the individual and team levels. Work 

& Stress, 27(1), 22–42. https://doi.org/10.1080/02678373.2013.769325 

Cooke, F. L., Cooper, B., Bartram, T., Wang, J., & Mei, H. (2016). Mapping the relationships between high-

performance work systems, employee resilience and engagement: A study of the Chinese banking sector. The 

International Journal of Human Resource Management, 27(18), 2050–2071. 

https://doi.org/10.1080/09585192.2015.1137618 

Creswell, J. W., & Creswell, J. D. (2022). Research design: Qualitative, quantitative, and mixed methods approaches 

(6th ed.). SAGE Publications. 

Cropanzano, R., & Mitchell, M. S. (2005). Social exchange theory: An interdisciplinary review. Journal of 

Management, 31(6), 874–900. https://doi.org/10.1177/0149206305279602 

Cropanzano, R., Anthony, E. L., Daniels, S. R., & Hall, A. V. (2017). Social exchange theory: A critical review with 

theoretical remedies. Journal of Vocational Behavior, 99, 1–17. https://doi.org/10.1016/j.jvb.2016.12.004 

Deci, E. L., & Ryan, R. M. (2017). Self-Determination Theory: Basic Psychological Needs in Motivation, 

Development, and Wellness. Guilford Press. 

Gagné, M., Koestner, R., & Zuckerman, M. (2019). Facilitating autonomous motivation: A social-contextual 

perspective. Motivation and Emotion, 43(1), 1–15. https://doi.org/10.1007/s11031-018-9719-3 

Goetz, K., Musselmann, S., & Steinhäuser, J. (2022). Job satisfaction and its relationship with work performance 

among health workers: A systematic review. BMC Health Services Research, 22(1), 1–15. 

https://doi.org/10.1186/s12913-022-07683-0 

Grant, A. M., Christianson, M. K., & Price, R. H. (2021). Happiness, health, or relationships? Managerial practices 

and employee well-being. Academy of Management Annals, 15(1), 285–317. 

Haar, J. M., Russo, M., Suñe, A., & Ollier-Malaterre, A. (2019). Outcomes of work–life balance on job satisfaction, 

life satisfaction and mental health: A study across seven cultures. Journal of Vocational Behavior, 110, 244–

260. https://doi.org/10.1016/j.jvb.2018.11.003 

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2020). A Primer on Partial Least Squares Structural Equation 

Modeling (PLS-SEM) (2nd ed.). SAGE Publications. 

Hair, J. F., Hult, G. T. M., Ringle, C., & Sarstedt, M. (2021). A primer on partial least squares structural equation 

modeling (PLS-SEM) (3rd ed.). SAGE Publications. 

Hakanen, J. J., & Schaufeli, W. B. (2018). Do burnout and work engagement predict depressive symptoms and life 

satisfaction? Burnout Research, 5(1), 8–16. 



THE IMPACT OF EMPLOYEE WELL-BEING, BURNOUT, AND WORK-LIFE BALANCE ON EMPLOYEE 

PRODUCTIVITY WITH JOB SATISFACTION AS AN INTERVENING VARIABLE (A STUDY ON THE 

EMPLOYEES OF PT PABRIK KERTAS TJIWI KIMIA) 

Aulia Ramadhani et al 

Publish by Radja Publika 

               8506 

Hayman, J. (2005). Psychometric assessment of an instrument designed to measure work–life balance. Research and 

Practice in Human Resource Management, 13(1), 85–91. 

https://researchbank.massey.ac.nz/handle/10179/5562 

Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing discriminant validity in variance-

based structural equation modeling. Journal of the Academy of Marketing Science, 43(1), 115–135. 

https://doi.org/10.1007/s11747-014-0403-8 

Herzberg, F. (1966). Work and the Nature of Man. Cleveland: World Publishing. 

Hobfoll, S. E. (2018). Conservation of Resources Theory: Resource Caravan and Resource Passageways. New York: 

Routledge. 

https://ajmsjournal.org/vol12-no1-2025/putri-wellbeing 

https://iaeme.com/IJM/issues/v11-i5/wolor 

https://iaeme.com/IJM/issues/v12-i4/roopavathi 

https://ijaar.org/articles/ijaar-v6-no3-tamunomiebi.pdf 

https://ijbssnet.com/journals/vol12no6/okolocha 

https://ijmrjournal.com/vol12-issue2-2024/kurain-burnout 

https://jpbsnet.com/vol8-no2/platania-employee-productivity 

https://jurnalekonomibisnis.id/vol15-no1-2024/nugroho-wlb 

https://jurnalmanajemenbisnisindonesia.or.id/vol10/no1/2024/jannah-wlb 

International Labour Organization. (2025). World Employment and Social Outlook 2025: Productivity Trends and 

Labour Market Challenges. ILO. https://www.ilo.org/global/research 

Jannah, M. (2024). Work–life balance and job performance among manufacturing employees in Indonesia. Jurnal 

Manajemen dan Bisnis Indonesia, 10(1), 45–58. 

Judge, T. A., Weiss, H. M., Kammeyer-Mueller, J. D., & Hulin, C. L. (2017). Job attitudes, job satisfaction, and job 

affect: A century of continuity and of change. Journal of Applied Psychology, 102(3), 356–374. 

Kalfaoglu, C. (2024). The mediating role of psychological distress in the relationship between well-being and job 

performance. Psychology and Education Journal, 61(3), 112–125. https://doi.org/10.55938/pej.v61i3.473 

Khan, S., Khan, A., Rehman, A., & Zafar, N. (2022). Mediating effect of job satisfaction in the relationship between 

work-life balance and employee productivity: Evidence from service sector. Sustainability, 14(1), 301. 

https://doi.org/10.3390/su14010301 

Khotimah, A. N., & Swasti, D. A. (2024). Pengaruh motivasi kerja dan kepuasan kerja terhadap kinerja karyawan 

pada Koperasi Karyawan PT Tjiwi Kimia. International Journal of Innovative Science and Research 

Technology (IJISRT), 9(5), 77–82. https://www.ijisrt.com/assets/upload/files/IJISRT24MAY770.pdf 

Kim, H. J., Shin, K. H., & Swanger, N. (2019). Burnout and employee productivity: An integrated model. International 

Journal of Hospitality Management, 77, 64–72. 

Kim, M., Kim, A. C. H., Newman, J. I., Ferris, G. R., & Perrewé, P. L. (2021). The antecedents and consequences of 

work–life balance: A meta-analytic review. Journal of Organizational Behavior, 42(7), 917–945. 

https://doi.org/10.1002/job.2525 

Krekel, C., Ward, G., & De Neve, J.-E. (2019). Employee well-being, productivity, and firm performance. Journal of 

Economic Behavior & Organization, 168, 322–344. https://doi.org/10.1016/j.jebo.2019.11.003 

Kurain, J. (2024). Burnout, emotional exhaustion, and workplace performance: A systematic review. International 

Journal of Management Research, 12(2), 87–103. 

Kurnia, C., & Widigdo, A. M. N. (2021). Effect of work-life balance, job demand, job insecurity on Employee 

productivity at PT Jaya Lautan Global with employee well-being as a mediation variable. European Journal 

of Business and Management Research, 6(5), 160–167. 

https://www.ejbmr.org/index.php/ejbmr/article/view/948 

Latham, G. P., & Locke, E. A. (2018). Goal setting theory: Controversies and resolutions. Organizational Behavior 

and Human Decision Processes, 143, 25–30. https://doi.org/10.1016/j.obhdp.2017.12.002 

Lesener, T., Gusy, B., & Wolter, C. (2019). The job demands–resources model: A meta-analytic review of longitudinal 

studies. Work & Stress, 33(1), 76–103. https://doi.org/10.1080/02678373.2018.1529065 

Locke, E. A., & Latham, G. P. (2002). Building a practically useful theory of goal setting and task motivation: A 35-

year odyssey. American Psychologist, 57(9), 705–717. https://doi.org/10.1037/0003-066X.57.9.705 

Lousã, E., Ribeiro, S., & Gonçalves, L. (2021). Measuring employee productivity: Development and validation of 

the EP-scale. Management Research Review, 44(8), 1105–1122. https://doi.org/10.1108/MRR-02-2020-0082 



THE IMPACT OF EMPLOYEE WELL-BEING, BURNOUT, AND WORK-LIFE BALANCE ON EMPLOYEE 

PRODUCTIVITY WITH JOB SATISFACTION AS AN INTERVENING VARIABLE (A STUDY ON THE 

EMPLOYEES OF PT PABRIK KERTAS TJIWI KIMIA) 

Aulia Ramadhani et al 

Publish by Radja Publika 

               8507 

Marecki, Ł. (2023). Impact of work-life balance on employee productivity and well-being. Journal of Modern Finance 

and Sustainability, 50(9), 113–124. https://www.ceeol.com/search/article-detail?id=1266925 

Maslach, C., & Jackson, S. E. (1981). The measurement of experienced burnout. Journal of Organizational Behavior, 

2(2), 99–113. https://doi.org/10.1002/job.4030020205 

Maslach, C., & Leiter, M. P. (2017). Burnout: The Cost of Caring. New York: Routledge. 

McNeese-Smith, D. (2022). Job satisfaction, productivity, and organizational commitment among healthcare 

employees. Health Care Management Review, 47(4), 250–262. 

https://doi.org/10.1097/HMR.0000000000000334 

Nielsen, K., Nielsen, M. B., Ogbonnaya, C., Känsälä, M., Saari, E., & Isaksson, K. (2017). Workplace resources and 

employee well-being: A multilevel study. Work & Stress, 31(4), 306–327. 

https://doi.org/10.1080/02678373.2017.1349936 

Nugroho, A. (2024). Work–life balance and employee productivity in Indonesian manufacturing firms. Jurnal 

Ekonomi & Bisnis, 15(1), 55–70. 

Okolocha, C. C. (2021). Job satisfaction and employee productivity in emerging economies: Evidence from Nigeria. 

International Journal of Business and Social Science, 12(6), 1–12. 

Olafsen, A. H., Halvari, H., Forest, J., & Deci, E. L. (2017). Show them the money? The role of pay, managerial need 

support, and justice in a self-determination theory model. Motivation and Emotion, 41(5), 631–646. 

https://doi.org/10.1007/s11031-017-9632-2 

Platania, S., Paolillo, A., Digrandi, M., & Gennaro, A. (2020). Measuring job performance: Validity of the Employee 

Productivity Scale. Journal of Psychology and Behavioral Science, 8(2), 12–25. 

Podsakoff, P. M., MacKenzie, S. B., & Podsakoff, N. P. (2019). Recommendations for creating better conceptual 

definitions in the organizational, behavioral, and social sciences. Organizational Research Methods, 22(4), 

739–767. https://doi.org/10.1177/1094428118767302 

Potipiroon, W., Faerman, S., & Srisuthisa, W. (2024). Deconstructing job satisfaction and productivity: Evidence 

from Southeast Asian public organizations. Public Personnel Management, 53(1), 45–68. 

https://doi.org/10.1177/00910260221143205 

Pradhan, R. K., & Hati, L. (2019). The measurement of employee well-being: Development and validation of a scale. 

Employee Relations, 41(3), 488–510. https://doi.org/10.1108/ER-07-2018-0192 

Putri, S., Lazuarni, L., & Yeni, R. (2025). Employee well-being and productivity in large manufacturing firms: An 

Indonesian perspective. Asian Journal of Management Studies, 12(1), 22–35. 

Rabuana, R., & Yanuar, T. (2023). The impact of employee well-being on performance: Evidence from Indonesian 

industries. International Journal of Productivity and Performance Management, 72(4), 910–928. 

https://doi.org/10.1108/IJPPM-08-2021-0443 

Robbins, S. P., & Judge, T. A. (2022). Organizational Behavior (19th ed.). New York: Pearson Education. 

Roopavathi, T., & Kishore, K. (2021). Work–life balance and employee productivity: A study on Indian 

manufacturing organizations. International Journal of Management, 12(4), 137–146. 

Ryan, R. M., & Deci, E. L. (2020). Self-Determination Theory: Basic Psychological Needs in Motivation, 

Development, and Wellness. New York: Guilford Press. 

Seijts, G. H., Latham, G. P., Tasa, K., & Latham, B. W. (2004). Goal setting and goal orientation: An integration of 

two different yet related literatures. Academy of Management Journal, 47(2), 227–239. 

https://doi.org/10.5465/20159574 

Shore, L. M., Tetrick, L. E., Lynch, P., & Barksdale, K. (2006). Social and economic exchange: Construct 

development and validation. Journal of Applied Social Psychology, 36(4), 837–867. 

https://doi.org/10.1111/j.0021-9029.2006.00046.x 

Sonnentag, S., Dormann, C., & Demerouti, E. (2017). Not all days are created equal: The concept of state work 

engagement. European Journal of Work and Organizational Psychology, 26(1), 4–18. 

https://doi.org/10.1080/1359432X.2016.1208654 

Stankevičienė, A., Dvorak, J., & Chládková, H. (2021). The effect of job satisfaction on employee performance: 

Evidence from European organizations. Economics and Sociology, 14(2), 52–70. 

https://doi.org/10.14254/2071-789X.2021/14-2/4 

Tamunomiebi, M. D., & Oyibo, A. (2020). Work-life balance and employee productivity in the Nigerian 

manufacturing sector. International Journal of Advanced Academic Research, 6(3), 45–58. 



THE IMPACT OF EMPLOYEE WELL-BEING, BURNOUT, AND WORK-LIFE BALANCE ON EMPLOYEE 

PRODUCTIVITY WITH JOB SATISFACTION AS AN INTERVENING VARIABLE (A STUDY ON THE 

EMPLOYEES OF PT PABRIK KERTAS TJIWI KIMIA) 

Aulia Ramadhani et al 

Publish by Radja Publika 

               8508 

Tarigan, J., Basana, S. R., & Wijaya, A. (2022). Job satisfaction as a predictor of employee performance: Evidence 

from Indonesian organizations. Journal of Asian Finance, Economics and Business, 9(2), 251–260. 

https://doi.org/10.13106/jafeb.2022.vol9.no2.0251 

Taris, T. W., & Schaufeli, W. B. (2016). The job demands–resources model. Dalam R. R. Sinclair, M. Wang, & L. 

Tetrick (Eds.), Psychosocial Factors at Work in the Asia Pacific (pp. 71–88). Springer. 

https://doi.org/10.1007/978-3-319-44400-0_4 

Utar, A., Nurhayati, S., & Rahmawati, D. (2021). Job satisfaction and its impact on employee performance: Case 

study in Indonesian SMEs. Management Science Letters, 11(4), 1201–1208. 

https://doi.org/10.5267/j.msl.2020.11.013 

Weiss, H. M., & Cropanzano, R. (1996). Affective events theory: A theoretical discussion of the structure, causes and 

consequences of affective experiences at work. Research in Organizational Behavior, 18, 1–74. 

https://psycnet.apa.org/record/1996-07722-004 

Wicaksono, A., & Hidayah, S. (2020). Work-life balance dan produktivitas karyawan: Studi pada perusahaan padat 

karya di Surabaya. Jurnal Manajemen Indonesia, 20(1), 23–36. 

Wolor, C. W. (2020). The effect of work-life balance on employee performance in Indonesia. International Journal of 

Management, 11(5), 138–147. 

Wright, T. A., & Cropanzano, R. (2019). The happy/productive worker thesis revisited. Research in Personnel and 

Human Resources Management, 37(1), 269–307. 

Wright, T. A., & Cropanzano, R. (2019). The happy/productive worker thesis revisited. Research in Personnel and 

Human Resources Management, 37(1), 269–307. 

Yan, X., Su, J., & Wen, Z. (2020). A meta-analysis of the relationship between employee well-being and job 

performance. Current Psychology, 39(6), 1754–1769. https://doi.org/10.1007/s12144-018-9860-0 

Zhang, Y., Xu, S., & Jin, J. (2024). The paradoxical effects of burnout on employee productivity: The moderating role 

of job satisfaction. Human Resource Management Journal, 34(1), 85–102. 

 

 

 


