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Abstract 

The purpose of this study is to determine the description of work stress, work-life 

balance (WLB), and job satisfaction in the company and to see whether work stress 

and WLB have a significant effect on job satisfaction, either separately or not 

simultaneously. This research was conducted on 199 employees of PT Taspen 

(Persero) Indonesia. This study used interview and survey methods by distributing 

questionnaires, then processed using the SPSS 21 program. The results of this 

study state that there is a negative and significant effect between work stress on 

employee job satisfaction. At the same time, WLB has a positive and significant 

effect on employee job satisfaction. 

Keywords: Work Stress, Work-Life Balance, Job Satisfaction 
 

 

INTRODUCTION 

The quality of good human resources can be seen from the employees' job 

satisfaction. Job satisfaction is a feeling where an employee feels happy and likes 

his job. A person will achieve satisfaction if all his needs are met both financially 

and non-financially. An employee can work optimally if all his needs have been 
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met. When all these needs have been achieved, the employee's job satisfaction will 

increase. Otherwise, if the company does not meet the needs of its employees, job 

dissatisfaction will increase in employees. 

The problem of employee dissatisfaction can be found in PT Taspen (Persero) 

Indonesia, a state-owned enterprise authorized by the government to manage social 

insurance for Civil Servants. The low job satisfaction at PT Taspen can be seen 

from the average percentage of employee absence, which reaches 3.16% per month. 

This is in line with Waspodo et al. (2017), which explains that high employee 

absence indicates low job satisfaction. The low employee job satisfaction can also 

be seen from employee attitudes that tend to be negative, which can harm the 

company, such as absence from work, not completing the work on time, disobeying 

company rules, and always postponing the work. 

One factor that affects job satisfaction is work stress. Work stress is a condition 

where there is an imbalance between physical and psychological that will affect 

one's emotions, thinking patterns, and the condition of an employee, and some of 

this stress can be positive. It can be negative (Gofur, 2018). Researchers obtained 

information that employees often complain of headaches, fatigue, lack of 

enthusiasm, lack of focus on doing work, and unstable emotional changes. In 

addition, researchers received information that employees feel quite high stress 

because the work given is too much, and sometimes employees must complete the 

work that has been left by their co-workers without any clear directions, which 

makes their work pile up and take more time to complete. 

Another factor that can affect job satisfaction is work-life balance (WLB), a 

situation where a person can balance their time between personal life, the demands 

of work, and family responsibilities. From the employee's point of view, WLB is 

an option where employees must manage their work in the company and keep their 

personal lives intact, such as responsibilities to their families. Meanwhile, from the 

company's point of view, WLB is a challenge to support a culture where employees 

can focus on their work properly without ignoring their personal life. 

According to Ramadhani (2012), WLB has three components in measuring the 

balance, which are time balance, involvement balance, and satisfaction balance. 

Based on the interviews, employees of PT Taspen often find it difficult to divide 



Vol. 5 No. 1 2022 

 

 

22 

their work lives and their personal or family lives because they are too busy with 

work demands. Researchers also obtained information that employees rarely take 

time for their personal lives, especially for their families, because they can’t leave 

their work behind; even employees often work overtime to complete the work due 

to urgent deadlines.  

There is a research gap regarding the effect of work stress on job satisfaction. 

Several studies, such as those conducted by Butt et al. (2020) titled “Effect of Job 

Stress, Benefits and Salary on Employee Job Satisfaction Based on Mediating and 

Moderating Role of Work Environment and Leadership,” shows that work stress 

has a significant negative effect on job satisfaction. Another study conducted by 

Fardah & Ayuningtias (2019) titled “Effect of Work Stress on Job Satisfaction 

(Study on CV. Fatih Terang Purnama)” also shows that work stress has a significant 

negative effect on job satisfaction. 

Meanwhile, a study conducted by Azizah & Fauzany (2019) titled “The Effect of 

Work Stress on Employee Job Satisfaction in One of the National Electricity 

Installation Protection Agency in West Java Province” shows that work stress has 

a significant positive effect on the employee’s job satisfaction. Another study 

conducted by Gofur (2018) titled “Effect of Work Stress on Employee Satisfaction” 

also shows that work stress significantly affects employees’ job satisfaction. 

There is also exists a research gap regarding the effect of WLB on job satisfaction. 

Several studies such as those conducted by Shadab & Arif (2015) titled “Impact of 

Work-Life Balance on Job Satisfaction A Case of Health Care Services in Pakistan” 

shows that WLB has a significant positive effect on job satisfaction. Another study 

conducted by Hasan & Teng (2017) titled “Work-Life Balance and Job Satisfaction 

among Working Adults in Malaysia: The Role of Gender and Race as Moderators” 

also shows that WLB has a significant positive effect on job satisfaction. 

Meanwhile, a study conducted by Endeka et al. (2020) titled “Work-life Balance 

and Compensation for Employee Job Satisfaction at PT Hasjrat Abadi, Kotamobagu 

Branch” shows that WLB does not have a significant effect on job satisfaction. 

Another study conducted by Farha et al. (2017) titled “The Role of Job Satisfaction 

as a Mediator Between Work-Life Balance to Organizational Commitment to 
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Employees in PT. X” also shows that WLB does not have a significant effect on job 

satisfaction. 

This background underlies the researcher to make this problem the basis of this 

research. Therefore, this study determines to find the description of work stress, 

WLB, and job satisfaction in the company, as well as to see whether work stress 

and WLB have a significant effect on job satisfaction in the company, either 

separately or simultaneously. 

Hopefully, the result of this research can provide insight and knowledge for 

researchers in conducting research related to human resources by analyzing the 

existing problems related to the effect of work stress and work-life balance on job 

satisfaction. For the company, this research also can provide an overview of 

information regarding the problem of work stress and work-life balance on job 

satisfaction of PT Taspen’s employees so that it can be used as an evaluation for 

the company to increase employee job satisfaction. 

 

LITERATURE REVIEW 

Job Satisfaction 

Aziri (2011) states that job satisfaction is a feeling that arises from the employee's 

perception of how the job fulfills their material and psychological needs. Then 

according to Zhu (2012), job satisfaction is an employee's attitude, and feelings 

towards his job were; if the employee has positive and pleasant feelings at work, 

then the employee's attitude can be said to be satisfied. 

Then, Arshad et al. (2013) stated that job satisfaction is defined as the perception 

of all aspects of his work and organization, such as employee satisfaction with 

organizational policies, supervision, career satisfaction, compensation, and tasks. 

Then the perception of work is formed because of several factors, one of which is 

the employee's work practice and the employee's personality traits. Meanwhile, 

Eslami & Gharakhani (2012) explain that job satisfaction results from the work 

experience evaluation by the employees, comparing what they expect from their job 

and what they get. 

From those definitions, the researcher concludes that job satisfaction is a perception 

or attitude of employees towards their work which can be positive or negative 
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attitudes. Where employees are satisfied with all aspects of their work, it will lead 

to a positive attitude. Conversely, employees will show a negative attitude if 

employees are not satisfied with their work. 

For this research, the job satisfaction variable will be seen from the Two Factor 

Theory perspective. As explained by Gani et al. (2018), the principle of this theory 

is that satisfaction and dissatisfaction consist of two different things, namely 

hygiene factors that lead to positive satisfaction in the short term and satisfiers 

factors that lead to positive satisfaction in the long term. Therefore, if these factors 

are not achieved, it can lead to employee dissatisfaction. 

Work Stress 

Essiam et al. (2015) define job stress as the body's reaction (whether physical, 

mental, or emotional) in response to work responsibilities. Stress can cause 

dissatisfaction, especially job-related dissatisfaction. The stress experienced by 

employees and the expected job satisfaction are two conditions that are not only 

related but are antagonistic due to the occurrence of complex situations between 

human stress, work, and employee satisfaction (Utami & Hariwibowo, 2013). From 

these several definitions of work stress, the researcher synthesizes that work stress 

is a condition that makes employees feel depressed and tense, both physically and 

psychologically, towards their work. 

For this research, the work stress variable will be seen from the Response Stress 

Model Theory perspective. Selye (1952) explained that stress is the body's reaction 

or response specifically to the causes of stress that affect a person. Stress reactions 

include changes in psychological, emotional, and psychological conditions. In other 

words, the body will not give any response if there is no stimulation. Therefore, the 

stress response can be concluded as the body's physical reaction to existing sources 

of stress or stimuli that attack the body. 

Several studies, such as that conducted by Butt et al. (2020), Fardah & Ayuningtias 

(2019), Hanim (2016), Essiam et al. (2015), Afrizal et al. (2014), Utami & 

Hariwibowo (2013), Muttie ur et al. (2012), Bhatti et al. (2011), and Ahsan et al. 

(2009) stated that job stress has a significant negative effect on job satisfaction. Butt 

et al. (2020) revealed that when companies demand more work from their 

employees, it will cause the employees to feel worried about their abilities and 
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capacities in carrying out these tasks, resulting in job stress for employees. On the 

other hand, if the level of this stress is too high, employees will feel dissatisfied 

with their work. Then according to the research of Wibowo Putro et al. (2015), work 

stress has a negative influence on job satisfaction where it can affect what is felt by 

the employee, related to work itself and the work results. This shows that the higher 

the work stress, the higher the job dissatisfaction. However, if the work stress is 

lower, the employee's job satisfaction will increase. 

Work-Life Balance (WLB) 

According to Hasan & Teng (2017), the term WLB is defined as a condition where 

employees can work well, and at the same time can socialize with their family, 

friends and pursue personal interests. Today, many individuals are attracted to the 

idea of  WLB because they want to achieve satisfaction in life beyond being happy 

and having a good performance at work. Policies that can meet WLB are one of the 

basic needs of every worker in the current generation. This is because these policies 

encourage the achievement of balanced professional and personal goals. Then 

according to Nurendra & Saraswati (2017), WLB is the extent where employees are 

involved equally in their work and non-work lives. When they can’t balance it, they 

usually have to find another job to balance the two or even stop working. From 

those definitions, the researcher synthesizes that WLB is a balanced state in 

managing two demands, namely work and individual personal lives, where 

individuals can continue carrying out their duties and responsibilities at work, but 

at the same time still able to establish good relationships with their family and 

friends, and also spending time for their hobbies. 

For this research, the WLB variable will be seen from a Border Theory perspective. 

Permatasari et al. (2020) explained that WLB is seen from how individuals can 

organize and negotiate areas between work and life outside work and the boundaries 

between the two to achieve a balance and minimize conflict. 

Regarding the effect of WLB on job satisfaction, several studies, such as those 

conducted by Shadab & Arif (2015), Hasan & Teng (2017), Maslichah & Hidayat 

(2017), Asepta & Maruno (2017), and Nurendra & Saraswati (2017) states that 

WLB has a significant positive effect on job satisfaction. First, Shadab & Arif 

(2015) explains this effect, which states that if employees have too much work, they 
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cannot spend enough time for their families and personal lives so that their lives are 

not balanced, and they will feel dissatisfied with their current position. Then Hasan 

& Teng (2017) stated that employees would feel satisfied with their work if they 

could balance their work and personal affairs. If this happens, employees can do 

their jobs more efficiently and be more committed to their work. As a result, they 

will complete their work well and be given appreciation from the company so that 

they will feel more satisfied with their job. 

 

 

Figure 1. Research Model 

Source: Data proccesed by author (2021) 

Research Hyphotesis  

For the first hypothesis, Ho1 is "Work stress has no significant negative effect on 

job satisfaction for employees of PT. Taspen (Persero)." While for Ha1 is "Work 

stress has a significant negative effect on job satisfaction for employees of PT. 

Taspen (Persero)." 

For the second hypothesis, Ho2 is "Work-Life Balance has no significant positive 

effect on job satisfaction for employees of PT. Taspen (Persero)." While Ha2 is 

"Work-Life Balance has a significant positive effect on job satisfaction for 

employees of PT Taspen (Persero)." 

 

(X1) 

Work Stress 

1. Environmental Factor 

2. Organizational Factor 

3. Individual Factor 

 
Source: Robbins (2008) 
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For the third hypothesis, Ho3 is "Work stress and Work-Life Balance have no 

significant positive effect on job satisfaction for employees of PT. Taspen 

(Persero)." While Ha3 is "Work stress and Work-Life Balance have a significant 

positive effect on job satisfaction for employees of PT. Taspen (Persero)." 

 

RESEARCH METHOD  

The researcher decided to research PT Taspen (Persero) Indonesia, which is a state-

owned enterprise responsible for managing social insurance for Indonesian Civil 

Servants. The study started from March 2020 to December 2020. The population of 

this study consisted of 413 people, and for sample selection, the researcher used the 

purposive sampling method, where the sample is selected and eliminated with 

certain considerations. Purposive sampling in this study is based on staff-level 

employees only, excluding managers and company superiors. With that 

consideration, the number of samples used in this study is 199 people. 

Statistic Descriptive 

The assessment of the Likert scale study uses four answer categories adapted from 

Sekaran & Bougie (2016) to check how strongly the subject agrees or disagrees 

with the statement given.  

Table 1. Scale of Research Measurement 

Score Answers Category 
Answers Category 

(Negative Indicators) 

1 Strongly Disagree  Strongly Agree  

2 Disagree  Agree  

3 Agree  Disagree  

4 Strongly Agree  Strongly Disagree  

Source: Data proccesed by author (2021) 
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To make it easier for researchers in interpreting the results obtained from the 

questionnaire, the researcher refers to the following table: 

Table 2. Statistic Descriptive Score Interpretation Criteria 

Score 
Work Stress 

(S + SS) 

Work-Life 

Balance 

(STS + TS) 

Job 

Satisfaction 

(STS + TS) 

0,00 – 25,00% Very Low Very High Very High 

25,01 – 50,00% Low High High 

50,01 – 75,00% High Low Low 

75,01 – 100% Very High Very Low Very Low 

Source: Data proccesed by author (2021) 

 

RESULTS AND DISCUSSION 

Statistic Descriptive. Descriptive analysis aims to see the general description of the 

company's condition related to the research variables. For the work stress variable, 

the first dimension (Environmental Factors) has a percentage of S+SS of 85.90%, 

which indicates that this dimension is in the very high category. This is because 

88.90% of employees feel that the increasing price on daily needs makes them 

depressed. Then the second dimension (Organizational Factor) has a total S+SS 

percentage of 90.44%, which indicates that this dimension is in the very high 

category. This is because 95.50% of employees often do a task that's too different 

from their main task. Then the third dimension (Individual Factors) has a total S+SS 

percentage of 92.55%, which indicates that this dimension is in the very high 

category. This is because 97.40% of employees feel that their personal life makes 

them depressed and interferes with their work. From the overall average of work 

stress variables, it can be seen that the total percentage of STS + TS is 90.38%. 

Therefore, when compared with the score interpretation criteria, the work stress 

variable is very high. This indicates that the work stress of PT Taspen employees is 

very high. 

For the WLB variable, the first dimension (Time Balance) has a total STS+TS 

percentage of 76.53%, which indicates that this dimension is in the very low 

category. This is because 82.5% of employees do not work according to the working 
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hours that have been determined by the company. Then the second dimension 

(Involvement Balance) has a total STS + TS percentage of 84.23%, which indicates 

that this dimension is in the very low category. This is because 94% of employees 

feel that commitment to their family is not important. Then the third dimension 

(Satisfaction Balance) has a total STS + TS percentage of 80.90%, which indicates 

that this dimension is in the very low category. This is because 86.9% of employees 

feel that their work does not provide the energy to carry out their life activities. 

From the overall average of the WLB variables, the total percentage of STS + TS 

is 80.56%. Therefore, when compared with the score interpretation criteria, the 

WLB variable is in the very low category. This indicates that the WLB of PT Taspen 

employees is very low. 

For the job satisfaction variable, the first dimension (Work Itself) has a total STS + 

TS percentage of 85.43%, which indicates that this dimension is in a low category. 

This is because 91% of employees feel that their work is not varied and too 

monotonous. Then the second dimension (Promotion) has a total STS + TS 

percentage of 86.60%, which indicates that this dimension is in a low category. This 

is because 92% of employees feel they are not given the same opportunity for 

promotion. Then the third dimension (Supervision) has a total STS + TS percentage 

of 89.77%, which indicates that this dimension is in a low category. This is because 

92.5% of employees feel that their superiors are not working actively and 

effectively in helping their employees to complete their work. Then the fourth 

dimension (Pay) has a total STS + TS percentage of 79.07%, which indicates that 

this dimension is in a low category. This is because 81% of employees feel that the 

salary they get is not worth it compared to their work. Then the fifth dimension (Co-

Workers) has a total percentage of STS+TS of 89.33%, which indicates that this 

dimension is in a low category. This is because 92% of employees feel that their 

communication with other employees is not well established in completing the work. 

From the overall average of job satisfaction variables, it can be seen that the total 

percentage of STS + TS is 86.04%. Therefore, when compared with the score 

interpretation criteria, the job satisfaction variable is in the Low category. This 

indicates that the job satisfaction of PT Taspen employees is very low. 
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Validity Test. This test is used to see whether the questionnaire data is valid or not. 

This test uses the Corrected Item Total Correlation method with a significant level 

of 5%. If the r count value is greater than the r table, the item can be declared valid. 

From the table below, it can be seen that all statement items from each variable pass 

the validity test. 

Table 3. Validity Test Results 

Variables 
Statement 

Item 

Valid Statement 

Item 

Work Stress 

(X1) 
11 11 

Work-Life Balance 

(X2) 
9 9 

Job Staisfaction 

(Y) 
15 15 

Source: Data proccesed by author (2021) 

Reliability Test. This test is used to see the consistency of research instruments. For 

this test, the tested items are only the items that passed the validity test. The results 

can be seen from the value of Cronbach's Alpha, where if the value is greater than 

0.6, the variable is declared reliable. From the table below, it can be concluded that 

the instrument used in this research is reliable. 

Table 4. Reliability Test Results 

Variables 
Cronbach’s 

Alpha 
Results 

Work Stress 

(X1) 
,892 Reliable 

Work-Life Balance 

(X2) 
,758 Reliable 

Job Staisfaction 

(Y) 
,858 Reliable 

Source: Data proccesed by author (2021) 

Normality Test. This test is used to see whether the residual value generated from 

regression is distributed normally or not. For this study, normality testing was 

carried out with the Kolmogorov-Smirnov test, where if the value of the test results 

is greater than 0.05, the data can be seen as normally distributed. From the table 

below, it can be declared that the data is normally distributed. 
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Table 5. Normality Test Results 

Variables 
Asymp. Sig. 

(2-tailed) 
Results 

Work Stress 

(X1) 
,061 Normal 

Work-Life Balance 

(X2) 
,059 Normal 

Job Staisfaction 

(Y) 
,109 Normal 

Source: Data proccesed by author (2021) 

Linearity Test. The test is used to see whether each independent variable has a linear 

relationship with the dependent variable or not. The relationship can only be 

declared as linear if the significance value of linearity is smaller than 0.05. From 

the table below, it can be seen that each independent variable has a linear 

relationship with the dependent variable. 

Table 6. Hasil Uji Linearitas 

Variables Linearity Results 

Work Stress 

(X1) 
,000 Linear 

Work-Life Balance 

(X2) 
,000 Linear 

Source: Data proccesed by author (2021) 

Multicollinearity Test. The purpose of the this test is to see whether there is a 

correlation between the independent variables or not. In addition, the 

multicollinearity test itself can be measured by looking at the value or score of the 

VIF (variance inflation factor), and if the score of VIF <5, the research does not 

have multicollinearity. From the table below, it can be concluded that there is no 

multicollinearity. 

Table 7. Multicollinearity Test Results 

Variables VIF 

Work Stress 

(X1) 
1,408 

Work-Life Balance 

(X2) 
1,408 

Source: Data proccesed by author (2021) 

Heteroscedasticity Test. The heteroscedasticity test is used to test whether in a 

regression model exists inequality in residual variance from one observation to 
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another. In this test, the method used is the Glejser test, where if the significance 

value between the independent variable and absolute residual (abs_res) is greater 

than 0.05, then there is no heteroscedasticity problem. From the table below, it can 

be concluded that there is no heteroscedasticity. 

Table 8. Heteroscedasticity Test Results 

Variables Sig. 

Work Stress 

(X1) 
,761 

Work-Life Balance 

(X2) 
,148 

Source: Data proccesed by author (2021) 

Multiple Linear Regression. Multiple linear regression is a method that can be used 

to predict future situations using past data and can see the effect of two or more 

independent variables on one dependent variable. 

Table 9. Multiple Linear Regression Results 

Model 

Unstandardized 

Coefficients 

Standardize

d 

Coefficients 
t Sig. 

B Std. Error Beta 

1 

(Constant) 64,586 3,951  16,345 ,000 

X1 
-,990 ,078 -,698 -

12,749 

,000 

X2 ,156 ,077 ,111 2,033 ,043 
Source: Data proccesed by author (2021) 

Based on the table above, the regression can be explained with this equation: 

Y = 64,586 – 0,990 X1 + 0,156 X2 

The intercept value in the equation is 64.586. This value shows that if Work Stress 

and WLB are constant, the value of Job Satisfaction (Y) is 64.586. Then, the 

coefficient value of the Work Stress (X1) is -0.990. This value shows that if the Job 

Stress increases by one unit, while other variables are constant, Job Satisfaction (Y) 

will decrease by 0.990. Then, the coefficient value of the WLB (X2) is 0.156. This 

value indicates that if the WLB increases by one unit while other variables remain 

constant, the value of Job Satisfaction (Y) will also increase by 0.156. 

T-Test. T-test shows whether the independent variables partially affect the 

dependent variable or not. If the value of t count is greater than the t table, or if the 

significance value is smaller than 0.05, the effect can be considered significant. 
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Work Stress (X1) has a t-count value of -12.749, which is greater than the t-table 

value (1.97214) and has a significance value of 0.000 which is smaller than 0.05. 

These values indicate that job stress has a significant effect on the job satisfaction 

of employees of PT. Taspen. Then the WLB (X2) has a t-count value of 2.033, 

which is greater than the t-table value (1.97214) and has a significance value of 

0.043, which is smaller than 0.05. These values indicate that WLB has a significant 

effect on the Job Satisfaction of employees of PT. Taspen. 

F-Test. The F test shows whether all the independent variables together affect the 

dependent variable or not. The hypothesis will be accepted if the value of the F 

count is greater than the F table or if the significance value is smaller than 0.05. 

Table 10. F Test Results 

Model 
Sum of 

Squares 
df 

Mean 

Square 
F Sig. 

1 

Regression 
5190,022 2 2595,01

1 

136,920 ,000b 

Residual 3714,752 196 18,953   

Total 8904,774 198    

Source: Data proccesed by author (2021) 

Based on the table above, it can be seen that all independent variables have a 

significance value of 0.000 which is smaller than 0.05. This means that Work Stress 

and WLB together have a significant effect on the Job Satisfaction of employees of 

PT. Taspen. 

Coefficient Determination Test. The determination coefficient test is used to 

determine how much all independent variables contribute to the dependent variable. 

The coefficient of determination can be seen from the Adjusted R-Square value and 

ranges from 0 to 1. 

Table 11. Coefficient Determination Test Results 

Model R 
R 

Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

1 ,763a ,583 ,579 4,353 

Source: Data proccesed by author (2021) 

Based on the table above, it can be seen that the Adjusted R-Square value is 0.652. 

This means that work stress and WLB of PT. Taspen's employees affect 57.9% of 
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PT. Taspen's employees' job satisfaction, while the rest (42.1%) is affected by other 

variables. 

The Effect of Work Stress on Job Satisfaction. Based on the results, work stress has 

a significant negative effect on the job satisfaction of employees of PT. Taspen. 

This shows that the higher the work stress felt by the employee, the lower the 

employee's job satisfaction. However, if the work stress is lower, the employee's 

job satisfaction will increase. 

Several studies explain this effect. For example, research from Butt et al. (2020) 

revealed that when companies demand more work from their employees, changes 

in the number of jobs and the stress of this large workload will cause employees to 

feel worried about their abilities and capacities in carrying out these tasks, resulting 

in job stress for employees. If the level of this stress is too high, employees will feel 

dissatisfied with their work. This is explained by Gofur (2018), where subjectively 

perceived stress (such as anxiety, anger, mental stress, and psychosomatic 

disorders) has a close relationship. If these things are beyond their control, then in 

addition to increasing stress, these things are also a cause of employee 

dissatisfaction. 

Afrizal et al. (2014) added that a high level of stress, whether it's because the 

workload is too much, unfair treatment felt in the company, or other factors, will 

cause tension in employees. This tension, if out of control, tends to reduce employee 

job satisfaction. Utami & Hariwibowo (2013) explained that high stress would 

cause employees' unhealthy, negative, and destructive responses. So if the 

employee's work stress level increases, the response that appears in the employee 

will be more damaging, which impacts their satisfaction with their work. 

The Effect of Work-Life Balance (WLB) on Job Satisfaction. Based on the results, 

WLB has a significant positive effect on the job satisfaction of employees of PT. 

Taspen. This shows that the better the WLB felt by employees, the job satisfaction 

felt by employees will also be better. However, if the WLB worsens, employee job 

satisfaction will also decrease. 

This effect is explained by several studies. Research from Shadab & Arif (2015) 

states that if employees have too much work, they cannot spend enough time for 

their families and their personal lives so that their lives are not balanced, and they 
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will feel dissatisfied with their current position. Then Hasan & Teng (2017) added 

that employees would be satisfied if they could balance their work and personal 

affairs. If this happens, employees can do their jobs more efficiently and be more 

committed to their work. They will complete their work well and be appreciated by 

the company so that they will feel more satisfied with their current job. 

Then according to Maslichah & Hidayat (2017), WLB can increase job satisfaction 

because the WLB will cause high morale in employees for carrying out their duties 

and obligations to the company. This is further explained by Nurendra & Saraswati 

(2017), where employees (especially married) need a good balance in their work-

life and their non-work life. WLB in employees can help employees to deal with 

two or more demands that must be met by employees and can help employees 

maintain positive feelings towards their work which will then have a positive effect 

on employee job satisfaction. 

 

CONCLUSION 

Several conclusions can be drawn based on the results. First, the work stress felt by 

employees of PT Taspen is very high. Second, from the environmental factors, the 

work stress experienced by PT Taspen is very high. This is because the current 

economic situation in Indonesia, which COVID-19 has hit, has made prices for 

necessities continue to rise. Then the Organizational Factor experienced by PT 

Taspen is very high. This is because employees are often given jobs that are not 

appropriate and conflict with their main job desk. Then the Individual Factor 

experienced by PT Taspen is very high. This is because employees find it difficult 

to control their emotions and thoughts at Work. After all, there are problems in their 

personal lives that make employees feel depressed, coupled with their superiors 

who stress them at Work. 

Then the WLB of PT Taspen employees is classified as very bad. The WLB can be 

seen from the Time Balance Factor in this study, which is not very good. This is 

because employees often work outside the company working hours so that 

employees can't rest properly and can't take time for their personal lives. Then the 

balance of involvement owned by PT Taspen employees is not very good. This is 

because employees often assume that being committed to their family is not 



Vol. 5 No. 1 2022 

 

 

36 

important. Then the balance of satisfaction owned by employees of PT Taspen is 

not very good. This is because the employee's job drains a lot of employee energy 

to carry out personal life activities outside of the employee's Work which causes 

employees to feel tired and not enthusiastic when doing other activities. 

Then, the description of job satisfaction felt by employees of PT Taspen is classified 

as very dissatisfied. In this study, job satisfaction can be seen from the Work Itself 

experienced by PT Taspen employees who are very dissatisfied. This is because 

employees felt that their Work was not varied and too monotonous. Then it can also 

be seen on the Promotion dimension, where employees are also very dissatisfied. 

This is because not all employees are given the same opportunity to have a 

promotion, causing the employees to think that there is an injustice in the workplace 

and employees feel that the company is not very transparent in providing 

information related to promotional opportunities to all employees PT Taspen. Then 

it can also be seen in the Supervision dimension, which is also very dissatisfying. 

This is because employees feel that their superiors do not work actively and 

effectively in helping employees. Then it can also be seen in the Co-Workers 

dimension, who are also very dissatisfying. This is because employees feel that the 

communication between employees is very bad in solving work problems and the 

relationships between employees are not harmonious. 

Related to the results of the study, job stress has a negative and significant effect on 

job satisfaction for PT Taspen employees, meaning that if the work stress felt by 

the employees is higher, job satisfaction will worsen. Then, WLB has a positive and 

significant impact on job satisfaction for PT Taspen employees, meaning that if the 

WLB felt by employees is better, job satisfaction will also be better. Finally, the 

research model of work stress and WLB can predict job satisfaction of PT Taspen 

employees. 

This research also has several implications for the company's management. Many 

respondents positively responded to the "I find it difficult to use the work equipment 

provided" statement regarding work stress. This implies that the employees are 

capable of understanding the provided work equipment. Regarding WLB, many 

respondents positively respond to the "I am loyal to my current company" statement. 

This implies that the employees are very loyal to PT Taspen. Regarding job 
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satisfaction, many respondents positively respond to the "The distribution of 

incentives or bonuses given by the company is fair enough for me" statement. This 

implies that the employees are very satisfied with the company's incentives and 

bonuses and satisfied by its distribution. 

For academic implications, the research's results regarding work stress are in line 

with the results from Butt et al. (2020), Fardah & Ayuningtias (2019), Hanim (2016), 

Essiam et al. (2015), Afrizal et al. (2014), Utami & Hariwibowo (2013), Muttie ur 

et al. (2012), Bhatti et al. (2011), and Ahsan et al. (2009) who stated that work stress 

has a significant negative effect on job satisfaction. Meanwhile, the research's 

results regarding WLB are in line with the results from Shadab & Arif (2015), 

Hasan & Teng (2017), Maslichah & Hidayat (2017), Asepta & Maruno (2017), and 

Nurendra & Saraswati (2017) who stated that WLB has a significant positive effect 

on job satisfaction. 

Based on these conclusions, the researcher provides several recommendations that 

can be applied by the company. For work stress problems, researchers advise 

companies to provide a sense of security for their employees by providing more 

understanding with good financial education so that employees can better cope with 

the current economic situation through the knowledge provided by the company. In 

addition, the company can also improve the work system in the company, especially 

on the assignment of tasks and the characteristics of the employee's work in the 

company. Lastly, companies can offer counseling facilities to employees to 

overcome problems that occur in their personal lives and avoid unnecessary stress 

when they are at work. 

Then for the WLB problem, the researcher advises the company to improve the 

work system in the company, especially on the working time of employees in the 

company, and the provision of overtime, so employees can optimally divide their 

time between work and their personal lives. In addition, the company can provide 

an understanding of the importance of being more committed to the family. This is 

intended to prevent personal problems that can occur to employees, interfering with 

employees' work in the future. Finally, the company can offer several supporting 

facilities that can recharge employees' energy while working to perform their work 

comfortably and optimally. 
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