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Abstract: The purpose of this literature research is expected to build hypotheses regarding the 

influence between variables which can later be used for further research in the scope of human 

resource management. The literature review research article on the effect of work-life balance, 

organizational culture, career path, and key performance indicators on productivity through 

employee engagement is a scientific literature article in the scope of human resource management 

science. The approach used in this literature review research is descriptive qualitative. The data 

collection technique is to use literature studies or review relevant previous articles. The data used 

in this descriptive qualitative approach comes from secondary data or previous research relevant 

to this research and is sourced from academic online media such as Thomson Reuters Journals, 

Springer, Taylor & Francis, Scopus Emerald, Elsevier, Sage, Web of Science, Sinta Journals, 

DOAJ, EBSCO, Google Scholar and digital reference books. In previous studies, 1 relevant 

previous article was used to review each independent variable. The results of this literature review 

article are: 1) Work Life Balance affects Employee Engagement; 2) Organizational Culture 

affects Employee Engagement; 3) Career Path affects Employee Engagement; 4) Key 

Performance Indicators affect Employee Engagement; 5) Work Life Balance affects Productivity; 

6) Organizational Culture affects Productivity; 7) Career Path affects Productivity; 8) Key 

Performance Indicators affect Productivity; and 9) Employee Engagement affects Productivity. 

 

Keywords: Productivity, Employee Engagement, Work-Life Balance, Organizational Culture, 

Career Path, Key Performance Indicators 

 

 

INTRODUCTION 

Productive employees can be defined as individuals who are able to produce high quality 

output in an efficient time, make a significant contribution to the organisation's objectives and 

demonstrate a high level of commitment to their work. Employee productivity is not only 

measured by the quantity of work completed, but also by the quality of work produced. According 

to Saputra et al., (2024), productivity is the ratio of outputs produced to inputs used, where 

productive employees are able to maximise available resources to achieve optimal results. In 

addition, employee productivity is also influenced by various factors such as the work 

environment, management support and work-life balance. Employees who feel valued and 

engaged in their work tend to be more productive because they are more motivated to achieve set 

https://research.e-greenation.org/GIJLSS
https://doi.org/10.38035/gijlss.v2i4
https://creativecommons.org/licenses/by/4.0/
mailto:ahmad@unsurya.ac.id
mailto:ahmad@unsurya.ac.id


https://research.e-greenation.org/GIJLSS                                                   Vol. 2, No. 4, December 2024  

199 | P a g e  

goals. It is therefore important for organisations to create working conditions that are conducive 

to productivity, so that employees can maximise their contribution to achieving the organisation's 

vision and mission (Susanto, Sawitri, Ali, et al., 2023). 

In the Indonesian transport sector, the phenomenon of declining employee productivity has 

become an increasingly important issue. Many transport companies, both large and small, are 

experiencing challenges in maintaining optimal levels of employee productivity. One of the main 

causes of this decline in productivity is a lack of attention to the work-life balance of employees. 

An unsupportive organisational culture also contributes to this phenomenon. Many transport 

companies in Indonesia still have a rigid and inflexible work culture, leaving employees feeling 

pressured and with little room to innovate (Susanto, Sawitri, & Suroso, 2023).  

It is clear that transport companies in Indonesia face serious challenges in improving 

employee productivity. Therefore, it is important for management to evaluate and improve 

aspects that affect productivity, such as work-life balance, organisational culture and career paths. 

This will not only increase employee productivity, but also help companies achieve their long-

term goals. 

 

 
Figure 1. Productivity Data in Serving the Number of Passengers on Railway Transportation Companies in 

2018-2022 
 

 Based on the data in Figure 1, it is known that employee productivity fluctuates. In 2018, 

the total rail transportation passengers served as many as 414.4 million people on the island of 

Java, and 7.8 million people on the island of Sumatra. However, in 2020 there was a significant 

decline, which only served 183.4 million passengers on the island of Java and 2.7 million rail 

transportation passengers on the island of Sumatra. Then in 2021 it continues to decline, where 

the number of rail transportation passengers served is only 147.5 million people on the island of 

Java, while on the island of Sumatra 2.2 million people. This indicates that employee 

productivity, especially in transportation companies, is still unable to realize its goals. 

 

Formulation of Problem 

Based on the background of the problem above, the formulation of problems related to 

transportation companies to be used as hypotheses in further research is determined: 1) Does 

Work Life Balance affect Employee Engagement?; 2) Does Organizational Culture affect 

Employee Engagement?; 3) Does Career Path affect Employee Engagement?; 4) Does Key 

Performance Indicators affect Employee Engagement?; 5) Does Work Life Balance affect 

Productivity?; 6) Does Organizational Culture affect Productivity?; 7) Does Career Path affect 
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Productivity?; 8) Does Key Performance Indicators affect Productivity?; and 9) Does Employee 

Engagement affect Productivity. 

 

METHOD 

This research uses a descriptive qualitative approach. This method was chosen because it 

allows researchers to investigate and understand the phenomenon of employee engagement and 

productivity. Descriptive qualitative data collection and analysis allows researchers to customize 

their approach to the needs of the research and the characteristics of the subject under study 

(Susanto, Yuntina, et al., 2024). 

The data used in this study comes from previous research on the topic of employee 

engagement and employee turnover. Researchers will conduct an analysis of existing literature 

to identify patterns and trends related to work-life balance, organizational culture, career paths 

and key performance indicators. By using previous research, researchers can develop stronger, 

evidence-based arguments and contribute to a broader understanding of the factors that influence 

employee engagement in improving productivity, (Susanto, Arini, et al., 2024).   

Data was collected through a literature review. The literature review is an important step in 

this research as it allows the researcher to identify and analyze various sources relevant to the 

topic at hand. The researcher will collect data from journal articles, books, and other relevant 

documents to gain insights on work-life balance, organizational culture, career path, key 

performance indicators, employee engagement and productivity. The literature review also 

informs the researcher about recent developments in the field and identifies research gaps that 

need to be filled. 

This research utilized data from a variety of leading academic journals, including Thomson 

Reuters Journal, Springer, Taylor & Francis, Scopus, Emerald, Sage, WoS, Sinta Journal, DOAJ, 

and EBSCO, as well as platforms such as Publish or Perish and Google Scholar. By using these 

sources, researchers can ensure that the data they collect is valid and accountable. The use of 

multiple sources also allows researchers to gain a more comprehensive understanding of work-

life balance, organizational culture, career paths, key performance indicators, employee 

engagement and productivity from multiple perspectives. 

Work life balance, organizational culture, career path, key performance indicators will be 

examined as independent variables in this study. Meanwhile, employee engagement and 

productivity are the dependent variables. By analyzing the relationship between these variables, 

researchers hope to identify key factors that influence employee engagement and productivity. 

This research is expected to provide practical recommendations for companies towards 

improving employee engagement and its impact on productivity. 

 

RESULTS AND DISCUSSION 

Results 

The following are the research findings by considering the context and problem 

formulation: 

 

Productivity 
Productivity can be defined as a measure of the efficiency with which resources are used 

to produce a desired output. In a business context, productivity is often measured by comparing 

the amount of goods or services produced with the amount of resources used, such as labour, 

capital and time. Improving productivity is a key objective for many organisations as it can 

contribute to economic growth and business competitiveness. For example, companies that are 

able to increase their productivity may be able to offer products at more competitive prices or 

increase profit margins. In addition, high productivity is associated with employee satisfaction, 

as employees feel more engaged and make a significant contribution to the organisation's goals. 

It is therefore important for management to create a working environment that supports and 
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facilitates increased productivity, including by implementing strategies that influence employee 

engagement (R. Saputra et al., 2023). 

The dimensions or indicators covering the Productivity variable include: 1) Output per hour 

worked: This refers to the amount of goods or services produced in an hour of work; 2) Product 

or service quality: Quality refers not only to quantity but also to the value of the product or service 

produced; 3) Project Completion Rate: This indicator measures how many projects can be 

completed within the specified time; and 4) Resource utilisation: This covers how efficiently an 

organisation uses resources such as labour, raw materials and capital (Gultom et al., 2022). 

The Productivity variable is relevant to previous research that has been researched by: 

(Silitonga & Widodo, 2019), (Sembiring et al., 2019), (Widodo, 2021), (Hutahuruk et al., 2022), 

(Sari, 2023), (Susanto, Sawitri, et al., 2024), (Susanto, Supardi, et al., 2024). 

 

Employee Engagement 
Employee engagement refers to the level of commitment and involvement an employee has 

with the organisation and their work. Engaged employees tend to have a strong sense of belonging 

to the organisation, actively participate in organisational activities and are motivated to achieve 

common goals. Engagement can be influenced by a number of factors, including the 

organisation's culture, relationships with colleagues and opportunities for career development. 

Employees who feel engaged tend to perform better, be more productive and have less 

absenteeism. In a broader context, employee engagement also contributes to a positive work 

environment, which in turn can improve employee retention and reduce costs associated with 

employee turnover. Therefore, companies need to develop effective strategies to increase 

employee engagement, such as providing rewards, professional development and creating an 

inclusive work culture (Susanto & Rony, 2023). 

The dimensions or indicators that cover the Employee Engagement variable include: 1) 

Commitment to the organisation: This reflects how committed employees are to the organisation's 

vision, mission and values; 2) Job Satisfaction: Employees who are satisfied with their jobs tend 

to be more engaged and productive; 3) Opportunities for growth: Employees who feel they have 

opportunities to grow and learn within the organisation tend to be more engaged; and 4) 

Relationships with co-workers: Employee engagement is also influenced by interpersonal 

relationships at work (Widodo, 2023b). 

The Employee Attachment variable is relevant to previous research that has been 

researched by: (Susanto, Simarmata, et al., 2024), (Susanto, Syailendra, & Suryawan, 2023), 

(Marsono et al., 2018), (Susanto, Kamsariaty, et al., 2024). 

 

Work Life Balance  
Work-life balance is a concept that describes a state in which individuals can effectively 

manage their time and energy between work and personal life. This balance is important for 

employees' mental and physical health, as well as for maintaining productivity in the workplace. 

When employees feel they have a good work-life balance, they tend to be more satisfied with 

their work, more motivated and have lower stress levels. Conversely, an imbalance can lead to 

burnout, reduced productivity and even serious health problems. This is why companies need to 

implement policies that support work-life balance, such as flexible working hours, adequate leave 

and social programmes. By creating an environment that supports this balance, companies can 

not only improve employee well-being, but also increase overall productivity (Yunita et al., 

2023). 

Dimensions or indicators that include Work Life Balance variables include: 1) Flexible 

working hours: A flexible working time policy allows employees to tailor their working time to 

their personal needs; 2) Support from management: Management support for work-life balance 

is crucial; 3) Availability of leave: Employees who have access to adequate leave tend to have a 

better work-life balance; and 4) Employee wellness programmes: Programmes that support 
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employees' physical and mental health, such as fitness programmes or counselling, can improve 

work-life balance (Widodo et al., 2019). 

Work Life Balance variables are relevant to previous research that has been researched by: 

(Suwito et al., 2022), (Dhaniswari & Sudarnice, 2024), (Nurjana et al., 2022), (Bedarkar & 

Pandita, 2014), (Yunita et al., 2023). 

 

Organizational Culture 
Organisational culture is the set of values, norms and practices that an organisation 

embraces and that shape the way employees interact with each other and with the outside world. 

This culture covers a wide range of aspects, from the way people communicate and make 

decisions to the way the organisation responds to change and challenges. A strong culture can be 

a driver of employee motivation and engagement, as people feel they are part of something 

bigger. Conversely, a weak culture can lead to confusion, conflict and dissatisfaction among 

employees. A clear example of the influence of organisational culture can be seen in companies 

that have successfully created collaborative and innovative working environments, such as 

Google and Zappos, where employees feel supported to contribute their creative ideas. It is 

therefore important for organisational leaders to understand and manage the existing culture in 

order to create a productive working environment and support employee engagement (Putri et al., 

2023). 

Dimensions or indicators that include Organizational Culture variables include: 1) Core 

values: An organisation's core values reflect the beliefs and principles held by the organisation; 

2) Internal communication: The way communication within the organisation influences culture; 

3) Acceptance of change: Organisational cultures that support innovation and change tend to be 

more adaptable; and 4) Reward and recognition: A culture that values the contributions of 

employees has an impact on engagement (F. Saputra et al., 2024). 

Organizational Culture variables are relevant to previous research that has been researched 

by: (Widodo, 2023a), (Ali et al., 2022b), (Widodo, 2022), (Susanto, Simarmata, et al., 2024). 

 

Career Path 
A career path is the development path that an employee follows within an organisation, 

which includes a variety of positions and responsibilities that can be taken on as experience, skills 

and competencies increase. A clear and structured career path can provide additional motivation 

for employees to develop and contribute more to the organisation. When employees know that 

there are opportunities for career advancement and development, they tend to be more engaged 

and committed to their work. For example, companies that offer training and development 

programmes and transparent career paths often have higher retention rates. In addition, a good 

career path can help companies identify and develop potential talent that can be relied upon for 

future leadership positions. Effective career path management is therefore key to creating a 

productive work environment and supporting employee engagement (Sawitri et al., 2023). 

The dimensions or indicators that cover the Career Ladder variable include: 1) 

Opportunities for advancement: Opportunities for advancement have a strong impact on 

employee motivation; 2) Career development programmes: Programmes that support the 

development of employees' skills and knowledge contribute to career advancement; 3) 

Mentoring: Mentor-mentee relationships can help employees in their career development; and 4) 

Clear performance evaluation: A transparent performance appraisal system helps employees 

understand the areas that need improvement in order to move up the career ladder (Lestari & Emi, 

2021). 

The Career Ladder variable is relevant to previous research that has been researched by: 

(Suaprdi, 2023), (Susanto, Sawitri, & Suroso, 2023), (Arif, 2019), (Nouri & Parker, 2013). 
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Key Performance Indicators 
Key Performance Indicators (KPIs) are measurement tools used to assess an organisation's 

success in achieving its strategic goals. KPIs provide a clear picture of an organisation's 

performance and support data-driven decision making. In a management context, KPIs can be 

used to measure various aspects such as productivity, operational efficiency, customer 

satisfaction and employee engagement. By setting relevant KPIs, organisations can monitor their 

progress and make the necessary adjustments to achieve their goals. For example, an organisation 

can use KPIs to track employee engagement through satisfaction surveys, which can then be 

analysed to identify areas for improvement. In this way, KPIs serve as an important performance 

management tool that not only helps organisations achieve their goals, but also increases 

transparency and accountability within the organisation (Eprianto et al., 2021). 

The dimensions or indicators that cover the Key Performance Indicator variables include: 

1) Task completion rate: Measures how many tasks are completed within the specified time; 2) 

Customer Satisfaction: Measures how satisfied customers are with the product or service; 3) 

Operating Costs: Measures the cost efficiency of the organisation's operations; and 4) Employee 

Retention Rate: Measures the organisation's ability to retain employees (Malarvizhi & Raji, 

2024). 

The Key Performance Indicator variable is relevant to previous research that has been 

researched by: (Akshatha et al., 2024), (Abdelhadi et al., 2022), (Gupta et al., 2024), (Pajić et al., 

2021) 

 

Previous Research 

Based on the findings above and previous studies, the following research discussion is 

formulated: 

 
Table 1. Results of Relevant Previous Research 

No Author 

(Year) 

Research Results Similarities With 

This Article 

Differences With 

This Article 

1 (Larasati et 

al., 2019) 

-The Work Life Balance variable 

affects Work Engagement in the 

Millennial Generation at PT 

Senwell Indonesia Banjarmasin 

-This article has in 

common that it 

examines the Work 

Life Balance variable 

in the independent 

variable, and 

examines the 

Employee 

Engagement variable 

in the dependent 

variable. 

-The difference with 

previous research is 

that there is an object 

of research, which 

was conducted at PT 

Senwell Indonesia 

Banjarmasin with the 

analysis of Millennial 

generation 

employees. 

2 (Alim & 

Rahmawati, 

2023) 

-Organizational Culture variables 

affect Employee Engagement in 

Generation Y (Millennial) at PT 

PLN Jakarta Head Office 

 

-This article has in 

common that it 

examines the 

Organizational 

Culture variable in 

the independent 

variable, and 

examines the 

Employee 

Engagement variable 

in the dependent 

variable. 

-The difference with 

previous research is 

that there is an object 

of research, which 

was conducted at the 

Head Office of PT 

PLN Jakarta with the 

analysis of millennial 

generation (Y) 

employees. 

3 (Tentama & 

Ermawati, 

2021) 

-Compensation variables affect the 

Work Engagement of Millennial 

Generation in Jakarta 

 

-This article has in 

common that it 

examines the 

Compensation 

variable in the 

independent variable, 

and examines the 

-The difference with 

previous research is 

that there is an object 

of research, which 

was conducted on the 

Millennial 

Generation in Jakarta. 
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Work Engagement 

variable in the 

dependent variable. 

4 (Idrus, 2024) -The Work Life Balance variable 

has an effect on Employee 

Wellbeing and Productivity 

 

-This article has in 

common that it 

examines the Work 

Life Balance variable 

in the independent 

variable, and 

examines the 

Productivity variable 

in the dependent 

variable. 

-Differences with 

previous research, 

namely in the 

variable Employee 

Welfare on other 

dependent variables 

 

Discussion 

This literature review will be discussed based on the history of the topic, research 

objectives, problem formulation, indicators or dimensions, and related previous research: 

 

1. The Effect of Work Life Balance on Employee Engagement 
Work-life balance (WLB) plays an important role in increasing employee engagement in 

an organisation. Flexible working hours allow employees to organise their working time 

according to their personal needs, which in turn can increase job satisfaction. Employees with 

flexible working hours are more likely to feel valued and have control over their lives, which 

increases their commitment to the organisation. Management support is also a key factor in 

creating a healthy WLB. When management provides support, such as adequate leave policies 

and wellness programmes, employees feel more valued and motivated to contribute their best. 

The availability of adequate leave allows employees to rest and recharge their batteries, 

which has a positive impact on productivity. Employees who feel stressed due to a lack of time 

to rest tend to experience lower productivity and engagement. Employee wellness programmes, 

such as gyms or counselling, also have a positive impact. Employees who are physically and 

mentally healthy are better able to meet the challenges of work and are more committed to the 

organisation's goals. 

High levels of employee engagement are reflected in high levels of organisational 

commitment, where employees feel responsible for the success of the organisation. It also 

increases job satisfaction, which in turn creates a positive working environment. In addition, 

opportunities for growth and good relationships with colleagues are more likely to materialise in 

a working atmosphere that supports work-life balance. This creates a mutually beneficial synergy 

between the employee and the organisation. 

Overall, a good work-life balance not only increases employee engagement, but also 

contributes to organisational productivity. When employees feel a balance between their work 

and personal lives, they are more likely to invest in their careers and contribute to the achievement 

of organisational goals. It is therefore important for companies to continually implement and 

evaluate their existing WLB policies in order to create a positive and productive work culture. 

 

2. The Effect of Organizational Culture on Employee Engagement 
A strong and positive organisational culture has a significant impact on employee 

engagement. The core values of the organisation guide the way employees behave and interact in 

the workplace. When employees feel that these values are aligned with their personal values, they 

tend to be more committed to the organisation. Effective internal communication is also an 

important element of organisational culture. Employees who feel involved in two-way 

communication will feel more valued and have a sense of ownership of the decisions made by 

the organisation. 

Acceptance of change in the organisation also creates an environment that supports 

retention. Employees who feel that change is part of the organisation's development process will 
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be more willing to adapt and contribute. Rewarding and recognising employees' achievements is 

another important aspect. If employees feel recognised for their contributions, whether through 

formal or informal rewards, they will be more motivated to work hard and remain committed to 

the organisation. 

Employee engagement resulting from a positive organisational culture has a direct impact 

on organisational commitment. Employees who feel engaged tend to have higher levels of job 

satisfaction and are more willing to participate in self-development. Good relationships with 

colleagues are also built in a culture that encourages collaboration and open communication. 

People feel more comfortable sharing ideas and working together to achieve common goals. 

In this way, a strong organisational culture not only increases employee engagement, but 

also creates a productive working atmosphere. Employees who feel connected to the 

organisation's values and have good relationships with their colleagues tend to be more 

productive and committed to the organisation's success. It is therefore important for management 

to continually strengthen the organisational culture through policies and practices that support 

employee engagement. 

 

3. The Effect of Career Path on Employee Engagement 
A clear and structured career path has a significant impact on employee engagement. 

Opportunities for career progression are one of the most important factors in motivating 

employees to remain committed to the organisation. When employees see a clear path for their 

career development, they are more likely to invest time and effort in their work. A well-designed 

career development programme, including training and development, helps employees improve 

their skills and knowledge relevant to their roles. 

Mentoring also plays an important role in career development. Employees who receive 

guidance from experienced mentors feel more confident and have a clearer sense of direction in 

their careers. A strong mentor-mentee relationship can increase job satisfaction and commitment 

to the organisation. Clear and constructive performance reviews provide employees with the 

feedback they need for self-improvement and development. Employees who feel that their 

performance is noticed and valued tend to be more committed to the organisation. 

High employee engagement through a good career path also influences opportunities for 

growth in the organisation. Employees who have the opportunity to learn and develop are more 

satisfied and committed. The relationships built during the career development process also 

strengthen the social bonds between employees, creating a positive and collaborative working 

atmosphere. Employees who feel connected to their colleagues and managers tend to be more 

passionate about their work. 

Overall, a good career path not only increases employee engagement, but also contributes 

to organisational productivity. Employees who feel they have opportunities for advancement and 

development will be more committed to achieving organisational goals. It is therefore important 

that companies continue to develop effective career development programmes to create a work 

environment that supports engagement and productivity. 

 

4. Effect of Key Performance Indicators on Employee Engagement 
Key Performance Indicators (KPIs) are important measurement tools for assessing 

individual and organisational performance. A high level of task completion indicates that 

employees are able to meet set expectations and goals. When employees feel they can achieve 

the set KPIs, they tend to be more satisfied with their jobs and more committed to the 

organisation. Customer satisfaction is also an important indicator that reflects the overall 

performance of the organisation. Employees who contribute to providing good service to 

customers feel proud and more committed to their work. 

Efficient operating costs are also an important indicator of organisational performance. 

Employees who are involved in the cost reduction process tend to feel that they are making a 

significant contribution to the success of the organisation. A high employee retention rate 
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indicates that the organisation is able to retain qualified employees. Employees who feel valued 

and have opportunities to grow within the organisation tend to be more engaged and less likely 

to change jobs. 

Employee engagement, which is influenced by KPIs, also has an impact on organisational 

commitment. Employees who see their performance measured and rewarded through KPIs tend 

to feel more valued and motivated to contribute more. Job satisfaction increases when employees 

feel they have a clear role in achieving the organisation's goals. Good relationships with 

colleagues are also built when everyone is focused on achieving the same KPIs, creating a 

collaborative working atmosphere. 

Overall, clear and measurable KPIs not only increase employee engagement, but also 

contribute to organisational productivity. Employees who feel involved in achieving the 

organisation's goals will be more committed to doing their best at work. It is therefore important 

for organisations to continually evaluate and optimise the use of KPIs to create a working 

environment that supports engagement and productivity. 

 

5. Effect of Work Life Balance on Productivity 
Work-life balance (WLB) is one of the most important issues affecting employees' 

productivity at work. Flexible working hours, as an element of WLB, gives employees the 

freedom to organise their working time according to their personal and professional needs. This 

contributes to increased output per hour worked, as employees feel more motivated and less 

burdened by strict time constraints. Research has shown that companies that implement flexible 

working can see an increase in productivity of up to 25%, as employees are able to work at times 

when they feel most productive. 

Management support also plays a vital role in creating a healthy work-life balance. When 

management provides adequate support, such as training and resources, employees feel valued 

and motivated to do their best. The availability of adequate leave, both annual and sick, allows 

employees to rest and avoid burnout, which in turn improves the quality of the products or 

services produced. Employees who feel supported by management tend to be more loyal and 

committed to the company. 

Employee wellness programmes are also an important factor in WLB. Companies that offer 

wellness programmes, such as exercise, psychological counselling and regular medical check-

ups, show that they care about the well-being of their employees. This not only improves 

employees' physical and mental health, but also contributes to higher project completion rates. 

Healthy and happy employees tend to work more efficiently and make better use of resources. 

Overall, effective implementation of WLB strategies can significantly increase employee 

productivity. By creating a work environment that supports work-life balance, companies can 

increase not only the output per hour worked, but also the quality of the products or services 

produced. This becomes a valuable investment for the company in the long run, as high 

productivity is directly proportional to profitability. 

 

6. Effect of Organizational Culture on Productivity 
A strong and positive organisational culture has a significant impact on employee 

productivity. The core values of the organisation form the basis of employee behaviour and 

attitudes. When employees feel connected to these values, they are more likely to contribute their 

best to their work. Effective internal communication is also an integral part of an organisation's 

culture. With open channels of communication, employees can share ideas, give feedback and 

collaborate better, ultimately increasing output per hour worked. 

Acceptance of change in organisational culture also plays an important role in improving 

productivity. Organisations that are able to adapt to market and technological changes 

demonstrate the flexibility needed to remain competitive. Employees who feel that their 

organisation is willing to innovate and adapt are more likely to be motivated to perform at their 

best. Rewarding and recognising employees' achievements also boosts morale. When employees 
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feel valued, they are more committed to achieving the organisation's goals, which contributes to 

the quality of the product or service. 

A positive organisational culture also creates a working environment that encourages 

collaboration and innovation. Employees who feel comfortable sharing ideas and working with 

their colleagues tend to be more productive. Project completion rates increase when employees 

work in a solid and supportive team. In addition, resources are used more efficiently when the 

organisational culture encourages people to work together and share knowledge. 

A strong organisational culture can therefore be a key driver of employee productivity. 

Through clear core values, effective communication and rewards for performance, organisations 

can create a working environment that supports productivity and innovation. This benefits not 

only employees, but also the organisation as a whole in achieving its business goals. 

 

7. Effect of Career Path on Productivity 
A clear and structured career path is one of the factors that can increase employee 

productivity. Career advancement opportunities provide additional motivation for employees to 

work harder and achieve higher goals. When employees see the potential for growth within the 

organisation, they tend to be more engaged and focused on achieving better output per hour 

worked. Career development programmes offered by the company, such as training and 

development, also help to improve employees' skills and knowledge. 

Another important aspect of career development is mentoring. When employees are guided 

by an experienced mentor, they can learn from the mentor's experience and insight. This not only 

improves the quality of the products or services produced, but also helps employees overcome 

challenges they may face in the workplace. Clear performance reviews are also important to 

provide constructive feedback to employees so that they can continue to improve and achieve 

better results. 

The importance of a clear career path is not just for the individual, but for the whole team 

and organisation. Employees who feel a sense of direction and purpose in their careers are more 

likely to work together to complete projects and achieve organisational goals. Project completion 

rates also increase when people feel motivated to do their best in every task they are given. 

The impact of career paths on employee productivity is therefore significant. Through 

promotion opportunities, development programmes, mentoring and clear performance reviews, 

companies can create an environment that supports employee growth and productivity. This 

becomes a profitable investment for the organisation in the long run, as employees who are 

satisfied with their careers tend to be more loyal and productive. 

 

8. Effect of Key Performance Indicators on Productivity 
Key Performance Indicators (KPIs) are an important tool for measuring and evaluating 

organisational and employee performance. Task completion rate is one of the KPIs that can 

provide an overview of employee productivity. When employees have clear and measurable 

goals, they are more likely to focus on achieving the desired results. Clear KPIs also help 

management identify areas for improvement and provide constructive feedback to employees. 

Customer satisfaction is another KPI that is no less important. Employees who realise that 

their performance has a direct impact on customer satisfaction tend to be more motivated to 

provide excellent service. By improving customer satisfaction, organisations can not only 

enhance their reputation and customer loyalty, but also contribute to increased employee 

productivity. Employees who take pride in the products or services they provide tend to be more 

productive and committed to their work. 

Operating costs are also an important KPI for measuring organisational efficiency. If 

employees strive to reduce costs and make better use of resources, their productivity will increase. 

Organisations that are able to manage operating costs well can increase profitability and create a 

better working environment for employees. In addition, employee retention is an important 

indicator of how well an organisation is able to retain qualified employees. A high retention rate 
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usually reflects a positive and supportive working environment, which in turn increases 

productivity. 

Overall, the impact of KPIs on employee productivity is significant. By setting clear and 

measurable KPIs, organisations can improve employee focus, motivation and efficiency. This not 

only benefits the individual employee, but also helps the organisation achieve its business goals. 

 

9. Effect of Employee Engagement on Productivity 
Employee engagement is a key factor in workplace productivity. Commitment to the 

organisation is one of the most important aspects of engagement. When employees feel connected 

to the values and goals of the organisation, they tend to be more motivated to do their best at 

work. Highly engaged employees tend to be more productive because they feel that the success 

of the organisation is part of their personal success. 

Job satisfaction also contributes to employee engagement. Employees who are satisfied 

with their jobs, both in terms of the tasks assigned and the working environment, tend to be more 

productive. They are more likely to invest time and effort in their work, which has a positive 

impact on output per hour worked. Career opportunities also play an important role in increasing 

engagement. Employees who see opportunities to learn and grow within the organisation tend to 

be more loyal and committed. 

Good relationships with colleagues are also an important element of employee engagement. 

When employees feel they have positive and supportive relationships with their colleagues, they 

tend to be more productive at work. A collaborative and harmonious working environment allows 

employees to share ideas and work together to complete projects, which in turn improves the 

quality of the products or services produced. 

The impact of employee engagement on productivity is therefore significant. Through 

commitment to the organisation, job satisfaction, opportunities for growth and good relationships 

with colleagues, companies can create an environment that supports productivity. This is not only 

beneficial for employees, but also for the organisation in achieving long-term goals and success. 

 

Conceptual Framework 

The conceptual framework is determined based on the formulation of the problem, research 

objectives and previous studies that are relevant to the discussion of this literature research: 

 

 
Figure 2. Conceptual Framework 

 

Based on Figure 2 above, work life balance, organizational culture, career path and key 

performance indicators affect employee engagement and productivity. However, in addition to 

the variables of work life balance, organizational culture, career path and key performance 
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indicators that affect employee engagement and productivity, there are other variables that 

influence, including: 

1) Workload: (Ali et al., 2022a), (Mahaputra & Saputra, 2021), (Soesanto et al., 2023), (Putri et 

al., 2023), (F. Saputra et al., 2023), (Susanto et al., 2021). 

2) Salary: (Rizki, 2023), (Shyreen A et al., 2022), (Lesmana et al., 2020), (Mahaputra & Saputra, 

2021). 

3) Work Motivation: (Siagian et al., 2023), (Maharani & Saputra, 2021), (Susanto, Soehaditama, 

& Benned, 2023). 

 

CONCLUSION 

Based on the problem formulation, results and discussion above, the conclusions of this 

study are as follows: 

1. Work Life Balance affects Employee Engagement;  

2. Organizational Culture affects Employee Engagement;  

3. Career Path has an effect on Employee Engagement; 

4. Key Performance Indicators have an effect on Employee Engagement; 

5. Work Life Balance has an effect on Productivity; 

6. Organizational Culture has an effect on Productivity; 

7. Career Path has an effect on Productivity; 

8. Key Performance Indicators have an effect on Productivity; and 

9. Employee Engagement affects Productivity. 

 

REFERENCES 

Abdelhadi, A., Zainudin, S., & Sani, N. S. (2022). A Regression Model to Predict Key 

Performance Indicators in Higher Education Enrollments. International Journal of 

Advanced Computer Science and Applications, 13(1), 454–460. 

https://doi.org/10.14569/IJACSA.2022.0130156 

Akshatha, P. S., Shankar, P., Danoosh, R. S., Basu, S., Rohit, V. S., & Bindu, S. (2024). 

Revolutionizing HRM: A Comprehensive Survey on AI-Integrated Motivational 

Enhancement through KPIs. 2024 15th International Conference on Computing 

Communication and Networking Technologies (ICCCNT), 1–7. 

Ali, H., Sastrodiharjo, I., & Saputra, F. (2022a). Measurement of Organizational Citizenship 

Behavior: Workload, Work Culture and Motivation (Literature Review Study). Journal of 

Multidisciplinary Science, 1(1), 83–93. 

Ali, H., Sastrodiharjo, I., & Saputra, F. (2022b). Pengukuran Organizational Citizenship 

Behavior: Beban Kerja, Budaya Kerja dan Motivasi (Studi Literature Review). Jurnal Ilmu 

Multidisiplin, 1(1), 83–93. https://doi.org/2829-4580 

Alim, D. F. J., & Rahmawati, S. (2023). Pengaruh Budaya Organisasi Terhadap Keterlibatan 

Karyawan Generasi Y Kantor Pusat Pt Pln Jakarta. JIMFE (Jurnal Ilmiah Manajemen 

Fakultas Ekonomi), 9(1), 1–14. https://doi.org/10.34203/jimfe.v9i1.6477 

Arif, M. (2019). The Effect of Managerial Competencies, Compesation and Career Planning 

Toward Employee Performance Through Job Satisfaction at PT. Bank BTPN Tbk Mikro 

Banking Division (MUR) Pekanbaru Branch. Journal of Management Info, 6(1), 17–21. 

https://doi.org/10.31580/jmi.v6i1.489 

Bedarkar, M., & Pandita, D. (2014). A Study on the Drivers of Employee Engagement Impacting 

Employee Performance. Procedia - Social and Behavioral Sciences, 133, 106–115. 

https://doi.org/10.1016/j.sbspro.2014.04.174 

Dhaniswari, N. M. P., & Sudarnice, S. (2024). Pengaruh Work-Life Balance dan Burnout 

terhadap Kinerja Karyawan Gen Z di Kota Denpasar. ASSET: Jurnal Manajemen Dan 

Bisnis, 7(1). 

Eprianto, I., Kamaludin, Saiful, & Fachruzzaman. (2021). The Implementation Of Cascading In 

The Regional Governments. JEM: Jurnal Ekonomi Dan Manajemen STIE Pertiba 

https://research.e-greenation.org/GIJLSS


https://research.e-greenation.org/GIJLSS                                                   Vol. 2, No. 4, December 2024  

210 | P a g e  

Pangkalpinang, 7(2), 19–40. 

Gultom, S., Sihombing, S., Chairuddin, I., Sirait, D. P., Pahala, Y., Setyawati, A., & Susanto, P. 

C. (2022). Kompetensi TKBM Dalam Mewujudkan Pelayanan Bongkar Muat yang Lebih 

Efisien dan Efektif di Pelabuhan Cirebon. ABDI MOESTOPO: Jurnal Pengabdian Pada 

Masyarakat, 5(1), 127–132. https://doi.org/10.32509/abdimoestopo.v5i1.1825 

Gupta, J., Suresh, R., & Sharma, A. (2024). Employee Well-Being Initiatives: A Critical Analysis 

Of HRM Practices. Educational Administration: Theory and Practice, 30(5), 6808–6815. 

Hutahuruk, F. J., Matondang, R., & Pujangkoro, S. (2022). The Effect of Work Discipline on 

Employee Productivity. Jurnal Sistem Teknik Industri, 24(2), 221–227. 

https://doi.org/10.32734/jsti.v24i2.8500 

Idrus, M. I. (2024). Dampak Work-Life Integration Terhadap Kesejahteraan Karyawan Dan 

Produktivitas Kerja: A Systematic Literature Riview. Journal of Economic, Bussines and 

Accounting (COSTING), 7(3), 6396–6405. 

Larasati, D. P., Hasanati, N., & Istiqomah, I. (2019). The Effects of Work-Life Balance towards 

Employee Engagement in Millennial Generation. 304(Acpch 2018), 390–394. 

https://doi.org/10.2991/acpch-18.2019.93 

Lesmana, D. S., Darna, N., & Suhendi, R. M. (2020). Pengaruh Gaji Dan Keadilan Organisasional 

Terhadap Kepuasan Kerja Pegawai (Suatu Studi Pada Badan Pengelolaan Keuangan 

Daerah Kabupaten Ciamis). Business Management and Entrepreneurship Journal, 2(4), 

168–182. 

Lestari, S. D., & Emi, E. (2021). Pengaruh Career Path Dan Ambiguitas Peran Terhadap Kinerja 

Karyawan Pt Wijaya Anugerah Cipta Optima. Dynamic Management Journal, 5(2), 83–93. 

Mahaputra, M. R., & Saputra, F. (2021). Literature Review the Effect of Headmaster Leadership 

on Teacher Performance , Loyalty and Motivation. Journal of Accounting and Finance 

Management, 2(2), 103–113. 

Maharani, A., & Saputra, F. (2021). Relationship of Investment Motivation, Investment 

Knowledge and Minimum Capital to Investment Interest. Journal of Law Politic and 

Humanities, 2(1), 23–32. 

Malarvizhi, S., & Raji, V. (2024). Reviewing the Landscape: A Literature-based Exploration of 

Sustainable HR Practices and Key Performance Indicators (KPIs) in Green HRM for 

Assessing Organizational Sustainability. 3rd International Conference on Reinventing 

Business Practices, Start-Ups and Sustainability (ICRBSS 2023), 580–588. 

Marsono, A., Silitonga, P., & Widodo, D. S. (2018). Effect of Current Ratio, Leverage Ratio, 

Inflation and Currency Share Closing Price of Consumer Goods Industry in Indonesia Stock 

Exchange. International Journal of Business and Applied Social Science (IJBASS), 4(8). 

Nouri, H., & Parker, R. J. (2013). Career growth opportunities and employee turnover intentions 

in public accounting firms. British Accounting Review, 45(2), 138–148. 

https://doi.org/10.1016/j.bar.2013.03.002 

Nurjana, Rosita, S., & Sumarni. (2022). Pengaruh Keseimbangan Kehidupan Kerja terhadap 

Kepuasan Kerja Karyawan dan Motivasi Kerja sebagai Variabel Intervening pada Kantor 

Pusat PT. Perkebunan Nusantara VI. Jurnal Dinamika Manajemen, 10(3), 95–106. 

Pajić, V., Milan, A., & Kilibarda, M. (2021). Evaluation and Selection of Kpi in Procurement 

and Distribution Logistics Using Swara-Qfd Approach. International Journal for Traffic 

and Transport Engineering, 11(2), 267–279. https://doi.org/10.7708/ijtte.2021.11(2).07 

Putri, G. A. M., Fauzi, A., Saputra, F., Danaya, B. P., & Puspitasari, D. (2023). Pengaruh 

Pengembangan Karier, Budaya Organisasi dan Beban Kerja terhadap Kepuasan Kerja 

Karyawan (Literature Review MSDM). Jurnal Ekonomi Manajemen Sistem Informasi 

(Jemsi), 5(2), 99–110. https://doi.org/https://doi.org/10.31933/jemsi.v5i2 

Rizki, A. I. (2023). pengaruh gaji dan lingkungan kerja terhadap kepuasan kerja pegawai di dinas 

pemberdayaan perempuan dan perlindungan anak provinsi lampung. in universitas 

lampung. universitas lampung. 

Saputra, F., Masyruroh, A. J., Danaya, B. P., Maharani, S. P., Ningsih, N. A., Ricki, T. S., Putri, 

https://research.e-greenation.org/GIJLSS


https://research.e-greenation.org/GIJLSS                                                   Vol. 2, No. 4, December 2024  

211 | P a g e  

G. A. M., Jumawan, J., & Hadita, H. (2023). Determinasi Kinerja Karyawan: Analisis 

Lingkungan Kerja, Beban Kerja dan Kepemimpinan pada PT Graha Sarana Duta. JURMA: 

Jurnal Riset Manajemen, 1(3), 329–341. 

Saputra, F., Putri, G. A. M., Puspitasari, D., & Danaya, B. P. (2024). Pengaruh Pengembangan 

Karier dan Budaya Kerja terhadap Loyalitas Karyawan dengan Kepuasan Kerja Sebagai 

Variabel Intervening pada PT Graha Sarana Duta Cabang STO Gambir. Trending: Jurnal 

Ekonomi, Akuntansi Dan Manajemen, 2(1), 168–186. 

Saputra, R., Rizky Mahaputra, M., Saputra, F., & Ridho Mahaputra, M. (2023). Analisis 

Penerapan Artificial Intelligence terhadap Produktivitas Perusahaan Media Informasi. 

Journal Pendidikan Siber Nusantara (JPSN), 1(2), 91–96. 

Sari, P. N. (2023). Pengaruh Lingkungan Kerja Dan Disiplin Kerja Terhadap Kinerja Karyawan. 

Jurnal Bisnis, Logistik Dan Supply Chain (BLOGCHAIN), 3(1), 11–17. 

https://doi.org/10.55122/blogchain.v3i1.552 

Sawitri, N. N., Susanto, P. C., & Suroso, S. (2023). Business Opportunity Human Resource 

Information System for a Human Resource Department to Create Career Path and 

Performance Evaluation. East Asian Journal of Multidisciplinary Research (EAJMR), 2(4), 

1505–1516. https://doi.org/: https://doi.org/10.55927/eajmr.v2i4.3757 

Sembiring, D., Widodo, D. S., Adjiantoro, B., Saman, A. B., & Kader, B. A. (2019). Failure 

Analysis of the Furnace Scotch Boiler. International Journal of Engineering and Advanced 

Technology (IJEAT), 9(1), 3704–3798. 

Shyreen A, N., Fauzi, A., Oktarina, L., Aditya A, F., Febrianti, B., & Asmarani, A. (2022). 

Faktor-Faktor yang Mempengaruhi Kinerja Karyawan: Gaji, Upah dan Tunjangan 

(Literature Review Akutansi Manajemen). Jurnal Ekonomi Manajemen Sistem Informasi, 

3(4), 463–473. 

Siagian, A. O., Widyastuti, T., Karsono, B., Susanto, P. C., Zulasaman, & Mussadiq, H. (2023). 

Pengaruh Kepemimpinan , Motivasi , Disiplin , dan Upah terhadap Kinerja Karyawan Bank 

BNI Syariah Indonesia. Jurnal Jumbiwira, 2(1), 112–132. 

https://doi.org/hhttps://doi.org/10.56910/jumbiwira.v2i1.565 

Silitonga, P. E. S., & Widodo, D. S. (2019). The effect of supply chain planning and operations 

on employee performance through employee job satisfaction. International Journal of 

Supply Chain Management, 8(6), 655–663. 

Soesanto, E., Saputra, F., Puspitasari, D., & Danaya, B. P. (2023). Analisis Sistem Manajemen 

Sekuriti: K3 dan Beban Kerja di PT . XYZ. Jurnal Riset Dan Inovasi Manajemen, 1(2), 

139–150. 

Suaprdi, S. (2023). Determinant Motivation and Path Career: Analysis Competence, Job 

Satisfaction and Leadership. Journal of Economics, Management, Entreprenuer, and 

Business, 3(1), 15–28. 

Susanto, P. C., Arini, D. U., Yuntina, L., & Panatap, J. (2024). Konsep Penelitian Kuantitatif : 

Populasi , Sampel , dan Analisis Data ( Sebuah Tinjauan Pustaka ). Jurnal Ilmu Manajemen, 

3(1), 1–12. https://doi.org/https://doi.org/10.38035/jim.v3i1 

Susanto, P. C., Kamsariaty, K., Murdiono, J., & Nuraeni, N. (2024). Strategies to Prevent 

Employee Turnover : Implementation Program Employee Engagement & Employee 

Retention. 6(1). 

Susanto, P. C., Ricardianto, P., Hartono, H., & Firdiiansyah, R. (2021). Peranan Air Traffic 

Control Untuk Keselamatan Penerbangan Di Indonesia. Aviasi : Jurnal Ilmiah 

Kedirgantaraan, 17(1), 1–11. https://doi.org/10.52186/aviasi.v17i1.54 

Susanto, P. C., & Rony, Z. T. (2023). Analysis of Employee Retention Programs and Talent 

Engagement to Prevent Employee Turnover in Organizations ( Systematic Literature 

Review ). Asian Journal of Community Service, 2(6), 489–500. 

Susanto, P. C., Sawitri, N. N., Ali, H., & Rony, Z. T. (2023). Employee Performance and Talent 

Management Impact Increasing Construction Company Productivity. International Journal 

of Psychology and Health Science, 1(4), 144–152. 

https://research.e-greenation.org/GIJLSS


https://research.e-greenation.org/GIJLSS                                                   Vol. 2, No. 4, December 2024  

212 | P a g e  

Susanto, P. C., Sawitri, N. N., Ali, H., & Rony, Z. T. (2024). Determinations of employee 

engagement and employee performance at international freight forwarding company. 

Edelweiss Applied Science and Technology, 8(6), 356–373. 

https://doi.org/10.55214/25768484.v8i6.2080 

Susanto, P. C., Sawitri, N. N., & Suroso, S. (2023). Determinant Employee Performance and Job 

Satisfaction : Analysis Motivation , Path Career and Employee Engagement in 

Transportation and Logistics Industry. International Journal of Business and Applied 

Economics (IJBAE), 2(2), 257–268. https://doi.org/10.55927/ijbae.v2i2.2711 

Susanto, P. C., Simarmata, J., Febrian, W. D., Wahdiniawati, S. A., & Suryawan, R. F. (2024). 

Analysis of Coaching , Organizational Culture , and Performance Appraisal of Employee 

Productivity in High School : Literature Review. Dinasti International Journal of 

Education Management and Social Science, 5(2), 83–91. 

Susanto, P. C., Soehaditama, J. P., & Benned, M. (2023). Determination of Motivation and 

Career Development : Analysis of Training , Competence. 2, 275–281. 

Susanto, P. C., Supardi, S., Suhendra, A., Soeprapto, A., & Saepudin, H. (2024). Productivity 

Employee : Analysis of Employee Behavior , Competence , Task Performance , and Work 

Motivation. Dinasti International Journal of Digital Business Management, 5(5), 883–891. 

Susanto, P. C., Syailendra, S., & Suryawan, R. F. (2023). Determination of Motivation and 

Performance : Analysis of Job Satisfaction , Employee Engagement and Leadership. 

International Journal of Business and Applied Economics (IJBAE), 2(2), 59–68. 

Susanto, P. C., Yuntina, L., Saribanon, E., & Soehaditama, J. P. (2024). Qualitative Method 

Concepts : Literature Review , Focus Group Discussion , Ethnography and Grounded 

Theory. Siber Journal of Advanced Multidisciplinary, 2(2), 262–275. 

https://doi.org/https://doi.org/10.38035/sjam.v2i2 

Suwito, E. D., Pamungkas, R. A., & Indrawati, R. (2022). Faktor-Faktor yang Mempengaruhi 

Work Life Balance Tenaga Kesehatan Di Rumah Sakit Pada Masa Pandemi Covid-19. 

Jurnal Health Sains, 3(3), 377–393. 

Tentama, F., & Ermawati, U. (2021). Hubungan antara Pengembangan Karir dengan Employee 

Engagement pada Karyawan PT X Indonesia Area Yogyakarta. Jurnal Psikogenesis, 9(2), 

196–204. 

Widodo, D. S. (2021). Influence of managerial performance: work motivation, leadership style 

and work experience (literature review study). Dinasti International Journal of Digital 

Business Management, 2(6), 1079–1089. 

Widodo, D. S. (2022). Employee Performance Determination: Leadership Style, Individual 

Characteristics, And Work Culture (A Study Of Human Resource Management Literature). 

Dinasti International Journal of Education Management and Social Science, 3(3), 327–

339. 

Widodo, D. S. (2023a). Determinasi Pelatihan, Keselamatan dan Kesehatan Kerja (K3) terhadap 

Kepuasan Kerja. Jurnal Ilmu Multidisplin, 1(4), 956–962. 

Widodo, D. S. (2023b). The Effect of Leadership Style on Turnover Intention and Job 

Satisfaction. International Journal of Psychology and Health Science, 1(1), 19–29. 

Widodo, D. S., Silitonga, P. E. S., & Azahra, D. (2019). The influence of transactional leadership 

to employee job motivation and satisfaction in Jakarta stock exchange. International 

Journal of Governmental Studies and Humanities, 2(1), 38–46. 

Yunita, T., Hadita, H., Wijayanti, M., & Ismayani, V. (2023). Work-Life Balance, Job 

Satisfaction, and Career Development of Millennials: The Mediating Role of Affective 

Commitment. Journal of Economics, Business, & Accountancy Ventura, 26(1), 89–101. 

 

https://research.e-greenation.org/GIJLSS

