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 PURPOSE - This study aims to analyze the effect of workload 
and employee involvement on job satisfaction at BUN Kopi 
Bandar Lampung, focusing on how internal work conditions 
influence employee attitudes and well-being. 
METHODOLOGY - Population study This consists of from all 
over BUN Kopi Bandar Lampung workers (24 hours) spread 
across three outlets: BUN Kopi Kedaton, BUN Kopi Rawa Laut, 
and BUN Kopi UNILA, with a total of 64 employees. Approach 
taking samples used is saturation sample (census), which 
means all over population used as respondents. Package for the 
Social Sciences (SPSS) software version 30. Descriptive tests, 
multiple linear regression, and statistical tests hypothesis 
partial and simultaneous included among approach analysis of 
the data used. 
FINDING - Findings show that burden work no own impact 
substantial to satisfaction work employees. Meanwhile that, 
involvement employee proven own beneficial and sufficient 
impact big to satisfaction Work employees. At BUN Kopi in 
Bandar Lampung, satisfaction work employee influenced in a 
way positive and significant by load work and involvement 
employees. Findings this show that involvement employee 
with work and business important in increase satisfaction 
work, so that management need emphasize management 
source power man. 
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INTRODUCTION 

Employee job satisfaction can be affected by their workload. Workload is the amount of 

work or tasks an employee must complete within a given time period based on their talents and 

competencies (Sumiyati et al., 2021). Excessive workload can cause physical and emotional 

stress, such as fatigue, tension, and decreased motivation, resulting in lower job satisfaction. 

Conversely, a workload that matches an employee's talents and abilities will create a balance 

between job demands and individual resources, enabling people to work comfortably and 

effectively (Sumiyati et al., 2021). Consequently, companies must ensure that tasks and 

responsibilities are distributed proportionally so that employees feel valued, can manage their 
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work successfully, and are satisfied with their jobs. 

Several previous studies have found that workload has a significant impact on 

employee job satisfaction, but the results and context of these studies reveal a gap that needs to 

be filled. Widiantoro & Lumban Gaol (2024) found that workload has a significant positive 

effect on employee job satisfaction at the Secretariat of the Directorate General of Land 

Transportation, while Rizki et al. (2022) finding a negative relationship between workload and 

job satisfaction at the Kawal Community Health Center in Bintan Regency, with high workload 

actually decreasing employee job satisfaction. These mixed findings suggest that the impact of 

workload on job satisfaction varies depending on the organizational context, type of job, and 

work environment. 

Employee engagement refers to employees' emotional attachment, dedication, and 

passion for their work and the organization they work for Rahman et al. (2021). Employees with 

high levels of engagement tend to feel proud, enthusiastic, and dedicated to the business, 

leading to higher job satisfaction. Employee engagement fosters a sense of belonging and 

emotional participation in the company, which increases motivation and productivity (Nurnida 

et al., 2020). Conversely, low levels of engagement can result in burnout, tension, and job 

dissatisfaction. Consequently, efforts to improve job satisfaction should focus not only on 

workload management but also on increasing engagement through effective communication, 

recognition, and creating a work environment that fosters employee growth and well-being 

(Agwu & Nwoke, 2019). 

Several previous studies, including those conducted by Kurniawan & Kusumawardani 

(2024) and Badrianto & Maryadi (2023), found that employee engagement has a positive 

influence on employee job satisfaction, with employees' emotional attachment and commitment 

to the organization increasing their job satisfaction. However, these studies Atthohiri & Wijayati 

(2021) found that the effect of employee engagement on job satisfaction was beneficial but not 

substantial, as the relationship was fully mediated by work-life balance. The variation in these 

research findings suggests a research gap in understanding the strength and process of 

employee engagement's influence on job satisfaction, which may vary based on organizational 

characteristics, work environment conditions, and other mediating variables. Consequently, 

further research is needed to determine the extent to which employee engagement directly 

increases job satisfaction, particularly in various organizational contexts such as the service 

sector or creative industries. 

BUN Kopi Bandar Lampung is a business operating in the Food and Beverage (F&B) 

sector, which is currently growing rapidly and has quite complex work dynamics. The F&B 

industry is known for its high level of mobility and work pressure, demanding fast service, 

consistent product quality, and the ability to interact directly with customers. In this context, 

two important factors that can influence employee job satisfaction at BUN Kopi are workload 

and employee engagement. A high workload can lead to physical and mental fatigue if not 

balanced with good support and management, while strong employee engagement can foster a 

sense of belonging, enthusiasm, and commitment to work. 

Employee job satisfaction at BUN Kopi Bandar Lampung reflects the extent to which 

employees feel comfortable, valued, and achieve a balance between job demands and the 

applicable reward system. In the F&B industry, job satisfaction is a crucial element because 

employees play a direct role in shaping service quality and customer experience. Satisfied 

employees generally demonstrate a friendly, enthusiastic, and loyal attitude towards the 

company, thus contributing to smooth operations and business sustainability. 
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Based on interviews with management and several employees, motivation and work 

enthusiasm are significantly influenced by a comfortable work environment, reward systems, 

and relationships between employees and superiors. When these factors are in place, employees 

demonstrate positive work behaviors, such as disciplined attendance, enthusiasm, and a strong 

sense of responsibility. However, under certain conditions, such as increased work demands on 

weekends or suboptimal internal communication, employees can experience burnout or a 

decrease in motivation. These findings indicate that job satisfaction is a crucial factor to 

maintain stable employee performance and commitment. 

The workload phenomenon at BUN Kopi is evident in the operational targets and 

standards employees must meet, such as punctuality requirements, uniform compliance, and 

regular contributions to digital promotional content creation. Furthermore, operational activity 

tends to increase on weekends and peak periods, requiring greater physical and mental 

preparedness. This situation indicates that workload management still requires adjustments to 

maintain balance with employee capacity and the company's operational dynamics. 

On the other hand, the level of employee engagement at BUN Kopi is reflected through 

the implementation of various forms of rewards aimed at increasing employee motivation and 

commitment. The company provides bonuses for promotional content that achieves high 

performance and special recognition for employees who demonstrate discipline, including 

never being late. These efforts help foster a sense of belonging and maintain employee stability. 

However, in certain situations, some employees still require strengthened internal 

communication and more optimal work support, especially when work intensity increases. This 

is a crucial aspect to ensure consistent employee engagement. 

The novelty of this research is that it examines the influence of workload and employee 

engagement in a more specific context at BUN Kopi Bandar Lampung, which does not only 

apply task operational standards, but also set digital marketing targets through obligation 

manufacturing content. Workload double like This Not yet Lots discussed in study previously, 

so that give room for study new for analyze how combination Job demands and digital 

demands influence satisfaction Work employee. 

Besides, not yet Lots research that is simultaneous test influence burden work and 

employee engagement to satisfaction Work in context unique work such as BUN Kopi Bandar 

Lampung, so this research is expected to be able to provide new understanding regarding how 

the characteristics of modern workloads and employee engagement in the F&B industry affect 

job satisfaction, thus producing more relevant theoretical and practical contributions for further 

research and for company management. 

 

LITERATURE REVIEW 
Herzberg's Two-Factor Theory 

Herzberg's Two Factor Theory put forward by Frederick Herzberg (1959) explains that 

satisfaction and dissatisfaction work influenced by two groups different factors, namely 

motivating factors and factors hygienic. Motivating factors related to with content job content, 

such as achievement, recognition, responsibility answer, work that alone, and opportunity 

development, which plays a role in increase motivation intrinsic and satisfaction Work 

employees. Meanwhile that, factor hygienic related with context job context, such as policy 

company, supervision, relationship work, conditions work, and compensation, which function 

For prevent emergence dissatisfaction work. Herzberg emphasized that satisfaction and 

dissatisfaction not two poles from one the same dimensions, so that disappearance 
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dissatisfaction no in a way automatic create satisfaction. In the context of study this, the burden 

Work can viewed as factor potential hygienic cause dissatisfaction if no managed with good, 

whereas employee engagement reflect motivating factors that are capable increase satisfaction 

work through involvement emotional, sense of responsibility answer, and meaning in work. 

Teori Job Demands–Resources (JD-R) 

The Job Demands–Resources (JD-R) theory developed by Demerouti et al. (2001) states 

that that well-being and satisfaction Work employee influenced by balance between demands 

job demands and resources power job resources. Job demands include aspect physical, 

psychological, social, or organizations in need effort sustainable, such as burden Work high 

pressure time, and demands emotional, which when excessive can cause stress and reduce 

satisfaction work. In contrast, job resources include support social, autonomy, opportunity 

development, and feedback, which works help employee reach objective work, reduce impact 

demands work, and increase motivation and employee engagement. The JD-R model explains 

two main processes, namely the burnout process consequence demands high levels of work and 

emerging motivation processes from availability source power work. Therefore that, theory this 

relevant in explain that management burden balanced work and provision source adequate 

power can increase attachment employee as well as satisfaction Work in a way sustainable. 

Employee Job Satisfaction 

Employee job satisfaction refers to an employee's positive feelings or attitudes toward 

their job. This satisfaction indicates how well an employee's needs, aspirations, and desires are 

met at work (Dunan & Paolo, 2025). Employees who are happy with their jobs tend to be highly 

motivated, enthusiastic, and loyal to the organization. Conversely, low job satisfaction can lead 

to dissatisfaction, stress, and poor performance (Pratama & Dunan, 2025). Hasibuan (2020) 

defines job satisfaction as a pleasant or positive emotional state caused by an individual's 

evaluation of their job. Pay, relationships with coworkers, opportunities for personal growth, 

the work environment, and recognition for success are all factors that can be considered in this 

assessment. Job satisfaction not only affects employee well-being, but also the company's 

overall productivity and performance (Arif et al., 2020). 

Workload 

Workload is an important concept in human resource management that refers to the 

quantity of activities, responsibilities, and work expectations that employees must perform 

within a given time period (Adhisty et al., 2022). Workload refers to various factors, including 

the complexity and intensity of the work, as well as the duration or time required to perform 

the activities. Workload management can help employees work more effectively and 

productively while keeping job expectations in line with their talents (Stefanya & Winarto, 

2025). According to Robbins & Judge (2018), workload refers to the total number of tasks, 

activities, and demands that a person must face while performing their job. Excessive workload 

can lead to stress, fatigue, and decreased motivation, while excessive workload can lead to 

boredom and job dissatisfaction. To ensure optimal performance, companies must maintain a 

balance between work requirements and staff capabilities (Astuti et al., 2022). 

Employee Engagement 

According to Robbins & Judge (2018) employee engagement or attachment employee is 

to what extent the individual feel involved in a way deep with his job, has strong commitment 

to organization, as well as show enthusiasm tall in carry out his duties. Employees who have 

level engagement tall no only Work For fulfil formal obligations, but also channel energy, time, 

and attention extra For reach results best for organization. They feel that work done own 
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meaning and relevance to objective personal and objective company. Employee engagement is a 

concept that describes the emotional connection, passion, and enthusiasm of employees toward 

their work and the company they work for. Highly engaged employees are more productive 

and make significant contributions to achieving company goals (Baharsyah & Nugrohoseno, 

2021). 

 
Figure 1. Conceptual Framework 

. 

 

METHODOLOGY 

This study uses a quantitative approach with a causal associative technique to 

investigate the impact of workload and employee engagement on job satisfaction among BUN 

Kopi employees in Bandar Lampung. The study population consisted of all BUN Kopi 

personnel who work 24 hours a day in three locations: BUN Kopi Kedaton, Rawa Laut, and 

UNILA, with a total of 64 people, all of whom were sampled using a saturated sampling 

approach (census). Data were collected through a Likert-based closed questionnaire distributed 

online using Google Forms, as well as observation, interviews, documentation, and literature 

searches. To obtain objective, measurable, and scientifically accountable research results, the 

data were analyzed with SPSS version 30 using validity and reliability tests, multiple linear 

regression analysis, coefficient of determination tests, and partial (t-test) and simultaneous (F-

test) hypothesis tests. 

 

RESULTS AND DISCUSSION 
Validity Test 

The validity test was conducted to determine whether each questionnaire item was 

capable of measuring the research variables accurately. An item is considered valid when the 

value of r-count is greater than the r-table value (0.2461).  

 

 

 

X₁,Y 

X2,Y 

X1X2,Y 
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Table 1. Validity Test Results 

 

Q 
r-count 

X1 
r-count 

X2 
r-count 

Y 
r-table Condition Conclusion 

1 0.675 0.528 0.627 0.2461 r-count > r-table Valid 

2 0.538 0.650 0.660 0.2461 r-count > r-table Valid 

3 0.703 0.669 0.733 0.2461 r-count > r-table Valid 

4 0.750 0.703 0.604 0.2461 r-count > r-table Valid 

5 0.715 0.635 0.602 0.2461 r-count > r-table Valid 

6 0.774 0.595 0.632 0.2461 r-count > r-table Valid 

7 0.590 0.753 0.573 0.2461 r-count > r-table Valid 

8 0.659 0.712 0.667 0.2461 r-count > r-table Valid 

9 0.755 0.723 0.635 0.2461 r-count > r-table Valid 

10 0.529 0.700 0.669 0.2461 r-count > r-table Valid 

 Source : Processed data, 2025 

 

Based on the test results, all questionnaire items for variables X1 (Workload), X2 

(Employee Engagement), and Y (Job Satisfaction) have r-count values higher than the r-table 

value. Therefore, all questionnaire items are declared valid and can be used for further analysis. 

Reliability Test 

The reliability test was conducted to measure the consistency and stability of the 

research instrument. A variable is considered reliable if the Cronbach’s Alpha value is greater 

than 0.60.  

Table 2. Reliability Test Results 

 

No Variable Cronbach’s Alpha Alpha Coefficient Conclusion 

1 Workload 0.862 0.60 Reliable 

2 Employee Engagement 0.861 0.60 Reliable 

3 Job Satisfaction 0.840 0.60 Reliable 

Source : Processed data, 2025 

 

Based on the test results, the variables of Workload, Employee Engagement, and Job 

Satisfaction have Cronbach’s Alpha values above 0.60. Therefore, all variables are categorized 

as reliable, indicating that the questionnaire instrument is consistent and dependable for data 

collection in this study. 

Descriptive Test 

Descriptive test done for give description general about trend answer respondents 

against each variable research, namely Workload, Employee Engagement, and Job Satisfaction. 

Analysis this aim for know level perception respondents based on average score and percentage 

obtained from results questionnaire data processing. Descriptive test results served in form 

recapitulation of average scores, percentages, and criteria assessment on the table following. 
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Table 2. Summary of Average Scores and Research Variable Criteria 

 

No Variables Study 
Average 

Real Score 

Maximum 

Score 

Average 

Percentage 

(%) 

Criteria 

1 Workload ( X1) 282.3 320 88.22% Strongly agree 

2 Employee Engagement (X2) 284.0 320 88.75% Strongly agree 

3 Satisfaction Work (Y) 284.9 320 89.03% Strongly agree 

Source : Processed data, 2025 

 

Based on Table 2, it can be seen that all research variables are in the strongly agree 

category with an average percentage above 88%. The job satisfaction variable (Y) has the highest 

average percentage of 89.03%, followed by employee engagement (X2) at 88.75% and workload 

(X1) at 88.22%. These results indicate that BUN Kopi employees have a very good perception of 

workload conditions, level of work engagement, and overall job satisfaction. 

Multiple Linear Regression Analysis 

Based on the results of the multiple linear regression test: 

Table 3. Multiple Linear Test Results 

 

Variables B Std. Error Beta 

Constant 8,866 3,450 – 

Workload (X₁) 0.139 0.145 0.139 

Employee Engagement (X₂) 0.665 0.141 0.684 

Source: Data Processed with SPSS 27, 2025. 

 

 Based on the results of the multiple linear regression test in Table 3, the regression 

equation Y = 8.866 + 0.139X₁ + 0.665X₂ was obtained, which indicates that the direction of the 

positive influence on job satisfaction of BUN Kopi employees is given by workload (X₁) and 

employee engagement (X₂). However, the contribution of workload to job satisfaction is 

considered relatively small and not statistically significant, as reflected in the beta coefficient 

value of 0.139 with a significance level of 0.339 (> 0.05). In contrast, the most dominant influence 

on job satisfaction is shown by employee engagement, with a standardized beta coefficient 

value of 0.665 and a significance level of 0.000 (< 0.05), so that the increase in job satisfaction is 

mainly influenced by the level of employee engagement, commitment, and enthusiasm in 

working. Thus, it can be concluded that the variation in job satisfaction of BUN Kopi employees 

is explained more by employee engagement, while the role of workload is relatively weaker. 

Coefficient of Determination Test 

Base results of the determination coefficient test 

Table 4. Results of the Determination Coefficient Test 

 

R R Square Adjusted R Square 
Standard Error of the 

Estimate 

0.806 0.649 0.638 2,071 

Source: Data Processed with SPSS 27, 2025. 
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Based on Table 4, the correlation coefficient (R) value of 0.806 was obtained, which 

indicates that a strong relationship between the variables of workload and employee 

engagement on job satisfaction of BUN Kopi employees has been identified. The coefficient of 

determination (R Square) value of 0.649 or 64.9% indicates that the variation in changes in 

employee job satisfaction of 64.9% can be explained simultaneously by workload and employee 

engagement. Meanwhile, the remaining 35.1% is explained by other factors outside this research 

model, such as the work environment, work motivation, compensation, leadership, and other 

individual factors. Thus, it can be concluded that the regression model used has strong 

explanatory power in explaining job satisfaction of BUN Kopi employees. 

t-test and F-test 

  The results of the hypothesis testing, partial testing (t-test) shows that: 

Table 5. Results of Partial Hypothesis Testing (t-Test) 

 

Hypothesis Influence 
Test 

Statistics 

Calculated 

Value 

Table 

Values 
Sig. Decision 

H₁ X₁ → Y t-test 0.964 1,998 0.339 Rejected 

H₂ X₂ → Y t-test 4,728 1,998 0.000 Accepted 

H₃ X₁ & X₂ → Y F test 56,457 3,148 0.000 Accepted 

Source: Data Processed with SPSS 27, 2025 

 

Based on Table 5, the results of the hypothesis testing, partial testing (t-test) shows that 

the effect of workload on job satisfaction, or Hypothesis H₁, is rejected because the significance 

value of 0.339 is greater than 0.05 and the calculated t-value of 0.964 is smaller than the t-table 

value of 1.998. This indicates that employee job satisfaction is not greatly influenced by 

workload. In addition, because the calculated t-value of 4.728 is higher than the t-table value of 

1.998 with a significance value of 0.000, which is less than 0.05, it can be accepted that employee 

engagement has a positive and significant influence on job satisfaction. With a calculated F-

value of 56.457, which is higher than the F-table value of 3.148, and a significance value of 0.000 

<0.05, the results of the simultaneous testing (F-test) indicate that Hypothesis H₃ is accepted. 

This indicates that workload and employee engagement together have a significant impact on 

employee job satisfaction. These results indicate that although workload does not have a partial 

effect, employee engagement and workload together still make a significant contribution in 

explaining differences in employee job satisfaction. 

 

Discussion 

Workload has no significant effect on Job Satisfaction 

Based on the results of the partial hypothesis test (t-test), the workload variable did not 

significantly impact BUN Kopi employee job satisfaction. This is indicated by a significance 

level greater than 0.05, which rejects the hypothesis that busyness impacts job satisfaction. This 

study indicates that the level of effort experienced by employees does not directly correlate with 

their level of job satisfaction. The effect of negligible workload on job satisfaction indicates that 

BUN Kopi employees can adapt to current job demands. Workload is viewed as part of their job 

duties and commensurate with their abilities. Furthermore, other characteristics such as strong 

working relationships, a pleasant work environment, and high employee engagement are 

considered to have a greater impact on job satisfaction than workload. Research result This in 

line with Herzberg's Two Factor Theory, which states that satisfaction work influenced by 

https://creativecommons.org/licenses/by-nc-sa/4.0/


  

249| ECOBISMA (Jurnal Ekonomi, Bisnis dan Manajemen) Volume 13 No. 2 (2026)  

 Creative Commons Attribution-NonCommercial-Share Alike 4.0 International License. 
 

motivator factors (achievement, recognition, responsibility), whereas factor hygienic like 

condition work and load Work more play a role in prevent dissatisfaction. In the context of this, 

the burden work functioning as factor hygienic when managed with good no cause 

dissatisfaction, but also not enough strong for increase satisfaction work BUN Coffee employees 

in general significant. According to the Job Demands – Resources (JD-R) Theory, the workload 

work including in potential job demands cause stress if no balanced with source power 

adequate work. However, if employee own sufficient job resources, such as support superiors, 

colleagues work, and involvement high work, then impact negative burden Work can 

minimized. Findings study this show that BUN Coffee employees are likely own source power 

adequate work, so that burden work no impact significant to satisfaction work. Research result 

This in line with a number of study the previous one who discovered that burden work no 

always influential significant to satisfaction work, such as study Janib et al. (2022) and Cayupe 

et al. (2023) that shows that influence burden work to satisfaction work really depends on 

factors supporters like environment work and resources power psychological. In addition, the 

findings This is also supported by research Setiawan & Dunan (2024) as well as Eriza & Alam 

(2024) who found that variables certain can no influential significant to satisfaction work when 

other factors more dominant. With thus, the results study this enrich literature with show that 

in context BUN Kopi employees, satisfaction Work more determined by non- load factors work, 

especially involvement employee. 

Employee Engagement has a positive and significant effect on Job Satisfaction 

Based on hypothesis test results in a way partial (t-test), known that Employee 

Engagement influential positive and significant to Job Satisfaction. This is indicated by the 

value greater significance small from 0.05 and mark coefficient regression positive, which 

indicates that hypothesis study accepted. Findings this show that the more tall level 

involvement employee in his work, then the more high level satisfaction perceived work. 

Influence positive Employee Engagement to Satisfaction Work show that involvement 

emotional, cognitive, and behavioral employee own role important in form feeling satisfied to 

work. Employees who feel involved will show enthusiasm, dedication, and a sense of belonging 

to organization, so that work No only viewed as obligation, but also as part from achievement 

personal. Condition this push emergence feeling proud, comfortable, and satisfied in operate 

work daily. Research result This in line with Herzberg's Two Factor Theory, which states that 

satisfaction Work especially influenced by motivating factors such as achievement, recognition, 

responsibility responsibility, and development self. Employee engagement reflect existence 

these motivating factors, because employees involved in a way active tend feel appreciated, 

have chance grow, and get meaning  from his job. Therefore that, the more tall employee 

engagement, increasingly high satisfaction Work employee. According to the Job demands – 

Resources (JD-R) Theory, employee engagement is results from availability adequate job 

resources, such as support superiors, relationships positive work and opportunities 

development. Job resources the functioning increase motivation work and reduce impact 

negative demands work. Findings study this support JD-R theory, where the level of high 

employee engagement capable increase satisfaction work because employee feel supported, 

appreciated, and capable manage demands work in a way effective. Research result This in line 

with and reinforced by various study previously, such as study Kurniawan & Kusumawardani 

(2024), Budilestari et al. (2024), as well as Paramarta & Darmayanti (2020) that state that 

employee engagement has an impact positive and significant to satisfaction work. Findings 

similar was also stated by Karo & Daulay (2025) as well as Ge et al. (2021) which shows that 
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involvement high work increase satisfaction work and welfare individual. Consistency results 

this confirm that employee engagement is factor key in increase satisfaction work in various 

context organization.  

Workload and Employee Engagement together have a significant effect on Job Satisfaction 

Based on the results of the simultaneous test (F Test), it is known that Workload and 

Employee Engagement together have a significant effect on job satisfaction. This is indicated by 

the calculated F value which is greater than the F table and the significance value is smaller than 

0.05. Thus, the hypothesis stating that Workload and Employee Engagement simultaneously 

affect Job Satisfaction is declared accepted. These results indicate that Job Satisfaction is not 

only influenced by one factor separately, but by a combination of working conditions and the 

level of employee engagement. Conceptually, workload and employee engagement 

complement each other in influencing job satisfaction. A workload that is appropriate to an 

employee's capacity will create a comfortable working environment and avoid excessive stress, 

while employee engagement encourages emotional involvement and intrinsic motivation. 

When workload is well managed and balanced with high levels of engagement, employees tend 

to experience higher job satisfaction because they are able to complete tasks effectively while 

feeling valued and involved in the organization. The results of this study align with Herzberg's 

Two-Factor Theory, which distinguishes between hygiene factors and motivating factors in 

influencing job satisfaction. Workload can be categorized as a hygiene factor, as inappropriate 

workload management can lead to dissatisfaction. Meanwhile, employee engagement is related 

to motivating factors such as achievement, responsibility, and self-development. The 

combination of fulfilling hygiene factors and motivating factors will result in a more optimal 

level of job satisfaction, as demonstrated in the results of this study. Job Demands -Resources 

(JD-R) Theory, job satisfaction is influenced by the balance between job demands and job 

resources. Workload is part of job demands, while employee engagement reflects the presence 

of adequate job resources. The results of this study support the JD-R theory, where a 

manageable workload and high levels of job engagement can improve employee psychological 

well-being and job satisfaction. In other words, strong job resources can balance work demands 

and produce positive work outcomes. The findings of this study are in line with and reinforced 

by various previous studies, such as research Kurniawan & Kusumawardani (2024) as well as 

Budilestari et al. (2024) which states that workload and employee engagement simultaneously 

have a significant effect on job satisfaction. Similar results were also found by Astuti et al. (2022) 

and, Karo & Daulay (2025) which show that the combination of job demands and job 

engagement factors contributes significantly to employee job satisfaction. 

 

CONCLUSION 

Based on the research results and discussion, it can be concluded that workload 
partially does not have a significant effect on job satisfaction of BUN Kopi employees in Bandar 
Lampung, while employee engagement is proven to have a positive and significant effect on job 
satisfaction. In addition, simultaneously, workload and employee engagement together have a 
positive and significant effect on employee job satisfaction, which indicates that the level of 
employee engagement has a dominant role in increasing job satisfaction, while workload 
functions as a supporting factor in creating optimal working conditions. Based on these 
findings, BUN Kopi management is advised to maintain a balanced and proportional workload 
arrangement according to employee capacity through a clear division of tasks and adjustment 
of workforce during peak hours, as well as to focus more efforts on improving employee 
engagement by creating a conducive work environment, providing appreciation for employee 
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contributions, involving employees in operational activities, and providing opportunities for 
skill development. In addition, improving overall job satisfaction can be supported by 
providing adequate work facilities, open communication, harmonious working relationships, 
and an objective and transparent performance evaluation system. 
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