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ABSTRACT: This research is important because it increases employee productivity and overall organizational 

performance. Satisfied employees tend to work more efficiently and have high dedication to their jobs. By understanding 

the influence of work-life balanceon job satisfaction, organizations can design policies that support employee work-life 

balance, improving employee happiness and overall well-being. This study explores how the interaction between work-life 

balance and organizational justice affects job satisfaction through employee engagement, using a study of the PT Adi Karya 

Kontraktor Subang project.The study population involved 75 employees involved in the project. The research method used 

descriptive and inferential analysis, with hypothesis testing carried out using Structural Equation Modeling Partial Least 

Square (PLS) to holistically understand the relationship between factors that influence job satisfaction. The targeted output 

of this study is expected to provide an important contribution to PT Adi Karya Kontraktor, especially regarding policies 

that support job satisfaction and company sustainability. 

KEYWORDS: work-life balance, organizational justice, employee engagement, and job satisfaction 

 

INTRODUCTION 
Job satisfaction is a multifaceted concept that influences employee performance and well-being. Employees who are 

satisfied with their jobs tend to have high productivity and positive emotions, which help reduce stress, especially in 

discriminatory environments. Job satisfaction is important for senior employees to extend their tenure with factors such as 

skill development, salary, and a positive work environment. In addition, job satisfaction affects social relationships, family 

connections, and perceived health, which in turn affect job performance, absenteeism, and turnover. Psychological factors 

such as self-efficacy and personal strain also have a significant impact on job satisfaction. Therefore, employers should 

create a supportive work environment and offer skill development and fair remuneration. Work-life balance (WLB) is an 

important factor that influences job satisfaction. Employees with good WLB tend to be more satisfied with their jobs. 

However, some studies show a negative relationship between WLB and job satisfaction, indicating that poor balance can 

lead to unhappiness and stress Inegbedion (2024) ; Maharani and Tamara (2024) . Organizational justice also plays a role in 

increasing job satisfaction. Employees who feel treated fairly tend to be more satisfied and engaged with their jobs Sari et 

al., (2024);Álvarez et al. 2019) . Other studies have shown that injustice in organizations can reduce job satisfaction 

(Andini and Setiawati 2020) . Employee engagement is an important link between WLB and job satisfaction. Employees 

who are balanced in their work life tend to be more engaged and satisfied with their jobs Ratnasari, Widitama, and Sunarto 

(2023) ; Jaysan, Sudari, and Pambreni 2024) , several studies have shown that employee engagement has a positive effect 

on job satisfaction Sumardianto and Mardalis (2023) ; Suparman (2024) .PT Adi Karya Kontraktor Proyek Subang involves 

local communities in construction by involving skilled and unskilled workers. For unskilled workers, 60% are local and 

40% from outside, while for skilled workers, 40% are local and 60% from outside. Standard working hours are from 07.00 

to 21.00, with variations for some sections, and salaries are included in the working hours. This study explores how the 

interaction between WLB and organizational justice affects job satisfaction through employee engagement, with a case 

study at PT Adi Karya Kontraktor Subang Branch. It is hoped that this study will provide insight into the importance of 

work-life balance and organizational justice in increasing job satisfaction. 

 

LITERATURE REVIEW AND HYPOTHESIS 
Community Participation Theory 

This theory emphasizes the importance of local community involvement in the development process to increase 

ownership, commitment, and support for the project. Local community participation can accelerate development and 

improve project sustainability ( Junanda and Harirah 2023) . Frameworks such as participatory communication highlight 

the evaluation of assumptions, internal and external factors, and the purpose of participation for more equitable and 

effective engagement. (Basile et al. 2021) . This theory also emphasizes the role of residents as active stakeholders in 
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creating authentic tourism experiences and promoting social, environmental, and economic sustainability.Relevance to this 

research, local community involvement, and increasing local support involving local communities increase support and 

acceptance of the project, by the theory that shows local participation invites support. Conflict reduction, and participation 

increase transparency and trust, reducing the potential for conflict between companies and communities. Sense of 

ownership commitment, and direct involvement increases the sense of ownership and responsibility for project results. 

 

The influence of work-life balance on job satisfaction 

work-life balance helps reduce stress in the workplace. When employees have time and energy for activities 

outside of work, they tend to experience lower stress, which increases job satisfaction. Employees who can balance the 

demands of their work and personal lives tend to have better psychological well-being because they have time for 

relaxation, hobbies, and spending time with family. All of these can improve mood, happiness, and job satisfaction. A good 

work-life balance also often increases employee productivity, because they are not burdened by excessive working hours or 

workloads, so they work more efficiently and effectively. Research by (Aliya and Saragih 2020) and (Jaysan, Sudari, and 

Pambreni 2024) shows that work-life balance has a positive and significant effect on job satisfaction. 

H1: Work-life balance has a positive and significant effect on job satisfaction. 

 

The influence of organizational justice on job satisfaction 

Research shows that organizational justice has a positive impact on job satisfaction. Employees who feel that the 

distribution of resources such as pay and promotions is fair tend to be more satisfied with their jobs. A sense of justice also 

increases motivation and productivity because their efforts are recognized and appreciated. In addition, fairness in the 

decision-making process increases employee job satisfaction and trust in management. Research by Sari et al., 

(2024)supports that organizational justice has a positive and significant effect on job satisfaction. 

H2: Organizational justice has a positive and significant effect on job satisfaction. 

 

The influence of employee engagement on job satisfaction 

 Engaged employees tend to be more motivated and enthusiastic about their work, and feel connected to the 

company's goals and values, which increases their commitment to their work. This high motivation and enthusiasm 

contribute to job satisfaction because they feel their work is meaningful and satisfying. Engaged employees usually show 

better performance, are proactive, and innovative, and strive to achieve company targets. This increase in performance is 

often recognized and appreciated by management, which increases job satisfaction. This is by research by Sumardianto and 

Mardalis (2023) ; and (Panigrahi et al. 2024) , which states that employee engagement has a significant positive effect on 

job satisfaction. 

H3: Employee engagement has a significant positive effect on job satisfaction. 

 

The influence of work-life balance on employee engagement 

Work-life balance (WLB) and employee engagement are closely related. A good work-life balance can increase 

employee engagement. Employees with a good work-life balance tend to experience lower levels of stress and burnout and 

have enough time to relax, exercise, and spend time with family and friends. With lower levels of stress, employees are 

better able to concentrate, are motivated, and engaged in their work, and have more energy to contribute positively to the 

workplace. A good work-life balance also increases employee well-being and life satisfaction, as they feel satisfied with 

how they manage their time between work and personal life. Research by (Ambalika et al. 2024) and (Putri, Soetjipto, and 

Churiyah 2024) supports that work-life balance has a positive and significant effect on employee engagement. 

H4: Work-life balance has a positive and significant impact on employee engagement 

 

The influence of organizational justice on employee engagement 

The effect of organizational justice on employee engagement is an important relationship that has been widely 

studied in human resource management. Good organizational justice tends to increase employee engagement. When 

employees feel that the compensation, rewards, and promotions they receive are fair according to their contributions, they 

feel more valued and recognized. This sense of fairness in distribution increases satisfaction and motivation, which in turn 

increases their engagement in their work. In addition, a fair decision-making process that includes transparency, 

consistency, and accuracy—increases employee trust in management. When employees feel that organizational procedures 

are fair, they are more likely to be engaged and committed, because they feel they are treated with respect and 

professionalism. Research by (Tahir et al. 2022) and (Liu et al. 2021) shows that organizational justice has a positive and 

significant effect on employee engagement. 

H5: Organizational justice has a positive and significant effect on employee engagement. 
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The influence of work-life balance on job satisfaction through employee involvement 

Work-life balance plays a significant role in increasing job satisfaction, with employee engagement being a key 

mediator in this relationship. Research shows that a good work-life balance has a positive impact on job satisfaction 

because it helps employees manage both aspects effectively. Employee engagement strengthens the relationship between 

work-life balance and job satisfaction. Employees with a good balance tend to experience lower stress, have time to relax, 

fulfill personal needs, and spend time with family. With minimal stress, employees are more focused and motivated in their 

work, which increases their engagement. Research by (Poetiray and Ariadi 2024) and (Suaedi 2024) supports that work-life 

balance has a positive and significant effect on job satisfaction through employee engagement. 

H6: Work-life balance has a positive and significant effect on job satisfaction through employee involvement. 

 

The effect of organizational justice on job satisfaction through employee involvement 

 The influence of organizational justice on job satisfaction can be strengthened through employee engagement. 

Here is how this mechanism works, when employees feel that the compensation, rewards, and promotions they receive are 

fair and by their contributions, they feel more valued. This sense of fairness in the distribution of resources increases 

employee motivation and commitment, which in turn increases their engagement in work. In addition, interactional justice, 

which includes polite and respectful treatment from superiors and management, also plays an important role. Fair and 

respectful treatment builds positive relationships between employees and management, thereby increasing employee 

engagement because they feel valued. Research by (Álvarez et al. 2019) shows that organizational justice has a positive and 

significant impact on job satisfaction through employee engagement. 

H7: Organizational justice has a positive and significant effect on job satisfaction through employee involvement. 
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Figure 1: Empirical Research Model 

 

Research methods 

This study uses a quantitative approach to examine the effect of the interaction between work-life balance and 

organizational justice on job satisfaction through employee engagement. The quantitative method was chosen because it 

allows the collection of numerical data that can be analyzed statistically to produce objective and measurable findings. 

Primary data were obtained through a survey with a questionnaire distributed to employees of PT Adi Karya Kontraktor 

Proyek Subang. This questionnaire was designed to collect information on the interaction of work-life balance and 

organizational justice and its impact on job satisfaction through employee engagement. 
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OPERATIONAL VARIABLES 
Variables Operational Definition Indicator 

Job Satisfaction (Y) 

 

state experienced by employees 

regarding their work, reflecting 

a sense of accomplishment and 

success at work, and influenced 

by intrinsic and extrinsic 

factors such as work-life 

balance and workload. 

1. Salary and benefits 

2. Fair treatment 

3. Promotion development 

opportunities 

4. Leadership and 

management 

5. Family and peer support 

 

Work-Life Balance (WLB) 

(X1) 

 

is an effort made by 

individuals to balance the 

various roles in their lives, 

especially between work 

responsibilities and personal 

life activities. 

1. Working Hours and 

Flexibility 

2. Health and Wellbeing 

3. Employee break time 

4. Employee social support 

5. Balance of involvement 

Organizational Justice (X2) is the employee's perception of 

how fairly they are treated at 

work. includes three main 

dimensions of distributive 

justice: procedural justice, 

interactional justice 

1. Distributive Justice 

2. Procedural Justice 

3. Interactional Justice 

4. Recognition and Awards 

5. Flexibility and Support 

 

Organizational Involvement 

(Z) 

is the extent to which 

employees feel connected, 

excited, and committed to their 

work and organization. 

Engaged employees are 

actively invested in their work, 

demonstrate high levels of 

motivation, and have a desire 

to stay with the company and 

contribute their best. 

1. Confidence, 

2. Commitment to the 

organization 

3. Job Suitability 

4. Emotional involvement 

5. Retention and Turnover 

Source: Summarized from several studies 

 

Each statement of the variables studied uses a scale used in compiling the questionnaire is a Likert scale . Where research 

on respondents is scored using a Likert Scale, namely a score of 1 (one) to a score of 5 (five). The scale options are ; 1. 

Score 1 = Strongly Disagree (STS), 2. Score 2 = Disagree (TS), 3. Score 3 = Less Agree (KS), 4. Score 4 = Agree (S), 5. 

Score 5 = Strongly Agree (SS). The population of this study was 75 employees. With a limited population, a census 

approach or taking the entire population as a sample can be used to obtain accurate and representative results. Data Analysis 

Techniques. Descriptive and Inferential Analysis of hypothesis testing was carried out using Structural Equation Modeling 

Partial Least Square (PLS). 

 

CONCLUSION 
Based on research conducted at PT Adi Karya Kontraktor Proyek Subang, it can be concluded that work-life 

balance and organizational justice have a very important role in shaping employee job satisfaction. proven to help reduce 

employee stress levels and increase their productivity at work. This shows that when employees are able to balance their 

work and personal lives, they tend to be more satisfied with their jobs. 

Organizational justice is also a key factor influencing employee job satisfaction. When employees feel they are 

treated fairly in various aspects such as resource distribution, work procedures, and interactions with management, their job 

satisfaction levels tend to increase. This shows the importance of implementing a fair and transparent management system 

in the organization. This study also found that employee engagement acts as an effective mediator in the relationship 

between work-life balance and organizational justice on job satisfaction. This indicates that programs that encourage 

employee engagement need to be a priority in human resource management strategies. 

In addition, PT Adi Karya Kontraktor's strategy of involving local communities in construction projects has proven 

to have a positive impact on project sustainability and community support. This approach not only benefits the company in 
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terms of workforce availability, but also builds good relationships with the surrounding community and creates a sense of 

ownership of the projects being worked on. This can be the basis for companies to develop more effective policies and 

programs to improve employee job satisfaction and ultimately support the achievement of overall organizational goals. 

 

SUGGESTION 
1. For Further Research 

It is expected to expand the scope of the study by adding other variables that have the potential to influence 

job satisfaction, such as organizational culture, leadership style , or compensation. In addition, using a mixed method 

approach that combines quantitative and qualitative analysis to gain a deeper understanding of the factors that 

influence job satisfaction. 

It is also recommended to conduct comparative studies with other contractor companies or similar industries 

to gain a broader perspective on the influence of work-life balance and organizational justice on job satisfaction. 

Further research can also explore the differences in perception between local and non-local employees regarding the 

variables studied , considering the diverse composition of the workforce at PT Adi Karya Kontraktor. 

Future research may also consider conducting longitudinal studies to see changes in employee job 

satisfaction levels following the implementation of work-life balance and organizational justice policies in the long 

term. This will provide a better understanding of the effectiveness of these policies. 

 

2. For Companies 

PT Adi Karya Kontraktor is advised to develop a more comprehensive work-life balance policy by 

considering the specific needs of employees that include the implementation of a more flexible work system, better 

working hour arrangements, a more objective and communicative performance appraisal system and programs that 

support employee welfare. To increase employee engagement, the company can develop programs that encourage 

active employee participation in decision making and organizational development. This can include the establishment 

of regular discussion forums between management and employees, structured career development programs, and 

initiatives that build a sense of ownership of the company. 
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