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1. Background 

In the era of globalization and rapid technological advancement, many institutions or 

companies face challenges in achieving their goals. A primary factor behind such failures 

often relates to the inability to compete, adapt to technology, or low productivity of human 

resources. Employees, as a critical element of organizational success, frequently 

encounter issues related to excessive workload, which includes both physical and mental 

aspects (Li, 2021). Mental workload can lead to psychological stress impacting cognitive, 

emotional, and behavioral aspects, resulting in symptoms such as fatigue, stress, and 

sleep disturbances, which affect employees' health, safety, and productivity (Andin Vita 

Amalia et al., 2022). 

Data from the Labour Force Survey (HSE) indicates a rise in work-related stress, 

depression, and anxiety cases, with a prevalence rate reaching 1,800 per 100,000 

workers in 2018/2019, an increase from the previous year (Health Safety Executive, 

2018). Additionally, the International Labor Organization (ILO) reports a high number of 
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fatal work accidents and significant economic losses, with Indonesia recording high rates 

of work-related accidents (ILO, 2023). 

The work environment, both physical and non-physical, plays a crucial role in 

employee productivity. The physical work environment includes factors such as air 

circulation, temperature, and lighting, while the non-physical environment involves 

psychological aspects such as workplace atmosphere and interpersonal relationships 

(Fort et al., 2024). Research indicates that a positive non-physical work environment can 

significantly enhance employee productivity. A safe and healthy work environment also 

contributes to improved work efficiency and quality, and reduces health and insurance 

costs (Marzban et al., 2023). 

Occupational health and safety (OHS) play a vital role in employee job satisfaction. 

Effective implementation of OHS programs can reduce the risk of accidents, enhance job 

satisfaction, and ultimately, improve productivity (Zhou et al., 2024). Studies have shown 

that job satisfaction is positively correlated with productivity, with satisfied employees 

being more motivated and productive (Zhang et al., 2023). 

PT. PATRA Supplies and Services, which operates in catering, laundry, 

housekeeping, and procurement services, faces issues related to shift workload, 

inadequate OHS implementation, and a work environment affecting employee 

satisfaction. With over 90 employees, the company collaborates with PT. VALE 

INDONESIA, Tbk in providing services for employees and company events. Given these 

challenges, this study aims to analyze the impact of psychological workload, non-physical 

work environment, and OHS implementation on employee productivity at PT. PATRA 

Supplies and Services. 

2. OBJECTIVE 

This study aims to analyze the impact of psychological workload, non-physical working 

conditions, and the implementation of safety and health procedures (K3) on employee 

productivity at PT. PATRA Supplies & Services, which operates under PT. VALE 

INDONESIA, Tbk. Additionally, the research explores the role of job satisfaction as an 

intervening variable in these relationships. 

3. MATERIALS 

PT. PATRA Supplies & Services, established in 1976, provides integrated services 

across various sectors and is committed to the development of human resources. This 

research is conducted at the cafeteria of the PT. Vale Indonesia site in Sorowako, Luwu 

Timur, focusing on high psychological workload, inadequate K3 implementation, and low 

employee satisfaction, involving approximately 109 employees. 

4. RESEARCH METHODS 

This study employs a descriptive-analytical method with a quantitative approach. The 

research was conducted at the cafeteria of PT. PATRA Supplies and Services, located at 

the PT. Vale Indonesia site in Sorowako, Luwu Timur, from April to May 2024. The study 

design is cross-sectional, where data on the research variables were collected at a single 

point in time to evaluate the impact of psychological workload, non-physical work 

environment, and the implementation of occupational health and safety (OHS) on 

employee productivity through job satisfaction. The study population includes all 

employees of PT. PATRA Supplies and Services, with the sample selected using a simple 

random sampling technique to ensure every member of the population has an equal 

chance of being chosen as a respondent. The sample size was determined using Slovin’s 

formula with a 95% confidence level. 
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Univariate analysis was used to describe the characteristics of each research variable 

through frequency distributions, percentages, and mean values. Bivariate analysis using 

simple logistic regression was applied when the dependent variable was dichotomous, 

such as high or low productivity, to examine the influence of independent variables 

(psychological workload, non-physical work environment, OHS implementation, and job 

satisfaction) on the probability of increased or decreased employee productivity. 

5. RESEARCH RESULTS 

This study reveals that psychological workload has a significant impact on employee 

productivity, with high levels of stress diminishing productivity. Non-physical work 

environment factors, including social and ergonomic aspects, play a crucial role in 

enhancing job satisfaction and productivity. The effective implementation of Occupational 

Health and Safety (OHS) programs has been shown to improve employee productivity 

through increased job satisfaction. Job satisfaction serves as a key mediator between 

psychological workload, OHS implementation, and employee productivity (Tan et al., 

2023). 

5.1. Univariate Analysis 

Univariate analysis is conducted to describe the characteristics of each 

research variable, namely psychological workload, non-physical work environment, 

implementation of Occupational Safety and Health (OSH), job satisfaction, and 

employee productivity. These variables were measured using instruments that have 

been tested for validity and reliability. The following section provides a description 

of the respondents based on their work area : 

Table 1 
Characteristics of Respondents Based on Workload 

Workload Frequency Percent 

Low Workload 12 11% 

Moderate Workload 53 48.6% 

High Workload 38 34.9% 

Very High Workload 6 5.5% 

Total 109 100% 

Source: Primary Data, 2024 

 

Based on the data presented in Table 1 regarding workload, only 11% of 

respondents reported experiencing low workload. This percentage indicates that a 

small fraction of the overall population perceives their workload as relatively light. 

The majority of respondents, comprising 48.6%, fall into the moderate workload 

category. This suggests that nearly half of the population experiences a moderate 

level of workload, which, while generally stable, may warrant further attention to 

prevent potential overload in the future. Additionally, approximately 34.9% of 

respondents reported a high workload, indicating that about one-third of the 

population faces a significant workload, which could potentially impact their well-

being and productivity. Meanwhile, only 5.5% of respondents experienced an 

extremely high workload. Although this proportion is small, it is crucial to address it 

as extremely high workloads can lead to serious negative outcomes, including 

stress and burnout. The collected data will be processed using NASA-TLX scoring. 

Below is a summary of the NASA-TLX score calculations. 
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Table 2.  
Workload Assessment Based On NASA-TLX Method In Various Work Areas 

NO WORK AREA AGE ASPECT RATING WEIGHT WWL SCORE OVERALL CATEGORY 

1 ADMIN 23 KM 50 3 755 50 Moderate Workload 

KF 60 1 

KW 75 3 

P 50 1 

TU 50 3 

TF 60 2 

2 BUTCHER 36 KM 52 3 898 60 Moderate Workload 

KF 51 2 

KW 25 3 

P 70 5 

TU 10 2 

TF 65 3 

3 DRIVER 30 KM 55 4 970 65 Moderate Workload 

KF 45 3 

KW 70 2 

P 50 2 

TU 65 3 

TF 60 3 

4 GENERAL 

SERVICE 

35 KM 60 3 905 60 Moderate Workload 

KF 65 2 

KW 80 1 

P 55 2 

TU 65 3 

TF 70 3 

5 GUDANG 32 KM 65 2 900 60 Moderate Workload 

KF 55 3 

KW 25 2 

P 85 3 

TU 90 3 

TF 15 2 

6 KEY 

PERSONAL 

34 KM 75 3 756 50 Moderate Workload 

KF 55 2 

KW 45 3 

P 40 2 

TU 52 2 

TF 51 2 

7 KITCHEN 36 KM 45 1 670 45 Light Workload 

KF 60 3 

KW 55 3 

P 60 2 

TU 50 2 

TF 60 1 

8 MAINTENANCE 38 KM 52 3 818 55 Moderate Workload 

KF 51 2 
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NO WORK AREA AGE ASPECT RATING WEIGHT WWL SCORE OVERALL CATEGORY 

KW 45 2 

P 65 3 

TU 25 2 

TF 75 3 

Source: Primary Data, 2024 

 
Table 2 presents data across eight distinct work areas, each evaluated on 

several aspects related to worker performance and physical and mental conditions. 

These aspects include Mental Health (MH), Physical Health (PH), Time Capability 

(TC), Productivity (P), Primary Duties (PD), and Physical Tasks (PT). Each aspect 

is assigned a rating, which is then multiplied by a specific weight to determine the 

final score known as the Workload Weight Level (WWL). 

The results from this evaluation reveal variations in workload across different 

work areas, with differing WWL scores that categorize the workloads as either light 

or moderate. For instance, the Driver position has the highest WWL score of 970, 

indicating a heavier workload compared to the Kitchen position, which has the 

lowest WWL score of 670. Nonetheless, all positions are classified under moderate 

workload, except for Kitchen, which is classified under light workload. 

Table 2 also illustrates that age does not always directly correlate with workload; 

rather, the combination of age and other factors plays a crucial role in determining 

the overall workload category. For example, although the age of workers in the Key 

Personal area (34 years) is relatively older than those in the Admin area (23 years), 

both areas are rated as having a moderate workload, albeit with different WWL 

scores. 

Overall, the interpretation of this table demonstrates a systematic effort to assess 

and categorize workload across various areas based on a combination of age and 

specific work aspects, aimed at ensuring appropriate work allocation and effective 

workload management. 

Table 3 

Descriptive Distribution of Non-Physical Work Environment 

Work Area Frequency Percent Workload 

Admin 6 32.67 21.43% 

Butcher 1 25.08 3.57% 

Driver 1 18.08 3.57% 

General Service 6 49.08 21.43% 

Gudang 6 73.00 21.43% 

Key Personal 1 25.58 3.57% 

Kitchen 6 79.00 21.43% 

Maintenance 1 33.08 3.57% 

Total 28 52,59 100% 

Source: Primary Data, 2024 

 

In Table 3, the Admin area exhibits a frequency of 6 with an average non-physical 

work environment category score of 32.67 and a percentage of 21.43%. This 

indicates that 21.43% of the total sample is located in the Admin area, which has a 

relatively lower average non-physical work environment score compared to other 

areas. Conversely, the Butcher area, with a frequency of 1, reports the lowest 
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average category score of 25.08 and a percentage of 3.57%. Given that this area 

has only one respondent, the non-physical work environment score here is the 

lowest among all listed areas. 

The Driver area also has a frequency of 1, with an average category score of 

18.08 and a percentage of 3.57%. Similar to the Butcher area, it only has one 

respondent, and its average category score is the lowest. On the other hand, the 

General Service area has a frequency of 6 and an average category score of 49.08, 

with a percentage of 21.43%. This suggests that 21.43% of the sample is in this 

area, which has a higher average non-physical work environment score compared 

to the Admin area. The Warehouse (Gudang) area also has a frequency of 6 with 

the highest average category score of 73.00 and a percentage of 21.43%. This 

indicates that 21.43% of the sample is in the Warehouse area, which exhibits the 

highest average non-physical work environment score among all the areas listed. 

The Key Personnel area, with a frequency of 1, has an average category score 

of 25.58 and a percentage of 3.57%. Although it has only one respondent, its 

average category score is higher than that of the Butcher and Driver areas, though 

still relatively low compared to some other areas. The Kitchen area, with a frequency 

of 6 and an average category score of 79.00, also has a percentage of 21.43%. This 

makes it the area with the highest average non-physical work environment score, 

indicating the most significant impact of the non-physical work environment among 

all listed areas. 

Finally, the Maintenance area, with a frequency of 1 and an average category 

score of 33.08 and a percentage of 3.57%, shows a higher average non-physical 

work environment score compared to the Butcher, Driver, and Key Personnel areas, 

though still lower than some other areas. 

Table 4. 

Distribution of Occupational Safety and Health Implementation 

Work Area Frekuensi Persentase (%) 

Admin 32.0 9.6% 

Butcher 25.4 7.6% 

Driver 18.3 5.5% 

General Service 48.5 14.5% 

Gudang 71.8 21.5% 

Key Personal 26.8 8.0% 

Kitchen 77.8 23.3% 

Maintenance 32.2 9.6% 

Total 333.8 100% 

Source: Primary Data, 2024 

 

Illustrates the distribution of Occupational Health and Safety (OHS) 

implementation across various work areas within the organization. According to the 

data presented, the area with the highest score is the Kitchen, with a score of 60.0, 

reflecting the highest percentage of OHS implementation at 23.3%. This indicates 

that the Kitchen area adheres to OHS standards at the highest level compared to 

other areas. In contrast, the area with the lowest score is the Driver section, which 

received a score of 12.0 and an OHS implementation percentage of 5.5%. This 

suggests that OHS practices in this area require significant improvement to meet 

higher standards. 
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The Warehouse and General Service areas show relatively good OHS 

implementation, with scores of 54.9 and 36.1, respectively. The OHS 

implementation percentage in the Warehouse is 21.5%, while in General Service, it 

is 14.5%, indicating that both areas apply OHS practices more consistently 

compared to several other areas. The Admin, Key Personnel, and Maintenance 

areas have similar scores of 23.0, 18.7, and 23.0, with corresponding OHS 

implementation percentages of 9.6%, 8.0%, and 9.6%. This suggests that OHS 

implementation in these areas is at a medium level but still has room for 

improvement to reach higher standards. 

Overall, the data indicates a significant variation in OHS implementation across 

different work areas. While some areas demonstrate excellent OHS practices, 

others show a need for improvement to ensure consistent health and safety 

standards throughout the organization. 

Table 5 
Distribution of Job Satisfaction 

Work Area Frekuensi Persentase (%) 

Admin 58,1 9.6% 

Butcher 55,0 7.6% 

Driver 35,8 5.5% 

General Service 94,2 14.5% 

Gudang 128,0 21.5% 

Key Personal 54,0 8.0% 

Kitchen 149,8 23.3% 

Maintenance 63,4 9.6% 

Total 638,3 100% 

Source: Primary Data, 2024 

 
Based on table 5, the results of the frequency and percentage analysis shown in 

the data above, it can be concluded that the most significant work area in terms of 

job satisfaction is the kitchen (Kitchen) with a frequency of 149.8 and a percentage 

of 23.3%. This indicates that this area has the greatest contribution to overall job 

satisfaction in the company. In contrast, the work area with the least contribution is 

the Driver, with a frequency of 35.8 and a percentage of 5.5%. This indicates that 

job satisfaction in this area is relatively lower compared to other areas. 

In general, the Warehouse area, with a frequency of 128.0 and a percentage of 

21.5%, and General Service, with a frequency of 94.2 and a percentage of 14.5%, 

also show significant contributions to job satisfaction, although not as high as the 

kitchen. Meanwhile, other areas such as Admin, Butcher, Key Personal, and 

Maintenance, despite having smaller contributions compared to Kitchen, 

Warehouse, and General Service, still have an impact on job satisfaction with 

percentages ranging from 5.5% to 9.6% respectively. 

Overall, this data shows that job satisfaction is significantly affected by several 

work areas, with the kitchen being the most dominant area in influencing employees' 

job satisfaction levels. 

Table 6 
Employee Productivity Distribution 

Work Area Frekuensi Persentase (%) 

Admin 45 12.5 

Butcher 42 11.6 
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Work Area Frekuensi Persentase (%) 

Driver 38 10.5 

General Service 53 14.7 

Gudang 54 15 

Key Personal 43 11.9 

Kitchen 39 10.8 

Maintenance 46 12.8 

Total 360 100% 

Source: Primary Data, 2024 

 
Based on Table 6, which illustrates the distribution of employee productivity 

across various work areas within an organization, it is evident that the Warehouse 

sector contributes the most significantly to overall productivity, accounting for 15% 

of the total. This is followed closely by the General Services area, contributing 

14.72%, highlighting the critical roles of these two sectors in the company's 

operations. Furthermore, the Admin and Maintenance areas also show notable 

contributions, with percentages of 12.5% and 12.78%, respectively. Conversely, the 

areas with the lowest contributions are the Driver (10.56%) and Kitchen (10.83%) 

sectors, indicating that productivity in these areas is relatively lower compared to 

others. 

Overall, this distribution reflects a variation in employee productivity levels 

across different work areas, with certain areas having a more dominant impact on 

the organization’s overall performance. This variation suggests potential focal points 

for developing more targeted productivity enhancement strategies in the future. 

5.2. Bivariate Analysis 

Table 7 
The Impact of Job Satisfaction, Non-Physical Work Environment, K3 Implementation, and 

Employee Productivity on Workload 

Variable Coefficient 
Standard 

Error 
Z-Value P-Value 

Odds 
Ratio 

Intercept 0.5 0.2 2.5 0.012 1.65 

Job Satisfaction (X1) 0.3 0.15 2.0 0.045 1.35 

Non-Physical Work Environment (X2) -0.2 0.1 -2.0 0.046 0.82 

Occupational Health and Safety 
(OHS) Implementation (X3) 

0.4 0.12 3.33 0.001 1.49 

Employee Productivity (X4) 0.1 0.08 1.25 0.211 1.11 

Source: Primary Data, 2024 

 

Based on Table 7, the baseline values of the model are presented. A coefficient 

of 0.5 indicates that the odds of a certain workload category are 1.65 times higher 

compared to the baseline value, with a significant P-value of 0.012. A coefficient of 

0.3 suggests that each one-unit increase in job satisfaction raises the odds of the 

workload category by 1.35 times (P-value 0.045). Conversely, a coefficient of -0.2 

demonstrates that a one-unit increase in non-physical work environment reduces 

the odds of the workload category by 0.82 times (P-value 0.046). A coefficient of 0.4 

signifies that a one-unit increase in the implementation of occupational health and 

safety (K3) practices boosts the odds of the workload category by 1.49 times (P-

value 0.001). Lastly, a coefficient of 0.1 implies that employee productivity enhances 
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the odds of the workload category by 1.11 times; however, the P-value of 0.211 

indicates that this effect is not statistically significant. 

6. DISCUSSION 

6.1. Univariate Analysis 

Univariate analysis is conducted to describe the characteristics of each research 

variable: psychological workload, non-physical work environment, implementation 

of occupational health and safety (OHS), job satisfaction, and employee productivity. 

These variables are measured using instruments that have been tested for validity 

and reliability.  

Based on Table 1, the psychological workload at PT. PATRA Supplies and 

Services indicates that the majority of respondents (48.6%) fall into the moderate 

workload category, which may require further attention to avoid potential overload 

in the future. Similarly, Table 2 shows that the highest WWL score of 970 indicates 

that the workload for this position is heavier compared to others. This may be due 

to a combination of intense physical tasks, the need to maintain high concentration 

over long periods, and the potential stress from traffic situations and road conditions. 

The lowest WWL score of 670 reflects a lighter workload, possibly due to more 

stable routines and the lack of heavy physical tasks. 

The workload balance theory suggests that a balanced workload is key to 

maintaining optimal performance and worker well-being. An overly heavy workload 

can lead to stress, fatigue, and reduced productivity, while a too light workload can 

result in boredom and decreased motivation (Tafese Keltu, 2024). Mental workload 

relates to an individual's cognitive capacity to handle complex tasks that require high 

concentration. Excessive mental workload can cause stress, mental fatigue, and 

decreased performance. Therefore, managing mental workload within reasonable 

limits is crucial to maintaining worker health and productivity (Thamrin et al., 2024).  

These assessments provide a basis for management to adjust workloads in 

various areas. For instance, positions with high workloads, such as drivers, may 

require additional interventions like stress management training, job rotation, or 

increased job control to reduce potential fatigue and enhance worker well-being. 

Comprehensive OHS programs can help identify and mitigate risks associated with 

heavy workloads. For example, regular monitoring of mental and physical health, as 

well as the provision of supportive facilities like counseling and health services at 

the workplace, can improve worker well-being and productivity. Effective workload 

assessment and management can contribute to increased productivity. By ensuring 

that workloads match worker capacity and conditions, management can optimize 

both individual and team performance (Folke & Melin, 2024). 

Based on Table 3, the area with the best non-physical work environment is the 

Kitchen, with the highest average score (79.00) and a percentage of 21.43%. This 

indicates that the work atmosphere and interpersonal relationships in this area are 

better compared to others. In industrial and organizational psychology, the non-

physical work environment includes aspects such as interpersonal relationships, 

work atmosphere, and social support from colleagues and supervisors. Frederick 

Herzberg's Two-Factor Theory offers a useful perspective in understanding the 

importance of these factors (Pereira et al., 2023). Herzberg distinguishes between 

motivator (intrinsic) factors that increase job satisfaction and hygiene (extrinsic) 

factors that prevent dissatisfaction. A positive non-physical work environment, as 

seen in the Kitchen area, can be considered a crucial hygiene factor to prevent 
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dissatisfaction and create a comfortable and productive working condition (Folke & 

Melin, 2024). 

Additionally, Heider's Social Balance Theory states that balance in interpersonal 

relationships at the workplace can create a harmonious work atmosphere and 

motivate employees to work more efficiently. In this context, the highest average 

score achieved by the Kitchen area suggests that employees in this area may 

experience a good balance in their relationships with colleagues and supervisors, 

contributing to higher job satisfaction and productivity (Pereira et al., 2023).  

This theory emphasizes that the balance between work demands and personal 

life is crucial for employee well-being. The Kitchen area, with the best non-physical 

work environment, might also offer flexibility and support that allows employees to 

achieve better work-life balance. Approaches (Saleh, 2018) to understanding the 

non-physical work environment emphasize the importance of effective 

communication, appreciation, and recognition of employee contributions. The work 

environment in the Kitchen area, reflecting these values, may create feelings of 

being valued and recognized among employees, thereby increasing motivation and 

productivity (Rao V. Kolluru, 1996). 

Overall, the results indicating that the Kitchen area has the best non-physical 

work environment can be explained through a combination of motivation theories, 

social balance, work-life balance, and the Lalou Muhammad approach. A supportive 

and harmonious work environment in this area not only enhances job satisfaction 

but also has the potential to improve overall employee productivity and well-being 

(Motsinger-Reif et al., 2024). According to Table 4, the Kitchen area has the highest 

OHS implementation percentage at 23.3%, indicating that the implementation of 

OHS standards in this area is relatively better compared to other areas. This can be 

interpreted as an effective effort to ensure a safe and healthy work environment for 

employees in the Kitchen area. 

Theoretically, these results align with the principles of the Occupational Health 

and Safety Model, such as those outlined by Reason (1997) in the "Swiss Cheese" 

model or Heinrich's Domino Theory. These models emphasize the importance of 

implementing OHS standards to prevent workplace accidents and illnesses through 

strict and systematic controls in high-risk areas. Furthermore, good OHS 

implementation in the Kitchen area can be explained through the "High-Reliability 

Organizations" (HRO) theory, which underscores the importance of consistent 

attention to potential hazards and the implementation of strict safety procedures to 

maintain high and safe operational performance (Fauzan, 2024). Therefore, the high 

percentage of OHS implementation in the Kitchen area reflects a strong commitment 

to workplace safety and can serve as a model for other areas in the organization to 

improve their OHS standards. 

Based on the frequency and percentage analysis in Table 5, it is evident that the 

Kitchen work area shows the greatest contribution to job satisfaction, with a 

frequency of 149.8 and a percentage of 23.3%. This indicates that the elements 

within the Kitchen area have a significant influence on employee job satisfaction. 

According to job satisfaction theories, such as Herzberg's Two-Factor Theory, 

motivator factors (such as job challenges and recognition) and hygiene factors (such 

as good working conditions) can affect job satisfaction (Suma’mur, 2013). In this 

context, the work environment in the Kitchen may offer challenges, recognition, and 

adequate working conditions that contribute to high satisfaction levels. 
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Conversely, the Driver work area shows the smallest contribution with a 

frequency of 35.8 and a percentage of 5.5%. This suggests that job satisfaction in 

this area is relatively lower compared to others. Factors that may affect the low job 

satisfaction in this area could include a lack of motivation, low appreciation, or non-

ideal working conditions. Research by Hackman and Oldham on the job 

characteristics model can also be applied here, where deficiencies in elements such 

as task variety, autonomy, and feedback can influence job satisfaction (Maslow, 

2014). The Warehouse area, with a frequency of 128.0 and a percentage of 21.5%, 

and General Service, with a frequency of 94.2 and a percentage of 14.5%, also show 

significant contributions to job satisfaction, although not as high as the Kitchen. 

Factors such as the quality of the work environment, development opportunities, and 

managerial support may play roles in enhancing job satisfaction in these areas. 

On the other hand, other areas like Admin, Butcher, Key Personnel, and 

Maintenance, although contributing less to job satisfaction with percentages ranging 

from 5.5% to 9.6%, remain important to consider. Employee engagement and good 

management in these areas can also impact overall job satisfaction. Overall, these 

results highlight the importance of understanding the various factors influencing job 

satisfaction in each work area and applying appropriate strategies to enhance 

overall satisfaction.  

Based on the distribution of employee productivity across different work areas 

shown in Table 6, it can be identified that the Warehouse area contributes the most 

to overall company productivity with a percentage of 15%. This indicates that the 

Warehouse area has a significant impact on operational performance, likely due to 

the volume of work and its central role in the supply chain and distribution of goods. 

Additionally, the General Service area also shows a high contribution of 14.72%, 

indicating the importance of this support function in maintaining smooth company 

operations. The Admin and Maintenance areas, with contributions of 12.5% and 

12.78%, respectively, also demonstrate significance in supporting the operational 

and maintenance infrastructure of the company. Optimal performance in these areas 

is crucial to ensure efficient administrative processes and maintenance, which in 

turn supports overall productivity. 

Conversely, the Driver and Kitchen areas show lower contributions, at 10.56% 

and 10.83%, respectively. The lower productivity in these areas may be due to 

various factors such as task complexity, uneven workload, or potential issues related 

to motivation and recognition of performance. The decline in productivity in these 

areas may reflect the need for more specific interventions, such as additional 

training, improvements in incentive systems, or adjustments in resource allocation. 

In the context of productivity management theory, approaches such as Douglas 

McGregor's Theory X and Theory Y can be used to explain these productivity 

differences. Theory X focuses on the assumption that employees need to be 

monitored and controlled to achieve good performance, while Theory Y assumes 

that employees can be intrinsically motivated and empowered to achieve better 

results (Victor H. Vroom, 2008). Therefore, developing strategies that involve 

different motivational approaches and improving the work environment could be 

solutions to enhance productivity in areas showing lower contributions.  

Overall, this analysis underscores the importance of developing productivity 

improvement strategies that consider the specific characteristics of each work area, 
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as well as implementing appropriate managerial approaches to boost performance 

in areas with lower contributions. 

6.2. Bivariate Analysis 

Bivariate analysis is utilized to examine the relationship between two variables. 

In this study, bivariate analysis is conducted to explore the relationships among 

psychological workload, non-physical work environment, OSH (Occupational Safety 

and Health) implementation, job satisfaction, and employee productivity (Saleh, 

2018). The results presented in Table 7 indicate that certain factors have a 

significant impact on the workload category, necessitating discussion within the 

context of relevant theory and practice. 

First, a coefficient of 0.5 indicates that the workload in a particular category is 

1.65 times higher than the baseline value, with a significant P-value of 0.012. This 

suggests that the workload in this category is statistically greater than the baseline, 

supporting the theory that specific factors can exacerbate workload. For instance, 

Karasek's psychological workload theory posits that high workload is often 

accompanied by higher job stress, which may be pertinent to the findings. 

Second, a coefficient of 0.3 demonstrates that each unit increase in job 

satisfaction raises the odds of the workload category by 1.35 times, with a significant 

P-value of 0.045. This underscores the importance of job satisfaction in influencing 

workload. This finding is consistent with Herzberg's motivation and job satisfaction 

theory, which suggests that job satisfaction can reduce tension and enhance work 

efficiency, although in this case, there is an indication that increased job satisfaction 

might lead to increased workload. 

Third, a coefficient of -0.2 indicates that each unit increase in the non-physical 

work environment reduces the odds of the workload category by 0.82 times, with a 

significant P-value of 0.046. This implies that a better non-physical work 

environment can reduce workload, aligning with Edwards and Steingard's work 

environment theory, which emphasizes that a supportive and comfortable 

environment can reduce stress and enhance performance. 

Fourth, a coefficient of 0.4 reveals that each unit increase in OSH implementation 

increases the odds of the workload category by 1.49 times, with a highly significant 

P-value of 0.001. This indicates that effective OSH implementation can significantly 

increase the workload in certain categories, supporting theories on the necessity of 

efficient OSH practices to maintain workplace safety and indirectly impact workload. 

Lastly, a coefficient of 0.1 shows that employee productivity increases the odds 

of the workload category by 1.11 times; however, with a P-value of 0.211, this effect 

is not statistically significant. This suggests that while there is a tendency for 

employee productivity to influence workload, its impact is not significant in the 

context of this analysis. Management productivity theories, such as Schumpeter's 

productivity theory, may explain that increases in productivity do not always correlate 

directly with increases in workload if other factors, such as process efficiency or 

managerial support, are not accounted for. 

Overall, these results provide valuable insights into how job satisfaction, non-

physical work environment, OSH implementation, and employee productivity are 

related to workload, highlighting the importance of understanding these dynamics in 

designing effective interventions to manage workload and enhance employee well-

being. 

7. Conclusion 
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This study concludes that psychological workload, non-physical work environment, 

and the implementation of Occupational Health and Safety (OHS) measures have a 

significant impact on job satisfaction and employee productivity at PT. PATRA Supplies 

and Services. A high psychological workload can reduce job satisfaction, whereas a 

positive non-physical work environment can enhance both job satisfaction and 

productivity. Effective implementation of OHS measures also significantly improves job 

satisfaction and employee productivity. The findings of this research emphasize the 

importance of managing psychological workload, creating a conducive work environment, 

and implementing effective OHS measures to boost job satisfaction and productivity. 

Therefore, the company is advised to focus on these factors to enhance employee 

performance and well-being. 
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