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ABSTRAK

Kesejahteraan karyawan, kesehatan mental, dan keseimbangan kerja-hidup telah menjadi isu strategis dalam
manajemen sumber daya manusia modern, mengingat dampaknya yang signifikan terhadap produktivitas kerja.
Penelitian sebelumnya sebagian besar melihat variabel-variabel ini secara terpisah, sehingga menghasilkan hasil yang
terfragmentasi. Penelitian ini bertujuan untuk menyusun sintesis konseptual menggunakan pendekatan Tinjauan
Pustaka Sistematis (SLR) untuk menguraikan hubungan antara kesejahteraan karyawan, kesehatan mental, dan
keseimbangan kehidupan kerja, serta dampaknya terhadap produktivitas, dengan kepuasan kerja sebagai variabel
mediasi.  Studi ini mengacu pada 66 artikel ilmiah yang diterbitkan antara tahun 2020 dan 2025 dalam jurnal
bereputasi yang terindeks oleh Scopus (Q1-Q4), menggunakan metode analisis tematik manual. Hasil penelitian
menunjukkan, kesejahteraan karyawan, lingkungan psikososial yang mendukung, intervensi kesehatan mental, dan
kebijakan keseimbangan kerja-kehidupan semuanya memiliki efek langsung dan signifikan terhadap produktivitas.
Kepuasan kerja diidentifikasi sebagai faktor mediasi utama yang memperkuat hubungan tersebut. Keunggulan
penelitian ini terletak pada sintesis integratif yang secara bersamaan memetakan tiga variabel anteseden—kepuasan
kerja, kesehatan mental, dan keseimbangan kehidupan kerja—dalam satu model konseptual, dengan kepuasan kerja
berfungsi sebagai mediator. Berbeda dengan penelitian sebelumnya yang masih parsial, penelitian ini
mengkonsolidasikan berbagai temuan ke dalam kerangka kerja terpadu yang menjembatani dimensi psikologis,
struktural, dan afektif dalam Manajemen Sumber Daya Manusia (MSDM). Hasil ini memperkaya literatur tentang
MSDM dengan memperkuat kerangka Kerja Tuntutan-Sumber Daya Pekerjaan (JD-R) dan Teori Modal Manusia.
Studi ini juga mendorong organisasi untuk menerapkan strategi peningkatan produktivitas berdasarkan kesejahteraan
karyawan, fleksibilitas kerja, dan dukungan psikososial yang komprehensif.

Kata Kunci: Kesejahteraan Kerja, Kesehatan Mental, Work-Life Balance, Kepuasan Kerja, Dan Produktivitas.

ABSTRACT

Employee well-being, mental health, and work-life balance have become strategic issues in modern human resource
management, given their significant impact on work productivity. Previous research has largely examined these
variables separately, resulting in fragmented results. This study aims to develop a conceptual synthesis using a
Systematic Literature Review (SLR) approach to elucidate the relationships between employee well-being, mental
health, and work-life balance, and their impact on productivity, with job satisfaction as a mediating variable. This
study draws on 66 scientific articles published between 2020 and 2025 in reputable journals indexed by Scopus (Q1—
04), using a manual thematic analysis method. The results indicate that employee well-being, a supportive
psychosocial environment, mental health interventions, and work-life balance policies all have a direct and significant
effect on productivity. Job satisfaction is identified as the primary mediating factor strengthening this relationship.
The strength of this study lies in its integrative synthesis, which simultaneously maps three antecedent variables—job
satisfaction, mental health, and work-life balance—into a single conceptual model, with job satisfaction serving as a
mediator. Unlike previous studies that were still partial, this study consolidates various findings into an integrated
[framework that bridges the psychological, structural, and affective dimensions of Human Resource Management
(HRM). These results enrich the literature on HRM by strengthening the Job Demands-Resources (JD-R) framework
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and Human Capital Theory. This study also encourages organizations to implement productivity-enhancing strategies
based on employee well-being, work flexibility, and comprehensive psychosocial support.

Keywords: Employee Well-Being, Mental Health, Work-Life Balance, Job Satisfaction, Productivity.

1. INTRODUCTION

Employee well-being has become a fundamental pillar in modern human resource management
strategies, as it has been proven to support productivity, retention, and overall organizational
performance. The increasing complexity of work demands, coupled with the dynamics of
globalization, highlights the importance of psychosocial dimensions in the workplace.
Consequently, well-being, mental health, and work-life balance have emerged as critical factors
in shaping sustainable productivity (Adamska-Chudzinska & Andraszak, 2025; Sharma et al.,
2025; Vega-Campos & Pérez-Pérez, 2025). Recent studies underscore the value of a holistic
approach in HRM, emphasizing well-being and psychological aspects as means to foster a healthy
and productive work climate (Amoadu et al., 2025; Fiegler-Rudol et al., 2025; Kusumawardana et
al., 2025).

Existing literature reveals a lack of integration in understanding the interconnections between well-
being, mental health, and work—life balance in relation to productivity. Many studies tend to
analyze these variables in isolation. Adamska-Chudzinska (2025), for instance, highlights work
engagement as an outcome of well-being without addressing the mediating role of work—life
balance. Sharma et al. (2025) examine the direct relationship between well-being and performance
without considering other psychological factors (Sharma et al. (2025). Tjimuku et al. (2025)
investigate the effects of emotional intelligence and psychological capital on well-being and
performance, yet they do not integrate work—life balance (Tjimuku et al., 2025). Fiegler-Rudol et
al. (2025) explore the relationship between Al and well-being without considering job satisfaction
as a mediator of productivity (Fiegler-Rudol et al., 2025). Similarly, Amoadu et al. (2025) discuss
psychosocial climate in the healthcare sector, but do not examine work engagement and job
satisfaction as reinforcing variables. Meanwhile, Dhakal and Mahmood (2025) employ a
scientometric approach without offering in-depth theoretical and empirical analysis of the
relationships among variables (Dhakal & Mahmood, 2025).

The study by Islam and Xin (2025) focuses on bibliometric trends in mental health research (Islam
& Xin, 2025), while Qin and Saufi (2025) examine the impact of organizational culture on
engagement without linking it to productivity (Qin & Saufi, 2025). Nofirza et al. (2025) associate
lean ergonomics and physical well-being with productivity, yet overlook psychosocial aspects and
job satisfaction (Nofirza et al., 2025). Lesmana and Wening (2025) explore digital career
management and its impact on well-being, but fall short of formulating an intervention model
based on job satisfaction (Lesmana & Wening, 2025). Rosmiati et al. (2025) review nutritional
interventions without elaborating the roles of mental health and work—life balance (Rosmiati et al.,
2025). Kusumawardana et al. (2025) address stress management in the context of well-being, yet
do not evaluate job satisfaction as a mediating variable (Kusumawardana et al., 2025). Dawson et
al. (2025) examine health assets without connecting them to work-life balance (Dawson et al.,
2025). Ariasari and Tjahjono (2024) as well as Faisal (2024) confirm a relationship between work—
life balance and productivity, but do not integrate dimensions of well-being and job satisfaction
(Faisal, 2024). Vega-Campos and Pérez-Pérez (2025) explore Acceptance and Commitment
Therapy without linking it to a productivity model grounded in well-being and work-life balance
(Vega-Campos & Pérez-Pérez, 2025).
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Against this backdrop of conceptual fragmentation and limited thematic synthesis, this study
proposes an integrative approach through the Systematic Literature Review (SLR) method to map
and analyze the relationships between employee well-being, mental health programs, and work—
life balance on productivity, with job satisfaction as an intervening variable. SLR is chosen for its
ability to organize scattered scientific findings into evidence-based references that are useful for
both organizational practice and academic development (Siddaway et al., 2019; Tjimuku et al.,
2025).

The theoretical framework outlines the interrelationships between employee well-being, mental
health, work-life balance, and productivity from two main perspectives. First, the Job Demands-
Resources Model (JD-R) states that finding a balance between job demands and job resources is
crucial for performance and well-being. When organizations provide sufficient resources to their
employees, such as psychosocial support, flexible working hours, and mental health interventions,
they can reduce job demands and maintain high productivity.

Second, Human Capital Theory views workers as strategic assets that provide businesses with an
advantage over their competitors. In this context, well-being and job satisfaction not only help
maintain workforce stability, but also make human capital more valuable, which directly affects
organizational performance and productivity. These two theories are crucial for understanding how
the issues we examine in this study relate to each other. In this context, well-being and job
satisfaction not only enhance workforce sustainability but also enhance the value of human capital,
which directly impacts productivity and performance in the workplace (Sarwar et al., 2021;
Sharma & Tiwari, 2023; Ko, 2024).

These two theories are crucial for understanding the interconnectedness of the issues analyzed in
this study. These two theories are important for understanding how the issues we examine in this
study are interconnected. In this context, well-being and job satisfaction not only enhance
workforce sustainability but also enhance the value of human capital, thus directly impacting
organizational performance and productivity (Zhang et al., 2024; Kamboj, 2025).

Accordingly, this article strengthens the theoretical foundation of well-being-based human
resource management and offers practical contributions to organizations in designing sustainable
productivity strategies through well-being-centered and humanistic work cultures. The relevance
of this study becomes even more pronounced in the post-pandemic context, which demands
inclusive, adaptive, and biopsychosocial well-being—oriented work systems. The findings of this
review are expected to serve as a foundation for evidence-based policy formulation and the
strategic frameworks of future organizations.

2. RESEARCH METHOD

This study employed a Systematic Literature Review (SLR) approach to develop an evidence-
based conceptual synthesis of the relationship between employee well-being, workplace mental
health, work-life balance, productivity, and job satisfaction as a mediating variable (Siddaway et
al., 2019). SLR was chosen because it can organize scattered scientific findings into a systematic,
transparent, and replicable conceptual framework, ensuring that the research results are not only
descriptive but also have a strong theoretical foundation.
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This SLR was conducted manually to ensure a consistent, traceable, and repeatable literature
review process. All stages—from identification, screening, selection, and inclusion of articles—
were carried out without the aid of automated protocols or analysis software such as NVivo,
VisViewer, and the like. The choice of this manual method was based on academic considerations.
First, the manual coding process helps researchers adhere to the principles of transparency,
reflexivity, and traceability, ensuring each step of the analysis is easy to follow. Second, manual
coding offers interpretive alignment that aligns more closely with the research objectives,
producing a reflective and comprehensive conceptual synthesis, in contrast to software-assisted
analysis, which focuses on quantitative calculations of theme frequencies. A manual approach is
considered most appropriate for research that prioritizes theoretical frameworks over purely
numerical representations (Page et al., 2020).

The collected literature was analyzed using a thematic methodology, beginning with initial coding,
content classification, and interpretive synthesis to uncover relational patterns between variables
(Thomas & Harden, 2008). Selected articles were published between 2019 and 2024 and addressed
employee well-being, mental health, work-life balance, productivity, and job satisfaction, as well
as articles from Scopus-listed journals (Q1-Q4). Articles that had not been peer-reviewed, were
not accessible in full text, were written in languages other than English, or were largely irrelevant
to the focus of the analysis were removed. A manual literature search was conducted, primarily
using the Scopus database as the primary source. A Boolean search strategy was used by entering
keywords such as "employee well-being AND employee productivity," "workplace mental health
AND employee productivity," "work-life balance AND employee productivity," and "job
satisfaction AND employee productivity," using logical operators AND and OR to obtain relevant
and comprehensive search results (Booth et al., 2016). Articles that met the inclusion criteria were
then further analyzed to identify the conceptual framework and relationships between variables.
Interpretive thematic analysis was used as the basis for developing a reflective, theoretical, and in-
depth scientific synthesis addressing the issue of well-being and productivity in the contemporary
workplace.

3. RESULTS AND DISCUSSION

General Description of the Literature

Theme 1 — Employee Well-being and Productivity

A systematic analysis of 17 scholarly articles published between 2024 and 2025 indicates that
employee well-being is a strategic determinant in enhancing work productivity. The reviewed
literature, sourced from Scopus-indexed journals (Q1-Q4), employed diverse methodological
approaches, including Systematic Literature Reviews (SLR), bibliometric analyses, scoping
reviews, empirical studies, and conceptual thematic syntheses.

Seven studies employing SLR and scoping reviews—such as those by Tjimuku et al. (2025),
Dawson et al. (2025), and Hongjie & Suryani (2025)—mapped conceptual relationships between
well-being and performance (Tjimuku et al., 2025; Dawson et al., 2025); Hongjie & Suryani,
2025). Bibliometric approaches by Sharma et al. (2025), Islam & Xin (2025), and Ariasari &
Tjahjono (2024) reflect an increasing urgency in adopting well-being-centered HRM strategies
(Sharma et al., 2025; Islam & Xin, 2025; Ariasari & Tjahjono, 2024). Empirical studies statistically
demonstrate that well-being contributes to productivity through mechanisms such as stress
management, technological adaptation, and technostress mitigation (Kusumawardana et al., 2025;
Fiegler-Rudol et al., 2025; Akar et al., 2024).
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Conceptual studies underscore the need for an integrative framework that connects ergonomics,
career management, and work engagement as foundational elements for well-being and efficiency
(Adamska-Chudzinska & Andraszak, 2025; Lesmana & Wening, 2025; Nofirza et al., 2025). The
sectoral scope is broad—ranging from healthcare (Amoadu et al., 2025; Kanste et al., 2025),
hospitality (Hongjie & Suryani, 2025), and manufacturing (Nofirza et al., 2025) to education,
digital services, public institutions, and communities (Tohit et al., 2024), reflecting the cross-
sectoral urgency of workplace well-being.

Theoretically, well-being is consistently identified as a primary predictor of productivity
(Adamska-Chudzinska & Andraszak, 2025; Sharma et al., 2025; Tjimuku et al., 2025).
Psychosocial support from organizations further strengthens this contribution (Amoadu et al.,
2025; Dhakal & Mahmood, 2025). In the context of digital work environments, well-being serves
as a buffer against technology-induced work pressure (Fiegler-Rudol et al., 2025; Akar et al.,
2024). Moreover, interventions such as career development and nutrition support also contribute
to well-being-based productivity (Lesmana & Wening, 2025; Rosmiati et al., 2025).

Theme 2 — Workplace Mental Health and Productivity

Mental health in the workplace has become a strategic aspect of human resource management,
particularly in response to the growing demands for sustainable productivity. A synthesis of 15
articles published between 2024 and 2025 in Scopus Q1-Q4 journals reveals a significant
correlation between employees’ psychological states and both individual and team performance.
Methodological approaches include systematic reviews, scoping reviews, bibliometric analyses,
as well as experimental and conceptual studies.

Seven studies—including those by Gongalves and Matos (2024), Wahyuning Tyas et al. (2024),
Kamkar et al. (2025), and Gibson et al. (2024)—demonstrate the effectiveness of mental health
interventions in boosting productivity (Gongalves and Matos, 2024; Wahyuning Tyas et al., 2024;
Kamkar et al., 2025; Gibson et al., 2024). Bibliometric and scoping reviews conducted by Azzani
et al. (2024), Ashcroft et al. (2024), and Solomon & Tham (2024) further highlight the importance
of psychosocial support systems in the workplace (Azzani et al., 2024; Ashcroft et al., 2024;
Solomon & Tham, 2024).

This body of literature spans various sectors: healthcare, education, construction, social services,
and the digital industry. Studies by Gongalves and Matos (2024), Ramasamy and Munusamy
(2024), and Oladipo (2024) address psychological stress among healthcare and education
professionals (Gongalves & Matos, 2024; Ramasamy & Munusamy, 2024); Oladipo,2024).
Meanwhile, Wahyuning Tyas et al. (2024), Mansour and Vadell (2024), and Ashcroft et al. (2024)
examine psychosocial challenges in digital and social service work. Digital interventions such as
chatbot therapy and metaverse-based work models are also emerging (Gibson et al., 2024;
Mansour & Vadell, 2024).

Conceptually, mental disorders have been shown to reduce productivity and increase indirect costs
(Grajek et al., 2024; Azzani et al., 2024). Cognitive interventions and Acceptance and
Commitment Therapy (ACT) have proven effective in enhancing work engagement and
performance (Gongalves & Matos, 2024; Vega-Campos & Pérez-Pérez, 2025). Organizational
support, supportive leadership styles, and inclusive work environments also act as protective
factors for mental health, directly impacting productivity (Wahyuning Tyas et al., 2024; Singh et
al., 2024).
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Support systems provided by families and communities (Solomon & Tham, 2024; Sukmayanti &
Nursalam, 2024), along with attention to workplace violence (Oladipo, 2024), emphasize the need
for a holistic approach. Furthermore, digital therapy innovations such as chatbots and game-based
interventions are strengthening the effectiveness of mental health—oriented productivity strategies
(Gibson et al., 2024; Stasolla et al., 2025).

Theme 3 — Work-Life Balance and Employee Productivity

The concept of work—life balance (WLB) has evolved into a key managerial strategy in addressing
the demands of high productivity, digitalization, and flexible work models. A systematic review
of 17 academic articles published in 2024-2025 reinforces the strategic role of WLB in enhancing
productivity across diverse industrial sectors.

The methodological approaches applied include bibliometric studies (Udin, 2024; Prayogi, 2024;
Noor et al., 2025), scientometric analysis (Ariasari & Tjahjono, 2024), quantitative surveys (Hariri
et al., 2024; Demou et al., 2024), mixed-methods designs (Ribeiro et al., 2024; Case et al., 2024),
as well as conceptual discussions and empirical regressions. The majority of articles were drawn
from Scopus Q1-Q3 journals, covering public, educational, technological, community, and
multinational corporate sectors.

Studies such as Septiani et al. (2024) and Sacuiu & Micu (2024) emphasize the importance of
WLB for Gen Z workforce retention and global strategies (Septiani et al., 2024; Sacuiu & Micu,
2024). Gupta et al. (2024) highlights the relevance of WLB in the age of Al (Gupta et al., 2024).
Within the contexts of remote work and the public sector, WLB is also crucial (Rustan et al., 2024;
Rojas Plasencia et al., 2024; Hariri et al., 2024; Sanchez, 2024), particularly for vulnerable groups
(Demou et al., 2024; Case et al., 2024), pointing to the need for inclusive and contextual
approaches.

The overall literature confirms that WLB affects productivity both directly and indirectly. Faisal
(2024) identifies the mediating role of employee engagement (Faisal, 2024), while Adamska-
Chudzinska & Andraszak (2025) underscore work engagement as a result of WLB (Adamska-
Chudzinska & Andraszak, 2025). Bibliometric analyses by Prayogi (2024) and Ariasari &
Tjahjono (2024) further support this positive correlation (Prayogi, 2024; Ariasari & Tjahjono,
2024).

From a policy perspective, Noor et al. (2025) emphasize the importance of integrating WLB into
HRM systems to promote psychosocial stability (Noor et al., 2025). Udin (2024) and Ribeiro et
al. (2024) highlight the contributions of spiritual and visionary leadership in achieving WLB
(Udin, 2024; Ribeiro et al., 2024). Tahir et al. (2024) link WLB to the attainment of the Sustainable
Development Goals (SDGs) at both organizational and individual levels (Tahir et al., 2024).

Other studies caution that work—life imbalance may trigger burnout and reduce productivity
(Sanchez, 2024; Hariri et al., 2024; Gupta et al., 2024). Therefore, the development of flexible job
designs, adaptive organizational structures, and workplace cultures that respect personal time are
foundational to achieving sustainable productivity.

Theme 4 — Job Satisfaction and Employee Productivity

Job satisfaction has been widely recognized as a strategic component of human resource
management, having been empirically validated as a primary predictor of employee productivity.
A systematic review of 17 academic articles published between 2024 and 2025 demonstrates a
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strong empirical and in-depth conceptual relationship between job satisfaction and productivity
across various industrial sectors.

The methodological approaches applied in these studies include systematic literature reviews
(Tjimuku et al., 2025; Papakonstantinou et al., 2025), scoping reviews (Astale et al., 2025; Pursio
et al., 2025), bibliometric analyses (Zafar & Abu-Hussin, 2025; Noor et al., 2025), meta-analyses
(Little, 2025), and quantitative surveys and regression analyses (Hardi & Syaharuddin, 2025;
Karim et al., 2025). All articles were published in Scopus-indexed journals (Q1-Q4), covering
healthcare (Kriselj et al., 2025; Der & Korang, 2025), banking (Sultana, 2025), education (Hardi
& Syaharuddin, 2025; Mohandas & Mohapatra, 2025), the digital sector (Lesmana & Wening,
2025; Karim et al., 2025), and high-risk professions such as firefighters and medical personnel
(Garcia-Iglesias et al., 2025; Kamkar et al., 2025).

Most studies reveal a positive correlation between job satisfaction and productivity, both directly
and through mediating variables. Tjimuku et al. (2025) demonstrate that job satisfaction mediates
the relationship between emotional intelligence and work performance (Tjimuku et al., 2025).
Papakonstantinou et al. (2025) and Omair et al. (2025) highlight how transformational leadership
enhances both job satisfaction and work effectiveness (Papakonstantinou et al., 2025; Omair et al.,
2025).

Job satisfaction also plays a crucial role in reducing stress and burnout. Garcia-Iglesias et al. (2025)
and Hardi & Syaharuddin (2025) report that job satisfaction exerts a protective effect against stress,
particularly in critical sectors (Garcia-Iglesias et al., 2025; Hardi & Syaharuddin, 2025).

Several studies emphasize the role of technology and digital management. Lesmana & Wening
(2025) highlight the importance of digital career management, while Sultana (2025) discusses how
digital organizational design enhances job satisfaction. Karim et al. (2025) find that the
implementation of ERP systems increases job satisfaction by improving information efficiency
and productivity (Lesmana & Wening, 2025); Sultana, 2025).

Additionally, job satisfaction has been identified as a mediating variable between organizational
values and productivity. Zafar & Abu-Hussin (2025) link Islamic work ethics to productivity
through the internalization of job satisfaction, while Pursio et al. (2025) emphasize the role of self-
leadership in shaping healthcare workers’ satisfaction (Zafar & Abu-Hussin, 2025; Pursio et al.,
2025).

Ultimately, job satisfaction is fundamental to HR retention and development strategies. Alqahtani
& Alshagrawi (2025) underscore the importance of participative leadership and engagement in
fostering loyalty through job satisfaction. Aravidou, Triantari, and Zervas (2025) show that
participatory and sustainable conflict management practices promote job satisfaction and enhance
organizational stability (Alqahtani & Alshagrawi, 2025; Aravidou et al., 2025).

Thematic Synthesis of the Literature

Theme 1 — Employee Well-being and Work Productivity

The thematic synthesis of the literature indicates that employee well-being is a fundamental
determinant of sustainable work productivity. Systematic reviews reveal that workplace well-
being is multidimensional—encompassing psychological, emotional, social, and cognitive
aspects—that directly and indirectly affect individual performance. The relationship between well-
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being and productivity is reflected in various interventional approaches that have been
comprehensively studied.

Several studies emphasize the importance of cognitive and psychological interventions as primary
tools for strengthening workplace well-being. Gongalves and Matos (2024), through a systematic
review, confirm that cognitive interventions significantly reduce mental fatigue and enhance
concentration, thereby improving productivity. These findings align with those of Vega-Campos
and Pérez-Pérez (2025), who demonstrate the effectiveness of Acceptance and Commitment
Therapy (ACT) in enhancing psychological well-being, work engagement, and individual
performance (Gongalves & Matos, 2024; Vega-Campos & Pérez-Pérez, 2025).

Another critical element is the need for a safe psychosocial work climate as a buffer against work-
related stress. Wahyuning Tyas et al. (2024) find that psychologically supportive work
environments increase safety, motivation, and effectiveness, particularly in the construction sector
(Tyas et al., 2024). Ramasamy and Munusamy (2024) reinforce these findings by showing that
organizational support significantly improves the mental health of teachers and their instructional
productivity (Ramasamy & Munusamy, 2024). Similarly, Singh et al. (2024) emphasize that
inclusive leadership enhances team well-being, promoting synergy and collective work outcomes
(Singh et al., 2024).

Workplace well-being is also influenced by external support, such as from family and community.
Studies by Solomon and Tham (2024) and Sukmayanti and Nursalam (2024) report that social
support helps reduce burnout and strengthen workers’ psychological stability, ultimately
supporting sustained productivity (Solomon & Tham, 2024; Sukmayanti & Nursalam, 2024).

Digital developments also impact workplace well-being. Gibson et al. (2024) show that chatbots,
as technology-based mental health interventions, improve work efficiency and performance
(Gibson et al., 2024). In the context of the metaverse, Mansour and Vadell (2024) identify new
psychological pressures that require adaptive interventions to maintain productivity (Mansour &
Vadell, 2024). Stasolla et al. (2025) introduce gaming therapy as an innovative approach to
enhancing psychological balance and performance, particularly in the healthcare sector (Stasolla
et al., 2025).

Well-being is further supported by a conducive physical environment. Paniccia et al. (2024) show
that green spaces in the workplace significantly contribute to psychological stability and increased
productivity (Paniccia et al., 2024). Karanika-Murray and Galalae (2025) add that digital wellness
programs help extend productive working life through more adaptive job arrangements (Murray
& Galalae, 2025).

In the healthcare sector, Grajek et al. (2024) and Oladipo (2024) emphasize that workplace stress
and violence have severe consequences for the mental health and effectiveness of medical
personnel (Grajek et al., 2024; Oladipo, 2024). Therefore, an organizational system that is
responsive to psychological well-being is not merely desirable—it is an essential structure for
ensuring sustained productivity.

The overall literature leads to a consistent conclusion: workplace well-being not only sustains
individual morale but also serves as a foundational pillar for long-term organizational productivity.
Holistic interventional approaches—addressing psychological, social, digital, and environmental
dimensions—have proven effective in strengthening work capacity, engagement, and
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organizational effectiveness. Accordingly, modern HR management strategies must prioritize
well-being as a core principle in designing work systems aimed at achieving sustainable
productivity.

Theme 2 — Workplace Mental Health and Employee Productivity

A systematic review of workplace mental health affirms that this dimension is not merely an aspect
of psychological well-being, but a key driver of work productivity. Recent literature highlights
that psychosocial stress, mental fatigue, and other psychological disorders significantly diminish
individual and collective work effectiveness. Within this context, various forms of interventions
have been studied and found to be closely linked to improved job performance.

Gongalves and Matos (2024) emphasize the critical role of cognitive interventions in reducing
mental fatigue, enhancing concentration, and ultimately boosting productivity (Gongalves &
Matos, 2024). Therapeutic approaches such as Acceptance and Commitment Therapy (ACT) have
also demonstrated strong effectiveness in promoting psychological well-being and work
engagement (Campos & Pérez, 2025). ACT has been shown to strengthen individuals’ adaptive
capacity in the face of modern work-related pressures.

Azzani et al. (2024), through bibliometric analysis, confirm that mental disorders in the workplace
significantly impact productivity decline, and that a deeper understanding of the literature can
inform evidence-based intervention policies (Azzani et al., 2024). In contrast, Grajek et al. (2024)
reveal the economic burden of post-pandemic mental health issues as a serious challenge to
organizational output stability (Grajek et al., 2024).

The concept of a psychosocial safety climate has also emerged as a critical protective factor for
sustaining performance. Wahyuning Tyas et al. (2024) highlight its protective function in the
construction sector (Tyas et al., 2024). Organizational support proves to be essential, as evidenced
by Ramasamy and Munusamy (2024) in the education sector and Singh et al. (2024), who
underscore the role of supportive leadership in maintaining mental health and team productivity
(Ramasamy & Munusamy, 2024; Singh et al., 2024).

Psychological injuries have also become a growing concern in professional contexts. Kamkar et
al. (2025) report that such injuries among therapists negatively affect service quality and
productivity, necessitating robust intervention systems (Kamkar et al., 2025). Oladipo (2024) adds
that workplace violence significantly undermines the mental well-being of healthcare workers,
with serious implications for work effectiveness (Oladipo, 2024).

Various wellness programs have been identified as relevant strategies. Karanika-Murray and
Galalae (2025) show that digital wellness tools can extend the productive lifespan of workers while
strengthening psychological stability (Murray & Galalae, 2025). Social support from family and
community has also been recognized by Solomon and Tham (2024) and Sukmayanti and Nursalam
(2024) as key external factors in enhancing mental balance and sustaining consistent job
performance (Solomon & Tham, 2024; Sukmayanti & Nursalam, 2024).

The rise of digital work has introduced new psychological challenges, particularly in the context
of metaverse environments and modern work technologies (Mansour & Vadell, 2024). These
conditions call for adaptive and innovative interventions. In the healthcare sector, gaming therapy
(Stasolla et al., 2025) and the use of chatbots for mental health support (Gibson et al., 2024) have
proven effective in maintaining psychological stability and supporting productivity.

https://doi.org/10.24912/jmieb.v9i133813 221



A SYSTEMATIC REVIEW OF THE EFFECTS OF WELL-BEING, MENTAL Aulia Ramadhani et. al.
HEALTH, AND WORK-LIFE BALANCE ON PRODUCTIVITY THROUGH
JOB SATISFACTION

The physical work environment also plays a role. Paniccia et al. (2024) stress the significance of
green spaces—both indoors and outdoors—in maintaining mental balance and improving work
performance (Paniccia et al., 2024). Meanwhile, Ashcroft et al. (2024) highlight the importance of
social workers as part of the workplace mental health support system (Ashcroft et al., 2024).

This thematic synthesis reinforces the notion that workplace mental health is a core catalyst in
enhancing productivity. Organizations that implement systemic strategies rooted in mental
health—whether cognitive, psychosocial, digital, or environmental—are more likely to cultivate a
focused, resilient, and engaged workforce. Consequently, future productivity management
strategies must place mental health at the foundation of sustainable work policy and design.

Theme 3 — Work-Life Balance and Employee Productivity

Contemporary literature strongly affirms that work—life balance (WLB) is no longer merely a
matter of personal well-being, but a strategic foundation for cultivating a productive, stable, and
adaptive workforce. Thematic synthesis of 17 scholarly articles confirms that balancing work
demands with personal life significantly contributes to efficiency, engagement, and performance
across sectors.

Bibliometric and scientometric studies by Prayogi (2024) and Ariasari & Tjahjono (2024) validate
the positive correlation between WLB and productivity, demonstrating that integrated WLB
practices foster healthier work environments and drive optimal performance (Prayogi, 2024;
Ariasari & Tjahjono, 2024). These findings are consistent with Hariri et al. (2024), who underline
the role of WLB in enhancing emotional and physical well-being, serving as a key enabler of long-
term productive capacity (Hariri et al., 2024).

In the context of a new generation of workers, flexibility has become an absolute necessity.
Septiani et al. (2024) and Sanchez (2024) reveal that Gen Z employees depend heavily on WLB
to sustain their productivity (Septiani et al., 2024; Sdnchez, 2024). In this regard, WLB imbalance
may lead to performance decline due to psychological stress. Rustan et al. (2024) and Rojas
Plasencia et al. (2024) further note that while remote work offers flexibility, it also poses serious
psychosocial challenges if not supported by adequate systems (Rustan et al., 2024; Rojas Plasencia
et al., 2024).

Leadership plays a pivotal role in fostering WLB. Udin (2024), Ribeiro et al. (2024), and
Adamska-Chudzinska & Andraszak (2025) emphasize the effectiveness of purpose-driven and

spiritual leadership in shaping a humanistic work culture, which in turn enhances employee
engagement and loyalty (Udin, 2024; Ribeiro et al., 2024; Chudzinska & Andraszak, 2025).

Beyond direct relationships, WLB functions as a complex psychological mechanism. Faisal (2024)
shows that work engagement mediates the influence of WLB on productivity (Faisal, 2024).
Meanwhile, organizational policies that structurally support WLB, as argued by Noor et al. (2025),
are instrumental in achieving stability and collective performance (Noor et al., 2025).

WLB also strengthens the well-being of vulnerable groups, particularly in education and
healthcare sectors. Studies by Hariri et al. (2024), Demou et al. (2024), and Case et al. (2024)
affirm that WLB initiatives boost productivity through a lens of social and gender equity (Hariri
et al., 2024; Demou et al., 2024); Case et al., 2024).
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Gupta et al. (2024) and Tahir et al. (2024) add a visionary perspective by linking WLB to digital
transformation and the Sustainable Development Goals (SDGs) (Gupta et al., 2024; Tahir et al.,
2024). The adoption of Al technologies will only improve productivity if accompanied by WLB
policies adapted to the demands of digital transformation.

WLB also plays a critical role in long-term career development. Case et al. (2024) stress the
importance of mentoring and career pathways in maintaining life balance, while Adamska-
Chudzinska (2025) confirms that WLB directly enhances work engagement and employee well-
being (Case et al., 2024; Chudzinska, 2025).

The literature clearly concludes that WLB is not an optional attribute but a strategic variable in
designing productive and sustainable work systems. Organizations that fail to integrate WLB into
their structure, culture, and leadership risk losing their workforce competitiveness. Conversely,
those that succeed in creating a work ecosystem that supports life balance will benefit from
healthier, more creative, and more productive human resources in the long term.

Theme 4 — Job Satisfaction and Employee Productivity

Job satisfaction is one of the most critical psychosocial constructs in human resource management
theory, consistently shown to be a primary predictor of organizational productivity. A thematic
analysis of 17 recent scholarly articles reveals that the relationship between job satisfaction and
productivity is not linear, but shaped by complex interactions among psychological, structural, and
contextual organizational factors.

In the healthcare sector, KriSelj et al. (2025) emphasize that job satisfaction enhances team
efficiency and collaboration, while Der & Korang (2025) link staff motivation and satisfaction to
the quality of patient care (Kriselj et al., 2025; Der & Korang, 2025). In the banking sector, Sultana
(2025) identifies job satisfaction as a key determinant of individual productivity (Sultana, 2025).

Several studies highlight the mediating role of job satisfaction in the relationship between
leadership and work performance. Papakonstantinou et al. (2025) and Omair et al. (2025)
demonstrate that transformational and communication-based leadership styles enhance job
satisfaction, which in turn boosts productivity (Papakonstantinou et al., 2025; Omair et al., 2025).
Zafar and Abu-Hussin (2025) expand this perspective by showing that Islamic work ethics
promote spiritual fulfillment at work, fostering satisfaction and organizational effectiveness (Zafar
& Hussin, 2025). Conversely, job dissatisfaction contributes to burnout and psychological stress,
as shown by Garcia-Iglesias et al. (2025), Kamkar et al. (2025), and Little (2025), suggesting that
job satisfaction also serves as a buffer against extreme workplace stress (Iglesias et al., 2025;
Kamkar et al., 2025; Little, 2025).

From a psychological standpoint, Tjimuku et al. (2025) and Pursio et al. (2025) emphasize the
importance of psychological capital and self-leadership as foundations for productive job
satisfaction (Tjimuku et al., 2025; Pursio et al., 2025). High emotional intelligence and self-
management create a resilient and competitive work environment.

Digital transformation has also reshaped the landscape of job satisfaction. Lesmana and Wening
(2025) and Karim et al. (2025) reveal that digital career management and ERP implementation
increase both efficiency and satisfaction, enhancing productivity in technologically driven
contexts (Lesmana & Wening, 2025; Karim et al., 2025).
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Macro-level policies also play a role. Noor et al. (2025) and Faisal (2024) find that work-life
balance implementation contributes to increased job satisfaction and productivity, underscoring
the importance of structural interventions with positive psychosocial impacts (Noor et al., 2025;
Faisal, 2024).

Job satisfaction is also closely linked to retention and employee loyalty. Alqahtani and Alshagrawi
(2025) show that satisfaction enhances HR stability, while Aravidou et al. (2025) highlight how
inclusive conflict management supports job satisfaction and team cohesion (Algahtani &
Alshagrawi, 2025; Aravidou et al., 2025).

Studies by Astale et al. (2025), Mohandas & Mohapatra (2025), and Hardi & Syaharuddin (2025)
further reinforce the narrative that capacity building, innovative learning approaches, and stress
management are effective pathways to improving both satisfaction and productivity, particularly
in the education and healthcare sectors (Astale et al., 2025; Mohandas & Mohapatra, 2025; Hardi
& Syaharuddin, 2025).

This thematic synthesis shows that employee well-being, mental health, and work-life balance
significantly increase productivity, with job satisfaction as a key mediator. These results align with
the Job Demands—Resources (JD-R) Model, which states that job satisfaction helps balance job
demands and job resources. Job satisfaction enables employees to balance the stress of job
demands with their available resources, which keeps them engaged and productive (Sarwar et al.,
2021; Sharma & Tiwari, 2023; Chowhan & Pike, 2023).

The results also support Human Capital Theory, which views employees as a valuable strategic
resource. In this context, an organization's investment in well-being, mental health, and work-life
balance not only increases job satisfaction but also enhances the value of its human capital, thereby
strengthening its competitiveness (Zhang et al., 2024; Kamboj, 2025). Combining these three
antecedent variables into a single job satisfaction-oriented conceptual model not only enriches the
empirical literature but also strengthens the significance of JD-R and Human Capital Theory as a
foundational framework for understanding and managing productivity in the modern workplace.

4. CONCLUSION

Based on an analysis of 66 scholarly articles (2020-2025) published in Scopus-indexed journals
(Q1-Q4), this study successfully develops a holistic conceptual framework that offers significant
theoretical and practical contributions to the fields of human resource management and
organizational behavior. The three antecedent variables—well-being, mental health, and work—
life balance—are shown to contribute both directly and indirectly to employee productivity, with
job satisfaction serving as a critical linking mechanism within this model. The proposed approach
is evidence-based and integrative, encompassing psychological, structural, and affective
dimensions.

This study yields three principal conclusions. First, job satisfaction plays a highly influential
mediating role, reinforcing the pathway between antecedent factors and productivity. In the
absence of this mediation, interventions targeting well-being, mental health, and work—life balance
tend to produce partial and unsustainable outcomes. Second, the findings indicate that employees
who report higher levels of job satisfaction tend to exhibit stronger engagement, greater
organizational loyalty, and proactive work behavior, all of which serve as foundational elements
of superior performance. Third, from a theoretical perspective, this study expands the boundaries
of HRM scholarship by integrating the Job Demand—Resources (JD-R) model and Human Capital
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Theory, both of which emphasize the importance of strengthening job resources as key drivers of
long-term productivity.

The conceptual model derived from this systematic literature review also enriches the humanistic
management approach by positioning well-being and affective dimensions as strategic elements
in modern organizational design. The practical implications of these findings encourage
organizations to reorient their work systems toward more human-centric paradigms—through the
implementation of well-being—oriented policies, systematic mental health interventions,
reinforced work—life balance initiatives, and continuous monitoring of job satisfaction as a core
indicator of organizational performance.

REFERENCE

Adamska-Chudzinska, M., & Andraszak, M. (2025). Work Engagement as a Challenge for
Contemporary Management. In Organizational Behavior and Contemporary HRM. Taylor
& Francis. https://www .taylorfrancis.com/chapters/edit/10.4324/9781032715407-2

Akar, N., Yorik, T., Subasi, K., & Valeri, M. (2024). Teleworking and technostress during
COVID-19: A holistic analysis based on JD-R model. Journal of Mehmet Akif Ersoy
University. https://dergipark.org.tr/en/download/article-file/3755769

Algahtani, B., & Alshagrawi, S. (2025). The relationship between leadership style, employee
engagement, and turnover intentions in healthcare organizations. Majmaah Journal of
Health Sciences. https://www.mjhs-mu.org/?mno=204052

Amoadu, M., Agyare, D. F., & Doe, P. F. (2025). Psychosocial safety climate and work
productivity in healthcare: A scoping review. BMC Health Services Research.
https://link.springer.com/content/pdf/10.1186/s12913-025-12254-2.pdf

Aravidou, K., Triantari, S., & Zervas, 1. (2025). Sustainable leadership and conflict management:
Insights  from  Greece’s  public sector. Sustainability, 17(5),  2248.
https://doi.org/10.3390/su17052248

Ariasari, A. N., & Tjahjono, H. K. (2024). Trends and relationships between work-life balance and
employee performance: A scientometric analysis. Society: Jurnal Ilmu Sosial dan Politik.
https://societyfisipubb.id/index.php/society/article/download/703/558

Ashcroft, R., Sheffield, P., Adamson, K., & Phelps, F. (2024). Scoping Review of Social Workers’
Professional Roles in  Primary Care. BMJ  Open, 14(12), e090527.
https://bmjopen.bmj.com/content/bmjopen/14/12/e090527.full.pdf

Astale, T., Mesele, H., Pasquino, S. L., Zewdie, A., & Wolka, E. (2025). Capacity-building
interventions for health extension workers in Ethiopia: A scoping review. PLOS ONE, 20(3),
€0317198.
https://journals.plos.org/plosone/article/file?id=10.1371/journal.pone.0317198&type=print
able

Azzani, M., Yasin, S. M., & Mohamed, A. S. (2024). Occupational Mental Health Illness in the
Industry: A Bibliometric Study. International Journal of Business and Technology
Management. https://myjms.mohe.gov.my/index.php/ijbtm/article/download/28086/15642

Booth, A., Sutton, A., & Papaioannou, D. (2016). Systematic approaches to a successful literature
review (2nd ed.). SAGE Publications.

Case, J. R., Thomas, K., & Hayes, D. (2024). Mentoring, Career Paths and Work-Life Balance
among Female Professionals. Journal of Surgical Education.
https://www.sciencedirect.com/science/article/pii/S1931720424004306

https://doi.org/10.24912/jmieb.v9i133813 225



A SYSTEMATIC REVIEW OF THE EFFECTS OF WELL-BEING, MENTAL Aulia Ramadhani et. al.
HEALTH, AND WORK-LIFE BALANCE ON PRODUCTIVITY THROUGH
JOB SATISFACTION

Dawson, A., et al. (2025). Health assets and workforce performance: A systematic review. BMC
Public Health. https://link.springer.com/content/pdf/10.1186/s12889-024-20915-w.pdf

Demou, E., Osman, F., & Gilmour, H. (2024). Workplace factors influencing workplace wellbeing
in women and marginalized workers in EU. Journal of Epidemiology & Community Health,
78(Suppl 1), A93.1. https://jech.bmj.com/content/jech/78/Suppl 1/A93.1.full.pdf

Der, S. D., & Korang, V. (2025). Health administration/management. GlobalWebl.
https://globalwebl.com/index.php/ojs/article/download/184/273

Dhakal, S. P., & Mahmood, M. N. (2025). Scientometric analysis on workplace psychosocial
hazards. ScienceDirect.
https://www.sciencedirect.com/science/article/pii/S0022437525000209

Faisal. (2024). The Effect of Work-Life Balance on Productivity Through Engagement. Global
Journal of Law and  Social  Sciences, 3(1), 45-59. https://research.e-
greenation.org/GIJLSS/article/download/270/230

Fiegler-Rudol, J., et al. (2025). Exploring Human—AI dynamics for workplace health and well-
being. MDPI International Journal of Environmental Research and Public Health.
https://www.mdpi.com/1660-4601/22/2/199

Garcia-Iglesias, J. J., Bermejo-Ramirez, A. M., & Goniewicz, K. (2025). Predictive stressors for
the burnout syndrome in firefighters: A systematic review. Safety Science.
https://www.sciencedirect.com/science/article/pii/S0925753525000566

Gibson, E., & Harris, A. (2024). User Engagement and Effectiveness of Chatbots as Mental Health
Intervention: A Systematic Review. Computers in Human Behavior Reports.
https://www.sciencedirect.com/science/article/pii/S2949882124000410

Gongalves, S., & Matos, R. S. (2024). Effectiveness of Cognitive Interventions in Mitigating
Mental Fatigue Among Healthcare Professionals. International Journal of Population.
https://www.researchgate.net/profile/Sara-Goncalves-
8/publication/384893030 Effectiveness of cognitive interventions in_mitigating mental
_fatigue among_healthcare professionals_in_hospital settings A systematic review/link
s/670cd2aae3c0600c7ca34213/Effectiveness-of-cognitive-interventions-in-mitigating-
mental-fatigue-among-healthcare-professionals-in-hospital-settings-A-systematic-
review.pdf

Grajek, M., Juraszek, P., & Karolina, S. (2024). Mental Health in a Post-Pandemic Perspective:
Economic and Social Costs. Journal of FEducation, Health and Sport.
https://apcz.umk.pl/JEHS/article/download/55195/39938

Gupta, H., Lakhera, P., & Sharma, R. (2024). Examining the impact of artificial intelligence on
employee performance in the digital era. Journal of Business Research.
https://www.sciencedirect.com/science/article/pii/S1047831024000294

Hardi, L. M. Z., & Syaharuddin, S. (2025). Job stress and job satisfaction among educators impact
on educational institution performance. Indonesian Journal of Educational Development.
https://ojs.mahadewa.ac.id/index.php/ijed/article/download/4456/2883

Hariri, N. I. M., Othman, W. N. W., & Wahid, F. (2024). Effect of Work-Life Balance on
Employees’ Physical, Emotional and Mental Well-being. Open Journal of Social Sciences,
12(12), 155-165. https://www.scirp.org/pdt/jss20241212 441769468.pdf

Hongjie, M., & Suryani, E. (2025). Exploring hotel management systems and staff well-being: A
systematic literature review. Asian Journal of Applied Business and Management.
https://npaformosapublisher.org/index.php/ajabm/article/download/93/62

Islam, M. A., & Xin, B. (2025). Emerging trends in mental health and work performance research:
A bibliometric analysis. https://www.researchgate.net/publication/388200783

226 https://doi.org/10.24912/jmieb.v9i133813



Jurnal Muara Ilmu Ekonomi dan Bisnis ISSN  2579-6224 (Versi Cetak)
Vol. 9, No. 1, April 2025 : hlm 213-230 ISSN-L 2579-6232 (Versi Elektronik)

Kamboj, J. (2025). Hypothesized the relationship between work—family boundaries, work—life
balance, workload, and employees' well-being: Moderated mediation analysis. Human
Resource Development Quarterly.
https://journals.sagepub.com/doi/abs/10.1177/01672533251331490

Kamkar, H., Davoudi, 1., & Honarmand, M. M. (2025). Psychological and professional injuries
faced by psychotherapists during therapy. Reviews in Clinical Medicine.
https://rcm.mums.ac.ir/article 25710.html

Kanste, O., Ylisirnid, M., & Hammarén, M. (2025). Perceptions of Gen Z professionals and
students concerning healthcare work: A scoping review. Nurse Education Today.
https://www.sciencedirect.com/science/article/pii/S0260691725001133

Karanika-Murray, M., & Galalae, C. (2025). Digital technologies for well-being at work:
Tensions, opportunities, and future directions. 4 Horizon Scanning Study, University of
Leicester. https://doi.org/10.25392/leicester.data.27284886

Karim, M. R., Nordin, N., Hassan, M. S., & Islam, M. A. (2025). ERP in Bangladesh healthcare
industry: Current scenario, challenges, and future directions. WORK: A Journal of
Prevention, Assessment & Rehabilitation.
https://journals.sagepub.com/doi/pdf/10.1177/10519815241300410

Ko, M. C. (2024). Work-life balance, and employee subjective well-being: Focusing on the
categorization of family-friendly policies based on the Job Demands—Resources (JD-R)
Model.  Review of  Public  Personnel  Administration, 44(1), 112-129.
https://journals.sagepub.com/doi/abs/10.1177/0734371X221136431

Kriselj, T., Marki¢, M., Zoran, A. G., & Kolnik, T. S. (2025). Knowledge management factors as
building blocks of quality of care in healthcare systems. Organizacija.
https://sciendo.com/pdf/10.2478/orga-2025-0002

Kusumawardana, H., et al. (2025). Stress management for enhancing employee well-being. Jurnal
Teknik Universitas Pahlawan.
https://journal.universitaspahlawan.ac.id/index.php/jutin/article/download/41510/26282

Lesmana, A., & Wening, N. (2025). Career management in digital transformation for employee
wellbeing: A systematic literature review. Journal of Business and Management Review
(JBMR). https://profesionalmudacendekia.com/index.php/jbmr/article/download/1417/555

Little, J. R. (2025). Hospital? More like hostile! A meta-analysis of physical aggression from
patients and their visitors toward healthcare workers. SDSU Graduate Theses.
https://digitalcollections.sdsu.edu/file/30a79362-9d95-46¢7-91bc-4214bf919f3e/download

Mansour, N., & Vadell, L. M. B. (2024). Finance and law in the metaverse world. Springer.
https://link.springer.com/content/pdf/10.1007/978-3-031-67547-8.pdf

Mohandas, R., & Mohapatra, S. (2025). Game-based learning in dental education. Digital
Education Review. https://revistes.ub.edu/index.php/der/article/download/44729/43093

Nofirza, N., et al. (2025). Lean ergonomics for enhancing workforce well-being and productivity.
Journal Industrial Services.
https://jurnal.untirta.ac.id/index.php/jiss/article/download/28793/14248

Noor, M., Qureshi, M., & Isa, S. (2025). A Bibliometric Analysis of Work-Life Balance Policies
on Employee Performance. Teesside Research Portal.
https://research.tees.ac.uk/files/92351222/92185435.pdf

Oladipo, P. A. (2024). Experience of workplace violence among healthcare staff in Nigeria: A
quantitative systematic review. Public Health Institute Journal, Liverpool John Moores
University. https://openjournals.ljmu.ac.uk/PHI1J/article/view/2505

Omair, S., Khizar, H. M. U., & Kumar, S. (2025). The power of language in leadership: A
systematic literature review and bibliometric analysis. Asian Business & Management.
https://link.springer.com/article/10.1057/s41291-025-00289-6

https://doi.org/10.24912/jmieb.v9i133813 227



A SYSTEMATIC REVIEW OF THE EFFECTS OF WELL-BEING, MENTAL Aulia Ramadhani et. al.
HEALTH, AND WORK-LIFE BALANCE ON PRODUCTIVITY THROUGH
JOB SATISFACTION

Page, M. J., McKenzie, J. E., Bossuyt, P. M., Boutron, ., Hoffmann, T. C., Mulrow, C. D., Moher,
D. (2021). The PRISMA 2020 statement: An updated guideline for reporting systematic
reviews. BMJ, 372, n71. https://doi.org/10.1136/bmj.n71

Paniccia, M., Acito, M., & Grappasonni, I. (2024). How Outdoor and Indoor Green Spaces Affect
Human Health: A  Literature Review. Annali di Igiene. https://annali-
igiene.it/articoli/2024/online_ahead of print/10/Paniccia.pdf

Papakonstantinou, S., Vyttas, V., & Xanthopoulou, P. I. (2025). Exploring the interplay between
leadership styles, employee voice behavior, and job satisfaction: A scoping review.
https://www.researchgate.net/publication/388794320

Prayogi, A. (2024). Work-Life Balance dan Kinerja Karyawan: Analisis Bibliometrik. Institut
Teknologi Sepuluh Nopember Repository. https://repository.its.ac.id/110547/

Pursio, K., Kvist, T., & Kankkunen, P. (2025). Self-leadership and why it matters to nurses: A
scoping review. International Nursing Review.
https://onlinelibrary.wiley.com/doi/pdf/10.1111/inr.70014

Qin, W., & Saufi, A. (2025). Impact of corporate culture towards employee belongingness.
International Journal of Scientific Multidisciplinary Research.
https://mryformosapublisher.org/index.php/ijsmr/article/download/71/59

Ramasamy, S., Munusamy, S., & Sukir, N. L. (2024). A systematic review on mental health and
its associated factors among educators in Malaysia. BMC Public Health, 24, Article 19855.
https://doi.org/10.1186/s12889-024-19855-2

Ribeiro, A., Silva, P., & Costa, L. (2024). Exploring Purpose-Driven Leadership: Mechanisms and
Impacts. Administrative Sciences, 14(7), 148. https://www.mdpi.com/2076-3387/14/7/148

Rojas Plasencia, E., Navarro, L., & Ramirez, A. (2024). Mas all4 de la oficina: cémo el trabajo a
distancia estéd transformando las organizaciones. Pontificia Universidad Catdlica del Perii
Repository.
https://alicia.concytec.gob.pe/vufind/Record/ RPUC_64fd8149318ad01d527a4959d89b19¢
2

Rosmiati, R., et al. (2025). Nutrition interventions and employee well-being. MPPKI Journal.
https://www .jurnal.unismuhpalu.ac.id/index.php/MPPKJI/article/download/6392/5067

Rustan, R., Nurlaelawati, 1., & Rahayu, N. (2024). A Review of Work-Life Balance Trends in
Remote = Work. International  Research  Journal of Management  Studies.
https://www.irjms.com/wp-content/uploads/2024/10/Manuscript IRIMS 01841 WS.pdf

Sacuiu, 1., & Micu, L. (2024). Talent Retention: Current Practices In The International
Environment. CBU  International  Conference  Proceedings, 5, 281-293.
https://ideas.repec.org/a/cbu/jrnlec/y2024v5p281-293.html

Séanchez, J. (2024). DE LICENCIADO/A EN PSICOLOGIA CLINICA. Universidad Catélica de
Cuenca  Repository. https://dspace.ucacue.edu.ec/server/api/core/bitstreams/0de3945c-
bbla-469a-ae06-1197135573d7/content

Sarwar, F., Panatik, S. A., & Sukor, M. S. M. (2021). A job demand-resource model of satisfaction
with work—family balance among academic faculty: Mediating roles of psychological
capital, work-to-family conflict, and more. SAGE Open, 11(2).
https://journals.sagepub.com/doi/abs/10.1177/21582440211006142

Septiani, D., Hidayat, T., & Wardhani, A. (2024). Perceptions of Generation Z on Work-Life
Balance. [International Conference on Research and Development (ICORAD).
https://publikasi-adpiindonesia.id/icorad/index.php/home/article/download/252/173

Sharma, I., & Tiwari, V. (2023). Modeling the impact of techno-stress and burnout on employees'
work—life balance and turnover intention: A job demands—resources theory perspective.
Journal of Organizational Effectiveness.
https://onlinelibrary.wiley.com/doi/abs/10.1002/j0e.22206

228 https://doi.org/10.24912/jmieb.v9i133813



Jurnal Muara Ilmu Ekonomi dan Bisnis ISSN  2579-6224 (Versi Cetak)
Vol. 9, No. 1, April 2025 : hlm 213-230 ISSN-L 2579-6232 (Versi Elektronik)

Sharma, V., Gupta, G., & Others. (2025). Employee well-being in optimising performance at
workplace: A bibliometric  perspective and  future  research  direction.
https://www.researchgate.net/publication/389635330

Siddaway, A. P., Wood, A. M., & Hedges, L. V. (2019). How to do a systematic review: A best
practice guide for conducting and reporting narrative reviews, meta-analyses, and meta-
syntheses. Annual Review of Psychology, 70, 747-770. https://doi.org/10.1146/annurev-
psych-010418-102803

Singh, P. K., Singh, S., & Kumari, V. (2024). Navigating Healthcare Leadership and Team
Performance. Journal of Postgraduate Medicine.
https://journals.lww.com/jopm/fulltext/2024/70040/navigating_healthcare leadership the
ories,.9.aspx

Solomon, P., & Tham, S. S. (2024). Family involvement in routine services for individuals with
severe mental illness: Scoping review of barriers and strategies. Psychiatric Services.
https://doi.org/10.1176/appi.ps.20230452

Stasolla, F., Passaro, A., Curcio, E., & Di Gioia, M. (2025). Combined Deep and Reinforcement
Learning with Gaming to Promote Healthcare in Neurodevelopmental Disorders: A New
Hypothesis. Frontiers in Human Neuroscience.
https://www.frontiersin.org/journals/human-
neuroscience/articles/10.3389/fnhum.2025.1557826/full

Sukmayanti, L. P., & Nursalam, N. (2024). Relationship Between Social Support and Burnout
Among Nurses: A Systematic Review. Journal of Nursing and Health.
https://ejurnal.malahayati.ac.id/index.php/minh/article/download/573/536

Sultana, N. (2025). Determining factors of bank employees’ performance: A conceptual
framework. International Journal of Education and Social Science Research (IJESSR).
https://ijessr.com/uploads2025/ijessr_ 08 1023.pdf

Tahir, M., Ahmad, N., & Jamil, A. (2024). Sustainable Development Goals and Work-Life
Balance. Journal of Environmental Management.
https://www.sciencedirect.com/science/article/pii/S0301479724024812

Thomas, J., & Harden, A. (2008). Methods for the thematic synthesis of qualitative research in
systematic ~ reviews. BMC  Medical = Research  Methodology,  8(1), 45.
https://doi.org/10.1186/1471-2288-8-45

Tjimuku, M., Atiku, S. O., & Kaisara, G. (2025). Psychological capital and employee engagement.
Taylor & Francis. https://www.tandfonline.com/doi/pdf/10.1080/23311886.2024.2443559

Tohit, N. F. M., et al. (2024). Exploring pathways from community involvement to empowerment
in health. Advances in Human Biology.
https://journals.lww.com/adhb/fulltext/2024/14040/exploring_pathways from community
_involvement to.6.aspx

Udin. (2024). Islamic Leadership: Bibliometric Analysis on Work-Life Balance Impacts. Jurnal
Studi Islam.
https://julistb.sinaweb.net/article 713049 be25048c0d901bee94b4a3508e6e65{0.pdf

Vega-Campos, M., & Pérez-Pérez, M. (2025). Acceptance and Commitment Therapy for Well-
Being at Worksites: Charting the Field for Enhancing Its Applicability. SAGE Open, 15(1).
https://doi.org/10.1177/21582440251320192

Wahyuning Tyas, 1., Munawir, A., & Zaika, Y. (2024). Effectiveness of psychosocial safety
climate in construction workers in developing countries: A systematic literature review.
SSRN Electronic Journal. https://papers.ssrn.com/sol3/papers.cfm?abstract id=4985024

Zafar, M. B., & Abu-Hussin, M. F. (2025). Mapping the landscape of Islamic work ethic: Topic
modeling and key research drivers. Journal of Islamic Accounting and Business Research.
https://www.emerald.com/insight/content/doi/10.1108/JIABR-04-2024-0144/full/html

https://doi.org/10.24912/jmieb.v9i133813 229



A SYSTEMATIC REVIEW OF THE EFFECTS OF WELL-BEING, MENTAL Aulia Ramadhani et. al.
HEALTH, AND WORK-LIFE BALANCE ON PRODUCTIVITY THROUGH
JOB SATISFACTION

Zhang, J., Rehman, S., & Addas, A. (2024). Influence of work-life balance on mental health among
nurses: The mediating role of psychological capital and job satisfaction. Psychology
Research and Behavior Management.
https://www.tandfonline.com/doi/pdf/10.2147/PRBM.S497305

230 https://doi.org/10.24912/jmieb.v9i133813



