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Background: Employee well-being is essential for sustaining employee performance 
and organizational effectiveness, particularly in the banking industry where intensive 
workloads, demanding targets, and competitive pressures may contribute to burnout. 
This study examines the effect of burnout on employee well-being and investigates the 
moderating role of the work environment among Bank ABC employees. 
Method: This study employed a quantitative explanatory design involving 400 Bank 
ABC employees. Data were collected through structured questionnaires and analyzed 
using SPSS and the PROCESS Model by Andrew F. Hayes, complemented by Simple 
Slope Analysis to examine the moderation effect. 
Results: Burnout had no significant direct effect on employee well-being (p = 0.1027), 
whereas the work environment had a significant positive effect. The interaction between 
burnout and the work environment was significant and negative (β = −0.0852; p = 
0.0397). Simple slope analysis further revealed that the negative effect of burnout on 
employee well-being became stronger at higher levels of the work environment. 
Conclusion: A positive work environment alone does not necessarily buffer the adverse 
effects of burnout. Therefore organizations should complement supportive workplace 
conditions with realistic workloads, effective stress management, and adequate recovery 
opportunities to sustainably enhance employee well-being. 
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INTRODUCTION 

Employee well-being reflects a condition in which employees experience happiness, comfort, and 
a sense of fulfillment in their workplace, both physically and mentally (Gulzar et al., 2020; Laksmi & 
Budiani, 2015). Employees with high levels of well-being tend to demonstrate optimal performance, 
whereas diminished well-being is often reflected through increased turnover intention and turnover rates 
(Choirina & Budiani, 2021; Koirala & Maharjan, 2022). High turnover indicates an organizational 
inability to retain employees, commonly driven by dissatisfaction related to working conditions, 
compensation, career opportunities, and managerial practices (Gadzali, 2023). This issue is particularly 
prominent in service-oriented industries such as banking, where job demands are intense and 
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competition among employees is high due to the dual focus on administrative processes and commercial 
performance (Kardiawan & Budiono, 2018; Kuancintami & Heryjanto, 2023). 

In the banking sector competitive business pressures and heavy operational demands often 
heighten employees’ anxiety, emotional strain, and workload (Prakasa et al., 2025). These conditions can 
exacerbate work stress, which may gradually develop into emotional exhaustion and burnout, particularly 
when combined with poor social support, inadequate rewards, or monotonous job tasks (Meese et al., 
2024; Mosharrafa et al., 2024). Untreated burnout may contribute to reduced concentration, increased 
operational errors, lower job satisfaction, and voluntary turnover (Dewi & Nurhayati, 2021; Wulandari 
et al., 2023). Moreover high turnover places additional burdens on remaining employees and requires 
organizations to incur substantial costs for recruitment, selection, and training (Dixon et al., 2022; 
Shavira & Purwanti, 2025). Sudirman et al. (2022) explain that employee well-being is not merely 
associated with material benefits or organizational performance but also with the fulfillment of human 
dignity, fairness, and welfare in the workplace. Islamic work ethics emphasize principles such as ‘adl 
(justice), ihsan (excellence and benevolence), and amanah (responsibility) which encourage organizations 
to treat employees fairly and prevent working conditions that may undermine their physical and 
psychological well-being. Therefore the management of employee well-being is relevant not only from 
a human resource management perspective but also from an ethical perspective grounded in Islamic 
values. 

To retain potential employees and foster a psychologically healthy workforce, organizations must 
understand the determinants of employee well-being from both organizational and ethical perspectives. 
Prior studies indicate that well-being is influenced by work stress, burnout, career opportunities, rewards, 
and characteristics of the work environment (Gulzar et al., 2020; Macleod et al., 2025; Rasool et al., 
2021). A poor work environment can intensify stress and burnout, whereas a supportive environment 
can reduce emotional strain, enhance job satisfaction, and promote employee well-being (Dixon et al., 
2022; Simanjuntak et al., 2024). These principles are compatible with Islamic organizational values, in 
which fairness, mutual respect, social support, and the protection of human welfare are essential 
elements of responsible management. Accordingly creating a supportive work environment represents 
not only a strategic necessity for improving employee well-being and reducing turnover risks but also an 
organizational responsibility to establish a fair and humane workplace. This perspective is particularly 
relevant to the banking sector, where high performance expectations must be balanced with employees’ 
rights to a healthy, dignified, and sustainable working environment (Heath et al., 2024; Kuancintami & 
Heryjanto, 2023). 

Previous empirical studies have shown inconsistent findings regarding the relationships among 
burnout, work environment, and employee well-being. Mosharrafa et al. (2024) found that burnout 
significantly influences employee well-being, whereas Macleod and Curl (2025) reported contradictory 
results. Similarly, research on the relationship between work environment and employee well-being has 
yielded mixed conclusions. Gulzar (2020) demonstrated a positive effect of work environment on 
employee well-being, while Rasool et al. (2021) identified no such influence. Conflicting results also 
appear in the link between burnout and work environment, where Havaei et al. (2020) confirmed that 
burnout affects work environment conditions yet Győri and Ádám (2024) reported otherwise. These 
inconsistencies highlight the need for further investigation, particularly within organizational contexts 
that face high job demands such as the banking sector. 

Some studies also emphasize the importance of contextual variables that may explain these 
inconsistencies. Becher and Dollard (2016) found that a strong Psychosocial Safety Climate (PSC) can 
reduce burnout and enhance employee well-being by fostering a supportive work environment. Gulzar 
et al. (2020) similarly identified that work stress and employee engagement influence employee well-
being, with the work environment exerting a significant interactive effect on the engagement–well-being 
relationship. The moderating role of work environment is further supported by Rasool et al. (2021), who 
showed that toxic work environments in the Chinese banking sector negatively affect employee well-
being. These mixed results underscore the relevance of examining work environment as a moderator 
within the relationship between burnout and employee well-being. 

The objectives of this study are to explore and analyze how burnout affects employee well-being 
at Bank ABC, to investigate the impact of the work environment on employee well-being, and to 
examine the work environment’s moderating role in the relationship between burnout and well-being. 
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Theoretically, this research is expected to enrich the body of knowledge in human resource management 
by providing empirical evidence on the interplay between burnout, work environment, and employee 
well-being. 

METHOD 

This study employs a quantitative explanatory research design to examine the effect of burnout on 
employee well-being and the moderating role of the work environment. The research was conducted at 
Bank ABC with data collected in May 2025, a strategic period aligned with the preparation and 
determination of targets for the June 2025 Triannual Reporting, ensuring that respondents reflect real 
workplace conditions. The total number of employees in the banking industry is recorded at 156,319 
with 400 Bank ABC employees used as the study population and sampling conducted using a saturated 
sample approach. Data were analyzed using SPSS specifically through Simple Slope Analysis (SSA) to 
evaluate and interpret interaction effects in the moderation regression model, identify how the 
relationship between burnout and employee well-being changes across different levels of work 
environment, and determine the significance, direction, and strength of these relationships. 

RESULTS AND DISCUSSION 

Validity testing was conducted to determine the extent to which the questionnaire indicators were 
considered valid by comparing the Pearson correlation value (r-calculated) with the r-table value for n = 
400. If the r-calculated value was equal to or greater than the r-table value, the instrument was deemed 
valid. In addition, reliability testing was carried out to assess the consistency and dependability of the 
measurement instrument using Cronbach’s Alpha where a value of ≥ 0.6 indicates that the instrument 
is reliable. The following section presents the detailed inferential statistical testing used in this study. 

Table 1. Respondent Characteristics 

Characteristics Frequency Percentage 

Gender 
Male 232 42% 

Female 168 58% 

Total 400 100% 

Age 

20 – 25 years old 18 4% 

26 – 30 years old 150 38% 

31 – 35 years old 171 43% 

36 – 40 years old 48 12% 

> 40 years old 13 3% 

Total 400 100% 

Marital Status 
Married 274 68% 

Not Married 126 32% 

Total 400 100% 

Lenght of Work 

1 – 3 years 37 9% 

4 – 6 years 207 52% 

7 – 9 years 114 29% 

> 10 years 42 11% 

Total 400 100% 

Educational Background 

Diploma 1 2 1% 

Diploma 3 7 2% 

Bachelor’s Degree 371 92% 

Master’s Degree 15 4% 

Doctoral Degree 5 1% 

Total 400 100% 

Source: Data processed with SPSS (2026) 

Based on the characteristics of the 400 respondents, the majority were aged 31–35 years (43%), 
followed by those aged 26–30 years (38%), indicating that most respondents were within a relatively 
productive working-age group. In terms of marital status, 68% were married, while 32% were unmarried. 
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Regarding length of service, more than half of the respondents (52%) had worked for 4–6 years, followed 
by 29% with 7–9 years of experience. This distribution suggests that most respondents had substantial 
organizational experience and were sufficiently familiar with their working conditions at Bank ABC. In 
terms of educational background, the respondents were predominantly bachelor’s degree holders (92%), 
while only small proportions held diploma, master’s, or doctoral degrees. Regarding gender, the table 
reports 232 male and 168 female respondents. However the percentages shown appear to be reversed: 
based on the frequencies, male respondents should represent 58% and female respondents 42% of the 
sample. Overall the respondent profile is dominated by employees aged 26–35 years, with 4–9 years of 
work experience and a bachelor’s degree, providing a relevant representation of experienced employees 
in examining burnout, work environment, and employee well-being. 

Table 2. Construct Validity and Reliability Result 

Variable Indicator Indicator r value Variable r value Cronbach's Alpha 

Burnout 

X1.1 0,687 

0,774 0,600 

X1.2 0,716 

X1.3 0,771 

X1.4 0,607 

X1.5 0,589 

X1.6 0,510 

X1.7 0,687 

Employee Well-Being 

Y.1 0,743 

0,786 0,600 

Y.2 0,744 

Y.3 0,596 

Y.4 0,572 

Y.5 0,736 

Y.6 0,786 

Work Environment 

Z.1 0,564 

0,735 0,600 

Z.2 0,730 

Z.3 0,795 

Z.4 0,645 

Z.5 0,612 

Z.6 0,564 

Source: Data processed with SPSS (2026) 

The results of the construct validity and reliability assessment indicate that the indicator correlation 
values for Burnout range from 0.510 to 0.771, Employee Well-Being from 0.572 to 0.786, and Work 
Environment from 0.564 to 0.795. The variable correlation values are 0.774 for Burnout, 0.786 for 
Employee Well-Being, and 0.735 for Work Environment while Cronbach’s Alpha is 0.600 for all three 
variables. These results indicate that the indicators demonstrate varying levels of correlation with their 
respective constructs with several indicators showing values below the commonly used threshold of 
0.70. Furthermore the Cronbach’s Alpha values of 0.600 suggest that the internal consistency of the 
instruments is relatively modest and should be interpreted cautiously. Therefore further evaluation of 
the measurement instruments is recommended before concluding that all constructs demonstrate 
satisfactory validity and reliability. 

Table 3. Model Summary 

R 0,7580 F 66,0237 

R2 0,5746 p 0,0000 

MSE 0,4679   

Source: Data processed with SPSS (2026) 

The model summary results indicate a strong relationship between the variables, as reflected by the 
R value of 0.7580. The R² value of 0.5746 indicates that the model explains 57.46% of the variance in 
the dependent variable, while the remaining 42.54% is attributable to other factors not included in the 
model. The F-statistic of 66.0237 with a p-value of 0.0000 (p < 0.001) indicates that the regression model 
is statistically significant, suggesting that the independent variables jointly contribute significantly to 
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explaining variations in the dependent variable. Furthermore the mean squared error (MSE) of 0.4679 
represents the average squared difference between the observed and predicted value. 

Table 4. Hypothesis Testing 

Variable Coeff SE t p LLCI ULCI Interpretation 

Constant -0,8898 0,6621 -1,3438 0,1798 -2,1916 0,4120 Not Significant 

Burnout -0,7555 0,3580 -1,6357 0,1027 -1,2893 0,1183 Not Directly Significant 

Work Environment 1,9712 0,3465 5,6889 0,000 1,2899 2,6524 Significant Positive 

Int_1 Burnout X 
Work Environment 

-0,0852 0,0413 -2,0636 0,0397 -0,1663 -0,0040 Significant Negative 

Gender 0,1949 0,0708 2,7526 0,0062 0,0557 0,3342 Significant 

Age 0,0009 0,0573 0,0162 0,9871 -0,1117 0,1136 Not Significant 

Employee Status 0,0388 0,0785 0,4941 0,6215 -0,1156 0,1932 Not Significant 

Working Period -0,0343 0,0636 -0,5388 0,5903 -1,1593 0,0908 Not Signiticant 

Source: Data processed with SPSS (2026) 

Based on the results presented in Table 4 several key findings can be identified. First, burnout (BO) 
does not have a significant direct effect on employee well-being (EWB) (p = 0.1027), indicating that its 
influence depends on the condition of the work environment (WE). Second, the work environment has 
a significant and positive effect on employee well-being (p = 0), suggesting that better workplace 
conditions are associated with higher levels of employee well-being. Third, the interaction between 
burnout and work environment is significant and negative (β = –0.0852; p = 0.0397), demonstrating 
that the work environment moderates the relationship between burnout and employee well-being. This 
indicates that a supportive work environment weakens the negative impact of burnout, thereby 
enhancing employee well-being. Additionally among the covariates included in the analysis, gender 
shows a significant influence (p = 0.0062) implying a slight difference in employee well-being based on 
gender, while other covariates such as age, employment status, tenure, and job position do not show a 
significant effect. 

Employee well-being in this study should be understood as a multidimensional construct rather 
than merely a condition of happiness, comfort, or satisfaction at work. In general, employee well-being 
encompasses both hedonic and eudaimonic dimensions. Hedonic well-being refers to positive affect, 
satisfaction, comfort, and the reduction of negative psychological states, whereas eudaimonic well-being 
concerns meaning, purpose, personal growth, competence, and the realization of one’s potential through 
work. This distinction is relevant to understanding burnout because prolonged emotional exhaustion 
may reduce employees’ positive affect and satisfaction while simultaneously weakening their sense of 
meaning, achievement, and personal growth. Thus an employee may remain satisfied with certain aspects 
of the workplace while experiencing diminished psychological resources and a reduced sense of purpose. 
The findings of this study, therefore, suggest that employee well-being should be viewed as a broader 
psychological outcome shaped by both employees’ subjective experiences and the organizational 
conditions in which work is performed. 

The absence of a significant direct effect of burnout on employee well-being further indicates that 
the relationship cannot be adequately explained through individual psychological conditions alone. The 
Job Demands–Resources (JD–R) Model provides an appropriate theoretical explanation because 
burnout develops when job demands continuously exceed the resources available to employees. Job 
resources, such as supportive supervision, constructive interpersonal relationships, adequate facilities, 
autonomy, and opportunities for development, can help employees cope with demanding work 
conditions and preserve psychological functioning (Demerouti et al.; Bakker & Demerouti). 
Accordingly, employees experiencing comparable levels of burnout may demonstrate different levels of 
well-being depending on the resources available in their work environment. The significant positive 
relationship between work environment and employee well-being reinforces this perspective, indicating 
that organizational resources contribute not only to employees’ satisfaction and comfort but also to their 
capacity to maintain meaningful and psychologically sustainable work experiences. 

The moderating effect however presents an important and unexpected finding. Rather than 
weakening the negative relationship between burnout and employee well-being, a more favorable work 
environment strengthens this relationship. From the JD–R perspective this finding suggests that job 
resources alone may not be sufficient when excessive job demands remain persistent. A supportive 
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environment can provide employees with resources, but these resources may become inadequate when 
employees simultaneously face high performance targets, regulatory requirements, customer demands, 
and intense competition. In such circumstances improving workplace facilities or interpersonal support 
without addressing the underlying sources of excessive demands may create an imbalance between 
available resources and actual workload. The finding therefore highlights an important implication for 
sustainable human resource management (SHRM): employee well-being cannot be sustained simply by 
creating a positive workplace atmosphere; organizations must also ensure that work design, workload, 
performance expectations, and recovery opportunities remain sustainable over time. 

This issue is particularly relevant to the banking industry where organizational support frequently 
coexists with substantial performance pressures. Employees may receive career development 
opportunities, benefits, supportive supervision, and adequate physical facilities while simultaneously 
being required to achieve demanding targets and respond to rapidly changing customer and regulatory 
requirements. From the perspective of SHRM such conditions require organizations to balance 
economic performance with employee welfare. Employee well-being is not only an individual outcome 
but also an organizational sustainability resource because employees who maintain positive psychological 
functioning are better positioned to contribute consistently to organizational performance. Conversely, 
persistent burnout may contribute to absenteeism, turnover, declining service quality, loss of 
organizational knowledge and increasing recruitment and training costs. Maintaining employee well-
being can therefore support organizational continuity, employer reputation, and the long-term 
sustainability of human resources. 

The distinction between hedonic and eudaimonic well-being also strengthens the interpretation of 
these organizational consequences. A supportive work environment may increase employees’ immediate 
satisfaction and comfort, representing the hedonic dimension of well-being, while excessive demands 
may simultaneously undermine their sense of purpose, competence, autonomy, and personal 
development, representing the eudaimonic dimension. Consequently, employees may perceive their 
workplace positively while still experiencing burnout because the positive features of the environment 
do not necessarily eliminate the psychological costs associated with excessive demands. This may help 
explain why a favorable work environment did not function as a protective buffer in the present study. 
Sustainable HRM therefore requires organizations to move beyond short-term employee satisfaction 
and consider whether employees can maintain meaningful, healthy, and productive working lives over 
the long term. 

Another important implication concerns employee voice and participation. Employees should not 
be regarded merely as recipients of organizational policies but as active participants in shaping their work 
environment. Providing opportunities for employees to communicate concerns regarding workload, 
performance targets, work design, and organizational policies may help management identify sources of 
burnout before they become chronic. Employee participation can also strengthen perceptions of 
fairness, autonomy, and organizational support, which are important job resources within the JD–R 
framework. In the context of the present findings, employee voice is particularly important because 
employees may possess direct knowledge of operational pressures that cannot always be identified 
through formal managerial assessments. Creating psychologically safe mechanisms for feedback, 
therefore, may enable organizations to align organizational expectations with actual working conditions 
while strengthening employee well-being. 

These findings can also be enriched through an Islamic perspective on sustainable human resource 
management. Islamic management emphasizes that organizational performance should be pursued 
together with responsibility for human welfare. The principle of amanah positions managerial authority 
as a trust that requires leaders to protect employees from harmful organizational practices, while ‘adl 
emphasizes fairness in workload distribution, rewards, performance expectations, and career 
opportunities. Ihsan encourages excellence in organizational performance while maintaining 
consideration for human dignity and welfare. Meanwhile, hisbah provides an accountability-oriented 
perspective through which organizational practices can be monitored to prevent practices that may cause 
harm. These principles complement the JD–R framework by providing an ethical foundation for 
ensuring that organizational resources and performance demands are managed responsibly. Accordingly 
the findings have implications for sustainable HRM in the Indonesian banking context. Organizations 
should integrate workload management, employee voice, psychological safety, recovery opportunities, 
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and supportive leadership into their well-being strategies rather than relying solely on improving physical 
facilities or interpersonal relationships. Management can periodically evaluate workload distribution, 
involve employees in setting realistic targets, establish confidential channels for reporting excessive work 
pressure, and ensure that leave and recovery periods are genuinely respected. Managers should also be 
equipped to recognize early signs of burnout and respond without interpreting expressions of 
psychological difficulty as a lack of commitment or competence. 

Table 5. Moderation Test Result 

Work Environment Value Effect p Interpretation 

Low 3.0146 -0.8423 0.0093 Significant Negative 

Medium 3.9788 -0.9244 0.0041 Significant Negative 

High 4.9429 -1.0066 0.0020 Significant Negative 

Source: Data processed with SPSS (2026) 

Based on the table above it is identified that BO consistently decreases EWB across all levels of 
the WE, but with varying degrees of strength. Under low WE conditions the negative effect of burnout 
is present but relatively weak (e = –0.8423). When WE is at a moderate level, the negative impact 
becomes stronger (e = –0.9244). At high WE conditions the effect of burnout is the strongest (e = –
1.0066) indicating that as the WE improves, the magnitude of burnout’s negative influence on WEB 
increases. Thus the direction and strength of the relationship between BO and WEB vary depending on 
the level of the EWB. 

 
Figure 1. Interaction Plot 

Source: Data processed with SPSS (2026) 
 

The interaction plot indicates that work environment at all levels (low, medium, and high) does not 
eliminate the negative relationship between burnout and employee well-being. Employees with a high 
work environment level tend to exhibit higher employee well-being than those with a low work 
environment level. Specifically the predicted employee well-being value at low burnout is 1.73 for low 
work environment compared with 3.97 for medium work environment and 4.94 for high work 
environment. Furthermore as burnout increases from low to high, employee well-being decreases across 
all work environment levels. These findings suggest that although a more supportive work environment 
is associated with higher employee well-being it does not fully buffer the negative relationship between 
burnout and employee well-being. 

The Simple Slope Analysis indicates that burnout consistently reduces employee well-being across 
all levels of the work environment. However the magnitude of this relationship differs according to the 
quality of the work environment. The negative effect of burnout is relatively weaker under low work 
environment conditions and becomes progressively stronger at moderate and high levels of the work 
environment. These findings demonstrate that the work environment significantly moderates the 
relationship between burnout and employee well-being. Rather than eliminating the adverse 
consequences of burnout, a more favorable work environment changes the strength of its influence on 
employees’ well-being. This finding is important because it suggests that workplace support alone may 
not be sufficient to protect employees when excessive job demands remain persistent. 
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From the perspective of the JDR-R Theory the availability of job resources alone may be 
insufficient to offset excessive job demands. The JD-R model proposed by Demerouti et al. explains 
that burnout develops when job demands continuously exceed employees’ available resources over an 
extended period. Job resources, such as supportive supervisors, positive coworker relationships, 
adequate workplace facilities, and opportunities for development, generally promote motivation and 
well-being. However, when work demands remain chronically high, these resources may no longer 
compensate for excessive workload, causing employees to experience emotional exhaustion, cynicism, 
and reduced professional efficacy. Consequently employee well-being may continue to decline despite 
the presence of supportive workplace conditions. The present findings therefore indicate that the 
balance between job demands and job resources is more important than the availability of job resources 
alone. 

The findings can be further enriched through an Islamic management perspective, particularly 
through the principles of amanah, ‘adl, ihsan and hisbah. The concept of amanah emphasizes 
trustworthiness and responsibility, implying that managerial authority should be exercised with 
responsibility toward employees as well as organizational objectives (Warren, 2018). In the context of 
burnout this principle suggests that organizations have an ethical responsibility to ensure that 
performance expectations do not continuously exceed employees’ reasonable capacities. Similarly, ‘adl 
(justice) emphasizes fairness in the distribution of workloads, performance targets, rewards, and career 
opportunities (Tahrir et al., 2021). When employees receive excessive demands without proportional 
resources or recognition, the imbalance may contribute to burnout and undermine employee well-being. 
Therefore, organizational justice can be viewed as an important ethical dimension of the job resources 
emphasized in the JD-R framework. 

The principle of ihsan further emphasizes excellence, benevolence, and the pursuit of quality while 
maintaining consideration for human welfare. In a competitive banking environment, ihsan should not 
be interpreted solely as achieving increasingly ambitious performance outcomes. Rather organizational 
excellence should be pursued without compromising employees’ physical and psychological well-being. 
Similarly hisbah which reflects accountability and oversight, provides an ethical basis for organizations to 
monitor whether workplace policies, performance systems, and managerial practices create excessive or 
harmful job demands (Melani & Izmuddin, 2024). Through this perspective employee well-being 
becomes not merely a means of achieving higher organizational performance but also an ethical 
responsibility embedded in organizational management. 

These Islamic principles are particularly relevant in the Indonesian banking context because 
organizational performance is often accompanied by strong expectations regarding professionalism, 
responsibility, target achievement, and service quality. Integrating amanah, ‘adl, ihsan, and hisbah into 
human resource practices may therefore strengthen the effectiveness of job resources by ensuring that 
organizational support is accompanied by fairness, responsible leadership, and accountability (Melani & 
Izmuddin, 2024; Sudirman et al., 2022). Such an approach may help organizations identify excessive job 
demands at an earlier stage, distribute workloads more equitably, and provide appropriate support before 
prolonged work pressure develops into burnout. In this sense, the Islamic perspective complements the 
JD-R Theory by providing an ethical foundation for maintaining a healthy balance between job demands 
and job resources. 

The findings suggest that improving the work environment should not be treated as a standalone 
strategy for enhancing employee well-being, particularly in the high-pressure banking sector. Consistent 
with the JD–R Theory and Islamic management principles, organizations should simultaneously 
strengthen job resources and address the underlying sources of excessive job demands. Senior leadership 
can establish realistic and transparent performance targets, conduct periodic workload reviews, and 
ensure that performance expectations are aligned with employees’ roles and available resources. HR 
departments can implement structured workload assessment tools, periodically review task distribution, 
facilitate task redistribution when workloads become excessive, and provide recovery opportunities 
through adequate leave, flexible work arrangements where operationally feasible, and accessible 
psychological counseling. Such interventions should be evaluated according to organizational capacity 
and implemented progressively to ensure that employee well-being initiatives remain sustainable without 
compromising essential banking operations. 
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At the managerial level, line managers and supervisors should adopt supportive, authentic and 
accountable leadership practices by regularly monitoring employees’ workload, encouraging open 
communication, recognizing signs of exhaustion, and creating psychologically safe channels for 
employees to express concerns without fear of negative judgment. Stress-management initiatives may 
include confidential counseling services, peer-support groups, mindfulness or stress-management 
training, and scheduled recovery periods. Employees should also be encouraged to actively communicate 
workload difficulties, utilize available recovery and well-being resources, and participate in discussions 
concerning work design and performance expectations. These practices can incorporate the Islamic 
principles of amanah by emphasizing managerial responsibility for employee welfare, ‘adl through fair 
workload and reward distribution, ihsan through the pursuit of excellence without compromising human 
dignity, and hisbah through continuous accountability and monitoring of potentially harmful 
organizational practices.  

CONCLUSION 

The findings indicate that burnout does not have a significant direct effect on employee well-being 
among employees of Bank ABC, a conventional bank in Indonesia but its negative influence becomes 
significant when the work environment is considered as a moderating factor. Although the work 
environment positively affects employee well-being, it unexpectedly strengthens the negative 
relationship between burnout and well-being, suggesting that supportive workplace conditions alone 
may be insufficient when excessive job demands persist. From an Islamic ethical perspective, the 
principles of amanah (responsibility), ‘adl (justice), ihsan (excellence and benevolence) and hisbah 
(accountability) provide a framework for emphasizing managerial responsibility, fair workload 
distribution, employee welfare, and organizational oversight. Accordingly HR practitioners should 
implement systematic workload assessments, realistic performance targets, supportive leadership, 
adequate rest periods and accessible psychological support. Integrating these practices with responsible 
and fair management can help Bank ABC maintain sustainable organizational performance while 
protecting employees’ dignity and psychological well-being. 
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