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ABSTRACT 

  

This study aims to see whether or not there is a Burnout effect on the involvement of 

permanent employees of PT. Indospring Tbk. Employee engagement is an enthusiastic attitude of 

employees in doing their jobs, which is because employees put their energies into work and are in 

line with the company's strategic priorities. (Schaufeli et.al, 2002). Burnout is an emotional 

syndrome, depersonalization, and reduced personal achievement that can occur among individuals 

who work with people in multiple capacities (Maslach, 1996). This research was conducted on 

permanent employees who work at PT. Indospring Tbk Gresik with a sample size of 90 

respondents. The data collection tools used are the Maslach Burnout Inventory (MBI) scale (22 

valid items) compiled by Masclach (1996), the Ultrech Work Engineer Scale (UWES) (17 valid 

items) compiled by Schaufeli & Bekker (2004). The reliability of the employee engagement scale 

(r) is 0.930, and the reliability of the burnout scale (r) is 0.859 which means that it is lack of 

reliability. The data analysis used in this study is non-parametric statistics with non-linear 

regression test techniques with the help of SPSS 25.0 for Windows. Based on the analysis of 

research data using non-linear regression test, it can be concluded that the employee engagement 

variable by the burnout variable with a mathematical equation y = 83.405 - 0.331x. It can be 

accepted that Ho is rejected and Ha is accepted, so the simple non-linear regression analysis shows 

that there is a variable effect, namely fatigue of permanent employees of PT. Indospring Tbk. 

Gresik 
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1. INTRODUCTION 

 

Every company/organization is faced with various demands and competition in running its business. 

The emergence of these demands, makes every company continue to make various efforts in order 

to survive and be the best (Sri Widodo & Sami'an, 2013). These various demands ultimately force 

every company/organization to be able to compete with other organizations in order to survive in 

running their business. A company that will survive and be the best in the world of competition 

certainly does not escape the role of human resources (Ramadhani, et al. 2018). This is because the 
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human resource factor is very crucial as a driver in maintaining, directing and developing the 

company (Hidayati, Purwanto, & Yuwono, 2010). 

Organizations need employees who not only have a high level of satisfaction at work, but also have 

a high commitment, are involved in running the organization's business and have high loyalty and 

have a sense of ownership in the organization or have a high level of attachment to the organization 

(Husniati, et al. 2018 ). This shows that the organization considers that employees are assets that 

need to be developed and the organization has high expectations for increasing employee 

commitment and engagement. 

Employee engagement has become the most discussed topic in recent years among consulting 

companies and well-known business media (Saks, 2006 in Agnes Wahyu Handoyo: 2017). 

Employee engagement or employee engagement with the organization or work is very important for 

an organization and is the most influential factor on the high and low performance of a company 

(Triple Creek Associates, 2007 in Agnes Wahyu Handoyo: 2017). 

Schaufeli et al., 2002 (in Simon Yuarto: 2017) employee engagement is a positive thing for 

individuals towards their work and is able to provide satisfaction for individuals. Attitudes and views 

related to the relationship of individuals with work can be characterized by three aspects, namely 

sincerity (vigor), dedication (dedication), and appreciation (absorption). These three aspects can 

appear in employees and have a positive impact on increasing employee productivity as shown by 

increasing work enthusiasm, creativity and innovation. 

The importance of employee engagement is to make the company survive in the competitive world 

of the industry and achieve the target of the company's plan. Employee engagement is often 

discussed by companies (Saks, 2006). This is because employee engagement is important to ensure 

long-term growth and profit in an increasingly challenging business environment (Catteeuw, Flynn, 

& Vonderhorst, 2007 in Mujiasih, 2015). 

 

The existence of employee engagement in employees will make employees able to work 

comfortably and further demonstrate the quality of work. Engagement needs to be owned by 

employees so that employees can work optimally. The results of previous studies revealed that high 

engagement in the company can increase the value of the margin by 3.74% and the company's profit 

by 2.06%. Low engagement in the company can make the value of margins and profits decrease 

(Schaufeli, 2013). This means that employee engagement has an impact on the sustainability of a 

company, especially on the value of a company's margin and profit. 

In fact, based on the results of research conducted by the German Statistics Office, with collective 

data collection between 2012-2014 using the Gallup engagement measurement tool, the results of 

the analysis show that there are three elements of engagement to reduce work fatigue. The three 

elements are giving praise and recognition for good work, having materials and equipment to deliver 

quality work, and feeling that their opinions are taken into account in the workplace. Employees 

who gave a low rating for all of the above items with a percentage of 24% of all employees in 

Germany or approximately 2.7 million employees stated that they experienced burnout, and only 

15% of employees were engaged, 31% felt stressed. 

Maslach & Leiter (1997), stated that burnout as an eroding employee's work engagement. Starting 

from work that is important, meaningful and full of challenges to be unpleasant, unsatisfactory and 

meaningless. According to Simon (2017), employee engagement has a different effect from Burnout 

and has a negative effect. When employee engagement decreases, it will increase burnout. 

Schaufeli's research (in Timms et al., 2011) explains that employee engagement and burnout have 

opposite effects, so it can be interpreted that burnout that arises from within employees can be 
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eliminated or eroded slowly if the employee is given the trust of a leader and given a reward. ) in 

accordance with their responsibilities. Through this study, researchers want to see the effect of 

burnout on permanent employee engagement further, researchers want to reveal in more detail the 

relationship between aspects of burnout and employee engagement. 

 

2. Method 

 

Data source and sampling 

 

The subjects of this research are The population is a generalization area consisting of subjects or 

objects that have certain qualities and characteristics set by researchers to be studied and concluded 

(Sugiyono, 2015: 80). In accordance with this opinion, the researcher intends to take a population 

with the characteristics in question are permanent employees who work at PT. Indospring Tbk, has 

a minimum working period of one year, a maximum age of 40 (forty) years based on data obtained 

from the Human Capital (HC) department of PT. Indospring Tbk. totaling 871 (eight hundred and 

seventy one) employees. 

The sampling technique in this study uses the Nonprobability Sampling technique, which is a 

sampling technique that does not provide equal opportunities/opportunities for each element or 

member of the population to be selected as samples (Sugiyono, 2017: 122). The approach used in 

this research is purposive sampling. Purposive sampling is a sampling technique with certain 

considerations (Sugiyono, 2017: 124). 

 

Measure 

 

The data collection technique in this study for the two variables was using the questionnaire method 

(questionnaire) which is a data collection technique carried out by giving a set of questions or written 

statements to respondents to answer (Sugiyono, 2015: 142). The questionnaire in this study was 

made in the form of statements relating to the variables studied based on the indicator variable (X) 

burnout and variable (Y) employee engagement and distributed to respondents (permanent 

employees) at PT. Indospring Tbk. 

The measurement scale used in this study is the Likert scale which is made in tabular form. The 

Likert scale is a scale used to measure individual attitudes, opinions and perceptions about social 

phenomena (Sugiyono, 2015: 93). The reason the researcher uses the Likert scale is that it is 

expected that the variables in the research being measured are measurable and visible, then the 

variables to be measured are translated into variable indicators, then these indicators are used as a 

starting point for compiling statement items. 

In this study, the instrument used was adopted from the Maslach Burnout Inventory (2004) scale. 

The adoption process starts from translating the scale into Indonesian and then validated by expert 

judgment. Alternative answer choices Likert Scale on the burnout variable, each item consists of 7 

categories of answers as follows; 0=Never, 1=A few times a year, 2=Once a month, 3=A few times 

a month, 4=Once a week, 5=A few times a week and 6=Every day. 

The instrument used in this study was adopted from the Ultrech Work Engagement Scale (1994). 

The adoption process starts from translating the scale into Indonesian and then validated by expert 

judgment. Alternative answer choices for the Likert Scale on the employee engagement variable, 

each item consists of 7 categories of answers as follows; 0=Never, 1=Almost Never, 2=Rarely, 

3=Sometimes, 4=Often, 5=Very Often and 6=Always.  
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Analysis 

The data analysis technique used in this research is simple linear regression analysis, namely 

regression analysis technique with one independent variable. Regression analysis is used to find out 

how the dependent variable can be predicted through independent variables or predictors 

individually/partial or jointly/simultaneously (Sugiyono, 2015: 154). After the statistical analysis 

process used in this study, the computer program tools IBM Statistical Program for Social Science 

(SPSS) for windows version 25.0 was used. 

 

 

3. Result 

The results of the normality test showed that the variables were not normally distributed and the 

linearity test showed that the variables had a linear relationship. So to determine the effect between 

variables, non-parametric statistical approaches are used and non-linear regression data analysis 

techniques are used. Researchers tested non-linear regression using the SPSS 25.0 for windows 

program. 

The hypothesis proposed by the researcher is as follows: 

Ho : There is no effect of burnout on employee engagement of permanent employees PT. Indospring 

Tbk. 

Ha : There is an effect of burnout on employee engagement of permanent employees of PT. 

Indospring Tbk. 

If the significance value is <0.05, it means that there is an influence between burnout and employee 

engagement. 

Based on the regression test on the burnout dimension, the Rsquare value is 0.138, which means 

that burnout has an effect of 13.8% on employee engagement. While 86.2% is influenced by other 

factors not examined. It is known that the employee engagement variable is 83,405 while the burnout 

value is -0.331. These results show the regression line between burnout and employee engagement 

variables. 

The Coefficients table is used to determine the regression coefficient and the influence of the X 

variable on the Y variable. The coefficients table shows that the independent variable (burnout) that 

is included in the model is significant, this can be seen from the probability that its significance is 

far below 0.05. So it can be concluded that the employee engagement variable is influenced by the 

burnout variable with the mathematical equation y = 83.405 - 0.331x. So it can be said that the lower 

the level of burnout in individuals, the higher the level of employee engagement. 

 

 

4. Discussion 

Based on the results of data analysis, it is stated that there is a positive and significant 

influence between burnout on employee engagement. This is evidenced by the results of 

the non-linear regression test in the coefficient table, the t-statistic value for the burnout 

variable is -3.746 with sig = 0.000 <0.05. This means that it is concluded that there is a 
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significant influence between burnout on employee engagement, so that individuals who 

have a low level of burnout have a higher level of engagement with the company. 

Burnout favorite item that many permanent employees of PT. Indospring Tbk, among 

others: item number 14 with a percentage of 35.5%, namely "I feel I work too hard at 

work". Followed by item number 2 the statement "I feel very tired at the end of the work 

day" with a percentage of 32.2%. 

Based on the burnout favorite items that were chosen, it shows that most of the permanent 

employees who work at PT. Indospring Tbk. have indicated employees experience 

emotional exhaustion and an increased tendency for individuals to stay away from their 

surroundings. 

The burnout unfavorable item that was chosen by many permanent employees of PT. 

Indospring Tbk, among others: item number 7 with a percentage of 77.8%, namely "I can 

handle work problems objectively". Followed by item number 12 the statement "I feel very 

energetic or excited" with a percentage of 86.7%. 

Based on the most selected burnout unfavorable items, it shows that some permanent 

employees who work at PT. Indospring Tbk. reflects a feeling of competence to achieve 

targets in one's work. This self-achievement is indicated if high burnout will result in low 

achievement. 

Based on the discussion above, it can be concluded that there is a significant influence 

between burnout on employee engagement. This means, the lower the burnout level, the 

more it affects the level of permanent employee engagement at PT. Indospring Tbk. In 

addition to the results of this study, researchers are also supported by data on the level of 

permanent employee engagement at PT. Indospring Tbk. which is quite high, which is 83% 

engagement rate (Human Capital PT. Indospring Tbk., 2020). 

 

 

5. Conclusion 

Based on the results of the analysis of research data using a non-linear regression test, it 

can be concluded that the employee engagement variable is influenced by the burnout 

variable with the mathematical equation y = 83.405 – 0.331x. It can be concluded that Ho 

is rejected and Ha is accepted, so that a simple non-linear regression analysis shows that 

there is an influence of the independent variable, namely burnout on employee engagement 

of permanent employees of PT. Indospring Tbk. Gresik. 

In addition, the regression test on the burnout dimension obtained an R-square value of 

0.138, which means that burnout has an effect of 13.8% on employee engagement. While 

86.2% is influenced by other factors that are not studied. These results indicate that when 

an employee has a high burnout, it will affect the level of employee engagement. 
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