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Abstract - The purpose of this study was to identify the relationship between work-life balance, job satisfaction, workaholism 

and well-being among non-academic staffs in Faculty of Engineering, Universiti Putra Malaysia, Malaysia. Questionnaire was 

used as an instrument to collect data from 103 respondents, in which these respondents were chosen using convenience 

sampling method. The results indicated that there was a significant relationship between work-life balance, job satisfaction, 

workaholism and well-being of the non-academic staffs. On the other hand, this study contributed to empirical literature and 

provided a clearer picture about the relationship between work-life balance, job satisfaction, workaholism and well-being 

among employees. 
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I. INTRODUCTION 

 

Nowadays, most employees are very concerned on 

having a better quality of life and it is vital for an 

employer to take care of their employees’ welfare. 

Well-being can be defined in many ways as 

economists, psychologists and sociologists have 

different views and definitions of well-being. 

Well-being in work settings often relabeled as job 

satisfaction [1]. On the other hand, well-being is 

defined as the most favorable psychological 

functioning and experience from a psychological 

perspective [2]. Moreover, work-life balance is a 

satisfaction felt by employees when there is less role 

conflict both at work and home [3]. Hence, a good 

work-life balance and well-being could be achieved 

when there is less role conflict resulting in satisfaction 

with both their work and non-work aspects of life [3]. 

An organization that offers work-life balance to 

employees demonstrates that it treasures and 

appreciates their employees’ contributions and 

concerns about their employees’ well-being. 

Furthermore, work-life balance would also influence 

employees’ level of job satisfaction. In addition, job 

satisfaction is also important for employees to have a 

better well-being. Besides, job satisfaction can be 

defined as one’s feelings towards the nature of their 

work [4]. Job satisfaction can be measured by the 

employee’s feelings, attitudes and behavior towards 

the organization [5]. Employees that have a high level 

of job satisfaction tend to have a better well-being. 

Thus, employees with a better well-being tend to be a 

good performer in doing their job as they will be more 

motivated and energized. If an organization does not 

offer work-life balance to their employees, it could 

lead to job dissatisfaction. In return, job dissatisfaction 

may affect employees’ well-being. Besides, 

workaholism would also affect employees’ well-being 

as they do not have the flexibility in their work and 

could lead to low level of job satisfaction. 

Workaholism also known as working long hours. It 

can also be defined as an obsession with work and the 

tendency to work harder than is necessary [6]. They 

are two key features of workaholism; working harder 

by sacrificing other important things to do and a strong 

will to work [7]. This study was conducted in order to 

determine the factors namely work-life balance, job 

satisfaction, and workaholism that affecting 

well-being of non-academic staffs in the Faculty of 

Engineering, Universiti Putra Malaysia. From the 

researchers’ investigation, there were some issues 

related to well-being experienced by the non-academic 

staffs. Firstly, some employees were occupied with 

hectic schedules. This situation could demotivate them 

to perform their duties effectively. It was revealed in a 

study in which the researchers found that work-life 

balance and well-being had a strong relationship with 

each other [8]. Secondly, some employees were 

dissatisfied with their job due to many factors such as 

work environment, work overload and many more. 

There was a study whereby the researchers found that 

job satisfaction was strongly related with well-being in 

which the employees self-reported that job satisfaction 

was the biggest influence on their well-being [9]. 

Thirdly, some employees were workaholic. 

Workaholism culture among employees could lead to 

job burnout that would affect employees’ well- being. 

Thus, it is important to create awareness among 

employees about the negative effects of workaholism. 

 

II. LITERATURE REVIEW 

 

A. Well-being 

 

Well-being plays an important role in societies in 

order to create healthy societies [10]. By focusing on 

well-being at work would cause employees to feel 

more competent, happy, less stress and satisfied with 

their roles. Employees that have good well-being at 

work tend to be more loyal, creative, and productive 
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compared to employees that have low standards of 

well-being at work. Well-being includes how people 

feel, how people function and how they evaluate their 

lives. Employees’ well-being at the workplace can be 

enhanced when their needs are met [11]. They are 

many ways to enhance employees’ well-being. Firstly, 

employees feel appreciated and valued for their good 

work if they received recognition from the employer. 

Secondly, they believe in their employer in which they 

believe that they are able to have a career in the 

organization with a good employee-employer 

relationship when they received fair pay and work-life 

balance. Thirdly, employees are able to enhance and 

develop their skills and knowledge that helps them to 

growth in their career. Hence, it is important for 

organizations to design the workplace in order to 

promote employees’ well-being. 

 

B. Work-life balance 

Nowadays, many organizations started to offer 

work-life balance in order to provide their employees a 

greater balance between work and family demands 

[12]. Majority of work-life balance studies defined 

work-life balance as the level of work-life conflict as 

work-life balance corresponds to the absence of 

work-life conflict [13]. Work-life balance does not 

happen without efforts [14]. It involves a lot of effort 

from many parties around individual, the employee, 

the organization, the family and the society. All of 

them must have mutual understanding and respect 

each other. For employer, it is important to provide 

work-life balance to the employees as it would be able 

to treasure key employees in the organization. This is 

because work-life balance will benefit them personally 

and professionally. As a result, these employees tend 

to be more loyal, productive and committed to the 

organization. Work-life balance can be provided in 

terms of flexible work arrangements, childcare 

facilities, elder care facilities, leave, time off, 

education assistance, housing assistance, medical 

assistance and many more. 

 

C. Job Satisfaction 

Job satisfaction among employees has become a 

popular topic in researches and discussions as well. 

This is due to job satisfaction is strongly related to job 

performance. Job satisfaction can be defined as a 

pleasurable felt by individual resulting from job or job 

experiences [15]. Apart from that, job satisfaction can 

also be measured through the completeness and 

accomplishment of work, hence it is very important as 

job satisfaction will drive employees to be more 

motivated and perform better from time to time 

towards organization’s goals [16]. Moreover, there are 

many factors that can influence job satisfaction among 

employees. There are three factors influencing job 

satisfaction [17]. Firstly, individual factors that 

include age, marital status, personality and education 

level. Secondly, organizational factors which include 

size, management, politics, technologies, procedures 

and structure. Thirdly, social factors including 

teamwork, supervision, co-workers and work 

environment. All these factors would influence 

employees’ level of job satisfaction. In addition, job 

satisfaction consists of emotional, behavioral and 

cognitive elements [18]. Emotional element refers to 

feelings that employees have towards the job such as 

excitement, boredom and anxiety while behavioral 

element refers to employees’ action towards their 

work such as faking illness, not punctual and tardiness. 

Lastly, is cognitive element which refers to one’s 

beliefs towards the job whether it is challenging, 

worthy and rewarding [18]. 

 

D. Workaholism 

Workaholism is an obsession with work and the 

tendency to work harder than necessary [19]. 

Workaholism includes two aspects; obsession and 

working excessively. On the other side, typical 

workaholic employees would spend most of their time 

on their job and work excessively [20]. It is also stated 

that workaholic employees will continuously think 

about their work even when they are not working. As a 

result, they have less time to relax their physical and 

mental. Besides that, financial problems, 

organizational culture, poor marriage, strong desire for 

career advancement and pressure by their supervisor 

are the reasons why employees have to work longer 

hours [21]. They are not doing so due to work 

addiction, but they are forced to. In  add i t ion,  

t ypical workaholics work excessively or unnecessarily 

than what is required by the organization [22]. 

 

III. RESEARCH METHODOLOGY 

 

The design for this study was correlational research 

because this study was conducted to identify the 

relationship between work-life balance, job 

satisfaction, workaholism and well-being. The 

population of this study is the non-academic staffs in 

Faculty of Engineering, Universiti Putra Malaysia. 

There are 140 non-academic staffs from 13 

departments which include Dean’s Office, Research 

and Innovative Division, Biological and Agricultural 

Engineering Department, Quality Assurance Unit, 

Process and Food Engineering Department, 

Postgraduate Studies Division, Undergraduate Studies 

Division, Mechanical and Manufacturing Engineering 

Department, Aerospace Engineering Department, 

Computer and Communication Systems Engineering 

Department, Civil Engineering Department, Chemical 

and Environmental Engineering Department and 

Electrical and Electronic Engineering Department in 

the Faculty of Engineering, Universiti Putra Malaysia. 

Furthermore, convenience sampling was used as a 

method to select the respondents for this study as 

respondents were conveniently chosen from a targeted 

group and readily available. The sample size for this 

study is 103 [23]. In addition, the instrument used for 
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this study was questionnaire. In the questionnaire, 

respondents were required to determine their level of 

agreement, which is based on Six Point Likert Scale 

for work-life balance, job satisfaction, workaholism 

and well-being. It ranges from 1 to 6. 1 represents 

disagree very much, 2 represents disagree moderately, 

3 represents disagree slightly, 4 represents agree 

slightly, 5 represents agree moderately and 6 

represents agree very much. Once the data had been 

collected, there were then analyzed using a software 

program called Statistical Package for Social Science 

version 23.0 (SPSS). This software was used to 

interpret the data in order to get more accurate data. In 

this study, descriptive analysis was used to analyze the 

demographic variables that consist of gender, age, 

marital status, race, highest education level, and length 

of services. Moreover, reliability test was conducted to 

ensure the consistency of the measurement. 

Cronbach’s Alpha Coefficient was used to conduct the 

reliability test. The coefficient alpha ranges from 0 to 

1.00 where any value that is closer to 1.00 is more 

consistent [24]. Besides, multiple regression analysis is 

used when a study investigates more than one 

independent variable to explain the variance in the 

dependent variable. The purpose of this analysis is to 

define strengths of the relationship between 

independent variable and dependent variable.

  

IV. FINDINGS AND DISCUSSION 

 

A. Profile of Respondents 

 

Sample Profile Sub-Profile Frequency Percentage 

Gender 
Male 

Female 

49 

54 

47.6 

52.4 

Age 

21-25 

26-30 

31-35 

36-40 

41-45 

46-50 

51 and above 

3 

14 

9 

17 

32 

10 

18 

2.9 

13.6 

8.7 

16.5 

31.1 

9.7 

17.5 

Marital Status 

Single 

Married 

Others 

22 

81 

0 

21.4 

78.8 

0 

Race 

Malay 

Chinese 

Indian 

Others 

99 

2 

2 

0 

96.1 

1.9 

1.9 

0 

Highest Education Level 

SPM 

STPM 

Diploma 

Degree 

Master 

PhD 

29 

11 

17 

43 

3 

0 

28.2 

10.7 

16.5 

41.7 

2.9 

0 

Length of Services 

1-4 

5-9 

10-14 

15-19 

20-24 

25 and above 

16 

18 

16 

32 

11 

10 

15.5 

17.5 

15.5 

31.1 

10.7 

9.7 
Fig. 1.0 Summary of Respondents’ Demographic Characteristics 

 

Based on the Figure 1.0 above, most of the respondents were female with a value of 54 (52.4%) from 103 

respondents. Meanwhile, there were 49 male respondents with a percentage of 47.6%. Besides, majority of the 

respondents aged 41 to 45 years old which take out 31.1% from all respondents and most respondents were 

married with the frequency of 81 (78.6%) out of 103 respondents. In addition, majority of the respondents were 

Malay amounted 99 respondents with a percentage of 96.1%. Also, majority of the respondents were Degree 

holders with a total frequency of 43 respondents with a percentage of 41.7% and most of them had contributed 

their services for 15 to 19 years in this organization with 32 respondents (31.1%). 
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B. Reliability Test Results 

 

 
Fig. 2.0 Results from Reliability Test 

 

Figure 2.0 showed the Cronbach’s alpha value for 

each variable. Work-life balance with 7 items had a 

Cronbach’s alpha value of 0.868 which is considered as 

good as it is more than 0.80 [24]. Next is job 

satisfaction variable with 13 items which had a 

Cronbach’s alpha value of 0.867 which indicated as 

good since it is more than 0.80. For workaholism 

variable with 10 items, it had a Cronbach’s alpha value 

of 0.882 which is good as well because it is more than 

0.80. Lastly is well-being variable with 10 items had a 

Cronbach’s alpha value of 0.879 which is also good 

since it is more than 0.80. 

 

C. Multiple Regression Results 

 

M R R² 
Adjuste

d R² 

Std. 

Error 

of the 

Estimat

e 

F Sig 

1 
.705(

a) 

.49

7 
.482 .67929 

32.60

1 

.000(

a) 
Fig. 3.0 Results from Multiple Regression Analysis 

a. Predictors: (C), W, WLB, JS 

b. Dependent Variable: WB 

 

M 

Unstandardiz

ed 

Coefficients 

Standardiz

ed 

Coefficient

s 

t Sig. 

B 
Std. 

Error 
Beta B 

Std. 

Erro

r 

1 (C) 2.127 .833  2.555 .012 

 
WL

B 
.290 .091 .308 3.189 .002 

 JS .325 .121 .274 2.690 .008 

 W -.257 .122 .228 
-2.11

1 
.037 

a. Dependent Variable: Job Satisfaction 

 

Note: M – Model; C – Constant; WLB – Work-life Balance; JS 

– Job Satisfaction; W – Workaholism; WB – Well-being. 

 

Figure 3.0 showed the result for regression analysis of 

this study. R² indicated the percentage variance in the 

dependent variable that is explained by the variation in 

the independent variables. The R²=0.497 implied that 

all the independent variables explained 49.7 percent of 

the variance in the dependent variable. Therefore, 50.3 

percent of the variance in the dependent variable is not 

explained by the independent variables in this study. 

This indicated that there are other independent 

variables which are not included in this study and 

could further strengthen the regression equation. 

Adjusted of R-squared penalizes the additional of 

independent variables to the model. Based on Figure 

3.0 above, adjustment of R-squared penalized the 

additional of 0.482 unit of independent variables to the 

model. Besides, F-test was significant based on the 

value of 0.000. 

 

Hence, all independent variables significantly 

explained dependent variable. For t-test, the result for 

work-life balance variable was 0.002 (0.2%) which is 

below the 5% significant level. It indicated that 

work-life balance was significantly related with 

well-being. Thus, H1 that stated there is a significant 

relationship between work-life balance and well-being was 

accepted. This finding was supported by a study in 

which they found out that work-life balance was a 

predictor of well-being [25]. Accor ding to their 

findings, high level of work-life balance should be 

able to increase employees’ well-being. Furthermore, 

it was supported by another research in which the 

findings revealed that work-life balance and 

well-being has a strong relationship [8]. Moreover, 

work-life balance at the workplace would directly 

affect employees’ branding, reduce turnover and 

absenteeism rates, and reduce the level of job stress, 

anxieties and depression as well [26]. In addition to 

that, work-life balance is vital for well- being [27]. 

This is because work-life imbalance would lead to 

lower productivity, higher absenteeism, lower morale 

among employees, higher turnover rate, and lower 

work quality [28]. On top of that, it was found that 

employees who faced overload work would end up 

being exhausted and tend to have a high level of stress 

that can lead to negative impacts towards employees’ 

well-being [29]. Thus, based on the previous findings, 

it is proven that work-life balance is significantly 

correlated with well- being. 

 

Next, job satisfaction had a p-value of 0.008 (0.8%) 

which is below the 5% significant level. It indicated 

that job satisfaction was significantly related with 

well-being. Hence, H2 that stated there is a significant 

relationship between job satisfaction and well-being was 

accepted. This finding was supported by a study 

whereby they found out that there was a significant 

relationship between job satisfaction and well-being 

because job satisfaction is strongly associated with 

mental or psychological problems [30]. Besides that, 

many studies also found that there was a significant 

relationship between job satisfaction and well-being 

[31]; [32]; [33]; [9]. In addition to that, it is clearly 

showed that employees experiencing low level of job 

satisfaction will result in decreased well- being [9]. 

Apart from that, there is another study that claimed job 

satisfaction was strongly correlated with well-being of 



International Journal of Management and Applied Science, ISSN: 2394-7926                          Volume-6, Issue-3, Mar.-2020 

http://iraj.in 

The Relationship Between Work-Life Balance, Job Satisfaction, Workaholism and Well-Being 

 

165 

employees in the service sector [34]. From the 

findings, well-being is important to ensure high job 

performance, high job satisfaction, reduce labour 

turnover and other factors that bring a great influence 

in determining organization’s well-being [34]. They 

also stated that well-being would impact both on 

individual and organization effectiveness as well. 

Lastly is workaholism. The p-value for workaholism 

was 0.037 (3.7%) which is below the 5% significant 

level. It means that workaholism was significantly 

related with well-being. Therefore, H3 that stated there 

is a significant relationship between workaholism and 

well-being was accepted. It was claimed that 

workaholism components are significantly related 

with well-being [9]. Besides that, workaholics are 

found to have low levels of well-being and happiness 

[35]. Workaholism would lead to reduce in job 

satisfaction, lower family satisfaction, increase in 

marital problems, increase in work-family conflict and 

lower relationship satisfaction. 

Other than that, workaholism would also influence 

individual’s partner’s well-being. This is caused by 

work-family conflict faced by workaholics [36]. 

Hence, individual’s partner’s well-being is also 

affected. Also, it was found that there was a significant 

relationship between workaholism and well-being [6]. 

It is because workaholic employees always think 

about their work even when they are not at their 

workplace, which may cause stress. In addition, 

workaholism is correlated with poor physical health, 

weakened psychological health, less happy [6] and 

reduce sleep quality [37]. Thus, based on the previous 

findings, it is proven that workaholism is significantly 

correlated with well-being. 

 

V. CONCLUSION 

 

The findings of this study clearly revealed that all the 

factors studied have significant relationships with 

well-being of non-academic staffs in Faculty of 

Engineering, Universiti Putra Malaysia. It is hoped 

that this study could provide an insight to the any 

organizations on how to improve well-being of their 

employees because well-being helps in determining 

organizational success. Moreover, well-being plays an 

important role in creating a positive work environment 

and healthy employees. By focusing on well-being at 

work, employees will feel more satisfied with their 

roles, tend to more loyal, creative, and productive, and 

will experience less stress. Therefore, it is important 

for employer to make contributions or investments to 

employees’ well-being as it can increase job 

satisfaction and productivity, lower turnover and 

absenteeism rate, and reduce healthcare costs. 
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