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ABSTRACT
This study examines the role of work-life balance in employees’
psychological well-being, with job satisfaction as a potential
mediating variable. Using a quantitative cross-sectional design,
data were collected from 284 active employees through
convenience sampling using the Work-Life Balance Scale
(WLBS), the Psychological Well-Being Scale (PWB-18), and the
Job Satisfaction Measurement: the Alternative Method. Data
were analyzed using regression and bootstrapping mediation

analysis with PROCESS Hayes Model 4. The results indicate
that work-life balance has a significant positive effect on
psychological well-being. However, work-life balance does not
significantly influence job satisfaction, and job satisfaction does
not significantly predict psychological well-being; therefore, job
satisfaction does not mediate the relationship between work-life
balance and psychological well-being. These findings suggest
that employees” psychological well-being is primarily shaped by
the direct effect of work-life balance, highlighting the importance
of organizational policies that support work-life balance to
promote employee well-being.
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INTRODUCTION

In today’s highly competitive work environment, achieving a balance between professional
responsibilities and personal life has become a crucial factor in enhancing overall quality of life and
maintaining employee well-being. Excessive job demands with high workload intensity often limit
employees’ capacity to manage roles outside of work, which may lead to increased psychological
pressure. Recent findings from a systematic review indicate that mental health and employee well-

being continue to be significant issues in contemporary workplaces (Khalid & Syed, 2024).
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Psychological well-being could be understood for a positive condition of mental health that
reflects personal fulfillment and optimal psychological growth. Individuals who possess a high level
of psychological well-being generally demonstrate better functioning and greater satisfaction with
life, while those with lower levels are more susceptible to stress and functional difficulties (Ryff,
1989). Based on a preliminary survey conducted by the author involving 30 employees, 55.5%
indicated that they felt they had reached a stagnant phase in life and were unable to attain their
desired goals related to purpose in life, while 53.5% expressed dissatisfaction with their personal
achievements, particularly in terms of self-acceptance.

Work-life balance are generally understood refers to a person’s competence in regulate and
handle the boundaries across professional obligations with private affairs so as to maintain
equilibrium (Clark, 2000). Empirical evidence demonstrates that work-life conditions are closely
linked to employee well-being, with several studies indicating that work-life conflict influences job-
related outcomes through its impact on employee well-being (Huo & Jiang, 2023).

Despite being widely emphasized as a valuable resource for employees, a notable
discrepancy persists between employee expectations and actual workplace conditions. Employees
increasingly seek reasonable workloads, flexible working arrangements, and supportive
organizational practices that facilitate stability among occupational and personal domain.
Conversely, many organizations advanced for experience a lack of adequate support systems and
work—family policies, which can obstruct the effective implementation of work-life balance in
everyday job settings. This gap between expectations and reality suggests that work-life balance
does not necessarily pursue for enhanced psychological well-being in the absence of sufficient
organizational support. Recent reviews further highlight that employee well-being is influenced by
factors operating at multiple levels, including organizational policies and practices (Pandey et al.,
2025).

Existing studies also reveal inconsistent findings concerning the association between work—
life balance and psychological well-being. While some research identifies a positive relationship
between work-life balance and psychological well-being (Hidayat & Arisandy, 2024), other studies
report no significant association within certain occupational contexts (Delmo & Dequito, 2023).
These divergent results underscore the importance of further investigation into the underlying
mechanisms that may explain how work-life balance contributes to psychological well-being.

One possible explanatory pathway in this relationship is job satisfaction. Job satisfaction
denotes a significant affective condition that emerges on every personal’s assessment of their
occupation (Locke, 1969). Recent empirical studies indicate that job satisfaction may serve as an
intervening variable that connects work-life balance with various work-related outcomes in certain
contexts (Ingebedion, 2024). Moreover, evidence suggests that family-supportive organizational
practices and supportive supervisory behaviors are associated with positive work—family outcomes
and improved employee experiences (Guo et al., 2024).

Accordingly, more research seeks for analyzing job satisfaction as mediators on correlations
within psychological well-being or work-life balance. To specify, the research purpose for: (1)

analyze direct influence of work-life balance to psychological well-being; (2) influence the impact
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about work-life balance on job satisfaction; (3) assess the effect of job satisfaction on psychological
well-being; also (4) determine whether job satisfaction mediates the correlations within work-life
balance also psychological well-being using a bootstrapping-based mediation approach (PROCESS
Hayes Model 4).

METHODS

This study involved active employees aged 18 years and above who had completed at least
a senior high school education or its equivalent and possessed at least one year of professional
experience. The target population consisted of individuals who were employed for data collected at
that time. Given the diverse also heterogeneous characteristics of the working population, a
convenience sampling technique was adopted. Quantitative data was collected while an cross-
sectional survey approach. There is 325 questionnaires were initially distributed; however, following
data screening and cleaning procedures, 284 valid responses were retained for subsequent analysis.

Data collection was implemented via a web-based questionnaire delivered through Google
Forms and disseminated using various social media platforms, such as WhatsApp, LINE, X, and
Instagram. Before taking part, respondents were collecting within informed consent, and their
involvement was voluntary and anonymous. In addition to the main study variables, demographic
and work-related information which one demographic details, including age, gender, latest
education, and work experience were obtained in order to account for potential variations in
participant characteristics. The obtained information was processed utilizing SPSS version 27.0 also
Jamovi version 2.3.28.

Several demographic and occupational factors may affect psychological evaluations,
particularly when research involves a diverse workforce. To minimize potential bias related to
differences in age, gender, latest education, and work experience, these variables were analyzed
descriptively to ensure sufficient variability among participants. In addition, data screening
procedures and classical assumption tests were performed prior to hypothesis testing to assess the
appropriateness of the dataset for regression-based analysis.

Bootstrapping techniques implemented through PROCESS Hayes Model 4 were employed,
as this approach offers more robust parameter estimates and is less sensitive to deviations from
normal data distribution, thereby reducing bias in the estimation of indirect effects. Using this
procedure, the relationships among work-life balance, psychological well-being, also job satisfaction
were examined while controlling for the influence of uncontrolled background characteristics.

Work-life balance has evaluated through the WLBS formulated by Fisher et al. (2009), that
composed of four components: work interference with personal life, personal life interference with
work, work enhancement of personal life, and personal life enhancement of work. The measure was
translated into Indonesian by Gunawan et al. (2019) and contains 17 statements rated on a five-point
Likert scale which the scale from strongly disagree to strongly agree. Confirmatory factor analysis
(CFA) indicated an adequate model fit, with CFI and TLI indices surpassing recommended
thresholds and RMSEA values indicating a close fit to the data. All standardized factor loadings

surpassed acceptable cut-off criteria, suggesting that each item was valid and did not require
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removal. Reliability testing further indicated satisfactory reliability consistency, McDonald’s omega
coefficients also Cronbach’s alpha surpassed minimum recommended standards, confirming that
the indicators has both reliable also valid for measuring work-life balance within the current sample.

Psychological well-being was evaluated through the 18-item Psychological Well-Being Scale
inspired of Ryff (1989), which captures six core indicators which is: self-acceptance, environmental
mastery, positive relations, purpose in life, personal growth, and autonomy. The scale was adapted
into Indonesian by Housen (2024) and administered spend a seven-point Likert scale which one
from strongly agree to strongly disagree. Outcomes from CFA indicated an acceptable, though not
optimal, level of model fit. Reliability testing showed that the measurement reliability for indicators
was within an approvement range. To enhance construct validity, several items with low
standardized factor loadings were eliminated, resulting in a reduced set of items that were retained
for subsequent analyses. Despite the reduction, the scale exhibited satisfactory psychometric
characteristics and was deemed appropriate for assessing mental well-being in the framework of
this research.

Job satisfaction was assessed using the alternative scale proposed by Suyasa (2007), which
conceptualizes job satisfaction across four dimensions: intrinsic rewards, organizational rewards,
social extrinsic rewards, and convenience extrinsic costs. The original dimension consist of 38 item
measurements on a five-point Likert scale. Confirmatory factor analysis demonstrated an acceptable
model fit; however, reliability analysis indicated relatively low internal consistency. To improve
construct validity, items with low standardized factor loadings were removed, resulting in a
reduced number of items retained for analysis. Although the reliability coefficients did not fully
meet ideal thresholds, the remaining items demonstrated acceptable validity and were retained to
allow further exploratory analysis of job satisfaction as a mediating variable.

Prior to hypothesis testing, classical assumption tests were conducted to assess normality,
linearity, homoscedasticity, multicollinearity, autocorrelation, and Pearson correlation analysis.
Hypothesis testing was performed using regression analysis combined with bootstrapping
mediation procedures in PROCESS Hayes Model 4. This analytical approach enabled the
examination of both direct and indirect relationships among work-life balance, psychological well-

being, and job satisfaction while providing more robust estimates of mediation effects.

RESULTS
1. Normality Test

A normality assessment was carried out to examine whether the distribution of the sample
data approximated a normal population distribution. Normality evaluation of work-life balance,
psychological well-being, and job satisfaction variables was performed using Q-Q plot analysis.
Although the statistical normality tests indicated which data for each variable did not fully satisty
normal distribution assumptions, graphical assessment of the Q-Q plots offered additional insight.
The plotted points were observed to correspond directly to the diagonal line, suggesting which data

distributions could be considered visually normal (Hair et al., 2013).
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Figure 1. Q-Q Plot Results of Work-Life Balance
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Figure 2. Q-Q Plot Results of Psychological Well-Being
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Figure 3. Q-Q Plot Results of Job Satisfaction

2. Linearity Test
A linearity the assessment was carried out for assess whether the analytical design was

appropriate and for verify that the relationships among the variables followed a linear pattern.

Table 2. Linearity Test Results

Variable Deviation of Explanation
Linearity

Work-Life Balance and Psychological Well- 0.195 Linear

Being

Work-Life Balance and Job Satisfaction 0.094 Linear

Job Satisfaction and Psychological Well-Being 0.222 Linear

On the basis of the deviation of linearity test across the three variable pairs, the following p-
values were obtained: WLB — PWB (p =0.195), WLB — ]S (p =0.094), and ]S — PWB (p = 0.222). As
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all p-values exceeded the 0.05 significance benchmark, that could be concluded which the

relationships among the variables satisfy the assumption of linearity.

3. Homoscedasticity Test
A homoscedasticity the evaluation was implemented to verify if the relationships among the
variables were not influenced by heteroscedasticity.
Table 3. Homoscedasticity Test Results

Variables t Sig. Explanation
Work-Life Balance and Psychological Well- - 0.52  Homoscedasticity
Being 1.951

Work-Life Balance and Job Satisfaction 6.014 0.000 Heteroscedasticity
Job Satisfaction and Psychological Well- - 0.265 Homoscedasticity
Being 1.116

Scatterplot
Dependent Variable: ABS_RES1_PWEWLB.

Regression Standsrdized Residus!

Figure 4. Scatterplot of Work-Life Balance and Psychological Well-Being Variables
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Figure 5. Scatterplot of Work-Life Balance and Job Satisfaction Variables

Scatterplot
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Figure 6. Scatterplot of Job Satisfaction and Psychological Well-Being Variables
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Findings found that for WLB — PWB (sig = 0.52) and JS — PWB (sig = 0.265) indicate that the
residual points are spread around 0 without any specific pattern, thus fulfilling the
homoscedasticity assumption. However, for WLB — ]S (sig = 0.000), the pattern of the residuals is
not randomly dispersed around 0, indicating that the homoscedasticity assumption is not met

and heteroscedasticity occurs.

4. Autocorrelation Test

The autocorrelation assessment was applied to evaluate whether the residual values
produced by the regression analyses employed in the mediation analysis were correlated. This
assessment is essential because the presence of correlated residuals may compromise the reliability
of regression coefficient estimates and introduce bias into the analytical results. In the present study,
autocorrelation was evaluated using the Durbin—-Watson statistic for each residual model, namely
ABS_RESI (work-life balance and psychological well-being model), ABS_RES2 (work-life balance
and job satisfaction model), and ABS_RES3 (job satisfaction and psychological well-being model).

Table 4. Autocorrelation Test Results

Variables Durbin- Explanation
Watson
ABS_RES1 (work-life balance and psychological well- 1.804 No autocorrelation
being model) occurred
ABS_RES2 (work-life balance and job satisfaction model) 2.129 No autocorrelation
occurred
ABS_RES3 (job satisfaction and psychological well- 1.660 No autocorrelation
being model) occurred

The outcome about autocorrelation assignment showed if the Durbin—-Watson values were
1.804 for WLB — PWB, 2.129 for WLB — ]S, and 1.669 for JS — PWB. All values fall within the
permissible interval of 1.5 to 2.5, indicating that no serial correlation was identified across the three

analytical models.

5. Multicolinearity Test

Multicollinearity in this study was examined using the variance inflation factor (VIF) for each
residual model, with a threshold value of 5 used as the criterion. The residual models assessed
included ABS_RES] (work-life balance and psychological well-being model), ABS_RES2 (work-life
balance and job satisfaction model), and ABS_RES3 (job satisfaction and psychological well-being

model).
Table 5. Multicolinearity Test Results
Variables VIF  Explanation
ABS_RESI (work-life balance and psychological well-being 1.000 No multicollinearity
model) occurred
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ABS_RES2 (work-life balance and job satisfaction model) 1.000 No multicollinearity
occurred

ABS_RES3 (job satisfaction and psychological well- 1.000 No multicollinearity
being model) occurred

The multicollinearity test illustrate which the tolerance measure are above 0.1 also the VIF
coefficient are 1.000 (<5) for all three variables. Therefore, no multicollinearity occurred among these

variables.

6. Pearson Correlation Analysis

The outcome of the multicollinearity test indicate that there were no high correlations among
the predictor variables; therefore, the regression model can be considered free from multicollinearity
issues. To further to investigate the associations among the research constructs, a Pearson correlation
examination which us showed to determine the correlations both of work-life balance, psychological
well-being, job satisfaction, also their respective dimensions.

The results reveal that all aspects of work-life balance, indicated work interference with
personal life (WIPL), personal life interference with work (PLIW), work enhancement of personal
life (WEPL), and personal life enhancement of work (PLEW) were significantly correlated with one
another (p <0.05). The strongest positive correlation was observed between WIPL and PLIW, while
the weakest but still significant correlation occurred between PLIW and PLEW. These results
indicate coherent relationships among work-life balance dimensions without excessive overlap.

Furthermore, several dimensions of work-life balance demonstrated significant correlations
with the dimensions of psychological well-being (p < 0.05). Among these relationships, PLIW
showed the strongest associations, particularly with positive relations and autonomy, indicating that
disruptions from PLIW are closely linked to employees” interpersonal relationships and sense of
independence. Other notable associations were observed between WIPL and personal growth, as
well as between PLEW and self-acceptance.

In addition, work-life balance dimensions which significantly relationship within job
satisfaction dimensions (p < 0.05). The strongest relationship was found between PLIW and
convenience extrinsic cost, suggesting that higher interference of PLIW is associated with greater
perceived job-related burdens. Psychological well-being dimensions also showed significant,
although generally modest, correlations with job satisfaction dimensions, supporting the view that
these constructs are related but conceptually distinct. Significant correlations were also observed
among the dimensions of job satisfaction itself.

Overall, the correlation analysis reveals meaningful and theoretically consistent associations
among work-life balance, psychological well-being, also job satisfaction dimensions, while
confirming that the relationships remain within acceptable ranges. These findings support the
adequacy if the regression design also present a solid observational basis for the subsequent

hypothesis testing.
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7. Hypothesis Test

Hypothesis testing was performed to examine the proposed research hypotheses. The first
hypothesis evaluated the significantly also positive impact about work-life balance on psychological
well-being. The second hypothesis examined the positive and significant influence of work-life
balance for job satisfaction. The third hypothesis assessed the positive and significant impact about
job satisfaction on psychological well-being. The fourth hypothesis tested the impact about work-
life balance for psychological well-being which is job satisfaction as a mediator. Hypothesis
assessment was carried out used regression test with a bootstrapping approach implemented in
PROCESS Hayes Model 4.

Coeff = 0.4669
t=9.2346
p =0.000
R square = 0.2322

Work-Life Balance Psychological Well-Being

Figure 7. Regression Test Results for Work-Life Balance to Psychological Well-Being Variables

Coeff =0.0334
t=0.7240
p = 0.4697
R square = 0.0019 [
Work-Life Balance J l Job Satisfaction

Figure 8. Regression Test Results for Work-Life Balance to Job Satisfaction Variables

Coeff = 0.1064
t=1.6059
p = 0.1094
R square = 0.2392

Job Satisfaction ] [ Psychological Well-Being

Figure 9. Regression Test Results for Job Satisfaction to Psychological Well-Being Variables

A0 .
L4 =
S 0. % o,
&7 A Job Satisfaction 730
® }bqq' 0o, "0
- 0 0

Work-Life Balance Psychological Well-Being

Coeff = 0.4669
p =0.000 (< 0.05)

Figure 10. Bootstrap Test Results for Work-Life Balance, Job Satisfaction, and Psychological Well-
Being Variables

The hypothesis assessment conducted which regression test with a bootstrapping approach
using PROCESS Hayes Model 4 showed the following results: (1) hypothesis 1 is accepted — based
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on the regression analysis, the t-value is 9.2346, the coefficient = 0.4669, and the significance p-value
= 0.000 (<0.05). That outcome illustrates if work-life balance significantly influences psychological
well-being. (2) hypothesis 2 is rejected — based on the regression analysis, the t-value is 0.7240, the
coefficient = 0.0334, also the significance p-value = 0.4697 (>0.05). This outcomes shows if work-life
balance do not significantly impact job satisfaction. (3) hypothesis 3 is rejected — based on the
regression analysis, the t-value is 1.6059, the coefficient =0.1064, and the significance p-value =0.1094
(>0.05). That outcomes illustrated if job satisfaction do not significantly impact for psychological
well-being. (4) hypothesis 4 is rejected — job satisfaction does not act for mediating in the
correlations both of work-life balance and psychological well-being. The outcomes show that
BootLLCI =-0.0083 and BootULCI = 0.0208, with a confidence interval that includes 0.

DISCUSSION

That outcomes for this research if work-life balance had a positive significant impact to
psychological well-being among employees. That outcomes illustrated of reliability within newest
evidence demonstrated the workers which is available for effectively managing the boundaries both
of individual also work life typically experience higher scales of psychological well-being.
Contemporary studies consistently report that work-life balance contributes substantially to
reducing psychological strain also enhancing all of well-being in the workplace. Empirical findings
from recent large-scale studies further confirm which is work-life balance that main influencing
factor of employee well-being across various occupational contexts (Prasad et al., 2025). Similar
conclusions have also been highlighted in recent reviews underscoring that central important for
work-life balance in employee mental health and well-being (Khalid & Syed, 2024).

In addition to the main regression findings, the Pearson correlation analysis at the
dimensional level provides further insight into how specific aspects of work-life balance relate to
psychological well-being. The results show that PLIW demonstrates relatively stronger correlations
with psychological well-being dimensions, particularly positive relations and autonomy. This
pattern suggests that when personal-life demands interfere with work roles, employees’
interpersonal relationships and sense of independence may be more affected. Other notable
associations were also observed between WIPL and personal growth, as well as between PLEW and
self-acceptance. Although these findings do not imply causal relationships, they help clarify which
dimensions of work-life balance may be more closely linked to specific aspects of psychological
well-being.

Despite the significant relationship between work-life balance and psychological well-being,
this study found that work-life balance does not significantly influence job satisfaction. This result
suggests that maintaining balance between professional and personal roles does not automatically
translate into positive evaluations of one’s job. Recent research indicates that job satisfaction is
shaped by a broader range of organizational and contextual factors, such as reward systems, career
development opportunities, and supervisory support, rather than work-life balance alone

(Inegbedion, 2024). Moreover, contemporary evidence suggests that job satisfaction may function

MG] Page 52


https://creativecommons.org/licenses/by/4.0/

This work is licensed under a Creative Commons Attribution 4.0 International license
Miracle Get Journal, Vol. 03, No. 1, February 2026

differently across organizational settings, particularly in contexts where structural or economic
constraints limit employees’ perceptions of job-related rewards (To & Wu, 2025).

The findings also reveal that job satisfaction do not significant suggest psychological well-
being. This result aligns with recent empirical studies indicating that psychological well-being also
job satisfaction, although related, represent distinct constructs that do not always exert direct effects
on one another. Psychological well-being appears to be more strongly associated with broader life
experiences and psychosocial resources than with evaluative judgments of work alone (Pandey et
al., 2025). This distinction may help explain why job satisfaction did not emerge as a significant
forecast for psychological well-being in the present study, despite the presence of significant
correlations at the dimensional level.

Furthermore, the mediation analysis demonstrates that job satisfaction does not mediate the
correlations both of work-life balance also and psychological well-being. That finding suggests if the
positive impact of work-life balance for psychological well-being operates primarily through direct
mechanisms rather than through employees’” evaluative satisfaction with their jobs. Recent studies
validate that interpretation by illustrate that work-life balance influences well-being through stress
reduction, emotional recovery, and improved work—family integration, rather than through job
satisfaction pathways (Huo & Jiang, 2023). Consistent with this perspective, recent empirical
evidence indicates if other variables, such as occupational stress or burnout, may serve as more
salient mediators in the work-life balance relationship (Prasad et al., 2025). Overall, these findings
suggest that the correlations both of work-life balance also psychological well-being is multifaceted

also shaped by multiple psychosocial mechanisms.

CONCLUSIONS

This study shows that work-life balance had a significant direct impact for worker’s
psychological well-being. However, work-life balance do not significantly influence job satisfaction,
also job satisfaction do not forecast psychological well-being; therefore, job satisfaction do not
mediating that correlation. That outcomes illustrates if the positive effects of work-life balance for
psychological well-being operates mainly through direct mechanisms, emphasizing the importance

of organizational practices which is confirm work-life balance for improve workers well-being.
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