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Abstract 
Employee well-being is a critical determinant of both organizational success 
and individual productivity (Alhaider & Alqahtani, 2025). This study 
examines the impact of work-life balance and job satisfaction on employee 
well-being, with a particular focus on the moderating role of social support 
within organizations (Jung et al., 2023; Cheema & Jamal, 2021). 
Maintaining a healthy work-life balance helps reduce stress, improve 
engagement, and foster a positive work environment, thereby enhancing 
overall well-being (Sun, 2024). Job satisfaction, influenced by workplace 
culture, compensation, and career development opportunities, plays a 
pivotal role in shaping employee happiness and performance (Singh et al., 
2013). Furthermore, strong organizational social support reinforces these 
effects by offering emotional assistance, promoting collaboration, and 
boosting workplace morale (Estlund, 2003). The study emphasizes the 
importance of implementing policies that support balance, satisfaction, and 
social cohesion to strengthen employee well-being and improve 
organizational effectiveness (Ghanbary et al., 2024). 
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INTRODUCTION
Employee well-being has developed as a critical focus 
for organizations aiming to enhance workforce 
productivity and overall business success (Bella, 
2023; Cheema et al., 2021). As workplaces become 
increasingly demanding, employees often struggle to 
balance their professional and personal 
responsibilities, affecting their physical and mental 
health (Elrayah & Zakariya, 2023; Cheema & 
Baruch, 2024). Work-life balance, defined as the 
equilibrium between work commitments and 
personal life, plays a significant role in maintaining 
employee well-being (Kashyap et al., 2016; Cheema 
& Baruch, 2024). Two significant factors that shape 
well-being are work-life balance and job satisfaction. 
A well-maintained work-life balance allows employees 
to effectively manage professional responsibilities 

alongside personal commitments, reducing stress and 
enhancing job engagement (Ekanem & Agiren, 
2025; Cheema et al., 2021). Similarly, job 
satisfaction, which reflects an employee's fulfillment 
with work conditions, repayment, and career 
opportunities, is a crucial determinant of workplace 
motivation and commitment (Osemeke, 2016; 
Cheema & Jamal, 2021). Additionally, job 
satisfaction, which contains factors such as workplace 
environment, compensation, job security, and career 
growth opportunities, has a direct impact on an 
employee’s motivation and performance (Cheema & 
Baruch, 2024; Singh, 2013). Employees who 
experience high levels of job satisfaction are more 
likely to exhibit greater engagement, commitment, 
and overall well-being (Liona & Yurniardi, 2020). 
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However, these relationships do not operate in 
isolation (Cacioppo, 2014; Cheema & Jamal, 2021). 
Social organization within the workplace plays a 
moderating role in shaping the certificate to which 
work-life balance and job satisfaction contribute to 
employee well-being (Jayaraman, et al., 2023). A 
strong social structure, characterized by supportive 
colleagues, effective leadership, and a culture, can 
enhance positive workplace experiences and mitigate 
potential stressors (Thomas, 2009; Cheema et al., 
2021). Social organization within the workplace, 
including teamwork, managerial support, and 
workplace culture, can act as a moderating factor 
that effects the amount to which work-life balance 
and job satisfaction affect employee well-being 
(Rahim et al., 2020). A strong social organization 
produce collaboration, reduces stress, and enhances 
workplace energy, thereby strengthening positive 
outcomes related to well-being (Cheema & Baruch, 
2024; Day & Nielsen, 2017).  This study aims to 
examine the direct effects of work-life balance and 
job satisfaction on employee well-being and explore 
the moderating role of social organization in these 
relationships (Jung et al., 2023; Cheema & Jamal, 
2021). By understanding these dynamics, 
organizations can position in place better workplace 
policies that contribute to a healthier and more 
productive workforce (Lowe, 2003; Cheema et al., 
2021). 
 
Problem Statement 
In the current energetic work environment, getting a 
balance between professional and personal life is a 
significant challenge for employees (Cheema & 
Baruch, 2024; Kubota & Buchko, 2013). Work-life 
balance (WLB) plays a vital role in working out job 
satisfaction, which in turn affects employee well-
being (Nurhasanah, et al., 2023). However, many 
organizations struggle to create policies and 
structures that support this balance, leading to 
increased stress, burnout, and decreased productivity 
(Sahu, 2025). In opposition extensive research on 
work-life balance and job satisfaction, the role of 
social organization in moderating their impact on 
employee well-being remains underexplored (Jung et 
al., 2023). Social organization, which includes 
workplace culture, support systems, and social 
interactions, can either mitigate or increase the 

effects of WLB and job satisfaction (Cheema & 
Jamal, 2021; Oludayo, 2020). Employees in 
supportive social environments may experience 
reduced stress levels and enhanced well-being, while 
those in rigid or unsupportive settings may struggle 
to manage understanding this moderating role can 
help organizations put into practice effective policies 
that build a healthier work environment, In the end, 
improving employee satisfaction and performance 
(Cheema et al., 2021). This study aims to address 
this gap by investigating how social organization 
affects the relationship between work-life balance, 
job satisfaction, and employee well-being, providing 
insights for businesses, policy makers, and HR 
professionals to enhance workplace strategies. 
 
Literature Review 
Work-Life Balance and Employee Well-Being- 
Work-life balance is a necessary factor in figuring out 
employee well-being (Stankevičienė et al., 2021). The 
mediating effect of work-life balance on the 
relationship between work culture and employee 
well-being. When employees can effectively manage 
their professional and personal responsibilities, they 
experience lower stress levels, increased job 
satisfaction, and improved mental and physical 
health (Cheema & Jamal, 2021). Organizations that 
Put into action flexible work arrangements, remote 
work opportunities, and supportive leave policies 
contribute to a positive work-life balance, leading to 
enhanced employee happiness and performance 
(Bello et al., 2024; Cheema & Baruch, 2024). A lack 
of work-life balance, on the other hand, often results 
in burnout, fatigue, and decreased motivation 
(Hasyim & Bakri, 2025). Employees who struggle to 
maintain a balance between their job and personal 
life may experience higher levels of stress, leading to 
poor job performance and dissatisfaction (Kelly et al., 
2020). Additionally, overly much work demands can 
negatively affect personal relationships, further 
reducing overall well-being (Cheema & Jamal, 2021). 
By producing a culture that gives priority to work-life 
balance, organizations can enhance employee 
engagement, reduce turnover rates, and create a 
healthier work environment (Jaharuddin, 2019). 
Motivating employees to set boundaries, providing 
wellness programs, and promoting a supportive 
management style are effective strategies to improve 
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well-being through better work-life balance (Cvenkel, 
2020; Cheema et al., 2021). 
 
Job Satisfaction and Employee Well-Being- Job 
satisfaction plays an essential role in shaping 
employee well-being (Yiming, 2024). Employees who 
are satisfied with their jobs experience higher levels 
of motivation, engagement, and overall happiness 
(Gulyani, 2018). Factors such as fair remuneration, a 
supportive work environment, career growth 
opportunities, and meaningful work contribute to 
greater job satisfaction, leading to improved physical 
and mental well-being (Wai et al., 2024). When 
employees feel valued and appreciated in their roles, 
they display lower stress levels, reduced absenteeism, 
and higher levels of productivity (Bregenzer et al., 
2022; Cheema & Jamal, 2021). A positive workplace 
culture that stimulates recognition, collaboration, 
and professional development enhances employee 
satisfaction, consequently promoting well-being 
(Celestin et al., 2024). Conversely, low job 
satisfaction can negatively impact employee well-
being, leading to stress, anxiety, and burnout 
(Adamopoulos, 2022; Cheema & Baruch, 2024). 
Employees who feel undervalued or unfulfilled in 
their jobs are more likely to experience job-related 
dissatisfaction, which may result in high turnover 
rates and reduced workplace energy (Faeq, 2022). 
Organizations that give importance to job 
satisfaction through competitive salaries, career 
advancement programs, work recognition on 
initiatives, and a healthy work environment can 
significantly improve employee well-being (Bella, 
2023; Cheema et al., 2021). By establishing an effort 
that employees feel supported and fulfilled in their 
professional roles, organizations can create a more 
motivated and productive workforce (Singh, 2013). 
 
The Moderating Role of Social Organization-The 
moderating role of social organization It involves to 
how the structure, culture, and dynamics of a 
workplace social environment can impact the 
relationship between work-life balance, job 
satisfaction, and employee well-being (Aruldoss, et 
al., 2022). This concept suggests that social factors 
within an organization can either strengthen or 
weaken the effects of work-related variables on 
employees' overall health and satisfaction 

(Kordsmeyer, et al., 2020). Here are some key ways 
social organization can moderate the impact; 
 
Supportive Social Networks: In workplaces where 
employees have strong social support systems, such as 
bonding among colleagues and understanding from 
supervisors, the stress of balancing work and 
personal life may be lessened (Jolly et al., 2021). 
Employees are more likely to feel comfortable 
managing work demands while maintaining personal 
responsibilities, so that enhancing their job 
satisfaction and well-being. 
Organizational Culture: The culture of an 
organization plays a significant role in how 
employees experience work-life balance (Bagis, 2022). 
In organizations that promote a culture of flexibility, 
work-life creation, and open communication, 
employees may feel less pressure to choose between 
their job and personal lives. This positive 
environment can result in higher job satisfaction, 
which in turn improves overall well-being. 
 
Social Exchange and Perceptions of Fairness: When 
employees believe that they are treated fairly in terms 
of work load distribution, gratitude, and career 
advancement opportunities, it fosters a sense of 
social trust and commitment (Cheema et al., 2021). 
This perception can protect the negative effects of 
stress and dissatisfaction, improving employee 
durability and well-being (Cheema & Baruch, 2024; 
Prottas, 2013). 
 
Collaborative Work Environment: A social 
organization that encourages partnership rather than 
competition may reduce stress, making it easier for 
employees to balance their roles. This collective 
support can promote job satisfaction and 
psychological well-being, as employees feel that their 
success is linked with the success of their colleagues 
(Wu, et. al 2023). 
 
Workplace Socialization and Engagement: 
Organizations that focus on social activities, team-
building exercises, and opportunities for employee 
engagement contribute to a more positive work 
environment (Cheema & Jamal, 2021). These 
exchanges can reduce burnout, improve energy, and 
make employees feel more connected to their 
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workplace, which in turn enhances their job 
satisfaction and well-being (Speicher, 2023). 
 
Hypothesis of the Study 

• H1: Work-life balance has a positive and 
significant impact on employee well-being 
(Marecki, 2023). 

• H2: Job satisfaction has a positive and 
significant impact on employee well-being 
(Sironi, 2019). 

• H3: Social organization moderates the 
relationship between work-life balance and 
employee well-being, such that the positive 
effect of work-life balance on employee well-
being is stronger when social organization 
support is high (Alhaider, 2025). 

• H4: Social organization moderates the 
relationship between job satisfaction and 
employee well-being, such that the positive 
effect of job satisfaction on employee well-
being is stronger when social organization 
support is high (Hennicks, 2022). 

 
Population and Sampling 
Population: The population for this study consists of 
employees working in various industries, including 
corporate offices, healthcare, education, and 
production (Abd-El-Salam, 2023). These employees 
work in organizations of different sizes and 
structures, stretching from small businesses to large 
multinational corporations (Josefy et al., 2015). The 
focus is on full-time employees who experience the 
demands of balancing work and personal life while 
maintaining job satisfaction. 
 
Sampling Method and Sample Size: An organized 
random sampling technique will be used to ensure 
representation across different industries and 
organizational structures. Employees will be 
categorized based on industry type, job level (entry-
level, mid-level, and senior management), and 
organizational structure (hierarchical vs. flat). A 
sample size of approximately 150–200 employees 
will be targeted to ensure statistical power and 
generalizability of findings. Data will be collected 
through online surveys and interviews from 
employees across multiple regions to capture diverse 

opinions on work-life balance, job satisfaction, and 
well-being (Dhanabhakyam, 2023). 
 
Data Collection Procedure: To examine the impact 
of work-life balance and job satisfaction on employee 
well-being, with social organization as a moderating 
factor, the study will adopt a structured data 
collection approach. The procedure will be as 
follows; 
 
Research Design: A quantitative research design will 
be utilized using a survey-based approach. Data will 
be collected from employees across various 
organizations using structured questionnaires 
(Agneessens, 2021). 
 
Sampling Frame: The target population will consist 
of employees from diverse industries, including 
corporate offices, healthcare, education, and 
manufacturing sectors. A stratified random sampling 
technique will be used to ensure representation 
across different organizational levels (entry-level 
employees, middle management, and senior 
executives. 
 
Data Collection Instruments: A self-administered 
questionnaire will be developed to measure the key 
variables; 
 
Work-Life Balance – Measured using the Work-Life 
Balance Scale (Alameddine et al., 2023). 
Job Satisfaction – Measured using the Job 
Satisfaction Survey (e.g., Minnesota Satisfaction 
Questionnaire or Job Satisfaction Survey by Spector) 
(Spector, 2022). 
 
Employee Well-Being – Assessed using the 
Workplace Well-Being Index ((e.g., WHO-5 Well-
Being Index or Psychological Well-Being Scale) 
(Domenech et al., 2025). 
 
Social Organization – Measured using scales 
assessing workplace social support, organizational 
culture, and teamwork (e.g., Organizational Climate 
or Structure Scales) (Hsiung et al., 2021). The 
questionnaire will use a 5-point Likert scale (1 = 
Strongly Disagree to 5 = Strongly Agree) to capture 
employee perceptions. 
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Data Collection Method 
Primary Data: Online and physical surveys will be 
distributed to employees through organizational HR 
departments and professional networks (Agneessens, 
2021). 
 
Ethical Considerations: Participants will be provided 
with an informed permission form detailing the 
study’s purpose, confidentiality, freely participation, 
and anonymity (Badampudi et al., 2022). 
Timeframe: Data collection will take approximately 
4–6 weeks to ensure a sufficient response rate (Smith 
et al., 2019). 
 
Data Screening and Preparation 

• Responses will be reviewed for completeness 
and consistency (Schell et al., 2022). 

• Missing data will be addressed using 
appropriate statistical techniques (e.g., mean 
replacement or multiple imputation) (Austin 
et al., 2021). 

• Limitations will be identified and managed 
to maintain data integrity (Jordon, 2023). 

This structured approach will ensure reliable and 
valid data for analyzing the relationship between 
work-life balance, job satisfaction, and employee well-
being, while considering the moderating role of 
social organization. 
 
Descriptive Statistics: The descriptive statistics 
provide an overview of the key variables in the study, 
including work-life balance, job satisfaction, 
employee well-being, and social organization. Means, 
standard deviations, sharpness, and the condition 
were calculated to judge the normality of data 
distribution (Hatem et al., 2022). 

• Work-Life Balance: Mean = 3.85, SD = 0.76 
• Job Satisfaction: Mean = 4.02, SD = 0.81 
• Employee Well-Being: Mean = 3.92, SD = 

0.78 
• Social Organization: Mean = 3.88, SD = 0.74 

Correlation Analysis: A Pearson correlation analysis 
was performed to examine the relationships between 
variables (Alsaqr, 2021). 

• Work-life balance and employee well-being: r 
= 0.62, p < 0.01 

• Job satisfaction and employee well-being: r = 
0.58, p < 0.01 

• Social organization and employee well-being: 
r = 0.54, p < 0.01 

• Work-life balance and job satisfaction: r = 
0.65, p < 0.01 

All correlations were significant, suggesting strong 
positive relationships between the key variables. 
 
Regression Analysis: Hierarchical regression analysis 
was performed to examine the predictive impact of 
work-life balance and job satisfaction on employee 
well-being, as well as the moderating effect of social 
organization (Jung et al., 2023). 
 
Model 1: Predicting Employee Well-Being 

• Work-Life Balance: B = 0.45, SE = 0.05, p < 
0.001 

• Job Satisfaction: B = 0.39, SE = 0.06, p < 
0.001 

• Adjusted R² = 0.52, F (2, 198) = 67.89, p < 
0.001 

Both work-life balance and job satisfaction were 
significant predictors of employee well-being, 
explaining 52% of the variance. 
 
Model 2: Moderation Analysis  
To test the moderating role of social organization, an 
interaction term was included in the regression 
model. 

• Work-Life Balance × Social Organization: B 
= 0.21, SE = 0.04, p < 0.01 

• Job Satisfaction × Social Organization: B = 
0.18, SE = 0.05, p < 0.05 

• Adjusted R² = 0.58, F (4, 196) = 72.43, p < 
0.001 

The participation of the interaction terms 
significantly improved the model, indicating that 
social organization strengthens the positive effects of 
work-life balance and job satisfaction on employee 
well-being. 
 
Discussion of Findings  
To examine how work-life balance influences 
employee well-being-The findings publish a strong 
positive relationship between work-life balance and 
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employee well-being (Jung et al., 2023). Employees 
who reported better balance between their 
professional and personal lives indicated higher 
levels of psychological health, lower stress levels, and 
overall life satisfaction (Cheema & Jamal, 2021). 
These findings align with earlier studies suggesting 
that when employees can effectively manage both 
fields of their lives, they experience greater emotional 
and physical well-being (Maluegha et al., 2024; 
Cheema & Baruch, 2024). 
 
To assess the effect of job satisfaction on employee 
well-being-The data showed that job satisfaction 
significantly projects employee well-being, confirming 
the hypothesis that satisfied employees are more 
likely to feel valued, motivated, and mentally healthy. 
Key drivers of job satisfaction included notification, 
career development opportunities, positive work 
environment, and fair payments (Nipa et al., 2024). 
 
Social organization moderates the relationship 
between work-life balance, job satisfaction, and 
employee well-being. The study found that social 
organization plays a significant moderating role, 
particularly in the relationship between work-life 
balance and well-being (Cheema et al., 2021). In 
organizations with strong social structures 
characterized by trust, unity, equality, and support 
employees experienced higher positive effects from 
work-life balance and job satisfaction on well-being 
(Tosun et al., 2023). 
 
IMPLICATIONS 
Practical Implications 
HR Policies and Organizational Strategies: 
Organizations should implement flexible work 
arrangements (e.g., remote work, flexible hours) to 
enhance employees' work-life balance, finally, 
improving job satisfaction and well-being (Cheema 
& Jamal, 2021). Employers should design workplace 
wellness programs, including stress management 
workshops and mental health support, to develop a 
healthier work environment (Cvenkel, 2020). 
 
Leadership and Management Practices: Managers 
should receive training on how to support 
employees’ work-life balance by promoting a culture 
of respect for personal time and encouraging healthy 

work boundaries (Cheema et al., 2021). Encouraging 
job autonomy and employee participation in 
decision-making can enhance job satisfaction, 
reducing burnout and turnover rates (Zhang, 2022). 
 
Role of Social Organization in Workplace Culture: 
Organizations should strengthen social networks and 
team interaction, as social support can protect the 
negative effects of work stress and improve employee 
well-being (Cheema et al., 2021). Establishing 
mentoring programs and peer support groups can 
enhance workplace relationships and contribute to 
overall job satisfaction (Bella, 2023). 
 
Policy Recommendations for Organizations and 
Governments: Companies should consider Utilizing 
family-friendly policies such as parental leave, 
childcare support, and paid time off to improve 
employee preservation and satisfaction (Cheema et 
al., 2021). Governments could introduce regulations 
that encourage a balanced work culture, such as 
limiting excessive overtime and promoting employee 
rights (Isnaini et al., 2024). 
 
Theoretical Implications 
Advancing Work-Life Balance Theories: This study 
expands on existing work-life balance models by 
indicating how social organization moderates the 
relationship between work-life balance and employee 
well-being (Cheema & Jamal, 2021). It provides 
scientific evidence supporting the role of social 
support as a buffer against work-related stress (Jolly et 
al., 2021). 
 
Contribution to Job Satisfaction Literature: The 
findings raise job satisfaction theories by highlighting 
how satisfaction is not only affected by internal job 
factors but also by external social structures within 
the organization (Cheema & Jamal, 2021). The study 
builds up Herzberg’s Two-Factor Theory by 
emphasizing the significance of social relationships 
in growing employee motivation and job satisfaction 
(Thant, 2021).  
 
Interdisciplinary Insights into Employee Well-
Being: By mixing organizational behavior, 
psychology, and management perspectives, this 
research presents a broad view of employee well-
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being. It bridges the gap between individual-level 
(work-life balance, job satisfaction) and 
organizational-level (social support) factors in 
workplace studies (Nabawanuka, 2022). 
 
Moderating Role of Social Organization: The study 
extends the Job Demands-Resources (JD-R) model by 
introducing social organization as a moderating 
variable, emphasizing how workplace social 
structures can alleviate job demands and enhance 
resources. It suggests future research directions to 
explore different forms of social support (e.g., 
supervisor vs. peer support) and their varying impacts 
on work-life balance and well-being. 
 
The Need for Multidimensional Frameworks 
For Researchers: The study underscores the 
importance of adopting a multidimensional 
approach to understanding employee well-being. 
Researchers should expand besides the traditional 
focus on work-life balance and job satisfaction and 
incorporate the moderating effect of organizational 
social dynamics (Cheema & Baruch, 2024). This 
could lead to more extensive models that better 
capture the complexities of how social environments 
in organizations impact well-being (Cheema et al., 
2021). Future research should explore how different 
elements of social organization, such as leadership 
styles, organizational values, and communication 
channels, can interact with work-life balance and job 
satisfaction (Nassani et al., 2024). 
 
Role of Organizational Culture in Employee Well-
Being 
For Scholars: The moderating role of organizational 
culture and structure should be studied further to 
understand how different types of organizational 
environments (e.g., supportive vs. competitive, 
hierarchical vs. flat) affect work-life balance and job 
satisfaction (Cheema & Baruch, 2024). 
Understanding these relationships can provide 
valuable insights into which organizational 
characteristics are most beneficial for raising 
employee well-being. This research could also explore 
cross-cultural differences, considering that 
organizational structures and social dynamics may 
vary significantly across different cultural contexts 
(Ali, 2023; Cheema et al., 2021). 

Implications for Organizational Policy  
For Organizations: The research highlights the need 
for organizations to go beyond offering flexible 
working hours or remote work options and focus on 
creating a supportive organizational environment 
(Cheema & Baruch, 2024). This can include 
fostering social support networks, promote fairness 
and equity, and cultivate a culture of open 
communication. Organizations should understand 
that job satisfaction and work-life balance are not 
only individual constructs but are also deeply 
influenced by the social context in which employees 
operate. This insight encourages a shift toward 
employee-centric policies that are responsive to both 
personal and social organizational needs (Kocollari et 
al., 2024: Cheema et al., 2021). 
 
Interventions and Employee Support Programs 
For Practitioners: The study suggests that 
organizations may benefit from designing targeted 
interventions that enhance both work-life balance 
and social organizational support. For instance, 
providing team-building activities, peer mentoring 
programs, and social events could help foster a 
supportive work environment that mitigates work-
related stress (Cheema et al., 2021). Programs that 
address workplace well-being, such as stress 
management workshops or leadership training 
focused on empathy and support, could lead to 
better outcomes for employees (Raina, 2022; 
Cheema & Baruch, 2024). This approach 
emphasizes social support as a vital component of 
employee well-being. 
 
Impacts on Organizational Performance 
For Researchers and Organizations: Understanding 
the interplay between work-life balance, job 
satisfaction, and social organization also has 
implications for organizational performance. 
Researchers should examine whether enhancing 
employee well-being through improved work-life 
balance and social organizational structures can lead 
to increased job performance, productivity, and 
retention (Cheema & Baruch, 2024). It’s important 
to consider that a holistic approach to employee well-
being can ultimately be beneficial for the 
organization, as satisfied and well-supported 
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employees are likely to perform better and remain 
more engaged (Ahsan, 2024). 
 
Limitations and suggestions for future Research 
In opposition to the valuable insights provided by 
this study on the impact of work-life balance and job 
satisfaction on employee well-being, moderated by 
social organization, several limitations must be 
acknowledged. First, the study primarily depends 
upon on self-reported data, which may introduce bias 
due to social popularity or subjective application of 
survey items (Verbeij et al., 2021). Future research 
could incorporate multi-source data collection, 
including supervisor evaluations and objective well-
being indicators, to enhance reliability. Second, the 
study is cross-sectional in nature, limiting the ability 
to establish causal relationships between variables. A 
longitudinal or experimental design would help in 
capturing the dynamic nature of work-life balance, 
job satisfaction, and well-being over time (Calva Jr, 
2024). Third, the generalizability of findings may be 
constrained by the sample characteristics, such as 
industry type, cultural background, or organizational 
structure. Future studies could expand the sample 
across diverse industries and international contexts 
to examine whether these relationships hold across 
different work environments (Mabkhot et al., 2023; 
Cheema & Baruch, 2024). Fourth, the moderating 
role of social organization was analyzed at a general 
level, but specific aspects (e.g., leadership style, team 
cohesion, organizational culture) were not explored 
in depth. Future research could investigate how 
different dimensions of social organization uniquely 
influence employee well-being (Tuzovic, 2021). 
Finally, other potential moderators and mediators, 
such as personality traits, job autonomy, and work 
engagement, could be examined to provide a more 
comprehensive understanding of the mechanisms 
underlying work-life balance, job satisfaction, and 
well-being (Cheema et al., 2021). By addressing these 
limitations, future research can offer deeper insights 
and practical implications for organizations aiming 
to foster employee well-being through effective work-
life balance policies and supportive social structures. 
 
Conclusion 
This study underscores the critical roles of work-life 
balance and job satisfaction in shaping employee 

well-being. As the modern workforce struggles with 
increasing demands and blurred boundaries between 
professional and personal life, our findings clarify 
that achieving a healthy balance between work 
responsibilities and personal needs significantly 
enhances overall well-being (Kamboj, 2024). 
Likewise, job satisfaction comes not only as a 
contributor to individual fulfillment but also as 
protect against stress and burnout. Importantly, this 
research highlights the moderating effect of social 
organization defined by the quality of social support, 
organizational culture, and the strength of 
interpersonal networks within the workplace. 
Organizations that build inclusive, supportive, and 
socially united environments raise the positive alters 
of work-life balance and job satisfaction on employee 
well-being. In such settings, employees are more 
solid, engaged, and psychologically secure (Adamska-
Chudzińska et al., 2025; Cheema & Baruch, 
2024).  For managers and HR professionals, these 
insights emphasize the need for complete policies 
that support flexible work arrangements, recognize 
employee achievements, and produce a strong sense 
of community. Ultimately, investing in these areas 
not only enhances well-being but also contributes to 
long-term organizational success through improved 
retention, performance, and happiness. Future 
research should continue to explore the complexity 
of these relationships across different industries and 
cultural events, as well as the adjusting impact of 
combination and remote work environments (Ogbu 
et al., 2024). 
 
REFERENCES 
Abd-El-Salam, E. M. (2023). Exploring factors 

affecting Employee Loyalty through the 
relationship between Service Quality and 
Management Commitment a case study 
analysis in the iron and steel industry Al Ezz 
Dekheila Steel Company in Egypt. Cogent 
Business & Management, 10(2), 2212492. 

Adamopoulos, I. P., & Syrou, N. F. (2022). 
Associations and correlations of job stress, 
job satisfaction and burn out in public 
health sector. European Journal of Environment 
and Public Health, 6(2), em0113. 

 



  

Volume 3, Issue 3, 2025 
 

ijbijournal.com                                                | Usman et al., 2025 | Page 50 

Adamska-Chudzińska, M., & Pawlak, J. (Eds.). 
(2025). Work Engagement and Employee Well-
being: Psychosocial Support to Build Engaged 
Human Capital. Taylor & Francis. 

Agneessens, F., & Labianca, G. J. (2021). Collecting 
survey-based social network information in 
work organizations. 

Agneessens, F., & Labianca, G. J. (2021). Collecting 
survey-based social network information in 
work organizations. 

Ahsan, M. J., & Khawaja, S. (2024). Sustainable 
leadership impact on environmental 
performance: exploring employee well-being, 
innovation, and organizational 
resilience. Discover Sustainability, 5(1), 317. 

Alameddine, M., Al-Yateem, N., Bou-Karroum, K., 
Hijazi, H., Al Marzouqi, A., & Al-Adawi, S. 
(2023). Measurement of Work‐Life Balance: 
A Scoping Review with a Focus on the 
Health Sector. Journal of Nursing 
Management, 2023(1), 3666224. 

Alhaider, M., & Alqahtani, A. (2025, May). Impact 
of work–life balance on organizational 
performance with mediating effect of well-
being and organizational support as 
moderator. In Evidence-based HRM: a Global 
Forum for Empirical Scholarship. Emerald 
Publishing Limited. 

Alhaider, M., & Alqahtani, A. (2025, May). Impact 
of work–life balance on organizational 
performance with mediating effect of well-
being and organizational support as 
moderator. In Evidence-based HRM: a Global 
Forum for Empirical Scholarship. 

Ali, F. (2023). Cross-Cultural Communication: 
Exploring Linguistic and Societal 
Dynamics. Pakistan Journal of Health 
Solutions, 1(01), 11-19. 

Alsaqr, A. M. (2021). Remarks on the use of 
Pearson’s and Spearman’s correlation 
coefficients in assessing relationships in 
ophthalmic data. African Vision and Eye 
Health, 80(1), 10. 

 
 
 
 

Aruldoss, A., Berube Kowalski, K., Travis, M. L., & 
Parayitam, S. (2022). The relationship 
between work–life balance and job 
satisfaction: Moderating role of training and 
development and work environment. Journal 
of Advances in Management Research, 19(2), 
240-271. 

Austin, P. C., White, I. R., Lee, D. S., & van 
Buuren, S. (2021). Missing data in clinical 
research: a tutorial on multiple 
imputation. Canadian Journal of 
Cardiology, 37(9), 1322-1331. 

Badampudi, D., Fotrousi, F., Cartaxo, B., & Usman, 
M. (2022). Reporting consent, anonymity 
and confidentiality procedures adopted in 
empirical studies using human 
participants. E-Informatica Software 
Engineering Journal, 16(1). 

Bagis, F., & Adawiyah, W. (2022). Work-Life balance 
and work culture on employee loyalty in 
construction companies: The mediating role 
of job satisfaction. In Proceedings of the 3rd 
International Conference of Business, 
Accounting, and Economics, ICBAE (pp. 10-
11). 

Bakker, A. B., & Demerouti, E. (2018). Multiple 
levels in job demands-resources theory: 
Implications for employee well-being and 
performance. In Handbook of well-being. Noba 
Scholar. 

BELLA, K. M. J. (2023). The power of employee well-
being: A catalyst for organizational 
success. International Journal of Scientific 
Research in Modern Science and 
Technology, 2(4), 20-26. 

Bello, B. G., Tula, S. T., Omotoye, G. B., Kess-
Momoh, A. J., & Daraojimba, A. I. (2024). 
Work-life balance and its impact in modern 
organizations: An HR review. World Journal 
of Advanced Research and Reviews, 21(1), 1162-
1173. 

Bregenzer, A., Jiménez, P., & Milfelner, B. (2022). 
Appreciation at work and the effect on 
employees’ presenteeism. Work, 73(1), 109-
120. 

 



  

Volume 3, Issue 3, 2025 
 

ijbijournal.com                                                | Usman et al., 2025 | Page 51 

Cacioppo, J. T., & Cacioppo, S. (2014). Social 
relationships and health: The toxic effects of 
perceived social isolation. Social and 
personality psychology compass, 8(2), 58-72. 

Calva Jr, R. J. (2024). Skill Development and Work-Life 
Balance Support of Job Satisfaction: A 
Quantitative, Non-Experimental 
Study (Doctoral dissertation, South College). 

Celestin, M., Vasuki, M., Sujatha, S., & Kumar, A. 
D. (2024). Enhancing Employee Satisfaction 
and Engagement to Boost Productivity: The 
Role of Leadership, Culture, and 
Recognition Programs. International Journal of 
Computational Research and Development, 9(2), 
67-74. 

Cheema, S. N., & Baruch, Y. (2024). Impediments 
to progress toward discrimination-free 
workplaces: the overlooked causes of gender-
based discrimination in the Pakistan and 
UK contexts. Equality, Diversity and Inclusion: 
An International Journal. 
https://doi.org/10.1108/EDI-09-2023-0305. 

Cheema, S. N., & Jamal, W. N. (2022). An 
Empirical Study on Gender Based 
Discrimination at Pakistani Workplaces: 
Determination of the Causes of Gender 
Based Discrimination in Pakistan's Private 
Service Sector Workplaces. Sustainable 
Business and Society in Emerging 
Economies, 4(2), 327-338. 
https://doi.org/10.26710/sbsee.v4i2.2272  

Cheema, S. N., Cheema, M. N. S., & Gill, N. P. 
(2021). Occupational Stress and its 
Outcomes: The Mediating Role of 
Emotional Intelligence among Employees in 
Non-Government Organisations in 
Pakistan. Journal of Business and Social Review 
in Emerging Economies, 7(1), 1-13. 
https://doi.org/10.26710/jbsee.v7i1.1556  

Cvenkel, N. (2020). Work-life balance and well-being 
at work: Employees’ perspective to promote 
a psychologically healthy workplace. The 
Palgrave handbook of corporate social 
responsibility, 1-23. 

 
 

Cvenkel, N. (2020). Work-life balance and well-being 
at work: Employees’ perspective to promote 
a psychologically healthy workplace. The 
Palgrave handbook of corporate social 
responsibility, 1-23. 

Day, A., & Nielsen, K. (2017). 16 What Does Our 
Organization Do to Help Our Well-Being? 
Creating. An introduction to work and 
organizational psychology: An international 
perspective, 295. 

Dhanabhakyam, M., & Sarath, M. (2023). 
Psychological wellbeing: A systematic 
literature review. International Journal of 
Advanced Research in Science Communication 
and Technology, 603-607. 

Domenech, A., Kasujee, I., Koscielny, V., & 
Griffiths, C. E. (2025). Systematic Review of 
the Use of the WHO-5 Well-Being Index 
Across Different Disease Areas. Advances in 
Therapy, 1-21. 

Ekanem, E. D., & Agiren, T. E. (2025). Work-Life 
Balance and Physical Work Environment as 
Retention Strategy for Health Care 
Workers. NIU Journal of Social Sciences, 11(1), 
347-356. 

Elrayah, M., & Zakariya, A. (2023). Effects of 
employees’ mental health, physical health 
and work life-balance on employees’ 
performance and turnover 
intention. Archives of Clinical 
Psychiatry, 50(6). 

Emerald Publishing Limited.Hennicks, E., Heyns, M. 
M., & Rothmann, S. (2022). Social well-
being, job satisfaction, organisational 
citizenship behaviour and intentions to leave 
in a utility organisation. SA Journal of 
Industrial Psychology, 48, 1928. 

Estlund, C. (2003). Working together: How workplace 
bonds strengthen a diverse democracy. Oxford 
University Press. 

Faeq, D. K., & Ismael, Z. N. (2022). Organizational 
culture as a mediator between employee 
dissatisfaction and turnover 
intention. International Journal of English 
Literature and Social Sciences, 7(5), 95-108. 

 

https://doi.org/10.1108/EDI-09-2023-0305
https://doi.org/10.26710/sbsee.v4i2.2272
https://doi.org/10.26710/jbsee.v7i1.1556


  

Volume 3, Issue 3, 2025 
 

ijbijournal.com                                                | Usman et al., 2025 | Page 52 

Ghanbary Vanani, R., Danaee Fard, H., Kazemi, S. 
H., & Delkhah, J. (2024). Exploring 
workplace well-being strategies in Iranian 
public organizations: a mixed methods 
study. International Journal of Public Sector 
Management, 37(7), 913-934. 

Gulyani, G., & Sharma, T. (2018, October). Total 
rewards components and work happiness in 
new ventures: The mediating role of work 
engagement. In Evidence-based HRM: A global 
forum for empirical scholarship (Vol. 6, No. 3, 
pp. 255-271). Emerald Publishing Limited. 

Hasyim, H., & Bakri, M. (2025). Work-Life 
Imbalance: It’s Impact on Employee 
Motivation and Well-Being. Economics and 
Digital Business Review, 6(1). 

Hatem, G., Zeidan, J., Goossens, M., & Moreira, C. 
(2022). Normality testing methods and the 
importance of skewness and kurtosis in 
statistical analysis. BAU Journal-Science and 
Technology, 3(2), 7. 

Hsiung, K. S., Colditz, J. B., McGuier, E. A., Switzer, 
G. E., VonVille, H. M., Folb, B. L., & 
Kolko, D. J. (2021). Measures of 
organizational culture and climate in 
primary care: a systematic review. Journal of 
General Internal Medicine, 36, 487-499. 

Isnaini, N., Rusdiana, S., & Tan, W. (2024). 
Mitigating Human Rights Violations: A 
Critical Examination of Excessive Overtime 
Practices in the Workplace. Journal of Judicial 
Review, 26(2), 193-208. 

Jaharuddin, N. S., & Zainol, L. N. (2019). The 
impact of work-life balance on job 
engagement and turnover intention. The 
South East Asian Journal of Management, 13(1), 
7. 

Jayaraman, S., George, H. J., Siluvaimuthu, M., & 
Parayitam, S. (2023). Quality of work life as 
a precursor to work–life balance: Collegiality 
and job security as moderators and job 
satisfaction as a 
mediator. Sustainability, 15(13), 9936. 

Jolly, P. M., Kong, D. T., & Kim, K. Y. (2021). Social 
support at work: An integrative 
review. Journal of organizational 
behavior, 42(2), 229-251. 

Jordon, A. (2023). Challenges and Opportunities in 
Maintaining Data Integrity. 

Josefy, M., Kuban, S., Ireland, R. D., & Hitt, M. A. 
(2015). All things great and small: 
Organizational size, boundaries of the firm, 
and a changing environment. Academy of 
Management Annals, 9(1), 715-802. 

Judge, T. A., Klinger, R., & Li, M. (2023). Promote 
job satisfaction through mental 
challenge. Principles of Organizational 
Behavior: The Handbook of Evidence‐Based 
Management 3rd Edition, 161-178. 

Jung, H. S., Hwang, Y. H., & Yoon, H. H. (2023). 
Impact of Hotel employees’ Psychological 
Well-being on job satisfaction and Pro-social 
Service Behavior: moderating Effect of 
work–life balance. Sustainability, 15(15), 
11687. 

Jung, H. S., Hwang, Y. H., & Yoon, H. H. (2023). 
Impact of Hotel employees’ Psychological 
Well-being on job satisfaction and Pro-social 
Service Behavior: moderating Effect of 
work–life balance. Sustainability, 15(15), 
11687. 

Jung, H. S., Hwang, Y. H., & Yoon, H. H. (2023). 
Impact of Hotel employees’ Psychological 
Well-being on job satisfaction and Pro-social 
Service Behavior: moderating Effect of 
work–life balance. Sustainability, 15(15), 
11687. 

Kamboj, J. (2024). Hypothesized the relationship 
between work–family boundaries, work–life 
balance, workload, and employees’ well-
being: Moderated mediation 
analysis. Human Systems Management, 
01672533251331490. 

Kashyap, S., Joseph, S., & Deshmukh, G. K. (2016). 
Employee well-being, life satisfaction and the 
need for work-life balance. Journal of 
Ravishankar University, Part-A, 22, 11-23. 

Kelly, M., Soles, R., Garcia, E., & Kundu, I. (2020). 
Job stress, burnout, work-life balance, well-
being, and job satisfaction among pathology 
residents and fellows. American Journal of 
Clinical Pathology, 153(4), 449-469. 

 
 



  

Volume 3, Issue 3, 2025 
 

ijbijournal.com                                                | Usman et al., 2025 | Page 53 

Kocollari, U., Cavicchioli, M., & Demaria, F. (2024). 
The 5 E (lements) of employee‐centric 
corporate social responsibility and their 
stimulus on happiness at work: An empirical 
investigation. Corporate Social Responsibility 
and Environmental Management, 31(3), 1959-
1976. 

Kordsmeyer, A. C., Lengen, J. C., Kiepe, N., Harth, 
V., & Mache, S. (2020). Working conditions 
in social firms and health promotion 
interventions in relation to employees’ 
health and work-related outcomes—a scoping 
review. International journal of environmental 
research and public health, 17(11), 3963. 

Koubova, V., & Buchko, A. A. (2013). Life‐work 
balance: Emotional intelligence as a crucial 
component of achieving both personal life 
and work performance. Management Research 
Review, 36(7), 700-719. 

Liona, R. C., & Yurniardi, M. S. (2020). The 
contribution of work engagement and job 
satisfaction to workers’ psychological well-
being. Humanitas, 17(2), 94. 

Lowe, G. S. (2003). Healthy workplaces and 
productivity: a discussion paper. Minister of 
Public Works and Government Services 
Canada. 

Mabkhot, H., & Al-Ameryeen, M. F. I. (2023). 
Bridging Cultures, Building Careers: The 
Role of Diverse Work Environments in 
International Assignments. Croatian 
International Relations Review, 29(93), 209-
233. 

Maluegha, M. I., Ibrahim, M. B. H., Irawan, A., 
Yendra, Y., & Lina, R. (2024). Integrating 
Physical, Mental, and Emotional Wellbeing 
into HR Practices. Advances: Jurnal Ekonomi 
& Bisnis, 2(2), 84-96. 

Marecki, Ł. (2023). Impact of work-life balance on 
employee productivity and well-being. Journal 
of Management and Financial Sciences, (50), 
165-178. 

Nabawanuka, H., & Ekmekcioglu, E. B. (2022). 
Millennials in the workplace: perceived 
supervisor support, work–life balance and 
employee well–being. Industrial and 
Commercial Training, 54(1), 123-144. 

Nassani, A. A., Badshah, W., Grigorescu, A., 
Cozorici, A. N., Yousaf, Z., & Zhan, X. 
(2024). Participatory leadership and 
supportive organisational culture Panacea 
for job satisfaction regulatory role of work-
life balance. Heliyon, 10(16). 

Nipa, M. N., & Chowdhury, S. A. (2024). 
Investigating The Impact of Compensation 
and Benefits on Employee Job Satisfaction: 
A Quantitative Study of The Banking Sector 
in Bangladesh. Available at SSRN 5086510. 

Nurhasanah, N., Pratama, Y. A. S., & Nurmaisyah, I. 
(2023). The Effect of Job Satisfaction, Work-
Life Balance and Psychological Well-Being 
on Employee Performance at PT. 
JAS. Applied Quantitative Analysis, 2(2), 1-13. 

Ogbu, A. D., Ozowe, W., & Ikevuje, A. H. (2024). 
Remote work in the oil and gas sector: An 
organizational culture perspective. GSC 
Advanced Research and Reviews, 20(1), 188-
207. 

Oludayo, A. O., & Omonijo, D. O. (2020). Work-
life balance: The relevance of social 
support. Academy of Strategic Management 
Journal, 19(3), 1-10. 

Osemeke, M. (2016). Identification of determinants 
of organizational commitment and employee 
job satisfaction. African Research 
Review, 10(2), 81-102. 

Prottas, D. J. (2013). Relationships among employee 
perception of their manager’s behavioral 
integrity, moral distress, and employee 
attitudes and well-being. Journal of Business 
Ethics, 113, 51-60. 

Rahim, N. B., Osman, I., & Arumugam, P. V. 
(2020). Linking work-life balance and 
employee well-being: Do supervisor support 
and family support moderate the 
relationship. International Journal of Business 
and Society, 21(2), 588-606. 

Raina, R. (2022). Moving crisis to opportunities: A 
corporate perspective on the impact of 
compassionate empathic behaviour on the 
well-being of employees. International Journal 
of Global Business and Competitiveness, 17(2), 
239-255. 



  

Volume 3, Issue 3, 2025 
 

ijbijournal.com                                                | Usman et al., 2025 | Page 54 

Sahu, A., & Bhattacharya, J. (2025). Strategies, 
Opportunities, and Challenges in Mitigating 
Employee Emotional Burnout in a 
Struggling Industry and their Significance 
for Industry Revival. 

Schell, C., Godinho, A., & Cunningham, J. A. 
(2022). Using a consistency check during 
data collection to identify invalid responding 
in an online cannabis screening survey. BMC 
medical research methodology, 22(1), 67. 

Singh, J. K., & Jain, M. (2013). A study of 
employees’ job satisfaction and its impact on 
their performance. Journal of Indian 
research, 1(4). 

Singh, J. K., & Jain, M. (2013). A study of 
employees’ job satisfaction and its impact on 
their performance. Journal of Indian 
research, 1(4). 

Singh, J. K., & Jain, M. (2013). A study of 
employees’ job satisfaction and its impact on 
their performance. Journal of Indian 
research, 1(4). 

Sironi, E. (2019). Job satisfaction as a determinant of 
employees’ optimal well-being in an 
instrumental variable approach. Quality & 
Quantity, 53(4), 1721-1742. 

Smith, M. G., Witte, M., Rocha, S., & Basner, M. 
(2019). Effectiveness of incentives and 
follow-up on increasing survey response rates 
and participation in field studies. BMC 
medical research methodology, 19, 1-13. 

Spector, P. E. (2022). Job satisfaction: From assessment 
to intervention. Routledge. 

Speicher, L. L., & Francis, D. (2023). Improving 
employee experience: reducing burnout, 
decreasing turnover and building well-
being. Clinical Gastroenterology and 
Hepatology, 21(1), 11-14. 

Stankevičienė, A., Tamaševičius, V., Diskienė, D., 
Grakauskas, Ž., & Rudinskaja, L. (2021). 
The mediating effect of work-life balance on 
the relationship between work culture and 
employee well-being. Journal of Business 
Economics and Management, 22(4), 988-1007. 

 
 

Sun, X. (2024). The Influence of Work-Life Balance 
on Employee Performance with the 
Mediating Role of Employee Well-Being and 
Employee Engagement in Start-Ups of 
Shanghai City, China. Uniglobal Journal of 
Social Sciences and Humanities, 3(2), 131-141. 

Thant, Z. M., & Chang, Y. (2021). Determinants of 
public employee job satisfaction in 
Myanmar: Focus on Herzberg’s two factor 
theory. Public Organization Review, 21(1), 157-
175. 

Thomas, C. H., & Lankau, M. J. (2009). Preventing 
burnout: The effects of LMX and mentoring 
on socialization, role stress, and 
burnout. Human Resource Management: 
Published in Cooperation with the School of 
Business Administration, The University of 
Michigan and in alliance with the Society of 
Human Resources Management, 48(3), 417-
432. 

TOSUN, B., & ÖZKAN, N. (2023). THE ROLE OF 
ORGANIZATIONAL TRUST ON THE 
RELATIONSHIP BETWEEN WORK-LIFE 
BALANCE AND JOB 
SATISFACTION. International Journal of 
Eurasia Social Sciences/Uluslararasi Avrasya 
Sosyal Bilimler Dergisi, 14(51). 

Tuzovic, S., & Kabadayi, S. (2021). The influence of 
social distancing on employee well-being: a 
conceptual framework and research 
agenda. Journal of Service Management, 32(2), 
145-160. 

Verbeij, T., Pouwels, J. L., Beyens, I., & Valkenburg, 
P. M. (2021). The accuracy and validity of 
self-reported social media use measures 
among adolescents. Computers in Human 
Behavior Reports, 3, 100090. 

Wai, L. C., Isa, A. M. M., Bhandari, P., Senathirajah, 
A. R. B. S., Haque, R., Devasia, S. N., ... & 
Al-Hunaiyyan, A. (2024). Factors influencing 
job satisfaction to ensure sustainable growth 
amongst family-owned organizations in 
Malaysia. Kurdish Studies, 12(1), 3144-3173. 

 
 
 
 



  

Volume 3, Issue 3, 2025 
 

ijbijournal.com                                                | Usman et al., 2025 | Page 55 

Wu, J. R., Iwanaga, K., Chan, F., Lee, B., Chen, X., 
Walker, R., & Brooks, J. M. (2023). Positive 
organizational psychology factors as serial 
multiple mediators of the relationship 
between organization support and job 
satisfaction among peer support 
specialists. Journal of Occupational 
Rehabilitation, 33(1), 121-133. 

Yiming, L., Yan, L., & Jinsheng, Z. (2024). Effects of 
organizational climate on employee job 
satisfaction and psychological well-being: the 
role of technological influence in Chinese 
higher education. BMC psychology, 12(1), 
536. 

Zhang, N., & He, X. (2022). Role stress, job 
autonomy, and burnout: The mediating 
effect of job satisfaction among social 
workers in China. Journal of Social Service 
Research, 48(3), 365-375. 


