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 The main focus of this study is to delve into the connection 
between psychological well-being and work-life balance among 
employees at PT. Asia Paramita Indah Medan. A purposive 
sampling technique was used to select 95 employees aged 20-60 
years as participants. Data was collected using a psychological 
well-being scale consisting of 48 items and a work-life balance 
scale with 40 items. Data analysis was performed using SPSS 23. 
Normality and linearity tests were run to ensure the validity of the 
results. In order to examine the relationship between 
psychological well-being and work-life balance, the data collected 
was analyzed with Pearson Correlation. Results showed a 
negative correlation with value -0.446, indicating an inverse 
connection between psychological well-being and work-life 
balance among employees. The effective contribution was 19.9%, 
suggesting that additional variables not considered in this study 
may impact the remaining percentage, which provides a 
perspective for further studies. 
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1. INTRODUCTION  
These days, the success of an organization or company 

heavily depends on a crucial asset: human resources (HR). 
According to [1], HR refers to individuals who work within an 
organization, commonly known as employees. Human resources 
play a role as planners, executors, and decision-makers in achieving 
organizational goals [2]. Companies often impose various demands 
and work pressures on employees, expecting them to contribute 
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significantly to achieving the company's objectives [3]. The 
presence of HR in a company is highly important, as it determines 
the direction and goals of the organization [4].  

High-quality HR has become an essential need in today’s 
world. Employees are responsible for meeting the company's 
demands and completing tasks within deadlines [5]. The high 
workload often causes employees to feel exhausted, spending most 
of their time working. Increased work and family pressures 
frequently lead to conflicts, especially when one role requires time 
and complex behavior, making it difficult for employees to fulfill 
other role requirements [6]. Heavy workloads lead to employees 

feeling exhausted as they tend to dedicate most of their daily lives to 
their jobs. Increased pressure from work and family can frequently cause 

conflicts, especially when a role demands complex time commitments 

and behaviors, making it difficult for employees to fulfill the needs of 

other roles. Furthermore, if companies fail to provide employee rights 

in a timely and fair manner, it can significantly increase pressure on 

staff.  
Furthermore, if a company does not provide employees with 

their rights in a timely and fair manner, it can add to their stress. 
The high workload caused stress, and they needed a break, such as 
a vacation. However, their leave request was denied by their 
supervisor, citing the heavy workload that could not be handled by 
other colleagues. This situation inevitably affects employees' 
psychological well-being in both their personal and professional 
lives. The high workload led to significant stress, and they needed time 

off for activities like vacations. High work pressure and a lack of 

company support make it challenging for employees to achieve 

psychological well-being, which is crucial for them when they are 

actually a crucial asset to the company [7]. Individuals who are free from 

psychological pressure or disturbances can function optimally and are 

mentally healthy, are considered to have psychological well-being [8]. 

This condition includes an individual's ability to manage stress and 

achieve mental balance [9]. Employees often experience disruptions 
when their rights are not fulfilled. High job pressures and a lack of 
support from the company make it difficult for employees to achieve 
psychological well-being, which is crucial for them [10]. 
Psychological well-being refers to a condition where an individual 
is not only free from mental distress or pressure but also has a 
healthy and optimally functioning [11]. This condition includes the 
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ability to manage stress and achieve mental balance. One element 
that contributes to psychological well-being is finding harmony 
between personal life and work responsibilities, commonly known 
as work-life balance [12].  

On the other side, [13] Explain five main components of 
psychological well-being: (a) Self-acceptance, the ability to accept 
oneself, including strengths and weaknesses, and maintain a 
positive outlook on the past. (b) The ability to foster positive 
relationships, cultivating love, trust, and healthy connections with 
others. (c) Autonomy is the ability to regulate one's life without 
social pressure and independently manage it. (d) Environmental 
mastery is the ability to be aware of and adapt to one's environment 
while developing oneself. (e) Purpose in life, having clear goals, and 
meaning in life. (f) Personal growth, openness to new experiences, 
and developing one's potential.  

Employees' ability to balance work demands with personal 
needs, supported by a positive work environment, plays a crucial 
role in enhancing their psychological well-being [14]. Therefore, the 
objectives of this study are to examine the relationship between 
work-life balance and psychological well-being among employees 
[15]. A study shows that [16] the following key factors contributing to 

psychological well-being: Self-acceptance: The ability to accept oneself, 

including both strengths and weaknesses, and maintain a positive 

outlook on past experiences. Positive relationships with others: The 

capacity to foster love, trust, and harmonious, supportive relationships 

with others [17]. Autonomy: The ability to manage one's life 

independently, free from social pressure. Environmental mastery: The 

capacity to be aware of and responsive to one's surroundings, and to 

develop oneself within them. Purpose in life: Having clear goals and 

meaning in life. Personal growth: Openness to new experiences, which 

enables the development of one's full potential. 
The balance between work and personal life directly impacts 

employees' psychological and mental health. Define work-life balance 

as an equal distribution of time and energy across work and personal 

roles (including family, friends, and culture), and the ability to manage 

both effectively [14]. The dimensions of work-life balance include: 

Work Interference with Personal Life (WIPL): This refers to the extent 

to which work responsibilities and demands negatively impact one's 

personal life [16]. Personal Life Interference with Work (PLIW): This 
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describes how personal matters and responsibilities negatively affect 

one's work performance or ability to fulfill job duties. Personal Life 

Enhancement of Work (PLEW): This dimension highlights how positive 

aspects of one's personal life can improve or enhance work performance. 

Work Enhancement of Personal Life (WEPL): This refers to the ways in 

which positive experiences or aspects of one's work life contribute to the 

enhancement or enrichment of personal life. These dimensions further 

clarify that there is something affecting the relationship between work 

and personal psychology in employees' experiences in a company. An 

employee's ability to align work demands with personal needs plays a 

crucial role in boosting their psychological well-being, especially when 

supported by a positive work environment. Given the explanations 

above, we are keenly interested in exploring these two variables as the 

primary focus of this research. The objective of this study is to analyze 

how employees' work-life balance influences their psychological well-

being at the company. 

 
2. METHOD 

This study employs a quantitative research method, relying 
on the philosophy of positivism as a scientific approach. It is used to 
study a population or sample, and the data obtained is analyzed 
quantitatively to measure the influence of two or more variables. 
Variables that are measured are psychological well-being as the 
dependent variable and work-life balance as the independent 
variable. The dependent variable is influenced by the independent 
variable, while the independent variable makes modifications to the 
dependent variable [18].  

A population refers to the entire group of subjects involved 
in the study, whereas a sample is a subset of the population that is 
the focus of the research [19]. The sampling technique used in this 
study is purposive sampling. Purposive sampling is a method of 
selecting samples based on specific criteria relevant to the research 
objectives [20]. This approach focuses on selecting units that are 
rich in information and are most likely to contribute valuable 
insights to address the specific research questions [21]. This 
technique enables researchers to intentionally choose participants 
who have particular characteristics or experiences that are 
essential for the study [22]. 

This study began with a trial phase on October 19, 2024, at 
CV. Kreasi Makmur Gemilang, Medan, involving 84 employees who 
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completed psychological well-being and work-life balance scales to 
validate the instruments before the main study. The final research 
was conducted on 95 employees of PT. Asia Paramita Indah Medan, 
drawn from a population of 130, in accordance with Isaac and 
Michael’s table for a 5% margin of error. Inclusion criteria were 
employees aged 20–60 years, with at least one year of tenure, and 
permanent employment status, to ensure relevant and informed 
perspectives on work-life balance and psychological well-being. CV. 
Kreasi Makmur Gemilang was selected for the trial as it operates in 
a similar service-oriented sector, offering a comparable 
organizational context for instrument testing. The chosen sample 
and method aimed to ensure statistical representativeness and the 
reliability of the research instruments. 

Data for this study was collected using questionnaires 
comprised of structured statements [18] Administered directly to 
respondents. The scales employed were Summated Rating Scales, 
featuring both favorable and unfavorable statements. For favorable 
statements, response options were assigned values as follows: 
Strongly Agree (SA) = 4, Agree (A) = 3, Disagree (D) = 2, and Strongly 
Disagree (SD) = 1. Conversely, unfavorable statements were 
reverse-scored: Strongly Agree (SA) = 1, Agree (A) = 2, Disagree (D) 
= 3, and Strongly Disagree (SD) = 4. The measurement of 
psychological well-being was operationalized based on the six 
dimensions proposed by Snyder and Lopez (as cited in Cynthia et 
al., 2021). This specific scale consists of 48 statement items in total, 
evenly divided into 24 favorable and 24 unfavorable statements, 
designed to comprehensively capture the multifaceted nature of 
psychological well-being. 

 
Table 1. Design of Psychological Well-being’s Items 

 
No. Dimensions of Psychological 

Well-being 
Item Numbers Total 

Favourable Unfavourable 
1. Self-acceptance 1,2,3,4 5,6,7,8 8 
2. Positive relationships with others 9,10,11,12 13,14,15,16 8 
3. Autonomy 17,18,19,20 21,22,23,24 8 
4. Environmental mastery 25,26,27,28 29,30,31,32 8 
5. Purpose in life 33,34,35,36 37,38,39,40 8 
6. Personal growth 41,42,43,44 45,46,47,48 8 

Total 24 24 48 
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This scale consists of 40 statement items, divided into 20 favorable 
items and 20 unfavorable items 
 

Table 2. Design of Work-Life Balance’s Items 

 
No. Dimension of Work-life 

Balance 
Item Numbers Total 

Favourable Unfavourable 

1. Work iInterference iwith 
Personal iLife i(WIPL) 

1,2,3,4,5 6,7,8,9,10 10 

2. Personal  iLife iInterference with 
iWork i(PLIW) 

11,12,13,14,15 16,17,18,19,20 10 

3. Personal iLife iEnchancement 
iof iWork (PLEW) 

21,22,23,24,25 26,27,28,29,30 10 

4. Work iEnchancement iof 
Personal iLife i(WEPL) 

31,32,33,34,35 36,37,38,39,40 10 

Total 20 20 40 

 
The research scale will first be tested to verify its accuracy and 

consistency. The validity test aims to assess whether a questionnaire is 

accurate or not [23]. It is measured by corrected item-total correlation 

method [24]. Before data analysis is conducted, a normality test and a 

linearity test must be performed using IBM SPSS Statistics 20. The 

normality test attempts to evaluate whether the collected data follows a 

normal distribution [23]. Based on the Kolmogorov-Smirnov Test, data 

is considered evenly distributed provided that the significance value > 

0.05. That means if the significance value < 0.05, the data is not 

normally distributed. A linearity test was also performed to ascertain if 

a significant linear relationship existed between the variables [25]. This 

test is fundamental for both correlation and linear regression analyses. 

We used Analysis of Variance (ANOVA) for linearity testing. Variables 

were considered to have a linear relationship if the significance value of 

the linearity was less than 0.05 (p < 0.05). Conversely, if the probability 

value was greater than or equal to 0.05, the relationship between the two 

variables would be considered non-linear. Once these statistical 

assumptions were met, we proceeded with correlation analysis using the 

Pearson Product-Moment Correlation (Pearson Correlation) technique 

via IBM SPSS Statistics 20. This method was chosen to measure both 

the direction and strength of the linear relationship between our study 

variables. 
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Relationship Between Variables 

 

Y 
 

 

X 

 

Psychological Well-Being (Y) 

 

 

Work-Life Balance (X) 

 

 

(X, Y) 
 

 

 
3. RESULTS AND DISCUSSION  

Final trial results of 48 statements of the psychological well-
being scale indicated that 39 items were deemed valid. The valid 
items had correlation values (r) ranging from 0.315 to 0.702. 
Meanwhile, the other nine items were considered invalid as they 
had correlation values below 0.3. The item is considered valid if the 
validity coefficient (r) ≥ 0.3 by the corrected item-total correlation 
method. Conversely, if the value (r) < 0.3, the item cannot be used 
for further analysis. The validity test for the work-life balance scale 
was conducted using the same method, resulting in 21 items 
meeting the validity criteria. The correlation values (r) for these 
items ranged from 0.335 to 0.598. Meanwhile, 19 other items were 
considered invalid as they had correlation values below the 
specified threshold. 

The next phase of testing was assessing the reliability of the 
items using Cronbach’s Alpha measurement. This test was 
conducted after eliminating the invalid items from both scales to 
ensure that the data obtained remained consistent in measuring the 
same objects. A research tool is considered reliable if the reliability 
coefficient (r) ≥ 0.9, while it is classified as unreliable if (r) < 0.8. The 
results showed that the reliability coefficient for the psychological 
well-being scale was 0.923, while for the work-life balance scale, it 
was 0.973. These findings indicated both scales were reliable and 
suitable for further use in the research phase. 
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Table 3. Valid and Invalid Items in the Psychological Well-Being Item 

 

No. Dimensions 

Item Numbers 
Total 
Valid 
Items 

Favourable Unfavourable 

Valid Invali
d 

Valid Inva
lid 

1 Self-acceptance 1, 2, 4 3 5, 6, 7, 8 - 7 

2 Positive 
relationships with 
others 

11 9, 10, 
12 

13, 15, 
16 

14 4 

3 Autonomy 19, 20 17,18 22, 23, 
24 

21 5 

4 Environmental 
mastery 

25, 26, 
27, 28 

- 29, 30, 
32 

31 7 

5 Purpose in life 33, 34, 
35, 36 

- 37, 38, 
39, 40 

- 8 

6 Personal growth 41, 42, 
43, 44 

- 45, 46, 
47, 48 

- 8 

Total 18 6 21 3 39 
 

 
Table 4. Valid and Invalid Items in the Work-Life Balance Scale 

 

No. Dimensions 

Item Numbers Total 
Valid 
Items 

Favourable Unfavourable 

Valid Invalid Valid Invalid 

1 Work  Interference 
with Personal Life 
(WIPL) 

1, 2, 3, 
4, 5 

- 6, 8, 
9, 10 

7 9 

2 Personal Life 
Interference with 
Work (PLIW) 

12,14 11, 13, 
15 

16,17 18, 19, 
20 

4 

3 Personal Life 
Enhancement of 
Work (PLEW) 

21, 22, 
23, 24 

25 26, 
29 

27, 28, 
30 

6 

4 Work Enhancement 
of Personal Life 
(WEPL) 

32 31, 33, 
34, 35 

37 36, 38, 
39, 40 

2 

Total 12 8 9 11 21 
 

After the trial phase was completed, the research continued 
on November 8, 2024, at PT. Asia Paramita Indah, located at H. 
Adam Malik Street No. 159 A, Medan, involves 95 employees aged 
20-60 years. The variables psychological well-being and work-life 
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balance were tested using Pearson's Product-Moment Correlation 
in SPSS 20 to obtain data collection results. The psychological well-
being scale, consisting of 39 statement items with four answer 
choices, had values between 1 and 4. Therefore, the total score 
range on this scale varied from a minimum value of 39 (39 × 1) to a 
maximum value of 156 (39 × 4). The hypothetical mean was 
calculated using the formula (156 + 39) ÷ 2, resulting in an average 
value of 97.5. Meanwhile, the hypothetical standard deviation was 
calculated using the formula (156 − 39) ÷ 6, yielding a result of 
16.25. The empirical data obtained from the analysis of the 
psychological well-being scale showed an average score of 108.21, 
which is above the hypothetical data value of 97.5. This indicates 
that the respondents' psychological well-being was significantly 
higher than initially estimated. 
 
Table 5. Comparison between Empirical and Hypothetical Data of Psychological 

Well-being 
 

Variable 
Empirical 

SD 
Hypothetical 

SD 
Min Max Mean Min Max Mean 

Psychological 
Well-Being 

73 144 108.21 12.91 39 156 97.5 16.25 

 

Respondents were grouped into three degrees of psychological 
well-being: low, moderate, and high, which were divided based on a 
normal distribution and segmented into three parts of the standard 
deviation. Using the grouping formula, the categories were 
determined as follows:  Low : ( x < (97.5 – 16.25) = x < 81.25 ); 
Moderate : ( (97.5 – 16.25) ≤ x < (97.5 + 16.25) = 81.25 ≤ x < 113.5 
); and High : ( x ≥ (97.5 + 16.25) = x ≥ 113.5). The scale showed two 
employees with a low degree of psychological well-being, 60 
employees with a moderate degree, which is the dominant, and 33 
employees with a high degree of psychological well-being. 

 
Table 6. Categorization of Respondents’ Level of Psychological Well-Being 

 
Variable Score Range Category Total (n) Percentage 

Psychological 
Well-Being 

x < 81.25 Low 2 2.1% 

81.25 ≤ x < 113.5 Moderate 60 63.2% 

x ≥ 113.5 High 33 34.7% 

Total 95 100 
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The work-life balance scale, which consists of 21 items with 

four answer options ranging from one to four, has a score value 
between 21 and 84.  Using the formula for the hypothetical mean: 
(84 + 21)/2, the mean value is 52.5. The hypothetical standard 
deviation in this study is calculated as ((84-21): 6), resulting in 10.5.  
The empirical data obtained from the analysis of the scale shows a 
mean of 108.21, which is above the hypothetical mean of 52.5. This 
indicates that the respondents' work-life balance is significantly 
higher than initially expected. 
 

Table 7. Comparison between Empirical and Hypothetical Data of Work-Life 
Balance 

 

Variable 
Empirical 

SD 
Hypothetical 

SD 
Min Max Mean Min Max Mean 

Work-life 
Balance 

73 144 108.21 12.93 21 84 52.5 10.5 

 
Respondents were categorized into three work-life balance 

categories: low, moderate, and high. The low category is defined as 
x<(52.5–10.5)=x<42x < (52.5 – 10.5) = x < 42, the moderate 
category as (52.5–10.5)≤x<(52.5+10.5)=42≤x<63(52.5 – 10.5) ≤ x < 
(52.5 + 10.5) = 42 ≤ x < 63, and the high category as 
x≥(52.5+10.5)=x≥63x ≥ (52.5 + 10.5) = x ≥ 63. The results showed 
that 49 employees had a moderate degree of work-life balance, 
which is also the dominant, and the other 46 employees had a high 
degree of work-life balance. 

 
Table 8. Categorization of Respondents’ Work-Life Balance 

 

Variable Score Range Category 
Total 

(n) 
Percentage 

Work-life Balance 

x < 42 Rendah 0 0% 

42 ≤ x < 63 Sedang 49 51.6% 

x ≥ 63 Tinggi 46 48.4% 

Total 95 100 

 
An assumption test was then carried out to determine if 

there are any anomalies in the collected data, which are normality 
and linearity tests. Normality test attempts to ensure whether the 
research data follows a normal distribution. The method used is the 
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Kolmogorov-Smirnov Test, in which the sample is considered 
evenly distributed under the condition that the significance value 
(P) is greater than 0.05. Results show a KS-Z coefficient of 1.030 
with a 2-tailed significance value of 0.239 for the psychological well-
being variable. Since this study uses a one-tailed hypothesis, the 1-
tailed significance value is 0.1195 (p >0.05). This suggests that the 
psychological well-being variable is evenly distributed. Meanwhile, 
for the work-life balance variable, the KS-Z coefficient is 1.024, with 
a 2-tailed significance value of 0.246. The 1-tailed significance value 
for the one-tailed hypothesis is 0.123 (P>0.05), indicating that the 
work-life balance variable also follows a normal distribution. 

 
Table 9. Normality Test 

 

Variables SD KS-Z Sig P Remarks 

Psychological Well-
Being 

12.936 1.030 0.1195 P>0.05 Normal 

Work Life Balance 6.766 1.024 0.123 P>0.05 Normal 

 
The following procedure required performing a linearity test, 

which attempts to establish whether the two tested variables have 
a significantly linear relationship. Using the Analysis of Variance 
(ANOVA) method, a probability value of less than 0.05 means a 
linear relationship between the variables. The result showed a 
probability value of 0.000, which indicates the relationship between 
the two variables is linear. 

 
Table 10. Linearity Test 

 
Variable F Sig Remark 

Psychological Well-being and Work 
Life Balance 

25.003 0.000 Linear 

 

The subsequent stage was conducting a hypothesis testing, 
which aims to determine whether there is a positive correlation 
between work-life balance and psychological well-being among 
employees at PT. Asia Paramita Indah Medan. Results showed a 
Pearson correlation coefficient (r) of -0.446 with a significance 
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value (p) of 0.000 (p < 0.05). This indicates both variables in the 
study are correlated with each other negatively, meaning that the 
correlation does not align with the initial hypothesis. The coefficient 
of determination (R Square) is 0.199, indicating that only 19.9% of 
the changes in work-life balance influence psychological well-being, 
while the remaining 80.1% is affected by other indicators. 

 
Table 11. Variance Explained 

 
R R Square Variance Explained 

-0.446 0.199 19.9% 
 

Uniform results are shown in previous research performed 
by Frisdayanti and Handoyo (2021) in their study titled "Pengaruh 
Work-Life Balance terhadap Psychological Well-Being pada 
Karyawan Work from Home." The study concluded that work-life 
balance negatively correlates with psychological well-being among 
106 employees working from home. Similarly, a study by Esterina 
[26] Produced comparable results. Their research was conducted 
on 63 lecturers at University P, a religious-based university in 
Purworejo, with respondents having at least one year of work 
experience. The study, titled "Effect of Perceived Career 
Development and Work-Life Balance on Psychological Well-Being of 
Lecturers," found that psychological well-being was only 10.4% 
influenced by career growth perception and balancing work and 
personal life, with both factors showing a negative impact on 
psychological well-being. 

The results suggest that although some employees strive to find 

balance between their personal and professional lives, due to a lack of 

leave entitlements and excessive working hours, their psychological 

well-being remains stable. This can be explained by the presence of 

pension benefits from the company or financial bonuses that may serve 

as motivation for employees to achieve their life goals. Additionally, the 

collegial environment among company members can be another 

supporting factor for the psychological well-being of employees at PT 

Asia Paramita Indah Medan. 
A primary limitation of this study is the unexpected negative 

correlation, which contradicts the initial hypothesis, leading to its 
rejection. This discrepancy may be influenced by unexamined 
factors present at the research site. To enhance future research, it is 
recommended that additional mediating factors be considered to 
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better understand how work-life balance impacts psychological 
well-being. Future studies should also explore approaches to 
improve employees' psychological well-being from different 
variable perspectives. 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 1. Research result 
 
4. CONCLUSION  

This study aimed to examine the relationship between work-
life balance and psychological well-being among employees at PT. 
Asia Paramita Indah Medan. Contrary to our initial hypothesis, 
which anticipated a significant positive relationship, the findings 
revealed a negative correlation between work-life balance and 
psychological well-being. Specifically, work-life balance was found 
to contribute 19.9% of the variance in psychological well-being, 
indicating a statistically significant, albeit inverse, association in 
this context. Consequently, the initial hypothesis proposing a 
positive relationship was not supported. At the same time, work-life 
balance initiatives are valuable to organizations, particularly PT. 
Asia Paramita Indah Medan should critically examine the 

ASSUMPTION TEST 
• Data are normally distributed 
• There is a linear relationship between variables 

CORRELATIONS RESULT : 
r = -0.446 (p = 0.000) 
significant negative relationship 

EXPLAINED VARIANCE : 
R2 = 0.199 
• Work-life balance explains 19.9% of the variance in psychological 

well-being 
• 80.1 % is explained by other factors 

CONCLUSSION : 
Positive hypothesis is rejected 
• Work-life balance is negatively associated with psychological well-

being 
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underlying factors that might lead to such an inverse relationship. 
This includes scrutinizing specific company policies (e.g., pension 
benefits, annual bonus, and others), organizational culture, and 
leadership practices that might inadvertently create a perceived 
burden or reduce autonomy, even when a 'balance' appears to be 
achieved. Companies should prioritize cultivating a supportive, 
valuing, and comfortable work environment where employees feel 
genuinely appreciated and psychologically safe. Providing 
accessible mental health support resources is also crucial, offering 
employees avenues to cope with stress, overwhelm, and lack of 
motivation, regardless of their work-life balance status. This study's 
findings, particularly the negative correlation, highlight several 
avenues for future research. While our model explained 19.9% of 
the variance, a substantial portion remains unaccounted for. Future 
studies should therefore explore additional mediating or 
moderating variables that could influence the work-life balance-
psychological well-being relationship. This includes investigating 
the impact of specific job roles, leadership styles, organizational 
commitment, and detailed company policies on employee well-
being. For employees, this research hopefully reinforces the 
importance of actively maintaining their psychological well-being, 
including through an effective work-life balance strategy.  
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