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BACKGROUND

Studying well-being at work and how it is related to em-
ployees’ work-home interactions has been of great concern
to both researchers and policy-makers in recent years. The
aim of this study is to investigate the status of well-being
at work of young Vietnamese employees working in Hanoi
city and how dimensions of their work-home interaction
contribute to their well-being at work.

PARTICIPANTS AND PROCEDURE

A self-administered questionnaire survey was conducted on
675 Vietnamese employees whose age was under 35 years.
Demo and Paschoal’s well-being at work scale and the Sur-
vey Work-Home Interaction — Nijmegen (SWING) scale
were applied to measure employees’ well-being at work
and work-home interactions respectively. The control vari-
ables include employees’ sex, marital status, working ten-
ure, work position, mentoring, and type of organization.

RESULTS
This study documented differences in the status of well-
being at work between groups by gender, work position,

mentoring, whereas no difference was found between
groups in age, marital status, working tenure or types of
organization. Regression results demonstrated that alto-
gether positive work-home, negative work-home, positive
home-work interactions and work position can explain
quite well the variance of employees’ well-being at work,
and the predictive power of positive interaction for well-
being at work was significantly stronger than that of work
position and negative work-home interaction.

CONCLUSIONS

Our results suggested that to promote employees’ well-
being at work, organizations should invest in boosting
the positive interactions between work and home life of
employees. Work position, gender issue and mentoring are
also meaningful determinants of well-being at work.
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BACKGROUND

What is the status of well-being at work and how is
it related to the interactions between work and home
affairs among Vietnamese employees? This is a cru-
cial question for not only organization managers but
also for policy-makers, especially in this transition
period when Vietnam is experiencing a very fast
pace of economic development and social changes.
It has been acknowledged that the balance between
work and home domains imposes a remarkable ef-
fect on employee well-being (Gervais et al., 2013). In
turn, employees’ well-being at work plays vital role
in determining the productivity, stability and de-
velopment of the organization in particular and the
economy in general (Di Fabio, 2017; Haddon, 2018).
However, the interactions between work and home
life become more and more challenging in workforc-
es due to modern issues such as the growing number
of dual-earner couples or single parents in a variety
of contexts. Dikkers et al. (2007), when reviewing
research on this topic, stated that 40% of employed
parents in the US experienced interference between
work and home life, and this rate was even higher
among Dutch and Canadian employees. Geurts et al.
(2005, p. 333) further pointed out that the negative
impact appears to originate more often from work
than from the home domain, since “work boundar-
ies were less flexible than home boundaries due the
forced structure and obligatory nature of paid work”.

In Vietnam, the question of how work-home in-
teraction affects employees’ well-being at work is of
great importance. Beside practical implications that
studying employees’ well-being at work and its as-
sociation with work-home interactions may bring
about to both organizational and societal manage-
ment, investigation of these issues in the context of
an Asian economy like Vietnam where it is experienc-
ing a transition from a central-command to market-
based, from agricultural to industrial economy may
contribute more understanding of this association
and the broader interactions between social factors
(such as economics, culture, or law) and individual
issues (such as value orientations, family, or career).

Unfortunately, little is known about the associa-
tion between work-home interactions and Vietnam-
ese employees’ well-being at work. Psychological
studies on Vietnamese employees have been con-
ducted since 2000s with a focus on their work moti-
vation and job satisfaction and how these issues were
related to social demographic and organizational fac-
tors (Nguyen, 2012). Regarding the interaction be-
tween work and home, most of the existing studies
on Vietnamese employees concentrated on examin-
ing how family affects achievements in work espe-
cially among female employees (Le, 2015), instead
of considering the mutual effects between work and
home.

This study is one of the first efforts to explore the
association between work-home interaction and the
well-being at work of Vietnamese employees. In line
with previous studies on this topic and considering
specific conditions of the Vietnamese context, this
study examines this association with regard to some
individual-family factors such as gender, age, marital
status, number of children; work tenure; and orga-
nizational factors such as mentoring (i.e. whether
organizations provide supportive resources to em-
ployees); and types of organizations (public vs. non-
public organizations). Advised by previous studies
(e.g. Guest, 2002; Kossek et al., 2011; Sok et al., 2014)
that balancing work and home life is increasingly
difficult for high-skilled employees, this study was
conducted on young Vietnamese and highly educat-
ed employees who have completed higher education
programs.

KEY CONCEPTS AND LITERATURE
REVIEW

WELL-BEING AT WORK

Well-being, one of the most interesting concepts in
psychological studies, can be categorized into two
types as suggested by Warr (1987): context-free and
context-specific well-being. According to Taris and
Schaufeli (2015), the difference between these two
types is that context-free, or sometimes called global/
general well-being, does not focus on any particular
area of life while well-being at work is considered as
a result of the employee’s work experiences at the
workplace.

Well-being at work has been conceptualized in
various ways and it seems difficult to establish a uni-
form definition. The literature of employee’s well-
being demonstrates that it can be understood and
evaluated by various indicators which fall into one
of the opposite sides at work that employees can ex-
perience: satisfaction vs. dissatisfaction, pleasure vs.
displeasure, psychological and physical wellness vs.
illness, investment vs. divestment, etc. In a broader
overview, the conceptualization of well-being at work
traditionally follows two approaches: hedonism and
eudaimonism. The former refers to the affective state
of well-being and maintains that positive emotion
and pleasure in general are the ultimate goal of life
(Diener et al., 1999). In this perspective, individual
well-being can be examined by indicators reflecting
positive vs. negative affect, happiness and life satis-
faction. Meanwhile, the latter approach focuses on
the actualization of human potentials, and in this
way individual well-being is examined in six aspects:
self-acceptance, positive social relation, autonomy,
environmental mastery, purpose in life, and personal
growth (Ryff, 1989; Ryff & Keyes, 1995). In sum, the
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eudaemonist approach emphasizes individual flour-
ishing and fulfillment (Page & Vella-Brodrick, 2009).

Accordingly, the research of well-being at work,
inspired by numerous studies in general well-being
(Taris & Schaufeli, 2015), has used various indicators
to evaluate it. For example, based on the hedonism
approach, van Dierendonck et al. (2004) adopted two
indices of well-being at work, i.e. job-related depres-
sion and anxiety symptoms and context-free related
mental health issues among employee. On the other
hand, Park and Searcy (2012) studied employee’s
well-being by simply three items reporting the de-
gree to which the job had made the individual feel
tense, worried, and uneasy in the past few weeks. In
Vietnam, it seems that the question of well-being at
work is not yet of interest to researchers because of
the absence of studies on this subject directly. Most
of the studies follow hedonism perspective by focus-
ing on employee’s job satisfaction (e.g. Tran et al.,
2013), or depression symptoms at work (e.g. Tran
et al, 2019). Based on the eudaimonism approach,
Jonge et al. (2000) evaluated employee’s well-being
by job satisfaction, emotional exhaustion, physical
health symptoms, and psychosomatic health com-
plaints, regarding job strain and effort-reward imbal-
ance; and by job satisfaction, emotional exhaustion,
and work motivation in another study (Jonge et al.,
2001); Bond and Donaldso-Feilder (2004) studied em-
ployee’s well-being by job satisfaction, physical well-
being and general mental health; while Schaufeli
et al. (2008) carried out a study in an effort to ex-
amine whether workaholism, burnout, and work
engagement are three different kinds of employee’s
well-being, or three of a kind. The authors confirmed
the multifaceted nature of well-being at work.

However, some researchers have recently claimed
that these two approaches are not enough to under-
stand well-being at work (Delle Fave et al., 2011),
based on the fact that most people experience high
level of well-being in either the hedonist or eudai-
monist aspect, but not both (Keyes et al., 2002). Thus,
it is possible that insisting on a single perspective
when studying well-being at work can only demon-
strate either the employee’s level of happiness or de-
scribe his/her meaning and self-achievement at work.
While in regard to the job-specific domain, pleasure
experience was found to be an essential element in
judging well-being at work (Paschoal et al., 2010), in
addition, employee’s fulfillment and flourishing were
also seen as important factors of well-being at work
(Taris & Schaufeli, 2015).

In this study, we adopted the perspective that well-
being at work, as suggested by previous studies (Delle
Fave et al.,, 2011; Demo & Paschoal, 2016), should be
examined by combining hedonist and eudaimonist
aspects. It is because this study was conducted on
young employees with a high academic level, who
often have a strong need to perform their skills and
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express their values at work in order to meet com-
plicated job expectations and demands in the context
of labor market changes (Tomlinson, 2012), especially
for young Vietnamese graduate employees in the
context of socio-economic transition which provides
them many new challenges in their professional in-
tegration. Personal values at work, such as fulfilling
personal potential or expressing one’s self-efficacy
at work, which were not respected in the centrally
planned and subsidized economy in Vietnam before
the Economic Renovation, have now become more
and more important in the workplace, especially
among intellectual employees. Thus, to obtain well-
being at work employees must at the same time expe-
rience positive affect and have a sense of fulfillment
at work. Therefore, it seems suitable to apply a com-
bination of hedonist and eudaimonist perspectives in
examining well-being at work in this study.

WORK-HOME INTERACTIONS

Several studies have acknowledged the significant
relationship between well-being at work and work-
home interactions. Compared to well-being at work,
work-home interactions have stepped on the stage
more lately but have quickly become a matter of
great concern among researchers, organization man-
agers, and policy makers in Western societies (Sok
et al., 2014). As to the concept of well-being at work,
there is no uniform conceptualization of work-home
interaction. The mutual effects between the work and
the home domain have been studied under various
conceptual umbrellas and can generally be catego-
rized into two points of view: individual focus and
organizational focus. When being seen as an individ-
ual issue, the mutual interaction between work and
home life has been examined as work-family conflict
(e.g. Judge et al., 2006), work-home interference (Ver-
weij et al,, 2017), work-home interactions (Geurts
et al., 2005), or an individual’s strategies to reconcile
work and private life. In the broader approach, this
issue, often called work-home culture, has been ex-
amined as organizational strategies to improve the
supportive association between work and home life
of employees.

Despite the differences, the key idea underlying
these concepts is, as explained by Van Aarde and Mo-
stert (2008), that “work” and “home” were not sepa-
rate domains; instead, they are highly interrelated. As
written by Van Aarde and Mostert (2008, p. 2), “work
can be defined as a set of (prescribed) tasks that an
individual performs while occupying a position in
an organization. Home (or non-work) may refer to
activities and responsibilities within the family do-
main, as well as to activities and obligations beyond
one’s own family situation. It also involves activities
(within and beyond the family domain) that cannot



simply be considered leisure or spare time, because
they involve (similar to the work domain) obligations
and responsibilities (e.g. household activities, care-
giving responsibilities and social obligation)”.

There are different ways to conceptualize and
measure the interaction between work and home life
of employees. In this study we applied the Survey
Work-Home Interaction — Nijmegen (SWING) scale
(Geurts et al., 2005) because it represents quite a com-
prehensive approach and has been popularly applied
in various contexts (Rost & Mostert, 2007). This scale
was developed as an effort to combine the two promi-
nent theoretical approaches explaining how work and
home interact with each other. The first one, the role
scarcity hypothesis, holds that playing multiple roles
in the condition that resources such as time or energy
are limited creates inter-role conflicts over such lim-
ited resources, which in turn results in pressure on
individuals. On the other hand, the role enhancement
hypothesis proposes that playing work- and home-re-
lated roles supports each other by producing resourc-
es such as energy mobilization and skills acquisition,
hence facilitating the individual’s functioning in both
domains. Whereas empirical evidence mostly demon-
strates the negative effects and rarely reveals the pos-
itive effects of work and home on each other, Geurts
et al. (2005) believe that the interactions between
these two crucial life spheres contain both positive
and negative impacts, and define work-home inter-
action as an interactive process in which a worker’s
functioning in one domain (e.g. home) is influenced
by (negative or positive) load reactions that have built
up in the other domain (e.g. work).

Accordingly, Geurts and colleagues (2005) devel-
oped a measure of work-home interaction which
represents two dimensions, the direction of the effect
(i.e. impact of work on private life and vice versa),
and the quality of the effect (i.e. negative and posi-
tive impacts). Hence, there are four interactions mea-
sured by the SWING scale: negative impact of work
on home (negative WHI), positive impact of work on
home (positive WHI); negative impact of home on
work (negative HWI) and positive impact of home on
work (positive HWI).

Many studies on the associations between work-
home interactions and well-being at work find that
positive interactions increase employees’ well-being
at work in general (Garrosa-Hernandez et al., 2013),
supporting the role enhancement hypothesis. At the
same time, research on the relationship between
negative work-home interactions (sometimes called
work-home interference) documents that nega-
tive work-home interactions result in a low level of
well-being in many ways, supporting the role scar-
city hypothesis. Dikkers et al. (2007), reviewing sev-
eral studies on this topic, documented that negative
work-home interactions relate to greater psychologi-
cal distress, anxiety disorders, mood disorders, lower

life satisfaction, lower job satisfaction and also lower
family satisfaction.

In accordance with the findings of previous stud-
ies, we hypothesize that positive work-home inter-
actions are positively, whereas negative work-home
interactions are negatively, related to young Viet-
namese employees’ well-being at work.

CONTROL VARIABLES

Even though existing literature on well-being at work
has popularly focused on individual attributes, recent
years have seen a call for an approach that incorpo-
rates both individual traits and socio-political and
organizational factors of well-being at work (Raven-
swood, 2017). In response, we included in our analy-
sis some personal (gender, age, work position, work
tenure, and marital status) and organizational factors
(mentoring, types of organizations) which have been
observed as strongly related to employees’ well-being.

Gender is found to be significantly related to em-
ployee’s well-being at work in many studies. It is
observed that gender is associated with psychologi-
cal distress, depression, anxiety and other psycho-
somatic illnesses (Burke, 2002; Middleton et al., 2001;
Rivera-Torres et al, 2013); job satisfaction (Kim,
2005; Miao et al., 2017); or work engagement (Bani-
hani & Syed, 2020). It is further documented in previ-
ous studies that female employees often experience
a lower level of well-being at work than their male
counterparts. Beside gender, age is also a determi-
nant of well-being at work in that older age is related
to a lower level of well-being and a higher level of
work stress and exhaustion (Hsu, 2018). However,
higher job tenure is found to be a predictor of a high-
er level of job satisfaction (Bedeian et al., 1992; Lerato
& Oladele, 2011). Married working women face more
multifaceted stress at the workplace than their single
counterparts (Garima & Kiran, 2014), and individuals
occupy a higher job position and experience less job
stress (Kawada & Otsuka, 2011).

Regarding organizational factors, it is documented
in various studies that having a mentor at the work-
place, which represents a resource the organization
provides to employees, increased employees’ well-
being at work (Van Aarde & Mostert, 2008); therefore
we selected mentoring to be one of the control vari-
ables. Additionally, type of organizations (public vs.
non-public) was selected due to the specific political-
economic conditions in Vietnam. Since the Economic
Renovation in 1986, various economic sectors have
boomed in Vietnam; however, within the scope of this
study, we only examine whether or not there is any
difference in well-being at work among employees
working in public vs. non-public sectors, given that
employment in the public sector has been more fa-
vored among Vietnamese employees and their family
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thanks to the attached social benefits and its stability,
whereas in recent years employment in the non-pub-
lic sector has become more and more promising to
young employees because it provides more flexibility
and opportunities (World Bank, 2018). Comparison
between these two sectors may produce findings be-
yond comparing two working environments, because
it implies comparing between traditional and new
(imported) values regarding job and career.

PARTICIPANTS AND PROCEDURE
PARTICIPANTS

A total of 700 employees received the questionnaire,
of whom 675 returned the complete survey, making
a response rate of 96.4%. The majority of participants
were female (67.6%). Their average age was 25.66
+2.55. A majority of them had obtained a BA degree
(85.6%) or an MA degree (14.4%). Two thirds of them
were married. About 33% of the sample had a per-
manent job, and 67% had a fixed term contract. Their
work tenure was less than 1 year (54.6%), 1 year to
2 years (20.2%) and 2 years to 5 years (25.2%). At the
time of the study, participants were working in dif-
ferent work sectors: public (22.2%), private (67.3%)
and semi-public (10.5%). About 10% of survey partici-
pants were managers.

MEASURES

Well-being at work. Following the integrated ap-
proach of hedonic and eudemonic, employee’s well-
being at work in this study was measured by the Well-
being at Work Scale (WBWS), first developed and
validated in Brazil by Paschoal and Tamayo (2008)
and then in the USA by Demo and Paschoal (2016).
Research on Brazilian employees adopted the scale
with 30 items (9 items for positive affect, 12 items for
negative affect and 9 items for fulfillment). Conduct-
ed on American employees, the results of factor anal-
ysis eliminated 1 item of fulfillment. In this study,
the results of exploratory factor analysis confirmed
3 factors with 27 items (3 items were eliminated),
which explained 56.74% of the variance (KMO = .94,
p < .001), including: (1) Negative affect (11 items, e.g.,
“My work made me feel nervous”), (2) Positive affect
(8 items, e.g., “My work made me feel happy”), and
(3) Personal fulfillment (8 items, e.g., “In my work,
I overcome challenges”). The scale reflected excellent
reliability with Cronbach’s o of .91. The reliability
was also good for each subscale: Negative affect with
o = .72, Positive affect with o = .81 and Fulfillment
with o = .80 (Nunnally & Bernstein, 2006). To calcu-
late the total score, all items in the Negative affect
subscale were reversely scored, and then all the items
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were summed. A higher score indicates greater well-
being at work.

Work-home interactions. The relationship between
life work and life outside work was measured by the
Survey Work-Home Interaction — Nijmegen (SWING)
developed by Geurts et al. (2005). The scale consisted
of 22 items. Exploratory factor analysis (KMO = .87,
p < .001) proposed four types of work-home interac-
tion as proposed by authors, explaining 61.39% of the
variance, including: (1) Negative work-home interac-
tion (8 items, e.g., “I do not have the energy to engage
in leisure activities with my spouse/family/friends
because of my job”), (2) Negative home-work inter-
action (4 items, e.g., “I have difficulty concentrating
on my work because I am preoccupied with domes-
tic matters”), (3) Positive work-home interaction
(5 items, e.g., “I fulfill my domestic obligations bet-
ter because of the things I have learned on my job”)
and (4) Positive home-work interaction (5 items, e.g.,
“I take my responsibilities at work more seriously
because I am required to do the same at home”). All
items were on a 4-point Likert scale, ranging from
1 (never) to 4 (always). Cronbach’s a coefficients of
each factor were .87, .81, .79, and .80 for Negative
work-home, Negative home-work, Positive work-
home, and Positive home-work, respectively.

Well-being at work and work-home interaction
scales were in the English version. The repeated for-
ward-backward translation procedure was adopted in
this study as advised by Van de Vijver and Hambleton
(1996). Scales were firstly translated into Vietnamese.
Then, the Vietnamese versions were translated back
into English, and compared with the original English
versions. Some modifications for the Vietnamese ver-
sions were made to make the wording more appropri-
ate in Vietnamese culture expression. After that, a pi-
lot study was conducted on 60 employees to check the
face validity and reliability of the translated scales.

PROCEDURE

This is a self-report questionnaire survey. The re-
search team contacted young employees who met
the recruitment criteria (under 35 years old, highly
educated) working at different organizations in Ha-
noi city to invite them to participate in the research
and provide them information about the research,
and the responsibility and rights of survey partici-
pants. Invited employees were given one week to
consider the invitation and related information, then
the research team contacted them again. Those who
agreed to participate in the survey received a paper-
and-pencil questionnaire. All member of the research
team were trained to ensure that the rights of partici-
pants, especially the right to self-determination and
confidentiality, were respected when the research
was conducted.



STATISTICAL ANALYSES

SPSS Statistics (version 23.0) was used for all analy-
ses. To determine how well-being at work is related
to personal and organizational factors, a series of be-
tween-group analyses were completed with indepen-
dent-samples t-tests for dichotomous variables and
one-way analysis of variance for other variables. To
examine the relationship between work-home inter-
actions and employee’s well-being at work, Pearson’s
correlation coefficients were firstly calculated, then,
stepwise multiple regression analyses were conduct-
ed with the four types of work-home interactions as
independent variables, personal and organizational
variables that had statistically significant associa-
tions with well-being at work as control variables,
and well-being at work as dependent variable. Devia-
tion from linearity and multi-collinearity was exam-
ined in variables used in regression analyses.

RESULTS

WELL-BEING AT WORK OF YOUNG
VIETNAMESE EMPLOYEES

To understand the well-being at work (WBW) of
young Vietnamese employees, we examined their
well-being at work in association with some personal
factors including age, gender, marital status, working
tenure, and work position (whether they were hold-
ing a managerial position or not at the time of ques-
tionnaire administration); and organizational factors

Table 1

including mentoring (whether the organization pro-
vides employees a mentor at the workplace or not),
and the types of organization (public vs. non-public)
where they were working.

Data revealed differences in the status of well-
being at work between groups by sex, work position,
mentoring, whereas no difference was found be-
tween groups by age, marital status, working tenure
and types of organization. Work position was found
related to well-being at work whereas working in
a public or non-public organization was found unre-
lated to employees’ well-being.

Table 1 presents the specific associations between
the related personal and organizational factors with
the three aspects of well-being at work.

When analyzing the associations between related
personal and organizational factors with specific as-
pects of WBW as shown in Table 1, our results docu-
mented that negative affect was not related to any
factor, fulfillment was related to only work position,
and positive affect was related to gender, work posi-
tion and mentoring. Data showed that men reported
a slightly higher level of well-being at work and of
positive affect than women. Meanwhile, those who
were holding a managerial position reported higher
levels of WBW, positive affect and fulfillment than
those who were not holding a managerial position
in their organization. Those who had a mentor at
the workplace also reported higher levels of WBW
and positive affect than those who did not. These
findings confirm our hypotheses and correspond to
findings of previous studies in other contexts as re-
viewed.

Differences in the well-being at work of employees by gender, work position and mentoring

Positive affect Negative affect Fulfilment Total well-being
Gender -

Men 2.44 (0.41) 2.79 (0.45)
Women 2.36 (0.45) 2.70 (0.50)
tvalue #(673) = -2.11% ns ns #(673) = -2.70*

Work position
Managerial 2.47 (0.41) 3.06 (0.45) 2.97 (0.42)
Non-managerial 2.37 (0.44) 2.84 (0.40) 2.70 (0.48)
Fvalue {671) = 1.83* ns H671) = 4.35** H671) = 4.44**
Mentoring at work
Yes 2.42 (0.43) 2.77 (0.48)
No 2.31(0.41) 2.65 (0.49)
t-value #(672) = 3.14™* ns ns #(672) = 3.01*"

Note.”p < .05, p < .01, standard deviation is in parentheses, ns — non-significant.
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ASSOCTATION BETWEEN WORK-HOME
INTERACTIONS AND WELL-BEING AT WORK

As shown in Table 2, well-being at work was found
to be positively related to positive work-home and
home-work interactions, and negatively related to
negative home-work interaction. The strengths of
the relationships between well-being at work with
positive interactions were found remarkably stron-
ger in comparison to its relationship with negative
interaction between home and work life. However,
it was found in this study that WBW was not related
to negative work-home interaction. Therefore, we
discarded negative WHI when running multiple re-
gression to examine how dimensions of work-home
interactions relate to employees’ well-being at work.

The three aspects of work-home interaction and
the related personal and organizational factors includ-
ing gender, work position and mentoring were input

Table 2

into a multiple regression analysis using the stepwise
method. By this method, gender and mentoring at
work were removed from the model. The results of
multiple regression analysis are presented in Table 3.

The results showed that positive WHI, negative
WHI and positive HWI and work position altogether
explained 38.9% of the variance of employees’ well-
being at work. The predictive power of positive
work-home (f = .42) and positive home-work interac-
tion (B = .41) for well-being at work is significantly
stronger than that of negative work-home interaction
(B = —.16) and work position (f = .11).

DISCUSSION

In line with previous studies, this study found that
the well-being at work of young Vietnamese employ-
ees was related to some personal and organizational

Zero-order relations between well-being at work and work-home interactions (N = 675)

M SD 1 2 3 4 5 . . 5
1. PA 2.39 0.44 -

2 NA 197 059 —.16*** -

3. Fulfilment 263 063 .76""" —12%*" -

4 Total WBW 273 049 657" —29"*" 697" ~

5. NWHI 197 049  -27"*" 40" 08" ns -

6. PWHI 2.53 0.50 ns -.10% goEEE ggren ns -

7. NHWI 197 0.43 ns  43***  ns  —16"**  54***  ns _

8. PHWI 268 040  .29%** —10**  28***  42***  ns 65"  ns _

Note. PA - positive affect, NA — negative affect, WBW - well-being at work, NWHI - negative work-home interactions, PWHI -
positive work-home interactions, NHWI — negative home-work interactions, PHWI — positive home-work interactions; ns — non-

significant; *p < .05,**p < .01,"**p < .001.

Table 3

Results from stepwise regression analysis for well-being at work

Unstandardized Standardized t F R? adjusted
coefficients coefficients
B SE B
Constant 71 .14 5.03*** 107.96*** .39
PWHI A1 .03 42 13.94**%
PHWI 49 .04 41 13.50***
NHWI -.18 .03 -.16 -5.16***
Work position? 17 .05 11 3.54***

Note. PWHI - positive work-home interactions, PHWI - positive home-work interactions, NHWI - negative home-work interac-
tions; *work position: 0 — non-managerial, 1 — managerial; ***p < .001.
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factors such as gender, work position, and mentoring
at work. To be more specific, holding a managerial
position in the workplace is associated with a higher
level of general well-being at work, and specifically
with positive affect in work and the feeling of ful-
filment. This result corresponds to previous studies
showing that persons who have higher job status
tend to report a higher level of workplace well-
being in terms of feeling of achievement (Praveen,
2018), self-accomplishment (Creed et al.,, 2009), or
job satisfaction (Stalcup & Pearson, 2001). Brief and
Aldag (1975) explain this association by suggesting
that higher status at the workplace provides greater
autonomy and independence in the job, more chal-
lenges, responsibilities, variety, and task identity, and
hence better satisfies the individual’s psychological
needs in the career. In addition, higher salary and
more rewards (Park & Gursoy, 2012), more work-
related opportunities and benefits (Hansen & Host,
2012) also contribute to higher workplace well-being
scores among managers. Especially in a society like
Vietnam where hierarchy is important and those
higher up in the system are highly respected, holding
a managerial position will strongly boost employees’
sense of self-accomplishment and competence, hence
increasing their feeling of fulfillment and satisfaction
in work.

Having a mentor at the workplace also signifi-
cantly relates to well-being at work and employees’
sense of positive affect in work, which is in line with
previous studies as reviewed by Garvey and Garrett-
Harris (2008). More recently, the work of Kutsyuruba
et al. (2019) also recognizes the positive correlation
between mentorship and well-being at work. In
practice, mentoring has been considered as a crucial
component of programs supporting new employees
thanks to its contribution to employees’ effective-
ness, self-confidence, self-efficacy, or stress reduc-
tion (Fenwick, 2011; Henry et al., 2011) by guiding,
leading, advising, even counselling, and developing
interpersonal relationships (Harrison et al.,, 2005).
This study, hence, lends support to the organization-
al strategy of providing mentoring to new recruits
to promote their well-being at work as suggested by
Hobson and Maxwell (2016). However, this study rec-
ognizes that negative affect and fulfillment are not
related to mentoring. Unfortunately, our data are not
enough to explain this finding. We hope that future
studies, especially those with an ethnographical ap-
proach, may provide more insight into the relation-
ship between components of wellbeing at work and
mentoring at work, or discover what factor neutral-
izes the relationship between negative affect and ful-
fillment with mentoring at work.

Interestingly, age, working tenure, marital status,
and type of organizations were found unrelated to
well-being at work. These results are, interestingly,
opposed to our expectation that in a culture where

older age is highly respected, like Vietnam, those
who are older and experiencing longer working ten-
ure might experience a higher level of well-being
at work than the others. Even though the fact that
no relation between age and working tenure with
well-being at work was found may be partly because
this study targeted young (under 35 years old) and
highly educated (completed a BA program or higher)
persons, this result may also signal a change in the
current Vietnamese workforce which increasingly
favors new values such as productivity and effec-
tiveness to traditional values such as experience and
qualifications.

Similarly, working in the public or non-public sec-
tor was found unrelated to employees’ well-being,
which is contrary to our expectation that, because
the Vietnamese traditionally prefer working in the
public sector since employment in the public sector
is associated with social benefits and is much more
stable than in the non-public sector (World Bank,
2018), the employees of the public sector would expe-
rience a higher level of well-being at work than their
counterparts in the non-public sector. The fact that
this study documents no difference in wellbeing at
work among employees working for public and non-
public organizations suggests that young Vietnamese
employees have in general worked for the type of or-
ganization suitable for their career orientation. This
finding also implies that the new generation of Viet-
namese employees have their voice in deciding their
job and the type of organization they work at, and
signals a decrease in family’s traditionally decisive
impact on youth’s career orientation. Once youths’
career expectations are taken into account so that
most young employees are working for the type of
organization suitable for them, then type of organi-
zation is not a factor that contributes to the differ-
ence in wellbeing at work among young employees.
More interestingly, marital status was also found not
related to well-being at work of employees. These
findings however lend support to our core propo-
sition that having a family or not, and working in
a stable environment like the public sector or, on the
other hand, an environment that is challenging but
more open to new opportunities like the non-public
sectors does not matter. It is how work and home life
interact with each other that matters to employees’
well-being at work.

In regard to gender, it was found in this study that
being a man or woman does not make any difference
in the level of negative affect in work nor sense of ful-
fillment among young Vietnamese employees. How-
ever, gender is found associated with well-being in
general and positive affect in particular. To be more
specific, male employees tend to experience a higher
level of well-being and positive affect at the work-
place than females do. The difference in well-being at
work between genders among Vietnamese employ-
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ees is consistent with the findings of many studies
in other contexts (Achour et al., 2017; Wilks & Neto,
2013), showing that this gender difference in well-be-
ing at work is a social construction rather than a re-
sult of biological traits. This finding further suggests
that domestic responsibilities assigned to women
have not been changed much (Aguiar & Hurst, 2007)
whereas their participation in the labor market has
remarkably increased — especially in Vietnam, where
society constantly praises and expects women’s dual
responsibility as expressed in a famous slogan as-
signing that Vietnamese women are “capable of na-
tional affairs and duteous at housework” (gidi viéc
nuéc, dam viéc nha). This multiple role may explain
the lower level of positive affect in work and well-
being at work in general among Vietnamese female
employees in comparison to their male counterparts.

There are some notable findings of this study on
young Vietnamese employees with regard to work
home interactions. Firstly, the mean scores of positive
work-home and positive home-work interactions are
higher than mean scores of negative work-home and
negative home-work interactions among young em-
ployees. This is consistent with Grzywacz and Marks
(2000)’s finding that employees with a low level of ed-
ucation experience a lower level of positive spillover
from work to home. In the same line, Oldfield and
Mostert (2011) reported that employees with a higher
level of education experience a low level of negative
work-home/home-work balance. This finding sug-
gests that, on average, participants of the current
study are able to maintain the balance and boost the
mutual support between work and home domains.
Secondly, positive interactions between home and
work life, regardless of which direction this interac-
tion is in, significantly related to well-being at work
and the strengths of these relations appear quite high,
even in a multiple regression analysis when the ef-
fects of related personal and organizational factors are
taken into account. Meanwhile, among the two types
of negative interactions between home and work life,
only a negative impact of home on work affects the
well-being at work of employees, and the strength of
the relationship between negative work-home inter-
actions with well-being at work is considerably small-
er than the strengths of the relation between positive
interactions and well-being at work. Previous stud-
ies also documented the positive correlation between
positive interactions between work and home life
and employees’ well-being at work, while a negative
correlation between negative home-work interaction
and well-being, and no correlation between nega-
tive work-home and well-being was observed (Laba
& Geldenhuys, 2018; Rothmann & Baumann, 2014).
Our study hence lends support to the role enhance-
ment hypothesis which posits that the role fulfilment
in a certain life domain may produce resources facili-
tating the functioning in another life domain.
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Interestingly, our study finds that all the related
personal and organizational factors (gender, mentor-
ing and work position) are significantly related to
positive affect in work whereas none of them has an
association with employees’ negative affect in work.
What makes positivity so special to Vietnamese em-
ployees? This interesting question is unfortunately
beyond the scope of this current study; however, this
study suggests that more investigation on positive
vs. negative aspects of both well-being at work and
work-home interaction should be conducted on dif-
ferent populations to determine whether this power
of positivity specifically affects Vietnamese em-
ployees or not. It should also be noted that previous
studies have documented that both male and female
employees experience positive interactions between
work and home life more than negative ones (Achour
et al., 2017; Laba & Geldenhuys, 2018).

Another notable finding of this study is about
the effect of gender and mentoring on well-being
at work. It is expected that these factors will exert
a considerable effect on well-being at work among
Vietnamese employees. Gender inequality remains
a great obstacle for women in Vietnam when par-
ticipating in the labor force, manifested in various
dimensions such as limited work opportunity, lower
pay, and discrimination against their competences
and ability. Hence, it is understandable that our data
reveal that male employees experience a higher level
of well-being at work than their female counterparts.
Similarly, mentoring is expected as a powerful pre-
dictor for well-being at work (Cooper-Thomas et al.,
2014) since it helps reduce uncertainty in role perfor-
mance and increases social integration in the work
place, which in turn increases well-being at work
(Appau et al.,, 2019; Parker et al., 1997), and the as-
sociation between mentoring and well-being at work
was also statistically significant in simple regression
analysis. However, both gender and mentoring were
removed from the multiple regression analysis using
the stepwise method. This suggests that the effects
of gender and mentoring have been metabolized into
the effect of work-home interaction and/or work po-
sition on well-being at work. This study suggests that
further research, especially longitudinal research,
should be conducted to investigate the latent asso-
ciations between gender, mentoring, well-being at
work, work position and work-home interactions
among employees.

CONCLUSIONS

Our findings posit that well-being at work is deter-
mined largely by gender and organization-related
factors as work position, mentoring at work and the
interactions between work and home life. Our find-
ings also support the perspective that well-being at



work should not be treated as a single construct; in-
stead, it should be examined as a multifaceted con-
cept since its components — positive affect, negative
affect, and fulfillment - are related to personal and
organizational factors in different manner.

In line with other studies (e.g. Greenhaus & Kos-
sek, 2014), this study holds that work and home ex-
periences are inextricably intertwined and the inter-
actions between work and home domain are related
to employees’ well-being in a complicated way, and
hence lend support to the Geurts et al. (2005) con-
ceptualization of work-home interaction in four di-
mensions.

Our results also document a stronger impact of
positive interactions between work and home life on
employees’ well-being in comparison with the impact
of negative interactions. These results, hence, pro-
vide some support to the hypothesis that employees’
over-involvement in one role does make up for the
deficiencies in another role through a compensation
mechanism as suggested by Rothbard (2001). Howev-
er, this over-involvement in a life domain is unable to
compensate the negative emotion produced in anoth-
er life domain, as also found in some previous studies
(Babic et al., 2017; Lundberg & Schaufeli, 2006).

Our findings also support the perspective that or-
ganizations should invest in strategies that promote
the mutual support between work and private life of
employees. Among these strategies, our findings sug-
gest that strategies that focus on boosting positive
interactions between work and private life of em-
ployees may be more efficient to young and highly
educated Vietnamese employees.

Last but not least, this study was conducted in
a context where the work place and home are sepa-
rate spaces. The coronavirus pandemic has introduced
anew social structure where the home becomes a hub
for both work life and home life, making work and
home interactions more intensive and complicated.
In addition, not only the coronavirus pandemic mat-
ters to the work-home interaction, but in the near fu-
ture, with the rapid progress in technology, working
from home may become the ‘new normal” and hence
new issues will be raised for the work-home interac-
tions of employees. Future research may explore the
nature of work-home interactions in this context and
how these interactions may re-define the concept of
wellbeing at work of employees.

LIMITATIONS

The study had some limitations. It used a self-report
questionnaire survey to examine well-being at work
and work-home interactions, which might produce
some contamination of the reported relationships by
means of the common-method variance. Addition-
ally, since this is a cross-sectional study it is unable

to generate any causal inference about employees’
well-being and its association with work-home in-
teractions and related personal and organizational
factors. If a longitudinal study can be conducted,
a better understanding of the association between
well-being at work and its causes may be obtained,
and hence more effective practical implications for
managers and policy-makers can be produced. In
addition, the sample of this study is somewhat ho-
mogeneous in that it targeted young and highly edu-
cated employees. Future research may be expanded
to different samples such as middle-aged employees
or employees working in the informal sector to give
more insight into employees’ well-being at work and
its relation with work-home interactions in different
situations and contexts.
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