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Abstract: Exploring the effect of job happiness across Asian countries is helpful to companies’ 

growth, industries’ progress, and employees’ satisfaction in Asia. Also, it will help employees 

find motivation and impulse to work hard with happiness. In recent years, Asia faces a 

substantially higher risk of low work productivity, anxiety, and depression compared to other 

regions globally, raising serious concerns about workplace well-being in the area. For 

example, Asia's work productivity score is 47.2 out of 100, significantly lower than the 66.7 

score in the U.S. and 60.1 in Europe. This paper examines several factors of job happiness, 

including working time, working pressure, and supportive human resources. The apparent 

problems include balance between job happiness and job performance, allocation of resources 

and the methods of finding job happiness. To solve the problem of finding a balance between 

job happiness and job performance, this paper suggests companies to investigate employees 

regularly to set the most reasonable working time and justifies that there is no universal 

working time for every company. To allocate resources with an organization better, this paper 

suggests organizations to assess employees both individually and collectively, and to let every 

employee have an equal access to get promotions. To help employees have more strong 

motivation, this paper suggests organizations to construct a virtuous and moral culture for 

employees to study. Also, employees should have appropriate demands and collective goals 

to work for. 
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1. Introduction 

Human capital is considered one of the most dynamic assets for the growth and development of any 

organization [1]. It has a critical role in driving economic growth, enhancing companies’ overall 

productivity, and propelling innovation of products. Job happiness is essential for employees. By 

improving job happiness, employees can increase productivity, improve well-being, and help make a 

positive organization culture. 

According to a study from McKinsey Health Institute, the highest and lowest job happiness index 

around the world is both found in Asian countries. This survey, conducted across 30 countries and 

involving over 30,000 employees to assess their physical, mental, social, and spiritual well-being. In 

Asia, the highest job happiness index is found in Turkey, with India and China ranking second and 
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third, respectively. Japan, however, has the lowest index. As showing in Figure 1, workers from all 

over the world were asked if they felt exhausted, 22% of respondents reported that they had 

experienced job burnout. India led the world with 59% of respondents reporting burnout, while 

Singapore had 29% of respondents reporting burnout [2].  

 

Figure 1: The rate of burnout and distress of employees from all over the world [2]. 

The data reveals significant differences in job happiness among Asian countries, despite their 

geographic proximity. Why does job happiness show such a great difference between neighboring 

countries in Asia? What factors play a role in job happiness?  

By exploring those questions, this paper will help people have a better understanding of job 

happiness. The significance of studying job happiness is its profound impact on both employees and 

organizations. This paper will uncover insights into how job happiness influences employee 

productivity and job satisfaction. Moreover, this paper will explore what factors play a role in job 

happiness. Finally, this paper will give strategies to create a more supportive and fulfilling work 

environment for employees, leading to employees’ better mental and physical health. From a 

organization’s point of view, understanding how job happiness work and introducing policies to 

enhance employees’ job happiness can increase its overall performance, innovation, and competitive 

advantage in the market. As a result, job happiness is important to employees themselves and 

companies in the long run. 

2. Literature Review 

Wu et al. found that the positive emotional experience (job engagement) and cognitive evaluation 

(job satisfaction) of occupational well-being (job engagement, job burnout, turnover intention and 

job satisfaction) have a gain spiral process. They looked at ways to improve employee happiness at 

work and emphasized the use of psychological capital theory. Psychological capital theory not only 

focuses on the competitive advantage of the organization and employee performance, but also 
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emphasizes the growth and development of employees, which opens up a new perspective for the 

study of employee career happiness [3]. 

Unggul Kustiawan et al. introduced several important factors that affect job happiness. Workers' 

job happiness is shaped by factors such as affective organizational commitment, job satisfaction, and 

employee engagement. Likewise, job performance is affected by job satisfaction, employee 

engagement, and the level of job happiness. Consequently, it is crucial for organizations, particularly 

those in the manufacturing sector, to consistently evaluate these factors during policymaking. 

Additionally, companies should regularly provide facilities and resources that support the 

improvement of employee conditions to ensure that job satisfaction and job happiness are well-

maintained, thereby sustaining employee performance [4]. 

In research conducted by Waleed Al-Ali and colleagues, the team investigated the mediating effect 

of job happiness on the relationship between job satisfaction, employee performance, and turnover 

intentions within the UAE's oil and gas industry. The study, which randomly sampled 722 employees, 

found that job satisfaction significantly enhances employee performance, though it has a negligible 

impact on turnover intentions. Moreover, job happiness was found to have a direct and significant 

influence on both employee job performance and turnover intentions [1].Prior research endeavored 

to examine factors influencing job happiness and focus on the job happiness of a group of employees 

in certain fields. However, study on the differences of employees’ job happiness among Asian 

countries remains lacking. Therefore, this study attempts to examine the factors that influence the 

differences of employees’ job happiness among Asian countries to fill up the research gap. First, this 

paper will introduce the status of differences in job happiness among Asian countries. Next, case 

study will be given to examine the factors influencing job happiness. And then, this paper will explore 

the job performance of employees with high or low job happiness. Finally, this study will give the 

significance of job happiness and advice to improve employees’ job happiness among Asian countries. 

In the fast-paced, rapidly evolving and competitive global business environment, both companies 

and employees are under unprecedented pressure. Especially following the pandemic, employees face 

not only health-related anxieties but also increased workloads and job uncertainty. The impact of 

these stressors is particularly evident in Asia, where burnout rates exceed the global average.  

A recent report from insurance broker Aon and TELUS Health indicates that 35% of employees 

in Asia are at high risk for mental health problems, with another 47% being at moderate risk. The 

report also notes that 45% of Asian employees feel that their mental health is negatively affecting 

their workplace productivity, with significant losses reported in seven regions, including Malaysia, 

India, and the Philippines. Furthermore, the findings indicate that Asia faces a greater threat of 

workplace inefficiency, anxiety, and depression compared to other regions globally [5]. 

Starting on December 1, 2024, Singapore will introduce a comprehensive set of guidelines focused 

on flexible working arrangements. These guidelines will include the option for employees to work a 

four-day week, positioning Singapore to become the first country in Asia to adopt a four-day 

workweek at a national level. However, in the rest of Asia, most countries still strictly adhere to five-

day workweek. Besides, overtime work culture is prevalent in Asian countries. In China, for instance, 

the phenomenon of overtime work is widespread, whether it is on mental or manual workers. 69.95% 

of the workers worked more than the 44 hours stipulated by the national law, and 25.24% worked 70 

hours or more. Among them, manual laborers work overtime more seriously [6].  

Overall, Asia is at a significantly greater risk for low work productivity, anxiety, and depression 

compared to other parts of the world, highlighting growing concerns about workplace well-being in 

the region. For example, Asia's work productivity score stands at 47.2 out of 100, which is 

considerably lower than the 66.7 in the U.S. and 60.1 in Europe [5]. 
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3. Analysis 

In this part, this paper will examine several factors of job happiness and find problems in real life 

situations. 

3.1. Influence Factors 

In the following text, this paper will explore three factors influencing job happiness. 

3.1.1. Working Time 

Research consistently shows that working time has a significant negative effect on workers' physical 

and mental health [7]. Physically, longer working hours reduce the time available for leisure and 

relaxation, which hinders the recovery of workers' energy and increases the risk of health issues such 

as hypertension, cardiovascular diseases, and digestive disorders [8]. Additionally, extended working 

hours contribute to heightened mental stress, which can lead to unhealthy behaviors like excessive 

smoking, alcohol consumption, lack of exercise, obesity, and sleep deprivation [9]. Mentally, the 

increase in working hours results in greater fatigue and depletion of workers' resources, negatively 

impacting their overall well-being. And the increase of job burnout, which will lead to the decline of 

mental health, subjective well-being and job satisfaction [7]. At the same time, the increase in working 

hours reduces the leisure time of workers, aggravates the conflict between work and life, and increases 

work pressure, which in turn causes workers to have negative and even anxious emotions [10]. 

Take China as an example. Based on the 2016 China Family Panel Study (CFPS) data, research 

applies the ordered logistic regression method to analyze the impact of working hours on the physical 

and mental health of different types of workers and uses the Shapley value regression equation 

decomposition method to calculate the contribution degree of different working hours intervals to the 

health of workers. The study concludes as follows: First, excessive work hours are widespread among 

both intellectual and manual workers in China. The statistical results show that 69.95% of workers 

have working hours exceeding the national legal limit of 44 hours, and 25.24% of workers have 

working hours of 70 hours or more. Of these, manual workers have more serious excessive work 

hours. Second, working hours have a significant negative impact on the physical and mental health 

of workers. The regression results show that as working hours increase, the physical and mental health 

of both intellectual and manual workers deteriorates significantly. Of these, the impact of working 

hours on the physical health of intellectual workers is greater than that of manual workers. Third, 

there is a threshold effect of working hours on the physical and mental health of workers. When the 

weekly working hours of intellectual workers exceed 40 hours, and the weekly working hours of 

manual workers reach or exceed 50 hours, the health of workers begins to deteriorate. Working more 

than 70 hours per week, whether mentally or physically demanding, significantly worsens the mental 

and physical health of individuals [6]. 

Moreover, the research findings of the World Health Organization for 194 countries and regions 

also show that compared with workers who work 35-40 hours per week, those who work 55 hours or 

more per week have a higher risk of ischemic heart disease and stroke [11].  

To sum up, working time has a significantly negative relationship with job happiness, influencing 

employees’ physical health, working load, and mental health. 

3.1.2. Working Pressure 

Malik & Noreen conducted research on teachers and discovered that organizational support mediates 

the impact of occupational stress on their affective well-being. The study employed Hierarchical 

Multiple Regression to investigate how perceived organizational support moderates the relationship 
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between occupational stress and affective well-being. Initially, the analysis included occupational 

stress and perceived organizational support. In the subsequent step, the interaction between these 

variables was added, which significantly increased the explained variance in anxiety sensitivity, with 

a ∆R² value of .068, accounting for 6.8% of the variance in the dependent variable. The findings 

indicate that the interaction between occupational stress and perceived organizational support 

significantly influences affective well-being (β = -1.49, *p < .05). This underscores the essential 

moderating role of perceived organizational support in the relationship between occupational stress 

and affective well-being [12]. 

Another study conducted by Shen Yi and Zhou Zhen on Chinese employees explains the mediating 

mechanism of Chinese managers' work pressure on job satisfaction and verifies that work pressure 

has a significant negative impact on job satisfaction [13]. 

3.1.3. Supportive Human Resource  

Supportive human resource management emphasizes providing "support" to employees, which 

includes offering emotional support (such as showing care, respect, listening, and making employees 

feel valued) as well as practical support (such as providing information, resources, tools, equipment, 

and trainings) [14]. These supports are an important signal that organizations are actively 

demonstrating their commitment to employees and value their contributions. Based on the reciprocity 

principle of social exchange theory, employees who receive support from their organization are likely 

to develop a stronger sense of identification with the organization, with this sense of connection being 

directly influenced by the amount of support they perceive. Proactive measures taken by the 

organization towards employees through supportive human resource management will be perceived 

by employees as valuing and respecting themselves [15], and employees will strengthen their 

identification with the organization when they feel respected [16]. 

A study conducted by Chen Jianan et al. shows that, based on the paired survey data of 347 

employees from 71 enterprises, the impact of supportive human resource management on collective 

and individual work happiness. The results of this study show that supportive human resource 

management has a significant positive impact on collective and individual work happiness; 

Supportive human resources influence collective happiness at work by helping employees improve 

their sense of ownership. And by enhancing employee identity and self-efficacy affect job happiness 

[17]. 

3.2. Problem Analysis 

In this part, this paper will propose problems of introducing job happiness in real life situations. 

First of all, some scholars believe that the span of working time is an important factor affecting 

employees’ happiness. Increasing working hours will affect the psychological changes of employees 

[18] and physiological changes [19], which will further affect employees’ happiness negatively.       

A study conducted through meta-analysis revealed that there is an inverted U-shaped relationship 

between work hours and job performance, encompassing both task performance and contextual 

performance [20]. Considering employee happiness, is the peak of the inverted U-shaped curve the 

best working hours most companies should promote? If not, what is a reasonable working time that 

takes both job happiness and job performance into account? 

Resources that companies can provide to employees include training sessions like online courses 

and workshops, career counseling like mentorship programs, health insurance and mental health 

support, and etc. According to Chen Chunhua et al., job resources are an important variable to predict 

career happiness. Building a theoretical model of the internal mechanism of organizational support 
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resources' impact on employee happiness, they empirically analyzed the positive impact of 

organizational support resources on employee happiness [21].    

However, resources in an organization are scarce, which means not every employee can get 

resources equally. In this way, it might be difficult to organization allocate resources to improve 

overall job happiness to the maximum extent. 

Researchers have found that job happiness is affected by individual factors. Age and work 

motivation are the two variables that are closely related to career happiness. In terms of age, Peter 

Warr investigated 1,686 employees and found that there was a U-shaped relationship between 

employee age and career happiness [22]. He showed that the happiness of middle-aged people was 

lower than that of young people and old people.  

In terms of work motivation, Zheng Nan and Zhou Enyi took 912 grassroots civil servants in 

Shaanxi Province as research objects and found that there was a significant positive correlation 

between public service motivation and career happiness of grassroots civil servants [23]. 

4. Suggestions 

The solution to the problem of balancing both job happiness and job performance will be changing 

the working time flexibly based on each company’s real situation. For example, if employees already 

feel very stressful and overwhelmed in a certain period, the working time should be shorten based on 

this situation. Bakker et al. studied the impact mechanism of job characteristics (job demand and job 

resources) on individual job happiness and concluded that job demand and career happiness were 

significantly negatively correlated [24]. When the demand for work increases, workers' energy 

consumption increases, and people's health, job satisfaction, and work motivation decline. Therefore, 

job demands have a negative effect on occupational happiness.  

In this way, there is no exact working time that is suitable for every company. A company should 

change the working time positively and flexibly, which means it should investigate employees' work 

intensity and conditions regularly, paying attention to employees' mental health and job happiness.  

The solution to the problem of allocating resources to maximize overall job happiness would be 

set a reasonable way of resource allocation and give all employees equal opportunities to get more 

work resources. The optimal approach is to encourage a balance between individual competition and 

group collaboration. Luft proposes that the rewards, whether monetary, psychological, or both, that 

individuals earn for a certain level of performance are influenced by the performance of their peers 

as well as their own efforts. However, an individual’s performance is generally independent of the 

actions of their peers [25]. By both considering an employee’s performance in both individual work 

and group corporation, managers can better assess an employee’s job ability, and allocate resources 

in a more comprehensive way. 

Also, company promotions should be transparent and open to all employees. Cassar & Buttigieg  

found that organizational justice has a positive impact on employee happiness [26]. Moreover, Zheng 

Xiaoming and Liu Xin investigated 199 employees of a Chinese enterprise by using multi-time-point 

matching questionnaire [27]. Furthermore, it is found that there is a significant positive correlation 

between interactive justice and employee happiness in organizational justice. In this way, companies 

should supervise corruption strictly and give employees motivation to have a better performance. 

Research on areas such as self-determined behavior, emotional intelligence, and work innovation 

converges on the idea of a virtuous organization. These organizations are characterized by cultures 

grounded in strong ethical and moral principles, with leaders who inspire the best in their employees. 

Virtuous organizations aim to achieve success by doing good, aligning their actions with ethical 

values. They focus on multiple bottom lines, not just economic outcomes, effectively integrating 

economic growth with the development of their people. 
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Employees under this environment will find their values and motivation more easily and quickly. 

As a result, because of the virtuous organizations cultures, they will apply more concepts related to 

positive psychology to their workplaces. Therefore, although factors like age may influence 

employees to some degree, employees still can find strong motivation and impulse to finish their job 

with passion if organizations provide a kind and moral environment for employees to work. 

As showing in Figure 2, it presents essential for employees to have appropriate demands, as well 

as a suitable collective goal. Researchers have used the demand/control model to design jobs that 

increase psychological and physical well-being [28]. According to this model, healthy work 

environments are built by appropriate demands like suitable group production goals, trust, and healthy 

outcomes produced in a group.  

 

Figure 2: A healthy work system [28]. 

Therefore, organizations should set a periodical group goal regularly, uniting employees to work 

hard for achieving a common goal. For employees, it is important to have suitable demands for their 

own work, and find motivation and values in their everyday work [29, 30]. 

5. Conclusion 

This paper examines several factors of job happiness, finding problems and giving suggestions to 

organizations for increasing overall job happiness in the real-life situations. First, working time has a 

negative relationship with job happiness. Similarly, working pressure also has a negative impact on 

job happiness. Exceed working pressure may let employees feel overwhelmed, decreasing their job 
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happiness. By contrast, supportive human resources will increase job happiness by enhancing 

employees’ identity and self-efficacy. Next, the apparent problems include balance between job 

happiness and job performance, allocation of resources and the methods of finding job happiness. To 

solve the problem of finding a balance between job happiness and job performance, this paper 

suggests companies to investigate employees regularly to set the most reasonable working time and 

justifies that there is no universal working time for every company. To allocate resources with an 

organization better, this paper suggests organizations to assess employees both individually and 

collectively. To help employees have more strong motivation, this paper suggests organizations to 

construct a virtuous and moral culture for employees to study. Also, employees should have 

appropriate demands and collective goals to work for. This paper aims to help employees self-

actualize and have a stronger motivation to work. At the same time, this paper hopes that suggestions 

can help improve overall job happiness of organizations, improve the quality of human resources, 

and promote the long-term development of the industry. However, this paper still has some limitations 

to further consider. First, most data this paper uses are from case study rather than generic data, which 

means situations this paper discusses and suggestions it gives should be further justify. Second, 

because the difference of cultural soil, suggestions in this paper may be limited to Asia, while not 

apply to Europe or America. For future study, samplings and data can be examined through surveys 

and interviews rather than previous study. In this way, the value of samplings and data will more 

comply to nowadays trends and situations, and primary data can be discussed. Second, to explore job 

happiness in a broader scope, future study can use global data to study the situation in Europe and 

America also and give a more comprehensive solution adapt to global conditions. 
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