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Abstract: The emergence of coronavirus disease has impacted human lives, one of which is economic
disruption. Many Malaysian organisations have devised various crisis-response techniques, such as
downsizing, laying off, retrenching, and combining. As a result, the number of Malaysians working
in precarious jobs, which are defined by unpredictable and uncertain situations, has indirectly
increased, hence increasing job insecurity. Therefore, maintaining psychological health is essential
to safeguarding the mental health of employees. In the current working landscape, job security
and work–life balance have commonly been deemed necessary in contributing to well-being among
employees. As a result, the purpose of this study was to examine how work–life balance influences
the relationship between job insecurity and psychological well-being among Malaysian precarious
workers. It also fills a gap in the research by explaining the causal association between job insecurity
and psychological well-being among precarious workers, as previous well-being studies have largely
focused on employees with secure jobs. There were 442 responders collected using purposive and
snowball sampling methods, and they were requested to complete the Job Insecurity Scale (JIS), Work–
Life Balance, and Well-Being Index Scale (WHO-5). Job instability was negatively connected with
work–life balance and psychological well-being. On the other hand, work–life balance was found to
be positively related to psychological well-being. This supports the notion that work–life balance
is a significant mediator in the relationship between job insecurity and psychological well-being.
These findings emphasise that Malaysian precarious workers with job security could enhance their
psychological well-being by achieving work–life balance.

Keywords: precarious worker; psychological well-being; job insecurity; work-life balance

1. Introduction
Study Background

The emergence of COVID-19 has had a massive impact on human life, one of which is
economic status. Many countries implemented lockdowns and social distancing measures
to counteract the contagion, with Malaysia employing a different approach—a movement
control order (MCO) [1]. While these policies were deemed helpful in combating the
pandemic, they indirectly forced the closure of many businesses, resulting in an economic
crisis. As a result, organisations’ daily operations stopped, affecting revenue and income.
It was found that over 37,000 small to medium-sized and more than 200 sport-related
companies closed their business, claiming that they would require financial assistance to
continue their daily operations [2]. Therefore, large-scale layoffs were implemented to
cope with the financial crisis experienced by organisations, with the International Labour
Organization (ILO) claiming that 94% of the worldwide workforce was affected by forced or
advised workplace closures in September 2020 [3]. In Malaysia, more than 15,000 employees
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lost their employment in line construction and office work [4], while in Sarawak, about
4000 people have been unemployed since MCO was implemented [5]. The employment
rate has also been affected by other methods, such as merging and restructuring [6].

Maintaining one’s work through economic downturns is complex, and when unem-
ployment is rampant, getting work becomes even more challenging. One alternative way
workers seek to sustain their lives during the pandemic is to engage in precarious employ-
ment, making the unconventional and gig labour market more prevalent [7]. Precarious
work refers to any nonstandard work, such as part-time, contract-based, freelance, self-
employment, or dispatched, all of which are characterized by unpredictability, instability,
and insecurity. In Malaysia, 28,600 locals are engaging in various precarious jobs, such
as e-hailing and food delivery, during the pandemic, lowering their quality of life and
having unfixed salaries [8]. They are often associated with low earnings that can influence
housing demands, lack of social and health insurance, bargaining power, rights such as
social security, and exposure to unfavourable working circumstances [9].

Previous research on precarious workers in Malaysia has focused on migrants such
as Rohingya refugees, Nepali, Pakistani, Bangladeshi, Indonesian, and Burmese [10–15].
This group of precarious workers has raised researchers’ interest because they experience
lots of employment issues and challenges as well as their lack of protection under labour
law [3]. This would not only affect worker’s ability to do their jobs but would also have an
impact on their health and well-being, such as being in stressful situations or causing them
to have poor physical health [16]. However, when it comes to precarious worker issues
among Malaysian citizens, limited studies have been done. One by Nor [17] was conducted
to explore the precarious employment experience among low-income single mothers in
Malaysia. Other studies by Asgali and Abd Hamid [18] have been done, but focused on the
role of the government in precarious work among fishermen in Semporna, Sabah.

Precarious employment has been identified as a job stressor for workers, with re-
search indicating unfavourable health outcomes [19,20]. For instance, Italian workers on
temporary contracts were found to have a higher risk of acquiring mental disease [21],
demonstrating that precarious workers eventually experience psychological issues that
have an impact on their psychological well-being (PWB). PWB is described as the expe-
rience of pleasant affect being greater than the experience of negative emotion, with the
absence of mental illness, and can improve life functioning [22]. Given the possibility of
poor mental health among precarious workers prior to the pandemic [21], this scenario is
predicted to worsen in the presence of infection. This is because all workers are susceptible
to stressful economic risks and fluctuations in the labour market, such as the high risk of
unemployment in Malaysia [4]. These challenges then increase job insecurity, which refers
to the possibility of losing one’s job or the stability of one’s employment [23]. Precarious
workers are especially vulnerable since they are typically associated with short-term em-
ployment and variable working hours. Throughout the epidemic, some instances, such
as contracts not being renewed and being forced to reduce working hours, have been
noticed among contract-based workers, which may heighten feelings of unemployment
without being formally laid off [7]. As a result, the heightened level of job insecurity causes
employees to be unclear about their future, whether they will lose their jobs or continue
to work, and unfortunately, they lack the power and resources to control this [24]. This
could eventually affect their mental health, leading to poor PWB [25,26]. Previous studies
have frequently explored the impacts of job instability on PWB [26–28], with the intended
population being employees with stable employment. Previous academics have requested
further research into the well-being of precarious workers, which has gone unnoticed [29].
Sutarto [30] also stated that ergonomic circumstances have been underappreciated in regard
to psychosocial issues such as job instability. As a result, emphasizing the link between
work insecurity and PWB is critical so that organisations can pay more attention to their
employees’ job insecurity.

In vocational psychology, it is unclear how job instability is related to PWB, with Lee
and Tai [31] recommending mediation research to better understand the relationship by
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incorporating work–life balancing practices. While prior research revealed a correlation
between job instability and PWB, Yang et al. [32] discovered that work–life balance mediates
the relationship. Previous research has employed work–life balance as a moderator in
assessing organisational outcomes [33,34]. In this respect, many employees are still far
from achieving it in the current working environment in Malaysia. Likewise, precarious
employees have also struggled with work–life balance because one potential strategy for
workers to reduce job insecurity is increasing their working hours to indicate their efforts
to protect their employment [35]. Long working hours, on the other hand, may make it
difficult for employees to combine work and life commitments [36], making work–life
balance harder to attain [37]. As indicated by the literature and in the current study, work–
life balance is often highlighted among working mothers and underlined in research tied
to the family rather than organisational lines [38,39]. As a result, the purpose of this study
was to fill gaps by studying the mediating effects of work–life balance, as proposed by
Lee and Tai [31]. This would educate non-governmental organisations, human resource
managers, and organisations about how work–life balance can harm one’s psychological
well-being during a pandemic.

The association between job insecurity, work–life balance, and PWB can be explained
through the conservation of resources (COR) theory. This denotes that stress is an imbal-
anced state between environmental demand and the capacity of an individual to respond
to it. The primary rules of COR theory indicate that people always try to preserve, acquire,
boost, and protect any valuable resource. There are two fundamental principles: the pri-
macy of loss and resource investment. The primacy of loss relates to individuals’ protection
of resources against loss, showing that resource loss is more important than resource gain.
In contrast, the resource investment principle indicates that individuals invest more re-
sources to preserve and recover from resource loss, as well as obtain resources. Within
this development, COR postulates that individuals experience psychological stress when
(i) resources are lost, (ii) resources are threatened, or (iii) resources fail to appreciate after
investment [40].

In the present study, job insecurity can be identified as a significant job stressor
negatively associated with employees’ mental health outcomes [36], in which precarious
employment is placed with threatened loss. Nevertheless, job security is a valuable resource
because it is crucial for attaining other basic needs and social status [41]. When job insecurity
arises, income stability may also be affected [42]. In accordance with the COR theory, when
a resource (e.g., employment) is threatened with loss, it exacerbates stress as an emotional
response to deal with it. Such negative emotion can be overwhelming, thus negatively
affecting well-being [43].

The resource investment principle of COR theory claims that individuals strive to
invest more resources to protect against resource loss, and stress arises when resources fail
to appreciate after investment [40]. This study argues that precarious workers may invest
or take up additional resources, such as time and energy in their current employment, to
protect against potential resource loss, that is, job insecurity, and that causes stress [35].

2. Literature Review
2.1. Psychological Well-Being

Based on the eudaemonic assumption, PWB is defined as one’s inter- and intra-
functioning in a positive way, such as the sense of connectedness with others and self-
reflexive attitudes like the sense of mastery and personal development [44]. It also has to do
with improving one’s mental health, which results from healthy functioning at its best [45].
To further understand PWB, it can be derived from the concept of the mature personality,
Rogers’s fully functioning individual, and Maslow’s notion of self-actualisation. There
is autonomy, personal growth, self-acceptance, purpose in life, environmental mastery,
and positive relatedness with others. Maslow’s theory describes self-actualisation and
fully functioning individuals as requiring self-acceptance. It also emphasises the ability to
establish valuable connections with people and high emotional intelligence skills. Envi-
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ronmental mastery denotes the ability to function under pressure, whereas life purpose
denotes the ability to choose goals and generate a feeling of life direction, all of which
contribute to one’s life’s meaning. Personal development refers to one’s capacity to expand
and realise one’s inner potential. These PWB concepts, according to Ryff’s theory, are all
crucial to an individual’s ability to realise and maintain a fully functional self [46].

Past studies emphasise a wide range of personal health and organisation outcomes
resulting from high PWB, such as being more likely to stay active in physical activity [47]
and decreasing the chance of having psychopathology [48]. In terms of work domains,
higher PWB has been linked to more co-worker support among working people and acts
as emotional support to gig workers’ functioning [49,50]. Furthermore, when working
in a hazardous profession, drivers with higher PWB felt less anxious and agitated be-
cause they could concentrate on the good aspects of their everyday functioning, such as
enjoying the scenery while driving. As a result, prior research reveals that PWB signifi-
cantly improves mental health. To raise the degree of PWB among precarious workers in
Malaysia, the associated factors of PWB and its potential direct influence as a mediator
must be researched.

2.2. Job Insecurity and PWB

From the cognitive perspective, job insecurity (JI) refers to the threat to job employment,
whereby JI is defined as the emotional response, such as worrying or being stressed, to
the perceived threat of the job, such as in the affective perspective [51]. Job insecurity
can also be classified as qualitative or quantitative. Quantitative JI makes assumptions
about both the cognitive and emotive parts of JI, including the perception of uncertain
employment and the anxiety brought on by the threat [52]. The perception of unfavourable
job connection quality changes, such as a lack of career advancement or income increases,
is defined as qualitative JI [42] (p. 182). It is a self-defined experience that can vary across
people, a problem with the future, and an involuntary threat to one’s job. In the current
study, work insecurity is defined as a perceived danger to the continuity and stability of
employment from the perspective of quantitative job insecurity [53]. Furthermore, it occurs
from insecure to secure, with employees experiencing job security when they believe the
continuity and stability of their position are unaffected.

Job insecurity is strongly related to precarious work in this era and has been considered
a stressor that can potentially increase work demands on employees [24]. Given that
COVID-19 caused a global recession, the experience of job insecurity may have been
exacerbated. Many workers were forced to reduce work hours, lost their jobs, and had
to accept lower pay because of the organisation’s financial crisis, resulting in greater job
insecurity in the current working landscape [54]. Such circumstances cause individuals to
feel anxious, and that affects their life functioning. It has been found to negatively impact
mental health and function among employees [27,28,55,56]. Precarious workers with high
job instability reported psychological discomfort [26]. One potential explanation is that job
insecurity makes individuals feel powerless and unable to control it [24]. They are unsure
how to solve these changes, leading to poor mental well-being.

2.3. Work–Life Balance and PWB

Work and family are the two of the most important aspects of human life, yet they are
two distinct realms with different norms, cognitive patterns, and actions, depending on
employment qualities, as well as personal and family variables and conditions. Work and
life are understood separately, with work referring to the effort and energy we expend to
accomplish something and life referring to a combination of good and negative emotions,
such as happiness. By balancing all of one’s responsibilities at work and home, work–life
balance (WLB) is achieved [37]. That is, WLB is defined as a condition of equilibrium in
which workers’ work demands and life duties are in terms of emotional, behavioural, and
personal aspects. It is also based on the individuals’ subjective evaluation.
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Even though the work–life balance is a simple concept, many working professionals
struggle to recognise it. People spending more time at work is widespread in Asian
countries since labour overtime has been characterized as a culture in Asian workplaces [57].
Such work–life imbalance is an unhealthy lifestyle because employees are overwhelmed
with work demands, encountering conflict between work and life. A study by Mensah
and Adjei [58] showed that European working adults with low work–life balance reported
poorer physical and psychological health, with women being more affected than men. A
similar result was found in the Asian teaching profession, with individuals who can handle
work and life duties equally being more likely to cope with their emotions, resulting in
greater PWB [59]. From the COR perspective, these findings can be explained by employees
spending longer time at work as one resource to cope with their work responsibilities,
thus negatively affecting their family role, such as less time being given to children, and
eventually heightening their stress [35].

Given the nature of the work of precarious workers, it would lead to distress and may
affect their PWB [60]. Precarious workers reported feeling powerless because they believed
this was the only job they could get. They must have social support from family and friends,
as well as employers, co-workers, and customers, to protect their PWB [61]. However,
when they are required to work overtime, they have less time for life responsibilities and
social interactions. Malaysians adhere to collectivist culture, so they deem interpersonal
relations with family necessary to their life. Hence, it is crucial to identify how significant
work–life balance plays a role in Malaysian precarious workers’ PWB.

2.4. Job Insecurity and Work–Life Balance

In today’s labour market, workplace uncertainty is often viewed as a substantial
source of job stress [31]. When job insecurity arises, the worker’s working behaviour
changes to work intensively to demonstrate their effort in the occupation [62]. According
to the COR theory, when a person is stressed for a lengthy period, the rate of resource
consumption increases [63]. Further resource loss may occur if these resources are not
rapidly replenished [64]. In this vein, such work behaviour may have an impact on an
individual’s life: Minnotte and Yucel [36] and Soelton et al. [28] discovered that US workers
and Indonesia workers with significant job insecurity were more likely to struggle with
balancing work and family responsibilities, which may have an impact on their health over
time. Furthermore, higher working hours and work expectations were discovered to have
a negative impact on workers’ work–life balance [28,62,65]. This indicates that when job
insecurity occurs, further resources, that is, family and life demands, are affected.

Job insecurity is projected to be more prevalent among precarious workers due to
their variable working conditions and nature. For example, comparitive research by
Nielsen et al. [66] found that part-time workers faced more job insecurity than full-time
workers due to a lack of control, weak rights, and terms. Moreover, casual workers were
more inclined than permanent workers to commit to extended working hours [65]. These
studies show that precarious workers are highly vulnerable to job insecurity. However,
given that work–life balance is constantly regarded as a valuable resource by the current
Malaysian workforce [67]. it is unclear to what extent job insecurity association with
work–life balance exists among Malaysian precarious employment.

2.5. The Mediating Role of Work–Life Balance between the Association

Speculating from the COR theory, when employees are experiencing job uncertainty
during the COVID-19 pandemic, they will invest more resources to cope with their job
demands and insecurities. Consequently, workers’ resources will be drained if this situation
persists, leading to poor mental well-being [31]. When people experience employment
uncertainty, they also face the possibility of losing their ability to support themselves and
their families. Workers may expend greater time and energy in their job to safeguard their
employment in order to protect their fundamental food and income needs [35]. Tentatively,
spending more time at work reduces the available time for family, making it hard to achieve
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work–life balance, and thus having limited time to engage in social interaction [62,68].
Research has also shown an association between job insecurity, job demands, and work–life
balance [62,69,70].

Furthermore, during the pandemic, employees may face additional challenges like
setting aside additional time for domestic tasks and childcare and dealing with the new
working practice [30]. These difficulties make it harder to achieve a work–life balance [71].
As a result, past scholars proved that individuals with poor work–life balance reported
weaker mental health [58,72], and poorer life adjustments such as sleep, attention, learning
and remembering [73]. These studies have shown the association between job insecurity,
work–life balance, and PWB. Past researchers have commonly taken work–life balance
as a mediator in assessing organisational outcomes [33,34]. A recent study has found a
mediating effect of work–life balance in workaholism and depression among workers in
Hong Kong [32]. Therefore, this study examines the mediating role of work–life balance in
the association between job insecurity and PWB among Malaysian precarious workers. This
is critical to protect workers’ well-being because precarious workers with job insecurity
experience poorer work–life balance than full-time employees [74].

2.6. The Present Study

Figure 1 presents focus of current study. This study focused on job insecurity con-
tributing to precarious workers’ PWB. According to the COR theory, individuals experience
psychological stress when (i) resources are lost, (ii) resources are threatened with loss,
or (iii) resources fail to appreciate after investment [40]. When job insecurity occurs, it
acts as a stressor that influences ones’ employment with threatened loss, and so does the
effect on income [42]. When a person is stressed for a lengthy period, the rate of resource
consumption increases [63]. Further resource loss may occur if these resources are not
rapidly replenished [64]. Therefore, when job insecurity arises, he or she would work more
extended hours. After investing more time to work and resulting in less time for family
demands, precarious workers fail to regain the resource of time and energy equally, thus
causing work–life imbalance. Consequently, individuals’ stress heightens, and they may
feel less socially connected, leading to poorer mental health [75].
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In this study, job insecurity highlighted the overall perception of job insecurity during
the last three months, work–life balance on reflecting over the precarious workers work
and non-work activities over the past three months and psychological well-being by mea-
suring the subjective psychological well-being of precarious Malaysian employees, such as
cheerfulness.

2.7. Hypotheses

Job insecurity is negatively associated with psychological well-being among Malaysian
precarious workers.

Work–life balance is positively associated with psychological well-being among
Malaysian precarious workers.

Job insecurity is negatively associated with work–life balance among Malaysian pre-
carious workers.

Work–life balance mediates the association between job insecurity and psychological
well-being among Malaysian precarious workers.
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3. Method
3.1. Participants

This study involved 442 Malaysian precarious workers aged between 19 and 64
(mean = 29.93; standard deviation = 8.84). The majority of the respondents were women
(66.4%). The respondents comprised 55.9% Chinese, 36.3% Malay, 5.9% Indian and 1.9%
other ethnic minorities, such as Bumiputera Sabah and Sarawak. More than half the
respondents were single (51.2%), 41.7% were currently married, 5.9% were in a relationship,
0.9% were divorced, and 0.2% were widowed. The respondents consisted of 42.7% contract-
based employment, part-time employment (32.2%), self-employment (14%), dispatched
workers (9.2%) and agent workers (1.7%). The majority of the respondents reported
household income below 40% (B40, 79.6%), followed by middle 40% (M40, 17.8%) and
upper 20% (T20; 2.6%).

3.2. Procedure

The data of the study were collected using purposive and snowball sampling methods.
An online survey was designed using Qualtrics, an online survey platform. A participant
recruitment poster was created with the participation link and QR code. The poster was then
posted on various social media platforms such as Facebook, LinkedIn, Instagram, etc. Also,
potential participants were approached individually by the research team and requested to
circulate (i.e., snowballing) the research information and survey link to their networking
that fulfils the research requirement. Participants were required to fulfil the criteria of
a Malaysian who is currently a precarious worker. The definition of precarious work
was made available in the survey post and in the survey question to ensure participants
understood the concept of precarious work and were qualified to be the subject of the
research interest of the present study. Research information was accessible on the first
page of the survey link, followed by the informed consent form. Each respondent who
completed the survey was compensated with a RM 5 (Ringgit Malaysia) Touch’ N Go
E-reload pin. The ethical clearance for the study procedure was reviewed and approved by
the Institutional Scientific and Ethical Review Committee.

3.3. Measures

Job insecurity was assessed using the job insecurity scale developed by Jung et al. [76].
This eight-item scale is rated from 1 (strongly disagree) to 7 (strongly agree). A mean score
was computed after reverse scoring for questions 1 to 4. A higher mean score indicated
higher job insecurity. The Cronbach alpha reliability was reported at 0.64.

The work–life balance scale [77] consists of four items used to measure work–life
balance. Respondents were requested to rate on a 5-point Likert scale from 1 (strongly
disagree) to 5 (strongly agree). Question 2 is the reserve item. A mean score was computed
after reverse scoring for question 2. A higher mean score corresponded to a higher work–life
balance. Cronbach alpha reliability was 0.65.

PWB was measured using the WHO-5 well-being index scale (WHO-5) [78]. This scale
consists of a five-item rating from 0 (at no time) to 5 (all of the time). Respondents were
asked to indicate their psychological state over the last two weeks. A mean score was
computed with a higher score indicating higher PWB. Cronbach alpha reliability was 0.74.

3.4. Data Processing and Analysis Plan

IBM SPSS was used to run the analysis of the study. The data were first examined
for the associations between variables of the study using Pearson correlation analysis.
Hayes’s (2013) PROCESS Marco for SPSS, version 4.0 with Model 4 was then used to
examine the hypothetical mediating role of work–life balance in the association between
job insecurity and PWB among precarious worker respondents. Age and gender were set
as covariates in the present analysis. A 95% bias-corrected confidence interval (CI) was
examined using 10,000 bootstrap samples. The indirect effect was significant if both CIs
were in the same direction.
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4. Results
4.1. Correlation between Variables of the Study

Table 1 presents the descriptive statistics and correction results among the vari-
ables. The mean score for job insecurity was 4.03 (SD = 0.87), work–life balance was
2.96 (SD = 0.77), and psychological well-being was 3.16 (SD = 0.87). The results of correla-
tion revealed that job insecurity was negatively associated with work–life balance and PWB.
Inversely, work–life balance was positively linked to PWB. Specifically, precarious worker
participants who reported higher job insecurity tend to have a lower work–life balance and
PWB. A moderate and significant positive link was also found between work–life balance
and PWB.

Table 1. Descriptive statistics and correlation for variables.

Variable 1 2 3 4 5

1. Age 1
2. Gender (1 = Male) 0.12 ** 1
3. Job insecurity −0.01 −0.06 1
4. Work–life balance 0.01 −0.03 −0.23 *** 1
5. Psychological well-being −0.06 −0.08 −0.27 *** 0.41 *** 1
Mean 29.93 - 4.03 2.96 3.16
Standard Deviation 8.84 - 0.87 0.77 0.87
Cronbach Alpha - - 0.64 0.65 0.74
Range 19–64 - 1–7 1–5 0–5

Note. ** p < 0.01; *** p < 0.001.

4.2. Mediation Role of Work–Life Balance

Figure 2 presents the results of the mediation analysis. Job insecurity was found to
be negatively linked to work–life balance, B = −0.21, SE = 0.04, t(418) = −4.91, p < 0.001,
95% CI [−0.29, −0.12]. In the opposite direction, work–life balance was positively linked
to PWB, B = 0.41, SE = 0.05, t(417) = 8.07, p < 0.001, 95% CI [.31, 0.51]. The result of the
direct effect of job insecurity was negatively significant even after controlling the effects
of work–life balance together with the two covariances (i.e., age and gender), B = 0.18,
SE = 0.05, t(417) = −4.13, p < 0.001, 95% CI [−0.27, −0.10]. In the total effect model, job
insecurity was negatively associated with PWB, unstandardised regression coefficient,
B = −0.27, SE = 0.05, t(418) = [−5.76, p < 0.001, 95% CI [−0.36, −0.18]. The mediating role
of work–life balance on the link between job insecurity and PWB was significant, B = −0.08,
SE = 0.02, 95% CI [−0.13, −0.04], indicating work–life balance as a significant mediator.
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association between job insecurity and PWB among Malaysian precarious worker respon-
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with work–life balance and PWB, whereby work–life balance was positively linked to PWB,
supporting H1, H2, and H3. Furthermore, the finding also indicated that work–life balance
mediates the relationship between job insecurity and PWB, supporting H4.

Firstly, Malaysian precarious workers who experienced high job insecurity were more
inclined to poorer work–life balance and lower PWB, which are in line with the litera-
ture [28,36]. According to the COR theory, given that job insecurity is a significant stressor
to employees [31], Malaysian precarious workers could say that they work harder to se-
cure their current employment by showering more effort, thereby reducing the level of
stress. However, when more time is taken into the current employment, less time is paid
to the family. Therefore, it influences family and work demands [62], making their work
and life imbalanced. Highly job-insecure precarious workers are at risk of experiencing
weak PWB [55,56]. This could be explained by the sense of powerlessness [24], in which
Malaysian precarious workers have no idea how to control the negative circumstance and
feel powerless to make any changes to preserve their employment. As a result, being
surrounded by such negative emotions may drain workers’ mental health, thereby lead-
ing to poorer life functioning [26]. Furthermore, these findings are linked to the feature
of precarious labour employment. Since insecure work is frequently irregular and un-
predictable [8], they may have poor salaries, affecting their living expenses. As a result,
individuals must commit to additional work in order to secure their employment and, at
the very least, have some money to cover their basic needs. Precarious workers, unlike
permanent workers, typically lack social and health insurance [9], which may prevent them
from obtaining counselling or medical aid while experiencing high-stress levels due to
employment insecurity. As a result, they may eventually neglect their mental health rather
than invest money to seek professional care.

Secondly, Malaysian precarious workers with poor work–life balance are also associ-
ated with poor PWB, or vice versa. In adhering to the Malaysian collectivist society that
views interpersonal relations as necessary to their life, workers with work–life imbalance
are usually overwhelmed with their work demands, and thus have less time as an available
resource to invest in building social interactions and connectedness with their families and
friends [35]. Such a lack of connectedness may further heighten workers’ stress and even-
tually affect their PWB [61]. Conversely, if workers can achieve a work–life balance, they
have broader resources to reach out to, thereby managing their emotions more effectively,
contributing to their better PWB [59].

The results of the study also supported work–life balance being a significant mediator
that explains the indirect relationship between job insecurity and PWB among Malaysian
precarious workers. This result implies that precarious workers with higher job insecurity
tend to report a lower work–life balance, resulting in lower PWB, based on the COR
theory [40]. Malaysian precarious workers who experience job insecurity face not only
their employment being threatened but other basic needs such as food and income being
lost [42], while to preserve them from losing, precarious workers may invest other resources
such as longer working time and effort in their precarious employment [62]. Conversely,
the additional time and effort added to work is directly proportionate to the worker having
less time and resources to spare for family demands and making good social relationships,
thereby putting work–life balance at risk [36]. In the COR theory, individuals experience
psychological stress when resources fail to appreciate after investment [40]. In this regard,
the long working time and effort added to support their work demand may be drained
and fail to restore, eventually heightening stress as an emotional response, reducing their
PWB [31]. As a result, even though precarious employment is characterised by freedom and
flexible working hours and arrangements, it is unlikely to be regarded as an added value
to those who face high job insecurity during the pandemic because work–life imbalance
appears to be a common strategy for them to reduce job insecurity.
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6. Limitations and Recommendations for Future Studies

Some limitations need to be highlighted. Firstly, each measurement’s data were
self-reported by the participants, which might favour social desirability biases [79]. This
could potentially reduce the validity of the result. Therefore, it is suggested to incorporate
alternative sources of data. For example, to understand the work–life balances among
precarious workers, future research may conduct in-depth interviews with the respondents
or their family members to understand their working hours and working and non-working
life [80]. More sources of data collection may help in gathering more insightful information
that can enhance validity of the research. Furthermore, given that Malaysians still adhere
to traditional gender roles in which men are the primary breadwinners and that males were
more distressed than mothers during the pandemic [81], this demonstrates the possible
effect of gender on workers’ PWB. Gómez-Baya et al. [82] also found a substantial gender
difference in attending to basic need fulfilment. Future research may add gender as a
control variable to reduce confounding variables and obtain accurate results on how work–
life balance is viewed as a mediator in impacting the association between job insecurity
and PWB.

7. Implications

The findings of this study supported the COR theory in interpreting the relationship
between job insecurity and psychological well-being with the primacy of loss and how,
based on the primacy of resource investment, work–life balance serves as a mediator.
These can contribute to the literature focusing on psychological well-being in insecure job
employments in conjunction with other potential social determinants. The findings of the
study also can be used to reform the existing public policies in order to sustain the work–life
balance and psychological well-being of precarious workers, as this is in line with one of the
policies of the Ministry of Human Resources, Malaysia, to provide social security protection
for the well-being of employees, families, communities and the country [83]. Given that
limited studies have focused on Malaysian precarious workers, this study can serve as
a preliminary study for future researchers, thus deepening understanding of Malaysian
precarious workers.

Furthermore, the findings of this study are useful for Malaysian organizations, gov-
ernments, and policymakers by providing insight into how job insecurity is related to
psychological well-being, as well as the underlying mediator that generates the associa-
tion. Organizations can gradually become more employee-centric by introducing relevant
employee well-being interventions that aid in achieving work–life balance, such as family
supportive supervisory behaviour (FSSB) training, which has been proven beneficial for
employees in previous studies [84]. On the other hand, the government may become
involve in policy-making concerning employment benefits such as health, insurance and
pensions. In addition, the government can launch campaigns emphasising job security’s
importance and how to improve work–life balance. Lastly, policymakers may incorporate
more policies relating to work–life balance, such as family leave for precarious workers
who receive less social protection regularly, rather than giving it as a benefit for permanent
workers. It will eventually contribute to their psychological well-being.

8. Conclusions

This study aimed to examine the mediating role of work–life balance in the association
between job insecurity and PWB among Malaysian precarious employees. The study’s find-
ings have demonstrated how important work–life balance and job security are to ensuring
the mental health and psychological well-being of precarious workers. The findings of this
study also add to the literature by employing the conservation of resources as the primary
theory for explaining the potential correlations. It delves deeper into how job insecurity
affects PWB among Malaysian precarious employees and underlines the need to build
work–life balance in today’s working environment. As a result, during the epidemic, the
government, organizations, or policymakers may push additional interventions or policies
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related to work–life balance to improve precarious workers’ PWB. Future researchers, how-
ever, should explore incorporating other theories, such as the job-demand resource theory,
and include moderators to explain the underlying relationship between the variables. It is
also necessary to re-examine and pay attention to the concept of work–life balance among
precarious employees by including various contexts, locations, and cultures.
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