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Abstract: Background: Apart from the workplace, drawing support from family and religion is critical
to maintaining the well-being of high-technology employees. Relying on the job demands-resources
model and the positive affective spillover effect, the aim of this study was to investigate the mediated
relationship of family support, work engagement and subjective well-being, and the moderating
effect of religious attendance on the mediated relationship. Methods: A cross-sectional research
design was adopted. Mediation and moderated mediation were tested using the PROCESS macro
v3.5 for the SPSS supplement. Purposive sampling was used for the distribution of questionnaires
to high-technology employees in Taiwan. Results: Results from the data of 603 high-technology
employees indicated that family support, work engagement, and subjective well-being exhibited a
significant mediated relationship, and the mediated relationship was stronger among individuals
with religious attendance experience. Conclusions: This study emphasizes the driving effect of family
support on high-technology employee well-being and the moderating effect of religious attendance
as a situational strength. We recommend closely attending to employee well-being because doing
so is conducive to both the personal quality of life of employees and the sustainable development
of organizations.

Keywords: family support; work engagement; subjective well-being; religious attendance; JD-R
model; moderated mediation

1. Introduction

Employee well-being can elicit creativity [1] and innovative behavior [2]. Moreover,
employees perform better when they are healthy and happy [3,4]. Therefore, raising
employee well-being is a critical topic in organizational development [5]. Research has
indicated that social support is connected with work-related well-being [6], such as work
engagement [7,8], and it is also connected with subjective well-being in personal life [9,10].
Through the positive affective spillover effect, employee positive affects derived from
perceived work engagement in the workplace extend to their personal life, which enables
them to experience subjective well-being [11,12]. This has prompted researchers to explore
the mediated relationship of social support in the workplace, work engagement and
subjective well-being [12]. For example, the positive affects generated in the workplace
from supervisor support can be transferred to employee personal life.

According to the job demands-resources model (JD-R), job resources are related to
well-being and can therefore help employees cope with job demands [13]. Job demands
and resources are the two factors that may aggravate or ameliorate job stress, influencing
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work performance and employees’ physical and mental health through different mecha-
nisms [14]. Job demands trigger the health impairment process, which reduces the physical
and psychological resources of employees and impairs their physical and mental health.
Job and personal resources increase job motivation in employees through the motiva-
tion process [14]. Therefore, having appropriate job resources enables employees to be
committed to their work and achieve work performance [15]. Meanwhile, job resources
mitigate the undesirable effects of job demands on employees [16]. For the high-technology
industry, the rapid technological advances drive organizations to constantly search for
product innovation [17,18]. This forces employees to work overtime [19] and spend most
of their time at work [20]; the ever-increasing workload and responsibilities thus impose
tremendous stress on employees [21]. Based on the JD-R model, the sources of job resources
are related to primary life territories; in the case of high-technology employees, work and
family are considered their most essential life territories [22]. Hence, the ability to draw
resources from the workplace and from family is a key factor to employee well-being.
However, among employees in high-technology industries, support from colleagues may
have a different effect than support from family members.

In job-related matters, however, high-technology employees tend to work indepen-
dently, because they are capable of accomplishing work alone and may have key knowledge
of the industry [19]. Receiving assistance from colleagues may be interpreted as a sign
of incompetence, and such a fear often acts as a deterrent against seeking help from col-
leagues [23,24]. Moreover, mutual support between colleagues can create mental burdens
for employees who have received such support, because they have to repay or reciprocate
favors rendered, especially when they feel obligated to return [25], and this is detrimental to
positive affects in the workplace [23]. In addition, a mutually supportive ambient between
colleagues can result in social loafing, which is harmful to work engagement because it
lowers work motivation [26]. Therefore, receiving colleague support may act negatively
on employee motivation for work and positive affects in the workplace [23]. By contrast,
resources from family support can be drawn without much concern, enabling them to
become more devoted to work, build positive effects, and achieve greater performance in
the workplace [27]. Accordingly, obtaining family support may become the critical factor
affecting the well-being of high-technology employees. The relationship between family
support, work engagement, and subjective well-being merit further investigation.

Aside from job resources in the physical world, high-technology employees facing
constant work-related stress can turn to the spiritual world (i.e., religion as a source of
resources) [28] for work predicaments [29] and for success at work [30]. Associating with
people sharing the same faith in religious ceremonies or activities is a situation that enables
one to trust others [31], to relax and be relieved from stress by being temporarily away from
troubles [32], and to experience well-being through interactions with people sharing the
same values [31]. Both in Eastern and Western culture traditions, adherents and believers
interact by attending religious activities and provide emotional support to one another
that promotes well-being [28,33]. Therefore, religious activities are a type of activity in
which high-technology employees may be willing to participate in their free time. This is
particularly true considering that individuals more experienced in religious attendance
have more access to learning of religious doctrines [33,34] and are more inclined to accept
family support [35], both of which are beneficial to work engagement. Thus, religious
attendance can be considered a situational strength [36] that moderates the effect of family
support on work engagement and may influence subjective well-being.

Accordingly, apart from the workplace, family and religion are also primary territories
in a person’s life [22]. Therefore, drawing support from family and religion is critical to
maintaining employee well-being. Most studies on moderators to the relationship between
social support and work engagement have focused on situational constraints such as
job demand [37,38]. However, potential moderators from situational strengths [36] also
warrant discussion.
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The present study examined the mediated relationship of family support, work en-
gagement and subjective well-being, in addition to exploring the moderating effect of
religious attendance, particularly for employees with a high level of job demand. Em-
ployees in the high-technology industry typically experience stress from high job demand,
and such stress is deemed to have a negative effect on employee health and work-related
attitudes [19,20,39].

In this study, we applied the JD-R model and the positive affective spillover effect to
explain moderating and mediating effects. The JD-R model demonstrates the importance of
job resources for increasing well-being in a stressful situation. That is, the work engagement-
related positive effects that an employee develops because of job resources such as religion
or family support can spill over to personal life, thus providing subjective well-being.
Accordingly, we hypothesized that for individuals with religious attendance experience,
such experience would strengthen the mediating effect between family support, work
engagement, and subjective well-being. Therefore, the aim of this study was to investigate
the mediated relationship of family support, work engagement and subjective well-being,
and the moderating effect that religious attendance has on the mediated relationship. The
hypothesis development is presented below.

1.1. Family Support, Work Engagement, and Subjective Well-Being
1.1.1. Family Support

Family support is critical to employees because it motivates innovative behaviors and
mitigates job stress. Especially in the creative thinking stage, employees require emotional
support from their families [40]. Family support provides psychological resources for
employees to buffer job stress and cope with onerous job demands [41].

1.1.2. Work Engagement

Work engagement denotes a positive psychological state at work and usually reflects
three characteristics of employee work-related well-being: vigor, dedication, and absorp-
tion [42,43]. Work engagement is a dynamic state that improves after employees augment
their personal resources [44]. When employees engage with their work, they are motivated
to utilize their personal resources toward attaining job goals [42].

1.1.3. Subjective Well-Being

Subjective well-being includes cognitive and affective components [45] and refers to
personal subjective evaluations to their lives and emotions [46]. Individuals assess their
own well-being according to how they generally feel toward their life experiences and
emotionally respond to their life events [47].

1.1.4. The Mediation Relationship

Employees with a high level of work engagement are energetic, enthusiastic, and
immersed in work-related positive affects [6,48]. Family support is a specific type of social
support that helps individuals achieve work objectives and develop positive affects while
working [27,49]. Because positive affects generated at home from family support also
improve the well-being at work and work performance [48,50], according to the JD-R
model, employee work engagement can be enhanced through the motivational process if
family support is gained [15].

In a broader sense, subjective well-being encompasses life satisfaction, happiness [45,51],
and joyfulness [52]. Happiness and subjective well-being share similar characteristics
such as subjectivity, positive affectivity and experience, and a comprehensive evaluation
of personal life [46,51]. Therefore, subjective well-being and happiness can be applied
interchangeably in research [53]. Interacting with family usually enhances happiness
and life satisfaction [54]; for individuals who face a predicament, family support plays a
critical role in making life happier and more satisfactory [9]. Family members can provide
valuable support in the arena at work and at home, bringing them the feeling of happiness
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and meaningfulness, which leads to their overall subjective well-being [41]. Therefore,
employees who have family support can experience high subjective well-being.

Through the affective spillover effect, individuals can extend well-being at work
to personal life. By doing so, they can enhance work engagement and subjective well-
being [11,12]. Furthermore, employees with high work engagement are usually able to feel
happiness from it [38]; they can even feel similar positive affects in personal life. According
to the JD-R model, job resources promote employee work engagement and subjective
well-being [55]. Work engagement is possibly an effective response to the encouragement
or support received from family, and such positive work-related experience and emotional
response can, in turn, lead to overall subjective well-being. Thus, individuals who perceive
work engagement attributable to family support will experience subjective well-being.
Accordingly, we proposed the following hypothesis:

Hypothesis 1 (H1). Work engagement mediates the relationship between family support and
subjective well-being.

1.2. Moderating Effect of Religious Attendance

Research has confirmed that religion is related to subjective well-being [31,33,56].
From the perspective of social integration [31], religion can serve as a social resource [34].
Religious activities provide a trustful environment in which people can interact, socialize,
and provide mutual affective support, thus enhancing their sense of well-being [31,33,34,57].
Individuals who frequently attend religious activities develop a strong sense of belonging,
because they share the same values as their peers [32]. The psychological resources they
draw from socializing with people of the same faith also help them cope with stressful
events, including stress from work [32]. From the perspective of social control, fundamental
rules regarding family relationships propounded by a religion have unofficial binding
power [31], but religious beliefs with deep-rooted moral values can guide people toward a
positive family relationship [32].

A family often attends religious activities together, and sharing the same faith also
increases the opportunities of family members to exchange ideas and provide mutual
affective support [57,58]. This, in turn, strengthens a family’s mutual trust and sense of
belonging, which contributes to their sense of well-being [59]. Additionally, numerous
religious doctrines also encourage understanding of family responsibilities [58], which has
the effect of reducing family problems, increasing family support [35], and facilitating work
engagement through successful completion of work objectives. Therefore, religious atten-
dance can be considered a situational strength [36] that enhances the positive relationship
between family support and work engagement. Increasing the chance of experiencing work
engagement can enhance positive experiences and affective responses, thus contributing to
the development of subjective well-being.

Accordingly, we proposed the following hypothesis and research framework (Figure 1):

Hypothesis 2 (H2). Religious attendance moderates the strength of the mediated relationship
between family support and subjective well-being through work engagement such that the mediated
relationship is stronger among individuals with experience in religious attendance.

Figure 1. The proposed research framework.
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2. Materials and Methods
2.1. Participants and Procedures

A self-reported questionnaire survey was conducted, where the researchers explained
to the participants that the survey was conducted solely for academic research and the
questionnaire responses were anonymous. A cross-sectional research design was adopted,
and the researchers collected all the questionnaire data from participants at a specific
point in time. This study endeavored to obtain representative samples by using purposive
sampling. Five typical high-technology organizations were approached. Managers of
these organizations were contacted by researchers who explained the research purpose
and procedures. We collected data from high-technology firms that provide semiconductor
manufacturing services, such as assembly and testing, located in an export-processing
zone in Taiwan. Survey packages were distributed to 637 high-technology employees, and
603 valid questionnaires were returned, with an overall response rate of 94.7%. Verbal
informed consent was obtained from participants at the beginning of responding to the
questionnaire. Among the respondents, 43% were male, and 57% were female; 52.6% had
at least a bachelor’s degree; and 88.6% worked as nonsupervisory employees. The average
age was 33 years (SD = 9.5), and the average tenure at their organization was 6.8 years
(SD = 6.9); 27.2% of respondents participated in religious activities, although they must
spend most of their time at work.

2.2. Measurements

Participants were asked to recall their experiences from the past month in the ques-
tionnaire. Family support and work engagement were measured using 5-point scales
(1 = strongly disagree to 5 = strongly agree), and subjective well-being was measured using a
4-point scale (1 = strongly negative to 4 = strongly positive).

Family support was measured with a four-item Chinese edition scale that Wong, Lin,
and Liu [60] adapted from the family support inventory scale developed by King et al. [61]
to assess individual perceptions of work-related support from family members. An example
is “When something at work is bothering me, members of my family show that they
understand how I’m feeling.” The Cronbach’s alpha was 0.87.

Work engagement was measured with a 17-item Chinese edition scale that Lien [62]
adopted from the employee version of the engagement scale developed by Schaufeli
et al. [6]. Example items include “At my job, I feel strong and vigorous,” “I am enthusiastic
about my job,” and “I feel happy when I am working intensely.” The Cronbach’s alpha
was 0.95.

Subjective well-being was measured using a short 10-item Chinese version of the Chinese
Happiness Inventory [53,63,64]. Each item includes four statements. Respondents were
asked to select the statement that most accurately represents their subjective sense of
well-being. An example is “I (never, seldom, often, or always) experience joy and elation.”
The Cronbach’s alpha was 0.91.

Religious attendance was assessed as a dichotomous variable. This variable was di-
chotomized into 0 (no) or 1 (yes). To prevent errors due to misreporting, forgetting, or
unwillingness to provide attendance frequency for a specific period [65,66], respondents
needed only to express whether they still participate in religious activities although they
spend most of their time at work.

2.3. Data Analysis

Before hypothesis testing, missing values analysis was conducted. Variable data were
missing at rates of 0.3% to 3.8%. Missing data were replaced through median imputa-
tion [67]. The final data set comprised that of 603 participants. Subsequently, descriptive
statistical analysis and correlation analysis were performed. Mediation and moderated
mediation were tested using the PROCESS macro v3.5 for SPSS supplement (Models 4
and 7) (IBM Corp., Armonk, NY, USA) [68] with 5000 bootstrap resamples. Model 4 was
applied for mediation analysis, whereas Model 7 was employed for moderated mediation
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analysis. The results were used to calculate the regression coefficients for the mediation
relationship and indirect effect, and the regression coefficients for the moderated mediation
relationship, conditional indirect effects, and index of moderated mediation. Demographic
variables including age, gender, and tenure were also used as control variables [27,48,69].

2.4. Assessment of Common Method Variance

The present study collected data from employees concurrently. Single-source bias
might have affected the relationships between variables [70]. To reduce the bias resulting
from the efforts to provide socially desirable responses [71], all data were anonymized, and
respondents were assured of their confidentiality. Furthermore, to assess common method
variance, we performed Harman’s one-factor test [72]. All measurement items were loaded
into exploratory factor analysis. Four factors were extracted from the unrotated factor
structure. The first general factor accounted for only 40.04% of the variance [73]. Therefore,
common method variance was not a considerable concern in this study.

3. Results
3.1. Descriptive Statistics and Correlations

The descriptive statistics and correlations between variables are presented in Table 1.
Family support was significantly correlated with work engagement and subjective well-
being, and work engagement was significantly correlated with subjective well-being.

Table 1. Descriptive Statistical Analysis and Correlation Analysis.

Variable Mean SD 1 2 3 4 5 6 7

1. Age 33.360 9.507 —
2. Gender 0.577 0.494 0.215 ** —
3. Tenure 6.810 6.900 0.772 ** 0.229 ** —

4. Family support 4.027 0.672 0.069 0.010 0.038 —
5. Work engagement 3.348 0.655 0.149 ** −0.040 0.055 0.368 ** —

6. Subjective well-being 2.240 0.528 0.075 −0.048 0.047 0.291 ** 0.549 ** —
7. Religious attendance 0.272 0.445 0.163 ** 0.108 ** 0.125 ** 0.087 * 0.099 * 0.114 ** —

Note. Listwise n = 603. * p < 0.05, ** p < 0.01. For gender, 0 = male, 1 = female. For religious attendance, 0 = no, 1 = yes. SD: Standard
deviation.

3.2. Mediation Hypothesis Testing

Table 2 reveals the results of the mediation analysis; the indirect effect of family
support on subjective well-being through work engagement (B = 0.144, bootstrapping
CI = 0.101, 0.187) was significant. The results thus support Hypothesis 1.

Table 2. Results of Mediation Analysis.

Variables
Work Engagement (M) Subjective Well-Being (Y)

Coeff. SE LLCI ULCI Coeff. SE LLCI ULCI

Work engagement (M) 0.414 *** 0.030 0.355 0.473
Family support (X) 0.348 *** 0.037 0.276 0.420 0.082 ** 0.029 0.025 0.138

Age (U1) 0.016 *** 0.004 0.008 0.024 −0.003 0.003 −0.009 0.003
Gender (U2) −0.086 0.051 −0.187 0.014 −0.035 0.037 −0.108 0.039
Tenure (U3) −0.012 * 0.006 −0.023 −0.001 0.004 0.004 −0.004 0.013

Constant 1.539 *** 0.180 1.187 1.892 0.601 *** 0.139 0.328 0.874
R2 0.162 *** 0.313 ***

Indirect effects of X on Y Effect Boot SE Boot LLCI Boot ULCI

X→M→ Y 0.144 0.022 0.101 0.187

Note. n = 603 (religious attendance, n = 164, no religious attendance, n = 439). 95% confidence interval. LLCI: lower-level confidence
interval, ULCI: upper-level confidence interval. 5000 bootstrap resamples. * p < 0.05, ** p < 0.01, *** p < 0.001. SE: Standard error. →: The
direction of causal relationship.
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3.3. Moderated Mediation Hypothesis Testing

Figure 2 reveals that the effect of family support on work engagement was greater
among employees who experienced religious attendance. The index of moderated medi-
ation (B = 0.083, bootstrapping CI = 0.015, 0.159) in Table 3 indicates that the mediated
relationship between family support and subjective well-being through work engagement
was significantly moderated by religious attendance. The conditional indirect effect of
family support on subjective well-being was higher among employees who had experience
of religious attendance (B = 0.204, bootstrapping CI = 0.142, 0.273) than those who did not
(B = 0.121, bootstrapping CI = 0.074, 0.169). The results thus support Hypothesis 2.

Figure 2. Moderated effect of religious attendance on the relationship between family support and
work engagement.

Table 3. Results of Moderated Mediation Analysis.

Variables
Work Engagement (M) Subjective Well-Being (Y)

Coeff. SE LLCI ULCI Coeff. SE LLCI ULCI

Work engagement (M) 0.414 *** 0.030 0.355 0.473
Family support (X) 0.293 *** 0.042 0.209 0.376 0.082 ** 0.029 0.025 0.138

Religious attendance (W) −0.740 * 0.346 −1.420 −0.060
X ×W 0.201 * 0.084 0.036 0.365

Age (U1) 0.016 *** 0.004 0.008 0.024 −0.003 0.003 −0.009 0.003
Gender (U2) −0.093 0.051 −0.193 0.007 −0.035 0.037 −0.108 0.039
Tenure (U3) −0.012 * 0.006 −0.023 −0.001 0.004 0.004 −0.004 0.013

Constant 1.758 *** 0.198 1.369 2.147 0.601 *** 0.139 0.328 0.874
R2 0.173 *** 0.313 ***

Conditional indirect
effects of X on Y Effect Boot SE Boot LLCI Boot ULCI

Religious attendance (No) 0.121 0.024 0.074 0.169
Religious attendance (Yes) 0.204 0.034 0.142 0.273

Index of moderated
mediation Index Boot SE Boot LLCI Boot ULCI

X→M→ Y by W 0.083 0.037 0.015 0.159

Note. n = 603 (religious attendance, n = 164, no religious attendance, n = 439). 95% confidence interval. LLCI: lower-level confidence
interval, ULCI: upper-level confidence interval. 5000 bootstrap resamples. * p < 0.05, ** p < 0.01, *** p < 0.001. →: The direction of causal
relationship.
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4. Discussion

The results support the mediating relationship between family support, work engage-
ment, and subjective well-being as well as the moderating effect of religious attendance
on the mediated relationship. That is, employee family support, work engagement, and
subjective well-being exhibited a significant mediated relationship, and such a relation-
ship strengthened when employees had religious attendance experience. The primary
contribution of this study is as follows.

4.1. Emphasizing the Driving Effect of Family Support on High-Technology Employee Well-Being

Relying on the JD-R model and the positive affective spillover effect, this study
revealed that family support exerted a critical driving effect on sense of well-being, particu-
larly for high-technology employees working under a high level of job demand. Because
family support is given without expecting anything in return, employees feel at ease while
enjoying the love and care of family. Therefore, the positive influence of family support
generates positive affects for employees in terms of work engagement, and they experience
subjective well-being through the positive effects spilling over into their personal life.

4.2. Emphasizing the Moderating Effect of Religious Attendance as a Situational Strength

This study investigated the effect of a situational strength on the mediated relationship
and was conducted in Taiwan to understand the effect of religion on high-technology
employee well-being. The results indicate that the level of religious attendance experience
moderated the relationship between family support, work engagement, and subjective well-
being. Participating in religious activities allows employees who feel stress and pain from
job demand to relieve the effects of the stress on their well-being. Moreover, employees
with religious attendance experience tend to face stress with an optimistic attitude, which
enables them to actively seek affective support from their social network to increase their
sense of well-being and to reduce work-related stress [31,74]. Therefore, employees whose
time at home is reduced by working overtime are advised to increase their time with family
by attending religious activities with the entire family. Alternatively, immersion in religious
doctrines can improve interaction between family members, thus giving employees family
support [58]. Both serve to improve mental health as well as well-being at work and in
one’s personal life.

5. Theoretical Implications

This study applied the JD-R model to explain the mechanism of job resources in a
highly stressful working environment. The findings suggest that employees under high job
demand should acquire resources from family and religion, which can help them cope with
work-related stress and enhance their work engagement as well as personal well-being.
However, the usefulness and ease of use of social media [75] have also enabled employees
to relieve stress and obtain job resources, thus having a positive effect on employee well-
being (Hoffman and Novak, 2012) [76]. Future researchers are advised to explore the
mechanisms of social media in this regard and their relationship with work engagement
and subjective well-being.

Owing to the COVID-19 pandemic, when employees experienced the threat of coro-
navirus disease in the workplace, working from home has been widely adopted as a
flexible work arrangement [77]. In the work/home role transition, employees may prefer
a work–home integration that brings their role at work to family life, or a work–home
segmentation that separates their work role from their role at home [78]. The difference
in preference can result in different work–home demarcation and influence work–home
conflict in different ways [79], which may, in turn, affect work engagement and well-
being. Therefore, future studies should also investigate how employee attitudes toward the
work/home role transition potentially moderates the aforementioned mediated relationship.
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6. Practical Implications

This study stressed the influence of family support and religious attendance on work
engagement and subjective well-being. Organizations may provide employee-oriented
flexible working arrangements [80] for employees who need to participate in religious
activities or balance family obligations. Employees who have more time to devote to
religious activities can obtain more family support and prevent work–family conflict [80],
which can in turn help improve their work engagement and well-being. Organizations
can also benefit from this, because happier employees exhibit greater performance and are
more productive.

7. Limitations

This study used a cross-sectional research design, which involved employees respond-
ing to a questionnaire simultaneously. Future studies may consider collecting data at
different time points. Also, self-reporting was used to measure the variables. To prevent
biased responses pursuant to social desirability, all data were collected anonymously and
used confidentially for academic purposes only. Future research may recruit respondents
such as family members, coworkers, or supervisors as other sources reporting employee
well-being both within and outside the workplace. Moreover, only 27% of the participants
reported religious attendance outside work. However, people who do not attend religious
activities may still be religious and understand religious doctrines and may be spiritual.
Future studies might consider the individual’s overall relationship and diverse aspects
toward religion and spirituality.

8. Conclusions

This study demonstrated the importance of well-being to employee innovative be-
havior, which is critical to the high-technology industry, by discussing and examining
the relationship between family support, religious attendance, work engagement, and
subjective well-being. This study focused on employees in high-technology industries,
who, in the face of onerous job demands, may enhance subjective well-being through
favorable resources outside the workplace. Family and religion are crucial domains in
everyday life from which employees acquire personal resources. Compared with social
support in the workplace, family support is less likely to create psychological burden on
employees. Furthermore, this study emphasized the situational strength brought by reli-
gious attendance. Religious activities in Taiwan are temple activities [33], church activities,
or rituals [34], and people typically follow their family members in praying for health and
good luck. Participation in religious activities is also an opportunity for employees to
spend time with their family members, and religious doctrines tend to prescribe strong
familial relationships. We recommend paying attention to employee well-being because
doing so is beneficial to employee quality of life and helps organizations to repeatedly gain
product innovation and achieve sustainable development. Because this study was based
on data collected in Taiwan alone, future studies should use data from other regions to
verify the relationship between the variables assessed in this study. Finally, our study was
conducted in the high-technology industry in Taiwan. Employees in the service industry
may also suffer from emotional stress through interacting with customers, which may
reduce well-being [81]. Future research can expand our understanding by applying our
research to the service industry.
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