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Abstract--- Work resources contribute job’s motivation as they help in teachers’ self-development and well-being. 

This support of work resources leads to teachers’ retention and increase in motivation throughout the day. The 

resources found at work can contribute to the teachers’ well-being psychologically and their job satisfaction in schools. 

On the other hand, a lack of resources can cause teachers' emotional, spiritual and physical problems because they 

are unable to meet the demands of their day-to-day work. This study was conducted to identify the relationship between 

work resources and teachers’ well-being. Respondents consisting of 460 teachers were selected through a 

proportionate stratified random sampling technique. Instruments using the 5-point and 7-point Likert scales were 

analyzed using Structural Equation Model Analysis (SEM) to identify the relationship of work resources variables with 

teacher job well-being. The findings show that work resources have a significant relationship with teachers’ well-being. 

Support from administrators, colleagues and good relationships between teachers and pupils are valuable and 

contribute significantly to teachers’ psychological health. In fact, it has contributed to the retention of high-quality 

work and teachers’ well-being.  
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I. INTRODUCTION  

Employee’s well-being plays an important role in an organization as it helps achieve the organization's goals 

(Rodriguez-Munoz & Sanz-Vergel, 2013). Well-being in workplace is associated with work resources from social 

support. Work resources are a form of support that serve as motivation and job satisfaction. Thus, work resources 

through social support from administrators, colleagues and pupils have become invaluable support and contributed to 

the rapid impact on teachers’ healthy emotions and enjoyable work experiences (Collie et al., 2015; Aziah & Hong, 

2015; Zuhaili & Ramlee, 2017). According to Wagner and French (2010), teachers’ well-being has a significant impact 

on teachers' healthy emotions and positive attitudes. That is to say healthy emotions and psychology can build and 

shape positive relationships among colleagues, administrators and pupils. Besides, confidence in the profession and 

motivation in school activities engagement can also be shown by teachers (Zaki, 2016). Thus, this positive and balanced 

emotional development has contributed to the development of a positive learning process and has focused on the main 

goals of teaching (Zaki, 2016; Lovewell, 2013). 

However, the present challenges in teaching profession include various issues such as pupils’ discipline, workload 

and administrative tasks have caused teachers to feel stressed and dissatisfied with work. Teachers are disappointed 
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with the organization and the administrators. This situation is becoming more complicated and worse when the 

administrators are unconcerned, less understanding and do not appreciate teacher's work which contribute to the stress 

(Hong & Aziah, 2015). This is why resources are highly important to teachers as support and motivation to sustain and 

reduce the pressures faced by teachers. It is said that work resources have a positive relationship on teachers' well-being 

(Murray et al., 2015; Sapora, 2010; Zamzam & Nor Azila, 2011). 

Job’s well-being serves as a catalyst for teachers’ active participation in working environment such as physical 

activity, creative delivery of teaching and learning as well as stimulating pupils’ mind and their engagement in fun 

learning (Chen, 2014; Yin et al., 2016). Career and the environment in workplace can encourage an individual's 

emotion, health and quality of life (Jayasinghe 2017; Thompson et al., 2012; Collie et al., 2015). Positive working 

environment also influences well-being in work engagement as it contributes to positive thoughts and attitudes at work, 

healthy self-esteem, job satisfaction and tendency to make healthy decisions, positive and affective reactions (Collie et 

al., 2016; Zaki, 2015). These help an employee achieve personal potential in performing the job well (Dane & Brummel, 

2014). 

The school-working environment offers a variety of job demands that require teachers to be high emotion in terms 

of thinking and self-esteem at work. Supports from administrators, colleagues and having good relationships between 

pupils are important factors for teachers to balance with the stresses and challenges of their work (Yin et al., 2016; 

McCallum & Price, 2010; Engels et al. 2004). In addition, the role of supports provides motivation for teachers to meet 

the challenges of daily work. Support does not only motivate but also helps teachers to cope with work stresses in a 

positive way (Frenzel et al., 2016). Challenges and pressures from the physical, psychological, social or organizational 

aspects of work can lead to increased work stress, hinder achievement of work goals and interfere with teacher health, 

student learning and educational development (Bakker, 2011; Hakanen et al., 2008). This social support also contributes 

to job satisfaction and active involvement of teachers in school’s organizations. 

Nielsen (2015) claims that social support has a significant and positive relationship in an organization. Support from 

administrators and colleagues is crucial in education as it promotes a positive attitude towards teachers (Wagner & 

French, 2010) and creates a fun and satisfying experience. This work resource is a valuable support and contributes to 

teachers’ psychological health (Frey et al., 2003; May et al., 2004). This is because in order to achieve the goals of the 

job, the work demands that are faced must be minimized and addressed. Based on the studies done by Salanova et al. 

(2003), Llorens et al. (2005), and Salanova et al. (2005), it showed that the primary work resources in teaching 

profession is the social support system. Teachers increase job performance, maintain a high level of engagement, are 

innovative, and achieve their goals due to receiving management support, great organizational climate and good 

colleague support in every challenge they face (Bakker et al., 2007). 

It is highlighted that when teachers are getting less support from administrators, their work stress is getting higher. 

On the contrary, teachers who are supported by the administrators will influence the organization with their positive 

attitude. Teamwork and negotiations among administrators and teachers led to a decrease in conflict within the 

organization. Support from administrators can also reduce teachers' exposure to burnout (Ferguson et al., 2017) and 
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reduce burnout (Qin & Zhu, 2007). On the other hand, in terms of job satisfaction, they are less likely to experience 

stress when they often share stress with administrators (Ferguson et al., 2017). Administrator support does not only 

decrease the negative impact on work experience but also improves the psychological level as well as employee’s 

performance (Mayo et al., 2012; Sloan, 2012). Blanch and Aluja (2012) found that higher perceptions of administrative 

support can reduce employee’s dissatisfaction. Sloan (2012) indicated that colleague support reduces employee stress 

from exposure to bullying by customers, administrators and colleagues. 

A colleague is a person who has a strong influence on the performance of other colleagues. Support from colleagues 

can help reduce the stress of work-related problems, help guide and provide support for solving problems, as a place to 

share interpersonal needs, cooperation and training (Menguc & Boichuk, 2012). In particular, colleagues contribute to 

the emotional support and empathy of their colleagues to help teachers reduce burnout and reduce other teachers' 

inadequacies. Communication among teachers about work and non-work can help prevent a teacher's negative feelings 

about work and organization. There will even be friendly relationships between teachers and developmental tendencies 

of trust and empathy between colleagues (Halbesleben & Wheeler, 2012). Positive relationships encourage teachers to 

foster their emotion and psychology well-being as well their colleagues. Eventually, friends who receive mutual support 

are more likely to develop a strong personal spirit through the encouragement of co-workers. In addition, support from 

colleagues can also improve teachers’ performance. High quality relationships with colleagues are positively related to 

personal progressive achievement (Fernet et al., 2010). The quality of the relationship among teachers can develop and 

impact low levels of exhaustion. 

The teachers’ experience in the classroom with the pupils can have a negative or positive effect on teachers’ well-

being. The close relationship among pupils in the classroom provides an experience of positive beliefs and emotions 

among teachers and pupils (Spilt et al., 2011). Teachers who maintain good relationships with pupils in the classroom 

feel that they are very close because they can share the stories with the teacher, show respect to the teacher and gain 

the respect from the pupils through the built-in relationship (Hargreaves, 2000). This positive experience creates 

excitement for teachers and pupils and builds positive emotional well-being on both sides (O'Connor, 2008). In fact, 

the teacher-pupil quality relationships contribute to the functions and problems that affect pupils at school and in the 

classroom (Pianta, 2001). 

II. METHODOLOGY  

This study intends to: 

1. Identify the relationship between work resources and teachers’ job well-being.  

H1: there is correlation between work resources and teachers’ job well-being.   

1) Sample  

Work resources are independent variables while teachers’ well-being as dependent variables. The population of the 

study consists of secondary school teachers in the Klang Valley. A total of 500 questionnaires were distributed and 

only 460 questionnaires could be used for this purpose. The identity of the respondents is confidential, and the 
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respondents' answers are for the purpose of this study only. 99 (21.5%) of the teachers were male teachers while 78.5% 

were 361 female teachers. This study used a proportionate stratified random sampling technique. 

2) TOOL  

The research instrument has been divided into two parts, namely measuring teachers’ well-being and work 

resources. Job well-being is measured in terms of job satisfaction and burnout. For the job satisfaction instrument, the 

researcher adapted the questionnaire from the Teacher Job Satisfaction Questionnaire (Lester, 1987) and the burnout 

scale was measured using the Maslach Burnout Inventory instrument (MBI-HSS) (Maslach & Jackson, 1996). 

Meanwhile, the instruments for measuring work resources consist of social support systems and teacher-pupil 

relationships. The social support measurement scale consists of administrators and colleagues using the Lester (1987) 

Teacher Job Satisfaction Questionnaire instrument. The scale for measuring teacher-pupil relationships was adapted 

from the Student Teacher Relationship Scale (Pianta, 1992). 

The scale for measuring the teachers’ well-being consists of 39 items namely 29 items measuring job satisfaction 

and 10 items measuring burnout. 5-point Likert scale was used to measure job satisfaction and burnout was measured 

using 7-point Likert scale. Meanwhile, the work resources were measured using 5-point Likert scale. 

According to Creswell (2005), the validity and reliability of instruments is tested using Cronbach's alpha coefficient 

(α). The researcher has used the value of (α) 0.60 and above as the reliability index of the research instrument. For a 

survey of 0.60 coefficients, it is suitable (Hair et al., 2010) that the instruments used were of high validity and reliability 

and produced good research. Cronbach's alpha (α) reliability for teachers’ -well-being is 0.863, sub-construct job 

satisfaction is 0.829 and burnout is 0.827 while work resource is 0.890, social support system is 0.855 and teacher-

pupil relationship is 0.798. 

The data were analyzed using descriptive and inferential analysis methods. Descriptive statistics analysis includes 

mean values, percentages and frequency to describe demographic characteristics such as gender, age and work 

experience. Meanwhile, inferential analysis involves bivariate and multivariate analysis. This analysis uses structural 

equation modelling (SEM) software to test the hypotheses of the study and to test the model in identifying the 

relationships between the variables.  

III. RESULTS AND ANALYSIS  

After the analysis, data outliers, missing data and straight lining are conducted on the collected data, to determine 

the relationship between teachers’ work resources and teachers’ well-being, Pearson correlation analysis was carried 

out. 

Table 1. Pearson correlation of social support systems and teacher-pupil relationships towards teachers’ burnout and 

job satisfaction 

Variables 1 2 3 4 5 6 7 8 9 

Social support system .184** .118* 1       

Teacher-student relationship -.006 .052 .376** 1      

Burnout .056 .077 .159** .010 1     

Job satisfaction .131** .131** .343** .256** .275** .322** .308** 1  
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*p<.05 

**p<.001 

 

Table 1 shows that there was a significant relationship between social support system and teachers’ burnout (r = 

.159, p <0.05), social support system and teachers’ work satisfaction (r = .343, p <0.05), teacher-pupil relationship and 

teachers’ work satisfaction (r = .256, p <0.05), and burnout and teachers’ work satisfaction (r = .275, p <0.05). However, 

there was no relationship between teacher-pupil relationship and teachers’ burnout (r = 0.010, p> 0.05). 

The SEM analysis shows that there is a significant relationship between work resources and teachers’ well-being. 

The finding revealed that the relationship between work resources and teachers’ well-being (β = 0.565, t = 5.243, p 

<0.05) was significantly associated with emotional and job satisfaction among teachers. The Null hypothesis (H0), there 

is no significant relationship between work resources and teachers’ well-being was rejected. In conclusion, work 

resources are a contributing factor to the teachers’ well-being. This shows that high employment of work resources has 

great impact on teachers’ well-being. 

The findings from the analysis of the relationship between work resources and teachers’ well-being indicate that the 

value of chi square is χ2 = 2011.452, χ2 / df = 4.363, p = 0.000, RMSEA = 0.086, CFI = 0.900 and TLI = 0.900. These 

indices indicate that the structural models analysed are compatible. The model fit values meet the fit index as suggested 

by the previous researchers that is χ2 / df <5.0, p> 0.05, RMSEA <0.08, CFI> 0.90 and TLI> 0.90 (Awang, 2012). 
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Figure 2. Measurement model of work resources 
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Figure 3. Measurement model of teachers’ well-being 

 

IV. DISCUSSION  

This study examines the relationship between work resources and teachers’ well-being. The analysis of the study 

shows that work resources have a significant relationship with the teachers’ well-being. The implications of the finding 

suggested that work resources from based on social supports from administrators, colleagues and teacher-student 

relationships, have contributed to the teachers’ well-being. The social support system shows that burnout and job 

satisfaction have a significant relationship with the teachers’ well-being. This finding shows that the teachers’ well-

being depends on the control of work resources that has contributed to teachers’ motivation in schools. In addition, the 

control of individual teachers' work is crucial in maintaining quality work performance as well as maintaining teachers’ 

well-being in school. This control affects the retention or job satisfaction as well as reducing teachers' burnout. The 

findings of this study support the findings of previous studies (Ferguson, Mang & Frost, 2017; Fiorilli et al., 2016;) 

which stated that work resources significantly supported and contributed to employees’ psychological well-being. 

Interestingly, social support resources (sub-constructs of teachers’ work resources) from administrators showed a 

significant impact on teachers’ work satisfaction. Job satisfaction affects the teachers’ well-being. The effect of this 

relationship on job satisfaction is through the factor of autonomy intervention. Responsible administrators will provide 

opportunities for teachers to be more autonomous in making school policy decisions and allowing teachers to take 
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initiative. The theory of SDT has explained that autonomous support helps employees gain competencies and 

relationships for motivational needs and facilitates the satisfaction of experience and competence gained. Thus, this 

satisfaction positively affects employees’ motivation and well-being (Deci & Ryan, 2002). Supports among autonomy, 

social relations and competence lead to self-motivation and job’s well-being (Deci & Ryan, 2002; Collie, 2014). 

Therefore, the need for satisfaction has been proven to be a contributor to well-being and to have a direct connection 

towards various organizational outcomes as well as supporting meaningful emotions. Thus, this study also supported 

the studies done by Murray et al. (2015), Sapura (2010) and Zamzam and Nor Azila (2011). 

As in the teacher-pupil relationship in the classroom, it is associated with the quality of the relationships established 

in determining the present teachers’ work satisfaction in teaching and learning. The supports from administrators and 

colleagues are essential for teachers to maintain their motivation and enthusiasm to work and to perform daily tasks. 

Thus, supports from the work resources gained from this relationship serves as teachers’ quality control and the 

preservation of teachers’ well-being in school. 

V. CONCLUSION  

Specifically, factors such as administrators, colleagues and student-teacher relationships are highly influential and 

play an important role towards the well-being of employees of an organization. In a harmonious school environment, 

positive attitudes, mutual responsibility and caring towards colleagues are a good support for well-being and thus build 

a quality and ideal teacher’s identity. Meanwhile, top management in the organization also has a profound influence on 

teachers’ emotional well-being and affects teachers’ work satisfaction. 

Based on the findings of the study, the researchers identified issues that could be addressed and explored in future 

studies. This study is a survey study and employs quantitative research method. Thus, the findings can only reveal the 

relationship between the variables. Therefore, in order to gain a deeper understanding of teachers’ well-being, 

qualitative methods should be conducted in future studies. For the purpose of in-depth study, qualitative research 

methods such as ethnographic methods through interviews or participant observation should be conducted. These 

methods are recommended due to the phenomena occurred in the school which are real and natural setting are clear 

from researcher’s point of view. 
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