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Abstract 
Organizations have over time, become concerned with non-work aspects of their employees’ lives such as their 
life satisfaction and their happiness. This is because extant research has shown these states of being, truly 
have an impact on their job performance, intra-organizational relationships, and other important work-
related outcomes. The World Values Survey assesses the cultural values of people across the world, what is 
important to them in life, their physical and mental state of being, and other valuable information. Using a 
random portion of this international dataset and drawing on the literatures pertaining to work centrality 
and meaning of work, the hypothesized model is developed to test the relationship between work centrality 
and the flow at work (i.e., type of work done) on the life satisfaction of individuals. These aspects of the 
work domain were found to have a minimal direct impact on life satisfaction leading to the reaffirmation 
that the different domains (work, family, values) have unequal impacts on life satisfaction and within each 
domain, different components have differing levels of impact as well.   
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Introduction  
 
Life satisfaction cannot exist in isolation from the work lives of individuals. Many 
organizational outcomes and desired work behaviors are often antecedents or 
consequences of life satisfaction. Job satisfaction and life satisfaction are deeply 
linked (Unanue et. al., 2017). In addition to the work domain, the non-work domain 
consisting of family, friends, and values, exerts considerable influence on life 
satisfaction (Greenhaus et al., 2003). Different scholars have examined life 
satisfaction as it relates to personality traits, work outcomes, and work-related 
antecedents (Diener et al., 2003). However, this paper develops a universal model 
using data from participants from all over the world, examining work centrality 
which is the fundamental work-related value dimension and how engaging certain 
work is considered, to determine their relationship to life satisfaction of individuals. 
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Research in this area has been restricted to within-country research or limited 
comparative research (Blakely et al., 2005; English and Misumi; 1986). However, in 
the proposed model, data from individuals from multiple countries are used to 
assess whether there is a common element binding our work lives and life 
satisfaction together. The research question answered in this study is: What is the 
effect of work centrality and type of work done on the life satisfaction of individuals across the 
world? 
 
Literature Review 
 
Life satisfaction and other aspects of subjective wellbeing are relevant areas of study 
for management scholars (Blanchflower and Oswald, 2011). Work plays an integral 
role in our lives and it affects our life satisfaction levels (Karabati et al., 2021). The 
question remains how certain aspects of our work lives i.e., our attitudes towards 
work and the kind of work we do, affect our life satisfaction. The kind of work we 
do, relates to flow theory which is about the higher meaning derived from 
immersion in engaging tasks.  
 
Life satisfaction: Life satisfaction relates to multiple organizational outcomes such 
as career satisfaction, job performance, organizational commitment, job 
satisfaction, turnover intentions, and organizational citizenship behavior (Burke, et 
al.; 1999, Barsky et al., 2004; Greguras and Diefendorff, 2010; De Clercq, et. al., 
2021). Life satisfaction itself is affected by different aspects of an individual’s life 
comprising both the work and non-work domain. Life satisfaction is generally 
equated with subjective happiness or personal contentment (Linley et al., 2009) The 
two perspectives used are the “bottom-up” perspective wherein life satisfaction is a 
function of being satisfied with different life domains and the “top-down” 
perspective which states that life satisfaction is a function of stable traits (Brief et. 
al, 1993; Diener, 1984). In this study, both approaches are employed i.e., the top-
down approach is applied in studying life satisfaction as it relates to the trait of work 
centrality. At the same time, its relationship with type of work is examined thereby 
utilizing the bottom-up approach. Within the bottom-up perspective, there exist 
two categories: the first includes the needs- satisfaction theories and the second 
includes activity-based theories (Diener et al., 2002). The former essentially states 
that when employees’ needs are satisfied, their life satisfaction increases. However, 
it is the latter, the activity-based theoretical approach that is of relevance to this 
study. The main theory within this is the theory of flow (Csikszentmihalyi, 1990), 
which argues that certain activities increase the likelihood of an individual 
experiencing a state of being in which they are so engrossed in an activity that 
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nothings else matters to them because the “enjoyment” associated with the activity 
is high and keeps the individual involved.   
 
Work centrality:  The role played by work in the socio-economic structure has 
varied over time and historically, it has been dissimilar in different cultures. It is 
widely acknowledged that the Protestant work ethic influenced how we perceive 
work and the importance of work in our lives (Saal, 1978).  Where religious 
influences did not influence work attitudes or have since ceased to influence them, 
work as a virtue is still engrained via education, sports, advertisements, etc. (Beder, 
2000; James, 2017).  The actual term was popularized by England and Misumi 
(1986). Their conceptualization of work centrality focused not on how work is 
central or important to an individual; instead, it encompasses the differing individual 
rationales for work importance. Carr and colleagues (2007) observed that 
individuals high on work centrality generate strong work-related values. Individuals 
with high work centrality have lifegoals that revolve around work and this work-
centric attitude governs their priorities, and how they allocate their “resources” such 
as time and energy (Bagger and Li, 2012). Work centrality does not vary depending 
on the conditions in a specific work setting and thus is relatively stable attitude of 
an individual towards work (Mannheim, 1993; Bal and Kooij, 2011).  
 
Type of Work: The importance of work in individuals’ lives is rarely in question, 
having long been established by many scholars as occupying a central and 
fundamental role in peoples’ lives (Mannheim, 1975; England and Misumi, 1986; 
Ruiz Quintanilla, 1990). But some aspects of work are indeed more relevant than 
others. While work centrality is an attitude towards work (i.e., a relatively stable 
trait), whether work is meaningful and engaging is an additional aspect that deserves 
scholarly attention. According to Dejours and Deranty (2010), work demands a kind 
of “practical intelligence that is inherently inventive and creative” (pg. 170) though 
the degree of this demand varies across jobs. Work that is more challenging or 
creative, keeps individual more engaged and is in line with Csikszentmihalyi’s flow 
theory which posits that such work keeps individuals engaged and engrossed (Myers 
and Diener, 1995). Thus, being involved in challenging activities which are 
meaningful and rewarding to the individual while also having definite, clear goals, 
keeps individuals engrossed and immersed in the activity and will likely lead to 
greater life satisfaction.  The type of work i.e., flow at work is a function of how 
cognitive and creative the work is, as compared to routine and unchallenging. The 
meaningfulness of their work contributes to individuals’ positive self-conceptions, 
self-worth, personal fulfillment, work motivation, job satisfaction and individual 
performance (Kahn, 1990).  
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Research Methodology  
 
The proposed model, using these operationalized constructs, is as follows: 
 

Figure 1. Hypothesized Model of Relationships 

 
 
Analysis: The World Values Survey dataset was used containing data from 
individuals across the world from different societies, varied socioeconomic groups, 
age brackets, and a multitude of diverse backgrounds. This is a collaborative global 
project with publicly accessible data. While the original dataset contains thousands 
of surveys, a random sample of 350 was chosen of equally distributed male-female 
participants, with ages varying from 18-82 years. The frequency of age distribution 
was normal. The work centrality construct was measured using three items and the 
engaging work construct was measured using two items. The reliability coefficient, 
Cronbach’s Alpha, for these two “miniature scales” were found to be around the 
.60 level using SPSS which is acceptable for exploratory work especially as scale 
brevity restricts the achievement of high coefficients (Bearden et al., 2011). The life 
satisfaction scale was a single item.  The convergent and discriminant validity of the 
various constructs was examined. The extraction method used was principal 
component analysis and the rotation method used was Varimax rotation. Other 
survey items, some pertaining to similar constructs, were added for comparison 
purposes. The three work centrality items converged together with factor loadings 
of .735, .728 and .647 as did the two items pertaining to engrossing work which had 
factor loadings of .749 and .734. No cross-loadings were seen above the .40 level. 
Using AMOS as a software tool the model was designed to test whether the work 
centrality attitudes of individuals and the engrossing nature of their work (flow at 
work), predicted the life satisfaction of individuals from different parts of the world.  
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Results 
 For the sample consisting of N=350 respondents, a Chi-square of 12.01 was 
obtained with seven degrees of freedom at a probability level=.100. The chi-square 
table value is 12.2 making this acceptable (Barrett, 2007). Various fit indices were 
examined to determine the model fit. Regarding absolute fit indices, the model had 
a GFI= .989 and an AGFI=.967 which is above the acceptable thresholds as per 
the literature pertaining to the same, with higher numbers indicating better fit 
(Tabachnick and Fidell, 2007). The third absolute fit index examined was the 
RMSEA which was found to be .045. Good model fit is indicated by an RMSEA of 
less than .07 with excellent fit being achieved if RMSEA is less than .03 (Steiger, 
2007). This model appears to be good with reference to this range of values. From 
among the incremental fit indices, the CFI is examined and was found to be .976. 
The acceptable threshold for which is 0.95 as well with higher numbers being 
indicative of better model fit (Hu and Bentler, 1999). The squared multiple 
correlations for the model was 0.05 which indicates that the two constructs 
examined i.e. work centrality and flow at work (engaging work) account for only 5% 
of an individuals’ life satisfaction.   
 

Figure 2. Relationships based on analysis of data 
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Discussion 
 
While integral to individual’s lives, not all aspects of the work life such as work 
centrality and flow at work play as important a role in individuals’ life satisfaction 
as this study indicates. When examined specifically the relationship between the 
overall work domain and life satisfaction has been found to be quite weak (Rode, 
2004). Usually, the relationship between job satisfaction and work satisfaction is 
studied to understand the relationship between work domain-related aspects and 
life satisfaction; Near and Rechner (1993) found that it explains less than 1% of the 
variance in life satisfaction. Thus, despite its pivot role, not all components of work 
are as relevant or as impactful on individuals’ life satisfaction. The minimal impact 
of work centrality and flow at work on life satisfaction found in the current study 
seems to be reflective of the fact that not all life domains have the same importance 
when it comes to life satisfaction and even within each domain, the sub-domains 
have varied impacts. Instead, these facets of the work-domain only account for 
about 5% of the life satisfaction of individuals.  
 



56   The Romanian Economic Journal 
 

Year XXIV  no. 81 September  2021 

Conclusion 
 
This study thus adds to the multiple attempts at finding relevant aspects of the work 
domain that are related or unrelated to life satisfaction to better understand what it 
is that drives individuals’ life satisfaction. Both work centrality and flow at work 
were chosen as the literature indicated them to be relevant work domain facets from 
a scholarly perspective and they hold practical significance for managers. It appears 
that neither has as strong an impact on life satisfaction as extant literature may lead 
us to conclude, but this is not surprising as the life satisfaction literature does show 
that only certain aspects of work seem to have a bearing on people’s life satisfaction 
directly. While it is commendable that organizations are concerned with their 
employees’ life satisfaction, hiring people that are more work-centric in the hopes 
that such people are more satisfied with life in general is a faulty assumption. 
However, it is still important for organizations to focus on employees’ needs like 
flow at work; the reason for the focus should be the attainable end goal of job 
satisfaction and not the loftier goal of life satisfaction.  
 
Work centrality of individuals and their type of work varies within countries and 
across the world- the cross-national data provided by the World Values Survey, 
provided a comprehensive dataset to study whether the impact of these aspects on 
life satisfaction are universal in nature. Interpretations of the meaning of life 
literature and the research on work centrality might lead to inferring that these are 
important to life satisfaction. However, there are multiple domains of family, 
friends, and community, that also contribute to life satisfaction. Perhaps as scholars 
of business there is a tendency to over-emphasize the importance of the work 
domain in life satisfaction. Work attitudes and the flow at work do not seem to 
impact individual life satisfaction significantly by themselves. To understand which 
aspects of the work domain are in fact related to life satisfaction requires us to look 
elsewhere: at other aspects of work and at other domains.  
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