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ABSTRACT 

 

 

This study examines the relationship between work-life balance and job performance 

while job satisfaction play role as mediator. As for that, a framework was developed and 

proposed four hypotheses. A total of 147 respondents consist of academician from three 

public universities at Northern Region namely as UUM, UiTM Merbok and UniMAP 

was participated in this study which conducted online through Google Documented 

Questionnaire. The data obtained for this study was analyzed by using SPPS Version 22. 

A number of statistical analysis techniques were conducted in order to achieve the final 

mean for this study. The study hypotheses were tested using Pearson correlation and 

multiple regression analysis. The results supported and accepted all the proposed 

hypotheses for this study. Through Pearson correlation analysis it show all the variables 

is positively correlated to each other. However, by processing another step using Multiple 

Regression it confirm that all the variables have significant and positive relationship to 

each other. In addition, job satisfaction also had been proved as full mediation in the 

relationship between work-life balance and job performance. In conclusion, this study 

provides further information and understanding on relationship possess between variables 

that is work-life balance, job satisfaction and job performance. Therefore, it’s believed 

that practitioners will get benefit and additional knowledge from this study. 

 

Keywords: Work-life balance, Job satisfaction, Job performance 
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ABSTRAK 

 

Kajian ini menyelidik hubungan antara keseimbangan kerja dan kehidupan dan prestasi 

kerja yang mana kepuasan kerja memainkan peranan sebagai pengantara bagi hubungan 

ini.  Satu kerangka kajian dibina yang mana empat hipotesis diutarakan melalui kerangka 

ini untuk diuji. Sebanyak 147 responden yang terdiri daripada ahli akademik dari tiga 

universiti awam di Wilayah Utara iaitu UUM, UiTM Merbok dan UniMAP telah 

mengambil bahagian dalam kajian ini. Kajian ini dijalankan melalui talian iaitu secara 

spesifiknya menggunakan borang soal selidik yang diwujudkan melalui ‘Google Form’. 

Seterusnya, data yang diperoleh untuk kajian ini dianalisis dengan menggunakan SPPS 

Versi 22. Beberapa analisis statistik telah dijalankan untuk mencapai matlamat akhir bagi 

kajian ini. Melalui analisis korelasi, keputusan menunjukkan semua pembolehubah 

mempunyai korelasi positif antara satu sama lain. Tambahan,  melalui analisis Regresi, 

kajian ini menunjukkan bahawa semua pembolehubah mempunyai hubungan yang 

signifikan dan positif antara satu sama lain. Selain itu, kepuasan kerja juga telah terbukti 

memainkan peranan sebagai pengantara dalam hubungan antara keseimbangan kerja dan 

kehidupan dengan prestasi kerja. Oleh itu, keempat-empat hipotesis yang dicadangkan 

untuk kajian ini diterima. Kesimpulannya, kajian ini memberi sumbangan dalam 

peningkatan kefahaman tentang hubungan antara pemboleh ubah iaitu keseimbangan 

kerja dan kehidupan, prestasi kerja dan kepuasan kerja. Selain itu, pengamal dalam 

bidang ini juga dipercayai akan mendapat manfaat dan pengetahuan tambahan daripada 

kajian ini. 

Kata Kunci : Keseimbangan kerja dan kehidupan, Kepuasan kerja, Prestasi kerja 
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CHAPTER 1 

 

INTRODUCTION 

 

1.1 Background of study 

 

There is a quote by Clinton, “Don’t be confused of having a career, with having a life”. 

These mean whatever position hold by a person in an organization, the other part of life 

should not be left behind. A person should aware on balancing their personal life with 

career and this is what recognized as work-life balance. Work-life balance is defined as 

the equilibrium point between amount time and effort spend by a person in their work 

and personal life (Clarke, Koch & Hill, 2004). According to Greenhaus, Collins & Shaw 

(2003), work-life balance can be categorized into three aspect in order to measure it, the 

first aspect is the time balance, which regarding the amount of time given to complete the 

work and non-work roles. The second aspect is the involvement balance, whereas it 

includes the combination of psychological and commitment to work and also non-work 

roles. The third aspect is the satisfaction balance, and it refers to the stage of satisfaction 

within work and non-work roles. 

 

According to Bird (2006), work-life balance is considered as one of the hot topic in most 

of the boardrooms and also in government halls nowadays. As for that, in the coming 

decade, it is predicted will become as one of the important issue to be managed by the 

human resource professionals. As reported by Kehl (2012) in Industry Week Magazine, 



The contents of 

the thesis is for 

internal user 

only 



79 
 

References 

 

Ab Aziz, Y, Daratul Ambia C, M., &  Nur Fitriah, A.F. (2008). Future HRM: The need  

for the soft dimension. In Khulida Kirana, Y., Faridahwati, M.S., Zuraida, H. Md 

Lazim, M, Z, Hadziroh, I, & Mohd Rasul M, N (Eds). Issues on Quality of work 

life (QWL), (71-81). Penerbit Universiti Utara Malaysia. 

 

Akbar, A. (2015). Performance lecturer’s competence as the quality of assurance. The  

International Journal of Social Sciences, 30(1), 30-45. 

 

Allen, T.D. (2001). Family-supportive work environments: The role of organizational  

perceptions. Journal of Applied Psychology, 81(4), 414-435. 

 

Anderson, S.E., Coffey, B.S., & Byerly, R.T. (2002). Formal organizational initiatives  

and informal workplace practices: Link to work-family conflict and job-related 

outcomes. Journal of Management, 28, 787-810. 

 

Augerinos, K. (2013). Importance of Work-Life Balance. KAA Australia. 

 

Awais Bhatti M. & Veera. (2015). Business research: quantitative and qualitative  

methods. Pearson. 

 

Baker, T.L. (1994). Doing social research. (2
nd

 ed).New York: McGraw Hill. 



80 
 

Balmforth, K., & Gardner, D. (2006). Conflict and facilitation between work and family:  

realizing the outcomes for organizations. New Zealand Journal of Psychology, 

35(2), 69-76. 

 

Baron, R.M., and Kenny, D.A, (1986). The moderator-mediator variable distinction in  

social psychological research: conceptual, strategic, and statistical considerations. 

Journal of Personality and Social Psychology, 51 (6),1173- 1182. 

 

Bird, J. (2006). Work-life balance: Doing it right and avoid pitfalls. Employment  

Relations Today, Wiley Periodicals, Inc. 33,(3), 1-9. 

 

Beehr, T. A., & Newman, J. E. (1978). Job stress, employee health, and organizational  

effectiveness: A facet analysis, model and literature review. Personnel 

Psychology, 31(4), 665-699. 

 

Bell, A.S, Rajendran, D., Theiler, S. (2012). Job stress, well being, work-life balance and  

work-life conflict among Australian academics. Electronic Journal of Applied 

Psychology, 8(1), 25-37. 

 

Black, T. R. (1999). Doing quantitative research in the social sciences: An integrated  

approach to research design, measurement, and statistics. Thousand Oaks, CA: 

SAGE Publications, Inc. 

 



81 
 

Boluarte, A. (2014). Psychometric properties of job satisfaction scale of Warr, Cook and  

Wall. Original Research. Rev Mered Hered., 25, 80-84. 

 

Brown, S.P., Cron, W, L.,  & Leigh, T,W. (1993). Do feelings of success mediate sales  

performance-work attitude relationship? Journal of the Academy of Marketing 

Science, 21, 91-99. 

 

Burke, R. J., & Greenglass, E. R. (1999). Work-family conflict, spouse support,  

and nursing staff well-being during organizational restructuring. Journal of 

Occupational Health Psychology, 4(4), 327. 

 

Bushra, A. & Yasir, A, F. (2014). Impact of work-life balance on job satisfaction and  

organizational commitment among university teachers: A case study of Gujrat 

Pakistan. International Journal of Multidisciplinary Sciences and Engineering. 

5(9), 24-29. 

 

Campbell, J. (1990). Modeling the performance prediction problem in industrial and  

organizational psychology. In M. Dunnette & L. Hough (Eds.), Handbook of 

industrial and organizational psychology (pp. 686–707). Palo Alto, CA: 

Consulting Psychologists Press. 

 
Carmeli, A. (2003). The relationship between emotional intelligence and work attitudes,  

behavior and outcomes: An examination among senior managers. Journal of 

Managerial Psychology. 18(8),788-813. 



82 
 

Cheah, R., & Naidu, T.N. (2015). Malaysians worker prefer work-life balance over  

higher pay. The Star Online Newspaper.  

 

Clarke, M., Koch, L., and Hill E. (2004), “The work–family interface: Differentiating  

balance and fit”, Family and Consumer Sciences Research Journal, 33(2). 

 

Clark, S. C. (2000). Work/Family border theory: A new theory of work/family  

balance. Human Relations, 53(6), 747-770. 

 

Clark, S. C. (2001). Work cultures and work/family balance. Journal of Vocational  

Behavior, 58(3), 348-365.  

 

Clifton, T., & Kruse, D. (1996). Flexible work hours and productivity: Some evidence  

from the pharmaceutical industry. Journal of Economy and Society, 35(1), 123-

129 

 

Crede, M., Chernyshenko, O, S., Stark, S.,  Dalal, R.S & Bashur, M. (2007). Job  

satisfaction as mediator: An assessment of job satisfaction;s position with 

nomological network. Journal of Occupational and Organizational Psychology, 

80, 515-538. 

 

Cohen, J.W. (1988). Statistical power analysis for the behavior sciences. (2
nd 

edition).  

Hillsdale, NJ: Lawrence Erlbaum Associates. 



83 
 

Cooper, CL & Kelly, M. (1993). Occupational stress in head teachers- A national UK  

study. British Journal of Educational Psychology, 63, 13-143 

 

Daft, R., & Marcic, D. (2001) Understanding management, Boston: Southwestern  

Thomson Learning. 

 

Dahlia, Z. (2008). Culture dimension among Malaysian employees. International Journal  

of Economics and Management, 2(2), 409-426. 

 

Delecta, P. (2011). Work life balance. International Journal of Current Research, 3(4), 

186-189. 

 

DeVellis, R.F. (2012). Scale development: Theory and application (3
rd

 edition). Sydney:  

Allen & Unwin. 

 

Dissanayaka, N.M.N., & Hussain Ali. (2013). Impact of work-life balance on 

employee performance: An empirical study on seven apparels organization in Sri 

Lanka. Proceeding of the Third International Symposium, SEUSL, 6-7 July, 

Oluvil, Sri Lanka, 60-64 

 

Estes, S. B., & Michael, J. (2005). Work-family policies and gender inequality at work: A  

Sloan work and family encyclopedia entry, 10-11. 

 



84 
 

Frone, M. R. (2003). Work-family balance. In J. C. Quick & L. E. Tetrick (Eds.),  

Handbook of Occupational Health Psychology. Washington, DC: American 

Psychological Association. 

 

Frone, M. R., & Yardley, J. K. (1996). Workplace family-supportive programmes:  

Predictors of employed parents’ importance ratings. Journal of Occupational and 

Organizational Psychology, 69, 351-366. 

 

Frone, M. R., Yardley, J. K., & Markel, K. S. (1997). Developing and testing an  

integrative model of the work-family interface. Journal of Vocational Behavior, 

50, 145–167. 

 

Friel, C. M. (2016). Notes on factor analysis. Criminal Justice Centre, Sam Houston State  

University. 1-45. 

 

Gawel, Joseph E. (1997). Herzberg's theory of motivation and maslow's hierarchy of  

needs. Practical Assessment, Research & Evaluation, 5(11). 

  

George, J.M. & Jones, G.R. (2008). Understanding and Managing Organizational  

behavior. (15
th

 ed).New Jersey: Pearson Prentice Hall. (p. 78). 

 

 

 



85 
 

Goncalves, G., Nene, D., Sousa, C, Santos, J & Sousa, A. (2016). The workaholism as an  

obstacle to safety and well-being in the work-place. In Arezes, P.M, Baptista, J.S., 

Barroso, M, P., Carneiro, P., Cordeiro, P., Costa, N., Melo, B.R., Migual, A.S., 

Perestrelo, G (Eds). Occupational and Safety Hygiene IV, (81-85). Taylor & 

Francis Group London. 

 

Greenhaus, J. H., Collins, K. M.,& Shaw, J. D. (2003), The relation between 

work–family balance and quality of life, Journal of Vocational Behavior, 63, 510-

31. 

 

Griffin, M. A., Neal, A., & Parker, S. K. (2007).A new model of work role performance:  

Positive behavior in uncertain and interdependent contexts. Academy of 

Management Journal, 50, 327-347. 

 

Haar, J & Bardoel. (2007). Work-family negative and positive spillover outcomes: Direct  

and moderating effects. Inaugural Work-Life Research Workshop Australian 

Centre for Research in Employment and Work (ACREW). 

 

Haar, M, J., Russo, M,. Sune, A., & Malaterre, O.A. (2014). Outcomes of work-life  

balance on job satisfaction, life satisfaction and mental health: A study across 

seven cultures. Journal of Vocational Behavior, 85(3), 361-373. 

 

Hackman, J. R., & Oldham, G. R. (1980). Work redesign. Reading, MA: Addison- 



86 
 

Wesley. 

 

Halimah, A, M & Najib, A, M. (2008). Job satisfaction and individual performance from  

human resource development perspective. In Khulida Kirana, Y., Faridahwati, 

M.S., Zuraida, H. Md Lazim, M, Z, Hadziroh, I, & Mohd Rasul M, N (Eds). 

Issues on Quality of work life (QWL), (139-151). Penerbit Universiti Utara 

Malaysia. 

 

Hair, J.F, Tatham, R.L, Anderson, R.E and Black, W. (1998). Multivariate data analysis.  

(5
th

 edition) Prentice-Hall: London. 

 

Hanson, G. C., Hammer, L. B., & Colton, C. L. (2006). Development and validation of a  

multidimensional scale of perceived work-family positive spillover. Journal of 

Occupational Health Psychology, 11(3), 249-265.  

 

Herzberg, F., Mausner, B., & Snyderman, B. B. (1959). The motivation to work (2nd ed.).  

New York: John Wiley & Sons. 

 

Hillary Clinton. (n.d.). BrainyQuote.com. Retrieved March 8, 2016  

http://www.brainyquote.com/quotes/quotes/h/hillarycli458772.html 

 

 

 

http://www.brainyquote.com/quotes/quotes/h/hillarycli458772.html


87 
 

Hill, E.J., Ferris, M., & Martinson, V. (2003). Does it matter where you work? A  

comparison of how three work venues (traditional office, virtual office, and home 

office) influence aspects of work and personal/family life. Journal of Vocational 

Behavior, 63, 220-241. 

 

Hill, E. J., Hawkins, A. J., Ferris, M., & Weitzman, M. (2001). Finding an extra day a  

week: The positive influence of perceived job flexibility on work and family life 

balance. Family Relations, 50(1), 49-54 

 

Holland, J. L. (1973).Making vocational choices: A theory of careers. Englewood Cliffs,  

NJ: Prentice-Hall, Inc. 

 

Hudson. (2005). The case for work/life balance: Closing the gap between policy and  

practice. Hudson Highland Group Inc. 

 

Hutcheson, G.D & Sofroniou, N. (1999). The multivariate social scientist: Introductory  

statistics using generalized model. SAGE Publisher. 

 

Indermun, V & SaheedBayat. (2013). The job satisfaction and job performance  

relationship: A theoretical perspective. International Journal of Innovative 

Research in Management. 2(11). 1-9. 

 

Jones, G., George, J., & Hill, C. (2000). Contemporary management, Boston: Irwin  



88 
 

McGraw Hill. 

 

Judge, T. A., & Klinger, R. (2007). Job satisfaction: Subjective well-being at work. In M.  

Eid & R. Larsen (Eds.).The science of subjective well-being (pp. 393-413). New 

York: Guilford Publications. 

 

Judge, A. T., Thoresen, C.J, Bono, E, J & Patton, G.K. (2001). The job satisfaction-Job  

Performance Relationship: A Qualititative and Quantitative Review. 

Psychological Bulletin, 127(3), 376-407. 

 

Kamaruzaman & Fauziah. (2009). Levels of job satisfaction among Malaysian Academic  

Staff. Canadian Centre of Science and Education Journal. 5(5), 122-128 

 

Kamau, M.J., Muleke, V., Mukaya, O.S.,& Wagoki, J. (2013). Work-life balance  

practices on Employee Job Performance at Eco Bank Kenya. European Journal of 

Business and Management. 5(25). 

 

Kehl, T. (2012). 12 Key strategies to achieving a work-life balance. Industry Week  

Magazine: 12 Key strategies to achieving a work-life balance. 

 

Kelidbari, H. R., Dizgah, M. R., & Yusefi, A. (2011). The relationship between  



89 
 

organization commitment and job performance of employees of Guilan Province 

social security organization. Interdisciplinary Journal of Contemporary Research 

in Business, 3(6), 555 

 

Khairunneezam, M.N. (2011). Work-life balance and intention to leave among academics  

in Malaysian public higher education institution. International journal of business 

and social science .2(11), 240-248. 

 

Khatri, V.P,. & Behl, J. (2013). Impact of work-life balance on performance of  

employees in the organizations. Global Journal of Business Management. 7(1) 

 

Kim, H.,K. (2014). Work life balance and employee’s performance: The  

mediating role of Affective Commitment. Global business and management 

research: An International Journal. 6(1), 37-51. 

 

Kumari, L. (2012). Employee’s perception on work-life balance and it’s relation with job  

satisfaction in Indian public sector banks. International Journal of Engineering 

and Management Research. 2(2), 1-13. 

 

Krejcie, R. V., & Morgan, D. W. (1970). Determining sample size for research 

activities. Educational and Psychological Measurement, 30, 607-610 

 

Lawler, E,E., III, & Porter, L.W. (1967). The effect of performance on job satisfaction.  



90 
 

Industrial Relation, (7), 20-28. 

 

Locke, E.A., & Latham, G.P. (1990). A theory of goal setting & task performance. 

Englewood Cliffs, NJ: Prentice Hall, Inc. 

 

Long, K. (2004). Unit of analysis. The SAGE Encylopedia of Social Science Research  

Methods. 

 

MacEwen, K. E., & Barling, J. (1994). Daily consequences of work interference with  

family and family interference with work. Work and Stress, 8, 244-254. 

 

Maeran, R, Pitarelli, F, & Cangiano, F. (2013). Interdisciplinary Journal of family  

studies, XVII, 51-72. 

 

Maslow, A. H. (1954). Motivation and personality. (1955). New York: Harper &  

Row. 

 

MazKenzie, S, B., Podsakoff, P, M., & Ahearne, M. (1998). Some possible antecedents  

of in role and extra role salesperson performance. Journal of Marketing, 62, 87-98 

 

McDonald, H., and Adam, S. (2003). A comparison of online and postal data 

collection methods in marketing research. Marketing Intelligence and Planning, 

21(2), 85–95. 



91 
 

Noe, R. (2013). Employee Training and Development. 6
th

 edition. Singapore: McGraw  

Hill. 

 

Nulty, D.D. (2008). The adequacy of response rates to online rates and paper surveys:  

what can be done? Assessment & Evaluation in higher education, 33(3). 301-314. 

 

Nunnally, J. (1978). Psychometric theory (2nd ed.). New York: McGraw-Hill. 

 

Nwadiani & Mon. (2006). Level of perceived stress among lectures in Nigerian  

Universities. Journal of Instructional Psychology. 33(1) 

 

Obiageli, O., L., Uzochukwu, O.C., Ngozi, C, D. (2015). Work-life balance and  

employee performance in selected commercial banks in Lagos state. European 

Journal of Research and Reflection in Management Sciences. 3(4), 63-77 

 

Olcer, F., & Florescu, M.S,. (2015). Mediating effect of job satisfaction in the  

relationship between psychological empowerment and job performance. Business 

Excellence and Management. 5(1), 5-32. 

 

Organ, D. W. 1997. Organizational citizenship behavior: it’s construct cleanup time.  

Human Performance 10(1): 85-97. 

 

Pallant, J. (2013). SPSS Survival Manual: A step by step guide to data analysis using  



92 
 

SPSS for Windows (5
th

 edition), New York: McGraw –Hill. 

 

Pearce, J. L., & Porter, L. W. (1986). Employee responses to formal appraisal feedback.  

Journal of Applied Psychology, 71 , 211-218. 

 

Perrons, D. (2003). The new economy, labour market inequalities and the work life  

balance. In R. Martin & P. Morrison (Eds). Geographies of labour market 

inequality (pp. 129-148). London, U.K.: Routledge. 

 

Powell, E.T. (2008). Wording for rating scales. Evaluation Specialist, Program  

Development and Evaluation. University of Wisconsin. 

 

Primary and secondary data collection. (2016).DataCollectionServices.net. Retrieved at  

18 March, 2016 from http://www.datacollectionservices.net/our-data-collection-

 services/primary-and-secondary-data-collection/ 

 

Pugno and Depedri. (2009). Job performance and job satisfaction: an integrated survey.  

Discussion paper (4). Univeristy of Trento. Economic Department. 

 

Quick, J. D., Henley, A. B., & Quick, J. C. (2004). The balancing act: At work and at  

home. Organizational Dynamics, 33(4), 426-438. 

 

Ramayah, T. (2011). Notes for data analysis workshop. School of management,  

http://www.datacollectionservices.net/our-data-collection-
http://www.datacollectionservices.net/our-data-collection-


93 
 

Universiti Sains Malaysia. 

 

Rani, S. Kamalanabhan & Selvarani. (2011). Work/Life Balance reflection on employee  

satisfaction.  Serbian Journal of Management,6 (1), 85-96. 

 

Rayhan, R.U., Zheng, Y., Uddin, E., Timbol, C., Adewuyi, O & Baraniuk, J.N.  

(2013). Administer and collect medical questionnaire with Google documents: a 

simple, safe and free system. Europe PMC Plus. Appl Med Inform, 12-21 

 

Razali, M. Z. (2011). Effect of work and family on work performance: Perception of  

university lecturers. Malaysian Management Review. 

 

Reiter, N. (2007). Work life balance: What do you mean? The ethical ideology  

underpinning appropriate application. Journal of Applied Behavioral Science, 

43(2), 273-294. 

 

Revathy, B. & Geetha, C. (2013). Career women and work life balance. New Delhi:  

A.P.H Publishing Corporation. 

 

Robbins, P., S., & Judge, A., T. (2011). Organizational Behavior. (14
th

 ed). Pearson  

International Edition. New Jersey: Pearson Prentice Hall Inc. (p.80). 

 

Ruthankoon, R., Ogunlana, S.O. (2003). Testing Herzberg’s Two-Factor Theory  



94 
 

in the Thai Construction Industry. Engineering, Construction and Architectural  

Management. 10 (5), 333-342.  

 

Schermerhorn, J.R., Hunt, J.G., & Osborn, R.N. (2003). Organizational 

Behavior: Instructor’s Resource Guide (8
th

 ed.) Hoboken, NJ: John Wiley & 

Sons, Inc.  

 

Schmitt, N. & Chan, D. 1998. Personnel Selection: A Theoretical Approach. Thousand  

Oaks, CA: Sage Publications. 

 

Sekaran, U. (2000). Research methods for business: A skill building approach (3rd 

ed.). New York: John Wiley & Sons, Inc. 

 

Sekaran, U & Bougie, R. (2013). Research methods for business. (6
th

 ed). United  

Kingdom: John Wiley.  

 

Spector, P.E. (1997). Job satisfaction: Application, assessment, causes and  

consequences. United Kingdom: Sage Publication. 

Stone, R. (2005): Human Resource Management. Sidney, Australia: John Wiley and  

Sons, Ltd. 

 

Stride, C. Wall, TD, & Catley, N. (2007). Measures of Job Satisfaction, Organisational  



95 
 

Commitment, Mental Health and Job related well-being: A benchmarking 

manual. (2
nd

Ed). John Wiley & Sons, Ltd. 

 

Syeda, H.I., & Momna, A. (2012). Work life balance and job satisfaction among  

employees: A correlation study of work-life balance and job satisfaction in 

Pakistan (Model, Theories and Significance. LEP Lambart Academic Publishing. 

 

Taussig, M. & Fenwick, R. (2001). Unbinding time: Alternate work schedules and work- 

life balance. Journal of Family and Economic Issues, 22(2), 101-119. 

 

 

Travers, CJ & Cooper, CL. (1993). Mental health, job satisfaction and occupational stress  

among UK teachers. Work and Stress, 7, 203-219. 

 

Vagias, W.M. (2006). Likert-type scale response anchors. Clemson International for  

Tourism & Research Development, Departments of Parks, Recreation and 

Tourism Management. Clemson University. 

 

Veenhoven, R. (1991). Is happiness relative? Social Indicators Research 24, 1-28. 

 

Vroom, V.H. (1964). Work and motivation. John Wiley and Sons: New York. (p.99). 

 

Warr, T, Cook, P y & Wall, K (1979). Scales for the measurement of some work  



96 
 

attitudes and aspects of psychological wellbeing. Journal of Occupational 

Psychology, 52, pp 129-148. Printed in Great Britain. 

 

Wayne, J. H., Musisca, N., & Fleeson, W. (2004). Considering the role of personality in  

the work–family experience: Relationships of the big five to work–family conflict 

and facilitation. Journal of Vocational Behavior, 64, 108-130. 

 

Wiggins, K. (2015). Teachers work more overtime than any other professional, analysis  

find. TES Global Ltd: England. 

 

Wilson, A., and Laskey, N. (2003). Internet based marketing research: A serious 

Alternative to traditional research methods? Marketing Intelligence and 

Planning, 21(2), 79–84. 

 

Wise, S. & Bond, S. (2003). Family leave policies and devolution to the line. Personnel  

Review, 32(1), 58-72. 

 

Wyse, S.E (2012). Why use demographic questions in survey? SnapSurveys. Retrieved  

May 21, 2016 from http://www.snapsurveys.com/blog/demographics-questions-

surveys/  

 

Zikmund, W. G. (2003). Business Research Methods (7th ed.). Ohio: South-Western. 

 



97 
 

Zikmund, Babin, Carr & Griffin. (2013). Business Research methods. (9
th

 ed). South  

Western Cengage Learning 

 

Zedeck, S. (1992). Exploring the domain of work and family concerns. In S. Zedeck  

(Ed.), Work, Families and Organizations. San Francisco: Jossey-Bass Publishers  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


	COPYRIGHT PAGE
	TITLE PAGE
	CERTIFICATION
	PERMISSION TO USE
	ABSTRACT
	ABSTRAK
	ACKNOWLEDGEMENT
	CONTENT
	LIST OF TABLES
	LIST OF FIGURES
	LIST OF APPENDIX
	CHAPTER 1: INTRODUCTION
	1.1 Background of study
	1.2 Problem Statement
	1.3 Research Objectives
	1.4 Research Questions
	1.5 Scope of the study
	1.6 Significance of Research
	1.7 Definition of key terms
	1.8 Organization of study

	CHAPTER TWO: LITERATURE REVIEW
	2.1 Introduction
	2.2 Job Performance
	2.3 Work-Life Balance
	2.4 Job Satisfaction
	2.5 The relationship between Work-Life Balance and Job Performance.
	2.6 The relationship between Work-Life Balance and Job Satisfaction.
	2.7 The relationship between Job Satisfaction and Job Performance.
	2.8 The relationship between Work-Life Balance, Job Satisfaction and JobPerformance.
	2.9 Underpinning Theory
	2.9.1 Spillover Theory
	2.9.2 Herzberg Two Factor Theory

	2.10 Research Framework
	2.11 Summary of hypotheses.
	2.12 Summary

	CHAPTER 3: METHODOLOGY
	3.1 Introduction
	3.2 Research Design
	3.3 Unit of Analysis
	3.4 Population and Sample
	3.5 Instrument development
	3.5.1 Independent variable
	3.5.2 Dependent variable
	3.5.3 Mediating Variable

	3.6 Pilot test
	3.7 Questionnaire design
	3.8 Data collection method
	3.9 Data Analysis Technique
	3.10 Summary

	CHAPTER 4: DATA ANALYSIS RESULT & FINDINGS
	4.1 Introduction
	4.2 Survey Response Rate
	4.3 Data Screening
	4.4 Demographic Profile
	4.5 Factor Analysis
	4.5.1 Factor Analysis for Work-life balance
	4.5.2 Factor Analysis for Job Performance
	4.5.3 Factor Analysis for Job Satisfaction

	4.6 Reliability Analysis
	4.7 Descriptive Statistics Result
	4.8 Correlation Analysis Result
	4.9 Multiple Regression Result
	4.9.1 The relationship between Work-Life Balance and Job Performance
	4.9.2 The relationship between Work-life balance and Job Satisfaction.
	4.9.3 The Relationship between Job Satisfaction and Job Performance
	4.9.4 Relationship between Work-Life Balance, Job Satisfaction and JobPerformance.

	4.10 Summary of result for regression analysis
	4.11 Summary of hypotheses
	4.12 Summary

	CHAPTER 5: DISCUSSION AND RECOMMENDATION
	5.1 Introduction
	5.2 Recapitulation of the study’s findings
	5.3 Discussion
	5.3.1 The relationship between Work-Life Balance and Job Performance
	5.3.2 The relationship between Work-Life Balance and Job Satisfaction
	5.3.3 Relationship between Job Satisfaction and Job Performance
	5.3.4 Relationship between Work-Life Balance and Job Performance mediated byJob Satisfaction

	5.4 Theoretical and practical implication
	5.5 Limitation
	5.6 Recommendation
	5.7 Conclusion

	References



