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ABSTRACT 

This study is conducted to examine the relationship between factors that influence 

work-life balance among administrative staff in Universiti Utara Malaysia (UUM). The 

independent variables of this study comprises of supervisor support, co-worker support, 

workload, flexible work arrangement and job involvement, whereas the dependent 

variable is work-life balance. The quantitative research method via Google 

Documented Questionnaire was used as the research instrument to collect data. Total 

of 317 samples randomly selected from UUM Departments (N=1723). The collected 

data was analysed by using Statistical Packages for Social Science version 26.0 (SPSS 

26.0). The reliability test, normality test, descriptive test, Pearson Correlation and 

Multiple Linear Regression had been used in this study. The Pearson Correlation and 

Multiple Linear Regression are used to test the relationship between independent 

variables and dependent variable. The results revealed that there is positive relationship 

between supervisor support, co-worker support, and job involvement with work-life 

balance. While, there is significant and negative correlation between workload and 

work-life balance and flexible work arrangement and work-life balance. This is 

because, the higher workload felt by the employees, the lesser the work-life balance 

enjoyed by them, and the specific flexible working arrangement can exacerbate the 

balance between work and life. Finally, the implication for managerial, individuals and 

academicians and some recommendation for future research were discussed. 

Keywords: Work-life, supervisor support, co-worker support, workload, flexible work 

arrangement, job involvement 
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ABSTRAK 

Kajian ini dilakukan untuk mengkaji hubungan antara faktor yang mempengaruhi 

keseimbangan kerja-kehidupan di kalangan kakitangan pentadbiran di Universiti Utara 

Malaysia (UUM). Pemboleh ubah bebas kajian ini terdiri daripada sokongan penyelia, 

sokongan rakan sekerja, beban kerja, pengaturan kerja yang fleksibel dan penglibatan 

pekerjaan, sedangkan pemboleh ubah bersandar adalah keseimbangan kerja-kehidupan. 

Kaedah penyelidikan kuantitatif melalui ‘Google Documented Questionnaire’ 

digunakan sebagai instrumen kajian untuk mengumpulkan data. Sebanyak 317 sampel 

dipilih secara rawak dari Jabatan UUM (N = 1723). Data yang dikumpulkan dianalisis 

dengan menggunakan Paket Statistik untuk Sains Sosial versi 26.0 (SPSS 26.0). Ujian 

kebolehpercayaan, ujian normaliti, ujian deskriptif, Korelasi Pearson dan Regresi 

Linear Berganda telah digunakan dalam kajian ini. Korelasi Pearson dan Regresi Linear 

Berganda digunakan untuk mengkaji hubungan antara pemboleh ubah bebas dan 

pemboleh ubah bersandar. Hasil kajian menunjukkan bahawa terdapat hubungan positif 

antara sokongan penyelia, sokongan rakan sekerja, dan penglibatan pekerjaan dengan 

keseimbangan kerja-kehidupan. Sementara, terdapat hubungan yang signifikan dan 

negatif antara beban kerja dan keseimbangan kerja-kehidupan, dan pengaturan kerja 

yang fleksibel dan keseimbangan kerja-kehidupan. Ini kerana, semakin tinggi beban 

kerja yang dirasakan oleh pekerja, semakin rendah keseimbangan kerja dan kehidupan 

yang dinikmati oleh mereka, serta pengaturan kerja fleksibel khusus dapat 

memperburuk keseimbangan antara kerja dan kehidupan. Akhirnya, implikasi untuk 

pengurusan, individu dan ahli akademik dan beberapa cadangan untuk penyelidikan 

masa depan telah dibincangkan. 

Kata kunci: Kehidupan kerja, sokongan penyelia, sokongan rakan sekerja, beban kerja, 

pengaturan kerja yang fleksibel, penglibatan pekerjaan 
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CHAPTER ONE 

INTRODUCTION 

 

1.1 Chapter Overview 

 

This first chapter focuses on the background of the study and the knowledge gap in 

work-life balance. It is followed by research objectives, the scope of the research, and 

the definitions of terms used in this study. At the end of this chapter, the organization 

of the study is provided. 

 

1.2 Background of Study 

 

Work-life balance defined as the point of harmony between a person's amount of 

time and involvement in his or her career and personal life (Clarke, Koch, & Hill, 2004). 

According to Kalliath and Brough (2008), work-life balance is based on the employee's 

thought of the work and non-work roles balance. Guest (2002) and Haar, Russo, Sune, 

and Ollier-Malaterre (2014) supported that postulation by describing the work-life 

balance similarly as to how much employee feels a non-work and work balance. That 

leads to the perceptions, desires, goals, and attitudes of the individuals. Career and 

family are two critical domains for working persons. Researchers find significant 

interdependence in the positions each need. The conflict between family and career 
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APPENDIX A – TOTAL NUMBER OF NON-ACADEMIC STAFF OF UUM 

 

TARIKH PROSES DATA STAF 2020-06-1 

Status Umum Berkhidmat 

Kategori Jawatan Pentadbiran 

    

Jabatan  Jumlah  

Akademi Golf Nasional UUM 6 

Awang Had Salleh Graduate School of Arts and Sciences 18 

Ghazali Shafie Graduate School of Government 7 

Institut Pembangunan Keusahawanan dan Koperasi 15 

Institut Pemikiran Tun Dr. Mahathir Mohamad 11 

Institut Pengurusan Kualiti 20 

Institut Penyelidikan Pengurusan & Perniagaan 7 

Jab. Pembangunan dan Penyenggaraan 229 

Jabatan Bendahari 63 

Jabatan Canselori 69 

Jabatan Hal Ehwal Akademik 43 

Jabatan Hal Ehwal Pelajar 221 

Jabatan Keselamatan 110 

Jabatan Pendaftar 120 

Jabatan Strategik dan Pembangunan Perniagaan 14 

Medical Diagnostic Universiti Utara Malaysia 8 

Othman Yeop Abdullah Graduate School of Business 21 

Perpustakaan Sultanah Bahiyah 110 

Pusat Alumni 4 

Pusat Asasi Pengurusan 6 

Pusat Hal Ehwal dan Kerjasama Antarabangsa 16 

Pusat Inovasi dan Pengkomersilan 6 

Pusat Islam 21 

Pusat Kerjasama Universiti-Industri 19 

Pusat Kesihatan Universiti 55 

Pusat Kokurikulum 11 

Pusat Pengajaran Pembelajaran Universiti 12 

Pusat Pengujian, Pengukuran dan Penilaian 4 
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Pusat Pengurusan Penyelidikan dan Inovasi 31 

Pusat Sukan 25 

Unifilm Studio UUM 15 

UUM College of Arts and Sciences 86 

SAPSP 11 

SCIMPA 16 

SEML 14 

SLCP 9 

SMMTC 11 

SOC 14 

SQS 9 

UUM CAS 2 

UUM College of Business 62 

IBS 9 

SBM 15 

SEFB 11 

STML 11 

TISSA 12 

UUM COB 4 

UUM College of Law, Government and International Studies 47 

GSGSG 9 

SoG 8 

SoIS 11 

SoL 9 

STHEM 10 

UUM Information Technology 139 

UUM Kampus Kuala Lumpur 18 

UUM Press 43 

Grand Total 1712 
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APPENDIX B – DATA COLLECTION APPROVAL LETTER 
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APPENDIX C - QUESTIONNAIRES 

 

 
SCHOOL OF BUSINESS MANAGEMENT 

UNIVERSITI UTARA MALAYSIA 

 

 

 

Dear Value Respondents, 

I am a student from Universiti Utara Malaysia (UUM), currently enrolled in Master of 

Science (Management). This survey is crucial to collect various information in order to 

complete my final year research project. The main purpose of this survey is to examine 

the factors that influencing Work-life balance.  

I sincerely hope you could spend some times to answer this survey. The result from this 

survey will be used in aggregate, without referring to any one individual, and will be 

used solely for academic research purposes. Your response will be kept confidential 

and there is no right or wrong answer.  

Thank you for your time and kind cooperation.  

Respondent Yang Dihormati,  

Saya pelajar dari Universiti Utara Malaysia (UUM), dalam bidang Sarjana Sains 

(Pengurusan). Soal selidik ini sangat penting untuk mengumpulkan pelbagai maklumat 

untuk menyelesaikan projek penyelidikan tahun akhir saya. Tujuan utama tinjauan ini 

adalah untuk mengkaji faktor-faktor yang mempengaruhi keseimbangan kerja dan 

kehidupan. 

Saya sangat berharap anda dapat meluangkan masa untuk menjawab soalan yang 

berkaitan dengan ujian ini. Hasil tinjauan ini akan digunakan secara menyeluruh, 

tanpa merujuk kepada satu individu, dan akan digunakan hanya untuk tujuan 

penyelidikan akademik. Respons anda akan dirahsiakan dan tidak ada jawapan betul 

atau salah. 

Terima kasih atas masa dan kerjasama anda. 

 

Nur Shafiqah binti Mohamad Pauzi 

Master Science (Management) 

School of Business Management (OYAGSB) 

nur_shafiqah_moha@oyagsb.uum.edu.my 

 

FACTORS THAT INFLUENCING WORK-LIFE 

BALANCE 

 

mailto:nur_shafiqah_moha@oyagsb.uum.edu.my
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PART A / BAHAGIAN A 

Instructions: 

indicate a (/) in the relevant box and fill in the blanks for the following questions. 

Arahan: 

Tandakan (/) pada petak yang disediakan dan isi tempat kosong bagi soalan-soalan 

yang berikut. 

1. Gender (Jantina) 

 

  

 

2. Race (Bangsa) 

 

 

 

3. Age 

(Umur) 

 

 

 

 

 

4. Marital Status (Status Perkahwinan): 

 

 

 

 

5. Highest Education (Tahap pengajian tertinggi): 

 

 

 

 

 

6. Length of service (Tempoh perkhidmatan): 

 

 

 

Male (Lelaki) Female (Perempuan) 

Malay 

(Melayu) 

Chinese 

(Cina) 

Indian (India) Others 

 (Lain-lain) 

20-29 years old  

(20-29 tahun) 

30-39 years old 

(30-39 tahun) 

Above 50 years old 

(50 tahun ke atas) 

40-49 years old 

(40-49 tahun) 

Single (Bujang) Divorced (Bercerai) 

Others (Lain-lain) Married (Berkahwin) 

Diploma (Diploma) 

Degree (Ijazah Sarjana Muda) 

Masters (Ijazah Sarjana) 

Doctoral Degree (Ijazah Kedoktoran) 

Others (Lain-lain) 

6-15 years (6-15 tahun) 

Less than 5 years (Kurang daripada 5 tahun) 
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PART B / BAHAGIAN B 

Instructions: 

The following statements ask for your opinion about work-life balance. Read each 

statement carefully and indicate your level of agreement using the following scale: 

Arahan: 

Soalan-soalan berikut mengenai pendapat anda berkenaan keseimbangan kerja dan 

kehidupan. Baca setiap pertanyaan dengan teliti dan nyatakan tahap persetujuan anda 

berdasarkan skala berikut: 

Strongly 

disagree 

(Sangat tidak 

setuju) 

Disagree 

(Tidak setuju) 

Neither agree 

nor disagree 

(Tidak pasti) 

Agree 

(Setuju) 

Strongly agree 

(Sangat setuju) 

1 2 3 4 5 

 

7.  It is easy for me to balance the demands of work 

and also my personal life. 

(Mudah bagi saya untuk menyeimbangi tuntutan kerja 

dan juga kehidupan peribadi saya) 

1 2 3 4 5 

8.  I have sufficient time away from my job to 

maintain adequate work and personal life balance. 

(Saya mempunyai masa yang cukup dari pekerjaan 

saya untuk mengekalkan keseimbangan kerja dan 

kehidupan peribadi) 

1 2 3 4 5 

9.  When I take a vacation (holiday), I am able to 

separate myself from work and enjoy myself. 

(Semasa saya bercuti, saya dapat memisahkan diri dari 

kerja serta dapat menikmati cuti saya) 

1 2 3 4 5 

10.  I feel successful in balancing between my work and 

personal life. 

(Saya merasa berjaya mengimbangi antara pekerjaan 

dan kehidupan peribadi saya) 

1 2 3 4 5 

11.  I feel drained when go back to home from work 

because of work-pressures and problem. 

(Saya berasa letih ketika pulang ke rumah dari tempat 

kerja kerana tekanan kerja dan masalah) 

1 2 3 4 5 

 

 

 

 

 

 

16-30 years (16-30 tahun) 
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Instructions: 

The following statements ask for your opinion about how supportive you feel your 

immediate supervisor is. Read each statement carefully and indicate your level of 

agreement using the following scale: 

 

Arahan: 

Pernyataan berikut mengenai pendapat anda tentang sokongan yang diberikan oleh 

penyelia. Baca setiap pertanyaan dengan teliti dan nyatakan tahap persetujuan anda 

berdasarkan skala berikut: 

Strongly 

disagree 

(Sangat tidak 

setuju) 

Disagree 

(Tidak setuju) 

Neither agree 

nor disagree 

(Tidak pasti) 

Agree 

(Setuju) 

Strongly agree 

(Sangat setuju) 

1 2 3 4 5 

 

12.  I feel comfortable requesting a change in my work 

schedule from my supervisor. 

(Saya berasa selesa meminta perubahan jadual kerja 

dari penyelia saya) 

 

1 2 3 4 5 

13.  I feel my supervisor makes an effort to understand 

my need to be flexible. 

(Saya merasakan penyelia saya berusaha untuk 

memahami keperluan saya untuk bersikap fleksibel) 

 

1 2 3 4 5 

14.  My supervisor allows me to attend personal 

appointments during the workday. 

(Penyelia saya membenarkan saya menghadiri temu 

janji peribadi semasa hari bekerja) 

 

1 2 3 4 5 

15.  My supervisor encourages me to strike a balance 

between my work and personal life. 

(Penyelia saya mendorong saya untuk mencapai 

keseimbangan antara kerja dan kehidupan peribadi 

saya) 

 

1 2 3 4 5 

16.  I can rely on my supervisor to be understanding if I 

have an immediate need to change my schedule. 

(Saya percaya penyelia saya memahami sekiranya 

saya mempunyai keperluan segera untuk mengubah 

jadual saya) 

1 2 3 4 5 
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Instructions: 

The following statements ask for your opinion about how supportive you feel your 

coworkers are. Read each statement carefully and indicate your level of agreement 

using the following scale: 

Arahan: 

Pernyataan berikut mengenai pendapat anda tentang sokongan yang diberikan oleh 

rakan setugas. Baca setiap pertanyaan dengan teliti dan nyatakan tahap persetujuan 

anda berdasarkan skala berikut: 

Strongly 

disagree 

(Sangat tidak 

setuju) 

Disagree 

(Tidak setuju) 

Neither agree 

nor disagree 

(Tidak pasti) 

Agree 

(Setuju) 

Strongly agree 

(Sangat setuju) 

1 2 3 4 5 

 

17.  I feel comfortable discussing changes in my work 

schedule with my coworkers. 

(Saya berasa selesa untuk membincangkan perubahan 

dalam jadual kerja dengan rakan sekerja saya) 

 

1 2 3 4 5 

18.  My coworkers suggest changes in my work 

schedule so I can better meet my work demands. 

(Rakan sekerja saya mencadangkan perubahan dalam 

jadual kerja saya supaya saya dapat memenuhi 

tuntutan kerja saya dengan lebih baik) 

 

 

1 2 3 4 5 

19.  I can rely on my coworkers to be understanding if I 

have an immediate need to change my schedule. 

(Saya percaya rakan sekerja saya dapat memahami 

sekiranya saya mempunyai keperluan segera untuk 

mengubah jadual saya) 

 

 

1 2 3 4 5 

20.  My coworkers are understanding that when a 

conflict arises, I have to put my personal life first. 

(Rakan sekerja saya memahami apabila timbul konflik, 

saya harus mengutamakan kehidupan peribadi saya) 

 

1 2 3 4 5 

21.  My coworkers would not like it if I changed my 

schedule. 

(Rakan sekerja saya tidak menyukainya sekiranya saya 

mengubah jadual saya) 

1 2 3 4 5 

 

 

 

 



151 
 

Instructions: 

The following questions are about the workload. Read each statement carefully and 

indicate your level of agreement using the following scale: 

Arahan: 

Pernyataan berikut mengenai bebanan kerja. Baca setiap pertanyaan dengan teliti dan 

nyatakan tahap persetujuan anda berdasarkan skala berikut: 

 

Strongly 

disagree 

(Sangat tidak 

setuju) 

Disagree 

(Tidak setuju) 

Neither agree 

nor disagree 

(Tidak pasti) 

Agree 

(Setuju) 

Strongly agree 

(Sangat setuju) 

1 2 3 4 5 

 

22.  The demands of my work interfere with my home 

and family life. 

(Tuntutan pekerjaan saya mengganggu kehidupan 

rumah tangga dan keluarga saya) 

 

1 2 3 4 5 

23.  Things I want to do at home do not get done 

because of the demands my job puts on me. 

(Perkara yang ingin saya lakukan di rumah tidak dapat 

diselesaikan kerana tuntutan kerja) 

 

1 2 3 4 5 

24.  My job produces strain that makes it difficult to 

fulfil family duties. 

(Pekerjaan saya menghasilkan tekanan yang sukar 

untuk memenuhi tugas keluarga) 

 

1 2 3 4 5 

25.  Due to work-related duties, I have to make changes 

to my plans for family activities. 

(Oleh kerana tugas yang berkaitan dengan pekerjaan, 

saya harus membuat perubahan pada rancangan 

aktiviti keluarga saya) 

 

1 2 3 4 5 

26.  I am able to enjoy my normal day-to-day activities? 

(Saya dapat menikmati aktiviti harian saya yang 

normal?) 

 

1 2 3 4 5 

27.  My home life interferes with my responsibilities at 

work such as getting to work on time, 

accomplishing daily tasks, and working overtime. 

(Kehidupan di rumah mengganggu tanggungjawab 

saya di tempat kerja seperti bekerja tepat pada 

waktunya, menyelesaikan tugas harian, dan bekerja 

lebih masa) 

 

1 2 3 4 5 
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Instructions: 

The following questions ask about your job involvement. Read each statement 

carefully and indicate your level of agreement using the following scale: 

Arahan: 

Soalan-soalan berikut mengenai penglibatan kerja anda. Baca setiap pertanyaan 

dengan teliti dan nyatakan tahap persetujuan anda berdasarkan skala berikut: 

Strongly 

disagree 

(Sangat tidak 

setuju) 

Disagree 

(Tidak setuju) 

Neither agree 

nor disagree 

(Tidak pasti) 

Agree 

(Setuju) 

Strongly agree 

(Sangat setuju) 

1 2 3 4 5 

 

28.  The most important things that happen to me 

involve my present job. 

(Perkara-perkara penting yang berlaku pada saya 

melibatkan pekerjaan saya sekarang) 

1 2 3 4 5 

29.  I like to be absorbed in my job most of the time. 

(Saya suka beri perhatian dalam pekerjaan saya 

sepanjang masa) 

 

1 2 3 4 5 

30.  I am very much personally involved in my job. 

(Saya terlibat secara peribadi dalam pekerjaan saya) 

 

1 2 3 4 5 

31.  Most of my interests are centered around my job. 

(Sebilangan besar minat saya tertumpu pada pekerjaan 

saya) 

 

1 2 3 4 5 

32.  I have very strong ties with my present job which 

would be very difficult to break. 

(Saya terikat sangat kuat dengan pekerjaan saya 

sekarang dan sangat sukar untuk dihentikan) 

1 2 3 4 5 
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Instructions: 

The following questions ask for your desire to use flexible working arrangements. 

Read each statement carefully and indicate your level of agreement using the 

following scale: 

Arahan: 

Soalan-soalan berikut mengenai hasrat anda untuk menggunakan susunan kerja yang 

fleksible. Baca setiap pertanyaan dengan teliti dan nyatakan tahap persetujuan anda 

berdasarkan skala berikut: 

Hardly ever or 

never  

(Tidak pernah) 

Less than half 

of the time that 

I want to 

(Kurang 

separuh masa 

yang saya 

perlukan) 

Half of the 

time I want to 

(separuh 

masa saya 

perlukan) 

Most of the 

time I want to 

(Sebilangan 

besar masa 

saya perlukan) 

Any time I 

want to 

(Bila-bila masa 

saya perlukan) 

1 2 3 4 5 

 

33.  How often would you want to work flexible hours?  

(Berapa kerap anda mahu bekerja pada waktu yang 

fleksibel?) 

 

1 2 3 4 5 

34.  How often would you want to adjust the days of the 

week that you work? 

(Berapa kerap anda mahu menyesuaikan hari bekerja 

anda dalam seminggu?) 

 

1 2 3 4 5 

35.  How often do you work from a location other than 

the office? 

(Berapa kerap anda bekerja di lokasi selain daripada 

pejabat?) 

 

1 2 3 4 5 

36.  In general, how often do you use a flexible working 

arrangement? 

(Secara umum, berapa kerap anda menggunakan 

susunan kerja yang fleksibel?) 

1 2 3 4 5 
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APPENDIX D – RESPONDENT PROFILE 

 

Gender 1M 2F 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Male 184 58.0 58.0 58.0 

Female 133 42.0 42.0 100.0 

Total 317 100.0 100.0  

 

 

Race 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Malay 302 95.3 95.3 95.3 

Chinese 4 1.3 1.3 96.5 

Indian 5 1.6 1.6 98.1 

Others 6 1.9 1.9 100.0 

Total 317 100.0 100.0  

 

 

Age 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid 20-29 years old 47 14.8 14.8 14.8 

30-39 years old 42 13.2 13.2 28.1 

40-49 years old 81 25.6 25.6 53.6 

Above 50 years old 147 46.4 46.4 100.0 

Total 317 100.0 100.0  
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Marital Status 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Single 49 15.5 15.5 15.5 

Married 261 82.3 82.3 97.8 

Divorced 4 1.3 1.3 99.1 

Others 3 .9 .9 100.0 

Total 317 100.0 100.0  

 

 

Highest Education 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Diploma 24 7.6 7.6 7.6 

Degree 194 61.2 61.2 68.8 

Masters 75 23.7 23.7 92.4 

Doctoral Degree 3 .9 .9 93.4 

Others 21 6.6 6.6 100.0 

Total 317 100.0 100.0  

 

 

Lenght of Service 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Less than 5 years 49 15.5 15.5 15.5 

6-15 years 60 18.9 18.9 34.4 

16-30 years 208 65.6 65.6 100.0 

Total 317 100.0 100.0  
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APPENDIX E – DESCRIPTIVE STATISTICS 

 

Work-life Balance 

 N Minimum Maximum Mean Std. Deviation 

WLB 1: It is easy for me to 

balance the demands of work 

and also my personal life. 

317 1 5 4.10 .805 

WLB 2: I have sufficient time 

away from my job to maintain 

adequate work and personal life 

balance. 

317 1 5 4.06 .840 

WLB 3: When I take a vacation 

(holiday), I am able to separate 

myself from work and enjoy 

myself 

317 1 5 4.01 1.005 

WLB 4: I feel successful in 

balancing between my work 

and personal life. 

317 2 5 4.09 .817 

WLB 5: I feel drained when go 

back to home from work 

because of work-pressures and 

problem. 

317 1 5 3.14 1.107 

Valid N (listwise) 317     
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Supervisor Support 

 N Minimum Maximum Mean Std. Deviation 

SS 1: I feel comfortable 

requesting a change in my work 

schedule from my supervisor. 

317 1 5 3.44 .991 

SS 2: I feel my supervisor 

makes an effort to understand 

my need to be flexible. 

317 1 5 3.78 .926 

SS 3: My supervisor allows me 

to attend personal appointments 

during the workday. 

317 1 5 3.68 1.074 

SS 4: My supervisor encourages 

me to strike a balance between 

my work and personal life. 

317 1 5 3.81 .946 

SS 5: I can rely on my 

supervisor to be understanding 

if I have an immediate need to 

change my schedule. 

317 1 5 3.84 .866 

Valid N (listwise) 317     
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Co-worker Support 

 N Minimum Maximum Mean Std. Deviation 

CS 1: I feel comfortable 

discussing changes in my work 

schedule with my coworkers 

317 1 5 4.06 .786 

CS 2: My coworkers suggest 

changes in my work schedule so 

I can better meet my work 

demands 

317 1 5 3.78 .908 

CS 3: I can rely on my 

coworkers to be understanding 

if I have an immediate need to 

change my schedule. 

317 1 5 4.03 .807 

CS 4: My coworkers are 

understanding that when a 

conflict arises, I have to put my 

personal life first. 

317 1 5 3.89 .904 

CS 5: My coworkers would not 

like it if I changed my schedule. 

317 1 5 2.73 .991 

Valid N (listwise) 317     
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Workload 

 N Minimum Maximum Mean Std. Deviation 

WL 1: The demands of my 

work interfere with my home 

and family life 

317 1 5 2.54 1.123 

WL 2: Things I want to do at 

home do not get done because 

of the demands my job puts on 

me. 

317 1 5 2.69 1.138 

WL 3: My job produces strain 

that makes it difficult to fulfil 

family duties 

317 1 5 2.52 1.127 

WL 4: Due to work-related 

duties, I have to make changes 

to my plans for family 

activities. 

317 1 5 3.33 1.068 

WL 5: Been able to enjoy your 

normal day-to-day activities. 

317 1 5 3.99 .860 

WL 6: My home life interferes 

with my responsibilities at work 

such as getting to work on time, 

accomplishing daily tasks, and 

working overtime. 

317 1 5 2.38 1.163 

Valid N (listwise) 317     

 

 

 

 

 

 

 

 

 

 

 



160 
 

Job Involvement 

 N Minimum Maximum Mean Std. Deviation 

JI 1: The most important things 

that happen to me involve my 

present job 

317 1 5 3.55 .969 

JI 2: I like to be absorbed in my 

job most of the time. 

317 1 5 3.76 .972 

JI 3: I am very much personally 

involved in my job. 

317 1 5 3.89 .955 

JI 4: Most of my interests are 

centered around my job. 

317 1 5 3.79 .918 

JI 5: I have very strong ties with 

my present job which would be 

very difficult to break 

317 1 5 3.38 1.084 

Valid N (listwise) 317     

 

 

Flexible Work Arrangement 

 N Minimum Maximum Mean Std. Deviation 

FWA 1: How often would you 

want to work flexible hours? 

317 1 5 3.72 1.085 

FWA 2: How often would you 

want to adjust the days of the 

week that you work? 

317 1 5 3.49 1.132 

FWA 3: How often do you 

work from a location other than 

the office? 

317 1 5 3.03 1.156 

FWA 4: In general, how often 

do you use a flexible working 

arrangement? 

317 1 5 3.28 1.156 

Valid N (listwise) 317     
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APPENDIX F –RELIABILITY TEST 

 

i) Reliability result of Work-life balance 

Case Processing Summary 

 N % 

Cases Valid 317 100.0 

Excludeda 0 .0 

Total 317 100.0 

 

 

Reliability Statistics 

Cronbach's Alpha N of Items 

.632 5 

 

Item Statistics 

 Mean Std. Deviation N 

WLB 1: It is easy for me to 

balance the demands of work 

and also my personal life. 

4.10 .805 317 

WLB 2: I have sufficient time 

away from my job to maintain 

adequate work and personal life 

balance. 

4.06 .840 317 

WLB 3: When I take a vacation 

(holiday), I am able to separate 

myself from work and enjoy 

myself 

4.01 1.005 317 

WLB 4: I feel successful in 

balancing between my work and 

personal life. 

4.09 .817 317 

WLB 5: I feel drained when go 

back to home from work 

because of work-pressures and 

problem. 

3.14 1.107 317 
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ii) Reliability result of Supervisor Support 

 

Case Processing Summary 

 N % 

Cases Valid 317 100.0 

Excludeda 0 .0 

Total 317 100.0 

 

 

Reliability Statistics 

Cronbach's Alpha N of Items 

.844 5 

 

Item Statistics 

 Mean Std. Deviation N 

SS 1: I feel comfortable 

requesting a change in my work 

schedule from my supervisor. 

3.44 .991 317 

SS 2: I feel my supervisor 

makes an effort to understand 

my need to be flexible. 

3.78 .926 317 

SS 3: My supervisor allows me 

to attend personal appointments 

during the workday. 

3.68 1.074 317 

SS 4: My supervisor encourages 

me to strike a balance between 

my work and personal life. 

3.81 .946 317 

SS 5: I can rely on my 

supervisor to be understanding 

if I have an immediate need to 

change my schedule. 

3.84 .866 317 
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iii) Reliability result of Co-worker Support 

 

Case Processing Summary 

 N % 

Cases Valid 317 100.0 

Excludeda 0 .0 

Total 317 100.0 

 

 

Reliability Statistics 

Cronbach's Alpha N of Items 

.660 5 

 

Item Statistics 

 Mean Std. Deviation N 

CS 1: I feel comfortable 

discussing changes in my work 

schedule with my coworkers 

4.06 .786 317 

CS 2: My coworkers suggest 

changes in my work schedule so 

I can better meet my work 

demands 

3.78 .908 317 

CS 3: I can rely on my 

coworkers to be understanding 

if I have an immediate need to 

change my schedule. 

4.03 .807 317 

CS 4: My coworkers are 

understanding that when a 

conflict arises, I have to put my 

personal life first. 

3.89 .904 317 

CS 5: My coworkers would not 

like it if I changed my schedule. 

2.73 .991 317 
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iv) Reliability result of Workload 

 

Case Processing Summary 

 N % 

Cases Valid 317 100.0 

Excludeda 0 .0 

Total 317 100.0 

 

 

Reliability Statistics 

Cronbach's Alpha N of Items 

.724 6 

 

 

Item Statistics 

 Mean 

Std. 

Deviatio

n N 

WL 1: The demands of my work interfere with my home and family life 2.54 1.123 317 

WL 2: Things I want to do at home do not get done because of the 

demands my job puts on me. 

2.69 1.138 317 

WL 3: My job produces strain that makes it difficult to fulfil family 

duties 

2.52 1.127 317 

WL 4: Due to work-related duties, I have to make changes to my plans 

for family activities. 

3.33 1.068 317 

WL 5: Been able to enjoy your normal day-to-day activities. 3.99 .860 317 

WL 6: My home life interferes with my responsibilities at work such as 

getting to work on time, accomplishing daily tasks, and working 

overtime. 

2.38 1.163 317 
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v) Reliability result of Job Involvement 

 

Case Processing Summary 

 N % 

Cases Valid 317 100.0 

Excludeda 0 .0 

Total 317 100.0 

 

 

Reliability Statistics 

Cronbach's Alpha N of Items 

.769 5 

 

 

Item Statistics 

 Mean Std. Deviation N 

JI 1: The most important things 

that happen to me involve my 

present job 

3.55 .969 317 

JI 2: I like to be absorbed in my 

job most of the time. 

3.76 .972 317 

JI 3: I am very much personally 

involved in my job. 

3.89 .955 317 

JI 4: Most of my interests are 

centered around my job. 

3.79 .918 317 

JI 5: I have very strong ties with 

my present job which would be 

very difficult to break 

3.38 1.084 317 
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vi) Reliability result of Flexible Work Arrangement 

 

Case Processing Summary 

 N % 

Cases Valid 317 100.0 

Excludeda 0 .0 

Total 317 100.0 

 

 

Reliability Statistics 

Cronbach's Alpha N of Items 

.707 4 

 

 

Item Statistics 

 Mean Std. Deviation N 

FWA 1: How often would you 

want to work flexible hours? 

3.72 1.085 317 

FWA 2: How often would you 

want to adjust the days of the 

week that you work? 

3.49 1.132 317 

FWA 3: How often do you 

work from a location other than 

the office? 

3.03 1.156 317 

FWA 4: In general, how often 

do you use a flexible working 

arrangement? 

3.28 1.156 317 

 

 

 

 



167 
 

APPENDIX G – NORMALITY TEST 

 

Descriptives 

 Statistic Std. Error 

Work-life balance Mean 3.88 .033 

95% Confidence Interval for 

Mean 

Lower Bound 3.82  

Upper Bound 3.95  

5% Trimmed Mean 3.91  

Median 4.00  

Variance .344  

Std. Deviation .587  

Minimum 1  

Maximum 5  

Range 4  

Interquartile Range 1  

Skewness -.953 .137 

Kurtosis 1.894 .273 

 

 

Tests of Normality 

 

Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

Work-life balance .146 317 .000 .941 317 .000 
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169 
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APPENDIX H – PEARSON CORRELATION 

 

Correlations 

 

Work-life 

balance 

Supervisor 

support 

Co-worker 

support Workload 

Job 

involvement 

Flexible work 

arrangement 

Work-life 

balance 

Pearson 

Correlation 

1 .475** .469** -.072 .210** .121* 

Sig. (2-tailed)  .000 .000 .204 .000 .031 

N 317 317 317 317 317 317 

Supervisor 

support 

Pearson 

Correlation 

.475** 1 .531** -.004 .191** .227** 

Sig. (2-tailed) .000  .000 .938 .001 .000 

N 317 317 317 317 317 317 

Co-woker 

support 

Pearson 

Correlation 

.469** .531** 1 .013 .247** .243** 

Sig. (2-tailed) .000 .000  .813 .000 .000 

N 317 317 317 317 317 317 

Workload Pearson 

Correlation 

-.072 -.004 .013 1 .316** .261** 

Sig. (2-tailed) .204 .938 .813  .000 .000 

N 317 317 317 317 317 317 

Job 

involvement 

Pearson 

Correlation 

.210** .191** .247** .316** 1 .304** 

Sig. (2-tailed) .000 .001 .000 .000  .000 

N 317 317 317 317 317 317 

Flexible work 

arrangement 

Pearson 

Correlation 

.121* .227** .243** .261** .304** 1 

Sig. (2-tailed) .031 .000 .000 .000 .000  

N 317 317 317 317 317 317 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 
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APPENDIX I – MULTIPLE REGRESSION  
 

Model Summaryb 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .556a .309 .298 .492 

 

 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 33.629 5 6.726 27.821 .000b 

Residual 75.184 311 .242   

Total 108.813 316    

 

 

Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t B Std. Error Beta 

1 (Constant) 1.871 .230  8.152 

Supervisor support .238 .044 .306 5.451 

Co-woker support .290 .058 .284 4.990 

Workload -.088 .042 -.106 -2.080 

Job involvement .103 .044 .124 2.356 

Flexible work arrangement -.019 .037 -.027 -.529 
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