
 
 

 

 

THE RELATIONSHIP BETWEEN WORK-LIFE BALANCE AND 

TURNOVER INTENTION AMONG EMPLOYEES IN THE PUBLIC 

UNIVERSITY 

 

 

 

ALYA SYAHIRAH BINTI ZAINUL ABIDIN 

(60244) 

 

 

 

 

 

Bachelor of Science with Honours 

 (Human Resource Development) 

2020 



 
 

UNIVERSITI MALAYSIA SAWARAK 

 
Grade:   A-  

Please tick ( ) 

Final Year Project Report 

Masters 

PhD 

 

 

 
DECLARATION OF ORIGINAL WORK 

 

 
This declaration is made on the 19th day of July 2020. 

 
 

Declaration: 

 

I ALYA SYAHIRAH BINTI ZAINUL ABIDIN 60244 FACULTY OF COGNITIVE SCIENCES AND 

HUMAN DEVELOPMENT hereby declare that the work entitled, THE RELATIONSHIP 

BETWEEN WORK-LIFE BALANCE AND TURNOVER INTENTION AMONG EMPLOYEES IN 

THE PUBLIC UNIVERSITY is my original 

from any other sources except where due reference or acknowledgement is made explicitly in the 

text, nor has any part been written for me by another person. 

 

19th July 2020  
 

Date submitted Alya Syahirah Binti Zainul Abidin (60244) 

 

 
Superviso 

 

I MDM. DAYANG KARTINI ABANG IBRAHIM hereby certifies that the work entitled, THE 

RELATIONSHIP  BETWEEN  WORK-LIFE  BALANCE  AND   TURNOVER   INTENTION   AMONG 

EMPLOYEES IN THE PUBLIC UNIVERSITY was prepared by the above named student, and was 

submit                         r  the  conferment of BACHELOR OF 

SCIENCE WITH HONOURS (HUMAN RESOURCE DEVELOPMENT) and the aforementioned work, 

to the best of my knowledge, is the said 

 
 

19th July 2020 

Received for examination by:   _ Date:   

(Mdm. Dayang Kartini Abang Ibrahim) 



 

 
I declare this Project/Thesis  

 

 
CONFIDENTIAL (Contains confidential information under the Official Secret Act 1972)* 

RESTRICTED (Contains restricted information as specified by the organisation where 

research was done)* 

OPEN ACCESS 

 

 

 
Validation of Project/Thesis 

 
I therefore duly affirmed with free consent and willingness declared that this said Project/Thesis shall 

be placed officially in the Centre for Academic Information Services with the abide interest and rights 

as follows: 

 

This Project/Thesis is the sole legal property of Universiti Malaysia Sarawak (UNIMAS). 

The Centre for Academic Information Services has the lawful right to make copies for the 

purpose of academic and research only and not for other purpose. 

The Centre for Academic Information Services has the lawful right to digitise the content  

to for the Local Content Database. 

The Centre for Academic Information Services has the lawful right to make copies of the 

Project/Thesis for academic exchange between Higher Learning Institute. 

No dispute or any claim shall arise from the student itself neither third party on this 

Project/Thesis once it becomes sole property of UNIMAS. 

This Project/Thesis or any material, data and information related to it shall not be 

distributed, published or disclosed to any party by the student except with UNIMAS 

permission. 

signature   Supervisor gnature:    

19th July 2020 19th July 2020 
 

Current Address: 
      BANDAR UTAMA, 08000 SUNGAI PETANI, KEDAH. 

 

 
 

Notes: * If the Project/Thesis is CONFIDENTIAL or RESTRICTED, please attach together as 

annexure a letter from the organisation with the period and reasons of confidentiality and 

restriction. 

 

 

 
[The instrument was duly prepared by The Centre for Academic Information Services] 



 

 

 
 

The Relationship between Work-Life Balance and Turnover Intention     

Among Employees in the  was prepared by Alya Syahirah Binti Zainul 

Abidin and submitted to the Faculty of Cognitive Sciences and Human Development in partial 

fulfillment of the requirements for a Bachelor of Science with Honours (Human Resource 

Development) 

 

 

 

 

 

 

 

 

 

 

 

 

Received for examination by: 
 

 
 

 

 

(Mdm. Dayang Kartini Abang Ibrahim) 

 
 

Date: 
 

 

  

19 th JULY 2020 

 

 

Grade 

A- 



 
 

THE RELATIONSHIP BETWEEN WORK-LIFE BALANCE AND TURNOVER 

INTENTION AMONG EMPLOYEES IN THE PUBLIC UNIVERSITY 

 

 

 

 

 

 

ALYA SYAHIRAH BINTI ZAINUL ABIDIN 

 

 

 

 

 

 

This project is submitted  

 in partial fulfilment of the requirements for a 

Bachelor of Science with Honours 

(Human Resource Development) 

 

 

 

 

 

 

 

 

 

 

 

Faculty of Cognitive Sciences and Human Development 

UNIVERSITI MALAYSIA SARAWAK 

(2020) 

 

  



 
 

AKNOWLEDGEMENTS 

 

Firstly, I would like to thank almighty Allah for all his grants that bestowed on me. 

I would like to thank my supervisor Madam Dayang Kartini Abang Ibrahim for her 

support and guidance in this final year project. Her overall insight helps me to enhance for a 

better. 

 Furthermore, I would like to express my sincere gratitude to employees of Universiti 

Sains Malaysia who were generous with their time in completing the questionnaire. This final 

year project would not be successful without their responses. 

 I would also like to thank my friends who have supported me and had to put up with my 

stresses along this journey. Anything is possible when I have the right people there to support 

me. 

 Finally, thank you to the love of my life mom and dad followed by siblings for all the 

unconditional support especially in this very intense academic year. Without them, I wouldn’t be 

the person I am today, and I wouldn’t be where I am now. 



i 
 

TABLE OF CONTENTS 

 

TABLE OF CONTENTS ........................................................................................................ i-iv 

LIST OF TABLES ...................................................................................................................... v 

LIST OF FIGURES ................................................................................................................... vi 

ABSTRACT ............................................................................................................................. vii 

CHAPTER 1: INTRODUCTION ................................................................................................ 1 

1.0 Introduction ........................................................................................................................... 1 

1.1 Background of Study ..........................................................................................................1-3 

1.2 Problem Statement ..............................................................................................................4-5 

1.3 Research Objective ................................................................................................................ 6 

1.3.1 Specific Objectives ....................................................................................................... 6 

1.4 Research Hypothesis .............................................................................................................. 6 

1.5 Conceptual Framework .......................................................................................................... 7 

1.6 Definitions of terms ............................................................................................................8-9 

1.7 Contribution of study ............................................................................................................. 9 

1.8 Limitations of study ............................................................................................................. 10 

1.9 Summary ............................................................................................................................. 10 

CHAPTER 2: LITERATURE REVIEW .................................................................................... 11 

2.0 Introduction ......................................................................................................................... 11 

2.1 Issues Related to this Study .................................................................................................. 11 

2.1.1 Work-life Balance ....................................................................................................... 11 

2.1.2 Schedule Flexibility .................................................................................................... 12 

2.1.3 Manager Support ........................................................................................................ 12 

2.1.4 Job Autonomy............................................................................................................. 13 

file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark10
file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark10
file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark10
file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark10
file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark10
file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark11


ii 
 

2.1.5 Turnover Intention ....................................................................................................... 13 

2.2 Theories Applied in this Study ............................................................................................. 14 

2.2.1 Equity Theory ............................................................................................................. 14 

2.2.2 Social Exchange Theory ............................................................................................. 15 

2.3 Past Findings Related to this Study ...................................................................................... 16 

2.3.1 Relationship between schedule flexibility and turnover intention ................................ 16 

2.3.2 Relationship between manager support and turnover intention ............................... 16-17 

2.3.3 Relationship between job autonomy and turnover intention .................................... 17-18 

2.4 Summary ............................................................................................................................. 18 

CHAPTER 3: METHODLOGY ................................................................................................ 19 

3.0 Introduction ......................................................................................................................... 19 

3.1 Research Design .................................................................................................................. 19 

3.2 Population, Sample Size and Sampling Procedure ........................................................... 20-21 

3.3 Research Instrument............................................................................................................. 21 

3.3.1 Section A: Demographic profile .................................................................................. 22 

3.3.2 Section B: Schedule Flexibility ................................................................................... 22 

3.3.3 Section C: Manager Support ....................................................................................... 22 

3.3.4 Section D: Job Autonomy ........................................................................................... 23 

3.3.5 Section E: Turnover Intention ..................................................................................... 23 

3.4 Pilot Study ........................................................................................................................... 23 

3.5 Validity and Reliability ........................................................................................................ 24 

3.6 Ethics of Study..................................................................................................................... 24 

3.7 Data Collection Procedure .............................................................................................. 24-25 

3.8 Data Analysis Procedure ...................................................................................................... 25 

3.8.1 Descriptive statistics ................................................................................................... 26 

3.8.2 Inferential statistics ..................................................................................................... 26 

file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark28
file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark28
file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark28
file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark28
file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark57
file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark57
file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark57
file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark57
file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark57


iii 
 

3.9 Summary ............................................................................................................................. 27 

CHAPTER 4: FINDINGS AND DISCUSSION ......................................................................... 28 

4.0 Introduction ......................................................................................................................... 28 

4.1 Demographic Profile of Respondents ................................................................................... 28 

4.1.1 Gender ................................................................................................................... 28-29 

4.1.2 Age ........................................................................................................................ 30-31 

4.1.3 Race ....................................................................................................................... 32-33 

4.1.4 Working Experience .............................................................................................. 34-35 

4.1.5 Years with Current Organization ............................................................................ 36-37 

4.2 Descriptive Statistics ........................................................................................................... 38 

4.2.1 Schedule Flexibility ............................................................................................... 38-39 

4.2.2 Manager Support ................................................................................................... 40-43 

4.2.3 Job Autonomy........................................................................................................ 44-45 

4.2.4 Turnover Intention ................................................................................................. 46-47 

4.3 Reliability Analysis......................................................................................................... 48-49 

4.4 Research Findings and Discussion ....................................................................................... 50 

4.4.1 Relationship between Schedule Flexibility and Turnover Intention ........................ 50-52 

4.4.2 Relationship between Manager Support and Turnover Intention ............................. 53-55 

 

4.4.3 Relationship between Job Autonomy and Turnover Intention ................................. 56-58 

4.5 Summary ............................................................................................................................. 59 

CHAPTER 5: CONCLUSION AND RECOMMENDATIONS ................................................. 60 

5.0 Introduction ......................................................................................................................... 60 

5.1 Research Summary ......................................................................................................... 60-61 

5.2 Conclusion ........................................................................................................................... 62 

5.3 Research Implications .......................................................................................................... 63 

file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark57
file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark57
file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark57
file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark57
file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark57


iv 
 

5.3.1 Implications to Organization ....................................................................................... 63 

5.3.2 Implications to Future Research .................................................................................. 63 

5.4 Limitations of the Study ....................................................................................................... 64 

5.5 Recommendations ................................................................................................................ 64 

5.5.1 Recommendations for Organization and Human Resource Practitioners ................. 64-65 

5.5.2 Recommendations for Future Research ....................................................................... 65 

5.6 Chapter Summary ................................................................................................................ 66 

REFERENCES ..................................................................................................................... 67-74 

APPENDIX .......................................................................................................................... 75-95 
  

file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark33
file:///C:/Users/acer/Documents/SEM%204/RESEARCH%20METHODOLOGY/Research%20Proposal/Example%20fyp%201.docx%23_bookmark33


v 
 

LIST OF TABLES 

 

Table 1 Definitions of Terms....................................................................................................8-9 

Table 2 Krejcie and Morgan’s sample size determination table ............................................ 20-21 

Table 3 Five-Point Likert Scale ................................................................................................. 22 

Table 4 Gender of Respondents ................................................................................................. 28 

Table 5 Age of Respondents ...................................................................................................... 30 

Table 6 Race of Respondents .................................................................................................... 32 

Table 7 Working Experience of Respondents ............................................................................ 34 

Table 8 Years with Current Organization of Respondents ......................................................... 36 

Table 9 Schedule Flexibility ...................................................................................................... 38 

Table 10 Manager Support ................................................................................................... 40-41 

Table 11 Job Autonomy ............................................................................................................ 44 

Table 12 Turnover Intention ...................................................................................................... 46 

Table 13 Reliability Statistics for Pilot Study ............................................................................ 48 

Table 14 Reliability Statistics for the Study ............................................................................... 49 

Table 15 Correlation between Schedule Flexibility and Turnover Intention ............................... 50 

Table 16 Correlation between Manager Support and Turnover Intention ................................... 53 

Table 17 Correlation between Job Autonomy and Turnover Intention ....................................... 56 

Table 18 Summary of Hypothesis Testing Results ..................................................................... 59 
  



vi 
 

LIST OF FIGURES 

 

Figure 1 Conceptual Framework ................................................................................................. 7 

Figure 2 Gender of Respondents ............................................................................................... 29 

Figure 3 Age of Respondents .................................................................................................... 31 

Figure 4 Race of Respondents ................................................................................................... 33 

Figure 5 Working Experience of Respondents ........................................................................... 35 

Figure 6 Years with Current Organization of Respondents ........................................................ 37 
  



vii 
 

ABSTRACT 

 

This study was conducted to determine the relationship between work-life balance (schedule 

flexibility, manager support and job autonomy) and turnover intention among employees in the 

public university. This research was done by using a quantitative method where the questionnaire 

was used to collect the data. Descriptive statistics and inferential statistics were used to ease 

understanding.  As 113 samples from one of the public universities in Malaysia collected for this 

study. Besides, SPSS version 20.0 was used to analyze the collected data. Pearson Correlation 

test was used to identify the relationship between the independent variable and the dependent 

variable. The findings have shown that there is a significant relationship between schedule 

flexibility and turnover intention. Furthermore, there is a significant relationship between 

manager support and turnover intention. Besides, it was also found that there is a significant 

relationship between job autonomy and turnover intention. 

Keywords: Work-Life Balance, Schedule Flexibility, Manager Support, Job Autonomy, Turnover 

Intention 
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CHAPTER 1 

INTRODUCTION 

1.0 Introduction 

 This chapter comprises the study’s background, statement of problem, objectives of the 

research, research hypothesis, study’s conceptual framework, definitions of terms, the study’s 

contribution and limitations. In precis, this chapter will introduce the fundamentals of this study 

that are significant to researchers. 

1.1 Background of study 

 In today’s world, changes occur rapidly. Tuzun (as cited in Azhar et al., 2016) mentioned 

that changes which occur in the organization also lead many researchers to identify the foremost 

sources of turnover intention. This bustle way of life, it is difficult for the employees to be able 

to manage and keep a balance between their personal and work responsibilities. Moreover, there 

are workforce and management disregard from discern or concern on workplace and home 

equity. Work-life balance is pondered to be one of crucial determinants in employees’ intention 

to leave the current organization. According to Hayman (as cited in Atiq et al., 2017), employees 

keen to execute the finest execution of work at the workplace besides endeavor on handling both 

domains of life which bad and good ‘spillover’ formed. Individual’s life is one of crucial parts 

which requires attention as a career which may lead to an imbalance of life.  

Noor (2011), stated a particular work-life balance is an instance of desire towards a better 

and equal control between work and personal life. Work-life balance has inevitably been the 

subject to individuals particularly involved in working life standards and its link to vast quality 

of life. Work-life balance is also applied to relate with stability amidst personal and work-life. 
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Most of the employees will just be unable to balance the juggling act as they are keen to 

start working. It is more like rowing two boats simultaneously (Atiq et al., 2017). Some 

employers will encourage their employees to work hard in order to be more productive and 

prioritize the work rather than their personal life matter. This shows employers are still not 

concerned with fairness of work and life implementation within the workplace. Moreover, along 

arising of recent technological changes have made employees accessible around the clock. It is 

inevitable problem that current employees are facing as they are unable to disconnect from their 

work matters due to their needs for technology. The pressure between the work life and personal 

life can be reduced by possessing proper policies, supportive management and provision at the 

workplace and a good relation in personal life. The importance of work life balance needs 

concern from organization as it impacts on the productivity and creativity of the employees. 

Malaysian Department of Statistics has accounted RM 853.0 billion of overall domestic outcome 

in 2015 shown that Malaysia as one of the industries countries in the world (Husin et al., 2018). 

Work-life balance should start to be pondered by Malaysian employees while in the hustle of 

life. 

In this study, components allocated in work-life balance consist of schedule flexibility, 

job autonomy and manager support. Schedule flexibility allows employees an autonomy to 

create their own preferred schedule and identify a work life balance that suits them. In addition, a 

flexible schedule also associates a structure where employees are required to work for a 

particular hour allocated by the organization. The organizations should allocate an operational 

schedule that is flexible for employees to retain a work-life balance environment. Manager 

support associated with managers who know how to motivate their employees and inspire them 

to stay positive and filter out negativity and stress. Manager support has been shown to be 
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serious affection in minimizing intention to leave (Arici, 2018). Job autonomy may be able to 

trigger high levels of dedication to organization. In addition, job autonomy may also result in 

positive outcomes or benefits for both the organization itself and employees. Employees will 

have the freedom to do their work by any ways or approaches which are compatible with their 

abilities.  

Turnover intention relates to mentally ready to quit but physically still in the organization 

kind of employee’s intention. According to Ahmad and Baker (as cited in Shah and Beh, 2016), 

it emerges that Asians countries such as Malaysia, Thailand and Taiwan, one of which remain 

huge issues and widespread among these countries were intentionally leaving jobs. Intention to 

leave also involves a process of cognitive thinking besides preparation and willingness to stop 

their current work. Tuzun (as cited in Azhar et al., 2016) mentioned that turnover intentions also 

known as the employee’s propensity to quit from organization to attain their own interest and 

demands of family. Employees will always have their own options whether to leave or not. 

Commonly, employees will give warning signs through decline in working hours or increase the 

number of days off. As there is an increase in the rate of employees’ intention to leave, indirectly 

it will give bad indication to the organization. It will also be costly for organizations to recruit 

talented employees as before in order to retain the organization being. The needs for replacing 

new employees is a gamble of the organization as it can affect the organization productivity and 

overall performance. Past research described intention to leave is one of the prompt signs of 

employees' turnover.  
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1.2 Problem statement 

The existing study of turnover intention of employees mostly emphasizes on job 

attitudes, job stress and conflict between work and family. According to Deery and Jago (as cited 

in Noor, 2011), study into the antecedents of employee’s intention to quit has traditionally 

emphasized impact on work behaviors such as satisfaction in job and organizational dedication 

toward turnover intention of employees. Past research as well focused work-family conflict in 

terms of its impact on intention to leave. Besides, studies have identified that work-family 

imbalance accelerates employees’ turnover intention (Noor, 2011). It concludes that information 

concerning turnover intention in Malaysia and its relation to work-life balance have not yet been 

derived sufficiently. According to Malaysian Employers Federation (MEF), in 2011 the 

education sector came out with an average turnover of 29.2% . Therefore, this study is focused 

on schedule flexibility, manager support, job autonomy in work-life balance and turnover 

intention among employees in Malaysian public universities.  

Lack of studies to show the relationship between schedule flexibility and turnover 

intention among employees in Malaysian public university. 

Employees may have control on their working start time and end time besides provided 

certain hours of work per week (Hee et al., 2019). Suifan et al. (2016) found that schedule 

flexibility had insubstantial results on turnover intention. Besides, schedule flexibility as a 

determinant that may surpass employees to stay assessed by 76% of Malaysian workforce (Lin 

and Ping, 2016). Most of the earlier studies in Malaysia were carried out in the education sector. 

Schedule flexibility as one of the variables in anticipating employees’ turnover intention of this 

study due to lack of studies on schedule flexibility in Malaysian public universities. 
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Little research was done to show manager support resulted in a negative effect 

towards turnover intention among employees in Malaysian public university. 

Emotional and instrumental support to employees on balancing job and family 

commitments (Achour et al., 2017). Manager support had a major negative direct impact on 

turnover intention (Suifan et al., 2016). According to Rasheed et al., 2017, co-worker and 

manager social support resulted in negative connection with turnover intention. Previous 

research showed manager support mediated the relationship of variables and turnover intention 

which consequence on insufficient study of direct impact on turnover intention. Lack of studies 

on manager support in Malaysian public universities results in implicit manager support as 

another variable anticipating the turnover intention. 

Few studies show the negative relationship between job autonomy and turnover 

intention among employees in Malaysian public university. 

According to Volmer et al. (as cited in Kamil and Nasurdin, 2016), employees can 

determine the method, sequence, pace in attaining a task. Suifan et al. (2016) found that job 

autonomy had indirectly negative results on employees’ turnover intention along with work-life 

conflict. However, according to Shahzad (2016), few studies shows autonomy has a direct 

negative effect on turnover intention. Moreover, it is still not explored adequately in the public 

sector as more studies are conducted in the private sector. Besides, there are still minimum 

practices of job autonomy in the public sector which impact on inadequate study in relation 

between job autonomy and turnover intention. Autonomy in jobs was included as one of the 

variables in this study as a lack of studies on its relation to turnover intention in Malaysian public 

universities. 
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1.3 Research Objectives 

 The main objective of this study is to identify the relationship between work-life balance 

and turnover intention among employees in Universiti Sains Malaysia. 

1.3.1 Specific Objectives 

1. To determine the relationship between schedule flexibility and turnover intention 

among employees in the public university. 

2. To determine the relationship between manager support and turnover intention among 

employees in the public university. 

3. To determine the relationship between job autonomy and turnover intention among 

employees in the public university. 

1.4 Research Hypothesis 

Ha1: There is a significant relationship between schedule flexibility and turnover 

intention. 

Ha2: There is a significant relationship between manager support and turnover 

intention. 

Ha3: There is a significant relationship between job autonomy and turnover intention.  
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1.5 Conceptual Framework 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: Conceptual Framework 

Note: Adapted from Suifan, T., Abdallah, A. B., & Diab, H. (2016). The influence of work life 

balance on turnover intention in private hospitals: the mediating role of work life conflict model. 

  

Independent 

Variables 

Work-life Balance 

 Schedule 

Flexibility 

 Manager 

Support 

 Job 

Autonomy 

Dependent Variable 

 Turnover Intention 
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1.6 Definitions of terms 

Table 1 

Definitions of terms 

Terms Conceptual Definition Operational Definition 

Work-life Balance According to Vloeberghs (as cited 

in Suifan et al., 2016), it is best 

seen as a situation where company 

and employee gain from a finer 

work-life balance.  

Work life balance is the ideal 

separation of time and energy 

of an individual between 

work and other crucial 

aspects of life. 

Schedule Flexibility Schedule flexibility is employees 

are permitted to change their 

starting and quitting times daily 

(Carlson et al., 2010). 

Schedule flexibility allows an 

employee to allocate their 

own working hours that differ 

from the normal working 

hours. 

Manager Support Manager support is another key 

informal of work-life balance 

practice and indicates managers 

support level and concern about 

family and personal life issues of 

their subordinates (Suifan et al., 

2016). 

 

 

Manager support is emotional 

and instrumental support 

given to employees by their 

manager. 
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Job Autonomy According to Malinowska et al., 

(2018), job autonomy is 

encouraging autonomous  

motivation and self-determined 

behavior. 

Job autonomy refers to how 

much freedom that the 

employees acquire in terms of 

determination of ways of 

performing their task. 

Turnover Intention Turnover intention is employees 

assess of idea of quitting an 

organization (Gnanakkan, 2010). 

In this study, turnover 

intention is employees 

indicated intention of leaving 

public university. 

 

1.7 Contributions of the study 

This study contributes to knowledge of work-life balance and employee’s turnover 

intentions in public universities in Malaysia. The findings of this study executed some benefits to 

the organizations in Malaysia by perceiving relationship work-life balance components toward 

turnover intention. It will enhance consciousness of how work-life balance affects employees’ 

intention to leave the organization associated with Human Resource or related personnel focused 

on work-life balance executed by the organization. Furthermore, the findings from this study will 

assist in organization implementation of new flexible policy or amendment of available policy 

which concerns retaining employees. Besides, utilization of instruments from this study by future 

researchers for related research areas and content imitation may be appropriate for upcoming 

research. 
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1.8 Summary 

 In this chapter, clear details on components of this study (background of the study, 

problem statement, research objectives, research hypothesis, conceptual framework, definitions 

of terms, the contribution of the study and limitations of the study) explained. This chapter will 

assist in determining the relationship between work-life balance and turnover intention among 

employees in public universities. 
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CHAPTER 2 

LITERATURE REVIEW 

2.0 Introduction 

 This chapter reviews the related scholarly literatures that are associated with this study 

based on related concepts and theories. This chapter comprises issues related to the study, theory 

applied in the study and past findings related to the study. This chapter will be concluded with a 

brief summary. 

2.1 Issues Related to this Study 

2.1.1 Work-Life Balance 

According to Scholaris and Marks (as cited in Noor, 2011), work-life balance has crucial 

outcomes on employees’ attitudes towards their organization as well as for their lives. Derry (as 

cited in Hashim et al., 2016) mentioned that the role of work-life balance has a direct correlation 

in an employee’s determination to stay or leave the organization. According to Scholaris and 

Marks (as cited in Noor, 2011), work-life balance has crucial outcomes on employee’s attitudes 

towards their organization as well as for their own lives. As work and family roles are the 

matters that employees need to balance, organizations should look at initiatives to provide them 

with various needs and should be essential to core business not as optional. There must be 

appropriate and a flexible time to be adopted in order to avoid employees feeling stressed about 

the working out of hours and they may be able to spend quality time with their family besides 

being able to allocate time to settle their family duties and commitments (Chaitra, 2016). Work-

life balance is needed as this current generation has different lifestyles and will affect in ways, 

they manage domains of life. 


