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ABSTRACT 

 
 

This research objective is to ascertain the effect of the working environment and work-life 

balance on compensation and benefits for government sector employees in Sabah. A cross- 

sectional and descriptive research design is employed to gather data, and online questionnaires 

collect data. The respondents in this study were chosen using a random sample technique, and 

the data were evaluated using a statistical method. This study's findings have indicated a 

significant and positive relationship between working environment (light, noise, space, and 

cleanliness) and work-life balance (job autonomy, manager support, and schedule flexibility) 

on salary and benefits. As a result, the report recommends that firms ensure their employees 

have a comfortable and convenient work environment. Additionally, this study recommended 

that the organization emphasize the need for work-life balance for employees, as some 

individuals will be required to work from home during the Covid 19 pandemic. 

Keywords: working environment, work-life balance, compensation, and benefits 
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CHAPTER 1 

INTRODUCTION 

 

1.0 Introduction 

This chapter contains a background of the study, problem statement, research 

objectives, the hypothesis of the research, the conceptual framework of the study, definitions 

of terms, the study's contribution, and the limitations. In addition, this chapter introduced the 

foundations of this research, which are essential to researchers. 

 

 
1.1 Background of the study 

Initially, compensation was raised in the 20th century by Edward n. Hay. He was the 

most prominent person in human resources to introduce the term compensation management, 

a ground-breaking feature in many contemporary human resources management techniques 

(Dooley, c. N. 2016). According to Barry et al., 1995, compensation management played an 

essential and practical role since it was the heartbeat of human capital management. It was 

also important for workers and the boss because employers usually rely on salaries and 

bonuses and align with the job they had completed. 

Dur, 2005, reported that compensation was influenced by the quality of an employee's 

job performance and workforce intensity. When workers' incentives were changed, the 

frustration and output would be changed correspondingly. At the same time, the organization 

would maintain regular wages, benefits, encouragement, fringe advantages, and other 

compensation on daily and particular times. Thus, we saw a healthy relationship between 

controlled incentives and motivation (Danish and Usman, 2010). In this study, components 

allocated in compensation management consist of non-monetary benefits compensation and 

monetary benefits compensation. Non- monetary compensations (e. g., medical and health 

care insurance, income from disability, pension, social security, vacations, sick left, lower- 

cost or free food meals) were essential in recruiting skilled employees and maintaining a 

satisfied workforce as long as improved employee's performance. While monetary benefits 

compensations (e. g., salary, bonus, commission, annuity) correlates with job satisfaction and 

performance. People were very proud to have their job, but most do not consider that their 

workplace is second place, although they spend a substantial amount of time in the 

workplace. 
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That was why many researchers used the workspace as a measurement of employee 

performance. The working environment was a core determinant of the efficiency and the 

competitiveness of their performance. How well an individual performed affects his ability 

to learned skills and his level of enthusiasm for success. Human capital's good performance 

was needed in an environment of more and more global competition between companies and 

even among countries. Research (Suwati, Minarsih, and Gagah, 2016) found that someone's 

primary objective of working was not only to earn wages but to gained self-satisfaction. 

Many factors, including motivation, work environment, and organizational leadership, were 

affecting employee performance. 

Everything in the working environment around an employee would affect how he did 

his job. The working climate would influence the energetic spirit and lead to completed jobs, 

said Alex s. Nitisemito (1992). A suitable worked environment was a condition, stated by 

Sedarmayanti (2003), for people to conduct their jobs in an ideal and clean, stable, and 

relaxed manner. Mcguire and McLaren (2007) claimed that its structure and layout would 

affect employee behavior at work in an organization's physical environment. As Nitisemito 

(2001) points out, cleanliness, water, lighting, coloring, protection, and music affect the 

workplace. In terms of success, happiness, social interactions, and well-being, the work 

environment was essential. 

According to Meenakshi et al. (2013), in 1986, the word 'work-life balance' was 

coined, but it had been used for several years in daily languages. The balancing of work-life 

was considered one of the crucial determinants to measured employee performance. A 

person's life was one of the critical components of a career that could contribute to life 

imbalances. A particular worked-life balance had been mentioned by Noor (2011) as an 

instance of an effort to improved and maintained work and personal life equally. The balance 

between work and life was eventually subjected to people interested in working life standards 

and their relationship to the vast quality of life. The balance of work and life was often 

applied to the relationship between peace and working life. 

Often employees were unable to balance the juggling steps as they wanted. It was 

liked ramming two warships at the same time (Atiq et al., 2017). Some bosses would be 

allowed their employees to worked more productively and offered priority rather than 

personal work. This indicates that employers did not still comply with fairness in the 

workplace. Besides, recent technical advances had made workers available 24 hours a day. 

Present workers were faced with an inherent dilemma when they could not be detached from 
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their jobs because of their technological requirements. By having the proper rules, optimistic 

managers, and provision on the job, a healthy relationship in personal life, the strain between 

work and individual life had been minimized. The company had discussed the importance of 

the employment balance as it affects staff engagement and performance. In 2015, the 

Malaysian ministry for statistics announced that Malaysia was one of the world's 

manufacturing nations, with average national results of rm 853 million (Husin et al., 2018). 

In the hectic life of Malay workers, the harmony between work and life should start to 

consider. 

This research consists of a flexible schedule, job autonomy, and manager support 

components in the work-life balance. Flexibility schedule enabled employees to create their 

plans and to establish an ideal balance of work and life. A flexible timetable often requires a 

system where staff must work within a given organization's assigned time. The organization, 

which was versatile for maintaining a work-life balance setting, shall set an operating 

calendar. Manager support was associated with managers who could empower and 

encouraged their workers to remain motivated and eliminate negativity and pressure. Finally, 

job autonomy could be allowed workers the freedom to do their work in all ways and 

approaches consistent with their skills. 

Researchers had given attention to study the relationship between compensation and 

benefits of demographic features. In this analysis, gender, age, status, and department 

characteristics suggested their impact on salary and concessions in the government sector. 

Employees of every company were highly valued assets and explained that they could easily 

attain successful and productive companies by enhancing efficiency. Michael Armstrong 

(2007) describes performance; "attainment of quantified goals set. Success was the only way 

to accomplish an employee's worked. Of course, not all workers were equal; some had a high 

degree of workability, irrespective of incentives, and would need some to start from time to 

time. However, according to Wilderom and Maslowski (2000), the outcome had been much 

better if the organization treated the workers with much effectiveness. 
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1.2 Problem statement 

There were numerous arguments concerning previous researched findings, which left 

the topics open to debate. For example, according to Dousin, Collins, Bartram, and Stanton's 

(2020) research, there was a strong positive relationship between work-life balance and 

compensation and benefits. Isse, Abdirahman, iliyasu, and Abidemi (2018), on the other hand, 

discovered a significant and positive relationship between work-life balance and compensation 

and benefits. On the other hand, Müller, Weigl, Heiden, Rudolph, and Angerer (2017) also 

contended that work-life balance did not affect compensation and benefits. 

Past research had directly connected with a general element affecting working 

environments such as job satisfaction, employee intention, employee commitment, and 

employee productivity. Raziq & Maulabakhsh (2015), müller, weigl, heiden, rudolph, & 

angerer (2017), omari & okasheh (2017) as well as oludeyi (2015).   However, there was 

limited research done by the past researcher, especially to examine the relationship of working 

environment with compensation and benefits. Therefore, this studied would explore the direct 

connection between the worked environment variables and compensation and benefits in many 

components, such as temperature, light, noise, and space. 

Additionally, it was interesting for this study to determine whether there were any 

differences in compensation and benefits between demographic characteristics such as gender, 

age, marital status, and department. Malaysia had conducted a small number of studies. 

However, most of these studied were born in other countries, including the united stated of 

America (Crothers, Schmitt, Hughes, Lipinski, Theodore, Radcliff, and ward, 2010), 

Mazandaran (Heidarian, Larijani, Jamshid, and Khurshid, 2010). Thus, this studied focuses on 

government employees, specifically in Sabah, more precisely in Kota Belud. 

 

 
1.3 Research Objectives 

1. To investigate the relationship between working environment, work-life balance, and 

demographic attributes on compensation and benefits in the government sector. 

 

 
1.3.1 Specific Objectives 

1. To determine the demographic attributes among employees. 

 
2. To determine the level of mean scores for all independent and dependent variables. 
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3. To determine if an employee's demographic attributes (gender, marital status, age, 

anddepartment) differ significantly in compensation and benefits. 

4. To investigate the relationship between working environment on compensation and 

benefits in the government sector. 

5. To investigate the relationship of work-life balance on compensation and benefits in 

the government sector. 

 

 
1.5 Research Question 

 
RQ1: What are the demographic attributes among employees? 

 
RQ2: What is the level of mean scores for all independent and dependent variables? 

 

 
 

1.4 Research Hypothesis 

Ho1: Employee's gender differs significantly in terms of compensation and benefits. 

 
Ho2: Employee’s marital status differs significantly in terms of compensation and 

benefits. 

Ho3: Employee's age differs significantly in terms of compensation and benefits. 

 
Ho4: Employee's department differs significantly in terms of compensation and 

benefits. 

Ho5: There is no relationship between the working environment and compensation 

and benefits. 

Ho6: There is no relationship between work-life balance and compensation and 

benefits. 
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Table 1 

 
Research Objectives and Research Hypothesis 

 
Research Objectives Research Hypothesis/Research Question 

1. To determine the demographic attributes 

among employees. 

RQ1: What are the demographic attributes 

among employees? 

2.    To determine the level of mean scores 

for all independent and dependent 

variables. 

RQ2: What is the level of mean scores for all 

independent and dependent variables. 

3. To determine if an employee's 

demographic attributes (gender, age, 

marital status, and department) differ 

significantly in compensation and 

benefits. 

Ho1: Employee's gender differs significantly 

in terms of compensation and benefits. 

Ho2: Employee’s marital status differs 

significantly in terms of compensation and 

benefits. 

Ho3: Employee's age differs significantly in 

terms of compensation and benefits. 

Ho4: Employee's department differs 

significantly in terms of compensation and 

benefits. 

4. To determine the relationship between 

working environment and compensation 

and benefits. 

Ho5: There is no relationship between 

working environment and compensation and 

benefits 

5. To determine the relationship between 

work-life balance and compensation and 

benefits. 

Ho6: There is no relationship between work- 

life balance and compensation and benefits. 



15  

Work Life Balance 

• Manager support 

• Schedule flexibility 

• Job autonomy 

Compensation and Benefits 

Monetary Benefits 

• Basic Salary 

• Bonuses 

• Allowances 

Non-Monetary Benefits 

• Fringe Benefits 

Working Environment 

Physical Factors 

• Light 

• Clean 

• Noise 

• Space 

1.5 Conceptual Framework 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

Figure 1: Conceptual Framework 

Demographic Attributes 

• Gender 

• Age 

• Marital Status 

• Department 



16  

1.6 Definition of Terms 

Table 2: Definition of terms 
 

Terms Conceptual Definition Operational Definition 

Demographic Attributes Salkind, N.J. (2010) claims 

that demographics refers to a 

population's unique 

characteristics. The term 

comes from the Greek 

language of people (demos) 

and pictures (graphs). 

Demographic Attributes are 

employee characteristics as 

Gender, age, status, and 

department. 

Compensation and 

Benefits 

The compensation/salaries 

and other monetary and non- 

monetary benefits 

transferred by an employer 

of the company, as explained 

according to MBA Skool 

Team 2020, refers to 

compensation/benefits. 

Compensation and benefits 

encompass financial and 

non-financial given by 

employers to employees 

based on the finished job. 

Monetary Benefits According to Schaefer. J. 

(2018), monetary benefits 

can be explained as financial 

rewards for employees 

meeting their goals, 

including cash awards, 

bonuses, commissions, gift 

cards, etc. 

Monetary benefits are direct 

compensation received by 

employees from employers 

in the form of cash. 

Basic Salary According to Osibanjo, 

Adeniji, Falola & Heirsrnac 

(2014), the basic salary is a 

constant gross payment 

charged to an employee 

annually who did their work. 

Salary is a kind of monetary 

allowance an employer-paid 

to the workers. 

https://jsbenefitsgroup.com/author/adminjennifer/
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Bonuses A bonus is an annual 

payment for workers who 

inspire and have social 

security (Gupta, 2014). 

Bonus is the award given to 

increase efficiency by 

exceeding work results. 

Allowances The allowance covers family 

allowance, pension pay, sick 

pay, and employee benefits 

cover (Gupta, 2014). 

Money is given to an 

individual to cover 

particular expenses daily. 

Non-Monetary Benefits According to Lindeman. J. 

2018, non-monetary benefits 

are compensation that does 

not directly put money into 

an employee's bank account, 

consisting of three 

psychological, medical, and 

lifestyles components. 

Non-monetary benefits are 

indirect compensation 

received by employees from 

employers. It includes 

Medical Insurance, Life 

Insurance, vacations, 

holidays, etc. 

Fringe Benefits Fringe benefits are extra 

benefits, typically provided 

to all workers of a company 

not explicitly connected to 

compensation, such as 

education (Osibanjo & 

Adeniji, 2014). 

Fringe incentives are an 

additional incentive that 

complements the money or 

compensation of an 

employee. 

Working Environment According to 

Personalenheten, 2019 

working environment is a 

broad definition that means 

all the surroundings while 

working. E.g., the physical 

work environment is your 

equipment, air, noise, and 

light. Nevertheless, 

The working environment 

describes as an employee's 

surrounding conditions in 

the workplace. 
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 Workplace life also covers 

the social elements of how 

your job is organized and 

your health at work. 

 

Work-life balance According to Vloeberghs, the 

best thing is seeing 

organizations and employees 

benefit from a more fine 

work-life arrangement (as 

quoted in Suifan et al., 2016). 

The work-life balance is the 

perfect detachment between 

work and other essential 

aspects of life between time 

and energy. 

Manager support Support from managers is 

another critical informal 

practice in work-life 

balance. It reflects manager's 

supportive level and 

attention to their 

subordinates' families and 

personal difficulties (Suifan 

et al. 2016). 

The emotional and 

instrumental support of the 

manager among his staff is 

manager support. 

Schedule flexibility Schedule flexibility allows 

employees to change their 

daily start and departure 

dates (Carlson et al., 2010). 

A flexible schedule means 

employees can allocate their 

hours, which varies from the 

usual working hours. 

Job autonomy The autonomy of work 

promotes independent 

engagement and self- 

determination, according to 

Malinowska et al. (2018). 

Job autonomy concerns the 

extent to which employees 

are free to determine ways 

of performing their tasks. 






