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ABSTRACT 

Work-life balance is the common phrase that we always heard in society nowadays. But how 

many people really knows what's the definition and how to measure whether an individual 

has balance between work life and family life. There are different perspectives from different 

individual according to their priorities. For an instance, a fresh graduate's aim gets higher 

achievement in their career, their priorities will be work. Hence, the time for their career will 

be longer than time spend on their family. This research proposal is going to study the 

relationship between work stress, management and family support on work-life balance. In 

this research, relationship between work stress, management and family support on work-life 

balance will be investigate through a close-ended questionnaire. This research is a 

quantitative research which data is collected through questionnaire. 59 respondents in a 

private organization in Mukah, Sarawak involved in the questionnaire. Hypotheses are tested 

by using Pearson Correlation with SPSS software. The results showed that the hypotheses 

alternatives are failed to reject. This study is going to contribute further information on the 

relationship between work stress, management and family support on work-life balance. This 

study can raise apprehension of employer on the level of importance of work-life balance in 

the organization. 

 

 

 

 

 

Keywords: Work stress, management support, family support, work-life balance 
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CHAPTER 1 

INTRODUCTION 

1.0 INTRODUCTION 

 Work-life balance is the common phrase that we always heard in society nowadays. 

But how many people really knows what is the definition and how to measure whether an 

individual has a balance between work life and family life. There are different perspectives 

from different individual regarding to their priorities. For instance, a fresh graduate's aim to 

get higher achievement in their career, their priorities will be work. Hence, the time for their 

career will be longer than time spend on their family. We cannot deny that each individual 

has vary priorities and life achievement.  

“Malaysian workers are overloaded and have the worst work-life balance in the 

world,” reported in TheStar Online (2020). From this statement can perceive that the 

employees do not practice work-life balance in daily life as they often busying on their work. 

In order to earn more money to ameliorate the quality of life, most of the employees would 

like to concentrate more on their work. Therefore, employees will decide to work for 

overtime (OT) work which employer need to paid at a rate stated in Employment Act. Work-

life balance is critical in life as it helps to balance work and family life to ensure that there is 

minimum conflict between two roles. Work-life balance had been categorized into time, 

involvement and satisfaction balance which referring to a specific balance in each factor 

involved in work and family roles (Kelly et al., 2008).  

 Work-life balance allows employee to manage work and personal priority in life. 

According to Broers (2005), individual who manage to balance career and family life are 

more challenging as it affected on individual’s satisfaction in work and family roles. 

Research on work-life balance has provided crucial insight into the integration problems of 
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combining family responsibilities with work in relation to policy relevant agendas. There are 

factors which affecting an individual work-life balance. It is tightly related to work and 

family roles. Individual who works longer hour in work place definitely cannot achieve work-

life balance. Workload overloaded caused employee to feel stress in work place. Moreover, 

strict and unsupportive management in work place as well as unconcerned family members 

also the factor affecting individual’s work-life balance. In this study, researcher is going to 

examine work stress, management and family support and work-life balance. 

1.1 BACKGROUND OF STUDY 

 Work-life balance is getting popular and promoted by organization in the 

society. Work-life balance can improve individual quality of life and well-manage their work 

and family. Moreover, work-life balance can reduce stress and burnout in the work place as 

well as in family. When an individual managed to have work-life balance means he/she is 

having a meaningful daily achievement and enjoyment. By implementing work-life balance, 

individuals need to think over their responsibilities in both work and family to avoid roles 

conflict. An individual is said achieved work-life balance when he/she does not face any roles 

conflict between work and family responsibilities. Welford (2008) conducted a work-life 

balance study resulted in 82.5% of 1027 respondents suffering from stress and finding no 

balance between work and personal life. 

This research is to investigate the relationship between work stress, management and 

family support and work-life balance. In this research, three variables will be studied which 

are work-life balance is the dependent variable while work stress, management and family 

support are the independent variables. These variables are to see whether independent 

variables will affect the dependent variable and is there any relationship between these 

variables. According to Smith et al. (2011), the work-life balance is virtually capable of 
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managing when and where the individuals need to do in attempt to have a 'life' beyond paid 

work. Thus, the main objective of this research is to study the relationship between work 

stress, management and family support and work-life balance. 

1.2 PROBLEM STATEMENT 

Work-life balance concerned with the creation and maintenance of positive and safe 

working environments that allow people to balance work and personal commitments and 

thus increase individual loyalty and productivity. As the economics is growing, many 

families are busying working to improve their financial status in order to have better quality 

of life. They work hard to achieve their goals at the same time they face obstacles in family 

life. This is because when an individual put their career as their priority at the same time 

family life might be neglected. Thus, this means that the family cannot balance their time in 

between family and work. Time use of the family might differ with the family who put their 

family as their priority. Therefore, this family needs to find out a way to make sure that 

there is a balance time for their work and family.  

Work stress occurs when jobs allocate over the limit of individuals. For example, 

individuals receive jobs that are not in his/her profession area might increase their level of 

stress as they have no idea to proceed with the job. Workload also relates to intensity of job 

assignments (Dondokambey et. al., 2018). It is a factor that caused job stress. Hence, 

management in an organization is important and act as a crucial role in order to achieve 

work-life balance. Apart from that, long working hours increases stress level in an 

individual. Flexibility working hour enable employee to have better time management to 

obtain goals in work and personal lives. Conflicts occur when an individual do not manage 

his/her time well on both work and family. Family feels neglected when individual spends 

longer time for work compared to family.  
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1.3 RESEARCH OBJECTIVE 

The current study’s general objective and specific objectives are outlined as below:  

1.3.1 GENERAL OBJECTIVE 

To study the relationship between work stress, management and family support on work-life 

balance. 

1.3.2 SPECIFIC OBJECTIVE 

1. To determine the relationship between work stress and work-life balance. 

2. To determine the relationship between management support and work-life 

balance. 

3. To determine the relationship between family support and work-life balance. 

1.4 HYPOTHESIS 

A study conducted by Jamadin et al, (2015) had showed that the employees arise to 

have lower level of work quality and family conflict as well as lower level of job stress in 

Semi-Government in Malaysia. Organizations that practice work-life balance resulted in 

lower level of work family conflict as the employees can distribute their time equally to avoid 

conflict between work and family. Work family conflict is one of the critical elements in 

defining individual’s level of satisfaction despite of implementation of work-life balance in 

an organization. In this competitive era, there are 80% workers actually feel stress on their 

job. When employees meet obstacle in their work place or other psychological problems 

related to family tend to miss a lot of working time. Receiving support from work or family is 

one of the resources to obtain vigorous affect that rises the quality of life which facilitate 

individuals to achieve their goals (Das et al., 2015). 

In this study, relationship between work stress, management and family support and 
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work-life balance need to be investigated. Therefore, three (3) hypotheses for the current 

study are written as follows: 

Hypothesis 1: 

Ha1: There is a significant relationship between work stress and work-life balance. 

Hypothesis 2: 

Ha2: There is a significant relationship between management support and work-life balance. 

Hypothesis 3: 

Ha3: There is a significant relationship between family support and work-life balance. 

 

1.5 CONCEPTUAL FRAMEWORK 

   Independent Variables                      Dependent Variable 

 
(Source: Shantha, 2019) 

Figure 1: Conceptual framework of the relationship between work stress, management and 

family support on work-life balance 

1.6 SIGNIFICANCE OF STUDY 

 Significance of study refers to the importance of this study and why is this study 

needed to be carried out. This study is significant as this study helps employees to improve 

Work-life balance

Work stress

Management support

Family support
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their knowledges in aspect of healthy working environment. Besides, this study also helps 

to enhance employees’ acknowledgment on how to balance their work and family life. The 

findings of this study help in identifying the factors that may affect work-life balance.  

1.6.1 SIGNIFICANCE TO ORGANIZATIONS 

 Work-life balance is important which affect an employee job performance and job 

satisfaction. There are past findings and proof that enable employers to understand the 

importance of work-life balance as well as the effect of not achieving work-life balance. 

Besides, employer can be aware of their employees’ status such as their stress level which 

may affect their job performance. Employer can be more concerned on employees’ work or 

non-work matters so that employee can maintain the positive mood in the workplace. 

Hence, employees manage to finish their work on time and effective. 

1.6.2 SIGNIFICANCE TO HUMAN RESOURCE PRACTITIONERS 

 The significance of the study for Human Resource practitioners is that this study 

enables them to have the scope and outline about the importance of achieving work-life 

balance in the workplace. Human Resource practitioners can learn how to develop the 

knowledge about work-life balance amongst the employees. Moreover, this study can allow 

Human Resource practitioners to know and understand their employees better and help 

them to achieve work-life balance.  

1.6.3 SIGNIFICANCE TO FUTURE RESEARCHERS 

 This study can become a reference for future researchers on the related topic of 

work-life balance. Future practitioners who wanted to conduct a work-life balance study in 

Mukah, Sarawak can refer to this study which also conducted in Mukah, Sarawak. 

Moreover, future practitioners can conduct a study which this study has not covered such as 

peers support on work-life balance which do not included in this study. 

1.7 LIMITATIONS OF STUDY 



7 
 

 Sample of this research only focus and limited in an organization in Mukah, Sarawak. 

There are only selected respondents are going to answer to the questionnaire provided which 

are only in the selected private organization in Mukah, Sarawak. This study does not analyze 

all of the employees in Mukah, Sarawak. Moreover, respondents are going to answer the 

questionnaires without any guides or explanations from researcher. Thus, misunderstanding 

of statements or terms might occur caused inaccurate data in this research. Diverse data and 

information are wished to see in the future related to this topic.  

1.8 DEFINITION OF TERMS 

The definition for the work stress, management and family support as well as work-

life balance divided conceptually and operationally. Each of the terms in this study are 

explained in conceptual definition and operation definition. Conceptual definition refers to a 

meaning of a term while operational definition refers to the way we measure the term.  

Work-life balance 

Conceptual definition:  

Work-life balance used to describe practices that organization applies, supports and 

aim to achieve the balance work and family life amongst the employee (Shylaja et. al., 2017). 

Work-life balance defined as the extend to an individual is equally involved in his/her work 

and family role and is equally satisfied with his/her job and family role (Greenhaus et al., 

2003). Besides, work-life balance also can define as a state of alignment between, on the one 

hand, expectations within an organization and, on the other hand, those at home (Friedman 

and Greenhaus, 2000). 

Operational definition: 
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Work-life balance in this study is concentrated on the balance individual work and 

family life. The two dominants of an individual are divided into work role and family role. 

An individual is considered achieve work-life balance when there’s no conflict between 

his/her work and family roles.  

Work stress 

Conceptual definition: 

Work stress is a transitional arousal state between objective stressors and strains in 

which strains react to stress conditions, stated by Dollard et al, (2001). 

Operational definition: 

Work stress refers to a negative feeling toward job related message or call, afraid of 

receiving job related message after working hour. Employees feel stress and depressed when 

they still receiving messages or calls from their employer after a long working hour. 

Management support 

Conceptual definition: 

In reality, management is involved in the third dimension of encouragement, which is 

the role of modelling, as managers constantly show subordinates how to balance their work 

and family life on the job (Yahya and Ying, 2014). Besides, management support also refers 

to the support that the employee perceived from the top managerial (Worley and Doolen, 

2006). 

Operational definition: 

Management support in this research refers to employees willing to share their work 

or non-work problems to their management as their management constantly shows their 

concern and patient towards them. Management that shows their care towards their employee 
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in workplace leads the employee to feel comfortable as they notice that their employer 

actually appreciates their hard work.  

Family support 

Conceptual definition: 

Family support moderates the job stress relationship, as stronger family support 

prevents stressful employees from impacting mental and emotional exhaustion in the work-

family conflict (Neerpal and Barath, 2013). 

Operational definition: 

In this research, family support refers to a supportive family which shows their patient 

and empathy when they face work related problem. The meaning of family refers to parents, 

spouse and siblings only. This study examines the relationship between support from parents, 

spouse and siblings on work-life balance. 

1.9 CHAPTER SUMMARY 

 Work-life balance in critical in an individual’s life. Individual seeks to have a 

balance of life between work and family in order to avoid roles conflict. However, there are 

variables that actually affect an individual in the practice of work-life balance which are 

work stress, management and family support. In this chapter, details of background, 

objective, hypothesis of this study are explained. Important terms such as work-life balance, 

work stress, management support and family support are explained to allow reader to 

understand the purpose of this study. 
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CHAPTER 2 

LITERATURE REVIEW 

2.0 INTRODUCTION 

Work-life balance was an individual enable to balance work and family life as well as 

another category that individual prioritized in life. Moreover, work-life balance usually meant 

by there is no role conflict between career and family life. In this study, researcher aims to 

investigate the relationship between work stress, management and family support on work-

life balance. In this chapter, researcher is going to discuss on the related theory, issues and 

past findings. 

2.1 DISCUSSION OF RELATED THEORY 

2.1.1 Border Theory 

 Theory that relevant with this research topic is border theory which is the latest theory 

explaining work-life balance issues. Border theory identified three types of borders which are 

temporal, physical and psychological borders where individuals balance their work and 

family life (Rincey and Panchanatham, 2014). The theory of the work family border theory 

described a dynamic relationship between border-crossers and their work and family lives in 

order to foresee conflict situations and provide a balance structure. According to Clark 

(2000), although the system of work and family differs from each other, individuals are 

consistently able to utilize work and family to a certain degree. In short, in order to avoid 

conflicts between work and family roles, border theory is about juggling work and family 

with separate boundaries according to their own priorities. 
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2.2 DISCUSSION OF ISSUES RELATED TO TOPIC 

Work-life balance 

 Work-life balance has existed for decades but not many people can totally practice 

work-life balance in their daily life. Individual needs to understand what’s their needs and 

priority so that they are enable to manage their time well. Time spend on work and family life 

can be adequate according to individual’s priority and time management. If one individual 

still can have time with family after 8 hours work which means he/she had a work-life 

balance as he/she did not neglect family or work. For an example, a student who can manage 

to perform well in studies as well as self-developing like becoming a team leader in 

basketball club also considered practicing work-life balance. The work-life balance is about 

an individual achievement with a minimum of dissatisfaction and the good functioning of 

responsibilities at work and at home (Clark, 2000). He/she is not facing any obstacles when 

switching roles between work life and family life. For example, an individual manages to 

handle problems at home without affect his/her emotion in the workplace and vice versa. 

Work-life balance is strived for satisfaction of employee (Susi, 2011). When an employee is 

doing well in the workplace, at the same time got the time to stay with their family, 

satisfaction achieve. Work-life balance acts as an important role in an individual’s life to 

ensure them to have a good functioning of performance in work and family life.  

Work stress 

 Work stress seems to be a familiar issue in today’s society. Parents that both are 

working, students that prepare for their examinations, employers or employees that earn 

income for their family expenses are facing stress as well. Heavy workload and pack 

schedule often lead to work stress to occur. Work stress occurs when an individual does not 

have time for leisure. Burman and Goswami (2018) defined work stress as a feeling of stress, 



12 
 

uncertainty, anxiety about one's feeling in his/her workplace as he/she tackles a heavy 

workload that must be fulfilled in a short time. For an instance, general manager assigned an 

assistant manager to follow up a new project which do not include in his job scope. The 

assistant manager feels stress because his work is overloaded as all tasks and duties need to 

be fulfilled within this week. Individual suffers from anxiety and depression caused them to 

have the feelings to stay alone without notice of family. This is due to the individual do not 

want his/her family member to be worry about them but somehow family might 

misunderstand his/her behaviour is to ignore them. As a result, conflict happened between 

work and family life as individual has insufficient time to finish work at the workplace and 

negative feelings occurs on the individual. At the same time, family misunderstanding his/her 

behaviour on neglecting them without explanation from the individual. Employee levels of 

work stress could increase, partly as a result of increases in work load, work hours and job 

insecurity (Chandola, 2010).  

Management support 

 Management plays a crucial role in an organization as it helps organization to run 

effectively in achieving organization goals. Management always acts as a role to lead the 

employees to do their work in a more efficiency and effective way. However, there are 

management who are strict and often urging the employee to do things faster without 

showing any consideration towards their employee. According to Lazar (2010), supervisors 

play an important role in the effectiveness of work and family life because they are able to 

encourage or inhibit employees’ efforts to balance their work and family life. Supportive 

management on work-life balance also encourage the employee to have the potential to 

achieve balance between work and family life. Employees will follow their leader on 

practicing work-life balance. Employers could be a role model for their employees in the 

workplace when employer show their concern towards employees’ work and family life. At 
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the same time, if employer manage to achieve work-life balance too, employees definitely are 

being influenced by them. On the other hand, employees might feel stress where the 

management are not considerate and unsupportive to practice work-life balance. 

Organizations that have not acknowledged the value of work-life balance could be misusing 

their commitment and hard work of employee (Kumarasamy et al., 2017). Employee are 

demotivated to do their job in their optimum level. Therefore, employees’ job performance 

decreases when the level of management support is low and vice versa. Employee feels 

motivated and satisfied when their management shows their appreciation towards them. 

When employees do not face any problem or conflict at work, he/she probably achieved 

work-life balance as there is no conflict between work and family roles. For example, 

employee works hard and effectively at work, manage to finish work on time, as a result, 

he/she will not neglect his/her family member because of insufficient of time. Apart from 

that, support for autonomy in a working team from both supervisors and colleagues would 

have a significant impact on the autonomous commitment of employees for work (Jungert, 

2012). Encouragement from management leads the employees to have a good emotion and 

motivated to do their work in an optimum level. Work-life balance programs and practice 

provided by employers are critical when it comes to employee satisfaction (Lehmann, 2016). 

Organization can provide a guideline or strategies about on how to achieving work-life 

balance so that the employees are facilitated in order to achieve a balance between their work 

and personal priorities in life. For an instance, organization can organize talks or webinar 

about the importance of work-life balance in the workplace. Employees are encouraged to 

join the campaign to improve their knowledges on work-life balance. Employers also plays 

an important role in organizing these programs with participating these programs with their 

employees to show their supportive and encouragement on practicing work-life balance in the 

workplace.  
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Family support 

 Azeem and Akhtar (2014) found that family support is playing a crucial role in 

balancing work and family life. Family that always show their concern and support towards 

the working family members will let them to feel relax and love. Individual motivated by 

support from family as their support motivates the individual to put their all of the effort on 

their career. According to Abendroth and Den (2011), through the apparent involvement of 

the family of the organization, the availability of family support benefits may be indirectly 

related to work-life conflict. Family that gives fully support to individuals motivates them to 

work harder in the workplace. Negative emotion that comes from family could affect an 

individual to have low productivity in the workplace as they could not focus on the task 

assigned. Moreover, this can also affect their progress in accomplishing task. Family needs to 

ensure that they are giving fully support and concern in order to decrease the level of roles 

conflict between work life and family life. An individual feels satisfied and motivated when 

they received support from their family. Hence, the chance of happening roles conflict 

reduces, productivity and job performance arise. When an individual managed well in work 

life and family life, work-life balance achieved. 

2.3 DISCUSSION OF PAST FINDINGS 

 According to Chandra (2012), work-life balance is a situation where an individual 

seeks to balance two environments at the same time which are work and personal life. Due to 

long working hour at the work place, many people cannot look after or concern on their 

family member. Inadequate time spend on family leads to insecurity of the family member as 

they do not feel any care and love.  

2.4 PAST FINDINGS OF WORK STRESS AND WORK-LIFE BALANCE 
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 A study on the relationship between work-life balance and job stress had resulted in 

job stress was directed associated with the level of work-life balance. The target of this study 

is college teacher in India which conducted by Dhanesh in 2019. This has showed that the 

relationship between work stress and work-life balance is positive. When teacher experienced 

job stress in the college, work-life balance cannot achieve. High level of work stress 

decreased the level of work-life balance practices amongst them. Balkan (2014) studied on 

the relationship between work-life balance, job stress and individual performance amongst 

post-graduated and doctoral students in Turkey. The study showed there was a significant 

relationship between job stress and work-life balance.  

 A research by Bell et al, (2012) discussed about the job stress, wellbeing, work-life 

balance and work-life conflict among academics in Australia showed that job stress had a 

positive relationship with work-life where the High level of job stress would increase the 

level of work-family conflict, therefore, the level work-life balance decreased. 

2.5 PAST FINDINGS OF MANAGEMENT SUPPORT AND WORK-LIFE BALANCE 

According to Shantha (2019), his study on the impact of work-life balance on job 

satisfaction had resulted in there is a relationship between management support and work-life 

balance. Management plays an important role in organization as they help to motivate and 

encourage employee to achieve higher performance in the work place. Another study by 

Parvin (2011) also showed the same result where both of the studies indicated positive 

relationship between management support and work-life balance. A study on the relationship 

among perceived work-life balance, resources and the well-being of working parents by Jang 

(2008) had resulted that employees who perceived a supportive organizational culture or 

manager also reported access to more flexible work schedules and a more relaxed work-life 

balance.  
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Contribution from supervisor support to work-life balance is perceptible in the 

selected services sector (Wong, et al., 2017). In this study, researchers found out that 

supervisor and co-worker support had a positive relationship with work-life balance. Result 

showed that the p value is smaller than 0.01 (p<0.01) which means there is a significant 

relationship between supervisor support and work-life balance. However, there was a study 

showed that stress perceived from supervisor also the reason to the failure of work-life 

balance achievement. Au and Ahmed (2016) investigated that supervisor in the main source 

of employees’ stressor in giving task. 

2.6 PAST FINDINGS OF FAMILY SUPPORT AND WORK-LIFE BALANCE 

 A past study investigated on the roles of family support in balancing work and 

personal life had concluded that support from family members will play a fundamental role in 

balancing work and personal life (Padma et. al., 2013). In this study, there is a significant 

relationship between family support and work-life balance. A study revealed that family 

support has been a critical factor contributing to their satisfaction with work-life balance and 

has a positive effect on their organizational attitudes, mainly their job satisfaction 

(Khairunneezam and Nadirah, 2017). Family support is considered as an important source of 

work-life balance. 

 Significant role of perceived family support was revealed in a past findings by Uddin 

et al (2020) in Bangladesh. The focus on their study is to examine the perceived social 

support and work-life balance in a developing country. In the result showed that perceived 

family support helps employees to survive in a pressure condition and be positive minded.  

2.7 CHAPTER SUMMARY 

 In this chapter, researcher had discussed about theory related to this study 

which is border theory. Issues and past findings that related to this study also discussed in 
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details. Apart from that, researcher had search for many related findings for this study. Most 

of the study showed that there are significant relationships between work stress, management 

and family support and work-life balance. These results showed that increasing in work stress 

will affect an individual work-life balance. Moreover, management and family support also 

crucial as they affect work-life balance as well. Impact of high level of work stress, 

unsupportive management and family support toward work-life balance is noticeable. 

Individual who practiced work-life balance does not face roles conflict in work and family as 

the responsibilities are clearly identified by individuals. 
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CHAPTER 3 

METHODOLOGY 

3.0 INTRODUCTION 

 This study aims to study the relationship between work stress, management and 

family support on work-life balance. A quantitative research method is used in this research 

to collect related data and information with this study. Respondents are selected randomly to 

answer the questionnaire provided. Data are then analyze in Statistical Package for Social 

Science (SPSS) version 22, lastly comes out with explanation and conclusion.  

3.1 RESEARCH DESIGN 

 Research design is forming the blue-print that the particular of how the research is 

going to be carry out in order to collect relevant data and information to research questions 

(Crewell and Clark, 2007). This study used quantitative research method to analyze the 

relationship between independent variables (work stress, management support and family 

support) and dependent variable (work-life balance). Researcher collected data and 

information via close-ended questionnaire which designed based on the variables.  

3.2 POPULATION, SAMPLE, SAMPLING AND PROCEDURES 

 This research targeted on employees in a private organization to investigate the 

relationship between work stress, management and family support on work-life balance. 

Population defined as a group of people that researcher wishes to investigate for the research 

(Sekaran, 2005). In the beginning of a study, researcher needs to decide the target population 

for this study so that the result of this study align with the objectives. The respondents are 

working in the same organization in Mukah, Sarawak. Sample size is referred to the portion 

of the research population chosen to be part of the sample and are the representative of the 
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entire research population (LoBiodo and Haber, 1998). Sample size for this study is chosen 

from the table adapted from Krejcie and Morgan (1970). The population of the selected 

organization is 70 employees. According to the Krejcie and Morgan table, the suitable sample 

size to run the research is 59 respondents. The sampling technique that going to use in this 

study is random sampling. 

 

N= Population 

S= Sample Size: 

Figure 2: Krejcie Morgan Table 

Source: Krejcie & Morgan (1970). 

3.3 RESEARCH INSTRUMENT 

 Research instrument is a tool that used to collect, measure and analyze data based on 

the research. In this research, a close-ended questionnaire was used to collect data and 

information from the respondent. The questionnaire is designed based on the variables 
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involved in this study which are work stress, management and family support as well as 

work-life balance.  The table below shows the details in the questionnaire: 

Section Variable Number of Items 

Source of 

Questionnaire 

A Work stress 5 

Parker and DeCotiis 

(1983) 

B Management support 5 Kopp (2013) 

C Family support 5 

Mathew and 

Panchanatham 

(2011) 

D Work-life balance 5 Omar (2013) 

E Demographic profile 9 - 

 

Table 1: Research instrument used in this study 

 Each statement in the questionnaire is measured by 5-point Likert Scale, respondents 

answer the statement given based on their degree of agreement. Table below shows the 5-

point Likert Scale measurement: 

Strongly 

Disagree (SD) 

Disagree (D) Neutral (N) Agree (A) 

Strongly Agree 

(DA) 

1 2 3 4 5 

 

Table 2: 5-point likert scale measurement 
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3.4 VALIDITY AND RELIABILITY 

 Validity is a measure of how well the measuring instrument performs its objective and 

whether the measuring instrument calculates the action or quality that supposed to be 

measure (Anatasi and Urbina, 1997). Besides, validity is the extends to which a concept is 

precisely measured in a quantitative study (Heale and Twycross, 2015). Testing the validity 

of a study is crucial and more important compared to reliability. The instruments used in this 

study must claim measure what the title claims. In measuring the validity of this study, 

researcher needs to know that does the items in the questionnaire measure the variables in 

this study (work-life balance, work stress, management and family support).  

The reliability of the questionnaire is check by using Cronbach’s Alpha test. Those 

with the range of 0.7 and above of Cronbach’s Alpha value is acceptable questionnaire but 

questionnaire with 0.5 and below of Cronbach’s Alpha value is unacceptable questionnaire. 

Table below shows the Cronbach’s Alpha Coefficient Value (Taber,2018). 

Cronbach’s Alpha Internal Consistency 

α≥0.9 Excellent 

0.9>α≥0.8 Good 

0.8>α≥00.7 Acceptable 

0.7>α ≥00.6 Questionable 

0.6>α≥00.5 Poor 

0.5>α Unacceptable 

  

Table 3: Cronbach’s Alpha 
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3.4.1 Reliability test result (for Pilot test or Actual test?) 

Variables Cronbach’s Alpha 

Work stress .921 

Management support .924 

Family support .686 

Work-life balance .858 

 

Table 4: Reliability test result 

 The table above showed the result of reliability test. Both of the work stress and 

management support showed an excellent internal consistency. Family support is in the range 

of 0.7 which considered acceptable while for work-life balance shows good internal 

consistency. 

3.5 PILOT STUDY 

 Pilot study is fundamental before conducting the actual survey. The pilot study is to 

examine the feasibility of an approach that is intended to be used. The pilot study is important 

for the quality and efficacy of the main study to be strengthened (In, 2017).  Pilot study aims 

to prevent careless errors in the questionnaires provided. In this study, researcher is going to 

distribute the prepared questionnaires to the selected private organization in Mukah, Sarawak. 

The number of respondents for pilot study is 30 respondents. Respondents are allowed to give 

feedback according to the questionnaire distributed to them. Researcher collected 

respondent’s comment on the questionnaire in order to improve amend on the questionnaire. 

This purpose is to ensure that the selected research instruments are comprehensible and 

reliable. This is also to prevent any misunderstanding occurred in the actual study as the 

researcher is not going to guide the respondents to answer the questionnaires provided.  
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3.6 ETHICS OF THE STUDY 

 All the respondents involve in this study are voluntary and they are willing to fill in 

the close-ended questionnaire according to their opinion. Researcher do not have any bias 

towards the respondents and their response as well. Apart from that, personal data of the 

respondents such as name, contact number, and home address are not included in the 

questionnaire. Responses collected are only use for academic purpose. Data and information 

are confidential and kept by the researcher only.  

3.7 DATA COLLECTION PROCEDURE 

 Researcher is going to use primary data and secondary data to collect data. According 

to Ajayi (2017), primary data is one that the researcher collects for the first time, whereas 

secondary data is data that others have already collected or produced. In this study, primary 

data is collecting through a questionnaire that provided by researcher. On the other hand, 

secondary data such as definition of important terms, past findings and related theory are 

collected through journals, books or article.  

 Before conducting this study, researcher needs to apply letter from the Faculty of 

Cognitive Sciences and Human Development to run this research. Researcher is then got the 

permission from the selected organization by sending the official letter from the faculty. After 

getting permission from the organization, researcher is going to distribute the questionnaires 

via Google Form to selected respondents. After two weeks, the questionnaires were collected 

back from the respondents. The figure below shows the data collection procedure: 
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Figure 3: Process of data collection 

3.8 DATA ANALYSIS PROCEDURE 

 The data collected from the questionnaires are then converted and analyzed by using 

Statistical Package for Social Science (SPSS) version 22. The data are then analyzed based 

on the objectives and proceed with descriptive and inferential statistics. In this study, 

descriptive statistics is used to illustrate the data collected from the demographic profile in 

the questionnaire while inferential statistics is used to test the hypothesis of this study.  

 Descriptive statistics refers to the brief descriptive coefficients compiling a data set 

which is either a representation of the entire population or a sample (Sharma, 2019) In this 

study, mean, frequency and percentage is going to use for describing the demographic profile 

of the respondents. Example of the items in demographic profile are age, gender, marital 

status. Inferential statistics is different from the descriptive statistics which inferential 

Apply letter from faculty 
to run this research.

Get permission from the 
selected organization to 

collect data.

Distribute questionnaires 
via Google Forms to 
selected respondents.

Collect back the 
questionnaires from the 

respondents.
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statistics is to make an inference based on the data collect from the questionnaire. Hence, 

inferential statistics is used to determine the relationship between work stress, management 

and family support (independent variables) on work-life balance (dependent variable). The 

figure below shows the data analysis procedure: 

 

 

 

Figure 4: Process of data analysis 

 Researcher is going to used Pearson Correlation to run the hypotheses testing. Pearson 

Correlation analysis is used to measure the existence and strength of a linear relationship 

between two variables. According to George and MaBery (2003), the coefficient of 

correlation provides the direction of the connection in positive, negative and no correlation. 

Pearson Correlation is used to test the hypotheses as shown in table below:  

Obtain data from the 
questionnaires.

Key in data collected into 
Statistical Packages for 
Social Science (SPSS).

Analyze data by using 
Descriptive and 

Inferential Statistics.

Explain results and make 
a conclusion.
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 Hypothesis Statistical Analysis Test 

Ha1 

There is a significant relationship between work 

stress and work-life balance. 

Pearson Correlation 

Ha2 

There is a significant relationship between 

management support and work-life balance. 

 

Pearson Correlation 

Ha3 

There is a significant relationship between family 

support and work-life balance. 

 

Pearson Correlation 

 

Table 5:  Hypotheses testing 

 The relationship between the two variables is denoted with the letter “r” and 

quantified with a number which varies between -1 and +1. Zero implies that there is no 

correlation between the two variables, where 1 means a total correlation and negative r 

implies that they are inversely related to the variables (Akoglu, 2018). The table below 

illustrate the description of Pearson Correlation Value: 

Pearson’s “r” Strength relationship 

0.80-1.00 Very Strong 

0.60-0.79 Strong 

0.40-0.59 Moderate 

0.20-0.39 Weak 

0.00-0.19 Very weak 

 

Table 6: Description of Pearson Correlation Value 
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3.9 CHAPTER SUMMARY 

 In this chapter, design of study and the way of collecting and analyzing data are 

discussed in details in order to study the relationship between work stress, management and 

family support on work-life balance. This study used quantitative research method where the 

data collected are through questionnaires (primary data). All of the data obtained are then 

analyzed in Statistical Package for Social Science (SPSS) version 22. 
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CHAPTER 4 

FINDINGS 

4.0 INTRODUCTION 

 This study aims to study the relationship between work stress, management and 

family support on work-life balance. The findings of this study will be interpreted and 

analyzed in this chapter. First part of this chapter will be on the demographic profile of 

respondents which illustrate in tables. Pearson Correlation was used to analyze the 

relationship of each variable in this study. 

4.1 DEMOGRAPHIC PROFILE OF RESPONDENTS 

 The data collected for this study were amongst the chosen private organization in 

Mukah, Sarawak. Demographic profile such as gender, age, marital status, race, working 

experience, highest education, monthly salary, number of children and number of children 

that are living with respondent were included in the questionnaire. Descriptive statistics was 

used to summarize the data collected from the questionnaire. Questionnaires were distributed 

through Google Forms, 59 sets of questionnaires were collected and used for further analysis. 

The following demographic profile data was the 59 respondents who given their response in 

the questionnaire distributed. 

4.1.1 GENDER 

Gender 

  Frequency Percent Cumulative 

Percent 

Valid Female 32 54.2 54.2 

 Male 27 45.8 100.0 
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 Total 59 100.0  

 

Table 7: Gender 

Based on table 6, the number of female respondents is 32 while the number of male 

respondents is 27. As for the percentage of female respondents is 54.2% and male 

respondents is 45.8%.  

4.1.2 AGE 

Age 

  Frequency Percent Cumulative 

Percent 

Valid 25 years old and below 13 22.0 22.0 

 26 to 30 years old 19 32.2 54.2 

 31 to 40 years old 16 27.1 81.4 

 41 to 50 years old 10 16.9 98.3 

 51 to 60 years old 1 1.7 100.0 

 Total 59 100.0  

 

Table 8: Age 

Based on table 7, respondents are categorized based on ages which are 25 years old 

and below, 26 to 30 years old, 31 to 40 years old, 41 to 50 years old, and 51 to 60 years old. 

26 to 30 years old recorded the highest percentage (32.2%) while 51 to 60 years old recorded 

the lowest percentage (1.7%). 25 years old showed 22.0%, 31 to 40 years old was 27.1%, and 

41 to 50 years old recorded 16.9%. 
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4.1.3 MARITAL STATUS 

Marital Status 

  Frequency Percent Cumulative 

Percent 

Valid Single 25 42.4 42.4 

 Married 32 54.2 96.6 

 Divorced 2 3.4 100.0 

 Total 59 100.0  

 

Table 9: Marital status 

Based on the table 8, most of the respondents are married which recorded 54.2% 

amongst the respondents. 42.4% of respondents are single and there are 2 respondents (3.4%) 

are divorced. 

4.1.4 RACE 

Race 

  Frequency Percent Cumulative 

Percent 

Valid Malay 17 28.8 28.8 

 Chinese 22 37.3 66.1 

 Indian 8 13.6 79.7 

 Iban 7 11.9 91.5 

 Bidayuh 5 8.5 100.0 

 Total 59 100.0  
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Table 10: Race 

Based on the table 9, Chinese respondents contributed the major percentage which 

illustrated 37.3%. Malay respondents are 28.8%, Indian respondents are 13.6%. Iban 

respondents contributed 11.9% while Bidayuh respondents recorded the least amongst the 

respondent which illustrated 8.5% only. 

4.1.5 WORKING EXPERIENCE 

Working Experience 

  Frequency Percent Cumulative 

Percent 

Valid 1-5 years 25 42.4 42.4 

 6-10 years 26 44.1 86.4 

 11 years and above 8 13.6 100.0 

 Total 59 100.0  

 

Table 11: Working experience 

Based on table 10, there are 42.4% of respondents have 1-5 years of working 

experience while 44.1% of respondents have 6-10 years old working experience. 

Respondents with 11 years of working experience only recorded 13.6%. 

4.1.6 HIGHEST EDUCATION 

Highest Education 

  Frequency Percent Cumulative 

Percent 

Valid High school 6 10.2 10.2 
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 Certificate 7 11.9 22.0 

 Diploma 16 27.1 49.2 

 Bachelor's degree 26 44.1 93.2 

 Master's degree 4 6.8 100.0 

 Total 59 100.0  

 

Table 12: Highest education 

Based on table 11, the highest percentage of respondents’ highest education is 

Bachelor’s degree which illustrate 44.1%. High school and certificate holders recorded 10.2% 

and 11.9% respectively. There are 27.1% of respondents for diploma. Lastly, there are 6.8% 

of respondents are Master’s degree holder. 

4.1.7 MONTHLY SALARY 

Monthly Salary 

  Frequency Percent Cumulative 

Percent 

Valid RM1500-RM2000 5 8.5 8.5 

 RM2001-RM2500 25 42.4 50.8 

 RM2501-RM3000 18 30.5 81.4 

 RM3001-RM3500 6 10.2 91.5 

 RM3501 and above 5 8.5 100.0 

 Total 59 100.0  

 

Table 13: Monthly salary 
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Based on the table 12, most of the respondents receive RM2001-RM2500 per month 

which illustrated 42.4%. Percentage for RM1500-RM2000 and RM3501 and above are the 

same which are 8.5%. There are 30.5% of respondents receive RM2501-RM3000 while 

RM3001-RM3500 recorded 10.5%. 

4.1.8 NUMBER OF CHILDREN 

Number of Children 

  Frequency Percent Cumulative 

Percent 

Valid No children 36 61.0 61.0 

 1 6 10.2 71.2 

 2 12 20.3 91.5 

 3 5 8.5 100.0 

 Total 59 100.0  

 

Table 14: Number of children 

Based on the table 13, majority of the respondents do not have a child which showed 

61%. There are 10.2% of respondent have one child while for respondents have 2 children 

recorded 20.3%. Lastly, there are 8.5% of respondents have three children. 

4.1.9 ARE THERE ANY CHILDREN LIVING WITH RESPONDENT 

Are there any children that living with respondent 

  Frequency Percent Cumulative 

Percent 

Valid Yes 22 37.3 37.3 

 No 37 62.7 100.0 
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 Total 59 100.0  

 

Table 15: Are there any children that living with respondent 

Based on the table 14, most of the respondents do not have a child living with them 

where the percentage showed 62.7% while percentage for respondents have a child living 

with them recorded 37.3%. 

4.2 COMPARING THE MEAN 

4.2.1 SECTION A: WORK STRESS 

Descriptive statistics 

 N Mean Std. Deviation 

I have too much work and too little 

time to do it. 

59 3.98 .777 

I sometimes fear of the pop-up 

messenger notification when I am 

away from work because the 

message might be job-related. 

59 4.00 .766 

When I'm not at work, I'm still 

afraid of receiving a phone call 

because it might be work-related. 

59 4.07 .716 

I feel like I don't have a day off. 59 3.68 .840 

My job gets to me more than it 

should. 

59 3.83 .746 

Table 16: Work stress 
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 Table 16 results the five items in Section A: Work Stress with its mean and standard 

deviation. The items ‘I have too much work and too little time to do it’ has mean, M=3.98 

and standard deviation, SD= .777. Item ‘I sometimes fear of the pop-up messenger 

notification when I am away from work because the message might be job-related’ has mean, 

M=4.00 and standard deviation, SD=.766. Next, item ‘When I'm not at work, I'm still afraid 

of receiving a phone call because it might be work-related’ has mean, M=4.07 and standard 

deviation, SD=.716 while for item ‘I feel like I don't have a day off’ has mean 3.68 and 

standard deviation, SD=.840. Lastly, item ‘My job gets to me more than it should’ has mean, 

M=.097 and standard deviation, SD=.746. 

4.2.2 SECTION B: MANAGEMENT SUPPORT 

Descriptive statistics 

 N Mean Std. Deviation 

My management is willing to listen 

to my problems in juggling work 

and non-work life. 

59 3.90 .781 

My management takes the time to 

learn about my personal needs. 

59 3.80 .738 

My management make me feel 

comfortable talking to him or her 

about my conflicts between work 

and non-work responsibilities. 

59 3.83 .791 

My management and I can talk 

effectively to solve conflicts 

between work and non-work issues. 

59 3.75 .801 
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My management works effectively 

with me to creatively solve 

conflicts between work and non-

work responsibilities. 

59 3.66 .734 

Table 17: Management support 

Table 17 has illustrated the descriptive statistics result for the five items in Section B: 

Management support with its mean and standard deviation. Item ‘My management is willing 

to listen to my problems in juggling work and non-work life’ has mean, M=3.90 and standard 

deviation, SD=.781. Secondly, item ‘My management takes the time to learn about my 

personal needs’ has mean, M=3.80 and standard deviation, SD=.738 while for item ‘My 

management make me feel comfortable talking to him or her about my conflicts between 

work and non-work responsibilities’ has mean, M=3.83 and standard deviation, SD=.791. 

Item ‘My management and I can talk effectively to solve conflicts between work and non-

work issues’ has mean, M=3.75 and standard deviation, SD=.801 and last item ‘My 

management works effectively with me to creatively solve conflicts between work and non-

work responsibilities’ has mean, M=3.66 and standard deviation, SD=.734. 

4.2.3 SECTION C: FAMILY SUPPORT 

Descriptive statistics 

 N Mean Std. Deviation 

My family provides me the strength 

and support to face the challenges 

of my career. 

59 4.54 .502 
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My family members are 

overstressed of making me a 

successful employee. 

59 2.34 .958 

My family understands and 

accommodates my career. 

59 4.59 .495 

My family members are willing to 

listen to my work related/personal 

problems. 

59 4.49 .504 

My family demands greater 

attention from me. 

59 2.17 .894 

Table 18: Family support 

Table 18 has resulted the descriptive statistics for the five items in Section C: Family 

support with its mean and standard deviation. Item ‘My family provides me the strength and 

support to face the challenges of my career’ has mean, M=4.54 and standard deviation, 

SD=.502. Next, item ‘My family members are overstressed of making me a successful 

employee’ has mean, M=2.34 and standard deviation, SD=.958 while for item ‘My family 

understands and accommodates my career’ has mean, M=4.59 and standard deviation, 

SD=.495. Item ‘My family members are willing to listen to my work related/personal 

problems’ has mean, M=4.49 and standard deviation, SD=.504 and lastly, for item ‘My 

family demands greater attention from me’ has mean, M=2.17 and standard deviation, 

SD=.894. 

4.2.4 SECTION D: WORK-LIFE BALANCE 

Descriptive statistics 

 N Mean Std. Deviation 
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I am successful in balancing my 

work and non-work life. 

59 3.85 .738 

I am satisfied with the balance 

between my work and non-work 

life. 

59 3.85 .738 

I am satisfied with the way I divide 

my time between work and non-

work life. 

59 3.90 .824 

I am satisfied with the way I divide 

my attention between work and 

non-work life. 

59 3.88 .745 

I am satisfied with how well my 

work life and my non-work life fit 

together. 

59 3.76 .795 

Table 19: Work-life balance 

Table 19 showed the result of descriptive statistics for the five items in Section D: 

Work-life balance with its mean and standard deviation. First item ‘I am successful in 

balancing my work and non-work life’ has mean, M=3.85 and standard deviation, SD=.738. 

Next, item ‘I am satisfied with the balance between my work and non-work life’ has mean, 

M=3.85 and standard deviation, SD=.738 while for item ‘I am satisfied with the way I divide 

my time between work and non-work life’ has mean, M=3.90 and standard deviation, 

SD=.824. Item ‘I am satisfied with the way I divide my attention between work and non-

work life’ has mean, M=3.88 and standard deviation, SD=.745. Last but not least, for item ‘I 

am satisfied with how well my work life and my non-work life fit together’ has mean, 

M=3.76 and standard deviation, SD=.795. 
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4.3 HYPOTHESES TEST 

 The hypotheses in the study were tested by using Statistical Package of Social 

Sciences (SPSS) software. The statistical test is Pearson Correlation which to examine the 

relationship between variables.  

4.3.1 PEARSON CORRELATION  

Pearson correlation test was used to test the relationship between variables. The result 

of the hypothesis testing is demonstrated. 

4.3.1.1 RELATIONSHIP BETWEEN WORK STRESS AND WORK-LIFE BALANCE. 

Ha1: There is a significant relationship between work stress and work-life balance. 

  Work stress Work-life balance 

Work stress Pearson Correlation 1 .539 

 Sig. (2-tailed)  .000 

 N 59 59 

Work-life balance Pearson Correlation .539 1 

 Sig. (2-tailed) .000  

 N 59 59 

 

Table 20: Correlation between work stress and work-life balance 

Based on the table 15, the p-value obtained from the test is .000 which is <0.05 means 

that the Ha1 is accepted. The r-value is .539 shows that there is a positive correlation between 

work stress and work-life balance. The result also illustrated that there is a strong relationship 

between work stress and work-life balance. 
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4.3.1.2 RELATIONSHIP BETWEEN MANAGEMENT SUPPORT AND WORK-LIFE 

BALANCE 

Ha2: There is a significant relationship between management support and work-life 

balance. 

  Management 

support 

Work-life balance 

Management 

support 

Pearson Correlation 1 .704 

 Sig. (2-tailed)  .000 

 N 59 59 

Work-life balance Pearson Correlation .704 1 

 Sig. (2-tailed) .000  

 N 59 59 

 

Table 21: Correlation between management support and work-life balance 

 Based on the table 16, the p-value obtained from the test is .000 which is <0.05 leads 

to accept the Ha2. The r-value is .704 where show there is a strong positive relationship 

between management support and work-life balance. 

4.3.1.3 RELATIONSHIP BETWEEN FAMILY SUPPORT AND WORK-LIFE 

BALANCE 

Ha3: There is a significant relationship between family support and work-life balance. 

  Family support Work-life balance 

Family support Pearson Correlation 1 -.590 
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 Sig. (2-tailed)  .000 

 N 59 59 

Work-life balance Pearson Correlation -.590 1 

 Sig. (2-tailed) .000  

 N 59 59 

 

Table 22: Correlation between family support and work-life balance 

Based on the table 17, the p-value is .000 which is <0.05. The Ha3 is accepted. 

However, the r-value obtained is negative which is -.590 which show there is a strong 

negative relationship between family support and work-life balance. 

4.4 DISCUSSION 

Ha1: There is a significant relationship between work stress and work-life balance. 

The first hypothesis is to investigate the relationship between work stress and work-life 

balance. For this hypothesis, there is a significant relationship between work stress and work-

life balance. Pearson Correlation test was used to determine the relationship between work 

stress and work-life balance. The results from the Pearson Correlation test indicated there is a 

significant relationship between work stress and work-life balance where the p-value is .000 

which is <0.05. Ha1 is accepted from this result. Therefore, there is a significant relationship 

between work stress and work-life balance. Additionally, the r-value acquired from the 

Pearson Correlation test is .539. The result showing that the work stress and work-life 

balance are correlated positively. At the same time, there is a moderate relationship between 

work stress and work-life balance.  
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 This result supported by Kalpna et. al., (2019) stated that there is a significant 

relationship between the level of work-life balance and the level of occupational stress. 

Moreover, according to (Vyas et. al., 2017), stress also become the main reason of distress 

among the employees and it does affect work-life balance of employees which leads them to 

fatigue.  

Ha2: There is a significant relationship between management support and work-life 

balance. 

The second hypothesis is to examine the relationship between management support 

and work-life balance. Hypothesis is aligned with this research’s objective. Similarly, 

Pearson Correlation test was used to examine the relationship between management support 

and work-life balance. Results showed that there is a significant relationship between 

management support and work-life balance where the p-value is .000 which is <0.05. 

Moreover, there is a strong relationship between management support and work-life balance 

as the r-value for the Pearson Correlation test is .704. Thus, there is a strong positive 

relationship between management support and work-life balance. 

 Managers that are supportive, employees definitely show a good work-life balance 

level and higher take-up of organization opportunities (Theide et. al., 1995; Bond and Wise, 

2003). Support from manager is the factor to lead the employee to achieve work-life balance. 

“Managerial support is consistently presented as the fundamental element in promoting work-

life balance for employees”, stated by Breaugh et. al., 2007, 2008. In addition, there is a study 

showed, there is a positive relationship between management support and work-life balance 

(Parvin, 2011). Awang et.al (2010) received one of the responses from their respondent in 

where he believed that talking to a manager is fundamental and he said, “If stress is because 

of the workload, the better way to answer it is to discuss it with your superior”. 
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Ha3: There is a significant relationship between family support and work-life balance. 

The third hypothesis is to study the relationship between family support and work-life 

balance. Results from the Pearson Correlation test showing that the p-value is .000 while r-

value is -.0590. There is a significant relationship between family support and work-life 

balance where the p-value is <0.05. The r-value indicates that the relationship between family 

support is negatively moderate. A negative r-value implies that they are inversely related to 

the variables where the family support is high, the work-life balance is low. However, there 

are research that having the opposite side of explanation on the relationship between family 

support and work-life balance. Employees are encouraged to maintain good relationship with 

family members and build rapport with people in their immediate environment (Oludayo et. 

al., 2020). 

4.5 SUMMARY OF HYPOTHESES TESTING RESULTS 

Alternate Hypotheses Statistical Testing Results 

Ha1: There is a significant 

relationship between work 

stress and work-life balance. 

 

Pearson Correlation Failed to reject hypothesis. 

There is a positive strong 

significant relationship 

between work stress and 

work-life balance where; 

r=.539, p=.000 

Ha2: There is a significant 

relationship between 

management support and 

work-life balance. 

 

Pearson Correlation Failed to reject hypothesis. 

There is a positive strong 

significant relationship 

between management 
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support and work-life 

balance where; 

r= .704, p=.000 

Ha3: There is a significant 

relationship between family 

support and work-life 

balance. 

 

Pearson Correlation Failed to reject hypothesis. 

There is a negative strong 

significant relationship 

between family support and 

work-life balance where; 

r=-.590, p=.000 

 

Table 23: Summary of hypotheses testing results 

4.6 CHAPTER SUMMARY 

 The main findings of this study had discussed in this chapter. Results are showed by 

using tables, data were analyzed by SPSS software. Hypotheses testing on variable (work 

stress, management and family support) were analyzed whether there are a rejection or 

acceptance of the null hypothesis. Discussion on hypotheses also discussed in this chapter. 
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CHAPTER 5 

DISCUSSION 

5.0 INTRODUCTION 

 This chapter will discuss about the relationship between variables which involving 

work stress, management support, family support as well as work-life balance. Limitations 

for the study and recommendations for organization, HR practitioner and future researcher 

are discussed.  

5.1 IMPLICATION OF THE STUDY 

 The findings of this study had showed that the work-life balance is actually affected 

by work stress, management support and family support. Organization needs to concentrate 

on their employee level of stress so that they can perform well and effectively in 

organization. When an employee suffered from stress, he/she could not achieve work-life 

balance as work stress is correlated with work-life balance. From the result, work stress and 

work-life balance are positively correlated which means when an employee work stress level 

is high, the possibilities for him/her to achieve work-life balance is low. The same things go 

to management support where managers are encouraged to talk to their employees to 

understand their current mental and physical condition. Concern and encouragement from 

managers definitely lead employees to work efficiently. Moreover, manager always act as a 

role model to employees in an organization. When managers are practicing work-life balance, 

employees will definitely follow and imitate. From the result illustrated that management 

support and work-life balance are positively correlated. When employees receive more 

management support in an organization, the possibilities for them to achieve work-life 

balance increases. Lastly, the result showed that the relationship between family support and 

work-life balance is negatively correlated. But there are research saying that family support 
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and work-life balance is positively correlated where the higher the family support, the 

possibilities for them to achieve work-life balance increases. Thus, more study needs to be 

conduct to investigate the relationship between family support and work-life balance so that 

there are more references for organization and society of the importance of family support 

towards work-life balance. 

5.2 LIMITATIONS OF THE STUDY (insufficient) 

 The study was limited to employees in a private organization in Mukah, Sarawak. 

This study was conducted with a set of questionnaires that involving 59 employees from that 

private organization only.  

5.3 RECOMMENDATION 

5.3.1 ORGANIZATION 

 Organization is recommended to practice more on work-life balance to reduce 

employees’ stress as support and practices in an organization is crucial. Organization can 

practice on flexibility of working hours. Insufficient time for family often becoming the main 

issues to employees failed to achieve work-life balance. Working hours that are flexible for 

all the employees enable them to have time to handle their family issues. Moreover, a flexible 

working hour also enable employees to reduce stress and perform in an optimum level. This 

is due to employees works under comfortable working conditions where enhance their 

motivation and efficiency.  

5.3.2 HUMAN RESOURCE PRACTITIONER 

 Recommendation for HR practitioner is updating employees’ emotional changes, 

mental and physical conditions. A healthy body and mindset are the key for the employees to 

work effectively. There is always a reason for employees who could not perform well in their 
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job. When employees failed to perform in their job, they definitely feel stress and affected 

their family life too as employees might failed to manage their emotion.  

 HR practitioner also can communicate more with their employees and discuss more 

on the factor which affecting their employees’ work-life balance. A small meeting with 

employees monthly or weekly is applicable which allow HR practitioner to know the current 

situations and conditions of the employees. 

5.3.3 FUTURE RESEARCHER 

 Future researcher is recommended to conduct similar study by involving larger 

sample size or different departments in the organization. As for this research only focus in 

one private organization which cannot become the references for all private organization in 

Mukah, Sarawak. Besides, future researcher can use more research instrument can be used to 

collect more information and data such as interview.  

5.4 RESEARCH SUMMARY 

 This study investigates the factors that affect work-life balance in a private 

organization in Mukah, Sarawak. This research contains five chapter which are introduction, 

literature reviews, methodology, findings and lastly discussion. 

 Chapter one included the introduction for this research and explained the background 

of study. Problem statement also discuss in chapter one followed by objectives. Objectives 

are categorized into two which are general objective and specific objectives. Hypotheses are 

aligned with the objectives stated. Moreover, conceptual framework of the study, significance 

of study, as well as conceptual and operational definition of important terms are included in 

this chapter. 
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 Chapter two explained on the literature review on the variables included such as work 

stress, management support, family support and work-life balance. These variables are 

explained by referring journals and articles as well as newspaper from online databased. 

Moreover, border theory which is the main theory used in this research also discuss in details. 

Discussion of past similar study related to this research also included in this chapter. 

 Chapter three explained on how the study going to be. This research is a quantitative 

research which involved only one selected private organization in Mukah, Sarawak. The 

research instrument such as number of items in questionnaires are listed and a 5-point likert 

scale are discussed. Validity and reliability test explained in details followed by pilot test. 

Ethics of the study are discussed. Moreover, procedure of data collection and data analysis 

are illustrated by a flow chart in this chapter.  

 Chapter four included the data collected from the respondents. Data collected are 

illustrated in a table form. Pearson Correlation analysis is explained where all the alternative 

hypotheses are accepted. Discussion on the results discussed with the related journal support. 

 Lastly, chapter five is the summation for this research. Implication and limitation of 

this study also included in this chapter. Moreover, recommendation for organization, HR 

practitioners and future researcher are discussed.  

5.6 CHAPTER SUMMARY 

 This chapter sums up the overall research as well as recommendations are made to 

organization, HR practitioners and future researcher.  
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APPENDIX C: PEARSON CORRELATION ANALYSIS 

Correlations 

 Mean_WS Mean_WLB 

Mean_WS Pearson Correlation 1 .539** 

Sig. (2-tailed)  .000 

N 59 59 

Mean_WLB Pearson Correlation .539** 1 

Sig. (2-tailed) .000  

N 59 59 

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

Correlations 

 Mean_MS Mean_WLB 

Mean_MS Pearson Correlation 1 .704** 

Sig. (2-tailed)  .000 

N 59 59 

Mean_WLB Pearson Correlation .704** 1 

Sig. (2-tailed) .000  

N 59 59 

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

Correlations 

 Mean_FS Mean_WLB 

Mean_FS Pearson Correlation 1 -.590** 

Sig. (2-tailed)  .000 

N 59 59 

Mean_WLB Pearson Correlation -.590** 1 

Sig. (2-tailed) .000  

N 59 59 

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