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Abstract  

 

Life as a female investigator is undoubtedly challenging. The need to balance between work and family 

affairs is one of the challenges for a female investigator, especially with irregular working hours. The 

challenges faced by female investigators today are focused not only on reducing the crime index or 

maintaining border security but they also need to constantly develop professionalism in dealing with 

professional challenges and personal challenges. This study aimed to examine the phenomenon of work-

life balance among female investigators in a law enforcement agency, including the problem faced, 

factors influencing them, and finding ways for improving the circumstances. This study was conducted 

at a law enforcement department, in Malaysia. A purposive sampling technique is used to select the 

informants of this study with the criteria of married female investigators from the Criminal Investigation 

Department (CID). They have a minimum of two years of service in the current department and are 

willing to share their experience voluntarily. Seven officers were selected and interviewed using semi-

structured interviews to gather rich data to answer all research questions built. Data were analyzed using 

content analysis. This study found that female investigation officers face difficulties balancing their 

work and personal life. Among the significant problems that they are facing is managing the conflict 

between personal/family and organizational commitment. This situation influences the occurrence of 

work-life conflict that requires personal skills improvement, management consideration, and family 

support to improve physical and emotional well-being.  

 

Keywords: work-life balance, professional challenges, personal challenges 

 

 

1. INTRODUCTION  

 

The expression of "work-life balance" was first used in the late 1970s to describe the balance between 

an individual's work and personal life (Kumar, 1995). The work-life balance is beyond the similar 

calculation regarding time allocation between the work and life domains. Work-life balance is more 

about a sense of control of the working and personal, family, and spiritual lives. The state of balance is 

accomplished when a person is satisfied with work and personal life (Kirchmeyer, 2000). 

 

An investigator profession is a highly demanding job, especially due to the nature of work where 

working hours are irregular. It is being recognized that the nature of the work of those investigators, 

including the managerial levels demand high stamina and always fit to keep their professionalism. Once 

a woman decides to join and defines herself as an officer in a law enforcement agency, especially an 

investigator, she needs to accept the consequences of her choice and must be able to find fulfillment in 

that job. 

 

mailto:*bhijuliana@unimas.my
https://journals.sagepub.com/keyword/Professional+Challenges
https://journals.sagepub.com/keyword/Personal+Challenges
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Malaysia Police Department statistics revealed on The Sun Daily News on 4th May 2018 that the total 

number of police females in Malaysia is 13 348. This data showed a significant growth in females' 

participation in the law enforcement agency and at the same time it remind us about the challenges in 

dealing with the family and work-life domain simultaneously. With the increasing demands of the 

community, including for investigators to be more professional and relevant to the current 

circumstances, therefore, this situation puts a further burden on the duties and responsibilities of female 

investigators, especially for those married. 

 

Several studies on work-life balance in India found that married female employees indeed experience 

work-family conflict (WFC) while balancing their work and family lives (N Krishna Reddy et al., 2010). 

Working females, especially female leaders always find it challenging to preserve the balance between 

the competing pressures at work and demands at home (Hemlata & Suruchi, 2022). Sundaresan (2014) 

found that work-life conflicts negatively impacted organizational performances and the employees 

themselves. Employees who are overloaded or whose work interferes with family (and vice-versa) are 

highly stressed, experience burnout, express life dissatisfaction, and have poor mental or physical health 

(Sundaresan, 2014). A study conducted by Subha S. and Devika R.K (2014) seems similar to the 

Sundaresan study (2014) where female investigation investigators face conflicting situations between 

dual commitments and find practical difficulty in combining work with their household activities. 

Married working females tend to experience physical and psychological exhaustion due to work-life 

imbalances (Maslach & Leiter, 2008). In fact, emotional exhaustion is the most central aspect of fatigue 

which refers to feelings of being exhausted and drained of one's emotional and physical resources 

(Maslach & Leiter, 2008). 

 

In Malaysia, there are limited studies that focus on the effects of work-family conflict on employees' 

emotional and psychological well-being, especially among female investigators. Remembering that the 

number of female workers in Malaysia is increasing and most of them are married, it is valuable to 

examine this phenomenon in-depth. Although several previous kinds of research seem to focus on the 

quantitative approach to test the hypothesis build, it is very beneficial to conduct a qualitative study to 

get rich and in-depth data to get insight into this phenomenon. Therefore, the general objective of this 

study is to explore the experience of female investigators in balancing between work and 

family/personal life. The following are the specific objectives for this paper: (1) to examine the 

challenges faced by female investigators in balancing between work and family/personal life, (2) to 

identify the effect of the challenges related to work-life balance faced by female investigators (3) to 

identify ways to overcome work-life balance problems faced by female investigators. 

 

 

2. LITERATURE REVIEW 

 

2.1 Work-life balance 

A number of scholars who proposed definitions of balance in the context of work and life domain 

(Kirchmeyer, 2000; Marks & MacDermid, 1996) found out that the definitions of balance have not 

achieved a solid consensus. Marks and MacDermid define role balance as "the tendency to become fully 

engaged in the performance of every role in one's total role system, to approach every typical role and 

role partner with an attitude of attentiveness and care" (Marks & MacDermid, 1996, p. 421). It seems 

that Marks and MacDermid (1996) emphasized "mindfulness" as a reference for a person to be in a state 

of balance where fully engaged reflects a condition of "positive" role balance. Another scholar, 

Kirchmeyer (2000), pictures a balanced life as "achieving satisfying experiences in all life domains, and 

to do so requires personal resources such as energy, time, and commitment to be well distributed across 

domains" (Kirchmeyer, 2000, p. 81). Therefore, a balanced state of work and life is an approximately 

equal level of attention, energy, time and involvement, and satisfaction. 

 

Greenhaus and Beutell (1985) proposed three types of work-family conflict, namely, time-based 

conflict, strain-based conflict, and behaviour-based conflict. Time-based conflict occurs when facing 

pressure from one of the two roles competing for time allocation. For example, working time will inhibit 

married working female from fulfilling their responsibilities at home as a wife and mother (Greenhaus 
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& Beutell, 1985). Then, strain-based conflicts happen when events in one domain interfere with the 

performance of other domain roles (vice-versa). For example, when married, working female face 

problems that impact their performance at the workplace or vice versa (Greenhaus & Beutell, 1985). 

Finally, behaviour-based conflict occurs when individual behaviour in one domain does not match the 

role of another domain. For example, the behaviour of being serious during working time does not make 

it suitable for the needs of a family that want "love" and "care" (Greenhaus & Beutell, 1985). 

 

A previous study on the effects of family responsibilities on work commitment and job performance 

among working female demonstrated a constant work-family conflict that has become a common 

experience among working female (Greenhaus & Powell, 2006). The situation of work-family conflict 

can happen due to inter-role conflict between work demands and family responsibilities (Kahn et al., 

1964). The interaction between job demands and family responsibilities that overlap in terms of time, 

energy, and behaviour will cause one of the demands not to be fulfilled (Hill et al., 2003), which will 

create a stressful atmosphere over time. 

 

Married working female tend to have emotional exhaustion manifested by both physical fatigue and a 

sense of feeling psychological and emotionally due to work-life imbalance. Emotional exhaustion is a 

power and energy loss due to burnout that brings on the feeling of failure, exhaustion, and too much 

workload (Freudenberger, 1974). N. Krishna Reddy et al. (2010) concluded that married female 

employees indeed experience Work-Family Conflict (WFC) while attempting to balance their work and 

family lives. Thus, the organization needs to formulate guidelines for the management of WFC's since 

they are related to job satisfaction and performance. 

 

A study that tries to examine how organizations can help improve the situation was conducted by Hartel 

(2007). They identify that organizations can implement various work-life balance initiatives that may 

assist employees to balance their work and family responsibilities better, improve well-being, and 

provide organizational benefits. There are a large variety of family-friendly policies, which include but 

are not limited to the following: flexible working hours, job sharing, part-time work, compressed 

workweeks, parental leave, telecommuting, and onsite child care facilities. Niharika and Supriya (2010) 

studied the work-based and family-related factors that contribute to work-life balance. Work-based 

factors are flexi-time, option to work part-time, freedom to work from home, child care facility and 

flexibility to take care of emergencies at home. Hall (1990) proposes an organizational change approach 

to promote work-family balance, and the popular press is full of advice to companies and employees on 

how to promote a more excellent balance in life. Meanwhile, Marks and MacDermid (1996) found that 

individuals in a balanced state experienced less role overload, were easier to assume more prominent 

roles, and were less emotional distortion than their unequal counterparts. In addition, balance in work 

and family roles can also reduce chronic work-life conflicts because they are able to regulate so as not 

to allow '' situational urgency '' to undermine long-term role performance (Marks & MacDermid, 1996). 

 

Furthermore, N. Gayathri and P. Karthikeyan (2013) said that Work-Life balance is not about something 

that just happened. It involves the efforts of all stakeholders: the employee, the management, the family 

and the society in which all are embedded. It requires mutual understanding and respect between all of 

these players. 

 

2.2 Spill Over Theory 

Spillover's theory explains that involvement in the work domain impacts the family domain and vice 

versa. Spill-over is a process in which the experience of carrying out a role in one domain affects the 

life experience in another domain; for example, emotions, attitudes, tension, skills, and activities at 

work affect the family life domain and vice versa (Morris & Madsen, 2007). Furthermore, spillover 

theory argues that experiences in one domain, either work or family, can facilitate or undermine a 

person's ability to carry out responsibilities in another domain (Bowen, 1995), meaning that the spillover 

can be positive or negative. Many studies focus more on negative spillovers, but Greenhaus and Powell 

(2006) state that there are also studies that emphasize positive spillovers. Negative spillover means 

experiences in one domain perceived as unsatisfied or challenges that result in the same emotions in 
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another domain. This negative spillover escalates when individuals receive no or little support to enable 

them to balance work and family roles (Zedeck, 1992). 

On the other hand, positive spillover means that experiences in one domain, such as feelings, skills, and 

values, can be transferred to another domain that improves the quality of life in the other role (Edwards 

& Rothbard, 2000). For example, when a worker feels satisfied with his/her work domain because the 

job was done successfully with the help of supportive co-workers and managers, then these positive 

emotions will spill over to the family domain where he/she takes on household responsibilities with a 

positive mood which helps lighten in doing the task. Barnett (1994) identified that work domain such 

as a flexible and conducive work environment influences their behaviour and satisfaction at home. 

Positive spillover occurs when employees can experience a good balance between their work and 

personal lives (Zedeck, 1992). 

Meanwhile, positive emotions at home create positive moods, which impact the positive spirit in doing 

work. Positive spillover explains that achievement and satisfaction in one domain can bring satisfaction 

to another. This spillover theory has helped stakeholders to realize the importance of satisfaction in one 

domain because it will affect other domains of life. Therefore, employees need to be able to balance 

work with personal life based on understanding positive or negative spillovers (Morris & Madsen, 

2007). 

 

 

2.3 Female Professional Challenges  

Participation of female in the workforce has increased significantly in most societies (Grady & 

McCarthy, 2008). Female's involvement in the workforce contributes to the increment of the family's 

income (Reskin & Padavic, 1994). However, managing work and family responsibilities is one of the 

most significant challenges for female (Noor, 2004), including in Malaysia. Markwei et al. (2018) study 

about female's involvement in politics in Ghana found that female need to work extra hard to justify 

their meaningful existence both at work and in the family and put extra effort into it. This hard work 

can cause tension and affect their well-being as they face two demanding domains, career and family 

(Ummu Markwei et al., 2018).  

 

Tetteh (2005) stated that most female work for about 8 hours or more at work on a full-time basis and 

4 hours on a part-time basis. The working female are faced with a situation where they are under 

pressure to excel in their careers while maintaining an active personal life (Delina & Raya, 2013). The 

professional woman is then struggling with managing time and performing her multiple roles 

simultaneously (Fine-Davis et al., 2004), then role conflict occurs (N Krishna Reddy et al., 2010; Ummu 

Markwei et al., 2018), which is had a negative impact on organizational performances and the 

employees themselves (Sundaresan, 2014). The work-life imbalances among married working female 

can cause them to experience physical and psychological exhaustion (Maslach & Leiter, 2008), be 

highly stressed, experience burnout, express life dissatisfaction, and poor mental or physical health 

(Sundaresan, 2014). Studies show that female experience job strain as a result of the negative job 

spillover derived from juggling between career and family demands (Dako-Gyeke & Ibrahim, 2013; 

Lahelma et al., 2002; Catalyst, 2012).  

 

This is more challenging for female who find themselves in male-dominated careers like investigators  

in Malaysia. A study conducted by Subha S. and Devika R.K, (2014) seems similar to Sundaresan's 

study (2014) where female investigation investigators are facing conflicting situations between dual 

commitments and find the practical difficulty in balancing work with their household activities. 

Balancing work and family is often more difficult for female than for men due to the unequal 

responsibilities which become major barriers to the advancement of their careers (Cross & Linehan, 

2006). These challenges faced by female professionals may cause some of them to leave the labour 

force (Bertrand et al., 2010). From the human resources perspective, of course, this is a loss for the 

country's talent development and economic growth in general. 

 

3. METHODOLOGY 

This is a qualitative case study approach conducted at the headquarters of the Law Enforcement 

Department, in Malaysia. A case study is an in-depth description and analysis of a bounded system 
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(Creswell, 1998; Merriam, 2009), where "the single most defining characteristic of case study research 

lies in delimiting the object of study, that is the case" (Merriam, 2009, p.40). The case in this study is 

the experience of female investigators in balancing work and family life. 

 

A purposive sampling technique was used to select the participants who possess specific characteristics 

that could provide the most relevant information to answer the research questions being studied 

(Maxwell, 2013; Merriam, 2009; Creswell, 1998). The criteria of participants of this study are (1) 

married female investigators from the Criminal Investigation Department, (2) who have a minimum of 

two years of service in the current department, (3) willing to share their lived experiences voluntarily. 

With these criteria, it is ensured that the informant has a good understanding of their works-life and at 

the same time, they have a responsibility to manage their personal and family, which these 

understanding and experience are very important to contribute to the research. The sample size is 

determined by the concept of where saturation or redundancy is reached (Lincoln & Guba, 1985).  

 

Seven female investigators were selected and using a semi-structured interview protocol interviewed 

deeply. The data gathered also included participants' backgrounds (job position, education, experience, 

and years of service). After an explanation of the study and assurances about confidentiality, all 

respondents were asked to give their informed consent and were asked whether their sharing 

information or experience could be tape-recorded. After they gave their consent, then the interview 

process was carried out. Further, the interviews were transcribed, and the accuracy of the transcripts 

was checked by listening to the tapes repeatedly. Preliminary analysis was conducted while data 

collection started. The times for interviews were adjusted based on the availability of the informants. 

Finally, data were analyzed using content analysis. To achieve the trustworthiness of the study, the 

analysis follows the six steps introduced by Graneheim and Lundman (2004), namely (1) Data 

transcription, (2) Data Conceptualization, (3) Code Generation, (4) Code Categorization (5) Coding 

Each Transcript (6) Code and Category Revision.  

 

Details for the informants are outlined in Table 1. 

 

Table 1: Demographic information of the informants 

Informant 

 
Ethnic/Race 

 
Age 

 
Year of 

Services 

 

Marital 

Status 

 

Education 

Level 

 

1 

 

Malay 

 

25-35 

 

13 

 

Married 

 

Diploma 

 

2 

 

Malay 

 

36 - 45 

 

11 

 

Married 

 

Degree 

 

3 

 

Indian 

 

46> 

 

20 

 

Married 

 

Master 

 

4 

 

Malay 

 

36-45 

 

11 

 

Married 

 

Degree 

 

5 

 

Chinese 

 

36-45 

 

12 

 

Married 

 

Degree 

 

6 

 

Indian 

 

36 - 45 

 

11 

 

Married 

 

Degree 

 

7 

 

Malay 

 

36-45 

 

10 

 

Married 

 

Degree 

 

 

4. RESULT AND DISCUSSION 

Some of the findings from this study were similar to previous research. However, some aspects of the 

findings differed from past research findings. The findings of this study are unique. It is based on sharing 

experiences from female investigators.  
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4.1 The challenges faced by female investigators in balancing between work and family/personal 

life. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Figure 1: The challenges faced in balancing between work and family/ personal life 

 

This study found some problems female investigation officers face in balancing work life and family 

life, which are divided into two categories: personal and/or family commitment and organizational 

commitments. From the organizational commitment, time constraints were perceived as the main 

problems female investigation officers face due to their work and family life commitments. As an 

investigation officers, Informants 1, 2, 3, 5, 6 and 7 strongly mentioned that insufficient time is the main 

problem because they need more time to settle administrative or paper-related tasks, to give more 

attention and focus on handling the investigation itself, and at the same time the failure to complete the 

motherhood task. This finding corroborated the previous studies, where experiences in one domain, 

either work or family, can facilitate or undermine a person's ability to carry out responsibilities in 

another domain (Bowen, 1995; Morris & Madsen, 2007). This finding is also relevant to what 

Greenhaus and Beutell (1985) found in their study titled: "Sources of Conflict between Work and 

Family Roles", which suggested that one of the commonly measured forms of work-family conflict was 

a time-based conflict that occurs when facing pressure from one of the two roles competing for time 

allocation. They defined the concept of conflict as occurring when the amount of time devoted to one 

role makes it difficult to fulfil the requirements of another role. Similar to Suresh, Anantharaman,  

Angusamy, and Ganesan (2013), in their article titled: "Sources of Job Stress in law enforcement Work 

in a Developing Country", they considered that the organizational and social aspects of their job were 

more stressful, especially due to the demand of round the clock duty, irregular working hours, 

insufficient time for family, political pressures from outside, inadequate facilities, fewer salaries, 

outdated equipment, no recognition/appreciation after achievement, less of manpower and less healthy 

interaction with friends and colleagues. These articles mentioned and supported that time constrain as 

the main problem most female investigation officers face. 

 

Informants 2, 5 and 7 have informed that workload is the second problem female officers face. They 

mentioned that we do not have a fixed break hour as investigation officers, nor the workload is not 

consistent or specific. This has been strongly supported by Coetzee and Villiers (2010) in their article 

titled: "Sources of Job Stress, Work Engagement and Career Orientations of Employees in a South 

African Financial Institution", that role ambiguity, relationships with colleagues, job insecurity, lack of 

job autonomy, work home interface, inadequate compensation and benefits, and poor management 

support are the key sources of creating job stress. Workload and role ambiguity are perceived as sources 
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of stress that impact employee engagement to work decreased, and ultimately it negatively affects the 

efficiency and productivity of employees.  

 

From personal and/or family commitment, it was identified that the role of the primary caretaker of the 

households, health issues, and distance constraints are the main problem for female investigation 

officers. For instance, Informant 1, 3 and 4 has mentioned that "usually problems arise when it comes 

to household issues like timing for children's, cleaning house, etc." Therefore, the role of female as the 

primary caretaker in managing the household and the needs of children to focus on is the cause of 

depression or stress among female investigators. Ravneet et al. (2013) also supported this finding, and 

he has mentioned that personality traits and coping styles had significant factors. In addition, Bushara 

Bano (2011), in her article titled; "Job Stress among investigators personnel", discovered that political 

pressure, insufficient time for family, bad reputation and image among the public and inadequate 

salaries were the primary causes of stress among investigators personnel. So it is shown that female 

investigation officer is easily affected by any psychological issues while balancing their work life and 

family life. 

 

Informant 5 has highlighted the issue of distance constraint as the problem faced by her while balancing 

work and family life. According to informant 5, she has mentioned that she is staying far from the IPD 

(working place) area; therefore, she was struggling with the distance of the working place and, at the 

same time, family commitments. It reflects the problem faced by a mother in between work and family.  

 

4.2 The effect of the challenges related to work-life balance faced by female investigators  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2: The effect of the challenges related to work-life balance faced by female investigators 

 
Most informants stated that they were personally affected when they tried to balance their work-life 
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the problems they face at work, followed by emotional exhaustion resulting in loss of commitment and 

focus. For example, informants 3 and 4 mentioned that investigative officers faced stress, especially 

when they struggled all day long at the office to solve a case, and then when they returned home, 

sometimes their emotion was triggered coincidentally due to children or husband's deed. In fact, 

informant four also mentioned that one of her colleagues had divorced because she frequently came 
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home late at night and perceived neglected her responsibilities as a mother so that her husband left her. 

This finding strongly supports the spillover theory, which explains that involvement in the work domain 

has an impact on the family domain and vice versa. This study provides empirical data that the 

involvement of female investigators with a highly demanding job where one has no choice for fixed 

working hours has influenced the family life domain. Sundaresan (2014) found that work-life conflicts 

negatively impacted organizational performances and the employees themselves. Employees who 

experience work overloaded that interferes with the family domain experience high stress, experience 

burnout, express life dissatisfaction, and have poor mental or physical health (Sundaresan, 2014).  

 

Informant 1 stated that she used to experience depression which led to long emotional exhaustion due 

to juggling between work and family life. Emotional exhaustion is one of the sources of burnout in 

which emotional feelings are caused by mental and physical fatigue (Maslach, Schaufeli, & Leiter, 

2001). In addition, Ravneet et al. (2013) stated that personality traits and coping styles have a significant 

independent and interactive role in developing high psychological stress on investigator officers, thus 

placing them at high risk of experiencing mental health issue. 

 

Another impact that researchers have classified is a family conflict due to the inability to properly 

handle the family. Informant 2 clearly stated that the female investigator had to spend most of their time 

at the office station solving their cases and that it sometimes took them about two to three days to return 

home. In such a situation, married and maternity workers will be more affected because they cannot 

spend time with their children and husbands. Directly or indirectly, it will impact the child's welfare 

and the marriage lifestyle. In addition, six out of seven informants explicitly mentioned the imbalance 

between work-life and family life affecting their work. This is particularly the case for female 

investigating officers. they really need to investigate cases in detail and thoroughly, which of course 

takes a long time so that those who are offended can be prosecuted. However, when it comes to family 

issues such as child health problems or quarrels with their husbands, these officers cannot focus on their 

work and these family-related problems will affect their performance at work. This study highlights the 

significant effect of family problems on work productivity. Albertsen, Rafnsdottir, Grimsmo, 

Tomasson, and Kauppinen (2008) have also highlighted this problem in their research on work-life 

balance. He states that non-standard working hours have a negative effect on work-life balance, and 

some of the resulting evidence will lead to this negative effect on the welfare of children and marital 

satisfaction. Similar to these findings, Deivasigamani J and Shankar (2017) identified that female 

employees face many psychological problems such as mental stress, anger, depression, hypertension, 

headaches, obesity, back pain, poor sleep, and neck pain, impatience, frustration, irritated, and lack of 

confidence. 
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4.3 The ways to overcome work-life balance problems faced by female investigators 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 3: Ways how to overcome work-life balance-related problems faced by female investigation 

officers 

 

The most highlighted solutions that informants mentioned are improved personal life skills such as time 

management, attitude toward helping, self-discipline, and healthy lifestyle practice. Out of seven, six 

informants mentioned the importance of having good time management. As informants 1 and 3 

mentioned, we need to manage our time wisely for family, friends, work, and personal as an 

investigation officer. Kasper, Meyer, and Schmidt (2004) stated that individuals who invest huge 

proportions of their time in their profession and devote specifically high emotional involvement to their 

jobs would bring profession and family into competition for a limited amount of time and emotional 

commitment. Therefore, good time management skills are very important. Inline, this study also 

highlighted that officers need self-discipline in managing their time and energy in handling their work 

or family.  
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burden of investigator officers. Valcour, Ollier-malaterre, Matz-costa, Pitt-cartouches, and Brown 

(2011) stated that the support given by co-workers would enhance the spirit of togetherness and a sense 

of unity. The researchers summarised that the co-worker's support is one of the contributions that help 

employees develop a caring and helpful workforce in integrating work and non-work domains. Plus, it 

will help the employees to manage their time and energy in their personal life with the tangible support 

they receive from their co-workers. Referring to the spillover theory, employees need to be enabled to 

balance work and personal life (Morris & Madsen, 2007). 

 

In the work domain, which has been informed by informants 1, 2, 5, 6, and 7 that a pleasant working 

environment, including teamwork, will improve their motivation to work and minimize conflicts, 

particularly in handling cases. This study supports Wu, Rusyidi, Claiborne, and Mccarthy's (2013) study 
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that a pleasant working environment plays an important role in enhancing the work-life balance in the 

employees compared to supervisor support which does not significantly influence work-life balance. 

Moreover, informant 2 suggested upgrading work facilities to make work more straightforward. For 

instance, the management can try to upgrade nursery or childcare assistants in their workplace so those 

female investigation officers will not be worried about their kid's health or safety. Suman Babu and 

Bhavana Raj (2013) concluded that childcare assistants at the organization might positively impact the 

employee work-life balance the organization as it indirectly improves the employee retention rate. This 

is because by having a childcare center at the organization, the employees do not have to worry thinking 

about who would take care of their children while they are working and nevertheless, this gives the 

autonomy to the employees to perform at their very best potential (Suman Babu & Bhavana Raj, 2013).  

 

Apart from a pleasant working environment and upgrading the working facilities, superior support is 

also suggested as one crucial aspect that needs to be considered under the work domain. Informants 5, 

6, and 7 have mentioned that superior support is important in work-life because the relationship with 

the superior significantly impacts how the officers' feelings and reactions influence their work and life 

satisfaction. This statement is relevant to Mas-Machuca, Berbegal-Mirabent, and Alegre's (2016) 

proposition that the involvement of a supervisor's support in giving autonomy to the employees to take 

part in decision-making makes them feel comfortable. Thus, organizations need to build a better work 

environment by improving interpersonal skills, including teamwork, helping relationships, and 

leadership skills, and at the same time upgrading the work facilities.  

 

Lastly, it has been highlighted that support from family is very important, especially from their 

husbands, as mentioned by informants 1 and 4. Nevertheless, unfortunately, only a small number of 

literature studies how spouses can help working female manage their burden in these two domains of 

work and life, particularly in Asia. 

 

CONCLUSION 

This study supports previous studies regarding the importance of work-life balance for a healthy life 

and well-being. The imbalance between work and personal life will affect personal life and work quality 

and cause work-life conflict. It is suggested to all stakeholder to facilitate and improve this situation 

such as strengthening the individual's skill (mindset, self-management, time management, and healthy 

lifestyle practices), management intervention (improving work facilities, policies that supports work-

life balance and leadership), and family support (good understanding between family members). The 

officers themselves need to improve their skills in managing stress as it is the consequence of their 

choice. Therefore, it is suggested that the organization mentioned in the study provide sufficient training 

to their female officers on time management, self-development skills, and technical job skills. Time 

management tips will reduce their stress in the workplace because they will be capable of completing 

the task within the time limit. Skill development training is imperative because the contemporary 

varying environment necessitates those female officers be as up-to-date as men. Likewise, family 

support for female officers in carrying out big responsibilities in two domains, work, and life, requires 

strong support from each family member. 

 

It is recommended that the future study triangulate the data collection method through documentary 

analysis, observation, and focus group interviews with the family members to gain richer and more 

depth data. Other than that, this research can be enhanced by getting a better perspective on this 

phenomenon. 
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