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Abstract 

 

In the field organization behaviour and human resources, job satisfaction is regarded as among the utmost 

research critical issues.  An absence of job satisfaction can lead to poor motivation, absenteeism, stress and 

also high employee turnover. Employees who are not satisfied with their job would eventually leave the 

organization, reduce in productivity and eventually cause loses to the employer. A well balance between 

family and job will escalate job satisfaction thus decrease the organization cost and improving employee’s 

performance. This study aims at identifying the association between work-life balance practices and 

employee job satisfaction. A total of 150 questionnaires were distributed among factory and manufacturing 

workers in Pahang. The data was analysed using Statistical Package for Social Science (SPSS). The finding 

shown significant association between work life balance and job satisfaction among factory and 

manufacturing employee worker. The study contributes to study related human resource management as 

well as practitioner.  
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1. Introduction 

Employee’s job satisfaction is defined as the tendency of workers liking their current working and 

position. The fact that whether their respond is positive or negative are based on their working environment 

and company attitudes (Saeed & Farooqi, 2014). It is also defined as any combination of psychological and 

environment circumstance which direct a person honestly expressing their satisfaction (Hoppock, 1935). It 

also as an orientation of emotions that employee possess toward role they are performing at the workplace. 

Job satisfaction also could contribute to the organization in increasing employee’s commitment and 

motivation (Vroom, 1964). Majority of the employees choose career opportunities, learning and 

development as the main reason to stay in an organization and subsequently contribute toward job 

satisfaction (Wayman, 2010).  

On the contrary, employees will not feel satisfied when working condition is uncomfortable, unsafe 

and lack of cooperation from colleagues. An absence of job satisfaction can lead to poor motivation, 

absenteeism, stress and also high employee turnover (Erez, 2010).  

A productivity of organization can increase and enhance when worker is satisfied and have a positive 

attitude and a satisfied worker also can bring a high value of work. In order to become a good and 

progressive organization, the employer is supposed to measure employee satisfaction index and if 

necessary, exercise possible corrective measures to address employees’ grievances.  

Lazar et al. (2010) defined work life balance as the eminence association between remunerated work 

and unpaid duties and this is essential to sustain in this competitive business world. In addition, Carlson et 

al. (2009) characterized work life balance as an achievement of life related needs that are organized and 

common between an individual and their activity fittings in the work and family regions. 

A well balance between family and job will induce satisfaction, thus decreasing organization 

expenses and improving performance of employee (Gruneberg, 1979; Herzberg et al. 1978; Judge et al., 

2001; Schultz, 1973; Spector, 1997). The work life balance also has association on employee assertiveness, 

manners, wellbeing as well as efficient in work (Eby et al., 2005).  

As a progressive country, every organization must ensure the company well-being is well taken care 

off since it is contributed to increase in the economy index. The measurement on how rapid or how well 

the country growth will be based on the industry growth. It will also induce national and international 

investor to invest their money and make all investment worth their money (Hayes, 2015). Manufacturing 

industry has a great opportunity to be the key factor of economic growth index of the country. There has 

been a well-built plan to enhance economic growth that has been proven for hundreds of years to creating 

a high class and quality as expected to increase the national power and also will increase the national wealth 

percentage (Kossek & Thompson, 2016). The development in manufacturing sector had brought rapid 

changes in environment and also arise various issues and problems for employees in manufacturing sector. 

 

2. Problem Statement 

The Malaysia workforce went through a great change because of globalization and recession in 

worldwide. The highly competitive market today has made the company undergo strong competition 

between other industry selling similar product and service. Hence, to remain competitive in the industry, 
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the company will minimize company expenses, exercise retrenchment and increased employee workload 

(O'Connell et al., 2010). 

Additionally, Mijiyawa (2015) found that, employee in factory or manufacturing sector particularly 

an administrative staff and middle management are facing a lot of responsibility. Mokthsim and Salleh 

(2014) contended that some of the staff needs to work overtime due to shortage of employees and some 

manufacturing company do not want to hire more employees in order to reduce the company expenses and 

to save cost. This will give negative impact to the staff as the heavy workload will make them unable to 

balance between the work and their personal life. Consequently, employees will feel unsatisfied, reduce 

motivation to work, poor individual and company performance and eventually reduce the productivity of 

the company. The other negative impacts are decrease of morale on their job and life. Some of them 

encounter family issue and time management issue. The increase of employee workload will also cause 

anxiety and stress (Wayman, 2010; Zareen et al., 2013).   

 

3. Research Questions 

Is there any association between work-life balance and employee job satisfaction? 

 

3.1. Conceptual Framework 

Figure 01 shows the framework of the study where the work life balance and employee job 

satisfaction served as an independent and dependent variable respectively. 

 

 

 

 

 

Sources: Hackman and Oldham (1975) and Chung and Tijdens (2013) 

Figure 01.  Conceptual Framework 

 

4. Purpose of the Study 

This paper aim at ascertaining the relationship between independent variable (work-life balance) 

and dependent variable (employees’ job satisfaction) in factory and manufacturing companies in Pahang.  

 

5. Research Methods 

The questionnaires were distributed to manufacturing workers in Pahang. According to Perbadanan 

Kemajuan Negeri Pahang (PKNP) there about 25 factories especially in Kuantan and Gebeng area. They 

were chosen because they are said to be personally experience with occupational and daily life stressor. 

This study employed non-probability sampling technique is where element do not have any probabilities 

attached to their chosen as sample subject (Sekaran & Bougie, 2003).  The selection among factory worker 

and the administrative staffs participating on the study will be based on their willingness to participate. A 

total of 200 questionnaires was disseminated to respondents but only 150 questionnaires are usable making 

the respond rate of 75%.     

Independent Variable Dependent Variable 

Employee Job Satisfaction Employee Job Satisfaction 
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6. Findings 

As shown in Table 01, demographic profile shows that 40.7 percent of respondents were male and 

59.3 percent of respondents were female. Most of the respondents involved aged between 18 and 29 years 

and 58.7 percent of them were married and only 41.3 percent of the respondents being single. For working 

experience, 30.7 percent of them have less than 2 years’ working experience, 29.3 percent have 2 – 5 years’ 

experience, 13.3 percent have 6 – 10 years’ experience and 26.7 percent have 10 years and above 

experience.  In terms of total monthly salary, only 0.7 percent has an income of more than RM5000 per 

month while the majority has an income between RM1100 and RM2999 per month. 

 

Table 01.  Demographic characteristic of responding respondents. 

Demographic Variables Categories Frequency Percentage (%) 

Gender 
Male 

Female 

61 

89 

40.7 

59.3 

Age 

18 – 29 years old 

30 – 39 years old 

40 years old & above 

76 

40 

34 

50.7 

26.7 

22.7 

Marital Status 
Married 

Single 

88 

62 

58.7 

41.3 

Working Experience 

Less than 2 years  

2-5 years 

6-10 years 

10 years and above 

46 

44 

20 

40 

30.7 

29.3 

13.3 

26.7 

Salary 

RM 1100 - RM 2999 

RM 3000 – RM 4999 

RM 5000 and above 

135 

14 

1 

90 

9.3 

0.7 

 

Table 02 demonstrated the reliability analysis where the value of 0.866 is an indication that the 

questions are reliable. Cronbach’s alpha is a degree of internal regularity to recognize how firmly related 

an arrangement of things is a gathering (Cronbach, 1951). In Cronbach’s alpha, the nearest Cronbach’s to 

1.0, the higher the consistency of dependability. 

 

Table 02.  Cronbach’s Alpha 

 Variables Cronbach’s Alpha No. of item 

1 Employee job satisfaction 0.866 8 

 

Table 03 illustrated on the correlation analyse. It was found that employee who has a balance 

between their work and personal life will resulted to job satisfaction.  

 

Table 03.  Correlation Analysis 

  Total JS  WLB  

Total JS 

Pearson Correlation 

Sig. (2-tailed) 

N 

1 

 

150 

.553** 

.000 

150 

WLB 

Pearson Correlation 

Sig. (2-tailed) 

N 

.553** 

.000 

150 

1 

 

150 
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7. Conclusion 

From the finding, it can be concluded that the correlation analysis of the variable has a significant 

association between all variables. The hypothesis therefore was accepted. Similar finding can be found in 

previous research by Lu et al. (2011) and Thomas and Gangster (1995). Previous research also show work 

life balance will give effect on employee satisfaction among worker. Employee also have been struggling 

with work-life balance issues and the employer is supposed to have specific policies practice aimed in 

creating an environment conducive to archive work-life balance among employees (Balouch & Hassan, 

2014). Employee today is expecting their organization to support them in managing their work and personal 

life and help them in reducing employees’ stress (Kanwar et al., 2009).  

 

References 

Balouch, R., & Hassan, F. (2014). Determinants of job satisfaction and its impact on employee performance 

and turnover intentions. International journal of learning and development, 4(2), 120-140. 

Chung, H., & Tijdens, K. (2013). Working time flexibility components and working time regimes in 

Europe: using company-level data across 21 countries. The International Journal of Human 

Resource Management, 24(7), 1418-1434. 

Carlson, D. S., Grzywacz, J. G., & Zivnuska, S. (2009). Is work—family balance more than conflict and 

enrichment? Human relations, 62(10), 1459-1486. 

Cronbach, L. J. (1951). Coefficient alpha and the internal structure of tests. psychometrika, 16(3), 297-334. 

Eby, L. T., Casper, W. J., Lockwood, A., Bordeaux, C., & Brindley, A. (2005). Work and family research 

in IO/OB: Content analysis and review of the literature (1980-2002). Journal of Vocational 

Behaviour, 66, 124-97.  

Erez, M. (2010). Culture and job design. Journal of organizational behaviour, 31(2-3), 389-400 

Gruneberg, M. M. (1979). Understanding job satisfaction. Halsted Press. 

Hackman, J. R., & Oldham, G. R. (1975). Development of the job diagnostic survey. Journal of Applied 

psychology, 60(2), 159.  

Hayes, B. J. (2015). Job satisfaction, stress and burnout in haemodialysis nurses (Doctoral dissertation, 

Queensland University of Technology) 

Herzberg, F., Mausner, B. S., & Snyderman, B. (1978). The motivation to work. John Willey. 

Hoppock, R. (1935). Job satisfaction. Harper. 

Judge, T. A., Thoresen, C. J., Bono, J. E., & Patton, G. K. (2001). The job satisfaction–job performance 

relationship: A qualitative and quantitative review. Psychological bulletin, 127(3), 376. 

Kanwar, Y. P. S., Singh, A. K., & Kodwani, A. D. (2009). Work—life balance and burnout as predictors 

of job satisfaction in the IT-ITES industry. Vision, 13(2), 1-12. 

Kossek, E. E., & Thompson, R. J. (2016). Workplace flexibility: Integrating employer and employee 

perspectives to close the research-practice implementation gap. The Oxford Handbook of Work and 

Family, 255 Relations, 41(2), 215-239. 

Lazar, I., Osoian, C., & Ratiu, P. (2010). The role of work-life balance practices in order to improve 

organizational performance. European Research Studies, 13(1), 201. 

Lu, L., Kao, S. F., Chang, T. T., Wu, H. P., & Cooper, C. L. (2011). Work/family demands, work flexibility, 

work/family conflict, and their consequences at work: A national probability sample in Taiwan. 

International Perspectives in Psychology: Research, Practice, Consultation, 1(S), 68. 

Mokthsim, N., & Salleh, K. O. (2014). Malaysia's efforts toward achieving a sustainable development: 

Issues, challenges and prospects. Procedia-Social and Behavioral Sciences, 120, 299-307. 

Mijiyawa, A. G. (2015). What drives foreign direct investment in Africa? An empirical investigation with 

panel data. African Development Review, 27(4), 392-402. 

O’Connell, P. J., Russell, H., Watson, D., & Bryne, D. (2010). The changing workplace: A survey 

employees’ Views and Experience. National Centre for Partnership and Performance 

http://dx.doi.org/


https://doi.org/10.15405/epsbs.2020.12.05.86 
Corresponding Author: Adnan Abd Hamid 

Selection and peer-review under responsibility of the Organizing Committee of the conference  

eISSN: 2357-1330 

 

 802 

Saeed, K., & Farooqi, Y. A. (2014). Examining the relationship between work life balance, job stress, and 

job satisfaction among university teachers (A case of University of Gujarat). International Journal 

of multidisciplinary sciences and engineering, 5(6), 9-15. 

Sekaran, U., & Bougie, R. (2003). Research Methods for Business, A Skill Building Approach. John Willey 

& Sons. Inc.  

Schultz, D. (1973). Psychology and industry today. The Macmillan Company. 

Spector, P. E. (1997). Job satisfaction: Application, assessment, causes, and consequences. Sage. 

Thomas, L. T., & Gangster, D. C. (1995). Impact of family-supportive work variables on work-family 

conflict and strain: A control perspective. Journal of Applied Psychology, 80, 6–15. 

Vroom, V. H. (1964). Work and motivation (Vol. 54). Wiley. 

Wayman, S. (2010). Recession bites in workplace for family-friendly policies too. The Irish Time. 

Zareen, M., Razzaq, K., & Mujtaba, B. G. (2013). Job design and employee performance: The moderating 

role of employee psychological perception. European Journal of Business and Management, 5(5), 

46-55.  

http://dx.doi.org/

