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Abstract 

In this era, the concepts of human resource management (HRM) practices have evolved to the 

implementation of work-life balance (WLB) practices, such as: flexible working hours and 

supportive supervision. WLB practices have shown a great influence on employee attraction, 

retention, motivation and development. This study examines the relationship between WLB 

practices on employee job performance as well as the mediating effect of job satisfaction in 

the relationship between work-life balance practices and employee job performance among 

doctors and nurses in East Malaysia. The study surveys 491 doctors and nurses in the East 

Malaysia states of Sabah and Sarawak in 2016-2017. Four hypotheses were tested with 

validated measures of WLB practices (flexible working hours and supportive supervision), 
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job satisfaction and job performance. Findings revealed that flexible working hours and 

supportive supervision has a significant and positive impact to job performance. Job 

satisfaction positively mediates the relationship between flexible working hours and 

supportive supervision towards job performance. An effective WLB practices will improve 

employees’ job satisfaction which eventually increase their job performance and productivity. 

This study’s findings aim to assist the Malaysian healthcare industry in improving doctors’ 

and nurses’ attraction, retention and motivation.  

Keywords: work-life balance, job performance, job satisfaction, medical doctors, nurses, 

Malaysia  

1. Introduction 

In recent years, the concept of WLB has become a critical issue in HRM literature. It 

emphasises on the effective management of individual professional work, family 

responsibilities and other personal activities (Keelan, 2015). Furthermore, with a shift in 

globalisation, the role of work to individuals have changed simultaneously too (Joshi et al., 

2002). Even though work is still being perceived as essential, but it also a critical factor to 

improve personal satisfaction. Therefore, one of the motivating factors that help the 

accomplishment of personal and professional goals is the introduction of work-life benefits 

and programs in organisations (Joshi et al., 2002).  

In the context of the Malaysian economic development strategy, the healthcare industry has 

been identified as one of the nation’s key economic contributors in the 12 National Key 

Economic Area (NKEAs) in the nation’s Economic Transformation Programme (Jabatan 

Perdana Menteri, 2012). There is a development of the industry to promote medical tourism 

and it has been recognised as one of the best in the South-East Asia region (Allianz, 2013).  

In the contrast of its important role in the nation’s economy, Malaysian healthcare industry 

still has suffered with a lack of manpower as measured by the World Health Organisation 

(WHO). For example, in 2015, the ratio of doctor per population in Sarawak was 1:1104, 

whereas in Sabah for 2018 was 1:1200. This figure is still far below the WHO standard for 

Malaysia, which is 1:600. The shortage of personnel has gotten even more critical for the 

nursing professions because a large wave of migration movement among nursing 

professionals leaving the country for overseas postings (BERNAMA, 2008; myMetro, 2014; 

Yazid, 2010; Augustin, 2017).  

The healthcare professionals have been known for their exhaustive nature of work. In general, 

this profession is demanded to work in extended hours with high stress and less work 

flexibility, which eventually has a significant impact on their work-life balance, job 

performance and well-being. This manpower shortage in Malaysian healthcare industry has 

pushed this situation even further because it forces healthcare professionals to work in long 

hours with high stress and less flexibility, which has a significant impact on their job 

performance and satisfaction. Understanding the criticality of work-life balance therefore is 

important because it contributes to improve human resource policies and WLB practices in 

the Malaysian healthcare industry. This paper aims to address the above issue by 
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investigating to what extend is the relationship between WLB practices and employee job 

performance. It also investigates how the mediating effect of job satisfaction in the 

relationship between work-life balance practices and employee job performance. To do so, in 

section 2, we undertake a literature review of the key related theories including work life 

balance, job satisfaction and job performance to learn how those elements relate to each other 

in the workplace context. These reviews will act as a foundation for us to develop the study’s 

hypothesises that will describe in section 3. The quantitative approach and the study’s result’s 

analysis will detail in section 4 and 5. The final section will present the key findings and 

discussions as well as the key contributions of this paper.     

2. Literature Review 

2.1 Work-Life Balance Practices 

Work-life balance is a completion of role-related expectation that are negotiated and shared 

between individuals and their role-related partners in their work and families (Gryzwacz & 

Carlson, 2007). It refers to the act of effectively managing a balance within individuals’ three 

domains in life, including organisation, social and personal life (Poulose & Sudarsan, 2014; 

Keelan, 2015). Several studies highlighted the main constructs of WLB practices and its 

outcomes. These researchers recommended that workplace policies and support in providing 

WLB plans will enhance employee well-being, organisational commitment and job 

satisfaction (Cegarra-Leiva et al., 2012; Greenhaus et al., 2003; Haar, 2013; Morganson et al., 

2010; Noor, 2011). Workers may have the tendency to faced personal conflicts if they unable 

to balance the demand of their work and personal life. Moen et al. (2008) defined conflict as 

an interference of work and family roles which generates tensions for the individuals as a 

direct outcome of incompatible pressures from an individual’s work and family role. Thus, 

organisations are encouraged to provide workplace policies that will enhance employee WLB 

which improves well-being and eventually boost organisational productivity and performance 

(Haar, 2013).   

One of the earliest theories in studying WLB is the spillover effect theory (Westman, 2002; 

Googins, 1991). It refers to a person feelings, attitudes and behaviours of their work which 

will be influence by other domains such as their family, which will lead to a potential 

spillover between these two domains (Googins, 1991). A positive spillover could improve 

individuals’ performance while a negative one could lead to an opposite effect (Pedersen et 

al., 2008). In relations to WLB practices, it can be observed through supportive supervisors or 

colleagues, which could alleviate work-family spillovers (Garcia Cabrera et al., 2018; Wu et 

al., 2012). In addition, employer-oriented flexible work schedule also will positively 

influence work to family spillover. Therefore, an employee oriented, flexible working 

practices and family-friendly can be an employees’ active spillover from family to work in 

providing an adequate balance between work and family (Pedersen et al., 2008; Lott, 2018; 

Ruppanner & Pixley, 2012).  

There are several empirical studies on WLB among medical professionals in Malaysia. 

Sibbald et al. (2000) studied the advancement in the healthcare system from clinician-centred 

to patient-centred which resulted to a higher work-pressure among doctors as which increase 
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their work-related stress and burnout. This issue is worsening in Malaysia due to the 

shortages of medical professionals, increasing number of patients which leads to a 

high-intensity of daily clinical routine, such as long working hours and working under time 

pressure (Cooper et al., 1989; Sibbald et al., 2000). Razak et al. (2011) further examined the 

issues of work overload, spousal support and job involvement in work-family conflict among 

doctors in Peninsular Malaysia. Their study suggested that work overload negatively affect 

work involvement with family and resulted in exhaustion and fatigue which eventually 

influence doctors’ motivation. In a similar setting, Mohamed and Mohamad (2012) studied 

the issue of quality of work-life among nurses and recommended work-life balance strategy 

as well as a voluntary alternate scheduling which could possibly lessen work-life conflict. 

Rashid et al. (2011) further suggested that social support is vital to work-family enhancement 

which guarantees life satisfaction among nurses. This study was supported by Al-Dubai et al. 

(2013) who suggested that medical resident-supervisor relationships, work overload and 

environment could influence employee emotional burnout and motivation. Their study 

proposed an adequate mentoring, motivation and fair assessment could prevent negative 

well-being among medical residents in Malaysia.  

These reviews proposed key elements such as flexible working hours and supervisory support 

to established employee WLB. While it is obvious that studies on WLB in relation to 

employee job performance and satisfaction is a common phenomenon among healthcare 

professions, at present, little studies have been conducted specifically in the East Malaysia 

healthcare sector.  

2.2 Job Satisfaction  

Job satisfaction is a significant concept in any organisations as it will influence employees 

job performance and morale (Maslach et al., 2001; Zapf et al., 2001). It refers to employees’ 

feeling and response towards their job (Smucker et al., 2003). In an organisational context, it 

is basically an employee overall attitude and approach towards their salary, working 

conditions and control, job promotions, social relationships in the workplace, recognitions as 

well as group relations apart from their work life (Blum & Naylor, 1968). Employees’ job 

satisfaction could be measured by their attitudes, job performance, turnover rates, 

absenteeism, grievances and unpunctuality (Wagner, 1994).   

2.3 Job Performance 

Employee job performance is a work behaviour which discusses to the means employee 

behave in responding to some unsettled work-life conflicts, conditions or circumstances in 

their workplace (Pitt-Catsouphes et al., 2007). It is also defined as the level of individuals’ 

productivity relative to their co-workers on numerous job-related behaviours and outcomes 

(Babin & Boles, 1998). Previous studies suggested that work-life conflict has a negative 

effect on employees’ job performance (Frone & Russell, 1997; Netemeyer et al., 2004). 

Therefore, to improve employee job performance, a balance between work and life should be 

achieved (Madsen, 2006). 
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3. The Development of Research Hypotheses and Conceptual Framework  

In recent years, researches on WLB have been conducted in an organisational context due to 

importance for both organisation and employees. From an employee perspective, WLB will 

improve their job satisfaction, organisational commitment, well-being and performance by 

reducing work-family conflicts (Allen et al., 2000; Kossek & Ozeki, 1998). Thus, workplace 

policies and practices in providing WLB programs is essential (Cegarra-Leiva et al., 2012; 

Greenhaus et al., 2003; Haar, 2013; Morganson et al., 2010; Noor, 2011; Wagner, 1994). 

These suggestions have been supported by various researchers which suggested that 

organisations should developed HR policies that promotes flexible working hours to enhance 

employees WLB (Hacker & Doolen, 2003; Hyman & Summers, 2004). For organisations, a 

sound WLB policies will have a significant influence on employee outcomes, such as 

commitment, motivation, performance which improves talent retention by reducing 

employees intention to leave (Carrasquer & Martin, 2005; Hughes & Bozionelos, 2007; 

Nelson et al., 1990; Scandura & Lankau, 1997). These debates lead to the following 

hypothesis: 

H1: There is a significant relationship between flexibility in working hours and job 

performance 

Supportive supervision concept explores the issues of HRM practices which support WLB 

practices in the context of the healthcare industry in Malaysia. The fundamental goal of 

various enhancements in HRM policies is to attract and retain healthcare professionals in East 

Malaysia states, Sabah and Sarawak. Supportive HRM practices can be seen through an 

active job promotions and career advancement and by awarding excellent service awards 

(Yazid, 2010). In the doctor profession, the option for locum practice allows them to earn an 

extra income in the private healthcare sector while still working in the public healthcare 

sector (Dahlui & Aziz, 2012). Since the healthcare industry is the Malaysian nation’s key 

economic area, it is critical for both, federal and state health departments to continuously 

expand an effective and strategic HRM policies and practices. This supportive supervision is 

hypothesised to have a significant influence on employee job performance and satisfaction. 

These arguments lead to the following hypothesis:  

H2: There is a significant relationship between supportive supervision and job 

performance 

Haider et al. (2017) studied the influence of psychological well-being and satisfaction in the 

relationship between WLB and employee job performance. Their study suggested that 

psychological well-being mediates the relationship between WLB and job performance. They 

proposed that WLB practices will improve employee job performance by strengthening their 

psychological well-being. In addition, Mendis and Weerakkody (2017) also conducted a 

similar research concept. Their study revealed that job satisfaction significantly mediates the 

relationship between WLB and employee performance. These findings lead to formulate 

these mediation hypotheses:     
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H3: Job satisfaction significantly mediates the effect of flexibility in working hours 

and job performance 

H4: Job satisfaction significantly mediates the effect of supportive supervision and 

job performance 

The conceptual framework for this study is developed from the above literature review. 

Figure 1.0 presents the relations between WLB practices (e.g. flexibility in working hours 

and supportive supervision), job performance and satisfaction.  

 

 

 

 

Figure 1.0. Conceptual framework: The relations between WLB practices, job 

performance and job satisfaction 

4. Research Methodology 

The aim of this study was to examine the relationship between WLB practices on employee 

job performance as well as the mediating influence of job satisfaction in the relationships 

among doctors and nurses in East Malaysia states.  

This research employed a quantitative method whereby survey questionnaire was used for 

data collection. The questionnaire was designed with five major sections, Part A: 

Demographic, Part B: WLB, Flexibility in working hours (4 items), Part C: WLB, Supportive 

supervision (5 items), Part C: Job performance (9 items) and Part D: Job satisfaction (7 items). 

The questionnaire survey was developed based on adaptation from past researches by several 

scholars, whereby reliability and validity were tested. However, in this study, validity and 

reliability of the questionnaire were conducted as well. Expert analysis was conducted with 

three senior doctors, two senior nurses and one senior officer from the state health 

department.  

Pilot test was conducted to measure the reliability for each variables of the study. This test 

showed that the Cronbach’s alpha exceeded the threshold of 0.7 suggested by Sekaran and 

Bougie (2016), as follows: WLB, Flexibility in working hours (0.757), Part C: WLB, 

Supportive supervision (0.856), Part C: Job performance (0.938) and Part D: Job satisfaction 

(0.913).  

The scope of the study was doctors and nurses in Sabah and Sarawak, East Malaysia region 

by adopting a random stratified sampling. Stratification was done based on hospitals, then, 

the survey questionnaires were distributed randomly in the hospital wards. According to 

Leedy and Ormrod (2005), 66 participants are needed as a minimum requirement. However, 

610 surveys were distributed, and 491 surveys were used for data analysis using SPSS 

version 22.0 (80.5% response rates).  

Job Performance 

Work-life balance practices 

 Flexibility in working 

hours 

 Supportive supervision 

 

Job Satisfaction 
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5. Data Analysis  

This study used SPSS version 22.0 for data analysis. Principal component analyses were used 

to examine the structure of the measures. The mediation hypotheses were tested using Barron 

and Kenny’s (1986) procedure.   

The data of this study are self-reported, from a single source and were obtained using a single 

method of a 7-point Likert scale (Allen & Seaman, 2017). Harman’s single factor analysis 

was implemented to analyse the common method variance (CMV) (Podsakoff et al., 2003). 

The underlying assumption of this technique is that, if a substantial amount of CMV is 

present, either (a) a single factor will emerge from the factor analysis or (b) one general factor 

will account for the majority of the covariance among the measures (Podsakoff et al., 2003). 

A principal component analysis was conducted on all the items and it revealed that the first 

component explains 38.3% of the total variance in the items, below the threshold value of 

50% (Podsakoff & Organ, 1986) which indicated there are no CMV problems.  

Table 1. Pearson correlation analysis and Cronbach alphas 

 1 2 3 4 5 6 

1. Gender 1      

2. Marital status 0.136** 1     

3. WLB: Flexibility in 

working hours 

-0.012 -0.178** 0.757    

4. WLB: Supportive 

supervision 

-.0.003 -0.063 0.533** 0.856   

5. Job satisfaction -0.115* -0.173** 0.395** 0.578** 0.913  

6. Job performance  -0.021 -0.141** 0.344** 0.473** 0.490** 0.938 

Gender: 1 = female, 2 = male; Marital status: 1 = married, 2 = single, 3 = divorced 

* p<0.05, ** p<0.01, *** p<0.001; Cronbach alphas are presented on the diagonal in bold. 

Table 1.0 shows the results of Pearson correlation analysis. The correlations coefficients for 

all relationships between variables were less than 0.90, indicating that data were not affected 

by serious collinearity problems (Hair et al., 1998). In addition, Cronbach alphas for each 

variable exceeded 0.7 as suggested by Sekaran and Bougie (2016).  

As shown in table 1.0, WLB: Flexibility in working hours has a significant positive 

correlation with job performance (r=0.344, p<0.01), thereby H1 is supported. In addition, 

WLB: supportive supervision also has a significant positive correlation with job performance 

(r=0.473, p<0.01, therefore H2 is supported. 

Hypothesis 3 and 4 were tested using the procedure proposed by Baron and Kenny (1986), 

“whereby mediation effects can be claimed if: (i) the independent variable significantly 

predicts the independent variable; (ii) the independent variable significantly predicts the 

mediating variable; (iii) when the dependent variable is regressed simultaneously on the 

independent variable and the mediator, the mediator significantly predicts the dependent 

variable is less than that obtained in Condition 1. If the independent variable has a significant 
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effect in Condition 3, then there is partial mediation. If the independent variable has a 

non-significant effect in Condition 3, then there is full mediation. According to Baron and 

Kenny (1986) only condition 2 and condition 3 are needed to demonstrate mediation effects” 

(Bartram et al., 2012).  

The result from the analyses that were conducted to test hypothesis 3 are as follows: (i) WLB, 

flexibility in working hours significantly predicts job performance (b = -0.141, p<0.001), 

hence Condition 1 is met; (ii) WLB, flexibility in working hours significantly predicts job 

satisfaction (b = -0.173, p<0.01), hence Condition 2 is met; and (iii) job satisfaction was 

regressed on WLB, flexibility in working hours (b=0.313, p<0.001), hence Condition 3 is met. 

For hypothesis 4, the analyses are as follows: (i) WLB, supportive supervision significantly 

predicts job performance (b = 0.344, p<0.01), hence Condition 1 is met; (ii) WLB, supportive 

supervision significantly predicts job satisfaction (0.395, p<0.01), hence Condition 2 is met: 

and (iii) job satisfaction was regressed on WLB, supportive supervision (b=0.313, p<0.001), 

hence Condition 3 is met. Hypotheses 3 and 4 therefore supported as job satisfaction fully 

mediates the relationship between WLB practices (i.e. flexibility in working hours and 

supportive supervision) and job performance. The testing of mediating effect of job 

satisfaction is shown in Table 2.0 below.  

Table 2. Testing mediating effect of job satisfaction using Baron and Kenny (1986) 

Variables  

Step 1 Step 2 

WLB (Flexibility in working hours) 0.129** 0.090* 

WLB (Supportive supervision) 0.405*** 0.245*** 

Job Satisfaction  0.313*** 

 

R Square 0.236*** 0.300*** 

Adjusted R Square  0.233*** 0.293*** 

R Square Change 0.236*** 0.064*** 

Dependent variable: Job performance, N=491, *p<0.05, **p<0.01, ***p<0.001 

6. Discussion and Conclusion  

All variables of this study were reliable and valid. In addition, the results also indicated that 

there was a direct and significant relationship between all variables. First, flexibility in 

working hours had a direct and significant relationship with employee job performance. This 

finding is supported by earlier studies by Cegarra-Leiva et al. (2012) andMorganson et al. 

(2010). Furthermore, supportive supervision had a direct and significant relationship with 

employee job performance which is consistent with Rashid et al. (2011) and Al-Dubai et al. 

(2013).  

The mediating effect of job satisfaction in the relationship was tested using the procedure 

proposed by Baron and Kenny (1986). By following the three conditions, it was found that 

job satisfaction had a mediation and significance relationship with WLB practices (i.e. 

flexibility in working hours and supportive supervision) and employee job performance. 
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These findings support previous studies by Mendis and Meerakkody (2017) and Haider et al. 

(2017) which revealed that the better WLB practices will improve employee job performance 

and satisfaction. The mediation analysis also demonstrated that, in terms of explanatory 

power, the inclusion of job satisfaction in step 2 explained 30.0% of the variance in the 

dependent variable (job performance). 

Findings of this study revealed that WLB practices are crucial in determining employee job 

performance and satisfaction. In a high-intensity work environment, the practice of flexible 

working arrangement and supportive supervision is crucial to improve employee attraction, 

retention and motivation. As elsewhere, in the East Malaysian healthcare industry, employees 

are required to work on fixed schedules and in shifts, which could lead to a higher work-life 

conflicts. This conflict was an individuals’ difficulties in balancing the demands from their 

career, personal and family needs, which supports the previous studies by Japanese Nursing 

Association (2007) and Tanaka et al. (2011). The result of this study also supports the notion 

of the spillover effect theory (Westman, 2002; Googins, 1991). Employees perceived that the 

employer-oriented flexible work schedule and supportive supervisors could lessen the 

work-family spillovers (Garcia Cabrera et al., 2018; Wu et al., 2012; Pedersen et al., 2008; 

Lott, 2018; Ruppanner & Pixley, 2012). An adequate balance between work-family and 

personal life will then improves their job performance and job satisfaction.  

Furthermore, a formal WLB policy could mitigate this issue but it could be very costly for 

most organisation (Haider et al., 2017). But, a flexible working arrangement can be 

established because the Malaysian working culture appreciates group cooperation and 

harmony, dependence besides empathetic collegiate relations (Abdullah, 1996; Hassan et al., 

2010; Keshavarz & Baharudin, 2009). The concept of supportive supervision also could be 

observed through the East Malaysia high-power distance culture (McShane et al., 2015), in 

which employees have a high respect for their superiors by being dependent on their 

decisions and advices. They also recognised the medical knowledge, competencies and skills 

of their supervisors, high job integrity and cognitive and practical intelligence (McShane et 

al., 2015). Thus, their supervisors and senior medical practitioners can play a major role in 

forming an organisation that promotes WLB with less work-life conflict, which eventually 

enhances their job performance and satisfaction.  

In regard to the practical implications of this study, a significant fundamental reform on the 

WLB policy at the federal Ministry of health and state health department is needed to 

promote a positive WLB among medical staffs. In developing this policy, critical 

employment aspects such as parental and marital status, job position and demand, the number 

of employees’ in a department and the ratio of medical professional per population head in 

each state. In addition, a WLB policy tailored based on individual needs and requirements 

besides accommodates a wide range of employees and job positions will help to reduce 

work-life and family conflict, improve individual motivation which ultimately increases 

employee attraction and retention, especially in the public sector. Besides, a total 

commitment from the organisation and management is crucial to ensuring this policy could 

be effectively implemented and sustained. They must recognized the importance and 

influence of WLB to employee job performance, sattisfaction and well-being as well as 
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willing to invest their time and effort in developing a culture of support with an efficient 

WLB policy. Thus, the study has successfully integrated the concept of WLB practices, 

employee job performance and satisfaction among doctors and nurses in the East Malaysia 

context. The research objectives were met with all hypotheses being supported.  
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