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Abstract

The concept of employee well-being and work-life balance (WLB) practices emerged to be a significant
topic in human resource management (HRM). It has received a noteworthy attention from academics, HR
practitioners, policy makers and individual employees. The paper intends to revisit these concepts from the
perspective of the healthcare sector in Malaysia. The issues of well-being and WLB became significant for
the healthcare professionals in Malaysia due to a serious shortage of personnel at both national and state
level. This situation has forced doctors and nurses to work in long hours, high work demands with less
flexibility. This paper highlighted three WLB practices: flexible working hours, supportive supervision and
family-friendly work practices and policies to influence employee well-being. In addition, it also
emphasizes gender as a potential moderator to the relationship. The antecedents and consequences affecting
WLB are discussed besides the proposed conceptual framework is being put forward for future research.
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1. Introduction

In recent years, employees’ perceive work not only as their need but also as a basis of personal
satisfaction. Work-life benefits and practices is seen to emerged as one of the motivating factors to assist
in achieving employee personal and professional goals (Joshi et al., 2002). The introduction of WLB
practices and policies became popular these days because of its potential value for both employers and
individuals through improvement of individual general well-being, life satisfaction, organisational
productivity, commitment, talent retention and loyalty (Allen et al., 2000; Carrasquer & Martin, 2005;
Dousin, 2017; Greenhaus et al., 2003; Hammer et al., 2008; Hughes & Bozionelos, 2007; Nelson et al.,
1990; Scandura & Lankau, 1997).

In the healthcare industry, medical professionals have been known for their exhaustive nature of
work. In most countries, these professions are demanded to work in an extended hours with a great work
pressure and demand besides lacking of work flexibility, which has a substantial influence on their well-
being and work-life balance. In Malaysia, this profession has suffered with a shortage of healthcare
professionals as measured by international standards. According to the World Health Organisation (WHO),
the doctor to population ratio is 1:600, but in 2016 at national level, this ratio was 1:633 (Department of
Statistics Malaysia, 2016; Dousin, 2017). This issue is worsening in the East Malaysia states of Sabah and
Sarawak. For the state of Sabah, the doctor to population ratio in 2018 was 1:1200 while in Sarawak for
2015 was 1: 1104. In relations to the nursing profession, Malaysia is also suffering with the issue of nurses
leaving the country for a better employment opportunity overseas, such as in the Kingdom of Saudi Arabia,
Singapore or Australia (Augustin, 2017; BERNAMA, 2008; myMetro, 2014; Yazid, 2010). The shortage
of personnel leads to a high work demand and pressure with extended working hours which negatively

impact of their well-being and WLB.

1.1. Literature Review
1.1.1. The Relationship between Work-Life Balance and Employee Well-being

Studies on WLB in the healthcare sector in western countries are extensive but rarely concentrated
on the Asian context, specifically Malaysia. Several studies suggested that workplace practices, policies
and support to WLB programs helps to improve employee well-being, organisational commitment, job
performance and job satisfaction (Cegarra-Leiva et al., 2012; Dousin et al., 2019; Greenhaus et al., 2003;
Haar, 2013; Morganson et al., 2010; Noor, 2011). Work-life conflict will occur due to employees’ personal
experiences of imbalance between work and personal life. Moen et al. (2008) defined conflict in relations
to WLB as tensions or problems due to intrusion or incompatible pressures of individual’s work and family
roles. A sound WLB policy in organisations could alleviate the issue, which could improve employee well-
being and organisational performance (Haar, 2013).

Moreover, Mohamed and Mohamad (2012) revealed that the current nursing shortage in Malaysia
have a direct impact on their well-being quality of life. They suggested two strategies to improving these
issues, (i) transparency in communication and career growth and (ii) WLB practices. The study also
recommended a ‘voluntary alternate scheduling’ practices, which is seen to improve WLB besides permits
nurses some choice and control over their working days and hours. In addition, Al-Dubai et al. (2013) also

discovered that working hours, work overload, employer-employee relationship and compensation
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packages are key factors to influence doctors’ well-being and burnout. Other studies highlighted the
significance of supervisor support, flexibility in working hours and schedule as well as spousal support,
family involvement to positively impact on employee well-being and quality of work-life (Aziz et al., 2011;
Md-Sidin et al., 2010; Rose et al., 2006). Subsequently, personal and professional support system (e.g.
spouse and supervisor support) is seen as a coping mechanism to reduce employees’ work-life conflict,
improves well-being and their quality of life (Frone et al., 1992; Frone et al., 1997; Greenhaus et al., 1997;
Higgins et al., 1992; Parasuraman et al., 1992). Furthermore, a recent study by Dousin et al. (2019) revealed
that WLB practices and policies could improve employees’ job satisfaction which eventually enhances their
performance at work.

Therefore, WLB practices are an important predictor to employee well-being. The study suggested
three concepts of WLB practices, mostly being debated in the current literatures, (i) flexible working hours

(i) supportive supervision (iii) family-friendly work practices and policies.

1.1.2. The Moderating Role of in the Relationship between Work-Life Balance and
Employee Well-being

In several current literatures, gender is seen to become an important topic in relations to WLB or
work-life conflict. Women in the Eastern countries tend to experience higher work-life conflicts than men,
besides sharing more family and household responsibilities (Chandra, 2012; Hassan et al., 2010; Khan &
Fazili, 2018). This is due to the increased of women participation in the labour market and they are expected
to fulfil both work and family roles simultaneously (Irwan & Azaian, 2011). In the Asian culture, women
and working mother are expected to have a total responsibility for household duties as well as to contribute
to the household income while working on a full-time basis (Chandra, 2012). Besides, married women and
mother with younger children are facing a higher work-life conflict (Khan & Fazili, 2018). Thus, some
studies revealed that this group of women would favour to work in an organisation with standard working
hours with a minimum contact with clients in order to reduce their emotional burden and work-life conflict
(Deery & Jago, 2015; Lawson et al., 2013).

Since most scholars have predicted the influence of gender role to WLB, it is substantial to
incorporate this variable in the WLB studies. Gender role is crucial to be explored as a possible moderating
variable in the relationships between WLB practices and employee well-being. Since most Malaysian
female employees are still bound to the eastern values and norms, they have the tendency to face a higher

work-life conflict (Irwan & Azaian, 2011; Chandra, 2012; Khan & Fazili, 2018).

1.1.3. Conceptualising the Relationships between Work-Life Balance Practices, Gender

and Employee Well-Being in the Context of the Healthcare Industry in Malaysia
Over the past years, WLB has become an important concept to be implemented in most
organisations. As the nature of job become more complex which forces employees to work under a high
pressure WLB practices and policies seen as a solutions due to its potential value for both employers and
employees (De-Bruin & Dupuis, 2004; Hosie et al., 2004; Wickham et al., 2006). WLB practices of flexible
working hours, supportive supervision and family-friendly policies and practices are predicted to influence
employee well-being in most current and contemporary HRM literature. Besides, gender (male vs. female)

is also predicted to moderate this relationship. Since female employees have the tendency to face a higher

917


https://doi.org/

https://doi.org/10.15405/epsbs.2020.10.83

Corresponding Author: Oscar Dousin

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

elSSN: 2357-1330

work-life conflict, a positive WLB practices and well-being (job and life satisfaction) would be stronger
for females than males. These topics lead to the following proposed conceptual framework below (Figure

01).

|'Gemier

(Male vs. Female)

Work-life balance practices
¢ Flexible working hours Employee Well-Being
¢ Supporfive supervision Y >

¢+ Job satisfaction

¢  Family-friendly work . . .
- - ¢ Life safisfaction

practices and policies

Figure 01. Proposed conceptual framework

2. Problem Statement

The importance of employee well-being and work-life balance has emerged to become an important
dimension in the contemporary HRM. Employee well-being refers to an individual experiences’
incompatible demands between work and non-work roles which leads to a psychological discomfort and
negative well-being (Aryee et al., 2005; Greenhaus et al., 2003; Haar, 2013; Huffman et al., 2008; Mesmer-
Magnus & Viswesvaran, 2005; Morganson et al., 2010). Job satisfaction defined as the satisfying emotional
state resulting from an individual evaluation of their job to accomplishing their job values as well as their
general attitudes towards the working condition, job promotion, salary, relationship with supervisors and
colleagues (Blum & Naylor, 1968; Locke, 1969). Some studies found out that employee job satisfaction
levels will decline due to the increase in their work-life conflict experiences (Aryee et al., 2005; Mesmer-
Magnus & Viswesvaran, 2005). In addition, life satisfaction refers to individual evaluations of their quality
of life or a happiness which requires total satisfaction with life (Diener, 1984; Shin & Johnson, 1978;
Tatarkiewicz, 1976). In relations to work-life balance, a balance between work and non-work activities
would improves individual overall experiences to life satisfaction (Babin & Boles, 1998).

Several scholars have studied the relation between WLB practices and employee well-being (Aziz
et al. 2011; Deery & Jago 2015; Dousin, 2017; Hassan et al., 2010; Jamieson et al., 2013; Mahpul &
Abdullah, 2011; Md-Sidin et al., 2010; Noor, 2011; Tanaka et al., 2011). However, there is a lack of study
investigating the moderating role of gender in relations to WLB practices to employee well-being. Besides,
very little studies on these issues have been conducted in the perspective of the healthcare sector in East
Malaysia context. Thus, it is substantial to investigate the issue among healthcare professions to better
understand their motivation, attraction and retention in the sector.

H1: Training and development positively related to intention to stay.
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3. Research Questions

There are two proposed research questions of the study: (i) what is the relationship between WLB
practices and employee well-being? and (ii) does gender moderate the relationship between WLB practices

and employee well-being?

4. Purpose of the Study

The study proposed to investigate the relationship between WLB practices and employee well-being

as well as the influence of gender as a moderator.

5. Research Methods

The population for this research inclusive of academics currently attached teaching in Malaysia
currently. In this study the individuals comprise of working academics in three selected categories of private
higher education institutions in Malaysia, namely in private universities, private college universities and
foreign private university branches excluding the private colleges are chosen. The unit of analysis justified
through the higher percentage of working academics which is more than 60% attached to these three
categories of private higher education institutions in Malaysia compare to the numbers of individual
academics in private colleges. This study applied self-administered questionnaire personally distributed
and by mail for data collection. In total 970 questionnaires are distributed to samples in 97 private higher
education institutions in Malaysia. The questionnaires were distributed to the sample through the respective
institutions Human Resource Department and partly distributed personally by the researcher to the locations
located nearby. The measurements used in this research were adopted from various previous studies with

acceptable reliabilities (Cronbach’s alpha).

6. Findings

The findings of the study revealed a conceptual proposed framework that links WLB practices and

employee well-being as well as moderating role of gender.

7. Conclusion

WLB could be explored from two lenses: an employee and organisational perspective. From an
employee perspective, WLB is seen as the maintenance of a balance between responsibilities at work and
home besides their perceptions on the benefits of working in an organisation which assist them to achieve
an adequate WLB (Bardoel et al., 1998; De Cieri et al., 2005; Russell & Bowman, 2000). In an
organisational setting, WLB practices supports HR policies to promote flexible working hours and
arrangements, child and dependent care and family and parental leave (Bardoel et al., 1998; Kramar, 1997),
supportive supervision from supervisors and colleagues as well as family-friendly practices and policies.

In the healthcare industry in Malaysia, work-life conflict is a result of the shortages of healthcare
professionals due to the rigorous development of the industry itself. In return, it will negatively influence

employee well-being. This paper conceptualise three key areas of WLB practices, namely flexible working
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hours, supportive supervision and family-friendly practices and policies to influence employee well-being.
Besides, it also emphasised the significance of gender to be investigated as a potential moderator. An
extended and empirical study should be conducted to better understand these issues, besides, the result of
the future study could provide an insight to the Ministry of Health, Malaysia and State health department
to creating a sound WLB policies and practices to improving retention, attraction and motivation among

healthcare professions in Malaysia.
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