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Abstract

This study explores the impact of the Flexible Work Arrangement (FWAs) on the work-life
balance of women employees within private sector organization. FWAs plays a key role in
addressing the realities of today’s workplace for women’s work life balance. In line with this
reasoning, this study examined the relationship between impacts of FWAs such as flexible work
hours, remote work, and job sharing and improving women work life balance in Private sector of
Malaysia. This study will identify the objectives and research questions as well as examines the
relevant hypothesis which focuses on three primary factors contributing to women's work-life
balance such as flexible work hours, remote work, and job sharing. At the end of the study, three
hypotheses will be examined to validate the research's objectives and questions. To collect data on
factors affecting women's work-life balance within specific demographic profiles. This study
employs a quantitative approach that includes survey questionnaires. The research methodology
involves the distribution of questionnaires to working women within the private sector in Malaysia.
The study found that FWAs have a significant impact on women's work-life balance in the private
sector in Malaysia. This underscores their vital role in improving the lives of career women and
contributing to organizational success.
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1. Introduction

In recent years, the platform of work has undergone a profound transformation with
significant changes in the way organizations and employees interact. Among these
transformations, FWAs have emerged as a key driver of workplace flexibility and adaptability.
FWAs encompass various practices, such as flexible work hours, remote work, job-sharing, part
time, compress work weeks along with others.

According to ter Hoeven & van Zoonen (2015), the steadily increasing significance of
flexible working strategies can be defined to a variety of factors, including market globalization,
the development of new technology, quick changes in the labour market, and boosted market
competitiveness. FWAs provide employees with more control over how, when, and where they
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fulfill their job responsibilities. These arrangements meet the needs of the modern workforce and
have the potential to address long-standing work-life balance challenges, especially among
working women in the private sector.

Furthermore, Yadav & Dabhade (2014) studied that work-life balance is a concept that
refers to the equilibrium or balance that individuals seek to achieve between their professional
work and personal lives. It is the state of equilibrium where a person effectively manages their
responsibilities at work while also enjoying a fulfilling personal life outside of work. Moreover,
achieving a healthy work-life balance is essential for the overall well-being, mental health, and
satisfaction of individuals. In other word, flexible working can be utilized as an advantage
capability-spanning resource to help workers, especially women to adjust their employment to
family obligations. Striving to excel both at work and in family life can increase stress and
potentially impact physical and mental health and reduce job satisfaction. Therefore,
understanding how FWAs can improve work-life balance is crucial.

1.1 Problem Statement

Women working in Malaysia's private sector face work-life balance challenges, balancing
family, societal expectations, and career goals. While women play a substantial role in the
country's economy, they often struggle to achieve work-life balance, leading to stress, mental
health concerns, work-family conflicts, and reduced job satisfaction. According to a study by the
Department of Statistics Malaysia, the female labor force participation rate in Malaysia was 55.4%
in 2023, the cause of women's unbalance between work and personal lives is due to the pressure
to excel in both their careers and family life, which can lead to increased stress levels, potential
physical and mental health concerns, and diminished job satisfaction.

The report from Bizjournals.com (2023) found that 67% of female parents experienced
moderate to severe burnout due to work-life imbalance. In a survey of over 3,200 female
professionals in various industries, two-thirds of female parents felt personal guilt for not doing
more at home due to their workloads, 60% experienced professional guilt for not performing as
well as before having children, 54% believed their gender influenced them being overlooked for
promotions, and the top reason for women leaving or considering leaving their jobs was
compensation. As a result of the arguments, this study aims to investigate how the relationships
between flexible work hours, remote work, job sharing, and work-life balance among working
women in Malaysia in the private sector of Malaysia.

1.2 Research objectives

ROL1: To explore the impact of flexible work hours in improving the work-life balance of women
working in private sector of Malaysia.

RO2: To explore the impact of remote work in improving the work-life balance of women
working in private sector of Malaysia.

RO3: To explore the impact of job sharing in improving the work-life balance of women working
in private sector of Malaysia.

http://ipublishing.intimal.edu.my/jobss.html
elSSN:2805-5187


http://ipublishing.intimal.edu.my/jobss.html

JOURNAL OF BUSINESS AND SOCIAL SCIENCES
Vo0l.2023:23

1.3 Research questions

RQL1: Is there a significant relationship between flexible work hours and improving the work-life
balance of women working in private sector of Malaysia?

RQ2: Is there a significant relationship between remote work and improving the work-life balance
of women working in private sector of Malaysia?

RQ3: Is there a significant relationship between job sharing and improving the work-life balance
of women working in private sector of Malaysia?

1.4 Scope of the study

This study aims to explore how FWAs impact the work-life balance of women in the
private sector of Malaysia. The study will focus on the effects of three independent variables such
as flexible work hours, remote work, and job sharing. This research will use a quantitative
approach of the descriptive research study which conducted in a natural work environment. Data
will be collected through questionnaires method to identify the significant influences of the
research dependent variable against the independent variables. The main objective of this research
is to identify the useful information that can be helpful to the research. The findings of this study
can be used to improve policies and practices that enhance work-life balance for women in the
Malaysian private sector.

1.5 Limitations of the study

There could be errors in the data as it relied on surveys, which might make participants
provide inaccurate information about their work-life balance. Also, there might be unanswered
questions, and the study didn't randomly select women for the research, which can affect the
sample size. Moreover, the study only looks at women in private sector jobs, so it may not be
relevant for other groups of workers or different types of organizations. This means there could be
some issues that the research didn't uncover. Future studies should explore these unexplored
aspects of FWAs and employee well-being. It might be useful to use qualitative or mixed research
methods to get a deeper understanding of how FWAs affect the work-life balance of women in the
Malaysian private sector.

1.6 Fundamental Theory

1.6.1 Role Conflict Theory

The research described that the role conflict hypothesis suggests that there may be some tension
between the demands of one's duties within the home and one's job at work (Palomino & Frezatti,
2016). This theory suggests that when it comes to balancing family and work, it's like a give-and-
take situation because people have limited time and energy. So, if employees have more family
responsibilities, they might have less time and attention for work, which could affect their job
performance. The term "role” means people can have multiple responsibilities in their work,
family, and community. This can create conflicts when one function's duties conflict with another
(Yusaini et al., 2023). According to Kossek, E. E., & Thompson, R. J., (2016), firms can reduce
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the stress that could arise from conflicting job expectations by increasing the time and geographical
ranges to handle work and nonwork demands by using organizational flexibility.

1.7 The Conceptual Framework

Figure 1: Conceptual framework, the dependent variable is improving the work life balance. The
independent variables are flexible work hours, remote work and job sharing. Work life balance
therefore depends on the independent variables.

H1l
Flexible work hours
H2 Improving work-life balance
Remote work for women working in Private
H3 Sector of Malaysia
Job sharing

. Dependent variables
Independent variables P

1.8 Hypotheses

H1: There is a significant positive relationship between flexible work hours and improving the
work-life balance of women working in Malaysian private sector.

H2: There is a significant positive relationship between remote work and improving the work-
life balance of women working in Malaysian private sector.

H3: There is a significant positive relationship between job sharing and improving the work-life
balance of women working in Malaysian private sector.

2. Methodology
2.1 Research Design

A research design serves as the roadmap for collecting, measuring, and analyzing data. All of these
are vital for addressing the research objectives and questions related to the impact of FWAs on the
work-life balance of women in the Malaysian private sector. As highlighted by Sy et al., (2020),
the research design plays a crucial role in managing the research process and methodology,
outlining how essential information will be obtained, guiding data review, and steering the overall
research project.

2.2 Target population

In the second quarter of 2023, Malaysia's population was estimated at 33.24 million, with a
projected increase in the labor force participation rate for individuals aged 15-64, from 69.6% in
2022 to 70.0% in 2023. The number of employed persons has been steadily rising and reaching a
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total of 16.34 million (Malaysia, n.d.). In 2023, women make up 56.3% of the employed population
in Malaysia, but there's no specific data available for the number of women in the private sector
workforce. This study focuses on the private sector due to a lack of research on work-life balance
among women employed in the public sector of Malaysia.

2.3 Sampling Size and Measurements

Table 1: Krejcie and Morgan’s Table
rabic 3.1—Krolcio weed Mo (19700 According to the Sample Size Determ!natio_n Ta}ble from Meri
Samole Stze Determinant Table et al. (2022) assessment, the sampling size is 384 people
- sufficient for the populations women employed under one
million peoples. if a population of one million or more exists,
the sample size must be 384, hence, this study's sample size is
384. Table 3.1 shows the Krejcie and Morgan (1970) model
used in this research to determine sample size. It is a non-
- : contrived study, one off data collection which used self-
- - administered questionnaire to collect the primary source of
= = = | data for this descriptive research study. This method offered
cost-effectiveness, eliminated interviewer bias, allowed
respondents sufficient time to provide well-considered
answers, and enhanced the reliability of results due to the
ability to use large sample sizes.

Source:Krejce, RV, and Morgan, DW-(1970) | Tg guarantee reliability, a pilot study was conducted,
involving approximately 10% of the target population, before the main study commenced. In
addition, numerous researchers apply the Kaiser-Meyer-Olkin (KMO) test when utilizing the SPSS
tool, which assesses the suitability of variables, as noted by Shrestha (2021). Given that Kaiser-
Meyer-Olkin (KMO), Bartlett's test, and the Measure of Sampling Adequacy (MSA) are employed
to determine the acceptability of individual variables, Cronbach's Alpha, on the other hand, is used
to validate the reliability of measurement instruments, as suggested by Arof, et al. (2018).

Table 2. Questionnaires table design
Section Variables Items Details
A Demographic Profile 6 To provide better
understanding of
respondents.
1. Marital status
2. Position
3. Age
4. Operational
year
5. Education
level
6. Organization

type
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Current work
schedule (e.qg., full-
time, part-time,
flexible hours).

B Improve Women’s 5 Rank the influence of

(Dependent variable) work life balance flexible work hours,
remote work, and job
sharing on their
overall work-life
balance.

C Flexible work hours 4 Awareness of
(Independent Flexible Work
Variables) Policies, Utilization

of Flexible Hours

Remote work 4 Frequency of Remote
Work, Determine
how often the
respondent works
remotely

Job Sharing 4 Involvement in job
sharing

3. Results and Discussion

3.1 The relationship between Flexible Work Time and Work Life Balance

FWASs have a positive impact on work-life balance in Malaysia. Dousin et al., (2021) found
that educated women with higher salaries prefer FWAs, which help them manage both personal
and professional responsibilities. Further emphasizes that flexible work hours enhance work-life
balance which can be leading to improved job satisfaction and productivity among women
employees. Moreover, FWAs, including flexible work hours, have been found to improve
workplace morale and women’s employee satisfaction (Niebuhr et al., 2022).

As study from Wohrmann et al. (2020), successful flexible work cultures are built on trust,
transparency, and performance accountability. Leaders can encourage this culture by offering
FWAs that create the teamwork and communication which giving employees a sense of control
and valuing their perspectives. As indicated by Subramaniam et al. (2015), Part-time employment
plays a significant role in helping women effectively manage both work and family
responsibilities. With this, combined with family-friendly policies like FWAs, can allows women
to make contributions both in their careers and at home, with benefits like improved childcare and
more quality time with children.

3.2 The relationship between Remote Work and Work Life Balance
Remote work has grown in popularity in recent years, and it has been praised by both
employees and employers for offering a better work-life balance. Remote work allows employees
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to fulfil their responsibilities while away from the workplace and allowing them greater autonomy
and choice over where they work and how they balance work and home life Wo6hrmann et al.
(2020). As a result, it contributes to better work-life balance and labour inclusion. However, some
leaders claim that they will not offer remote work possibilities since it is negative for employee
well-being (Dousin et al., 2021). In addition, remote work has been shown to increase comfort and
improve work-life balance, with less stress (Courtney, E. 2020). Working remotely encourages
professionals to do their business outside of the typical office setting. The basic concept is that no
work needs to be completed in a certain location (Prasad et al., 2020). Coffee shops, beaches, and
other countries are now options. If asynchronous work is appropriate, organizations can even
extend operations beyond a typical 9 to 5 workday.

3.3 The relationship between Job Sharing and Work Life Balance

Job sharing is a flexible work arrangement that allows two or more employees to share the
responsibilities of one full-time position (W&éhrmann et al., 2020). This arrangement can be
beneficial for women employed in Malaysia who are seeking a better work-life balance. Job
sharing can provide women employees with more flexibility in their work schedules, allowing
them to better manage their personal and professional responsibilities. A study conducted in the
Europe found that job sharing can have a positive impact on employee job satisfaction and
productivity (Zuzana Opatrnd & Jakub Prochazka, 2023). The study found that employees who
participated in job sharing reported higher levels of job satisfaction and were more productive than
employees who did not participate in job sharing.

Job sharing can also provide employees with the opportunity to learn new skills and gain
experience in different areas of the organization. This can be particularly beneficial for women
who are seeking to advance their careers while also maintaining a healthy work-life balance.
(Yadav & Dabhade, 2014). By participating in job sharing, women employees can gain valuable
experience and skills that can help them advance their careers and achieve their professional goals.

4.0 Conclusion

This study aimed to explore the impact of FWAs, including flexible work hours, remote work, and
job sharing on improving women's work-life balance in the Malaysian private sector. The research
revealed a significant association between FWAs and the improvement of work-life balance for
women in this sector. In addition, this study tested hypotheses related to the impact of these FWAs
arrangements on women's work-life balance. Also, it's important to note that the observed
outcomes could be influenced by the relatively small sample size and potential questionnaire
imprecision.
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