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Abstract 
In order to survive with the economic crisis nowadays, people tend to do more than one job to earn 
income. It is more difficult for a person with a big family with low income to balance their work and 
life. This situation leads to the unhealthy lifestyle with no work life balance. Thus, this paper aims to 
investigate the relationship between emotional intelligence, social supports, work condition and 
technology advancement with work life balance. For the purpose of this study, sets of questionnaires 
were distributed among working adults by using non-probability sampling technique. 139 
respondents were recorder and the hypotheses were tested by using Smart-PLS version 3. Based on 
the result, social supports and work condition were found to be significant with work life balance. 
However, emotional intelligence and technology advancement were found to be not significant with 
work life balance. It is suggested for future research to collect more respondents around the country 
in order to get more reliable results.  
Keywords: Emotional Intelligence, Social Supports, Technology Advancement, Working Condition, 
Work-Life Balance. 
 
Introduction 
Work-life balance is an important aspect of a healthy work environment. However, the terms of 
“work-life balance” has extinct in employees for last few years. Carnicer, Sanchez, and Perez (2003) 
found that the number of individuals with significant responsibilities both at work and with family: 
single parents, working women, dual-career couples, and fathers heavily involved in the past two 
decades. These changes have reasons on why the work-life balance is no more important for a few 
employees.  
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Due to the effect of the recession on the relationship between work and life, the European Social 
Survey found that to some degree shortened working hours had alleviated tensions between work 
and life. OECD (2016) data suggest that the quality of jobs has steadily declined in many European 
countries during the severe and prolonged economic crisis, negatively affecting job security and the 
quality of the work environment. The work pressure has increase dramatically in recent decades for 
those employees work for long hour of working period.  
 
Work life balance which primarily deals with an employee’s ability to properly prioritize between 
work and his or her lifestyle, social life, health, family etc, is generally linked with employee 
productivity (Shadab & Arif, 2015). According to The Star Online (2019), Kuala Lumpur has the worst 
overall work-life balance among 40 major cities in the world. Kuala Lumpur, Malaysia holds the 4th 
place of top overworked cities in the world. The Sun Daily article stated that Kuala Lumpur is one of 
the most expensive cities in Asia which on rank 141st in the world. Employees need to do more than 
one job, or they will work overtime to support themselves due to high costs of living that lead to 
unbalance work life. Contrary, some employees are not willingly to do the job but they were asked 
by their bosses to do so. Employers have no right to give work orders when you have officially clocked 
off (Abdul Halim, 2017). According to The Malaysian Reserve (2019) indicates that to a recent survey 
by Monster.com, 39 per cent of Malaysian employees say uncooperative bosses are a barrier to 
achieving work-life balance, while 37 per cent say their workplace does not provide them with the 
necessary tools required to work from home. Employees across Malaysia do not have a great 
experience with their attempts to balance time in the office with time at home, as nearly half of them 
said they can “only sometimes” manage. When the employees cannot manage their time effectively, 
this will contribute to a few problems to him or herself such as lack of time for their families. 
Therefore, the objectives of this study are: 

• There is a relationship between emotional intelligence towards work life balance 

• There is a relationship between social supports towards work life balance 

• There is a relationship between technology advancement towards work life balance 

•  There is a relationship between working condition towards work life balance 
 
Literature Review 
Studies have demonstrated that work-life balance is not about dividing time between work life and 
non-work life. It must be done by reducing the conflict between two realms by managing the various 
roles and responsibilities (Kumarasamy, Pangil, & Isa, 2015). According to a survey by Ernst & Young, 
one in three full-time employees in some of the world’s largest economies said it become more 
difficult to maintain a healthy work-life balance in the last five years. Technologies nowadays burden 
the employees as they will receive work anytime through mobile phones. Based on the analysis of 
Duxbury and Smart (2011) on the survey found that 70 per cent of professional employees agreed 
that mobile technology had increase their workloads. This is one of the reasons the employee could 
not balance their work and personal life. The work often affects family and social life, while family 
pressures at other times affect the performance of the work (Fu & Shaffer, 2001; Nabong, 2012; 
Reddy, Vranda, Ahmed, Nirmala & Siddaramu, 2010). Futhermore, it has been shown that high levels 
of total (paid) working hours lead to tensions between work and life. McGinnity and Russell (2013) 
found that economic crisis contributes to unbalance work and family life as it is due to financial 
insecurity. 
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Emotional Intelligence 
Kalyani, Priyadarshini, Ravinder and Asha (2017) defined emotional intelligence as the capability of 
individuals to recognize their own emotions and those of others. The same study stated that 
employees with higher emotional intelligence have better work life balance and emotional 
intelligence is an effective way to incorporate, improve and offer better work and family life. The 
study used 170 employees as their sample size who work in IT sector of the age group 25-50 years 
old, of different income groups of junior and middle level management. From their finding, Emotional 
Intelligence and Work Life Balance are moderately and positively correlated. Another study done by 
Mokana, Faizuniah and Faizal (2015) to show the influence of emotional to work life balance. 
According to them, with emotional intelligence, we will be able to understand our own need and 
relate to those whom we work with better, and as a consequence we will able to complete our work 
more effectively and thus maintain our work-life balance. Their finding is the emotional intelligence 
was found positively related to work life balance. Therefore, this study proposed that: 

H1: There is a relationship between emotional intelligence and work life balance. 
 
Social Supports 
Social support is defined as “the social resources that persons perceive to be available or that are 
actually provided to them by non-professionals in the context of both formal support groups and 
informal helping relationships (Gottlieb and Bergen, 2010). We need to have a strong social support 
network during the phase of reaching our goals or handle a conflict.  Study done by Achour, Shahidra, 
Bahiyah, Roslan and Yakub (2017) to examine the relationship of work-family demand with 
employee’s well-being, and the role of management/supervisory support. Management/supervisory 
support would moderate the relationship of work-family demands with employees’ well-being were 
the hypothesis that were proposed by the researchers. Total of 250 working female academicians 
working in research universities in Kuala Lumpur, Malaysia were used as respondents where their 
ages ranged from 30 to 60 years old. The result of the study has proved that management and 
supervisory support strengthens the relationship between work-family demands and employees’ 
well-being. The authors state that management and supervisory support plays an important role in 
balancing work demands and family roles and also in increasing working female academicians’ well-
being. The study shows that management/supervisor support reduced work-family conflict and work-
family demands. Hence, work family demands and developing and improving well-being of 
employees is moderated by the management/supervisory support.  
 
Research by Achour, Shahidra, Bahiyah, Roslan and Yakub (2017) found out that management and 
supervisory support strengthens the relationship between work-life demands and employees’ well-
being. Moreover, supervisory and management support have a significant and positive relationship 
with employee well-being. Study on organizational support done by Mokana, Faizuniah and Faizal 
(2015) show that organizational support was found positively and significantly related to work life 
balance. Therefore, it can be hypothesized as: 

H2: There is a relationship between social supports and work life balance. 
 
Technology Advancement 
Technology advancement in the means of working through technological gadgets like smartphones, 
tablets & other devices that enable employees to stay connected with work all the time (Easmin, 
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Anwar, Dovash and Karim, 2019). Technology development has given a greater sense of mobility in 
individuals’ daily lives (Holden and Sunindijo, 2018). This increased mobility and interconnectedness 
has enabled the workforce to work from home, become more itinerant, thus allowing individuals to 
communicate while in transit, and be available 24 hours a day, seven days a week (Wajeman et al., 
2010).  
 
According to Githinji and Wekesa (2017), a greater sense of work life balance and increased 
productivity in the workplace can be fostered with virtual work programs. This program would make 
the employees to work in flexible location and time without need to travel and eliminate the office 
space. This can be supported by Holden and Sunindijo (2018), work-life balance is supposed to be 
good in using information and communication technologies (ICTs) because it increased the 
employee’s flexibility, allows them to complete work in a non-work environment, thus, facilitating 
social and family needs. However, according to Easmin, Anwar, Dovash and Karim (2019), because of 
technological advancement, there is employee needs to bring their incomplete task out of the office 
which create negative impact on personal life. These actions make the employees tend to stay 
connected with the technology to contact with manager regarding to respond about work even after 
working hours and at the weekends. These claims can be supported by Hubbard (2016), the 
continuous emergence of new technologies will bring the pressures for individuals where they need 
to complete work tasks, or immediately respond to work inquiries, are constantly increasing. More 
work pressures caused from advancement in technology has affected the employees’ stress level to 
a much larger extent (Fazili and Khan, 2017). Hence, the current study proposed the following: 

H3: There is a relationship between technology advancement and work life balance. 
 
Work Condition 
According to Babić and Bakotić (2013), Work condition is the conditions under which job is performed 
can be different - from those completely comfortable to those very difficult and dangerous to 
employees’ life and health. The researchers said that the factors of working condition related to the 
organization such as duration of the work shift, work schedule, working time, work and excessive 
strain. Working condition is one of significant factor for employee to have a good quality of life that 
would affect their physical and mental health. Besides, working conditions will promote a harmony 
amongst work and life enhances employee achievement and inspiration (Tanaka et al., 2011). The 
findings of this study are also supported by the research conducted done by Asad et al., (2018), there 
is a positive relationship between working conditions and work life balance. It means that if there is 
any change in working conditions then work life balance will also affected.  
 
Flexible working hours are becoming important to the workplaces in offering flexible working hours 
to employees due to the benefits that flexibility gives to both employee and employer (Shagvaliyeva 
and Yazdanifard, 2014). According to Russel, Helen and Mcginnity (2015), the researchers said that 
working hours are very strongly associated with satisfaction with work-life balance: those who work 
longer hours are much less satisfied with the balance between work and family life. This is because 
employee working condition have influence their work life balance where they need to work over 
their own working time and have less time to spend with the children, spouses and family. 
Furthermore, in an observation- based study by Lederer et,al. (2018), the findings have shown that 
working condition under increased pressure from consolidated working hours, employees increased 
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pressure to perform during work hours contributes to emotional exhaustion and poor work-life 
balance. Working hours tends to keep them busy in their professional work. Where daily course of 
work is concerned with the time allocation for each duty and responsibility handled by individual 
(Narkhede & Lal,2018). So, this study proposed that: 

H3: There is a relationship between work condition and work life balance. 
 
 
 
 
 
 
 
     
 

Figure 1: Theoretical Framework 
 

Methodology 
This study used descriptive research design in order to seek the relationship between factors affecting 
work-life balance among employees in Malaysia. The data was collected by using quantitative 
approach, specifically questionnaires. As to reach the targeted population, judgmental sampling was 
used with criteria that the respondents must come from working adults. After the major data 
collection, 158 questionnaires were returned. However, only 139 completed questionnaires were 
further analyzed by using Smart-PLS version 3. The findings of the data were presented in the next 
section.  
 
Result and Discussion 
Respondents’ Demographic Profiles 
Frequency analysis was run in order to analyze the demographic profile of the respondents. From the 
result, it shows that 31.7 percent or 44 respondents were male, while 68.3 percent or 95 respondents 
were female. In term of age, 61.9 percent or 86 respondents is between 18 to 30 years old, 34.5 
percent or 48 respondents is between 30 to 50 years old, while only 3.4 percent or 5 respondents is 
above 50 years old. In term of age, out of 139 respondents, 53.2 percent or 74 respondents were 
single, while 46.8 percent or 65 respondents were married. Lastly, 70.5 percent or 98 respondents 
were permanent staff, 18.0 percent or 25 respondents were temporary staff, while only 11.5 percent 
or 16 respondents were contract staff.  
 
Normality 

Table 1.1 Normality Result 

 Work Life 
Balance 

Emotional 
Intelligence 

Social 
Supports 

Work 
Condition 

Technology 
Advancement 

Skewness  -.678 -.021  -.706 .308  -.172 

Kurtosis -.067 -.596 -.128 -.124 .794 

In order to test for normality of the data, skewness and normality was performed. Based on Table 
1.1, skewness and kurtosis value ranges from -3 to 3. Therefore, all the variables can be said (work 

Emotional Intelligence 

Social Supports 

Technological Advancement 

Work Life Balance 

Work Condition 
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life balance, emotional intelligence, social supports, work condition and technology advancement) 
are normally distributed.  
 
Multicollinearity 
Multicollinearity occurs when there are correlations among variables. According to Tabachnick and 
Fidell (1996), this happens if a correlation between two or more variables is 0.9 or greater and in 
order to overcome this problem, one of the variables is removed from further analysis. Based on the 
results, all the correlation values of the variables are below 0.9, thus no multicollinearity problem 
was detected. 
 

Table 1.3 Correlation Coefficient 

  
Work Life 
Balance  

Emotional 
Intelligence 

Social 
Supports 

Work 
Condition 

Technology 
Advancement 

Work Life 
Balance 1   

 

 
Emotional 
Intelligence .077 1  

 

 
Social 
Supports .346** .184** 1 

 

 
Work 
Condition .214** .398** .247** 

1 
 

Technology 
Advancement .024 .256** -.080 

. 
.245** 1 

 
Test of Hypotheses 
Hypothesis testing were used to test whether the stated hypothesis can be accepted or rejected.  
 

Table 1.4 Test of Hypotheses 

 
Work 
Life 

Balance 

Emotional 
Intelligenc
e towards 
Work Life 
Balance 

Social 
Supports 
towards 

Work Life 
Balance 

Technology 
Advancemen

t 
towards 

Work Life 
Balance 

Work 
Condition 
towards 

Work Life 
Balance 

Std Beta  0.296 0.260 0.057 0.386 
Std Error 

 

0.152 0.276 0.000 0.271 
t-value 1.014 3.676 0.505 2.920 
p-value 0.155 0.000 0.307 0.002 

UL -0.388 0.158 -0.191 0.111 
LL 0.455 0.389 0.171 0.419 
f2 0.112 0.087 0.004 0.104 

VIF 0.835 0.123 0.277 0.241 0.335 
Based on Table 1.4, work life balance has the positive relationship with social supports (t-value=3.676, 
p-value=0.000) and work condition (t-value=2.920, p-value=0.002). However, emotional intelligence 
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was found to has not significant with work life balance (t-value=1.014, p-value=0.155). Technology 
Advancement also was found to be not significant with work life balance (t-value=0.505, p-
value=0.307). 
 
Conclusion 
The study was conducted to investigate the potential relationship between emotional intelligence, 
social supports, work condition and technology advancement with work life balance. Result shows 
that there was a positive relationship between social supports and work condition with work life 
balance. However, emotional intelligence and technology advancement were found to be not 
significant with work life balance. According to Achour, Shahidra, Bahiyah, Roslan and Yakub (2017), 
it is recommended that management or supervisor should provide their full support to the employee 
either moral or physical in order to reduce stress in workplace thus promote work life balance. Moral 
support that management could give to their employees including counseling, while physical support 
by providing nursery for their kids. In addition, management should practice only works during 
working hours in order to promote work life balance (Noraini, 2015). In term of emotional 
intelligence, respondents found it has not significant with work life balance because respondents may 
manage their emotion well. While, technology advancement also was found to be not significant with 
work life balance due to technology is much needed in daily life.  
 
Significantly, this study benefits to the policy maker in designing the workforce act as a guidelines to 
the employer in order to support work life balance. Employee who will be able to balance between 
their work and personal life will nurture the positive environment in workplace, thus being more 
productive. 
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