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Abstract. The study examines the factors affecting work-life balance (WLB) in
Malaysia’s Airline industry, focusing on airline employees with the data collected
using the quantitative research method. Besides, the study proposes a framework
onWLBbased on previous studies and the underpinning theories. The independent
variables include: family satisfaction, job satisfaction, and psychological distress
as mediator with WLB as the dependent variable. There are four hypotheses pro-
posed based on the conceptual framework outlined with include dependent, inde-
pendent and mediator. The data were gathered through a survey using convenient
sampling among cabin crew in Malaysia analysed using Multivariate statistics.
The Gpower used as a tools to determine the minimum sample size.

Keywords: Work-life Balance · Family Satisfaction · Job Satisfaction ·
Psychological Distress

1 Introduction

Work-life balance (WLB) is increasingly essential in the modern era because of the
mental health issues affecting employees’ behaviour and performance [1]. Work-life
balance is the model splitting a person’s time and energy between work and other more
critical parts of life, a challenging feat to achieve. Making time for family, friends, or
even self-care and community activities is difficult when someone spends most of their
time at work and returns home in the evening [2]. Presently, the organisation implements
WLB programmes such as flexible work hours and leave scheduling [3].

The average worker worked at least fourteen to sixteen hours per day, six days a
week, will suffered a negative effect on their social and physical well-being. It will
intensify serious workplace issues such as employee turnover and job satisfaction and
impact the conflicting demands of work and personal life [4]. However, [5] argue that in
the current situation, such as economic and financial pressure with a highly competitive
labour market where is difficult to concern WLB cause of the requirement of attention
and retention of high-value employees. As a result, many organizations in almost all
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industries struggle and dilemmas to help employees if achieving WLB simultaneously
increases work productivity.

The airline industry also affected their WLB for the employees since they work can’t
be inflexible hours as they work limited place and time also need a crucial teamwork
performance in their efficiency [6]. Teamwork not only affects the performance butminor
mistakes will negatively affect the remaining team members associated with customer
service quality [7].

This study identified and assessed the factors impactingWLBamongairlines industry
cabin crew in Malaysia. [8] mentioned that Kuala Lumpur, Malaysia was one of as the
city with the not implemented WLB among 40 major cities in the world, as reported by
Kisi that analysed the work-life index. Additionally, the city was ranked as the fourth
most overworked city and third with the least vacation days taken. Besides, a goodWLB
is on the top list of what employees in Malaysia seek in a company. Unfortunately, a
goodWLB is not prioritised byMalaysian employers and is not offered to the employees
[9].

Workers are frequently overworked,which has a harmful effect on theirmental health
and possibly result in mental illnesses such as depression, anxiety, and post-traumatic
stress disorder, which are all becoming more prevalent as a result of increased stress
levels. In 2017, 29% of Malaysians reported experiencing anxiety or depression, pri-
marily as a result of stress, with the percentage expected to grow in the future. Mental
health advocacy organization warned that depression could surpass diabetes as the lead-
ing cause of disability in the world by 2020. By 2030, these mental illnesses may even
have an economic impact on Malaysia [10].

According to [11], establishing a balanced home and work environment is the most
critical step toward achieving WLB. Numerous facets of an individual’s life are out
of balance, resulting in a variety of negative consequences, including conflict between
work and family, health concerns, poor job performance, and mental illnesses such as
depression and stress disorders [12]. As a result, solutions are critical for balancing work
and personal life to maintain one’s health and wellbeing.

Besides, WLB forms better productivity at work and strengthens relationships. Gen-
erally, flight attendants’ working hours differ from the standard ‘9 to 5’ as they have
an irregular schedule every day with long layovers during flights and having to work
on weekends and public holidays, thus adding more time at work and less time at
home. Therefore, achieving WLB, especially for cabin crew, are more demanding and
challenging. Hence the research objective of this study is.

1. To determine the relationship between family and job satisfaction towards psycho-
logical distress

2. To identify how the relationship between psychological distress and work-life
balance.

3. To analyse themediation effect of psychological distress in the relationship of family
and job satisfaction towards work life balance.

The work-family conflict theory was chosen, defined as a conflict between work
demands and a worker’s family. The conflict between work and family occurs when an
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Fig. 1. Proposed Conceptual Framework

individual fills multiple roles: worker, parent, or spouse. Each role is critical and requires
equal commitment, time, and energy to ensure a successful WLB [13][14].

[15] stated work-family conflict manifests itself in a variety of ways, including work
matters interfering with family matters and vice versa. For instance, work interferes with
family when work-related activities obstruct participation in family activities, whereas
families can obstruct work when family-related activities obstruct work [16]. Addition-
ally, work-family conflict can have an effect on an employee’s job satisfaction, commit-
ment to the company, and level of satisfaction. Most significantly, conflict contributes
to burnout, particularly among career-oriented individuals who may resort to substance
abuse or depression [17].

Work-family conflict can be classified into time-based, strain-based, and behaviour-
based. Time-based conflict has afinite amount of time and energy, limiting an individual’s
ability to play multiple roles. For instance, if work and family celebrations overlap, one
must miss the latter [18, 19] stated that previous research has established a positive
correlation between excessive time commitments and work-family conflict. Specifically,
work-family conflict is higher for employees who work long hours, such as cabin crew
members and both men and women.

WLB is crucial to impact a person’s wellbeing, job performance, ability to maintain
a good relationship, and environment towards society. WLB has various terms based on
different researchers [20] stated that WLB is being able to prioritize work and lifestyle
and treating balance as one and essential. The work side of the balance involves career
and ambition, whereas lifestyle involves family and health.

The concept also originates from the idea that a paid job and personal life should
be less known as prioritizing as both should be equally prioritized to live an entire life.
Meanwhile [21] definedWLB as companies providing support for the employees, allow-
ing work flexibility, and granting personal leave quickly; the company’s top managers
usually decide matters.
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[22] described that past studies revealed WLB contributes to business success and
creates a competitive advantage for companies. The airline industry is a sensitive ser-
vice industry. Moreover, companies that focus on providing service must manage their
workers effectively and ensure the best of behaviours and attitude to deliver high service
quality, specifically among flight attendants who face customers for long periods.

WLB is also defined as an individual’s capacity, regardless of age or gender, to bal-
anceworkwith non-work responsibilities such as participation in activities and achieving
life goals [23]. Additionally, work-life balance benefits both individuals and organi-
sations by reducing employee turnover. A healthy work-life balance also means that
employees believe they can use their flexible working hours to balance work and other
commitments outside of work, such as family, hobbies, and studies, rather than focusing
exclusively on work.

Family satisfaction is a term used by other researchers to refer to life satisfaction,
not to be confused with family life or career due to the word ‘life’. The term ‘family
satisfaction’ is distinct from ‘work satisfaction’ because it is solely concernedwith family
life [24], life satisfaction is an individual’s decision about their life in various ways.
In contrast, family satisfaction entails maintaining close relationships with family and
friends and finding happiness with them. The term “family” does not refer exclusively to
spouses or children; it also includes relatives, siblings, and parents [25] argued that close
interpersonal relationships are necessary for wellbeing and fulfilment. Additionally,
previous research indicates that people who live with a partner are generally happier
and more satisfied than those who live alone.

[26] stated that work-family facilities, such as childcare assistance, flexible work
hours, and other benefits provided by the employer, improved family, and job satisfac-
tion. A greater level of family satisfaction is associated with increased organizational
commitment, low intention to leave, and increased productivity.Work and family life are
the twomost critical aspects of an individual’s life; consequently, any interferencewithin
the family domain, such as increased work-family conflict, may reduce an individual’s
satisfaction with their work and with the company. Particularly, previous research has
established a link between job and family satisfaction. Work demands, such as working
overtime and working in shifts, can also have an effect on family relationships, as the
nature of a cabin crew’s job requires.

Job satisfaction is contingent upon an employee’s emotions, behaviour, and attitude
toward his or her employer. When an employee is unsure about a task, they become
dissatisfied and unhappy with their job, resulting in low job satisfaction. Additionally, a
work overload and long working hours can have an effect on job satisfaction, resulting
in a work-life conflict [27, 28] describes job satisfaction as the degree to which an
employee is fulfilled and satisfied with their job and the extent to which this affects their
job performance. Job satisfaction, like WLB, is critical. Employers must be aware of
and focused on employee satisfaction because it can affect an employee’s mindset and
behaviour when it comes to contributing to the organisation.
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[29] job satisfaction has been a significant research topic among researchers for
decades and is also a popular research topic in organisational behaviour. Job satisfaction
is interest because of its relationship to worker effectiveness and long-term success;
job satisfaction is a source of happiness for individuals, with a significant relationship
between job and family satisfaction. According to [30], WLB is the primary concern
of those seeking to maintain a certain standard of working life in order to achieve a
broader and higher standard of living. Job satisfaction can increase as a result of a
variety of factors, and job satisfaction increases motivation [31]. Employee demand for
aWLBhas increased as a result of organisational changes such as restructuring, a diverse
workforce, and a high percentage of female employees in businesses. Notably, a variety
of factors influence and determine an employee’s level of satisfaction and dissatisfaction,
including working conditions, perceived supervisory quality, age group, marital status,
and years of experience. Additionally, job perks, positive relationships with co-workers,
and managerial support all have a significant effect on job satisfaction [32].

Psychological distress is defined as an individual recognising their capacity to deal
with the stresses of life to work effectively and contribute to society. A poor WLB can
have a detrimental effect on both the psychological health of the individual and the health
of those around them [33, 34] clarified that stress typically occurs when an individual is
assigned a significant role without delegating authority and power appropriately. Work
stress and work-life balance, regardless of gender, may also be connected with worka-
holic behaviour. Job satisfaction and effective commitment are associated with super-
visor support and a work-family culture. Additionally, prior research has established
a strong connection between workplace dimensions, stress, and job satisfaction [35].
Work-family balance is most closely related to a person’s wellbeing when significant
time, commitment, or satisfaction must be distributed evenly across multiple roles.

Work and family life are two distinct domains that should not interact. Family identi-
ties and commitments can affect the workplace, and work perspectives and responsibili-
ties can cause disruptions in family life. Additionally, an employee’s attitude toward their
work hours and their perceptions and criticism about work-life imbalance is related to the
number of hours worked in a day [23]. Additionally, previous researchers emphasized
striking a balance between one’s professional and personal lives for the new genera-
tion [36]. Additionally, informal adjustments and managerial discretion are critical for
emphasizing the value of work-life balance.

Previous research has also revealed connections between improper WLB and poor
health, with some findings being contradictory. For instance, a study discovered that
work life disrupting with family life had a negative effect on health [37]. Furthermore,
stress, negative moods, and burnout demonstrate the link between work-life balance and
poor mental health. Additionally, studies have discovered a link between a perceived
lack of WLB and poor physical and self-assessed health. Additionally, sleep problems
and fatigue have an effect on psychological health. Lack ofWLBmay also be associated
with decreased life satisfaction and general well-being, resulting in hypertension and
other health problems [38]. As a result, the study provides propositions as follow:

Proposition 1: There is a significant relationship between job satisfaction and
psychological distress.
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Proposition 2: There is a significant relationship between family satisfaction and
the psychological distress.

Proposition 3: There is a significant relationship between psychological distress
and work life balance.

Proposition 4: There is a mediation effect of psychological distress in relationship
of job and family satisfaction to work life balance.

2 Proposed Methodology

The quantitative analysis approach is based on numbers and insights for the purpose of
processing knowledge and claims. Acceptance of a quantitative approach to research
is necessary. Additionally, the time and effort required to explain the conclusions were
omitted by investigating clarifications and statements with observable evidence.

The data (numbers, costs, and quantitative figures) were computed using a Partial
Least Squares (PLS) method that preserves stability. Furthermore, by utilising analytical
data collection and localization techniques, the methodology could be generalised. It
is possible to generalise the intelligence of a group. As a result, the clarification of
pondering should not be regarded as an outlier. Within a specific range or region of
additional school science teaching, problem-solving education will replicate the larger
community’s assessments, substance, and plans [39]. The target population is the cabin
crew in any airline company under the Flight Operations Department in Malaysia. A
convenient sampling requires allocation into heterogeneous of the whole population
[40]. The minimum sample size determines using G-power that uses the power and
effect size. The G-power calculation shows the minimum sample size for a population
of 129 [41].

The data collection instrument or tools are a survey or questionnaire. The language
configuration will be entirely in English, as it is the universal language. The question-
naire is divided into four sections. Section A contains demographic questions about
the respondent’s gender, age and marital status. By contrast, Section B contains ques-
tions about WLB that are dependent variable. Section C included questions about the
independent variables of family and job satisfaction, while Section D focused on psy-
chological distress as a mediator. Likewise, demographic questions will be answered
in a multiple-choice format, and respondents will only need to select the response that
is most applicable to them. Meanwhile, for Section B, C and D, the answers will be
answered based on a Likert scale rating as the best way to measure how a person feels
about the topic, ranging from Strongly Disagree, Disagree, Neutral, Agree and Strongly
Agree [42].
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The descriptive analysis method was chosen for this study in order to analyse the
demographic data collected via the questionnaire. Thus [43], the method is a critical
first step in conducting statistical analysis, as it provides insight into the data distri-
bution. Moreover, if carried out in a systematic and organised manner, the method is
neither difficult nor time consuming. The second method of data analysis is regression
analysis, which is used to investigate the relationship between two or more variables.
[44] emphasised the method’s reliability by demonstrating that it can determine whether
independent variables have an effect on the dependent variable and, finally, determining
the mediation effect of psychological distress on job and family satisfaction.

3 Expected Results

WLB has been an important topic over the last few decades with increasing jobs due to
economic conditions, organisational restructuring, and growing competition. Besides,
the traditional family has changed with the growing number of single-parent families
and a higher women’s participation in the labour force- proving a higher need for a
WLB among subordinates. Suggest WLB applies to women and men, parents, non-
parents, singles, and couples. The family and Job satisfaction is critical expected towards
WLB. The expected findings indicate that it is critical to maintain the quality of family
relationships. Those who are satisfied with their family situation report a higher level of
well-being than those who have a more negative experience with their family issues.

Numerous studies have established a link between job satisfaction and flexibility in a
variety of industries, demonstrating that a flexible work schedule can result in job satis-
faction. Additionally, previous research has indicated that job satisfaction is determined
by evaluating an employee’s attitude toward their job on specificworkdays, which affects
their emotion and feelings. Additionally, the study discovered that a person’s mood has
a significant impact on their daily job satisfaction, which impacts their mood at work
and at home [45].

4 Conclusion

[45] discovered that achieving a good WLB is more difficult, particularly in today’s
modern and fast-paced business world. Thus, cabin crews must maintain their WLB
in order to maximize efficiency and productivity, maintain positive relationships with
family members, and look after their personal health and well-being. The study will
assist the airline in determining the primary factors affecting the WLB of their cabin
crew.
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In summary, the studywill examine the factors affecting theirWLBof airline industry
in Malaysian. As [44] notes, achieving a healthy work-life balance has become more
difficult in the modern, fast-paced business world. Maintaining a work-life balance is
critical for cabin crew because it empowers them to perform their jobs more efficiently,
as well as sustain positive relationships with their family and care for their personal
health and well-being. This study will assist the airline in identifying the primary factors
affecting their cabin crew’s work-life balance.
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