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Numerous reforms in the Malaysian academia in recent years have resulted in academic 
work intensification which produces work-life balance and turnover intention in the 
higher education sector. This effect, however, has received limited research. This study 
aims to examine the relationships between work intensification, work-life balance and 
turnover intention among academics in Malaysian universities using the theory of Job 
Demand-Resources. The mediating effect of work-life balance on the relationship 
between work intensification and turnover intention was also explored. Data were 
collected through a survey from 190 respondents in public and private universities in 
Malaysia. As hypothesized, the PLS-SEM results revealed that the path relationships 
among the constructs were in the expected directions. Work intensification and 
turnover intention were found to be positively related, whereas work intensification and 
work-life balance were negatively related. In addition, work-life balance was negatively 
associated with turnover intention and it partially mediated the relationship between 
work intensification and turnover intention. Several important implications of the study 
findings for future research and practice were also discussed  

 

Contribution/ Originality: Malaysian academics have experienced work intensification due to various work 

reforms. Using the JDR framework, this study examines the effects of work intensification on the academics' work-

life balance perceptions and turnover intention. The findings confirm the JDR theory that achieving work-life 

balance is instrumental in decreasing academics' turnover intention. 

 

1. INTRODUCTION 

For the past five decades, the Malaysian government has played a pivotal role in improving the quality of 

education and providing more educational opportunities for Malaysians. In particular, the Malaysian higher 

education aims to produce a pool of qualified and skilled graduates who are crucial to the development of the nation 

[1]. Academics, therefore act as the backbone and the guardians of knowledge to students [2]. In recent years, 

however, the roles and responsibilities of academics have expanded from merely sharing knowledge in the lecture 

hall to doing research, taking care of student affairs, events, course management and other administrative duties [3, 

4].   
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Academics have to multitask due to these multiple and sometimes conflicting work roles [5] which lead to 

increased work intensification. Work intensification in turn, produces negative outcomes such as poor work 

performance, emotional exhaustion [6] and decreased work-life balance [7]. Academics may subsequently distance 

themselves from work or may even express the intention to quit [8, 9]. Many researchers [10-13] contend that 

work-life balance is very crucial in an organisation as it does not only lead to improved work productivity but it also 

contributes to greater organisational loyalty and lower turnover intention.  

Bowen and Schuster [14] posit that “the excellence of higher education is a function of the kind of people it is 

able to enlist and retain on its faculty.” However, Malaysia faces a critical shortage of well-trained and experienced 

faculty members to meet the rapidly growing education requirements [15].  The turnover rate of academics in 

Malaysia is reported to be rather high [16, 17]. Given the aforementioned, this study aims to examine the effects of 

work intensification and work-life balance on academics‟ intention to leave. The study findings hold significant 

implications for policy makers and the top management of universities when they are developing effective retention 

practices.  

 

2. LITERATURE REVIEW 

2.1. Work Intensification 

With the emergence of borderless jobs across work and family domains and the increasing need to adapt to 

continuous organisational change, employees are now left with lesser time for additional tasks [18]. The result is 

work intensification which involves rising levels of work demands during working hours. Work intensification also 

makes demands on individuals‟ private lives by invading their personal time Macky and Boxall [7]; Green [19]. Lu 

[20] defined work intensification as extra workload for employees. Franke [21] described work intensification as 

the extra stress beyond traditional demands. There are empirical evidences [6] supporting that work intensification 

is a new demand which employees at all levels experience alike and suffer from it. This paper argues that academics 

in Malaysia similarly experience work intensification given the recent reforms in the higher education sector.  

The extant literature suggests that work intensification can induce absenteeism, increased accident rates, low 

productivity, high turnover intention, higher sickness levels and different kinds of occupational illness [20, 22]. 

Work intensification has also been associated with high levels of work-life imbalance Macky and Boxall [7]. Walter 

[23] survey shows that about 51% of American employees reported increase in responsibilities or extra hours at the 

office has negatively affected their well-being and work-life balance. Thirty-seven percent of the respondents agreed 

that they would not be able to sustain their current workload long-term. In the case of academics, when they have 

to work longer hours at the office and have lesser off time, many are forced to make special and expensive 

arrangement for additional childcare [23]. Work intensification can also lead to poor work performance, reduced 

family time, Burchell, et al. [6] poor work-life balance and intention to quit [8, 9]. 

 

2.2. Work-life Balance 

The concept of work-life balance was first introduced in the 19th century when workers and unions 

successfully campaigned against long working hours in factories [24]. In the 1980s, organisations began to 

introduce family friendly policies, such as telecommuting and flexible scheduling. Although the policies were 

originally focused on women, in real, they support both women‟s and men‟s needs. In the late 1980s, work-life 

balance began to concentrate more on the development of effective recruitment or retention policies [25].  

Work-life balance refers to the ability of individuals to be equally engaged in work and family responsibilities  

[26, 27]. This means balancing work and other commitments (hobbies, travelling and family), rather than just 

concentrating on paid work [25]. Similarly, Dundas [28] defined work-life balance as effectively managing the 

juggling act between paid work and all other activities that are important to people such as family, community 
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activities, voluntary work, personal development and leisure and recreation. Haar, et al. [29] work-life balance 

simply as an individual's perception of how well his or her life roles are balanced.   

Generally, healthy work-life balance is an important issue in workplace because as mentioned earlier it can 

potentially influence employee‟s well-being and attitudes towards their company [30] and cause other outcomes 

such as increased productivity, loyalty, decreased turnover intention and actual turnover [10-13, 31].  

 

2.3. Turnover Intention 

Ang and Poh [32] defined turnover intention as an individual‟s intention to leave his or her organization 

within a defined period of time. According to Berndt [33] turnover intention is only about a specific behaviour of 

interest and not the actual behaviour. However, the theory of Planned Behaviour [34] states that intention can be a 

precise predictor of the subsequent behaviour of turnover. It is a type of withdrawal behaviour on work and it is 

considered to be an immediate prediction of actual turnover [35]. Other studies [11, 36] also confirm that turnover 

intention is correlated with actual turnover, thus offering considerable empirical support for the notion that 

turnover intention is probably the most significant antecedent of turnover decisions.  

There are a number of factors that can contribute to turnover intention; two of which are individual‟s negative 

opinions and attitudes toward their job and workplace [37]. Other factors that contribute to intention to leave 

among academics are bureaucratisation [38] high level of job stress [39] and work-life imbalance [40]. When 

academics leave, it increases costs on recruiting and training new hires for the university. It will also affect the 

university‟s productivity given the low morale of the academics who choose to stay [41]. Thus, it is important for 

the top management of the university and policy makers to develop effective retention policies to better manage 

their human resources and to prevent academics from leaving.  

 

3. CONCEPTUAL FRAMEWORK 

A conceptual framework for this study was developed based on the preceding literature review. The underlying 

theory for this framework is Job Demand-Resources (JD-R) theory. This theory states that demanding jobs (e.g. 

work overload and emotional demands) exhaust academics‟ mental and physical resources and may therefore lead to 

the depletion of energy (e.g. a state of exhaustion) or other negative outcomes (e.g. health problems, turnover 

intention) [42, 43]. The proposed model suggests that work intensification is negatively related to work-life 

balance [7, 44] but is positively related to turnover intention [8, 9, 45]. On the other hand, positive work-life 

balance will lower turnover intention [10, 31]. It is also likely that work intensification will have indirect effects via 

work-life balance to help reduce turnover intention of academics. Accordingly, the following hypotheses are 

formulated:  

Hypothesis 1:  Work intensification is positively related to turnover intention. 

Hypothesis 2:  Work intensification is negatively related to work-life balance. 

Hypothesis 3:  Work-life balance is positively related to turnover intention. 

Hypothesis 4:  Work-life balance significantly mediates the relationship between work intensification and turnover 

intention. 

 

4. METHOD 

Data were collected via a survey questionnaire. The measures in the survey were adapted from various sources. 

The 4-item work intensification scale was adapted from [46] which represents the perception of the need to work at 

increasing speed, perform different tasks simultaneously, and reduce idle time. A sample item is “These days, I have 

to work at high speed to complete my work”. Work-life balance was assessed using 8 items [47] which gauge the 

enough time-off from work. A sample item is “I have enough time after work to carry out personal matters.” The 

turnover intention 5–item scale was taken from [32]. A sample item is “I am seriously thinking of quitting my job”.  
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A total of 320 survey forms were distributed to the target respondents. One hundred and ninety academics 

from public universities (60 or 21.6%) and private universities (130 or 78.4%) responded, giving a response rate of 

59%. The sample comprising slightly more women (99 or 52.1%) than men represented different academic 

disciplines such as humanities, social sciences and formal sciences. Their ages ranged from 28 years to 58 years old. 

More than half of them were married (122 or 64.2%).   

Smart PLS 3.0 was used to analyse the data. The analysis evaluated the measurement model (latent variables) first 

and then examined the structural model [48].  

 

5. RESULTS 

In the first phase of the analysis, each of the items in the constructs was tested for its validity and reliability. 

Due to low loadings of below 0.7, one item from the turnover intention scale (i.e. Ti5) was deleted. No items were 

deleted from the other three constructs since they were in range of the accepted values. As shown in table 7.1, CR 

values for the constructs were examined and found to have values exceeding 0.70, illustrating acceptable levels 

[49]. The AVE values for each construct model were found to be above 0.50 [50]. Thus, it can be concluded that 

the measures had sufficient convergent validity. 

As seen in Table 1, the calculated mean and standard deviation of work intensification are 3.86 and 0.71, 

respectively. This suggests that academics experienced rather high levels of work intensification. Work-life balance 

was at a moderate level (M=3.36; SD=0.85). As for turnover intention, the level is low (M = 2.71, SD = 0.96). 

Discriminant validity of the reflective indicators for all the constructs was also evaluated. As shown in Table 2, 

the values in the diagonal of the constructs were higher than all other values in the row and column. Hence, it can 

be concluded that all the measurements had discriminant validity [49]. 

 

Table-1. Descriptive Statistics and Convergent Validity for Reflective Measurement 

Variable  M SD AVE CR 

Independent  Work Intensification 3.86 0.71 0.63 0.87 
Mediator Work-life Balance 3.36 0.85 0.64 0.93 
Dependent  Turnover Intention 2.71 0.96 0.83 0.95 

          Note:  M = Mean; SD = Standard Deviation; AVE = Average Variance Extracted; CR = Composite Reliability 

 
Table-2. Results of Discriminant Validity for Reflective Measurement 

 
Turnover Intention Work Intensification Work-life Balance 

Turnover Intention 0.91 
  

Work Intensification 0.18 0.79 
 

Work-Life Balance 0.16 -0.26 0.80 

         

The second phase of the analysis proceeded to the testing of the structural model. Table 3 presents the final 

outcomes of the structural model estimate, which was run using bootstrapping by generating 5000 samples [51].  

The results indicate that the path coefficients of the direct effects were significant, providing support for H1, H2 

and H3 at 99% confidence level. Specifically, Table 7.3 shows that work intensification and turnover intention were 

positively related (β = 0.25, t-value = 2.71, p < 0.01) (H1), whereas work intensification and work-life balance were 

negatively related (β = -0.27, t-value = 3.21, p < 0.01) (H2). Finally, work-life balance was negatively associated 

with turnover intention (β = -0.23, t-value = 2.44, p < 0.01) (H3).   
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Figure-1. PLS Structural Model 

                                Source: the results from Smart PLS 3.0 

 

H4 was also supported at 95% confidence level as the indirect effects 95% bootstrapped confidence interval: 

[LL = -0.119, UL = -0.001] did not straddle a 0 in between [52]. Thus, we can conclude that partial mediation 

effect was statistically significant (β = -0.06, t-value = 1.99, p < 0.05).  

 
Table-3. Structural Estimates – The Direct and Indirect Effects 

Hypothesis Relationshi
 Std. Beta Std. Error t-value Decision 

H1 WI → TI  0.25 0.09 2.71** Supported 

H2 WI → WLB - 0.27 0.08 3.21** Supported 

H3 WLB → TI - 0.23 0.09 2.44** Supported 

H4 WI →WLB → TI -0.06 0.03 1.99* Suppor
ed 
     Note: *p<0.05, **p<0.01; WI = Work Intensification; WLB = Work-life Balance; TI = Turnover Intention 

 

6. DISCUSSION 

The findings of current study are generally congruent with past findings. First, the findings suggest that 

academics in Malaysian universities perceived high levels of work intensification. As noted earlier, work 

intensification can lead to a host of problems such as different kinds of occupational illness, low productivity, 

decreased work-life balance and high level of turnover intention. This study found that work intensification was 

positively related to turnover intention, confirming previous findings [9, 53].  The findings also align with past 

studies, [7, 44, 54] which reported negative associations between work intensification and work-life balance. It is 

also worth noting that this study found work intensification to explain slightly more variance in work-life balance 

than turnover intention. 

Work-life balance was found to be negatively correlated to turnover intention, confirming past research that 

showed work-life balance decreases turnover intention [10, 11, 40]. When academics perceive work-life imbalance, 

it will in turn lead to turnover intention or even actual turnover. The voluntary turnover of academic staff will 

affect replacement costs and work arrangement. More importantly, it will have an adverse effect on the agenda of 

the higher education sector. Hence, experiences of work-life imbalance among academics should be duly addressed 

by the top management of the universities.  

The study‟s finding on the mediating role of work-life balance in the relationship between work intensification 

and turnover intention further accentuates the important role that work-life balance plays in combating the issue of 

turnover among academics. Achieving work-life balance poses more challenges for academics given that their work 

is not essentially “open-ended” [55].  Therefore, it is very crucial for universities to create suitable conditions in 

which academics can balance work with their personal life or family life [27]. The universities should consider a 

more effective management of work-life balance for academics which encompasses work practices (e.g. working 
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hours, work arrangements, etc.), flexibility, adequate support (e.g. parental leave entitlements) and resources for 

academics [12, 56] and more importantly work-life balance and health-promoting leadership. 

The current study‟s finding only sought out the general outcomes of the relationships between work 

intensification, work-life balance and turnover intention. Further research can be done to examine these 

relationships from a gendered perspective given that work-life balance is an issue for both men and women [57]. 

Future studies may also consider the potential influence of demographics (e.g. age, marital status, number and age 

of children/dependents and work hours) on work-life balance and intention to quit among academics.  

 

7. CONCLUSION 

This study confirmed the interrelationships between work intensification, work-life balance and turnover 

intention from the perspective of academics in Malaysian universities. Besides, it provided empirical support for the 

important role of work-life balance in mediating the relationship between work intensification and turnover 

intention. The knowledge gained is useful for the top management of universities and policy makers for formulating 

and developing more effective talent management and retention for the higher education sector.  

 

Funding: The authors acknowledge support from Universiti Sains Malaysia (USM) Malaysia under Short-
term Research Grant (304/ PKANITA/ 6313262). 
Competing Interests: The authors declare that they have no competing interests. 
Contributors/Acknowledgement: The authors also would like to thank Centre for Research on Women 
and Gender (KANITA) for their support to this research. 

 

REFERENCES 

[1] N. Mustapha, "Measuring job satisfaction from the perspective of interpersonal relationship and faculty workload 

among academic staff at public universities in Kelantan, Malaysia," International Journal of Business and Social Science, 

vol. 41, pp. 120-124, 2013.  

[2] I. Maimunah and A. Lawrence, "Exploring mentoring as a tool for career advancement of academics in private higher 

education institutions in Malaysia," Journal of International Social Research, vol. 1, pp. 135-148, 2007.  

[3] S. C. Pey, "Facing global and local challenges: The new dynamic for higher education," presented at the Research 

Environment of Malaysian Private Higher Education Institutes: Features, Funding and Policy Implications Asia 

Pacific Sub-regional Preparatory Conference for the 2009 World Conference on Higher Education. Macau, 2009. 

[4] M. N. Aqilah and J. Juliana, "Association between occupational stress and respiratory symptoms among lecturers in 

universiti Putra Malaysia," Global Journal of Health Science, vol. 4, pp. 160-169, 2012. View at Google Scholar | View at Publisher 

[5] D. Houston, L. Meyer, and S. Paewai, "Academic staff workloads and job satisfaction: Expectations and values in 

academe," Journal of Higher Education Policy and Management, vol. 28, pp. 17-30, 2006. View at Google Scholar | View at 

Publisher 

[6] B. Burchell, D. Ladipo, and F. Wilkinson, Job insecurity and work intensification. London: Routledge, 2005. 

[7] K. Macky and P. Boxall, "High-involvement work processes, work intensification and employee well-being: A study of 

New Zealand worker experiences," Asia Pacific Journal of Human Resources, vol. 46, pp. 38-55, 2008. View at Google Scholar | 

View at Publisher 

[8] T. C. Huang, J. Lawler, and C. Y. Lei, "The effects of quality of work life on commitment and turnover intention," An 

International Journal, vol. 35, pp. 735-750, 2007. View at Google Scholar | View at Publisher 

[9] M. K. Idris, Occupational in academic life: A study of academics of Malaysian public universities. New Zealand: University of 

Waikato, 2009. 

[10] F. Moore, "Work-life balance: Contrasting managers and workers in an MNC," Employee Relations, vol. 29, pp. 385-

399, 2007. View at Google Scholar | View at Publisher 

https://scholar.google.com/scholar?hl=en&q=Association%20between%20occupational%20stress%20and%20respiratory%20symptoms%20among%20lecturers%20in%20universiti%20Putra%20Malaysia
http://dx.doi.org/10.5539/gjhs.v4n6p160
https://scholar.google.com/scholar?hl=en&q=Academic%20staff%20workloads%20and%20job%20satisfaction:%20Expectations%20and%20values%20in%20academe
http://dx.doi.org/10.1080/13600800500283734
http://dx.doi.org/10.1080/13600800500283734
https://scholar.google.com/scholar?hl=en&q=High-involvement%20work%20processes,%20work%20intensification%20and%20employee%20well-being:%20A%20study%20of%20New%20Zealand%20worker%20experiences
http://dx.doi.org/10.1177/1038411107086542
https://scholar.google.com/scholar?hl=en&q=The%20effects%20of%20quality%20of%20work%20life%20on%20commitment%20and%20turnover%20intention
http://dx.doi.org/10.2224/sbp.2007.35.6.735
https://scholar.google.com/scholar?hl=en&q=Work-life%20balance:%20Contrasting%20managers%20and%20workers%20in%20an%20MNC
http://dx.doi.org/10.1108/01425450710759217


Journal of Asian Scientific Research, 2018, 8(5): 188-196 

 

 
194 

© 2018 AESS Publications. All Rights Reserved. 

[11] S. Noor and N. Maad, "Examining the relationship between work life conflict, stress and turnover intentions among 

marketing executives in Pakistan," International Journal of Business and Management, vol. 3, pp. 93-102, 2008. View at 

Google Scholar | View at Publisher 

[12] M. Deery, "Talent management, work-life balance and retention strategies," International Journal of Contemporary 

Hospitality Management, vol. 20, pp. 792-806, 2008. View at Google Scholar | View at Publisher 

[13] M. Deery and L. Jago, "A framework for work – life balance practices: Addressing the needs of the tourism industry," 

Tourism and Hospitality Research, vol. 9, pp. 97 - 108, 2009. View at Google Scholar | View at Publisher 

[14] H. R. Bowen and J. H. Schuster, American professors: A national resource imperiled. New York: Oxford University Press, 

1986. 

[15] J. A. Bakar, Z. Z. Mohamad, and S. A. Sharmeela-Banu, "Factors affecting female lecturer retention in private higher 

institution in Perak," International Journal of Academic Research in Business and Social Sciences, vol. 5, pp. 137-146, 2015. 

View at Google Scholar | View at Publisher 

[16] K. M. Noor, Job satisfaction of academics in Malaysian public higher education institutions. Bundoora: La Trobe University, 

2013. 

[17] S. Panatik, A. Rajab, R. Shaari, I. M. Shah, H. Rahman, and S. Badri, "Impact of work-related stress on well-being 

among academician in Malaysian research university," presented at the International Conference on Education and 

Management Innovation. Singapore : IACSIT Press, 2012. 

[18] B. W. Roberts, "Contextualizing personality psychology," Journal of Personality, vol. 75, pp. 1071-1082, 2007. View at 

Google Scholar | View at Publisher 

[19] F. Green, Demanding work: The paradox of job quality in the affluent economy. Princeton, NJ: Princeton University Press, 

2006. 

[20] J. L. Lu, "Effect of work intensification and work extensification on women ‟s health in the globalised labour market," 

Journal of International Women's Studies, vol. 10, p. 111, 2009. View at Google Scholar   

[21] F. Franke, "Is work intensification extra stress?," Journal of Personnel Psychology, vol. 11, pp. 17-27, 2015. View at Google 

Scholar   

[22] P. Landsbergis, "The changing organization of work and the safety and health of working people: A commentary," 

Journal of Occupational and Environmental Medicine, vol. 45, pp. 61-72, 2003. View at Google Scholar | View at Publisher 

[23] L. Walter, "“Worker intensification” creates wellness, work-life balance concerns." Retrieved from 

http://www.ehstoday.com/health/wellness/worker-insensification-challenges-wellness, 2011. 

[24] D. Bosworth and T. Hogarth, Future horizons for work–life balance. United Kingdom: Institute for Employment 

Research, University of Warwick, 2009. 

[25] P. Frame and M. Hartog, "From rhetoric to reality. Into the swamp of ethical practice: Implementing work-life 

balance," Business Ethics: A European Review, vol. 12, pp. 358-368, 2003. View at Google Scholar | View at Publisher 

[26] J. H. Greenhaus, K. M. Collins, and J. D. Shaw, "The relation between work–family balance and quality of life," Journal 

of Vocational Behavior, vol. 63, pp. 510-531, 2003. View at Google Scholar | View at Publisher 

[27] M. Virick, J. Lily, and W. Casper, "Doing more with less: An analysis of work life balance among layoff survivors," 

Career Development International, vol. 12, pp. 463-80, 2007. View at Google Scholar | View at Publisher 

[28] K. Dundas, "Work-Life balance: There is no „one-size-fits-all‟ solution," Managing Matters, vol. 3, pp. 7-8, 2008. View at 

Google Scholar   

[29] J. Haar, M. Russo, A. Suñe, and A. Ollier-Malaterre, "Outcomes of work–life balance on job satisfaction, life satisfaction 

and mental health: Astudy across seven cultures," Journal of Vocational Behavior, vol. 85, pp. 361-373, 2014. View at Google 

Scholar | View at Publisher 

[30] D. Scholarios and A. Marks, "Work-life balance and the software worker," Human Resource Management Journal, vol. 

14, pp. 54-74, 2004. View at Google Scholar | View at Publisher 

https://scholar.google.com/scholar?hl=en&q=Examining%20the%20relationship%20between%20work%20life%20conflict,%20stress%20and%20turnover%20intentions%20among%20marketing%20executives%20in%20Pakistan
https://scholar.google.com/scholar?hl=en&q=Examining%20the%20relationship%20between%20work%20life%20conflict,%20stress%20and%20turnover%20intentions%20among%20marketing%20executives%20in%20Pakistan
http://dx.doi.org/10.5539/ijbm.v3n11p93
https://scholar.google.com/scholar?hl=en&q=Talent%20management,%20work-life%20balance%20and%20retention%20strategies
http://dx.doi.org/10.1108/09596110810897619
https://scholar.google.com/scholar?hl=en&q=A%20framework%20for%20work%20–%20life%20balance%20practices:%20Addressing%20the%20needs%20of%20the%20tourism%20industry
http://dx.doi.org/10.1057/thr.2009.4
https://scholar.google.com/scholar?hl=en&q=Factors%20affecting%20female%20lecturer%20retention%20in%20private%20higher%20institution%20in%20Perak
http://dx.doi.org/10.6007/ijarbss/v5-i1/1410
https://scholar.google.com/scholar?hl=en&q=Contextualizing%20personality%20psychology
https://scholar.google.com/scholar?hl=en&q=Contextualizing%20personality%20psychology
http://dx.doi.org/10.1111/j.1467-6494.2007.00467.x
https://scholar.google.com/scholar?hl=en&q=Effect%20of%20work%20intensification%20and%20work%20extensification%20on%20women%20’s%20health%20in%20the%20globalised%20labour%20market
https://scholar.google.com/scholar?hl=en&q=Is%20work%20intensification%20extra%20stress?
https://scholar.google.com/scholar?hl=en&q=Is%20work%20intensification%20extra%20stress?
https://scholar.google.com/scholar?hl=en&q=The%20changing%20organization%20of%20work%20and%20the%20safety%20and%20health%20of%20working%20people:%20A%20commentary
http://dx.doi.org/10.1097/00043764-200301000-00014
http://www.ehstoday.com/health/wellness/worker-insensification-challenges-wellness,
https://scholar.google.com/scholar?hl=en&q=From%20rhetoric%20to%20reality.%20Into%20the%20swamp%20of%20ethical%20practice:%20Implementing%20work-life%20balance
http://dx.doi.org/10.1111/1467-8608.00337
https://scholar.google.com/scholar?hl=en&q=The%20relation%20between%20work–family%20balance%20and%20quality%20of%20life
http://dx.doi.org/10.1016/s0001-8791(02)00042-8
https://scholar.google.com/scholar?hl=en&q=Doing%20more%20with%20less:%20An%20analysis%20of%20work%20life%20balance%20among%20layoff%20survivors
http://dx.doi.org/10.1108/13620430710773772
https://scholar.google.com/scholar?hl=en&q=Work-Life%20balance:%20There%20is%20no%20‘one-size-fits-all’%20solution
https://scholar.google.com/scholar?hl=en&q=Work-Life%20balance:%20There%20is%20no%20‘one-size-fits-all’%20solution
https://scholar.google.com/scholar?hl=en&q=Outcomes%20of%20work–life%20balance%20on%20job%20satisfaction,%20life%20satisfaction%20and%20mental%20health:%20Astudy%20across%20seven%20cultures
https://scholar.google.com/scholar?hl=en&q=Outcomes%20of%20work–life%20balance%20on%20job%20satisfaction,%20life%20satisfaction%20and%20mental%20health:%20Astudy%20across%20seven%20cultures
http://dx.doi.org/10.1016/j.jvb.2014.08.010
https://scholar.google.com/scholar?hl=en&q=Work-life%20balance%20and%20the%20software%20worker
http://dx.doi.org/10.1111/j.1748-8583.2004.tb00119.x


Journal of Asian Scientific Research, 2018, 8(5): 188-196 

 

 
195 

© 2018 AESS Publications. All Rights Reserved. 

[31] M. I. Malik, A. Zaheer, M. Khan, and M. Ahmad, "Developing and testing a model of burnout at work and turnover 

intensions among doctors in Pakistan," International Journal of Business Management, vol. 5, pp. 234-247, 2010. View at 

Google Scholar | View at Publisher 

[32] M. C. Ang and H. K. Poh, Providing service with a smile: An empirical investigation of Labuan's service sector. In R. Baba, In 

Labuan as an international business and financial centre: The empirical perspective. Kuala Lumpur: Pearson, 2013. 

[33] T. J. Berndt, "Effects of friendship on prosocial intentions and behavior," Child Development, vol. 52, pp. 636-643, 1981. 

View at Google Scholar | View at Publisher 

[34] I. Ajzen, "The theory of planned behavior," Organizational Behavior and Human Decision Processes, vol. 50, pp. 179-211, 

1991. View at Google Scholar   

[35] E. Jacobs and G. Roodt, "Organisational culture of hospitals to predict turnover intentions of professional nurses," 

Health SA Gesondheid (Online), vol. 13, pp. 63–78, 2008. View at Google Scholar | View at Publisher 

[36] S. R. Fox and B. J. Fallon, "Modeling the effect of work/life balance on job satisfaction and turnover intentions," 

presented at the 5th Australian Industrial and Organisational Psychology Conference. Melbourne, 2003. 

[37] S. R. Liou and C. Y. Cheng, "Organizational climate, organizational commitment and intention to leave amongst 

hospital nurses in Taiwan," Journal of Clinical Nursing, vol. 19, pp. 1635-1644, 2010. View at Google Scholar | View at Publisher 

[38] N. Azman, M. Jantan, and M. Sirat, Malaysia: Perspectives of university governance and management within the academic 

profession. In Changing Governance and Management in Higher Education. Dordrecht: Springer, 2011. 

[39] Z. M. Makhbul and S. M. Khairuddin, "Stress among Malaysian academics: A conceptual study," International Journal 

of Academic Research in Business and Social Sciences, vol. 3, p. 196, 2013. View at Google Scholar   

[40] S. A. Shahid, S. Amdan, A. Alwi, F. Syazreena, and C. N. Hassan, "Social support, negative affectivity, and work 

personal life balance of academics," International Journal of Social Science and Humanity, vol. 6, p. 500-504, 2016. View at 

Google Scholar | View at Publisher 

[41] Y. C. Chen, W. C. Wang, and Y. C. Chu, "Structural investigation of the relationship between working satisfaction and 

employee turnover," Journal of Human Resource and Adult Learning, vol. 6, pp. 41-50, 2010. View at Google Scholar  

 [42] A. Bakker, E. Demerouti, and W. Schaufeli, "Dual processes at work in a call centre: An application of the job demands 

resources model," European Journal of Work and Organizational Psychology, vol. 12, pp. 393-417, 2003. View at Google 

Scholar | View at Publisher 

[43] E. Demerouti, A. Bakker, F. Nachreiner, and W. Schaufeli, "The job demands resources model of burnout," Journal of 

Applied Psychology, vol. 86, pp. 499-512, 2001. View at Google Scholar   

[44] M. K. Omar, I. H. Mohd, and M. S. Ariffin, "Workload, role conflict and WLB among employees of an enforcement 

agency in Malaysia," International Journal of Business Economics and Law, vol. 8, pp. 26-39, 2015. View at Google Scholar  

 [45] M. Burakova, J. Ducourneau, K. Gana, and L. Dany, "Prediction intention to leave among volunteer fire-fighters in 

France," Psychologie Française, vol. 59, pp. 273-299, 2014. View at Google Scholar   

[46] C. A. Korunka and P. Hoonakker, The impact of ICT on quality of working life. Netherlands: Springer, 2014. 

[47] S. C. K. Wong and A. Ko, "Exploratory study of understanding hotel employees‟ perception on work–life balance 

issues," International Journal of Hospitality Management, vol. 28, pp. 195–203, 2009. View at Google Scholar | View at Publisher 

[48] J. Hulland, "Use of partial least squares (PLS) in strategic management research: A review of four recent studies," 

Strategic Management Journal, vol. 20, pp. 195-204, 1999. View at Google Scholar | View at Publisher 

[49] C. Fornell and D. F. Larcker, "Evaluating structural equation models with unobservable variables and measurement 

error," Journal of Marketing Research, vol. 18, pp. 39-50, 1981. View at Google Scholar | View at Publisher 

[50] J. F. Hair, W. C. Black, B. J. Babin, and R. E. Anderson, Multivariate data analysis, 7th ed. Upper Saddle River: Prentice 

Hall, 2010. 

[51] J. F. Hair, C. M. Ringle, and M. Sarstedt, "PLS-SEM: Indeed a silver bullet," Journal of Marketing Theory and Practice, 

vol. 19, pp. 139–151, 2011. View at Google Scholar | View at Publisher 

https://scholar.google.com/scholar?hl=en&q=Developing%20and%20testing%20a%20model%20of%20burnout%20at%20work%20and%20turnover%20intensions%20among%20doctors%20in%20Pakistan
https://scholar.google.com/scholar?hl=en&q=Developing%20and%20testing%20a%20model%20of%20burnout%20at%20work%20and%20turnover%20intensions%20among%20doctors%20in%20Pakistan
http://dx.doi.org/10.5539/ijbm.v5n10p234
https://scholar.google.com/scholar?hl=en&q=Effects%20of%20friendship%20on%20prosocial%20intentions%20and%20behavior
http://dx.doi.org/10.1111/j.1467-8624.1981.tb03090.x
https://scholar.google.com/scholar?hl=en&q=The%20theory%20of%20planned%20behavior
https://scholar.google.com/scholar?hl=en&q=Organisational%20culture%20of%20hospitals%20to%20predict%20turnover%20intentions%20of%20professional%20nurses
http://dx.doi.org/10.4102/hsag.v13i1.258
https://scholar.google.com/scholar?hl=en&q=Organizational%20climate,%20organizational%20commitment%20and%20intention%20to%20leave%20amongst%20hospital%20nurses%20in%20Taiwan
http://dx.doi.org/10.1111/j.1365-2702.2009.03080.x
https://scholar.google.com/scholar?hl=en&q=Stress%20among%20Malaysian%20academics:%20A%20conceptual%20study
https://scholar.google.com/scholar?hl=en&q=Social%20support,%20negative%20affectivity,%20and%20work%20personal%20life%20balance%20of%20academics
https://scholar.google.com/scholar?hl=en&q=Social%20support,%20negative%20affectivity,%20and%20work%20personal%20life%20balance%20of%20academics
http://dx.doi.org/10.7763/ijssh.2016.v6.699
https://scholar.google.com/scholar?hl=en&q=Structural%20investigation%20of%20the%20relationship%20between%20working%20satisfaction%20and%20employee%20turnover
https://scholar.google.com/scholar?hl=en&q=Dual%20processes%20at%20work%20in%20a%20call%20centre:%20An%20application%20of%20the%20job%20demands%20resources%20model
https://scholar.google.com/scholar?hl=en&q=Dual%20processes%20at%20work%20in%20a%20call%20centre:%20An%20application%20of%20the%20job%20demands%20resources%20model
http://dx.doi.org/10.1080/13594320344000165
https://scholar.google.com/scholar?hl=en&q=The%20job%20demands%20resources%20model%20of%20burnout
https://scholar.google.com/scholar?hl=en&q=Workload,%20role%20conflict%20and%20WLB%20among%20employees%20of%20an%20enforcement%20agency%20in%20Malaysia
https://scholar.google.com/scholar?hl=en&q=Prediction%20intention%20to%20leave%20among%20volunteer%20fire-fighters%20in%20France
https://scholar.google.com/scholar?hl=en&q=Exploratory%20study%20of%20understanding%20hotel%20employees’%20perception%20on%20work–life%20balance%20issues
http://dx.doi.org/10.1016/j.ijhm.2008.07.001
https://scholar.google.com/scholar?hl=en&q=Use%20of%20partial%20least%20squares%20(PLS)%20in%20strategic%20management%20research:%20A%20review%20of%20four%20recent%20studies
http://dx.doi.org/10.1002/(sici)1097-0266(199902)20:2%3c195::aid-smj13%3e3.3.co;2-z
https://scholar.google.com/scholar?hl=en&q=Evaluating%20structural%20equation%20models%20with%20unobservable%20variables%20and%20measurement%20error
http://dx.doi.org/10.2307/3151312
https://scholar.google.com/scholar?hl=en&q=PLS-SEM:%20Indeed%20a%20silver%20bullet
http://dx.doi.org/10.2753/mtp1069-6679190202


Journal of Asian Scientific Research, 2018, 8(5): 188-196 

 

 
196 

© 2018 AESS Publications. All Rights Reserved. 

[52] K. J. Preacher and A. F. Hayes, Contemporary approaches to assessing mediation in communication research. In A. F. Hayes, M. 

D. Slater, & L. B. Snyder, The Sage sourcebook of advanced data analysis methods for communication research. Thousand Oaks, 

CA: Sage. pp: 13-54, 2008. 

[53] N. Ahsan, Z. Abdullah, D. Y. Fie, and S. S. Alam, "A study of job stress on job satisfaction among university staff in 

Malaysia: Empirical study," European Journal of Social Sciences, vol. 8, pp. 121-131, 2009. View at Google Scholar  

 [54] R. Blomme, A. V. Rheede, and D. Tromp, "Work-family conflict as a cause for turnover intentions in the hospitality 

industry," Tourism and Hospitality Research, vol. 10, pp. 269–85, 2010. View at Google Scholar | View at Publisher 

[55] C. Wortman, M. Biernat, and E. Lang, Coping with role overload. In M. Frankenhaeuser, U. Lundberg, & M. Chesney, In 

Women, work, and health. US: Springer. pp:  85-110, 1991.  

[56] T. O‟Brien and H. Hayden, "Flexible work practices and the LIS sector: balancing the needs of work and life?," Library 

Management, vol. 29, pp. 119-228, 2008. View at Google Scholar | View at Publisher 

[57] K. Parker and W. Wang, Modern parenthood: Roles of moms and dads converge as they balance work and family. Washington, 

DC: Pew Research Center, 2013. 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

Views and opinions expressed in this article are the views and opinions of the author(s), Journal of Asian Scientific Research shall not be responsible or 
answerable for any loss, damage or liability etc. caused in relation to/arising out of the use of the content. 

 

https://scholar.google.com/scholar?hl=en&q=A%20study%20of%20job%20stress%20on%20job%20satisfaction%20among%20university%20staff%20in%20Malaysia:%20Empirical%20study
https://scholar.google.com/scholar?hl=en&q=Work-family%20conflict%20as%20a%20cause%20for%20turnover%20intentions%20in%20the%20hospitality%20industry
http://dx.doi.org/10.1057/thr.2010.15
https://scholar.google.com/scholar?hl=en&q=Flexible%20work%20practices%20and%20the%20LIS%20sector:%20balancing%20the%20needs%20of%20work%20and%20life?
http://dx.doi.org/10.1108/01435120810855322

