
 

 
 
 
 
 
 

 

        

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

INTRODUCTION  

 In recent years, people start to consider the 
importance of work-life balance as their pri-
ority to select their career. World Happiness 
Report indicated that Malaysia ranks as the 

42nd happiness country among 155 countries 
such as America, Singapore, Finland, and 
other countries (Othman, 2017). Addition-
ally, conflicts between job and non-wok do-
main are the main source of stress in personal 
life (Byron, 2005; Md-Sidin, Sambasivan & 
Ismail, 2008; Nayak & Pandey, 2015). Ab-
basi (2015) found that harmony in work and 
non-work domain can encourage individ-
ual’s work life balance due to the supportive 
relationship in both domains can avoid im-
balance work life and this allow an individual 
to reach his or her personal and professional 
goals.  
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 ABSTRACT 
 
This study aimed to determine the mediating role of leisure satisfaction between work domain 
(work overload and job involvement), family domain (family workload and family support) 
and work-life balance among teachers in Kuching. Fifty employees responded to the self-
administered questionnaire in one of a primary school in Kuching area. Data was analyzed 
Pearson Correlation, Regression and Sobel Test. Results indicated that work overload and 
family workload are negative and significantly influence employee work-life balance while 
job involvement and family support are positive and significantly effect work-life balance. 
This research revealed work overload, job involvement, family workload, family support, and 
work-life balance are partially mediated by leisure satisfaction. Thus, it is recommended for 
organizations to organize variety of leisure activities as a strategy to assist employees to 
improve work-life balance. 
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The survey found that 40 % of the employees 
in Malaysia have rated work-life balance as 
their most dominant factor to retain in the or-
ganization and followed by salary and bene-
fits (Shanmugam, 2017). This situation indi-
cated work-life balance was essential to the 
employees, higher salary and better benefits 
are no longer the only attraction factor to en-
courage employee retention. This is because 
the employee seeking a better lifestyle to as-
sist them to achieve work-life balance. Based 
on the survey done by Randstad Work Mon-
itor in the years of 2014, in Malaysia, 60 % 
of the individuals insist to leave their job to 
provide care for the family members (Work-
life balance, 2014). Moreover, Lee (1997) in-
dicates sometime the caregiver who works 
full-time may absent from the job (as cited in 
Neal, Chapman, Dayton & Emlen, 1993). For 
the dual-earn families, both men and women 
may experience conflict between two roles 
because what they expect to do and what they 
do to fulfill the demands in the job and life 
domain. Moreover, they may also experience 
heavy workload in both domains because 
they have to combine the responsibilities in 
both domains. 
 
In addition, Malaysian women rank as the 
16th most stressed women in the world com-
pare to other countries (Study: Malaysian 
women 16th most stressed, 2011). In Malay-
sia, female teachers faced the difficulties to 
balance their work and family domain 
(Kamal, n.d). As mentioned by Sorcinelli 
(2007) the greatest problem facing teacher is 
to manage the equilibrium between work do-
main and non-work domain especially fe-
male. In recent years, teacher workload has 
increased dramatically. The teachers have to 
complete their work at home in case they 
cannot finish the administrative and teaching 

functions during the school day. This situa-
tion can influence teacher’s leisure involve-
ment and satisfaction (Ho, 1996). 
 
Similarly, Malaysian National Union of 
Teaching Profession reported to received 50 
cases of stressed teachers. The stress was due 
to heavy workload such as managing stu-
dents’ attendance via online and in their 
physical logbook, report card and safety (The 
Star, 2018). Similarly, the Education Minis-
ter, Dr. Maszlee Malik reported a total of 4.4 
percent or 2,123 teachers from 48,258 teach-
ers experienced moderate stress levels in 
2018 (Aziz, 2018). Stressors are contributed 
by many elements includes family matters, 
financial problem, amount of work, lack of 
skills in core tasks as well as bad stress man-
agement techniques. 
 
Johari, Tan, and Zulkarnain (2018) men-
tioned in Malaysia, teacher’s autonomy and 
work-life balance can directly influence his 
or her job performance. However, workload 
was not found to be significantly related to 
teachers’ job performance. Thus, the incon-
clusive findings lead to the interest of the cur-
rent study. 
 
PROBLEM STATEMENT 
 
The research related to leisure satisfaction in 
Malaysia is limited (Mohamed,2013; Daud, 
Idris, Manaf & Mudzaffar, 2013) and a ma-
jority of the past research was done in the 
Western context (Brown & Frankel, 1993; 
Celik, Tercan & Lapa,2014; Muzindutsi & 
Masango, 2015) such as Canada, South Af-
rica but not much in the Asian context. As 
mentioned by Liao, Siu-Ian and Lam (2015), 
most of the past study related to leisure satis-
faction were carried out in the western socie-
ties. Noraini (2006) mentioned that even the 
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activity for leisure time is necessary in one’s 
personal life, but most of the researchers fre-
quently ignore this issue. Moreover, most of 
the researcher’s study leisure among stu-
dents, disabilities, tourists, women and aged 
(Reddy, Vranda, Ahmed, Nirmala, & Sid-
daramu, 2010; Ryan & Glendon, 1998; Roult 
et al, 2017; Brown & Frankel, 1993) in the 
eastern and western context. 
 
The meaning of leisure in this study might be 
different from other past researches whereby 
leisure defines as leisure satisfaction. Some 
scholars may define leisure in a different way 
such as the physical activities, passive activ-
ity or a vacation trip (Joudrey & Wallance, 
2009). The researcher defining leisure as the 
satisfaction of the outcomes of active activity 
and passive activity as the individual carries 
out during his or her leisure time in order to 
close the gap. This is because if the activity 
is enjoyable for the individual to carry out 
during the leisure time, leisure satisfaction 
can be achieved directly or indirectly. 
 
Apart from that, there is no known past re-
search has explained the direct relationship 
between leisure satisfaction and work-life 
balance. However, according to Knecht, 
Wiese and Freund (2016) mentioned that 
high level of leisure involvement able to in-
crease leisure satisfaction and this indirectly 
encourage work family enrichment among 
the employees. This is because most of the 
past study in the leisure area focused on the 
impact of the individual leisure behavior to-
wards job performance (De Bloom, 
Rantanen, Tement & Kinnunen, 2017), aca-
demic performance (Aaltonen at el, 2016), 
teacher perspective (Aslan & Cansever, 
2016) and improve the mental or physical 
health of the individual (Ferrari, Baldissera, 
Lange, Carreira, Silva, 2016). 

 
Additionally, most of the past studies meas-
ure the impact of leisure motivation (Beard 
& Ragheb, 1983; Ryan & Glendon, 1998; 
Bergin, 1992; Tsai, Wu, & Huang, 2012; 
Phan & Vinh, 2016) towards academic 
achievement, leisure attitude, promote a 
healthy lifestyle and job satisfaction. There is 
also some academician measured on the rela-
tionship between the frequency of leisure in-
volvement and marital satisfaction (Zabris-
kie & McCormick, 2003; Claxton & Perry-
Jenkins, 2008; Chavez, 2015). Only several 
researchers who investigate regarding the lei-
sure satisfaction outcomes (Beard & Ragheb, 
1980; Johnson, Zabriskie & Hill 2006). 
There is no known past research has been 
done in Malaysia about the effect of leisure 
satisfaction on the work-life balance. 
 
Besides, the researchers have rarely focused 
on the other factors that might influence 
one’s leisure. The most frequently investi-
gated factors include demographic character-
istic (Deem, 1986; Henderson & Shaw, 
2006), personal factor (Dridea & Sztruten, 
n.d), friends and family, time factor (Bammel 
& Burrus- Bammel, 1996) and the environ-
mental factor (Roult et al, 2017) of the indi-
vidual. There is no known past research that 
has been found to use the work and family 
domain as the independent variables to influ-
ence one’s leisure satisfaction in Malaysia. 
The work domain is the primary factor to 
cause work family interference (Eby, Casper, 
Lockwood, Bordeau & Brinley, 2015). Ab-
basi (2015) mentioned job and life domain 
are the importance elements of balancing 
work life. Thus, this study is interested to de-
termine the mediating role of leisure satisfac-
tion between job and life variables towards 
work-life balance. 
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LIMITATION OF STUDY 
 
Component of Leisure  
 
In this study, the researcher only measures 
the leisure satisfaction. However, the fre-
quency of leisure activity, leisure behavior 
and leisure motivation can also influence the 
work-life balance.  
 
Component of work life balance  
 
The researcher only focus on the work do-
main (work overload and job involvement) 
and family domain (family workload and 
family support) as the independent variable 
in this study. However, there are other factors 
that also contribute to the leisure satisfaction 
and individual work life balance which are 
not taking account in this study such as tech-
nology advancement.   
 
Antecedents of Work life balance 
 
Clark (2000) mentioned work-life balance 
occurs when the individual can equally in-
volve in both workplace and personal life 
with or without inference. Good work-family 
balance can occur without the conflict and 
the satisfaction in work and life domains. The 
individual experienced imbalance work life 
prolonged period of time can cause mental 
illness, for example, depression, poor job 
performances and high turnover rate (Selig-
man, 2011; Hill, 2005). Decreasing work-
family interference and increasing work-
family enrichment able to assist the individ-
ual to improve work-life balance (Rotondo & 
Kincaid, 2008). The researcher classified 
work-life balance into two categories which 
are work-family conflict and work-family 
enrichment in this study. Conflicts occur 
when the demand in one domain influence 

the participation in the different domain 
(Greenhaus & Beutell, 1985).  
 
 Work-family conflict can occur in two ways 
which are work interfere with family (WIF) 
and family interferes with work (FIW). Work 
interfering with family (WIF) conflicts arises 
if the individual transfers the negative emo-
tion from the work domain into life domain. 
For example, teachers who preoccupied with 
their work and even brought their work home 
and work at the weekend. In this case, teacher 
must sacrifice his or her family time to com-
plete the work at home and influence a 
teacher’s family responsibility. In this study, 
work overload is another factor that cause 
imbalance work life among employees. 
Large amount of work cause the individual to 
extend working hours and reduce family time 
(Allan et al., 2007; Hill, 2005).  
 
Whereas, family interferes with work (FIW) 
means one’s family domain influences the 
work domain. Fu and Shaffer (2001) men-
tioned that family workload can creates con-
flict between work and family domain for in-
dividual who consume more time to conduct 
the domestic work. In this study, family 
workload also includes childcare responsibil-
ities and elderly caregiving which able to in-
fluence individual work life balance in the 
negative way (Voydanoff, 1988; Brough & 
Kelling, 2002; Acas, 2013) based on the past 
study. However, previous study also shows 
that marital status (Rehman & Waheed, 
2012), no support from family (Padma & 
Reddy, 2013) and age of children (Walia, 
2015) are the factors in influencing one’s 
work life balance in the family domain. 
 
Apart from that, work-family enrichment re-
fers to the positive transfer between two do-
mains. Greenhaus and Powell (2006) 
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mentioned work-family enrichment means 
participation in the work domain can enhance 
the individual’s family domain. Work- fam-
ily enrichment occurs in two ways which are 
work to family enrichment and family to 
work enrichment. Work-Family enrichment 
means the family domain able to improve in-
dividual performance in the work domain 
(Choi & Kim, 2012). This is because high 
work-family enrichment can assist improve 
employee’s confident and be more commit-
ted to the organization. Several past studies 
also show that job involvement able to en-
courage work family enrichment (Tharma-
lingam & Bhastti, 2014; Carlsen, Kacmar, 
Wayne and Grzywacz, 2006). Additionally, 
work-family enrichment can also improve 
the well-being of the individual (Hanson, 
Hammer & Colton, 2006). Family support 
ale to encourage work life harmony (Powell, 
1999; Gupta, 2016). This is because the em-
ployee might transfer the good moods or at-
titudes between the two domains.   
 
Leisure satisfaction 
 
Leisure satisfaction defined as the positive 
one’s perceptions or feelings gained from the 
leisure experience. Riddick (1986) men-
tioned that leisure satisfaction necessary in 
the life domain. Leisure time activity allows 
the individual to rest and recover from stren-
uous activities at home and at work (Nelson 
&Quick, 2013). Additionally, the individ-
ual’s leisure experience can influence his or 
her leisure satisfaction (Lapa, 2013). In this 
way, if the leisure activity involvement able 
to fulfill an individual’s requirement, then, an 
individual’s leisure satisfaction also in-
creases. 
 
Moreover, Sonnentag (2001) indicates the 
activity that requires less energy, socializing 

and physical activity able to assist an individ-
ual to recover from fatigue during free time. 
The low- effort activity refers to passive ac-
tivities, for instance, listen to music, reading, 
etc. The social activity includes hanging out 
with friends, fishing with a group of friends, 
etc. Whereas, physical activity refers to the 
active activity such as sports, jogging, swim-
ming, hiking, etc. These leisure activities 
with less demand able to assist the individual 
in recovery from fatigue. 
 
As mentioned by Russell (1987), leisure sat-
isfaction is one of the greatest ways to assist 
the individual to satisfy with his or her work 
life balance as compares with other variables 
such as leisure involvement and religion. 
There is another past study done by Russell 
(1990), found that leisure satisfaction is the 
most dominant element in influencing one’s 
quality of life. This is because the employee 
with a higher level of leisure satisfaction and 
good quality of life able to be more commit-
ted to the organization. Hence, the organiza-
tion should encourage employee’s leisure 
participation to improve personal leisure sat-
isfaction and work-life balance. 
 
THE RELATIONSHIP BETWEEN 
WORK DOMAIN (WORK OVERLOAD 
AND JOB INVOLVEMENT), FAMILY 
DOMAIN (FAMILY WORKLOAD AND 
FAMILY SUPPORT) AND WORK LIFE 
BALANCE. 
 
Work overload 
 
Work overload occurs once the individual 
must complete a large amount of task within 
minimum time given (Ashfaq, Mahmood & 
Ahmad, 2013). Employee work overload in-
clude qualitative and quantitative overload. 
Allan et al. (2007) mentioned there is a direct 
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relationship between works overload and 
work life conflict. Quantitative overload 
cause the employee to extend his or her 
working hours in which he or she may have 
to complete the work at home. This may in-
fluence the employee health status. Moreo-
ver, quantitative overload can also cause 
work family conflicts occurs, decrease the 
quality of personal life and lessen the family 
time due to long working hours (Cartwright 
& Cooper, 1997). Therefore, the individual 
may experience imbalance work life and 
cause strained relationship between family 
members. 
 
Furthermore, the negative experience at 
workplace will transfer to the home domain 
and increase conflicts between job and life 
domain (Ilies, Schwind, Turley, Johnson & 
DeRue, 2007). The main element of influ-
ence employee work life balance is work 
overload in Malaysia (Omar, Mohd &Ar-
iffin, 2015). Major, Klein and Ehrhart (2002) 
mentioned that extensive working hours can 
causes conflict occurs between two domains 
and this able to influence the individual well-
being. Excessive workload causes the indi-
vidual to transfer the bad moods from work 
to personal life. This situation can influence 
the individual to interact with the family 
members. Hence, the organization should 
take some action to decrease employee work-
load and help them to improve work life bal-
ance. 
 
Job involvement 
 
Job involvement means the individual psy-
chologically engaged to his or her job 
(Paullay et al., 1994). Those with high job in-
volvement with minimum enjoyment in their 
job may experience inter role conflict in 
work and life domain (Greenhaus & Beutell, 

1985). This is because even after working 
hours or during the leisure time, the individ-
ual still think about his or her work routine 
and often occupy their mind with work re-
lated thoughts. Thus, the individual may 
transfer the bad moods from work roles to 
non-work roles. Higher level of job involve-
ment can cause the employee to spend too 
much time and energy for their job and this 
can lead to work life interference (Frone et 
al., 1992).  
 
However, there are some past research indi-
cated that job involvement can directly en-
courage work family enrichment. Work fam-
ily enrichment describes the process of posi-
tive influencing between two domains 
(Jones, Burke, & Westman, 2013). The indi-
vidual who highly involved in the job which 
can receives abilities, knowledge, attitude to-
gether with the good emotion can positively 
influence the family domain (Wayne et al., 
2004). Moreover, work domain able to influ-
ence the non-work domain positively 
through the development of abilities, good 
moods and capital resources the individual 
gain from the workplace (Carlsen, Kacmar, 
Wayne & Grzywacz, 2006). Tharmalingam 
and Bhastti (2014) found that work family 
conflict has an inverse relationship with the 
job involvement in Malaysia. This situation 
revealed that as the individual job involve-
ment increase, conflict between two roles de-
crease.  
 
Family workload 
 
In this study, family workload refers to the 
individual who must provide care-giving for 
children, adults and elderly. According to 
Acas (2013), approximately 68% of the 
working parent with the dependent children 
experienced imbalance work life. Having 
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dependents at home, such as children who 
need more caring and support from the par-
ents can easily cause work family conflict 
(Brough & Kelling, 2002). Halpern, Tan and 
Carstan (2008) found that the employed 
women or men who caregiver faced the dif-
ficulties to achieve work life balance and he 
or she may experience financial problem. 
This is because as a caregiver, the individual 
often fail to carry out the responsibilities in 
the work and family domain simultaneously. 
Moreover, Stone and Short (1990) indicates 
people who have to take care the elderly with 
health problem or disabilities may try to ad-
just his or her working hours to provide care. 
Approximately 13% of the employed care-
giver decided to withdraw from his or her 
current job (Franklin, Ames & King, 1994). 
These situations indicate that the individual 
may require more time to carry out his or her 
responsibility as a caregiver in the family 
role. Thus, the caregiver has to decide be-
tween their work and to take care family 
members. 
 
Besides, employed men and women who 
carry the childcare responsibilities at the 
home can increase level of conflict between 
life and job domain (Voydanoff, 1988). In 
this way, the working parents have to experi-
ence the hardship to cope with juggling both 
work and family responsibilities. This situa-
tion may cause family-work conflict and in-
fluences the employee turnover intention es-
pecially working mother and single parents. 
Khan (2007) mentioned, most of the em-
ployed women decided to become a home-
maker after marriage or after the birth of the 
children (as cited in Ajaz & Mehmood, 
2015). As a dutiful wife, the employed 
women still has to carry the responsibility to 
look after the younger children otherwise the 
individual may feel guilty. Conflict between 

job and family role can lead to negative con-
sequences for the individual’s job perfor-
mance and job satisfaction (Siddiqui, 2013).  
 
Family support 
 
A supportive family can lighten the burden 
of the individual, especially women who 
have to cope with juggling both work and 
non- work domain (Drummond, O’Driscoll, 
Brough, Kalliath, Siu, Timms & Riley, 
2016). Greenhaus et al. (2003) mentioned 
people who join their family activities most 
of the time able to experience better quality 
of life. This is the because by receiving the 
greater support from spouse and family 
member in the non-work domain, the indi-
vidual may not experience conflict between 
the two domains. 
 
In addition, instrument support means the 
members in the family assist the individual to 
share the burden of childcare and household 
responsibilities, while, emotional support 
means advice given by the family members 
(Greenhaus & Parasuraman, 1994). As the 
individual receive more instrumental support 
from family members can lighten the burden 
of the household responsibilities and allow 
the individual focus on their job. Parasura-
man (1996) mentioned that receiving the 
level of psychological support from the fam-
ily members able to encourage personal effi-
cacy and decrease work life conflict (as cited 
in Powell, 1999).  
 
Furthermore, emotional or instrumental 
given by the family member can encourage 
work family enrichment and positive spillo-
ver between job and life domain (Grzywacz 
and Marks, 2000). Family support was sig-
nificantly influence work life balance of the 
married employees (Gupta, 2016). This is 
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because an employed woman carries out the 
traditional role in the family domain and con-
ducts the job responsibilities at the work do-
main. Abendroth and Dulk (2011) study 
found that individual can improve work life 
balance satisfaction through emotional sup-
port given by the family members rather than 
instrumental support. Thus, without the fam-
ily physiological support, the working 
mother may force leave the organization due 
to the higher level of work family conflicts.  
 
THE RELATIONSHIP BETWEEN THE 
WORK DOMAIN AND LEISURE SAT-
ISFACTION 
 
As the work-related stress increased, it was 
acknowledged that increasing our sedentary 
lifestyle in job and life domain, this may be-
come of the factor of having a mental or 
physical illness (Sutherland & Cooper, 
2000). Low workload, flexible working 
schedule and high level of co-worker support 
can contribute to assist the individual to 
achieve work-life balance and satisfy for the 
leisure activity (Lin, Wong & Ho, 2014). Ad-
ditionally, as participation in leisure activi-
ties increase, leisure satisfaction also in-
creases. In this way, low workload allows the 
employee to have more time to participate in 
leisure activities with the family members in 
order to release stress and recover from fa-
tigue and increase leisure satisfaction. 
 
Delina and Raya (2013) found that usually, 
the employed women may experience the 
difficulties to have their own time for their 
hobbies, leisure activity and hang out with 
friends after marriage. This is because the in-
dividual require to spend more time for them 
to look after the children and for the domestic 
workload. Thus, leisure satisfaction decrease 
and lead to an imbalance of work life. 

 
Effort Recovery Model 
 
Effort Recovery Model (ERM) was devel-
oped by Meijiman and Mulder in the year of 
1998. This model has four different assump-
tions (Meijiman & Mulder, 1998). The first 
assumption is the allostatic load means those 
who their effort to make sure the task is com-
pleted in work role and carry out their family 
obligation in the non-work role. The second 
assumption is the used effort caused physical 
can psychological change towards the well-
being of the individual. Moreover, the third 
assumption is the psychological and physical 
changes are reversible and influence an indi-
vidual’s effort. The last assumption is in case 
recuperation is hampered, physical and men-
tal changes might endure and cause unfavor-
able impacts. In this case, there are some 
ways can be used to assist the individual to 
recover from fatigue such as engagement in 
the leisure activity and holiday. 
 
Besides, the individual who spends the en-
ergy for his or her work may create a load- 
reaction (Meijiman & Mulder, 1998). This is 
because the individual has to spend his or her 
energy to complete the task given, and “load 
reaction” to occurs. Load reaction refers to 
the fatigue of the individual after work and it 
is reversible. The individual can recover au-
tomatically from fatigue when he or she stops 
working or without job demands. People also 
can recovery themselves from fatigue during 
leisure time and without the work-related ac-
tivates. If the individual does not receive 
enough time for them to recover from fa-
tigue, then the fatigue may accumulate and 
decrease the individual job performance. Ac-
cording to Burke and Cooper (2008), in-
creased and accumulated fatigue may cause 
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physical or mental illness among working 
adults. 
 
Additionally, the process of recovery from 
fatigue occurs when the individual takes 
enough rest at the workplace (such as small 
break during lunch hours) and at home after 
working hours (hang out with friends during 
weekends). Participating in leisure activity 
can assist the individual to relieve from the 
job demand and to recover from fatigue. 
Rook and Zijlstra (2006) indicate active and 
passive activities able to help the individual 
in the process of recovery (as cited in Burke 
& Cooper, 2008). 
 
Furthermore, this model also illustrates the 
relationship between the work domain, fam-
ily domain, leisure satisfaction and work-life 
balance in this study. The researcher applies 
effort recovery model (ERM) to explain 
teachers’ recovery process from fatigue 
through the engagement in leisure activity 
and increase teachers’ leisure satisfaction. 
This is because teachers need to consume 
plenty of energy to carry out their responsi-
bility in both domains. This directly increase 
the teachers’ level of tiredness and affect his 
or her health over a long period of time. 
Based on the effort recovery model, engage 
in passive or active leisure activity can assist 
the individual to recover from fatigue. This 
model also shows that if the teachers are un-
able to fully recover from fatigue, then, it can 
be accumulated and reversed to influence 
their health condition. For instance, teachers 
can listen to music during rest time in the 
home domain, while, they can jog with their 
family members after working hours to re-
cover from tiredness. This not only can in-
crease the teacher’s physical and mental 
health conditions but also can improve his or 
her work life balance. 

 
In this study, the researcher also intends to 
investigate the effect of work overload, job 
involvement, family workload and family 
support, and its relationship to work-life bal-
ance among teachers Figure 1 depicted the 
research framework. 
  
METHOD 
 
The population is all teachers in one primary 
school in Kuching, Sarawak. Sixty question-
naires were distributed through the school 
clerk and collected after two weeks.  
 
Population and Research Sampling 
 
The populations of this study are including 
all teachers who work in one of the public ed-
ucation institutions which approximately 60 
teachers were selected to become the re-
spondents. The researcher applies simple 
random sampling is used in this study so that 
each respondent able to have an equal chance 
to be selected to participate in this survey. In 
addition, this sampling method more inclined 
to represent the population. Daniel (2018) 
mentioned the minimum sample size of 60 
respondents is acceptable for the researcher 
to conduct quantitative research (as cited in 
Stacey, 2019). Thus, there are 60 teachers in 
one of the schools in Kuching are choosing 
as the subject of the study. So, the researcher 
has to distribute the questionnaire to all the 
teachers. After two weeks the researcher has 
to collect all of the questionnaires (60 sets) 
from one of the schools in Kuching, Sarawak 
area.  
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Instrument 
 
All questions in the questionnaire are in the 
English language with five sections which 
are section A, B, C, D and E. Section A ob-
tains information about the respondent de-
mographic background which includes their 
gender, age, marital status, number of kids 
under 18 years old (for who are married only) 
and whether they take care of an elderly rel-
ative/parents. Section B is used to measure 
the work domain, whereas, section C 
measures the family domain. Section D is 
about leisure satisfaction which is the medi-
ator for this study. Sections E contain the 
statement that related to the work-life bal-
ance. 
 
The questionnaire for work overload, the re-
searcher adapted from De Bruin and Taylor 
(2006) which consists of nine items (α = 
0.83). Whereas, job involvement was meas-
ured by 10 items adapted from Lodahl and 
Kejnar (1965) (α = 0.82). Higher scores 
shows a higher level of work overload and 
job involvement. Whereas, family workload 

was measured by eight items adapted from 
Fredriksen-, and Scharlach (2001) (α = 0.82). 
Whereas, King et al., (1995) questionnaire 
were adapted for the family support which 
consists of 10 items (α = 0.77). As the scores 
increase, the degree of family workload and 
family support also increase. 
 
Leisure satisfaction was measured by 11 
items adapted from Bread and Ragheb (1980) 
(α = 0.80). Higher scores mean a higher level 
of leisure satisfaction. The researcher 
adapted 10 items from Omar, Mohd, and 
Arrifin (2015) to measure work-life balance. 
Higher scores mean high work-life balance 
(α = 0.92). A sample question is “I am satis-
fied with the balance between my job and 
non-work life”. The respondent has to answer 
the question based on the 5 Likert scales 
which ranging from strongly disagree (1) to 
strongly agree (5). 
 
DATA ANALYSIS  
 
In this research, Statistic Package for Social 
Science (SSPS) version 21.0 with statistical 
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application was used to analyze the collected 
data. According to Landau and Everitt 
(2003), “The Statistical Package for the So-
cial Sciences (SPSS) is a package of pro-
grams for manipulating, analyzing, and pre-
senting data; the package is widely used in 
the social and behavioral sciences” (p. 1). 
There are two different type of statistical ap-
plication which is descriptive statistic and in-
ferential statistic. Descriptive statistic is used 
to analyze the demographic characteristic 
which are gender, age, marital status, number 
of children under 18 years old (for who are 
married only) and whether the individual 
take care of an elderly relative/parents.  
 
Besides, the researcher uses Pearson Corre-
lation Coefficient Analysis to test the rela-
tionship between independent variable (work 
overload, job involvement, family workload 
and family support) and dependent variable 
(work life balance). Pearson Correlation 
Analysis shows the strength, magnitude and 
direction of the relationship between two var-
iables (Sekaran, 2000). The relationship 
strength is high when the correlation coeffi-
cient, r, almost nearer to ±1. The correlation 
of zero reflected there is no relationship be-
tween two variables. 
 

 Moreover, the researcher uses the Sobel test 
to analyze the mediating effect of the leisure 
satisfaction between the work domain, fam-
ily domain and work life balance. The pur-
pose of applying Sobel test is to determine 
the contribution of the mediator for the con-
trolled variable and responding variable (So-
bel, 1982). There is no measurement error 
and the data are normality to use as assumed 
in Sobel test. Based on Baron and Kenny, the 
mediation test procedure include the signifi-
cant relationship between responding varia-
ble and controlled variable, between the con-
trolled variable and the mediator, and there is 
no significant relationship between the con-
trolled variable and responding variable with 
the mediator (as cited in Drobnic & Guillén, 
2011). The researcher decides to apply Sobel 
test in order to determine the mediating effect 
of leisure satisfaction in this study. This is 
because the Baron and Kenny’s mediation 
test process unable to test mediating effect 
(Baron & Kenny, 1986).   
 
FINDINGS AND DISCUSSION 
 
Table 1 shows the relationship between work 
and family domains and work-life balance. 
Results revealed that there is an inverse rela-
tionship between work overload, family 
workload and work-life balance. Whereas, 

Table 1: Result of Pearson Correlation Analysis between work and family domains and 
work-life balance 

 
Correlation 

 p-value r-value 
1. Work Overload 0.001 -0.458** 

2. Job Involvement 0.029 0.309* 

3. Family Workload 0.012 -0.353* 

4. Family Support 0.037 0.296* 

Note: *Correlation is significant at the 0.05 level (2-tailed). 
**Correlation is significant at the 0.01 level (2-tailed). 
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the result shows there is a direct relationship 
between job involvement, family support and 
work-life balance. 
 
According the Table 1, the Pearson Correla-
tion Analysis result shows that the coefficient 
value, r =-0.458 with the significant value, ρ 
=0.001. As a result, there is a inverse rela-
tionship between the work overload and 
work life balance because the significant 
value, ρ =0.001 which is less than 0.05. 
Moreover, the table also indicates that there 
was a moderate inverse relationship between 
work overload and work life balance because 
the r-value was -0.458 which was in the 
range of 0.40 until 0.59. The findings also 
shows that when the employee work over-
load increase, the work life balance decrease 
simultaneously. Whereas, when the em-
ployee work overloads decrease, the work 
life balances increase. This finding was sup-
ported by some past studies done by other re-
searchers. Omar, Mohd and Ariffin (2015) 
mentioned the employee with less amount of 
work can achieve work life balance easily. 
Lajtman (2016) indicated that excessive 
workload can caused the employee to experi-
ence work family conflict and decrease his or 
work life balance. These past studies’ result 
were absolutely same as this study findings 
result. Major, Klein and Ehrant (2002) found 
that as employee work overload increase, 
work life conflict increase between two roles. 
Consequently, employee work life balance 
also decreases. This is because it is very dif-
ficult for the employee to take care the family 
members when they spend excessive time 
and involving too much effort for his or her 
work. 
 
Besides, according the Table 1, the coeffi-
cient value, r =0.309, whereas, the significant 
value, ρ =0.029. Therefore, there is a direct 

relationship between the job involvement 
and work life balance because the significant 
value, ρ =0.029 which is less than 0.05. In 
addition, the table also shows that the r-value 
was 0.309 which was between 0.20 and 0.39. 
Therefore, there was a week positive rela-
tionship between job involvement and work 
life balance. This means that as the employee 
job involvement increase, the work life bal-
ance also increase simultaneously. Whereas, 
when the employee job involvement de-
crease, the work life balances decrease. Tha-
ramalingam and Bhatti (2014) found that 
when the employee job involvement in-
crease, one’s work family enrichment also 
increase. This is because when the individual 
is psychological and emotional highly engag-
ing in their job, the individual able to trans-
fers the good attitude from the work domain 
to the family domain. For example, if the 
teacher able to deal student’s bad behaviour 
in his or her work domain, then he or she also 
has the patent and techniques to guide their 
children’s behaviour successfully in the fam-
ily domain. This is because the individual can 
transfer their abilities and good attitude from 
work role into non-work role direct or indi-
rectly influence the non-work domain in a 
positive way.  
 
Apart from that, based on Table 1, the coef-
ficient value, r =-0.353, whereas, the signifi-
cant value, ρ =0.012. Therefore, family 
workload has an inverse relationship with the 
work life balance because the significant 
value, ρ =0.012 which is less than 0.05. 
Moreover, the table also indicates that the r-
value was -0.353 which was in the range of 
0.20 and 0.39. This shows the weak inverse 
relationship between family workload and 
work life balance. The findings shows that as 
the employee family overload increase, the 
work life balance decrease concurrently. 
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While, as the employee family workloads de-
crease, the work life balances increase. 
Halpern, Tan and Carstan (2008) found that 
the female and male employee who as a care-
giver faced the difficulties to achieve work 
life balance between job and family domain. 
Additionally, Stone and Short (1990) men-
tioned the working adults who has to look af-
ter the elderly with health problem or disabil-
ities faced the difficulties to juggle between 
job and life domain simultaneously. This is 
because the caregiver has to spend more time 
to look after the ageing relatives or children 
after the working hours. The caregiver also 
doesn’t have his or her personal time for the 
leisure experience.  
 
Nevertheless, based on Table 1, the coeffi-
cient value, r =0.296, whereas, the significant 
value, ρ =0.037. Therefore, there is a direct 
relationship between the family support and 
work life balance. This is because the signif-
icant value, ρ =0.037 is less than 0.05. In ad-
dition, the table also shows that the r-value 
was 0.296 which was between 0.20 and 0.39. 
Therefore, there was a week direct relation-
ship between family support and work life 
balance. This means that the one’s family 
support increase, the work life balance also 
increase simultaneously. Whereas, when the 
employee family supports decrease, the work 
life balances also decrease. Family support 
includes the instrumental and psychological 

support from the family members. Padma 
and Raddy (2013) found that the family sup-
port provides a greater effect to improve the 
individual’s work life balance. Moreover, 
Abendroth and Dulk (2011) mentioned the 
psychological support provided by the family 
member can increase the one’s work life bal-
ance satisfaction. As the family support in-
crease, the work family enrichment also in-
creases (Baral & Bhargava, 2011). In other 
words, family as the source of support allows 
the individual to spend more time and effort 
for the job.  
 
Moreover, emotional support not only can 
help the individual to release stress but also 
can assist them to overcome the challenges in 
the daily routine. This is because the individ-
ual can share job- related problems with his 
or her family member, then, family member 
can motivate the individual. Semmer, Elfer-
ing, Jacobshagen, Perrot, Beehr and Boos 
(2008) mentioned that instrumental support 
given by the family member can assist the in-
dividual to handle the difficulties. In this 
case, the family member can share and 
lighten the burden of the household and care-
giving responsibilities with individual. Thus, 
individual has their own time after the work-
ing hour.   
 
Table 2 shows the results of the Sobel Test 
analysis to determine the relationship work 

Table 2: Results of leisure satisfaction as mediator between work and family domain and 
work life balance using Sobel Test 

 
Sobel test analysis 

 t-value standard error p-value 
Work Overload -2.458 0.104 0.014* 
Job Involvement 2.985 0.454 0.003* 
Family Workload -1.979 0.483 0.047* 
Family Support 2.393 0.175 0.017* 

Note: *p<0.05, 95% CI    
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overload, job involvement, family workload, 
family support, and work-life balance medi-
ated by leisure satisfaction.  
  
As mentioned by Baron and Kenny (1986), 
there are several steps to test for the media-
tion. Firstly, in order to determine the signif-
icant relationship between controlled and re-
sponding variable. Then, the significant rela-
tionship between controlled variable and the 
mediator variable. Thirdly, mediator variable 
directly influence the output variable and 
controlled variable in the regression equa-
tion. Based on the finding, the independent 
variables (work overload, job involvement, 
family workload and family support) are sig-
nificantly related to the dependent variable 
(work life balance) and mediator (leisure sat-
isfaction). Based on the result of this study, 
the leisure satisfaction is significantly associ-
ated with the work life balance when the de-
pendent variables included in regression 
equation. Thus, the researcher had full fill the 
three requirements for the mediation test.  
 
However, the researcher aimed to determine 
the mediating effect of leisure satisfaction to-
ward the relationship between work, family 
domain together with the work life balance 
among teachers. Baron and Kenny (1986) 
cannot test for the mediating effect. In this 
case, Sobel test is more suitable to use in this 
study. 
 
Based on table 2, work overload t- value is -
2.458 and the standard error is 0.104. The p-
value is 0.014 which is less than 0.05. It 
shows the relationship between the work 
overload and work-life balance is partially 
mediated by leisure satisfaction. The out-
come can support by Pearson (2008) study, 
whereby the excessive workload can de-
crease the leisure satisfaction of the 

employee. This is because if the individual 
spends too much to complete his or her job, 
then, the individual may don’t have time for 
his or her leisure activity. In this way, a lower 
level of leisure involvement can cause poor 
leisure satisfaction. In addition, Lin, Wong, 
and Ho (2015) suggested that a lower level of 
work overload can decrease the work- family 
conflicts and increase leisure satisfaction. 
Thus, by minimizing the conflicts between 
two domains able to avoid imbalance work 
life.   
 
Besides, the relationship between job in-
volvement and work-life balance is partially 
mediated by leisure satisfaction. Based on 
Table 2, the job involvement t-value is 2.985 
and the standard error is 0.454. The p-value 
is 0.003 which is less than 0. 05, indicate the 
presence of the mediating role of leisure sat-
isfaction. This finding is similar to Noor and 
Abdullah (2012), job involvement increase, 
then the work-life balance increases concur-
rently. This is because of the individual able 
to transfer the good attitudes, abilities, and 
knowledge from the work role into the non-
work role. For example, the teacher who 
teaches science at school may know the im-
portance of leisure activity such as sport to 
prevent physical and mental illness. In this 
way, the teacher applies his or her knowledge 
at the non-work domain by participating in 
the marathon with friends and family mem-
bers during the holiday. Hence, the em-
ployee’s work life balance increased. 
 
Moreover, according to Table 2 shows the 
family workload t-value is -1.979 and the 
standard error is 0.483. The p-value is 0.047 
which is less than 0.05, thus, the relationship 
between the family workload and work-life 
balance is partially mediated by leisure satis-
faction. This result is almost similar as 
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Delina and Raya (2013) research outcome, 
which found that the employed women may 
experience the hardship to have their per-
sonal time for their hobbies, leisure activity 
and hang out with friends after marriage. The 
employed women have to spend more and 
energy to look after the younger children and 
aging relatives after working hours. As a re-
sult, women employees may feel exhausted 
because they do not have personal time for 
their leisure activity to release job stress. 
 
As leisure involvement decrease, leisure sat-
isfaction also decreases. Based on the effort 
recovery model, if the individual fails to re-
cover from fatigue through leisure activity, 
the fatigue can be accumulated and creates 
work-family conflict. This is in line with a 
study by Knecht, Wiese, and Freund (2016) 
indicate that work-family conflict with the 
leisure domain is also affect the well- being 
of young and middle-aged adults. 
 
Apart from that, table 2 also shows that fam-
ily support t-value is 2.393 and the standard 
error is 0.175. The p-value is 0.017 which is 
less than 0.05, it shows that the relationship 
between the family support and work-life 
balance is partially mediated by leisure satis-
faction. This finding is almost similar to 
Muzindutsi and Masango (2015) study, 
which found that family support can increase 
one’s leisure activities' participation and lei-
sure satisfaction. The family members can 
share household responsibilities with the in-
dividual to lighten the burden of domestic 
chores. In addition, the individual can also 
increase carry out the leisure activity such as 
watching a movie with the family members 
to recover from tiredness and strength the re-
lationship between the family members. This 
can decrease the work-family conflict and 
improve one’s work-life balance. 

 
In a nutshell, the findings of this study are re-
lated to the Effort Recovery Model (Mei-
jiman & Mulder, 1998) in terms of the pro-
cess of recovery from fatigue. Usually, the 
teacher requires consuming a lot of energy 
and effort to complete the given task in the 
work domain. Higher job demand can in-
crease the teacher’s level of fatigue such as 
reduce energy and exhausted. This can influ-
ence physical health (such as cancer) and 
mental health (such as depression) of the 
teacher from time to time. In this case, the 
teacher can carry out leisure activity in job 
domain and life domain to assist him or her 
to fully recover from tiredness. This model 
revealed that if the employee cannot fully re-
cover from fatigue during rest time or after 
working hours, the fatigue can be accumu-
lated and reversed to influence the employee 
condition. For example, the employee can 
listen to music during lunch break to help 
them to recover from tiredness and increase 
their job performance during work time. This 
relates to the work overload, job involve-
ment, family workload and family support 
whereby it can increase the employee’s lei-
sure satisfaction and work-life balance. 
 
Implications of the Study 
 
The study revealed leisure satisfaction pro-
vides opportunities to reduce setbacks at 
work or in the family. Similarly, teacher’s 
work life balance decrease due to heavy 
workload. Thus, the Human Resource (HR) 
practitioners can organize a variety of leisure 
programs in the organization. This allows the 
employees can select and participate the type 
of leisure activities based on own interest. 
This action not only can increase leisure sat-
isfaction but also individual’s work life bal-
ance.  
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Moreover, the organization is suggested to 
provide the dependent care benefits for the 
employee to decrease the employee’s family 
workload such as nursery or kindergarten. 
Job redesign and the use of information tech-
nology may assist in reducing the workload 
in school. 
 
As family support increases the experience of 
work-life balance, family members should be 
encouraged to assist teachers physically or 
emotionally. Schools can conduct family day 
and other family-related activities to 
strengthen the bond between family mem-
bers. Besides, the researcher use effort recov-
ery model introduced by Meijiman and 
Mulder in year 1998 to support this study. 
Based on this model, the individual can re-
covery from tiredness through leisure activ-
ity such as reading, jogging, playing badmin-
ton and etc. The employee can also recover 
automatically when he or she stops working 
such as having a small break during the lunch 
hour and this can increase employee job per-
formances. Thus, the school can prepare staf-
froom with a conducive environment for 
teacher to recharge during the small break.  
 
CONCLUSION 
 
The study provides a piece of evidence that 
leisure satisfaction plays an important role in 
the work-life balance among teachers based 
on the result of this study. The relationship 
between work overload, job involvement, 
family workload, family support, and work-
life balance are partially mediated by leisure 
satisfaction. Work overload and family 
workload lead to work-life imbalance, while 
job involvement and family support lead to 
better work-life balance. Thus, it is suggested 
or organizations to invest in leisure activities 

as one of the strategies to assist teachers to 
experience more balance in managing work 
and life. 
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