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Abstract 

The evolving landscape of work has transformed workplace practices, with flexible work 

arrangements (FWA) and technology integration (TI) emerging as essential tools for 

addressing modern employment challenges. This study examines the impact of FWA and TI 

on work-life balance (WLB) among employees in Malaysia's Small and Medium Enterprises 

(SMEs), which contribute nearly 40% to the nation’s GDP. SMEs face challenges in adopting 

FWA and TI due to resource constraints, particularly in attracting and retaining younger 

employees who prioritize WLB. 

Grounded in the Work-Life Border Theory and Technology Acceptance Model, this study 

explores how organizational flexibility and technology influence employees' ability to 
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balance personal and professional responsibilities. FWA includes flexible hours, remote work, 

and compressed workweeks, while TI focuses on tool access, effectiveness, and flexibility. 

WLB is measured by time balance, stress management, and satisfaction. 

Using a quantitative research approach, data were collected from 575 SME employees, with 

143 valid responses analyzed using SPSS software. Reliability analysis showed high internal 

consistency with Cronbach’s alpha exceeding 0.8. Correlation analysis revealed moderate to 

strong positive relationships between variables, while regression analysis indicated FWA and 

TI collectively explain 58.5% of WLB variance. TI emerged as a stronger predictor, 

enhancing productivity, collaboration, and stress reduction. Flexible work arrangements, 

including flexible hours, remote work, and compressed workweeks, significantly improved 

balance between personal and professional responsibilities. 

This study addresses gaps in WLB research in Malaysia's SMEs and offers actionable 

recommendations, including tailored FWA, strategic investment in cost-effective technology, 

and fostering a culture of work-life balance. By aligning workplace practices with employee 

needs, SMEs can enhance satisfaction and productivity, driving sustainable growth and 

competitiveness. 

Keywords: flexible work arrangements, technology integration, work-life balance, small and 

medium enterprises, workplace flexibility, Malaysia 

1. Introduction 

1.1 Background 

The evolving landscape of work has led to significant changes in workplace practices, with 

flexible work arrangements (FWA) and technology integration (TI) becoming essential tools 

for addressing the complexities of modern employment (Olawale et al., 2024). In the context 

of Malaysia SMEs, these trends hold particular relevance, as SMEs contribute 38% to the 

country's GDP, employ almost two-thirds of workforce and account for 96.9% of total 

business establishments (Yap, 2023). However, SMEs face unique challenges in managing 

emerging talent, especially across diverse generations with varying needs and expectations 

(Mer and Virdi, 2024). The younger workforce, particularly Gen Y and Gen Z, values 

work-life balance more than previous generations and prioritizes flexibility and autonomy in 

their careers (Dindar and Güzel, 2024). Similarly, the integration of digital tools into work 

processes is no longer a luxury but a necessity for ensuring efficiency and employee 

satisfaction (Bansal et al., 2023). 

Flexible work arrangements—such as flexible hours, remote work, and compressed work 

weeks—enable employees to tailor their work schedules, fostering a balance between 

professional and personal responsibilities (Kossek and Kelliher, 2023). Meanwhile, 

technology integration supports these practices by providing tools for communication, task 

management, and administrative tasks (Vahdat, 2022). Despite the evident benefits, the 
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adoption of FWA and TI by SMEs remains inconsistent (Leso et al., 2023). This study 

investigates how these interventions impact work-life balance, aiming to provide actionable 

insights for Malaysia SMEs to retain talent and enhance employee well-being. 

  

Figure 1. MSMEs accounted for 96.9% (1,101,725 firms) of overall establishments in 

Malaysia in 2023 (SME Corp, 2024) 

1.2 Problem Statement 

Malaysia SMEs are critical drivers of the nation's economic growth, yet they face increasing 

difficulty in attracting and retaining talent, particularly younger employees who prioritize 

work-life balance (Suprayitno, 2024). While larger organizations often implement FWA and 

invest in cutting-edge technologies, SMEs frequently lack the resources, awareness, or 

infrastructure to do the same (Chaudhary et al., 2023). This disparity results in challenges for 

SMEs in competing for skilled workers, ultimately affecting their operational performance 

and employee satisfaction (Ismail et al., 2021). 

Existing literature emphasizes the benefits of FWA and TI in improving employee satisfaction 

and productivity (Ninaus et al., 2021). However, research specific to their implementation in 

Malaysia SMEs remains limited. Questions about the practicality of adopting such measures, 

particularly in resource-constrained environments, remain largely unanswered (Abiodun et al., 

2021). This study addresses this gap by exploring how FWA and TI collectively influence the 

work-life balance of employees in Malaysia SMEs. 

1.3 Research Questions 

The study research questions (RQ) are:  

RQ1: 
How does Flexible Work Arrangement impact Work-Life Balance among employees in 
Malaysia SMEs? 

RQ2: 
How does Technology Integration impact work-life balance among employees in Malaysia 
SMEs? 

RQ3: 
How do Flexible Work Arrangement and Technology Integration impact Work-Life 
Balance in Malaysia SMEs? 

Figure 2. Study research questions 
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1.4 Research Objectives 

This study objectives (RO) are:  

RO1: 
To examine the impact of Flexible Work Arrangement on Work-Life Balance among 

employees in Malaysia SMEs. 

RO2: 
To examine the impact of Technology Integration on Work-Life Balance among employees 

in Malaysia SMEs. 

RO3: 
To examine the impact of Flexible Work Arrangement and Technology Integration on 

Work-Life Balance among employees in Malaysia SMEs. 

Figure 3. Study research objectives 

1.5 Significant of Study 

This study contributes to both academic literature and practical applications in the context of 

Malaysia SMEs. Academically, it fills a gap by providing empirical evidence on the impact of 

FWA and TI on work-life balance. Practically, it offers actionable recommendations for SME 

owners and managers to implement cost-effective strategies that align with employee 

expectations, particularly younger generations. Additionally, the findings can guide 

policymakers in creating supportive frameworks that enable SMEs to adopt flexible and 

technology-driven practices. 

1.6 Scope of Study 

The study focuses on employees working in SMEs across various industries in Malaysia. It 

examines the adoption and effectiveness of flexible work arrangements (FWA) and 

technology integration (TI) in influencing work-life balance. The target respondents include 

employees across different generations to account for diverse perspectives on workplace 

practices and balance. 

1.7 Definition of Terms 

Flexible work arrangements (FWA): Employment practices that allow employees to adjust 

their working hours, locations, or workload, including flexible hours, remote work, and 

compressed work weeks (Alsulami et al., 2022). 

Technology integration (TI): The use of digital tools and platforms (e.g., communication 

tools, task management systems) to improve work processes and support flexibility (Han and 

Trimi, 2022). 

Work-life balance (WLB): The ability to balance professional responsibilities with personal 

and family commitments, leading to reduced stress and improved satisfaction (Oyewobi et al., 

2022). 
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Generations: 

Generations Year Definition 

 

1946–1964 

Employees shaped by traditional workplace 

hierarchies and structures (Alferjany and Alias,2020). 

 

1965–1980 

Known for balancing pragmatic work ethics with 

evolving family responsibilities (Climek et al., 2024). 

 

1981–1996 

A generation prioritizing flexibility and meaningful 

work, influenced by constant digital connectivity 

(Singh et al., 2023). 

 

1997–2012 

Highly tech-savvy and value-driven employees who 

expect innovative and flexible workplaces (Dreyer 

and Stojanová, 2023). 

Figure 4. Definition of employees by generations (Jones, 2022) 

2. Literature Review 

2.1 Flexible Work Arrangements 

Flexible work arrangements (FWA) are employment practices that enable employees to adjust 

their work schedules, locations, and workloads, offering greater autonomy to balance 

personal and professional responsibilities (Wahab et al., 2024). The growing adoption of 

FWA is driven by shifts in workforce expectations, particularly amongst younger generations, 

who value flexibility and work-life balance as key factors in job satisfaction (Brega et al., 

2023). Common forms of FWA include flexible hours, remote work, and compressed work 

weeks. These practices are widely recognized for their ability to enhance employee 

well-being, engagement, and retention (Azeem & Kotey, 2023). 

Flexible hours allow employees to determine their start and end times, enabling them to 

accommodate responsibilities such as caregiving, education, or healthcare (Kossek et al., 

2021). This autonomy fosters a sense of control over one’s schedule, reducing stress and 

improving job satisfaction (Ray and Pana, 2021). However, flexible hours can pose 

challenges in team-based environments, where misaligned schedules may hinder coordination 

and collaboration (Ewim et al., 2024). For example, employees with varying work hours may 

find it difficult to schedule meetings or meet deadlines that require collective input, resulting 

in inefficiencies and potential conflicts (Kramer et al., 2019). 

Remote work, another integral component of FWA, gained prominence during the COVID-19 
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pandemic and continues to play a central role in modern workplace practices (Haque, 2023). 

By allowing employees to work from locations of their choice, remote work eliminates 

commuting time, reduces workplace stress, and enhances productivity (Ng et al., 2022). 

Despite these benefits, remote work is not without its drawbacks. Employees often report 

feelings of isolation, weakened team cohesion, and blurred boundaries between work and 

personal life, which can exacerbate stress and reduce engagement (Contreras et al., 2020). 

For SMEs in Malaysia, the challenges are more pronounced due to limited access to digital 

infrastructure and resources, making the adoption of remote work uneven and fragmented 

(Samsudin et al., 2024). 

Compressed work weeks involve completing the required number of work hours in fewer 

days, providing employees with extended personal time for family, leisure, or self-care 

activities (Feeney and Stritch, 2019). Ab Wahab and Tatoglu (2020) found that compressed 

work weeks improve morale and reduce burnout amongst employees. However, compressed 

work weeks may not be feasible in industries requiring continuous operations, such as 

healthcare, retail, or manufacturing (Lukács and Antal, 2023). Longer workdays may also 

lead to employee fatigue, diminishing productivity and potentially affecting service quality 

(Bolino et al., 2021). 

The work-family border theory (Clark, 2000) provides a framework for understanding the 

impact of FWA on work-life balance. Clark posits that employees manage the boundaries 

between work and personal life to reduce conflict and maintain harmony. FWA acts as a 

structural enabler, allowing employees to establish clear and manageable boundaries that 

enhance balance. However, the success of FWA depends on supportive organizational 

policies, effective communication, and the alignment of employee and employer expectations 

(William et al., 2021). In the context of Malaysia SMEs, where financial and structural 

constraints often limit flexibility, the implementation of FWA requires innovative approaches, 

such as hybrid models that balance operational needs with employee preferences (Ateeq, 

2022). 
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Figure 5. Work/Family border theory (Clark, 2000) 

2.2 Technology Integration 

Technology integration (TI) refers to the use of digital tools and platforms to streamline 

workflows, enhance communication, and enable flexible work practices (Mayasari et al., 

2024). In the context of SMEs, TI is a critical enabler of FWA, providing the infrastructure 

and capabilities needed to support flexible schedules and remote work. Tools such as human 

resource management systems (HRMS), task management platforms (e.g., Trello, Asana), and 

communication tools (e.g., Microsoft Teams, Zoom) have become indispensable in modern 

workplaces (Touriano et al., 2023). 

The technology acceptance model (TAM) (Davis, 1989) offers a theoretical lens to examine 

how employees adopt and use workplace technology. According to TAM, Perceived 

Usefulness and Perceived Ease of Use are key determinants of technology acceptance. In the 

context of SMEs, employees are more likely to embrace tools that simplify tasks, improve 

productivity, and enhance collaboration. For example, HRMS enables employees to manage 

leave applications, access payroll information, and monitor performance, reducing 

administrative burdens for both employees and HR departments (Wahyoedi et al., 2023). 
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Figure 6. Technology acceptance model (Davis, 1989) 

Access to technology is a crucial factor in enabling flexible work practices. Employees with 

access to appropriate digital tools can manage workloads effectively, collaborate with 

geographically dispersed teams, and adapt to changing work environments (Wu, 2022). 

However, many SMEs face barriers to providing such access, including budget constraints, 

limited IT expertise, and resistance to technological change (Hendrawan et al., 2024). These 

challenges are particularly acute in SMEs operating in traditional sectors, where the adoption 

of digital tools often lags behind industry trends (Faruque et al., 2024). 

The effectiveness of technology is another important consideration. Digital tools must not 

only be accessible but also effective in meeting organizational and employee needs. For 

example, task management platforms help employees prioritize and organize tasks, 

improving time management and reducing stress. Similarly, communication tools like Slack 

and Zoom facilitate real-time collaboration, enhancing team cohesion and accountability 

(Burnett and Lisk, 2021). However, over-reliance on technology can lead to unintended 

consequences, such as increased stress from constant connectivity and difficulties in 

disconnecting from work during non-working hours (Vázquez et al., 2024). 

Cloud computing has emerged as a transformative technology for SMEs, offering scalable 

and cost-effective solutions that eliminate the need for significant upfront investment in IT 

infrastructure (Attaran & Woods, 2019). By leveraging cloud-based tools, SMEs can access 

advanced functionalities, such as data storage, real-time analytics, and virtual collaboration, 

at a fraction of the cost of traditional systems (Chitra et al., 2025). Nevertheless, issues such 

as cybersecurity risks and data privacy concerns must be addressed to maximize the benefits 

of TI (Hasani et al., 2023). 

The relationship between TI and FWA is synergistic. Technology acts as an enabler of 

flexibility, making it possible for employees to work remotely, adjust schedules, and manage 

workloads efficiently (Sun and Jung, 2024). For example, task automation reduces the time 



Business Management and Strategy 

ISSN 2157-6068 

2025, Vol. 16, No. 2 

 

 
120 

spent on routine tasks, allowing employees to focus on more meaningful work. Similarly, 

digital tools mitigate the challenges of remote work, such as communication gaps and 

isolation, by providing platforms for seamless interaction. SMEs that integrate TI 

strategically can enhance employee well-being, improve operational efficiency, and remain 

competitive in a rapidly evolving labor market (Ejjami, 2024). 

2.3 Work-Life Balance 

Work-life balance (WLB) refers to an individual's capacity to effectively manage professional 

responsibilities alongside personal and family obligations, contributing to enhanced 

well-being and organizational performance (Mahmood and Khan, 2024). As a 

multidimensional construct, WLB encompasses time management, stress management, and 

satisfaction with work and life balance (Hasyim and Bakri, 2025). Each dimension highlights 

a different aspect of the balance that employees seek to achieve in their lives (Jaharuddin and 

Zainol, 2019). 

Time management refers to the effective allocation of time between work commitments and 

familial obligations (Adisa et al., 2021). Employees with access to FWA and TI often report 

greater control over their schedules, enabling them to fulfill both professional and personal 

obligations without conflict (Shifrin and Michel, 2022). Flexible hours and remote work are 

particularly effective in improving time balance, as they allow employees to adjust their 

schedules to accommodate personal priorities (Ortiz-Bonnin et al., 2023). However, improper 

implementation of flexible working practices may lead to unintended outcomes, such as 

scheduling conflicts, diminished productivity, and erosion of team cohesion. This underscores 

the importance of establishing clear policies and fostering effective communication to address 

these challenges (Soga et al., 2022). 

Stress management focuses on reducing the psychological and emotional pressures associated 

with competing demands (Aksoy, 2024). FWA, such as remote work and compressed 

schedules, minimizes stress by reducing commuting time and providing employees with 

greater autonomy (Thompson et al., 2022). Similarly, TI reduces stress by automating 

repetitive tasks and improving task organization (Attar et al., 2020). However, excessive 

reliance on technology or poorly defined boundaries between work and personal life can 

exacerbate stress, particularly when employees feel pressured to remain constantly connected 

(Singh et al., 2022). 

Satisfaction with balance reflects an individual’s overall contentment with their ability to 

achieve harmony between work and life (Panda and Sahoo, 2021). Employees are more likely 

to express satisfaction when organizational culture align with their personal needs and values 

(Park and Doo, 2020). Clear communication, trust-based management, and accessible 

technological tools enhance satisfaction by addressing both professional and personal 

priorities (Uddin, 2021). For Malaysia SMEs, achieving WLB requires a cultural shift, 

moving away from rigid, traditional work structures to more adaptive and employee-centric 
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practices (Suki et al., 2024). 

The work-family border theory (Clark, 2000) provides insights into how FWA and TI 

influence WLB. According to this theory, flexibility in work arrangements and the 

availability of enabling technologies help employees navigate the boundaries between work 

and personal life, reducing conflict and enhancing satisfaction. For SMEs, adopting these 

practices is critical to fostering a supportive environment that enhances employee well-being 

and productivity. 

2.4 Conceptual Framework 

The conceptual framework Figure 7 for this study examines the relationship between FWA, 

TI, and WLB. Flexible work arrangements (FWA) serve as the first independent variable, 

encompassing constructs such as flexible hours, remote work, and compressed work weeks. 

Technology integration (TI) is the second independent variable, with constructs including 

access to technology, effectiveness of tools, and their impact on flexibility. These constructs 

assess how digital tools enhance the feasibility and effectiveness of flexible work practices. 

Work-life balance (WLB) is the dependent variable, measured through constructs such as 

time balance, stress management, and satisfaction with balance. 

 

Figure 7. Conceptual Framework 

2.5 Hypotheses Development 

Based on the conceptual framework and insights from the literature, the following hypotheses 

are proposed: 

H1: 
There is a positive relationship between Flexible Work Arrangements and Work-Life 

Balance amongst employees in Malaysia SMEs. 

H2: 
There is a positive relationship between Technology Integration and Work-Life Balance 

amongst employees in Malaysia SMEs. 

H3: 
There is a positive relationship between Flexible Work Arrangements and Technology 

Integration in influencing Work-Life Balance amongst employees in Malaysia SMEs 

Figure 8. Study research hypotheses 
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2.6 Chapter Conclusion 

This chapter highlights how flexible work arrangements (FWA) and technology integration 

(TI) influence work-life balance (WLB), providing theoretical and practical insights for 

improving employee well-being in Malaysia SMEs. 

3. Research Methodology 

3.1 Research Design 

This study employs a quantitative research design to examine the relationships between 

flexible work arrangements (FWA), technology integration (TI), and work-life balance (WLB) 

amongst employees in Malaysia SMEs. The research adopts a descriptive correlational 

approach to identify the extent to which FWA and TI influence WLB. By utilizing a 

structured survey questionnaire, the study collects numerical data that allows for statistical 

analysis of these relationships. This design is appropriate for addressing the research 

objectives and hypotheses, as it facilitates the testing of cause-effect relationships between 

variables in a systematic manner. 

3.2 Population and Sampling 

The population for this study comprises employees working in Malaysia SMEs across various 

service-oriented sectors, such as retail, IT, and professional services. These sectors were 

selected due to their adaptability to FWA and TI practices. Employees from diverse 

demographic backgrounds—including different age groups, job roles, and levels of 

experience—are targeted to ensure a comprehensive understanding of the factors influencing 

WLB. 

A non-probability convenience sampling method is used to recruit participants. This 

technique was chosen due to its practicality in accessing a large pool of respondents within a 

limited timeframe. However, efforts will be made to ensure that the sample represents the 

broader SME workforce by including participants from different organizational levels and 

sectors. 

3.3 Sample Size and Sampling Technique 

The sample size is determined using Cochran’s sampling techniques (Cochran, 1977), which 

accounts for the population size, margin of error, and confidence level. For this study, a 

sample size of 200 respondents is deemed sufficient to ensure generalizability of the findings, 

considering the SME population in Malaysia. 

The sampling technique involves distributing the survey questionnaire through online 

platforms such as LinkedIn, WhatsApp, and email. These channels provide access to a wide 

range of participants, particularly in sectors with significant digital adoption. In addition, HR 

managers in SMEs will be contacted to facilitate data collection from their employees. A total 

of 575 questionnaire was distributed, however, only 143 questionnaire were collected and 
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deemed suitable for inclusion in the analysis. 

3.4 Unit of Analysis 

The unit of analysis in this study is individual employees working in SMEs. Each 

participant’s responses are analyzed to assess their perceptions of FWA, TI, and WLB. By 

focusing on individual experiences, the study aims to identify patterns and insights that 

reflect the broader workforce trends in SMEs. 

3.5 Measurement Instrument and Questionnaire Development 

The primary data collection tool is a structured survey questionnaire developed based on 

existing validated scales from the literature. The questionnaire is divided into four sections: 

1. Demographics: Includes questions about age, gender, education level, job role, and 

sector to ensure diversity amongst respondents. 

2. Flexible work arrangements (FWA): Measures perceptions of flexible hours, remote 

work, and compressed work weeks.  

3. Technology integration (TI): Assesses access to technology, effectiveness of tools, and 

their impact on flexible work practices. 

4. Work-life balance (WLB): Evaluates time balance, stress management, and 

satisfaction with balance using items adapted from prior studies. 

Each construct is operationalized with three indicators to capture its multidimensional nature. 

The questionnaire is designed to minimize respondent fatigue and ensure clarity by using 

simple and concise language and using 5-point Likert scale (1 = Strongly Disagree, 5 = 

Strongly Agree). 

3.6 Validity and Reliability of Instrument 

To ensure the validity and reliability of the questionnaire, several measures were 

implemented. Content validity was established by reviewing the questionnaire with a panel of 

experts, including academics and practitioners, to confirm that the items adequately reflected 

the constructs of FWA, TI, and WLB. Construct validity was tested through exploratory 

factor analysis, which grouped items into their respective constructs to verify their alignment. 

Reliability was assessed using Cronbach’s alpha, with a threshold of 0.7 or higher indicating 

acceptable internal consistency. A pilot study was conducted to further refine the instrument 

and enhance its reliability, allowing for the identification and resolution of any ambiguities or 

inconsistencies in the questionnaire. 

3.7 Pilot Study 

A pilot study involving 30 participants is conducted to pre-test the questionnaire. The 

objectives of the pilot study are to: 

• Identify any ambiguities or inconsistencies in the questionnaire. 



Business Management and Strategy 

ISSN 2157-6068 

2025, Vol. 16, No. 2 

 

 
124 

• Assess the time required for completion. 

• Test the reliability of the constructs using Cronbach’s alpha. 

Feedback from pilot study participants is used to revise the questionnaire, ensuring that it is 

user-friendly and comprehensible. The pilot study also provides an opportunity to evaluate 

the effectiveness of the data collection procedure. 

3.8 Data Collection Procedure 

The data collection process was conducted over a four-week period using an online survey 

platform such as Google Forms. The procedure began with inviting potential participants 

through emails, LinkedIn posts, and professional networking platforms. Participants were 

provided with a detailed explanation of the study’s purpose, ensuring informed consent 

before they proceeded to complete the survey. The survey link was distributed widely, and 

periodic reminders were sent to encourage participation. Responses were monitored in real 

time to identify incomplete submissions, which were excluded from the analysis. Ethical 

considerations, including participant anonymity and data confidentiality, were strictly 

adhered to throughout the data collection process. 

3.9 Plan for Data Analysis 

The data collected from the survey was analyzed using statistical package for the social 

sciences (SPSS) software. Descriptive statistics were used to summarize demographic 

characteristics and provide an overview of the data. Reliability analysis was conducted to test 

the internal consistency of each construct using Cronbach’s alpha (Cronbach, 1951). 

Correlation analysis was performed to examine the relationships between FWA, TI, and WLB, 

identifying significant associations. To test the hypotheses, multiple regression analysis was 

conducted to determine the individual and combined effects of the independent variables 

(FWA and TI) on the dependent variable (WLB). Additional diagnostic tests, such as 

normality and multicollinearity, were performed to ensure the robustness of the findings. The 

results were interpreted in the context of the research objectives, providing actionable 

insights for SMEs to implement effective workplace practices. 

3.10 Chapter Conclusion 

This chapter outlines the research methodology employed to examine the relationships 

between FWA, TI, and WLB. By adopting a quantitative design, using validated instruments, 

and employing rigorous data analysis techniques, the study aims to provide reliable and 

generalizable insights into the factors influencing work-life balance in Malaysia SMEs. The 

methodology ensures that the research is conducted ethically and systematically, contributing 

to the academic and practical understanding of these critical issues. 
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4. Data Analysis 

4.1 Survey Response Rate 

Table 1. Survey Response Rate 

Questionnaire Distributed 
Questionnaire 

Collected / Received 
Response Rate % 

575 143 24.9% 

To gather insights into the impact of flexible work arrangements (FWA) and technology 

integration (TI) on work-life balance (WLB) amongst SME employees, the survey was 

distributed to 575 individuals via personal networks and messaging platforms like WhatsApp. 

A total of 143 completed questionnaires were returned, resulting in a response rate of 24.9% 

(Table 1). 

The survey distribution process faced some logistical challenges, including restrictions on 

WhatsApp usage due to spam alerts, which temporarily blocked the account used for outreach. 

Despite these setbacks, proactive efforts were made to clarify the survey's relevance to 

potential respondents, emphasizing that all individuals receiving a salary from an 

SME—regardless of their job role—were eligible to participate. This clarification was 

particularly important as some recipients initially questioned their eligibility. 

The response rate reflects a combination of interest in the research topic and challenges 

inherent in reaching a broad audience through personal contacts. While the distribution 

method ensured access to a diverse pool of respondents across industries and job roles, future 

studies could benefit from more formal distribution channels, such as employer partnerships 

or email campaigns, to enhance participation and mitigate logistical issues. 

4.2 Respondent Profile / Demographic Analysis 

Table 2. Demographic Profile 

Demographic Frequency Percentage % 

Age Group 

1997-2012 (Gen Z) 16 11.2% 

1981-1996 (Gen Y) 75 52.4% 

1965-1980 (Gen X) 50 35.0% 

1946-1964 (Baby Boomer) 2 1.4% 

Gender 
Male 86 60.1% 

Female 57 39.9% 

Job 

Management 31 21.7% 

Administration 12 8.4% 

Operations 10 7.0% 

Sales/Marketing 39 27.3% 

Customer Service 1 0.7% 

Finance/Account 9 6.3% 

Human Resources 6 4.2% 

Creative/Design 3 2.1% 

Logistics/Supply Chain 6 4.2% 
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Technician 4 2.8% 

IT 14 9.8% 

Others 8 5.6% 

Industry 

Manufacturing 18 12.6% 

Services 99 69.2% 

Construction 13 9.1% 

Agriculture 7 4.9% 

Mining & Quarrying 6 4.2% 

The demographic analysis of the survey respondents provides valuable insights into the 

diversity of the sample population, reflecting a broad range of age groups, genders, job roles, 

and industries. This analysis ensures a comprehensive understanding of the impact of flexible 

work arrangements (FWA) and technology integration (TI) on work-life balance (WLB) 

amongst employees in Malaysia SMEs. 

Age Groups: The majority of respondents belong to Gen Y (1981–1996), accounting for 52.4% 

of the sample, followed by Gen X (1965–1980) at 35.0%, and Gen Z (1997–2012) at 11.2%. 

Baby Boomers (1946–1964) make up only 1.4%, reflecting the declining workforce 

participation of older generations in SMEs. This distribution highlights the predominance of 

younger employees, who are often more attuned to flexibility and technology adoption in the 

workplace. 

Gender: A higher proportion of respondents are male (60.1%), compared to female (39.9%), 

indicating potential gender imbalances in certain SME sectors. The gender split provides a 

basis for exploring whether perceptions of FWA, TI, and WLB differ across genders. 

Job Roles: Respondents represent a wide range of job roles, with the largest group being 

Sales/Marketing (27.3%), followed by Management (21.7%) and IT (9.8%). Less-represented 

roles include Customer Service (0.7%) and Creative/Design (2.1%). This diversity ensures that 

the survey captures varied perspectives on workplace practices and challenges. 

Industry: The majority of respondents are employed in the services sector (69.2%), consistent 

with the dominance of services in Malaysia’s SME landscape. Other sectors include 

manufacturing (12.6%), construction (9.1%), agriculture (4.9%), and mining & quarrying 

(4.2%). The distribution reflects the sectoral composition of SMEs, providing a contextual 

basis for analyzing the applicability of FWA and TI across industries. 

The demographic diversity of the sample enhances the study's validity and ensures that the 

findings are representative of SME employees in Malaysia. This comprehensive profile forms 

a robust foundation for subsequent analyses of FWA, TI, and WLB. 

4.3 Descriptive Analysis 

This section presents the descriptive analysis of survey responses for the three main variables: 

Flexible Work Arrangement (FWA), Technology Integration (TI), and Work-Life Balance 

(WLB). The analysis includes mean and standard deviation values for each item, offering 

insights into respondents’ perceptions and experiences. 
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4.3.1 Mean and Standard Deviation of Flexible Work Arrangement 

Table 3. Mean and standard deviation of items for FWA 

No. Independent Variable 1: FWA Mean Standard Deviation 

1 
I have the flexibility to choose my start and end times for 
work. 

3.7063 1.40839 

2 
I can adjust my work schedule to accommodate personal 
responsibilities. 

3.7273 1.29017 

3 
Flexible hours help me balance my work and personal 
commitments effectively. 

4.1748 1.08974 

4 I have the option to work remotely when needed. 3.9161 1.21896 
5 I feel as productive working remotely as I am in the office. 3.6364 1.19001 

6 
Remote work reduces commuting stress and helps me 
manage my time better. 

4.0140 1.11321 

7 
I prefer to complete my weekly hours in fewer days (e.g., 
4-day weeks). 

3.9510 1.20052 

8 
Compressed work weeks give me more time for personal 
and family activities. 

4.1329 1.08276 

9 
Compressed work weeks do not affect my work 
performance. 

3.9371 1.16412 

Table 3 illustrates the mean and standard deviation of FWA items. Amongst the nine items, the 

highest-rated statement was “Flexible hours help me balance my work and personal 

commitments effectively” (M = 4.17, SD = 1.09). This indicates that respondents highly value 

the role of flexible hours in managing their dual responsibilities. Similarly, “Compressed work 

weeks give me more time for personal and family activities” also scored high (M = 4.13, SD = 

1.08), reflecting the appeal of compressed schedules for balancing work and life. 

Conversely, “I feel as productive working remotely as I am in the office” had the lowest mean 

(M = 3.64, SD = 1.19). This finding suggests that while remote work is appreciated for 

reducing commuting stress (M = 4.01, SD = 1.11), some respondents may perceive challenges 

in maintaining productivity outside the traditional office environment. Overall, the responses 

highlight that FWA practices are generally effective but may require adjustments to optimize 

remote work productivity. 

4.3.2 Mean and Standard Deviation of Technology Integration 

Table 4. Mean and standard deviation of items for TI 

No. Independent Variable 2: TI Mean Standard Deviation 

1 
My organization provides sufficient technological tools 
to support my work processes. 

3.9650 0.99585 

2 
I have access to the necessary tools to manage work 
tasks effectively. 

4.0350 0.87543 

3 
Lack of access to workplace technology disrupts my 
ability to balance work and personal responsibilities. 

3.9231 1.04865 

4 
The tools provided by my organization help me manage 
my work responsibilities efficiently. 

3.9441 0.97703 

5 
My organization’s technology reduces time spent on 
routine tasks, enabling better time management. 

3.9510 1.00931 

6 
Workplace technology improves my ability to 
collaborate with colleagues while maintaining flexibility 
in my schedule. 

4.1049 0.89374 

7 Technology supports my ability to work remotely 4.1678 0.83906 
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without compromising productivity or boundaries. 

8 
My organization's tools enable me to align work hours 
with personal needs effectively. 

4.0699 0.88533 

9 
Technology makes it easier to adapt my work schedule, 
improving my overall work-life balance. 

4.1189 0.95305 

The descriptive statistics for TI, as shown in Table 4, reveal consistently high ratings across 

items, indicating strong agreement regarding the role of technology in enhancing workplace 

flexibility and efficiency. The statement “Technology makes it easier to adapt my work 

schedule, improving my overall work-life balance” received the highest rating (M = 4.12, SD = 

0.95), demonstrating the critical role of technology in supporting flexible work practices. 

Similarly, “Technology supports my ability to work remotely without compromising 

productivity or boundaries” scored high (M = 4.16, SD = 0.83), emphasizing its importance in 

facilitating remote work. The relatively lower rating for “Lack of access to workplace 

technology disrupts my ability to balance work and personal responsibilities” (M = 3.92, SD = 

1.04) indicates that most respondents have access to adequate technological tools, which 

reduces disruptions to work-life balance. 

These findings suggest that technology integration is a key enabler of workplace flexibility, 

particularly in remote work scenarios, and that SMEs largely succeed in providing necessary 

technological resources to employees. 

4.3.3 Mean and Standard Deviation of Work-Life Balance 

Table 5. Mean and standard deviation of items for WLB 

No. Dependent Variable: WLB Mean Standard Deviation 

1 

Flexible work arrangement and technology integration 

improve my ability to balance time between work and 

personal responsibilities. 

4.2587 0.84515 

2 

I can allocate sufficient time to both my work and 

personal commitments with flexible work arrangement 

and technology integration. 

4.1049 0.95470 

3 
Flexible arrangements and technology help me 

maintain a healthy time balance. 
4.2378 0.86365 

4 

I can manage stress arising from work and family 

commitments due to flexible work arrangement and 

technology integration. 

4.1818 0.86916 

5 
Flexible arrangements and technology reduce stress 

caused by competing demands. 
4.0699 0.99753 

6 
I feel less stressed due to the work-life balance 

practices in my organization. 
3.8601 1.12338 

7 
I am satisfied with the work-life balance practices in 

my organization. 
3.8462 1.09614 

8 

My organization’s implementation of flexible work 

arrangement and technology integration supports my 

efforts to achieve work-life balance. 

3.7692 1.16094 

9 

I believe my work-life balance will improve with 

enhanced flexible work arrangement and technology 

integration policies. 

4.1818 0.85280 
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Table 5 summarizes the descriptive statistics for WLB items. The highest-rated statement, 

“Flexible work arrangement and technology integration improve my ability to balance time 

between work and personal responsibilities” (M = 4.26, SD = 0.84), underscores the significant 

role of both FWA and TI in achieving time balance. Other high ratings include “Flexible 

arrangements and technology help me maintain a healthy time balance” (M = 4.23, SD = 0.86) 

and “I can manage stress arising from work and family commitments due to flexible work 

arrangement and technology integration” (M = 4.18, SD = 0.86). 

However, satisfaction-related items, such as “I am satisfied with the work-life balance 

practices in my organization” (M = 3.84, SD = 1.09), received slightly lower ratings, 

suggesting areas for improvement in organizational policies. Overall, the responses highlight 

that while FWA and TI significantly enhance time balance and stress management, 

organizations may need to better align policies to fully satisfy employee expectations. 

4.4 Normality Analysis 

4.4.1 Normality Test 

Table 6. Skewness and Kurtosis Test 

Variable 

Skewness value 

-3 < s < +3 

Kurtosis value 

-10 < k < +10 

Statistic 

[+/- 3] 
Std.error 

Statisitc 

[+/- 10] 
Std.error 

Flexible Work Arrangement -0.864 0.203 0.714 0.403 

Technology Integration -0.479 0.203 0.415 0.403 

Work-Life Balance -0.732 0.203 0.378 0.403 

To determine whether the data is suitable for analysis, normality was assessed by looking at 

skewness and kurtosis values. Skewness checks if the data is evenly distributed or if it leans 

more to one side. Kurtosis looks at how "sharp" or "flat" the peak of the data is compared to a 

normal, bell-shaped curve. 

The skewness values for all variables fall within the acceptable range of -3 to +3, indicating 

that the data is not overly skewed. For instance, flexible work arrangement (FWA) has a 

skewness of -0.864, showing a slight lean toward higher ratings. Similarly, technology 

integration (TI) and work-life balance (WLB) have skewness values of -0.479 and -0.732, 

respectively, which also indicate a slight tendency toward positive responses. 

The kurtosis values for all variables are within the acceptable range of -10 to +10, meaning the 

data is neither too flat nor too peaked. For example, FWA has a kurtosis value of 0.714, which 

suggests a normal shape. TI and WLB also show values of 0.415 and 0.378, confirming a 

balanced distribution. 

Overall, the results show that the data is well-distributed and suitable for further statistical 

analysis, such as correlation and regression. 
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4.4.2 Multicollinearity 

Table 7. Collinearity Statistics 

Model 
Collinearity Statistics 

Tolerance ≥ 0.1 VIF ≤ 5 OR ≤ 10 

FWA 0.732 1.366 

TI 0.732 1.366 

Multicollinearity was assessed to ensure that the independent variables, flexible work 

arrangement (FWA) and technology integration (TI), do not overlap significantly in 

explaining the dependent variable, work-life balance (WLB). Table 7 shows the tolerance 

values for both variables at 0.732, exceeding the minimum threshold of 0.1, and the variance 

inflation factor (VIF) values at 1.366, well below the acceptable limit of 5 or 10. These 

results confirm the absence of multicollinearity, indicating that FWA and TI are distinct 

predictors of WLB and can be included together in regression analysis without compromising 

the validity of the results.  

4.5 Correlation Analysis 

Table 8. Correlation Analysis 

Variables FWA TI WLB 

FWA 1.000   

TI 0.518** 1.000  

WLB 0.562** 0.735** 1.000 

**. Correlation is significant at the 0.01 level (2-tailed). 

Correlation analysis was conducted to examine the strength and direction of the relationships 

between Flexible work arrangement (FWA), Technology integration (TI), and Work-life 

balance (WLB). Table 8 presents the results, showing significant positive correlations at the 

0.01 level (2-tailed) for all variable pairings. 

The correlation between FWA and WLB is r = 0.562, indicating a moderate positive 

relationship. This suggests that employees who experience greater workplace flexibility are 

more likely to report an improved balance between their professional and personal lives. 

The correlation between TI and WLB is r = 0.735, reflecting a strong positive relationship. This 

implies that the integration of technology plays a significant role in enhancing employees' 

ability to manage work and life responsibilities effectively. The strong association highlights 

technology's importance in streamlining processes, reducing stress, and enabling flexible work 

practices. 

The correlation between FWA and TI is r = 0.518, indicating a moderate positive relationship. 
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This demonstrates that technology often complements flexible work arrangements, reinforcing 

their collective impact on WLB. 

Overall, the results confirm that both FWA and TI are positively associated with WLB. The 

findings align with the research objectives and provide empirical evidence supporting the 

importance of these workplace practices in SMEs. 

4.6 Reliability Analysis 

Table 9: Reliability Analysis (Pilot : 30 Samples) 

Variables No. of Items Cronbach’s Alpha 

Flexible Work Arrangement 9 0.787 

Technology Integration 9 0.766 

Work Life Balance 9 0.858 

Table 10. Reliability Analysis (Full: 143 Samples, Rephrased questions) 

Variables No. of Items Cronbach’s Alpha 

Flexible Work Arrangement 9 0.831 

Technology Integration 9 0.856 

Work Life Balance 9 0.889 

Model R R Square (R2) Adjusted R Square 

1 0.765a 0.585 0.579 

 a. Predictors: Flexible Work Arrangement, Technology Integration 

Reliability analysis was conducted to evaluate the internal consistency of the survey instrument, 

using Cronbach’s Alpha as the measure. A pilot test with 30 samples was conducted initially, 

followed by the full survey with 143 responses, incorporating rephrased questions for clarity 

and comprehensiveness. Tables 9 and 10 summarize the results. 

In the pilot study, Cronbach’s Alpha values were 0.787 for Flexible Work Arrangement (FWA), 

0.766 for Technology Integration (TI), and 0.858 for Work-Life Balance (WLB). These values 

indicate acceptable to excellent reliability, confirming that the constructs measured were 

consistent and well-structured. 

The full dataset revealed improved reliability scores across all variables after rephrasing the 

questions to enhance clarity and precision. The Cronbach’s Alpha values increased to 0.831 for 

FWA, 0.856 for TI, and 0.889 for WLB. These values surpass the widely accepted threshold of 

0.7, signifying high internal consistency for all constructs. 

The improved reliability in the full dataset indicates that the instrument effectively captures the 

dimensions of FWA, TI, and WLB, minimizing measurement errors. The strong reliability 

supports the validity of subsequent analyses, including correlation and regression. 

Overall, the reliability analysis validates the robustness of the survey instrument, confirming 
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its appropriateness for assessing the relationships between FWA, TI, and WLB in the context of 

Malaysia SMEs. This ensures that the findings derived from the data are reliable and reflective 

of employees’ perceptions and experiences. 

4.7 Multiple Regression Analysis 

Table 11. Analysis on Coefficient of Determination (R2) 

Table 12. ANOVAa 

Model F Sig. 

1 98.675 <.001b 

Multiple regression analysis was conducted to determine the predictive power of Flexible work 

arrangement (FWA) and Technology integration (TI) on Work-life balance (WLB). This 

analysis evaluates how well the independent variables (FWA and TI) collectively explain 

variations in the dependent variable (WLB). 

The coefficient of determination (R²) presented in Table 11 indicates that the regression model 

explains 58.5% of the variance in WLB, with an adjusted R² of 0.579. This suggests that FWA 

and TI collectively have a substantial impact on employees’ work-life balance. The model’s 

statistical significance is confirmed by the ANOVA results, with an F-value of 98.675 and a 

p-value < 0.001, demonstrating that the regression model is a good fit for the data. 

a. Dependent Variable: WLB 

b. Predictors: TI, FWA 

Table 13. Regression Analysis of Coefficients 

Coefficientsa 

Model 
Unstandardized Coefficients 

Standardized 
Coefficients t Sig. 

B Std. Error Beta 

1 

(Constant) 0.459 0.259  1.769 0.079 

FWA 0.226 0.058 0.248 3.896 <.001 

TI 0.673 0.071 0.607 9.532 <.001 

a. Dependent Variable: WLB 

Table 13 provides further insights into the individual contributions of FWA and TI. The 

unstandardized coefficient (B) for FWA is 0.226, indicating that for every unit increase in FWA, 

WLB increases by 0.226 units, holding other factors constant. Similarly, TI has a higher 

unstandardized coefficient of 0.673, reflecting its stronger influence on WLB. The 

standardized coefficients (Beta) also confirm this, with TI (0.607) having a larger impact than 

FWA (0.248). Both predictors are statistically significant (p < 0.001). 
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The positive and significant coefficients indicate that both FWA and TI contribute to enhancing 

WLB, with TI playing a more prominent role. This finding highlights the importance of 

integrating technology to support flexible work practices, as it enables better time management, 

collaboration, and stress reduction, which are critical for achieving work-life balance. 

Table 14. Hypothesis Testing Result 

No. Hypotheses Constructed Results 

H1: 
There is a positive relationship between Flexible Work 
Arrangements and Work-Life Balance amongst employees in 
Malaysia SMEs. 

Accepted 

(p-value <0.05) 

H2: 
There is a positive relationship between Technology Integration 
and Work-Life Balance amongst employees in Malaysia SMEs. 

Accepted 

(p-value <0.05) 

H3: 
There is a positive relationship between Flexible Work 
Arrangements and Technology Integration in influencing 
Work-Life Balance amongst employees in Malaysia SMEs 

Accepted 

(p-value <0.05) 

Overall, the regression analysis confirms the acceptance of all three hypotheses, demonstrating 

that Flexible Work Arrangements and Technology Integration significantly influence 

Work-Life Balance among employees in Malaysian SMEs. Moreover, they underscore the 

synergistic relationship between these variables, emphasizing their collective importance in 

fostering a supportive work environment for SME employees. These insights provide valuable 

guidance for SMEs aiming to improve employee retention and productivity by prioritizing 

flexible policies and technological advancements. Organizations are encouraged to adopt 

strategies that integrate these elements, ensuring an adaptable and employee-centric 

workplace. 

5. Conclusion 

5.1 The Impact of Flexible Work Arrangements on Work-Life Balance 

The findings indicate a moderate positive relationship between FWA and WLB, supporting 

Wahab et al. (2024), who highlighted that FWA fosters autonomy, reducing stress and 

enhancing satisfaction. Flexible hours and compressed workweeks align with Ab Wahab & 

Tatoglu (2020), who demonstrated their effectiveness in reducing burnout and improving 

morale. However, the mixed results for remote work, with productivity challenges, echo 

Contreras et al. (2020), who emphasized potential issues such as isolation and weakened team 

cohesion. These results underscore the need for tailored FWA implementation, as suggested 

by Azeem & Kotey (2023), to align with both organizational needs and employee 

preferences. 

5.2 The Impact of Technology Integration on Work-Life Balance 

The strong positive correlation between TI and WLB supports the Technology Acceptance 

Model (Davis, 1989), which highlights the importance of perceived usefulness and ease of 
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use in technology adoption. The results are consistent with Burnett & Lisk (2021), who 

demonstrated that communication tools improve collaboration and team cohesion. The 

stronger influence of TI compared to FWA aligns with Mayasari et al. (2024), who identified 

technology as a critical enabler of workplace flexibility. However, concerns about 

over-reliance on technology, as noted by Vázquez et al. (2024), stress the importance of 

balanced and user-friendly solutions. 

5.3 The Impact of Flexible Work Arrangements and Technology Integration on Work-Life 

Balance 

The synergistic effect of FWA and TI on WLB, explaining 58.5% of the variance, supports 

Sun & Jung (2024), who emphasized the complementary nature of these elements. This 

aligns with the Work-Life Border Theory (Clark, 2000), which highlights the role of enabling 

technologies and structural flexibility in helping employees manage boundaries between 

work and personal life. Employees experiencing both workplace flexibility and access to 

supportive technology report higher satisfaction and improved time management, confirming 

the findings of Suki et al. (2024), who emphasized the importance of integrated workplace 

practices for SMEs.  

5.4 Contribution of Study 

This study fills a gap in the literature by providing empirical evidence on the impact of FWA 

and TI on WLB in the Malaysian SME context, as suggested by Wahab et al. (2024). By 

addressing challenges faced by SMEs, the findings offer actionable insights for owners to 

implement cost-effective strategies, particularly for attracting and retaining younger 

generations. The study also supports policymakers in designing frameworks that encourage 

SMEs to adopt flexible, technology-driven workplace practices. Ultimately, it reinforces the 

findings of Suki et al. (2024) by emphasizing the role of aligned workplace policies in 

fostering balanced and resilient workforces. 

6. Recommendations 

6.1 Recommendation 1: Tailored Flexible Work Arrangements 

SMEs should adopt tailored flexible work arrangements that align with their operational 

needs and workforce demographics. Given the significant role of FWA in enhancing 

work-life balance (WLB), SMEs can implement flexible hours and compressed work weeks 

to address employees' personal and professional demands. For roles where remote work is 

less feasible, such as customer-facing or production-based jobs, partial flexibility, such as 

staggered shifts, can be introduced. Clear guidelines, effective communication, and periodic 

reviews can ensure these arrangements do not disrupt operations while fostering a supportive 

work environment. 
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6.2 Recommendation 2: Enhance Technology Integration 

Investing in accessible and user-friendly technology is crucial for SMEs to support flexible 

work practices and boost employee productivity. SMEs should focus on adopting 

cost-effective solutions, such as cloud-based platforms, HR management systems, and 

collaboration tools. Providing training to employees ensures the optimal use of these 

technologies while addressing resistance to change. SMEs should also prioritize 

cybersecurity measures to protect sensitive data. Leveraging technology to streamline 

workflows and reduce manual tasks will enable employees to focus on meaningful work, 

further improving their WLB. 

6.3 Recommendation 3: Foster a Culture of Work-Life Balance 

SMEs must embed work-life balance into their organizational culture. This involves 

leadership commitment to promoting employee well-being through policies and practices that 

reflect an understanding of diverse workforce needs. Regular feedback mechanisms, such as 

employee surveys, can help gauge satisfaction with WLB initiatives and identify areas for 

improvement. Establishing wellness programs, stress management workshops, and time-off 

policies can further enhance employees' overall experience and satisfaction. 

6.4 Limitation of Study 

This study is limited by its cross-sectional design, which provides a snapshot of the 

relationship between FWA, TI, and WLB at a single point in time. As a result, the long-term 

effects of these practices remain unexplored. The reliance on self-reported data introduces the 

potential for bias, as participants may overstate the benefits or challenges of FWA and TI. 

Additionally, the study's focus on Malaysia SMEs restricts the generalizability of its findings 

to SMEs in other cultural or economic contexts. The absence of managerial perspectives 

further narrows the scope, leaving critical organizational insights underexplored. Furthermore, 

unintended consequences, such as the potential for digital fatigue or the inequity of flexibility 

amongst different job roles, were not investigated. 

6.5 Suggestion for Future Research 

Future studies should adopt longitudinal designs to assess the evolving impact of FWA and TI 

on WLB over time, particularly during periods of economic shifts or global disruptions. 

Mixed-method approaches, combining quantitative surveys with qualitative interviews, can 

provide a more nuanced understanding of how these practices influence different stakeholders, 

including management. 

Cross-sectoral and cross-cultural comparative studies could uncover unique challenges and 

enablers for SMEs in diverse industries and regions. Exploring emerging technologies, such as 

artificial intelligence and virtual collaboration tools, and their role in enhancing WLB would 

add value to the literature. Lastly, future research should address unintended consequences, 
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such as digital fatigue and unequal access to flexibility of work arrangement, to provide a 

balanced view of these workplace practices. 
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