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ABSTRACT  

The present research study focused on the development of work- life balance and organizational productivity 

framework for state universities and colleges. During these times, handling a balanced life between 

professional and personal life seems hard to achieve, especially for the people in the educational area, teachers, 

professors, staff, faculties, and even students are having a hard time balancing. Since different problems and 

rising expectations occur regularly in organizations' lives, the researcher attempts to create a work- life balance 

and organizational productivity framework for state universities and colleges to help SUC members and 

institutions think about an effective way to have a work-life balance in relation to organizational productivity. 

This study utilized descriptive research as the design. Correlational research helps the researcher to design and 

to understand the concept of the correlation between work-life balance and organizational productivity to state 

universities’ organization and employees. The study utilized a questionnaire checklist aligned with the 

assessment towards the development of work life balance and organizational productivity framework for state 

universities and colleges that adapted from other research studies. The researcher also utilized descriptive 

statistics and correlation analysis using Pearson-r correlation that has been employed to determine the effect of 

work-life balance on employee productivity.  The extent of work-life balance of the SUCs faculty members 

concerning their self-management, time management, stress management, and leisure management was 

extremely very high. The extent of organizational productivity of the SUCs faculty members with respect to 

the quality and relevance of instruction, research and development, extension and training services and 

management resources was very high. There is a significant relationship of work-life balance of SUCs faculty 

members to the organizational productivity. The work-life balance of SUCs faculty members and the 

predictors of organizational productivity have resulted in a good model in the area of quality and relevance of 

instruction, research and development, management of resources, and organizational productivity, while the 

extension and training services are interpreted as not a good model. Based on the data gathered, the conclusion 

was: The SUCs faculty members' different practices to their work-life balance effect on the productivity in 

serving the organization or institution. The SUCs faculty members have a balanced personal and professional 

life that significantly influences the work-life balance of faculty staff members positively. It not only allows 

them to perform their duties effectively but also ensures they have the time and flexibility to engage in 

personal activities, contributing to their overall well-being. 

Keywords: work-life balance, organizational productivity framework, self-management, time management, 

leisure management, stress management 

INTRODUCTION 

Work-life balance provides different meaning and perceptions to some people. To some individuals, it is an 

essential part of working for their family and their well-being. A concept of how an employee meets the 

demands of his life and work at the same time. According to Clutterbuck, work-life balance is being aware of 

different demands on time and energy, having the ability to make choices in the allocation of time and energy, 

knowing what values to apply to choices and making choices. 

There have been shifts of focus on strengthening the human resources as the fundamental asset in ensuring the 

stability of managing educational institutions. Managers and educational leaders deliver massive interventions 
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in capacitating personnel to achieve maximized potential towards efficiency and higher performance levels. 

These factors are greatly affected by ensuring the work-life balance of every individual in the workplace.  

The challenges of achieving work-life balance in higher education have been widely documented by previous 

education studies. Faculty who struggles with achieving balance between their professional and personal lives 

due to the demands of higher education may eventually become dissatisfied with their job in academia. Work-

life balance (WLB) has become a challenge for many academic professionals in higher education due to the 

increased demands imposed upon faculty. Faculty members often struggle to balance their academic and 

personal lives to maintain equilibrium in the academic profession.  

Productivity at work demands that institutional leaders to ensure a high level of performance by initiating 

varied programs responsive to the needs of its employees. As to the personal and professional discretion in 

assessment and considerations, it is highly demandable for an organization to evaluate and profile everyone in 

the workforce. This will facilitate the proper crafting of programs to address certain issues to deliver what is 

expected from each personnel as a member of the workforce.  

Regarding to relationship between work-life balance and organizational productivity of employees, work-life 

balance seems to be the extent considering the family’s responsibilities and obligations where it encourages 

management and employees to work together to meet their personal and work needs. (Studocu). 

Work and family are two important aspects of an individual’s life (Komal and Yasir 2014). Every employed 

person has two important domains to play several roles in his or her life these domains can be categorized as 

work and family. Work and family require certain role demands to be fulfilled in order to maintain the balance 

in life. The work environment has become more stressful because of diverse role expectations, professional 

competition, globalization and technological innovations. Managing work with family is an important issue as 

it has decisive challenges for organizations and employees. According to Castro and Martins, such changes 

have created several complications on both the domestic and professional fronts of the employees. The 

pressure of work has been intensifying and there is growing feeling among employees that the demands of 

work begin to dominate life and a sense of work-life balance is felt. The challenges of integrating work and 

family life is a part of everyday reality for many employees nowadays (Chimote & Srivastava 2013).  

Theoretical Framework 

Kumar and Janakiram (2017) stated that the Spillover Theory (Staines, 1980) posed to be the most popular 

theory between work and life domain. In general, the Spillover Theory states that participation in one domain 

affect participation in the other domain. In the reality of working life today, Bell et al. (2012) stated that 

employees are juggling to manage their work and life which often leads to spillover. According to Xu (2009), 

there are two types of spillover which is positive spillover and negative spillover. Satisfaction and achievement 

in work/life can affect the same emotions in life/work can be referred to as positive spillover. Meanwhile, 

negative spillover refers to the problems and despair in work/life that can affect the same emotion in life/work. 

To support this, as cited by Bell (2012), spillover can have positive or negative effects. Both positive and 

negative spillover can happen in both ways which is work to life and life to work (Balmforth & Gardner, 2006; 

Hanson et al., 2006; Hill et al., 2001).  

According to Greenhaus and Powell (2006), there are effective work-life spillover and instrumental work-life 

spillover. Affective work-life spillover is the transfer of moods and attitudes in one domain to another domain; 

meanwhile, the instrumental work-life spillover is the transfer of skills in one domain to another domain (Radó 

et al., 2016).  

Thus, this theory is being applied because of the term of work-life balance being used is the work/family 

enrichment and work/family conflict. Based on the theory, it is in line with both the conflict and enrichment of 

family to work and work to family. If the enrichment between work-family and vice versa happens, it means 

that there is positive spill over because the satisfaction and achievement from work affect the same emotions in 

life and vice versa. However, if there are work-family conflicts and family-work conflicts, it shows that there 

is a negative spillover because the problems and despair in work affect the same emotion in life and vice versa. 
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On the other hand, integration theory as cited by Clark (2000), assumes that the method in which family and 

work encompasses all parties and when responsibilities are mutual leads to better outcomes in all concerned 

domains than when solutions are made separately. This theory denotes the general view that a strong process 

of flexible and penetrable boundaries can better expedite and inspire the domains of community life, family-

life as well as work-life (Clark, 2000).  

Furthermore, this theory has been recognized to best explain the combination of supplementary contextual 

components with regard to family and work in the body of knowledge (Morris & Madsen, 2007). Additionally, 

Morris and Madsen (2007) stated that the theory seeks a modern understanding that reshapes customary work-

life standards making all concerned parties dynamic partners with the same voices in the establishment of a 

complete model of WLB. 

The Spillover Theory and Integration Theory allows the feelings and experiences most especially the SUCs 

faculty members from one area of life—to their personal or professional life— can affect and can be 

interconnected to each other. Workplace emotions can influence one's personal life in both positive and 

negative ways. Conversely, these theories seek to achieve harmony rather than division by harmoniously 

integrating work and personal life. By regulating boundaries, lowering conflict, and promoting well-being in 

both domains, striking a balance between the two ideas can aid in achieving a healthy work-life balance. 

STATEMENT OF THE PROBLEM / RESEARCH QUESTIONS  

To understand the concept of the correlation between work-life balance and organizational productivity to state 

universities’ organization and employees, this study sought to answer the following questions: 

1. What is the extent of the work-life balance of the SUCs faculty members with respect to their:  

1.1 Self- Management; 

1.2 Time Management; 

1.3 Stress Management; 

1.4 Leisure Management? 

2. What is the extent of organizational productivity of the SUCs faculty members with respect to:   

 2.1 Quality and Relevance of Instruction; 

 2.2 Research and Development; 

 2.3 Extension and Training Services; 

       2.4 Management Resources? 

3.  Is the work-life balance of SUCs faculty members significantly related to organizational productivity? 

4. Is the work-life balance of SUCs faculty members predict organizational productivity? 

5. What specific strategies or mechanisms were applied by SUC’S faculty members in achieving work-

balance? 

6. What specific projects or activities were initiated by SUC’S faculty members to ensure productivity? 

REVIEW OF RELATED LITERATURE AND STUDIES 

In today's competitive environment, organizations are under immense pressure to increase their performance 

and success. Work-life balance is a global issue that has a significant impact on both organizational and 

individual well-being and performance. Employees frequently struggle to strike a balance between their 

personal lives and their commitments at work. People who have enough time to balance their work and 
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personal lives are said to have a work-life balance. A slew of important studies on work-life balance and its 

relationship to other factors like employee performance and well-being have been published in recent years. 

In the studies of various disciplines, theories are the foundation that grasps the study frameworks. Some study 

variables or frameworks are derived and supported by theories that could give credibility to the outcome of 

these studies. In the discipline of human resource management, work life balance (WLB) is an aspect that 

involves the welfare of employees who are the key assets of any establishment. Because the general quality of 

an employee's existence concerning their working life is of utmost importance in the achievement of 

organizational goals (Guest, 2002). As cited by Kluczyk (2013), the paper investigated the impact of work-life 

balance on employee happiness in the private sector. The results revealed that poor work-life balance has 

negative consequences on family gratification, as seen by increasing levels of family-work and work-family 

conflict.  

Work life balance creates a spot in the human resource management as a determinant of success and high 

performance of any institution. The word “WORK” in WLB denotes actions in which intellectual or physical 

abilities are needed to accomplish it. Furthermore, the word “BALANCE” in the concept is used to give 

stability between the domains of life and work as defined by Clarke, Koch & Hill, (2004). In 1986 that term 

was coined and it gained popularity in the 1990s with Juliet Schor’s publication (Sing, 2014) when WLB 

became a wide concept that covers suitable perspectives, prioritizing between life and work Rincy & 

Panchanatham (2014). It is a term that is usually used in organizations in relation to the welfare of their 

employees (Gragnano, Simbula & Miglioretti, 2020). In addition, WLB is a concept associated with the 

institutional as well as the social settings of countries hence studies have developed several theoretical 

perspectives necessary to have an in-depth knowledge of the fundamental issues between employee lives and 

work (Gragnano, et al, 2020). 

A number of theories have evolved based on the various readings and investigations. Based on these 

definitions; researchers have evolved a number of models to describe the dynamics of WLB. In studying 

various roles and their effects on WLB, boundary theory and border theory have been recognized as the two 

major theories that other theories used in WLB studies are built on (Kumer & Janakiram, 2017).  In the 

different facets of WLB, the theories commonly used are as follows: 

Segmentation Theory In the relationship between work and home, this theory has the earliest view which 

argues that the two aspects do not affect the other as they are segmented and thereby an independent entity 

(Edwards & Rothb and, 2000; Kanter, 1977; Staines, 1980; Young & Kleiner, 1992; Zedeck, 1992). Although 

Bruke and Greenglass (1987) and Voydan off (1987) had shown that family and work are closely related in his 

study. Life and work have been inherently divided by space, function, and time right from the era of the 

Industrial Revolution as claimed by Gragnano et al. (2020). It has been argued that it is a way in which 

employees sternly hold back thoughts, actions and feelings relating to work when at home and vice versa when 

at work, thereby enabling employees to maintain fine lines in relation to family and work Piotrkowski (1979). 

This allows employees to skilfully sort their life.  

However, it has been argued that in the relationship between employee social life and work, segmentation 

theory has the weakest empirical support hence being considered as only a theoretical potential (Guest, 2001). 

This theory has been used in WLB studies to show the relationships of different domains of employee lives to 

reduce stress arising from various roles (Parasuraman, Greenhaus, & Granrose, 1992; Zedeck, 1992). 

MATERIALS AND METHODS 

Research Design 

Since the study was concerned with the assessment work-life balance and organizational productivity 

components manifested by the SUCs faculty members, it is concerned with the conditions or existing practices 

and processes. Through a descriptive correlational method, more understanding of the related components will 

be dealt with in depth alongside with other variables under investigation.     

This study used the descriptive-correlational design. Descriptive correlational describes the variables and the  
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relationships that occur naturally between and among them.  

Participants/Respondents 

The respondents of this research were from the main campuses of the selected state, universities and colleges, 

and the target population are the University Faculty members who are actively teaching during the academic 

year 2022-2023.  The respondents were composed of three hundred forty four (344) regular faculty members 

randomly chosen from the five SUC’s namely: Batangas State University, Cavite State University, Laguna 

State Polytechnic University, Southern Luzon State University and University of Rizal System, using the 

simple random sampling.    

Instrumentation 

The researcher used a survey questionnaire reflecting the components identified, to assess the work-life 

balance and organizational productivity of SUCs. The questionnaire consists of two parts: part one the work-

life balance of the respondents and part two, the assessment of the work-life balance and organizational 

productivity components. The researcher also added open-ended questions to find additional elements that 

could be used in developing a work-life balance model aligned with its connection to organizational 

productivity.  

The questionnaire used in this study is adapted, modified, and refined from Davidson’s Theory and Philippine 

SUCs Levelling KRAs to ensure suitability under with the cultural context of SUC’s Faculty members. The 

questionnaires are split into two sections where, the first section is the questions related to the Personal and 

Professional Domain on Work-Life Balance of Employees meanwhile the second part is the questions 

associated with the Institutional/Work Domain of Organizational Productivity.   

DATA ANALYSIS 

The variables in this study include self-management, time management, stress management and leisure-

management as components for work-life balance whereas quality and relevance of instruction, research and 

development, extension and training services and management resources were the variables leading to the 

identification of the level of organizational productivity. Data collection was carried out through a 

questionnaire using the seven-point Likert scale. This study was carried out in all possible state universities 

and colleges where, the researcher made use of primary sources of data. The population of study targets 100 

teaching staff made up of all the employees of selected universities and colleges. The major instrument to be 

used in this research work is a questionnaire-checklist. Consequently, the study has undergone face and 

content validity in this research work. To assess the extent of work life balance and organizational productivity 

extent manifested in their work as teaching staff, statistical computations were used. Regression was applied in 

this research for it is a kind of statistical technique that relates a dependent variable to one or more independent 

variables.  

Ethical Consideration 

Under the Data Privacy Act, the details and responses of each respondent were confidential for the safety and 

to uphold the integrity of the respondents.  

RESULTS AND DISCUSSION 
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The framework above reveals that a significant relationship exists between self-management and 

organizational productivity in terms of the quality and relevance of instruction and management of resources. 

Another significant relationship exists between time management and organizational productivity in terms of 

the quality and relevance of instruction and research development.  Also, a significant relationship exists 

between leisure management and organizational productivity in terms of research and development. The extent 

of the Work-Life Balance of the SUC faculty members with respect to their Self-Management, Time 

Management, Stress Management, and Leisure Management was extremely in a very high extent. 

CONCLUSION, LIMITATIONS AND RECOMMENDATIONS 

The work-life balance of SUCs faculty members and the predictors of organizational productivity were good 

models with respect to the Quality and Relevance of Instruction, Research and Development, Management of 

Resources, and Organizational Productivity, while the Extension and Training Services were not a good 

model.  

The specific strategies or mechanisms to achieve a balance between life and work environment are Organizing 

and setting goals, Planning and time management, Establishing Boundaries and Self-prioritizing, and 

Socializing. 

The specific projects or activities to ensure their contributions to the organization are Research Programs, 

Contribution through active participation and services, State universities and colleges developmental 

programs, and Teaching skills and management seminars and workshops. 

Conclusions 

The SUCs faculty member different practices for their work-life balance influence the productivity in serving 

the organization or institution. The SUCs faculty members have a balanced personal and professional life that 

significantly influences the work-life balance of faculty staff members positively. It not only allows them to 

perform their duties effectively but also ensures they have the time and flexibility to engage in personal 

activities, contributing to their overall well-being.  

Recommendations  

Based on the conclusions formulated from the findings, the following recommendations are given. 

1. The institutions/organization may develop a strategic plan to manage the SUCs faculty members’ 

work-life balance by encouraging open communication between staff and management regarding work-

life balance issues. Creating a channel where employees can voice concerns or suggestions. 

2. The institutions/organization may implement regular check-ins or surveys to measure changes in 

perceptions and work-life balance satisfaction among staff. Use this data to continuously improve 

policies and interventions. 

3. The SUCs faculty members may invest time in continuous learning and skill development, which can 

increase efficiency at work and potentially reduce work-related. 

4. Further investigation is needed to understand the specific aspects of stress management that might 

influence organizational productivity. It's possible the current stress management strategies aren't 

effectively addressing employee needs. 

5.  Future Researchers is highly recommended to other institutions/organizations with the increased 

sample size to validate the findings presented in this study.  
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