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Women are increasingly recognizing the importance to maintain the balance between their
work and family life. The purpose of this study is to examine the challenges on work-life
balance benefits faced by women who are working in multinational companies in Vietnam.
The study is intended to unfold the factors influencing female employees who experienced
imbalances in their work and life. The study was conducted using a quantitative research
technique. A sample of 200 women were randomly selected from multinational companies
in Vietham. The study was intended to gain insights into Vietnamese women with the main
advantages that women had made in balancing work life towards expecting high role
expectations as a man, productivity must acquire in their work; secondly, life pressure such
as work deadline, financial obligations, excessive workloads; finally, their responsibilities
that women conception had to strain too much family responsibility, for example, take care
of their children, relative relationships and so on. Findings revealed that the three most
important issues faced by working women in the multinational companies were related to
job stress, co-worker support and role expectation conflict.
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1. INTRODUCTION labour. According to the report of the United

Nations International Labour Organization,

Nowadays in Vietnam, women plays an important
role in the nation's financial advancement.
Holding multiple roles at the same time as
caregivers of families, agrarian makers, as well as
wage earners - ladies, have a positive effect not
only on maintaining households but also bring
more advantages for the society as a whole.
Looking at the social development of Vietnam in
general, particularly economic development,
women were holding a determining position in
current time, in other words, they directly join in
the national labour force as well as being paid
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women in Vietnam accounted for nearly 72 per
cent of the total of the Vietnamese workforce
(Global Payroll Association , 2018).

In recent years, work-life balance has turned out
to be one of the principles fascinating themes in
the scholarly, commerce, governmental and public
dimension. This aspect rose like a reaction
statistic, financial as well as social changes.
What's more, work-life balance was one of the
essential worries of the called ™Young
Generation”, who esteem flexibility in time as
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well as space at work. The social and political
change have driven organizations to more
noteworthy contribution of female in meeting the
prerequisite for work-life balance. This conflict
created strain in people who bear exposure to an
expanded pressure, decreasing their productivity
level as well as causing the negative effect on
organizational performance (Neeraja.S, 2017).

In this context, companies ought to have a
proactive approach to deal with work-life
practices, making an adaptable structure to
embrace environmental changes and add to
expanding an individual's life satisfaction. Thus,
balancing work life like some other HR ( Human
resource) approaches can be seen as the major
threat for pioneers, while additionally as a source
of competitive benefit. (DeFelice, 2018). Hence,
the study filled this gap by examining whether the
individual work-life balance might impede
satisfactory to the job and finding factors that
affect work life balance for working women in the
multinational companies in Vietnam.

2. LITERATURE REVIEW

2.1 The relationship between job stress and
work-life balance

According to (Leka, et al., 2004) job stress is
defined as the attitude of employees’ when
meeting with work pressures as well as demands
that their knowledge and abilities and not
matching with their job and the challenges against
their capability of dealing with it. Job stress has
been conceptualized as a state in which work-
related variables collaborate with an individual to
change their mental or physiological conditions,
albeit the person is made to deviate from the
typical working (Beehr & Newman, 1978).
Comish and Swindle (1994) found that
psychological and also physical condition
influenced  people’s  health,  productivity,
efficiency, and nature of work.
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Work pressure is a regular issue that dependably
occurs in every organisations. Employees cannot
avoid experiencing job stress at work.
Wickramasinghe (2012) stated that stress at work
is normally determined to be an unfriendly
response of other individuals and lead to too much
stress or requests bent on them at work. According
to Larson (2004), work stressors can allude to any
characteristic of the work environment that may
put them at risk. Among the most influential
factors to work pressure is demand and working
time. If they have a lot of work that they must do
and the deadline is running out, therefore it will
make employees feel anxious when dealing with
all jobs as well as making sure they complete the
task on time. Brun (2006) found that job stress
include different sources such as poor working
relationships, job insecurity, inadequate tools and
equipment, difficulty in balancing work and home
demands, limited career advancement prospects
and excessive workload just to name a few.
Therefore, it is a challenge to achieve work-life
balance because of a number of factors as stated
above (Haar, 2006).

2.2 The relationship between co-worker
support and work-life balance

Perceived workplace support and co-worker
support, reflect employees' view on their level of
association signalling a feeling of gratefulness for
commitment and pay attention to prosperity
(Eisenberger, et al., 1986). Previous studies found
that the zone of work-life has shown that the
awareness of accepting social help at work place
is more crucial than the official nearness of
family-friendly  arrangements to  advance
beneficial work-life outcomes (Allen, 2001);
(Ayman & Antani, 2008); (Thompson & Prottas,
2006). Social support might be extensively
characterized like the accessibility of helping
connections and the quality relationships among
those relationships (Leavy, 1983). Hence, the
conceptualize working environment support
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characterized as a composite idea that catches
support from both the grouping and its individuals
in general as well as direct colleagues.

Studies have demonstrated that social work
support can come from a variety of sources,
consist of colleagues, associates or the entire
organization, and includes other aspects each
other, such as emotional support, instrumental
support, role modelling as well as inventive work-
family administration (Cohen & Wills, 1985);
(Hammer, et al., 2009); (House, 1981). Enhancing
the work environment is a crucial contextual
resource that can help employees complete what
they value, consisting of more noteworthy work-
life balance (Aryee, et al., 2005); (Ferguson, et al.,
2012); (Greenhaus, et al., 2012).

2.3 The relationship between role expectation
conflict and work-life balance

Role expectation conflict happens when there are
unsuited requests put upon the employees to the
extent that compliance with both would be tough.
(Nicklaus, 2007) proposed four classes of role
expectation  conflict, i.e., individual role
expectation conflict, inter sender strife, inter-role
expectation conflict and intra sender conflict.
Kamel (2011) also found that, when there are
lacking resource, conflicting request as well as
distinctive working style, it could create work
pressure effect on work-life balance.

3. METHODOLOGY

The study a correlation study and primary data
was gathered using self- administered survey
guestionnaire. Unit of analysis was individual and
data was gathered from 200 respondents. A total
of 200 survey questionnaires were distributed
randomly at the multinational companies in
Vietnam to all female respondents. The response
was good since the data collection approach,
conducted by way of not interfering with the
respondents' daily tasks at their workplaces.
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3.1 Instrumentations

This study used survey questionnaire to collect
data because this method is convenient to both
respondents and researcher. It is also inexpensive
and able to reduce bias in data gathering due to
anonymity given to respondents (Saunders, et al.,
2012). The survey questionnaire covers five
dimensions, i.e., job stress, co-worker support,
role expectation conflict, as predictors and work
life balance as the dependent variable.The items
for job stress were adopted and adapted from
Jamal and Baba (1992). The reliability obtained
for the nine-item used was .83. Items for co-
worker support were adopted and adapted from
O’Driscoll (2000) with the reliability value of .89
for all items. Items for role expectation conflict
has reliability value of .821 and adopted and
adapted from Srivastava and Singh (1981). Work-
life balance items were adopted and adapted from
Brough (2009) with reliability value of .81.
Overall items used for the study is commendable.

3.2 Data Analysis

Upon completion of the data collection, data was
put for normality test to ascertain its normality.
Subsequently, data analysis was conducted using
statistical analysis package (SPSS) version 20.0.
Among the analysis which was conducted was the
descriptive  analysis,  frequency  analysis,
correlation testing was also carried out to examine
the connection between variables. Finally,
multiple regression analysis was also performed to
examine the interaction between one dependent
variable and three predictors in this study.

4. FINDINGS
From the 200 female respondents, statistically, the
study found mostly were within the age of 29 and
below, with 77.0% of the total samples. On
designation, female with officer consist 69.0% of
the total samples. Majority of the samples has
work experience between 5 years and below
depicted by 69.5 %, while on average monthly
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salary, highest among the samples between
15,000,000 VND and below with 60.0%. Most
samples were married with 68.0% of total
samples. On education level, a large number of
participants hold a bachelor degree denoted by

Correlations
Job | Co-worker Role Work-life
Stress | support | expectatio | balance
n conflict

Pearson 1 5727|8137 539"

Correlation
Job Siress Sig. (2-tailed) 000 000 000
N 200 200 200 200
Pearson 572" 1 5327 5

Co-worker support Correlation
PPOM sig. (2-tailed) 000 000 000
N 200 200 200 200
Pearson - o "
. .813 532 1 525

Role expectation ~ Correlation
conflict Sig. (2-tailed) .000 .000 .000
N 200 200 200 200
Pearson 539%| 53| s25” 1

) Correlation

Work-life balance ;o tailed) 000 000 000

N 200 200 200 200

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

Table 1.0 Correlation analysis value

Below is the interpretation of correlation analysis
conducted based on Davis (1971).

Correlation coefficient value Explanation
0.00 - 0.09 Very low correlation
0.10-0.29 Low correlation
0.3-049 Moderate correlation
0.5-0.69 Strong correlation
0.7 and above Very strong correlation

Findings in Table 1.0 stated that the correlation
analysis value between job stress and work life
balance denoted with r value of 0.539, between
co-worker support and work life balance is 0.534
and finally between role expectations and work
life balance is 0.525 respectively. Based on table
by Davis (1971), all predictors qualifies for string
correlation with work life balance in this study,
among female employee in MNC of Vietnam.
This also explained that job stress explained work-
life balance at 53.9%, and co-worker support at
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63.0%. A correlation test was an analytical
measure conducted to examine the relationship
between predictors and the dependent variable.
Findings from the analysis is depicted in table
below:

53.4% and finally role expectation at 52.5%. In
addition to this, the study also performed multiple
regression to examine the fitness of the model and
findings is as per the table below.

Model Summary®
Model R R Square Adjusted R Std. Error of
Square the Estimate
1 6152 .379 .369 47152

a. Predictors: (Constant), Role expectation conflict, Co-worker
support, Job Stress
b. Dependent Variable: Work-life balance

Table 2.0 Model summary of multiple regression
analysis

R-squared was the determinant factor for linear
regression models. This statistic has demonstrated
the proportion of variance in the dependent
variable that the independent variables explain. R?
measures the strength of the relationship between
the independent variables and the dependent
variable on a scale from 0 to 100% conveniently
(Frost, 2018). According to the findings, R square
was at 0.379 value and denoted that 37.9 % of
variance in the work-life balance was due to job
stress, co-worker support and role expectation.
Using job stress, co-worker support and role
expectation conflict, the variable fit to the work-
life balance model at 37.9%. While other 68.1%
may be explained by other variable which was not
tested in this study.

5. CONCLUSION
Based on the findings, it is imperative to conduct
similar study to examine the practical value of the
method of balancing work and life for women.
This is due to the scope of women role nowadays
as they possessed important role in developing
society and the economy. In addition to that,
women who holds high position in companies are
considered to be a standout in the aggressive
business world. It creates jobs and aided aides in
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supporting and adjusting the  monetary
improvement of a nation. Because of
globalization, there are more and more women-
owned enterprises which have been recognized all
over the world as well as become the nation's
representation. They have been entrusted for
having created employment and boosted the
growth of income.

Women overcome gender-related biases as well as
work-life balance to involve themselves in their
career. Due to lack of some essential aspects such
as proper guidance, technical knowledge,
company training, family and co-worker support
and the list goes on are difficulties in their career
development. Work and family are the salient
angles of women's work life. Hence, working
ladies prefer to maintain their business from home
to control their work and way of life. Their
participation in business activities causes them in
picking up acknowledgement as well as enhancing
confidence.

The study’s diagnosis of balance work-life will
help Vietnamese women navigate towards a more
promising future. The issue is going to have been
reformed and the study’s analysis is going to be
part of an answer.
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