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Abstract 

Being productive at work is crucial for employees. One of the 
numerous factors that could influence an employee's success at work is their 
work-life balance. Successful workers are satisfied with a positive work-life 
balance. Companies must take all possible actions to retain their top 
salespeople for a long time. Encouraging a healthy work-life balance is one 
area that has to be improved. This research evaluates the relationship 
between an employee's job performance and work-life balance. Employees 
with a poor work-life balance tend to have poor time management, which can 
result in self-management and stress management issues. A non-parametric 
test and a quantitative correlational research design were employed in this 
study. The researchers used an adapted questionnaire that the professionals 
validated. The researchers surveyed 30 respondents to determine if there is a 
significant correlation between the work-life balance and job performance of 
the salespeople employed in various malls in Davao City. The collected data 
were statistically processed with Spearman's rho, mean, standard deviation, 
frequency, and percentage to produce significant results. As a result, the 
work-life balance has an overall mean score of 3.50 and a standard deviation 
of 0.46, rated as "high," showing that respondents generally believe they can 
manage different aspects of their personal and professional lives at a high 
level. Job performance has an overall mean score of 3.82 and a standard 
deviation of 0.38, at a high-level rate, which implies that respondents 
generally think they are performing at a high level on their jobs across a range 
of characteristics. Spearman's rho has a correlation coefficient of 0.538, 
exhibiting a moderately positive relationship between work-life balance and 
job performance. Computed overall p-values below the 0.05 significance level 
lead to rejecting the null hypothesis, which implies a significant relationship 
between work-life balance and job performance among salesperson 
employees. Employees who engage in work-life balance-promoting activities 
perform better at work. Organizations should recognize and support the 
importance of work-life balance since it fosters a positive work environment, 
leading to improved individual and organizational performance among 
employees. 

Keywords: Work-life Balance, Job Performance, Self-Management, Stress 
Management, Time-Management 

SDG Indicator: #8 (Decent Work and Economic Growth) 
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INTRODUCTION 

In this modern competitive world, organizations that need to practice a 

balance in the fields of professional life and family life have reduced work 

productivity. According to Hamidi (2014), work and family are the essential 

aspects of most adults' lifestyles. When conflict arises between these two 

aspects, there are destructive implications for both individuality and 

organizations. Employees who cannot balance work and family life have a 

higher probability of job dissatisfaction and poor work performance in the 

workplace. Employees must balance personal and professional lives 

(Akinlabi, Akpa, Egbuta and Magaji, 2019). The employee is influential in 

developing and sustaining the organization's performance. Somehow, 

employees need to remember to manage their work and their lifestyle. Most 

people nowadays disregard work-life balance, particularly those in the 

business industry, such as shopping centers, which provide an easier and 

more convenient way to purchase for the customer. They tend to alter their 

inverted lifestyle, while the organization's other departments must be fixed 

due to the holiday season.  

In the sales industry, salespeople are often known for their extended 

working hours and substantial workload. They are progressively concerned 

with their prospective customers, generating strategies, and whether their 

abilities and skills in sales are sufficient to achieve their respective goals. 

They are sometimes viewed as endless resources instead of human beings 

(Olech, 2023). Moreover, employees working overtime on their days off and 

during holidays within an organization may result in higher productivity. 
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However, it may be challenging, even if they appreciate the increased income. 

Excessive overtime to the sales staff without enough sleep can cause health 

problems. Employees need to rest well to have optimal performance. Without 

adopting a work-life balance, it can significantly affect their job performance 

(Lovhaug, 2024). Spending too long at work can cause employees to lose 

motivation and disengage. This can lead to decreased productivity, increased 

errors, and higher turnover rates. Working excessive overtime can harm one's 

personal life. Maintaining a proper balance between work and personal life is 

essential since it is integral to overall well-being (Timely Team, 2019). It can 

diminish job productivity and cause the company's accountability to fail to 

meet the standard because of a lifestyle imbalance (Mangaleswaran and 

Thevanes, 2018). Employees are human, not simply workers; therefore, they 

are the capital that contributes to the growth and productivity of an 

organization (Turner, 2023). 

Globally, the work-life balance of many employees worldwide faces 

challenges that alter their professional and personal lives, including those in 

the United States of America. As mentioned in the Global Survey cited by 

Howington (2023), the percentage of 33 employees perceiving work-life 

balance has become progressively more challenging to apply. The employees 

are from Brazil, China, Germany, India, Japan, Mexico, the United Kingdom, 

and the United States, with 9,700 employees involved in the specified survey. 

The 33 percent of individual employees stated that work-life balance is 

challenging to achieve, signifying that this problem is part of a global 

phenomenon. In terms of salespeople, as indicated in the HubSpot survey 

cited by Hartmere (2019), over 500 salesperson employees circulate a 
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statement on how they struggle to balance their work and life, and they 

acknowledge that their work negatively impacts their personal lives. The 

salesperson needed guidance on achieving a healthy balance between 

personal and professional matters. In the Philippines, over 75 percent of 

employees struggle to embrace a healthy lifestyle between work and personal 

life. Employees seek workplaces that promote and support work-life balance. 

Many employers must address this issue, which can result in high employee 

turnover and affect the company's overall effectiveness. Attaining a work-life 

balance is challenging, especially for employees who work long hours during 

the holiday season and overtime on work due to the demands of their work 

schedules. (Dagooc, 2021). 

In Davao City, a saleslady of an organization being interviewed is 

experiencing a work-life imbalance between her professional and personal 

life, causing her to perform poorly at work. Factors contributing to this 

imbalance include long working hours, a lack of flexible work arrangements, 

unrealistic employer expectations, and cultural pressures. She feels pressure 

to prioritize work over her personal life, leading to a lack of time for herself 

and her family. Despite her job values, she also wants to prioritize her family 

and health. Many coworkers face the dilemma of choosing between a good 

job and taking care of their families or a lousy job and being unable to care for 

themselves. This makes it difficult for her and her colleagues to perform while 

caring for their families. The saleslady emphasizes the importance of 

employers understanding how employees' personal lives affect their ability to 

perform at work. By addressing these issues, employers can help employees 
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balance their work and personal lives, ultimately improving their overall 

performance. 

Job performance is a building block of an organization, with dimensions 

in areas of organizational practices that can contribute to overall success 

(Nini, 2019). It is an essential variable in a work organization to measure and 

determine the quantity and quality of work accomplished by the employees for 

their respective tasks, which needs to fulfill the aspects identified in the job 

description successfully. In the context of an organization, job performance 

indicates employees' capacity and understanding of their obligations to 

perform their respective work effectively. It reflects the accomplishment and 

completeness of the function of a task. It is defined as employee results or 

outcomes with assigned duties (Alma'aita and Abdullah, 2021). Compromising 

an enthusiastic job performance standard can boost the innovative mind of an 

employee with the flexibility to strive hard in the process of aiming for high 

performance and gain a competitive advantage in the industry's success 

(Rumage, 2023). 

Work-life balance is employee proficiency, contentment in both work 

and personal life, and personal satisfaction. Campbell (2023) highlighted that 

work-life balance is a healthy balance between work and personal life. It 

means achieving professional and personal commitments without 

disregarding individuals' well-being. In other words, work-life balance focuses 

more on employees having time for their personal lives. It is also about 

business organizations developing a culture in which employees feel 

respected and encouraged and where they can work sustainably. Employees 

are given opportunities in a flexible and adaptable environment to balance the 
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conflict between personal and professional obligations. This can increase 

employee loyalty, commitment, satisfaction, and productivity. Work-life 

balance will attract valuable capabilities for employees and increase work 

capacity while retaining a high level of job performance in an organization. 

Organizations that adopt a standard for promoting a work-life balance have 

become increasingly captivating to employees and future workers. Conflicting 

the work and personal matters of the employee results in a work-life 

imbalance (Wedgwood, 2022). Nonetheless, there is a work-life imbalance 

caused by employees who struggle to separate their personal and work 

interests, and they invest their entire time in their jobs (Arman, 2022). If an 

imbalance exists wherein the significant time and energy of the employee are 

directed toward the work, it can affect the employee's life. To have a fulfilling 

personal life, employees need to set up priorities, achievable goals, and 

boundaries for work-related activities so that their job performance will boost 

productivity (Sanfilippo, 2023). 

Based on the study, Davidson (2019) categorizes the supporting 

discipline of work-life balance as self-management, stress management, and 

time management. Management in time is a fundamental component in 

reducing stress and increasing the ability to manage the self. He emphasizes 

that people want to work hard and recognizes the importance of balancing 

their work and personal lives. Establishing a framework based on cultural 

values and ideas can help employees achieve work-life balance. Balancing 

the demands of different obligations is difficult due to controlled time. 

Inconsistent shift work, Long work hours, and tight work schedules are the 

factors that are identified as sources of conflicting time, which leads to less 
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time to spend with their personal life. Psychological stresses from work, 

including fatigue, burnout, and breakdown, can lead to stress conflicts. 

Behavior-based conflict with oneself occurs when the behavioral expectations 

of work and life roles are conflicting (Khateeb, 2021). Enhancing job 

performance is essential since it is a continuous process of obtaining 

knowledge and increasing the demand for the organization's competencies. 

Green (2022) states that employees in the workplace provide inputs, the 

actions an individual takes to support an organization in achieving a goal. 

These are employees' contributions to the organization regarding work habits 

and effort to work on their assigned duties. Employees' skill levels (work skills 

and social skills) are skilled in utilizing and executing duties and 

responsibilities efficiently and professionally, and they can make the 

workplace more comfortable by interacting with one another (Channell, 2023). 

The following is the study's conceptual framework. The independent 

variable is Work-Life Balance. The following indicators are self-management, 

stress management, and time management. The dependent variable is job 

performance, which includes the following indicators in terms of work habits, 

work skills, and social skills. 
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  Independent Variable    Dependent Variable 

Figure 1. Conceptual Framework of the Study 

This study assesses the connection between work-life balance and job 

performance among the salespersons of an organization in Davao City. It 

analyzes how salespersons perceive their work-life balance and whether 

these perceptions influence their job performance. It aims to impart guideline 

data on the work-life balance of salesperson employees in an organization. 

Comprehending this gap might positively inform the industry and assist the 

organization in attaining work performance. 

This study aims to provide baseline data about the work-life balance of 

salesperson employees in Davao City. The results may be used as input to 

propose a program to enhance work-life balance and job performance among 

the salesperson employees under study. Further, it will be deemed significant 

by several individuals and institutions to find more ways to serve all of its 

stakeholders better, and understanding this problem helps organizations fully 

appreciate the extent to which managerial attention is needed to promote 

work-life balance. It will also benefit the HR managers as the research project 

helped them understand why it is crucial to include work-life balance in their 

long-term strategies. Policymakers in organizations will also find the research 

Job Performance 

 Work Habits

 Work Skills

 Social Skills

Work-Life Balance 

 Self-Management

 Stress Management

 Time-Management
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findings significant as they will provide relevant information about work-life 

balance and its effects on employees' job performance. Furthermore, it can be 

a source for future researchers to acquire concepts and ideas that will benefit 

them in completing the prospective related study. This study will serve as their 

reference, and they may consider exploring more about work-life balance and 

job performance in any field. 

Moreover, this study aims to determine the influence of work-life 

balance (self-management, stress management, and time management) on 

organizational job performance. It seeks to evaluate the level of work-life 

balance in terms of self-management, stress management, and time 

management. It will also determine job performance in terms of work habits, 

work skills, and social skills. 

Furthermore, it will test whether a significant relationship exists 

between work-life balance and job performance. The researchers utilized the 

null hypothesis, which claims no significant correlation exists between work-

life balance and job performance. This hypothesis was tested with 95% 

confidence and 0.05 significance levels. 

Finally, this study is pertinent to Sustainable Development Goals 

(SDG), which promote inclusive economic growth, full employment, and 

decent work for everyone. Directly targeting protecting labor rights and 

promoting safe and secure working environments, organizations implement 

standards for regulating working hours, promoting flexible work arrangements, 

and establishing healthy work environments. Furthermore, it helps reduce 

stress, improve well-being, and increase job satisfaction, ultimately enhancing 
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job performance. Promoting decent work and healthy work environments 

through SDG target 8.8 can contribute to a broader discussion on sustainable 

work practices that benefit both employees and organizations. 



METHOD 

This section presents the Research Respondents, Materials and 

Instruments, Design, and Procedures constituting the study's methodology.  

Research Respondents 

In this research, the respondents were salesmen and women working 

at various malls in Davao City. These respondents were over 18 years old 

and had at least one year of work experience at the mall where they were 

employed. This research included 30 employees as the research population. 

The researchers made the decision with the knowledge that many employees 

had hectic schedules and were only available sometimes. The respondents 

were chosen through purposive sampling. As specified by Vijayamohan 

(2023), purposive sampling is a type of nonprobability sampling that enables 

the researcher to decide which samples would represent the whole sample 

size, meaning that the sample collected was based on the specifications 

needed for the study. The researchers chose the participants based on their 

expertise and knowledge, ensuring that an appropriate choice in selecting 

their samples would result in more accurate sample collection.  

Materials and Instruments 

This research used an adapted questionnaire to collect data to assess 

the correlation between work-life balance and job performance. The 

questionnaire was derived from the study by Sianquita and Labrador (2017). 

The survey questionnaire was disseminated through personal interactions and 
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consisted of three parts, which the respondents were required to answer 

completely.  

This study utilized the Likert scale for data gathering and analysis. As 

described by Zakharenko (2023), a Likert scale is a rating scale frequently 

used in survey forms and questionnaires. It assessed how individuals felt and 

their levels of agreement, proving useful in various circumstances. 

The scale of an instrument in terms of work-life balance  and job 
performance 

Scale Range Description Interpretation 

5 4.21 - 5.00 Very High It means that the work-life balance and 

job performance of the salesperson are 

highly satisfactory.  

4 3.41 - 4.20 High It means that the work-life balance and 

job performance of the salesperson are 

often satisfactory. 

3 2.61 - 3.40 Moderate It means that the work-life balance and 

job performance of the salesperson are 

moderately satisfactory. 

2 1.81 - 2.60 Low It means that the work-life balance and 

job performance of the salesperson are 

dissatisfactory. 

1 1.00 – 1.80 Very Low It means that the work-life balance and 

job performance of the salesperson are 

highly dissatisfactory. 
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Design and Procedure 

This study employed a quantitative method in which the researchers 

analyzed the collected data statistically. As explained by Fleetwood (2023), 

quantitative research systematically analyzes phenomena by collecting 

quantifiable data and using statistical, mathematical, or computer methods. 

For instance, quantitative research gathers information from current and 

potential clients through sampling techniques and the distribution of online 

questionnaires, polls, and surveys. Correlational research determined how 

two connected entities interacted, their effects, and the observed changes. 

This quantitative research approach required the participation of two or more 

distinct groups to be completed, adding value to naturally occurring 

relationships (Fleetwood, 2023). Furthermore, the steps in conducting this 

research were as follows: first, the researchers sought permission and 

obtained the necessary documentation to conduct the study. Second, since 

the researchers used an adapted questionnaire, the questionnaire was 

presented to the research adviser and panelists for validation. After validation 

was obtained, the researchers disseminated the survey. Once the 

respondents completed the questionnaire, the researchers collected all the 

data and tallied the results. Lastly, the data underwent analysis and 

interpretation. The raw scores gathered were presented to a statistician for 

interpretation and analysis.  

Additionally, the researchers utilized Frequency and Percentage for 

data presentation, detailing the degree of observation for each data point or 

collection, commonly shown as graphs or tables (Miller, 2021). The mean, a 

crucial technique for statistical research, was used to show the average data 
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and provide a standard measure of central tendency. The dispersion of the 

data collection was measured by the standard deviation, calculating the 

average square of the degree of variation for the dataset (Eads, Garcia, 

Herrity and Lagace, 2022). Spearman's rho was also used to process the 

gathered data in this study, measuring the degree of correlation between two 

variables by calculating the direction and strength of the relationship between 

two ranking variables (Bhat, 2024). 



RESULTS AND DISCUSSION 

This section presents the results and discusses the study. This study 

examines the relationship between work-life balance and organizational job 

performance. The results are analyzed using the following headings: level of 

work-life balance, level of job performance, and significant relationship 

between work-life balance and job performance. 

Level of Work-Life Balance 

Table 1. The Descriptive Summary of Work-Life Balance Among 
Salesperson Employees in an Organization 

 Variable Mean Sd Description 

Self- Management 3.41 0.58 High 

Stress Management 3.53 0.58 High 

Time Management  3.55 0.61 High 

Overall 3.50 0.46 High 

Table 1 provides a descriptive summary of work-life balance among 

salesperson employees in an organization, focusing on three key variables: 

Self-Management, Stress Management, and Time Management. Each 

variable is evaluated based on its mean score, standard deviation, and 

description.  

The collected data shows that the work-life balance among 

salesperson employees in the organization is rated as "High," with an overall 

mean score of 3.50 and a standard deviation of 0.46. This indicates that, on 

average, respondents perceive their ability to manage various aspects of work 

and personal life to be high. As supported by Gautam and Jain (2018), when 
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employees attain a high work-life balance, they typically express satisfaction 

with their company's working arrangement, indicating that employees who 

enjoy their profession and feel comfortable at work can achieve a healthy 

balance between their work and personal lives. It could also mean that most 

salespersons view their work-life balance as considerably positive, seamlessly 

integrating their individual interests and professional responsibilities. 

Furthermore, levels of each indicator of the respondents' work-life balance 

were obtained.  

Moreover, the time management indicator obtained the highest mean 

of 3.55 with a standard deviation of 0.61 and a high descriptive equivalent. It 

indicates that the salespersons are making effective use of their limited time. 

On the other hand, the stress management indicator had a mean of 3.53 and 

a standard deviation of 0.58, a high descriptive equivalent. This pertains to the 

fact that salespersons can manage stress at work and possess effective 

coping mechanisms to deal with everyday stresses. Lastly, the self-

management indicator had a mean of 3.41 and a standard deviation of 0.58, a 

high descriptive equivalent. This means that the salespersons can handle 

their jobs and obligations satisfactorily. All the mean scores for each variable 

indicate a high level of work-life balance among salesperson employees. It all 

falls within the "High" category. It suggests that respondents perceive 

themselves to possess high levels of self-management, stress management, 

and time management skills for balancing their work and personal lives. The 

standard deviations for each variable are relatively low, indicating consistency 

in ratings across respondents and a narrow spread of data around the mean. 
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Level of Job Performance 

Table 2. The Descriptive Summary of Job Performance Among 
Salesperson Employees in an Organization 

 Variable Mean Sd Description 

Work Habits 3.81 0.45 High 

Work Skills  3.65 0.51 High 

Social Skills  3.99 0.49 High 

Overall 3.82 0.38 High 

Table 2 presents a descriptive summary of job performance among 

salesperson employees, focusing on three key variables: Work Habits, Work 

Skills, and Social Skills. Each variable is evaluated based on its mean score, 

standard deviation, and description. 

The data showed that the job performance among salesperson 

employees in the organization is rated as "High," with an overall mean score 

of 3.82 and a standard deviation of 0.38. This indicates that, on average, 

respondents perceive their job performance across various dimensions to be 

high. As supported by Rumage (2023), when employees embark on a high job 

performance standard, they find fulfillment in their roles and are generally 

more motivated and committed. Satisfied employees demonstrate increased 

loyalty and dedication, often leading to enhanced productivity. This result 

further suggests that the salespersons demonstrate high general competence 

and efficiency in their job. Furthermore, levels of each indicator of the 

respondents' job performance were obtained. All the mean scores for each 

variable indicate a high level of job performance among salesperson 
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employees. It all falls within the "High" category. These scores suggest that 

respondents perceive themselves to have high work habits, work skills, and 

social skills, contributing to their overall job performance. The standard 

deviations for each variable are relatively low, indicating consistency in ratings 

across respondents and a narrow spread of data around the mean. 

Additionally, the social skills had a mean of 3.99 and a standard 

deviation of 0.49, a high descriptive equivalent. This implies a high level of 

proficiency in communication and interpersonal interactions among 

salespersons and others. The work habits indicator had a mean of 3.81 and a 

standard deviation of 0.45, a high descriptive equivalent. This means 

salespersons have efficient, productive, and solid work habits. The work skills 

had a mean of 3.65 and a standard deviation of 0.51, a high descriptive 

equivalent. This indicates that the salespersons have a consistent and 

proficient degree of skill in various work-related duties and tasks. 

Significant Relationship of Work-life Balance and Job Performance 

Table 3. Test of a Significant Association between Work-life Balance 
towards Job Performance in an Organization.  

Work-Life Balance Job Performance 

Correlation Coefficient 0.538 

Sig. (2-tailed) 0.002 

N  30 

Decision on Ho Reject 
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Table 3 illustrates the significant association between work-life balance 

and job performance among salesperson employees. The table displays 

coefficients, p-values, and decisions regarding the null hypothesis (Ho). The 

coefficients represent the strength and direction of the relationship, while the 

p-values determine the significance of the association. 

Presented in Table 3 is the overall result of the significant relationship 

between work-life balance and job performance among salesperson 

employees in an organization. Test of correlation using Spearman ρ was used 

to test the null hypothesis, at 0.05 level of significance, that there is no 

significant correlation between work-life balance and job performance. The 

table above shows a substantial correlation between work-life balance and job 

performance with a p-value of 0.002. Therefore, the work-life balance and job 

performance exhibit a moderate positive relationship, as indicated by a 

coefficient of 0.538. Thus, there is a significant relationship between the work-

life balance and job performance among salesperson employees in an 

organization, as evidenced by computed overall p-values below the 0.05 level 

of significance leading to the rejection of the null hypothesis. This implies that 

employees engaging in work-life balance tend to exhibit higher job 

performance. Quality time for themselves, their families, and friends helps 

them fulfill work responsibilities without neglecting their health and personal 

lives. This reflects the motivation of the employee to explore their potential to 

show positive work habits, work skills, and social skills within the workplace, 

ultimately contributing to a more harmonious work environment. This, in turn, 

the organization promotes smooth operations and reflects positively on the 

services delivered to customers. As supported by Mangaleswaran and 
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Thevanes (2018) stated that work-life balance positively influences job 

performance. A higher work-life balance within a company correlates with 

enhanced employee job performance. Organizations that recognize and 

support the importance of work-life balance tend to foster a positive work 

environment, leading to improved individual and organizational performance. 



CONCLUSION AND RECOMMENDATIONS 

Based on the findings derived from the results and discussion, the 

work-life balance among salesperson employees is high. This suggests that 

most salespeople perceive a seamless integration of their personal interests 

and professional responsibilities as a significant advantage contributing to 

their work-life balance. They place substantial value on their work-life balance, 

recognizing its positive impact on personal and professional growth. 

Additionally, the assessment reveals that the levels of the three indicators 

(self-management, stress management, and time management) were also 

high. 

Furthermore, there were high-level job performance results, indicating 

that the salesperson employees have a high level of job performance and are 

willing to develop and progress in their work. Contented workers exhibit more 

commitment and devotion, frequently resulting in greater productivity. Thus, 

the mean scores for each indicator consistently reflect a high level of job 

performance among salesperson employees, all categorizing within the "High" 

range. These scores indicate that the respondents view themselves as 

possessing elevated work habits, work skills, and social skills, collectively 

contributing to their overall job performance. 

The results of this research supported the findings of Davidson (2019), 

which concluded that work-life balance, with its indicators, affects the job 

performance of salesperson employees. Additionally, the work-life balance 

and job performance exhibit a moderate positive relationship, which indicates 
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that the null hypothesis was rejected. Therefore, there is a significant 

relationship between work-life balance and job performance. 

The conclusions mentioned above serve as the foundation for the 

researcher's insightful recommendations to support and promote the benefits 

for individuals and organizations engaged in this field. 

The researchers recommend that organizations implement regular 

Self-Management Workshops that equip employees with practical strategies 

for managing time and prioritizing tasks to enhance their self-discipline and 

organizational abilities. Additionally, offering specialized training programs to 

develop essential work skills such as product knowledge and customer 

relationship management will ensure that employees obtain the abilities they 

need to succeed in their job roles. Further, organizations should enact a 

Recognition Program to acknowledge and reward employees for consistently 

demonstrating exceptional self-management practices and work skills 

improvement in prioritizing tasks, managing their time effectively, and 

consistently delivering high-quality work. Organizations must offer flexible 

work arrangements by allowing employees to manage their work schedules. 

In this way, employees can avoid stress with their time management and be 

more productive in their work environment, leading to enhanced self-

management. 

Other than that, the researchers recommend that management create 

Individual Development Plans focusing on self-management improvement and 

work skills enhancement, offering personalized coaching and feedback to 

assist employees in achieving their goals. Management should also provide 
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Performance Coaching Sessions to manage self-management challenges and 

skill gaps. Guidance on setting SMART goals and monitoring progress is also 

recommended. 

In other ways, Human Resource Managers can conduct a Soft Skills 

Assessment to distinguish the areas where employees can strengthen their 

self-management and work skills; as a response to the assessment, 

implement training programs and performance improvement strategies to 

address the setback effectively. Implementing Career Development Programs 

can enhance work skills by providing cross-functional training opportunities for 

employees to build well-rounded skills. 

Moreover, employees are encouraged to utilize self-assessment tools 

to assess their self-management and proficiency in their work skills. This 

provides direction for enhancing the development areas identified for 

improvement from self-assessment findings, leading to improved performance 

and satisfaction in their roles. 

Finally, it is recommended that future researchers do further research, 

particularly in comparing work-life balance between private and public 

organizations, incorporating variables such as productivity, job outcomes, and 

service quality. Furthermore, they could investigate management support for 

salespersons' work-life balance, acknowledging their role's potential need for 

recognition. Increasing the number of respondents is fundamental for 

gathering more substantial data to strengthen future research. Additionally, 

the focus should explore additional factors influencing work-life balance, 

including career, social, financial, physical, and community well-being. 
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Expanding the research to include upper-level management and incorporating 

alternative data collection methods like interviews could further enrich the 

understanding of work-life balance within organizations and offer a more 

comprehensive representation of this complex. 
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APPENDIX C 

SUMMARY VALIDATOR’S RATING  

 

VALIDATOR 

 

RATING 

 

DESCRIPTION  

 

Vicente Salvador E. Montaño, DBA 

 

 

4.00 

 

Very Good 

 

Glenndon Sobrejuanite, MBA 

 

 

3.85 

 

Very Good 

 

Overall Mean 

 

 

3.92 

 

Very Good  

 

Points Equivalent: 

Scale Range Description 

5 4.24 – 5.00 Excellent 

4 3.43 – 4.23 Very Good 

3 2.62 – 3.42 Good 

2 1.81 – 2.61 Fair 

1 1.00 – 1.80 Poor 
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APPENDIX G 

RESULT 

 

The Level of Self-Management of Salespersons 

Question M Sd Description 

1. I have enough time to make plans, think, 

and schedule my daily activities or tasks. 
4.00 0.83 High 

2. I can eat and engage in physical exercises 

regularly for a healthy lifestyle. 
3.27 0.86 Moderate 

3. I can spend the time I want on my self-

development including treating and taking 

care of myself. 

3.47 0.93 High 

4. I get an adequate amount of sleep and rest 

each day. 
3.37 0.85 Moderate 

5. I can spend enough time on my endeavors 

or activities. 
2.97 0.89 Moderate 

Overall 3.41 0.58 High 

 

The Level of Stress Management of Salesperson 

Question M Sd Description 

1. My self-esteem and confidence are 

unaffected, even if I make mistakes most of 

the time. 

3.37 0.96 Moderate 

2. I can manage myself when I experience 

mood swings, difficulty in making decisions, 

and loss of concentration. 

3.63 0.80 High 

3. I can still control my anger issues when I’m 

frustrated at work. 
3.50 0.86 High 

4. I am still capable of doing my job well, even 

though I feel worn out or tired and don’t get 

enough rest. 

3.70 0.70 High 

5. I can maintain my focus even when 

someone or something upsets or annoys 

me. 

3.47 0.73 High 

Overall 3.53 0.58 High 
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The Level of Time Management of Salespersons 

Question M Sd Description 

1. I am satisfied with the number of hours 

worked. 
4.13 0.90 High 

2. I can take care of my family’s needs despite 

working long hours. 
3.37 0.92 Moderate 

3. I can schedule my preferred leave of absence 

supported by my immediate superior. 
3.23 1.04 Moderate 

4. I can enjoy my day off with my family and 

friends without worrying about my work 

responsibilities. 

3.63 1.09 High 

5. I still have time to go out and maintain my 

social life, despite the number of hours I 

spend at work. 

3.37 1.06 Moderate 

Overall 3.55 0.61 High 

 

The Level of Work Habits of Salespersons 

Question M Sd Description 

1. I am capable of being on time for work. 4.30 0.75 Very High 

2. I can provide regular updates on my work. 3.67 0.66 High 

3. I am capable of finishing the task at hand 

without a lot of supervision. 
3.43 0.77 High 

4. I can practice self-discipline in my work. 3.70 0.79 High 

5. I can show commitment and dedication to 

the responsibilities given to me. 
3.97 0.76 High 

Overall 3.81 0.45 High 

 

The Level of Work Skills of Salesperson 

Question M Sd Description 

1. I can manage the details of the work that 

has been given to me. 
3.70 0.75 High 

2. I am capable of showing flexibility 

(whenever an opportunity comes). 
3.77 0.67 High 

3. I can show accuracy and thoroughness in 

my attention to detail. 
3.63 0.66 High 

4. I can clearly understand how my prior, 

intervening, and subsequent tasks relate to 

one another. 

3.57 0.77 High 

5. I can solve problems by coming up with 

wise solutions. 
3.60 0.89 High 

Overall 3.65 0.51 High 
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The Level of Social Skills of Salespersons 

Question M Sd Description 

1. I have strong interpersonal skills and the 

capacity to treat others with dignity and 

respect, including coworkers and superiors. 

4.13 0.77 High 

2. I am capable of voluntarily assisting others in 

performing my duties, actively listening to my 

coworkers, and learning from their 

experiences. 

4.23 0.67 Very High 

3. I can express my gratitude and appreciation 

for whatever kind of help or support I have 

received from others. 

3.90 0.75 High 

4. I can show composure, confidence, and being 

well-groomed at all times. 
4.07 0.69 High 

5. I can manage my emotions with maturity. 3.63 0.89 High 

Overall 3.99 0.49 High 
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APPENDIX J 

 

SURVEY QUESTIONNAIRE 

ADAPTED SURVEY QUESTIONNAIRE 

 

Good Day! We are currently gathering data on “Work-life Balance and Job 
Performance among Salesperson Employees in an Organization” through 
survey forms and questionnaires. It would be great if you could make time to 
participate in this research. 

 

About the Research 

As an employee of the sales industry, you are requested to participate in this 
survey to collect the data and information necessary for analyzing the study 
on “Work-life Balance and Job Performance among Salespersons in an 
Organization”. This survey is facilitated by Jealy S. Batocael, Irene Mae A. 
Gulles, and Dianna Marie D. Siason, Business Administration major in Human 
Resource Management students at the University of Mindanao. This study will 
provide basis and insights to improve and explore the work-life balance of 
salespersons in an organization to boost employee job performance. 

 

Data Collection  and Privacy 

This survey will take about two to three minutes to complete. All your records 
and information will remain confidential. Your responses in this survey will be 
used only for research purposes by the researcher. 

 

Research Participation’s Consent 

I understand the primary goal of this research; therefore, I consent to 
participate. The completion of this survey constitutes my agreement to 
participate. 

 

General Direction: Please answer the form truthfully and completely. Any 
information you provide here will be treated with the utmost confidentiality. 
Please answer by checking the provided check () box. One answer only 
from among the choices is acceptable: Strongly Agree, Agree, Neutral, 
Disagree, and Strongly Disagree. 
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PART I. WORK-LIFE BALANCE 

Instructions: Kindly rate the following statement by putting check (✓) in the 

appropriate box for each question that correspond with your answer. Use the 
following scale below. 

 

 
SELF – MANAGEMENT 

 

 
Question/Description 

Strongly 
Agree 

(5) 

Agree  
(4) 

Neutral  
(3) 

Disagree  
(2) 

Strongly 
Disagree 

(1) 

1. I have enough time to 
make plans, think, and 
schedule my daily 
activities or tasks. 
 

     

2. I can eat and engage 
in physical exercises 
regularly for a healthy 
lifestyle. 
 

     

3. I can spend the time I 
want on my self-
development including 
treating and taking care 
of myself. 
 

     

4. I get an adequate 
amount of sleep and rest 
each day. 
 

     

5. I can spend enough 
time on my personal 
endeavors or activities. 

     

STRESS MANAGEMENT 
 

 
Question/Description 

Strongly 
Agree 

(5) 

Agree 
(4) 

Neutral 
(3) 

Disagree 
(2) 

Strongly 
Disagree 

(1) 

1. My self-esteem and       
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confidence are 
unaffected, even if I 
make mistakes most of 
the time. 
 

2. I can manage myself 
when I experience mood 
swings, difficulty in 
making decisions, and 
loss of concentration. 
 

     

3. I can still control my 
anger issues when I’m 
frustrated at work. 
 

     

4. I am still capable of 
doing my job well, even 
though I feel worn out or 
tired and don’t get 
enough rest. 
 

     

5. I can maintain my 
focus even when 
someone or something 
upsets or annoys me. 
 

     

 
TIME MANAGEMENT 

 

 
Question/Description 

Strongly 
Agree 

(5) 

Agree 
(4) 

Neutral 
(3) 

Disagree 
(2) 

Strongly 
Disagree 

(1) 

1. I am satisfied with the 
number of hours worked. 
 

     

2. I can take care of my 
family’s needs despite 
working long hours. 
 

     

3. I can schedule my 
preferred leave of 
absence supported by 
my immediate superior. 
 

     

4. I can enjoy my day off 
with my family and 
friends without worrying 
about my work 
responsibilities. 

     

5. I still have time to go      
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out and maintain my 
social life, despite the 
number of hours I spend 
at work. 

 

PART II. JOB PERFORMANCE 

WORK HABITS 
 

 
Question/Description 

Strongly 
Agree 

(5) 

Agree 
(4) 

Neutral 
(3) 

Disagree 
(2) 

Strongly 
Disagree 

(1) 

1. I am capable of being 
on time for work. 
 

     

2. I can provide regular 
updates on my work. 
 

     

3. I am capable of 
finishing the task at hand 
without a lot of 
supervision. 
 

     

4. I can practice self-
discipline in my work. 
 

     

5. I can show 
commitment and 
dedication to the 
responsibilities given to 
me. 

     

 
WORK SKILLS 

 

 
Question/Description 

Strongly 
Agree 

(5) 

Agree 
(4) 

Neutral 
(3) 

Disagree 
(2) 

Strongly 
Disagree 

(1) 

1. I can manage the 
details of the work that 
has been given to me. 
 

     

2. I am capable of 
showing flexibility 
(whenever an opportunity 
comes). 
 

     

3. I can show accuracy 
and thoroughness in my 
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attention to detail. 
 

4. I can clearly 
understand how my prior, 
intervening, and 
subsequent tasks relate 
to one another. 
 

     

5. I can solve problems 
by coming up with wise 
solutions. 

     

SOCIAL SKILLS 
 

 
Question/Description 

Strongly 
Agree 

(5) 

Agree 
(4) 

Neutral 
(3) 

Disagree 
(2) 

Strongly 
Disagree 

(1) 

1. I have strong 
interpersonal skills and 
the capacity to treat 
others with dignity and 
respect, including 
coworkers and superiors. 
 

     

2. I am capable of 
voluntarily assisting 
others in performing my 
duties, actively listening 
to my coworkers, and 
learning from their 
experiences. 
 

     

3. I can express my 
gratitude and 
appreciation for whatever 
kind of help or support I 
have received from 
others. 
 

     

4. I can show 
composure, confidence, 
and being well-groomed 
at all times. 
 

     

5. I can manage my 
emotions with maturity. 

     

 

Thank you for your response. We appreciate your time to complete this 

survey. We truly value the information you have provided. Your response will 



46 

contribute to our research. If you have comments and suggestions, please 

indicate them below. Thanks again! 

Comments and Suggestions: 

This research instrument is adapted from one source. Wherein, both work-life 

balance  and job performance questionnaires are adapted from Sianquita, 

D.and Laguador, J. 2017). Work-Life Balance and Job Performance Among

Employees of a Tertiary Hospital in the Philippines. Available at:

https://research.lpubatangas.edu.ph/wp-content/uploads/2017/06/APJARBA-

2017.3.02.pdf?fbclid=IwAR1s7Mnxmd3ICvbTM2knnifTG0Sid4NU4jFXqPifEsx

hBZWpMMOFYjW20ro (Accessed: 20 September 2023). Thank you!

https://research.lpubatangas.edu.ph/wp-content/uploads/2017/06/APJARBA-2017.3.02.pdf?fbclid=IwAR1s7Mnxmd3ICvbTM2knnifTG0Sid4NU4jFXqPifEsxhBZWpMMOFYjW20ro
https://research.lpubatangas.edu.ph/wp-content/uploads/2017/06/APJARBA-2017.3.02.pdf?fbclid=IwAR1s7Mnxmd3ICvbTM2knnifTG0Sid4NU4jFXqPifEsxhBZWpMMOFYjW20ro
https://research.lpubatangas.edu.ph/wp-content/uploads/2017/06/APJARBA-2017.3.02.pdf?fbclid=IwAR1s7Mnxmd3ICvbTM2knnifTG0Sid4NU4jFXqPifEsxhBZWpMMOFYjW20ro
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