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ABSTRACT

This study explored the status of work-life balance among non-teaching personnel in a City
Schools Division in the Philippines, with the aim of identifying their level of work-life balance,
determining differences when grouped according to profile variables, exploring challenges
encountered, and proposing appropriate interventions. This study utilized a multi-method
research design employing a sequential explanatory approach, integrating quantitative and
qualitative methods. Data were collected from fifty (50) non-teaching personnel through a
survey questionnaire adapted from Hayman (2025) complemented by in-depth interviews.
Findings revealed that non-teaching personnel generally experience a satisfactory level of
work-life balance, marked by low levels of work interference with personal life and personal
life interference with work, along with a high level of work-personal life enhancement.
Statistical analysis using One-Way ANOVA showed no significant differences in work-life
balance when grouped according to sex, age, and years of service. Despite these positive
results, qualitative findings revealed key challenges such as transportation issues, workloads,
and family-related responsibilities. Based on the results, the study proposed intervention
strategies including flexible work arrangements, improved workload management,
strengthened communication systems, wellness programs, and capacity-building and workshop
initiatives. The findings emphasized the importance of sustained institutional support and
policy enhancement to align with the work demand and to further strengthen the work-life
balance and overall well-being of non-teaching personnel in the education sector.
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INTRODUCTION

The work-family balance, which some have defined simply as the ability to achieve
both personal and professional fulfillment (Bulger, 2024). It emerged in importance as people
seek to reconcile work demands with personal goals, such as family life, leisure activities, self-
improvement and total well-being (Kossek & Ollier Malaterre, 2020). The fundamental
importance of staff well-being, efficiency and productivity has become increasingly accepted
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in educational establishments around the world, raising concerns about work-life balance for
non-teaching staff. This consciousness has resulted in the introduction of a range of supportive
initiatives such as remote working, flexible working and mental health schemes.

The education sector, despite its commitment to learning and development, presents a
demanding environment for its workforce. Educational institutions frequently contend with
budgetary constraints, escalating administrative demands, and the necessity for staff to manage
diverse responsibilities. Within this intricate setting, non-teaching personnel, play a crucial role
in ensuring the smooth operation of schools, colleges, and universities. Their roles have
evolved beyond traditional clerical tasks to encompass complex functions such as project
management, data analysis, event coordination, human resources support, and marketing
(ABM College, 2024). This expanded role necessitates a broad skill set and deep organizational
understanding. However, this complexity, coupled with the dynamic nature of the education
field, often compromises the work-life balance of these essential non-teaching staff. The
pressure to meet deadlines, manage multiple priorities, and deliver high-quality service can
lead to extended working hours, elevated stress levels, and conflicts between professional and
personal life.

In many developing nations, the absence of robust institutional support and resources
for work-life balance programs is a common issue. Despite governmental efforts to improve
working conditions through labor laws, the consistent enforcement and adherence to these
legislations remain varied. Nevertheless, a growing global recognition of work-life balance's
importance has spurred institutions to adopt technology-based management systems and skill
development programs aimed at alleviating pressure and enhancing workplace well-being.
These global trends underscore the ongoing need for policy revisions and cultural shifts within
workplaces to foster a healthy work-life balance for non-teaching personnel. Employers
typically provide work-life balance policies to address employee needs and foster loyalty.

Recent data highlights the profound impact of workplace stress. The American
Psychological Association (2023) Work in America Survey revealed that psychological well-
being is a top priority for workers, yet 77% reported experiencing work-related stress.
Furthermore, 57% indicated negative effects from this stress, including burnout. The survey
also pointed to a deficit in employer support for employee well-being; only 35% reported a
company culture welcoming break, 40% noted respect for time off, and merely 29% stated that
managers actively promoted mental health. In 2023, only 27% of civilian workers,
encompassing both private industry and state/local government employees, had access to paid
family leave (Bureau of Labor Statistics, 2023). It is important to note that while work-life
balance policies aim to boost employee welfare and loyalty, their actual implementation by
employees and their ultimate effectiveness are not always guaranteed. For instance,
Goldenstein (2025) reported in the Houston Chronicle that there was a low uptake of a
voluntary paid family leave insurance law proposed in Texas in 2023, illustrating challenges
in policy adoption and efficacy. Despite calls from bodies like the American Academy of
Pediatrics (2024) in its Policy Statement: Paid Family and Medical Leave for universal paid
family and medical leave as a health and economic imperative, a significant number of U.S.
workers still lack access to such benefits, underscoring the difficulties in establishing effective
work-life balance policies.

The pursuit of work-life balance is also a significant concern in the Philippines, which
ranked 59th out of 60 nations in the Global Life-Work Balance Index 2024, based on data from
Human Resource Platform Remote, as reported by GMA News Online (2024). With an index
rating of 27.46 out of 100 and an average work week of 40.63 hours, the Philippines faces
considerable challenges in this area. This situation necessitates that both public and private
organizations in the Philippines develop comprehensive work-life balance policies that address
the physical and mental health needs of their employees. Many non-teaching personnel
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encounter issues such as prolonged working hours, high job-related stress, and limited flexible
work arrangements, which negatively affect their work-life balance (Baes et al., 2025; Estanio
etal., 2023). While labor regulations and Department of Education initiatives such as additional
staffing, mental health programs, and technology integration have been implemented to support
employee well-being, work-life balance among employees remains a concern, particularly in
schools with large student populations and limited staffing. EDCOM II reports reveals
systematic staffing shortages and workload imbalance in the Philippines education system,
including ratios as high as one staff member per 223 programs and average workweeks
reaching 52 hours, conditions that contribute to prolonged working hours and occupational
stress among school personnel (Second Congressional Commission on Education, 2024).

The increasing focus on employee welfare within the Philippine education sector
underscores the need for enhanced resource management, institutional backing, and rigorous
policy enforcement to help non-teaching personnel achieve equilibrium between their personal
and professional lives. Recognizing a gap in local research, specifically regarding how
organizational policies influence the work-life balance of non-teaching personnel within the
Kalinga province, this study aims to investigate the adequacy of current organizational policies
in supporting their work-life balance. These policies shape expectations, workload distribution,
and flexibility, directly influencing employees' capacity for work-life balance. Policies
pertaining to workload allocation, leave provisions, working hours, and support systems are
especially crucial in either facilitating or hindering work-life balance. By understanding the
role of these policies, this research seeks to identify existing gaps and propose effective
interventions to improve the well-being and productivity of non-teaching personnel.

Statement of the problem

This study aimed to explore the work-life balance of non-teaching personnel in the
education sector.

Specifically, it sought answers to the following:

1. What is the profile of the participants in terms of gender, age, marital status, and year
in service?

2. What is the status of work-life balance among non-teaching personnel in the education
sector?

3. Is there a significant difference in the status of work-life balance of non-teaching
personnel when grouped according to profile variables?

4. What are the issues and challenges non-teaching personnel in the education sector in
relation to work-life balance?

5. What interventions and support mechanisms can be implemented by educational
institutions to improve the work-life balance of their non-teaching personnel?

METHODOLOGY

The study employed multi-method using Sequential Explanatory approach, integrating
both quantitative and qualitative methods. The quantitative component was used to describe
the profile of the participants in terms of gender, age, marital status, years in service, and
determine the status of work-life balance among non-teaching personnel, while qualitative
component was used to further elaborate the results by exploring the issues and challenges, and
interventions and support mechanisms related to work-life balance. The participants of this
study comprised of fifty (50) non-teaching personnel from the Department of Education
(DepEd) Tabuk City Districts, who were selected through purposive sampling based on the

1215



Status of work-life balance among non-teaching personnel in a city schools division
by Delight Claire S. Dilag

criteria that they must be currently employed as non-teaching personnel and have at least one
(1) year in service, while personnel assigned at the Division Office were excluded to ensure
uniformity in work conditions. This study adapted a validated survey questionnaire from the
study Work-Life Balance Scale of Hayman (2005), which included three (3) parts: respondent’s
profile, items measuring the status of work-life balance using five-point Likert scale, and
interview guide questions to gather qualitative data on issues, challenges, and interventions and
support mechanisms. Prior to data collection, permission was secured from the Schools
Division Superintendent, and the researcher administered the survey through both printed
questionnaires and online platform via google form, followed by in-depth interviews. Ethical
standards were strictly observed, ensuring voluntary participation, informed consent,
confidentiality, and the right of respondents to withdraw any time without penalty. Data
Analysis included the use of descriptive statistics using frequency count and percentage to
summarize the participant’s profile, and the General Weighted Mean (GWM) to assess the
status of work-life balance, while One-Way ANOVA was employed to determine significant
differences when grouped according to profile variables. For the qualitative data, Reflexive
Thematic Analysis was carried out following the phases of familiarization, coding, theme
development, review, definition, and reporting, and data triangulation was applied to integrate
both quantitative and qualitative findings for a more thorough interpretation of the results.

RESULTS AND DISCUSSION

This presents the analysis and interpretation of data gathered from non-teaching
personnel in a City Schools Division in the Philippines to address the objectives of the study.
Utilizing a multi-method research design with a sequential explanatory approach, the study
integrated quantitative and qualitative data to examine the status of work-life balance,
determine differences when grouped according to profile variables, identify challenges
encountered, and proposed appropriate interventions.

The quantitative phase used standardized survey instruments measuring Work
Interference with Personal Life (WIPL), Personal Life Interference with Work (PLIW), and
Work—Personal Life Enhancement (WPLE), while inferential analysis using One-Way
Analysis of Variance (ANOVA) was applied to test significant differences at a 0.05 level of
significance. This was supplemented by qualitative responses that provided contextual
understanding of the challenges experienced by the participants.The ensuing discussion is
grounded strictly on the data gathered, and all findings are interpreted in direct relation to the
research objectives of the study.

Profile of the respondents

The respondents were predominantly female (78%), mostly aged 31-45 years (66%),
married (70%), and in mid-career stages. In terms of length of service, half had 1-3 years of
experience (50%), followed by those with 7 years and above (32%). This distribution reflects
a stable workforce composed mainly of female, married, and mid-aged personnel with varying
levels of experience, which may influence how work and personal responsibilities are managed
within the organization.

Status of work-life balance
The findings indicate a generally favorable work-life balance among non-teaching

personnel. Work Interference with Personal Life (WIPL) (M = 1.77) and Personal Life
Interference with Work (PLIW) (M = 1.71) reflect low levels of role conflict, suggesting
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minimal disruption between work and personal domains. In contrast, Work—Personal Life
Enhancement (WPLE) (M = 4.23) indicates strong positive spillover, where work and personal
life mutually reinforce well-being and productivity. Overall, the results (M = 2.41) suggest that
respondents experience minimal interference and benefit more from positive interactions
between work and personal life.

Work-life balance by profile variables

One-way ANOVA results showed no significant differences in work-life balance when
grouped according to sex (p = 0.704), age (p = 0.856), and years of service (p = 0.247). This
implies that work-life balance is consistently experienced across demographic groups. The
absence of significant differences suggests that institutional practices and working conditions
may play a more dominant role in shaping work-life balance than individual characteristics.

Issues and challenges

Despite the generally positive quantitative findings, qualitative data revealed several
challenges affecting work-life balance. These include transportation difficulties, heavy
workloads with tight deadlines, and family-related responsibilities. Respondents noted that
long commutes reduce rest and family time, while workload demands often result in overtime
and increased stress. These contextual factors indicate that although overall balance is
favorable, specific conditions still create strain for employees.

Interventions and support mechanisms

To address these challenges, respondents suggested several interventions, including
flexible work arrangements, workload redistribution, improved time management, wellness
programs, mental health support, training and seminars, and enhanced communication systems.
Flexible scheduling and workload management were most emphasized, alongside institutional
support for employee well-being. These recommendations highlight the need for both personal
coping strategies and organizational policies to sustain and further improve work-life balance.

CONCLUSION

Based on the overall findings of the study, it can be concluded that non-teaching
personnel in the education sector experienced a generally favorable level of work-life balance.
The results indicated low levels of work interference with personal life and personal life
interference with work, suggesting that respondents were able to effectively manage the
demands of both domains. At the same time, the high level of work—personal life enhancement
demonstrated that work and personal life positively influenced one another, contributing to
improved well-being, energy, and overall satisfaction.

Furthermore, the findings revealed that there were no significant differences in the
status of work-life balance when respondents were grouped according to sex, age, and years of
service. This indicated that the experience of work-life balance was relatively consistent across
different demographic groups, suggesting that workplace practices and conditions were
generally applied in an equitable manner.

However, despite the overall positive results, the qualitative data showed that some
challenges persisted, particularly in terms of long commute time, heavy workloads, and family-
related responsibilities. These factors highlighted that while work-life balance was generally
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maintained, certain situational and organizational conditions could still affect employees’
experiences.

In conclusion, the study established that non-teaching personnel were able to maintain
a balanced and positive interaction between work and personal life. Nevertheless, continuous
efforts to enhance institutional support systems, improve working conditions, and address
emerging challenges remain essential to sustain and further strengthen work-life balance
among personnel.
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