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Abstract 

Work-life balance and employee engagement have become two considerable concepts that 

capture the attention of both academics and practitioners. The prime concern of this paper is to 

examine the relationship between work-life balance and employee engagement among flight 

attendants in Egypt. The study focuses on the positive side of work life balance (work life 

polices and supervisor support) and how they sustain employee engagement. Primary data was 

conducted using a questionnaire survey of flight attendants in Egyptian airlines. The findings 

indicated that both work life balance policies and supervisor support were positively correlated 

with the job engagement of the Egyptian flight attendants. The study proved also that the 

supervisor support effect on the employee engagement was higher than the effect of work life 

policies. Based on these results, this study can be concluded that work life balance had a positive 

significant impact on the engagement of the Egyptian flight attendants. Finally, this study 

concludes by discussing managerial implications and providing suggestions for future research. 

Keywords: Employee engagement; flight attendants; work-life balance; work-life policies. 

 

Introduction 

Previous studies reveal that both work-life balance and employee engagement contribute to 

increased business success and create competitive advantage for organizations (Deery, 2008; 

Pranav, 2010). Work-life balance in its broadest sense is defined as a satisfactory stage of 

involvement or fit between the multiple roles in a human’s life (Jenkins, 2008). In other words, it 

is a pleasant or satisfying arrangement between an individual’s work obligations and his/her 

personal life (Amarakoon & Wickramasinghe, 2010). Work–life balance has received substantial 

attention in the majority management and hospitality research and a number of topics appear 

from the research since 2008 (Deery & Jago, 2015). Moreover, employee engagement has 

generated a great deal of interest in recent years as a widely used concept in organizations and 

consulting firms (Macey & Schneider, 2008). Engagement is the state in which individuals are 

emotionally and intellectually committed to the organization (Bhalerao, 2013). Bakker and Leiter 

(2010) argue that contemporary organizations need employees who are engaged, because they 

are psychologically linked to their work, are willing and able to fully devote themselves in their 

roles and are proactive and committed to high quality performance standards. Work–life balance 

contributes to employee engagement which in turn is translated to higher productivity and lower 

organizational turnover (Grawitch et al., 2006; Baral & Bhargava, 2010).Work-life balance 

policies (WLBPs) are formally designed and communicated policies on work- life balance that 

are applied within the organization (Poelmans et al., 2003). Richman et al. (2008) argue that an 

organization’s flexible work-life policies have a great positive impact on employee engagement. 

Research also confirms that supervisor support is vital when it comes to the operation and 

effectiveness of work-life programs (Thompson et al., 1999).  

The airline industry is mainly a sensitive service industry (Yeh, 2014). Service firms must find 

ways to manage their employees effectively, and ensure that their attitudes and behaviors are 

encouraging to the delivery of high quality service (Chan & Wan, 2012). Flight attendants are in 

close contact with customers for long periods (Yeh, 2014). Therefore, the quality of the service 

they provide has a strong impact on customer satisfaction (Yeh, 2014). Flight attendants are 
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characterized as undertaking work that can lead to emotional exhaustion among workers with 

low job independence and long working hours (Williams, 2003). In the context of airline 

industry, there are only few studies that investigate both the organizational and individual 

consequences of burnout or employee engagement with regard to flight attendants and their work 

environments (Chen, 2006; Xanthopoulou et al. 2008; Chen & Kao, 2012).The main aim of the 

study was to investigate the relationship between work- life balance and employee engagement 

among flight attendants in Egypt. Besides, the study has specific objectives to achieve as 

follows:   

i. To explore the relationship between work-life policies and employee engagement among flight 

attendants in Egypt.  

ii. To determine the relationship between supervisor support and employee engagement among 

flight attendants in Egypt. 

This study comprises four major parts. Firstly, the study reviews the relevant literature for both 

work-life balance and employee engagement. Secondly, the paper discusses the role of work-life 

polices and supervisor support and how they relate to employee engagement. Thirdly, the study 

presents the statistical methods that are applied to test the relationship between independent and 

dependant variables. Finally, the study suggests the strategies that companies should take up to 

keep employees engaged at their jobs. 

 

Literature review 

Work-life balance   

Work-life balance has emerged as a key topic during the last two decades, which witnessed a 

widespread increase of work caused by economic uncertainty, organizational restructuring, and 

increased competition (Green, 2001). Moreover, the shift away from the image of the traditional 

family towards an increasing appearance of single parent families and the greater participation of 

women in the labor force represent factors demanding a greater work-life balance among 

employees (Guest, 2002). Recently, the term “work-life balance” has been replaced what has 

been known as “work-family balance” (Hudson Resourcing, 2005). This change resulted from 

the recognition that childcare is not the only important non-work responsibility and that balance 

can be applied to any non-paid activities or commitments and to a diverse range of employees 

such women, man, parents and non-parents, singles and couples (Lazar & Ratiu , 2010).   

Work-life balance has been described as the ability of individuals, regardless of age or gender, to 

find a time that will allow them to match their work with their non-work responsibilities, 

activities and goals (Huges & Bozionelos, 2007). Clark (2000: 349) defines work–family balance 

as "satisfaction and good functioning at work and at home with a minimum of role conflict". 

Work-life balance is generally associated with equilibrium between the amount of time and 

effort somebody dedicates to work and personal activities, in order to maintain an overall sense 

of harmony in life (Clarke et al., 2004). In a word, work–life balance is about people having a 

level of control over when, where and how they work (Fleetwood, 2007).There are three 

components of work family–balance: time balance, involvement balance, and satisfaction 

balance (Greenhaus et al., 2003). Work life balance can affect both the individual and the 

organization (Cain, 2015). Work life balance contributes also to high scores of work 

performance (Karatepe & Bekteshi, 2008). Frame and Hartog (2003) imply that good work-life 

balance means that employees feel they are freely able to use flexible working hours policies to 

balance their work and other commitments (family, hobbies, art, traveling, studies), rather than 

focusing completely on work.  
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Employee engagement 

Work engagement and employee engagement appear interchangeably in many studies. Work 

engagement refers to the " relationship of the employee with his or her work, whereas employee 

engagement may also include the relationship with the organization" (Schaufeli, 2013:1). 

Gibbons (2006) defined employee engagement as a heightened emotional and intellectual 

connection that an employee has for his/her job, organization, manager, or co-workers that, in 

turn, influences him/her to apply additional flexible effort to his/her work. Research has indeed 

shown that work engagement is positively related to job performance (Demerouti & Cropanzano, 

2010).  Engagement can be formed as a progressive combination of satisfaction, motivation, 

commitment and advocacy resulting from employees’ movement up the engagement pyramid 

(Macey & Schneider, 2008). Employee engagement is defined as being positively present during 

the performance of work by readily contributing intellectual effort and experiencing positive 

emotions and significant connections to others (Alfes et al., 2010).  

Schaufeli et al. (2002:74) define work engagement as "a positive, fulfilling, work-related state of 

mind that is characterized by vigor, dedication, and absorption." Vigor can be described as 

employees’ having high levels of energy; dedication refers to employees’ feeling of a sense of 

importance, passion, motivation, pride and challenge; absorption can be described as employees 

being fully concentrated and deeply immersed in one’s work (Schaufeli et al., 2002). 

Engagement is composed of three dimensions which include intellectual engagement (thinking 

hard about the job and how to do it better), affective engagement (feeling positive about doing a 

good job) and social engagement (actively taking opportunities to discuss work related 

improvements with others (Cavanagh & Virdie, 2007). Khan (1990) revealed that three 

psychological conditions shape employee engagement: meaningfulness, availability, and safety. 

Psychological meaningfulness is represented by emotional, physical or cognitive energy that an 

individual experiences from investing time in work (Khan, 1990). Psychological availability 

represents the confidence with which an individual approaches and engages in their work role 

(Khan, 1990). Psychological safety represents an individual’s ability to behave in a manner that 

is natural and utilizes skill and aptitude in work without fear of negative criticism (Khan, 1990).  

As indicated in the figure (1), satisfaction is the most passive of measures of engagement; it is 

what gets employees to just show up for work (Abbas et al., 2014). Motivation is the excitement 

employees feel about their work and a desire to surpass in it (Fearon et al., 2013). As the 

employee progresses up the ladder he/she achieves commitment (Rana et al., 2014). Advocacy is 

the actual measure and shows the level of how proactive employees are in speaking about the 

company they work for as well as the products/services they offer (Rafferty & Griffin, 2006).  

Figure1 Andrew Brown's Engagement Pyramid 

  

  

 

 

 

 

 

 

 

 

Source: Cawe, 2006:11 
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An open and supportive environment is considered as a vital perquisite for employees to feel safe 

in the workplace and engage totally with their responsibility (Fearon et al., 2013). Hughes and 

Rog (2008) consider training and career development as an important antecedent for engaging 

employees. Compensation or remuneration is another crucial attribute to employee engagement 

(Albrecht, 2012). Many researchers have claimed that employee engagement predicts employee 

outcomes, organizational success, and financial performance (Harter et al., 2002; Baumruk, 

2004). When an employee is engaged, he/she is aware of his responsibility in the business goals 

and motivates his colleagues alongside, for the success of the organization goals (Dulagil, 2012). 

Engaged employees experience high levels of energy and strong identification towards their 

work (Bakker et al., 2009), which translates to a more sustainable workplace in terms of both 

individual health and organizational performance (Kangure, 2014). Saks (2006) argued that 

engagement is likely to result in positive work outcomes, such as organizational commitment, 

service climate and customer loyalty. Engagement can positively predict various positive 

organizational outcomes decreased withdrawal behaviors such as absenteeism and turnover 

(Schaufeli et al., 2006).   

 

Employee engagement and work-life balance 

Amarakoon and Wickramasinghe (2010) found that work-life balance has a positive influence on 

employee engagement. Bakker et al. (2011) assumed that work engagement negatively 

influences work-life balance as people can become too engaged. This implies that employees, 

who are so engaged, take work home, which distorts their work-life balance (Bakker et al., 

2011). Moreover, Jawaharrani, (2011) argues that there exists a relationship between work-life 

balance and employee engagement. Shankar and Bhatnagar (2010) researched work life balance 

and organizational outcomes, and suggested a link between employee engagement and work- life 

balance. An initial job resource relevant to the work-family literature and work engagement 

could be family-friendly organizational policies, such as flexible work scheduling childcare 

assistance, flexible work arrangements, and elder care assistance (Brough et al., 2005; Lu et al., 

2009).Job resources also include supervisor support and colleague support which are each also 

positively associated with work engagement (Schaufeli & Bakker, 2004). Supervisor and 

colleague support may satisfy employees’ needs to belong and enable employees to identify with 

their work, which in turn promote the willingness to dedicate efforts and abilities to the work 

task, thus facilitating successful work performance (Siu et al., 2010).Therefore, the current study 

will focus on the role of work-life balance polices and supervisor support for maintaining 

employee engagement.  

 

Work-life balance policies and practices  

Competing between work and home responsibilities has assumed increased relevance for 

employees in recent years, with special features such as: a greater numbers of women in the 

workforce (dual-career couples), transformation in family structures (a rise in the number of 

single parents), a growing reluctance to accept the longer hours culture and technological 

advancements (Lazar & Ratiu , 2010). In response to these changes and the conflict they 

generate among the multiple roles that individuals occupy, organizations are increasingly 

pressured to design various kinds of practices, intended to facilitate employees' efforts to fulfill 

both their employment related and their personal commitments (Lazar & Ratiu , 2010). Work-

life balance arrangements and practices refer to initiatives voluntarily introduced by firms which 

facilitate the compromise of employees' work and personal lives (McCarthy et al., 2010).Cascio 
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(2000: 166) defines work-life balance programs as "any employer sponsored benefits or working 

conditions that help employees balance work and non-work demands". Practices that are meant 

help employees better manage their work and non-work times are described in the literature as 

work-family policies, family-friendly or family-responsive policies (Lazar & Ratiu , 

2010).Hence these practices include flexible work hours (e.g., flextime, which permits workers 

to vary their start and finish times provided a certain number of hours is worked; compressed 

work week, working from home (tele-work), sharing a full-time job between two employees (job 

sharing), family leave programs (e.g., parental leave, adoption leave, empathetic leave), onsite 

childcare, and financial and/or informational assistance with childcare and eldercare services 

(Bhalerao, 2013).  

Flextime can allow employees to meet family or personal commitments/emergencies, enable 

employees to respond to both predictable and unpredictable circumstances during the day (Lazar 

& Ratiu , 2010).Telecommuting or telework means using technology away from the office 

(Dessler, 2015). It may also beneficial for disabled employees (Lazar & Ratiu , 2010). Job 

sharing can be helpful for retirement – aged employees (Dessler, 2015). It can benefit employers 

by improving staff retention, increasing productivity and combining a wider range of skills and 

experience in a single job (Lazar & Ratiu , 2010). Anitha (2014) established a link between 

work-life balance policies and employee engagement. Studies also show strong links between 

work-life balance policies, increased productivity and job satisfaction (Jawaharrani, 2011). 

Work-life policies and programs allow employees to have greater control over how, when and 

where they work (Albrecht, 2012). Based on this review the following hypothesis can be 

formulated:  

There is a significant relationship between work-life policies and employee engagement among 

flight attendants in Egypt.  

 

Supervisor support  

Work-life studies assure the importance of moving beyond the pure implementation of work-

family practices towards a change in organizational culture (Blair-Loy & Wharton, 2002). From 

the organizational perspective, it seems essential to know which individual managerial factors 

contribute to family supportive supervisor behavior, so that managers can be trained to become 

family supportive (Kossek & Hammer, 2008). Family Supportive Supervisor Behavior (FSSB) 

consists of four family supportive supervisor behaviors: emotional support, instrumental support, 

role model behaviors and recognition of the strategic importance of work-family issues (Lapierre 

& Allen, 2006). Emotional support is focused on perceptions that an individual is being cared 

for, that their feelings are being considered, and that they feel comfortable communicating about 

work-family issues with their supervisors when necessary (Breaugh & Frye, 2008). Instrumental 

support refers to behavioral types of work and family in the form of scheduling flexible work 

(Poelmans et al., 2003). In the workplace, supervisor support is considered one of the most 

relevant forms of social support for employees (Poon, 2011).Supervisor support is a key aspect 

of work-life culture regarding the extent to which an organization supports the integration of 

employees’ work and private lives (Thompson et al., 1999). Varizani (2007) advocates that 

supervisors determine the level of engagement .Talented and engaged employees can leave 

organizations if they have a weak relationship with their managers or supervisors (Varizani, 

2007). Besides, Alfes et al. (2010) examined the relationship between perceptions of line 

managers and engagement levels and found that positive perceptions of line managers were 

associated significantly with extent of employee engagement. 
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Based on this review the following hypothesis can be formulated:  

There is a significant relationship between supervisor support and employee engagement among 

flight attendants in Egypt.  

 

Methodology   

This study integrates quantitative approaches. A structured questionnaire was handed out to a 

randomly selected sample of 150 flight attendants working at Egyptian airline companies both 

public (Egypt Air) and private (Nile Air and Air Arabia) airlines. Only 124 responses were 

collected with a response rate 82.6% of the total sample. The Utrecht Work Engagement Scale 

(UWES) was developed to measure the three dimensions of vigor, dedication, and absorption. It 

has been considered a valid and reliable measure of the engagement construct (Schaufeli et al., 

2006). Work- life balance policies were adopted from State of Queensland (2005) measure of 

family-responsive index and IESE, while, supervisor support scale was from Kangure (2014). 

The survey was conducted from December 2016 to February 2017. The questionnaire consists of 

four parts. Part A concerned with demographic purposes about the respondents such as: age, 

gender, education, marital status, number of children, part B gathered information assessing 

work life balance policies, part C measured supervisor support and finally part D assessed the 

employee engagement. All items except demographic information were measured on a 5-point 

Likert scale from ‘‘strongly disagree’’ (1) to ‘‘strongly agree’’ (5). The data were analyzed using 

the Statistical Package of the Social Science (SPSS, Version 16.0). The statistical analysis has 

been conducted through two ways: (1) the descriptive analyses were performed to compute the 

frequencies, standard of deviation and means; (2) correlation analysis was used to test the 

relationship between independent and dependent variables. Finally, linear regression test has 

been used to estimate the significance effect of the independent variables (work life balance 

policies – supervisor support) on the dependent variable (employee engagement). Regarding 

reliability, this research calculated the Cronbach’s alpha coefficient for all constructs and it 

exceeded 0.70 which means that results are reliable (Hall, 2008). Table 1 lists the reliability 

statistics for each construct. 

Table 1: Constructs' Reliability 

Constructs Cronbach’s Alpha 

Work life Policies 0.78 

Supervisor Support 0.88 

Employee Engagement  0.91 

 

Data Analysis 

A) Respondents' profiling 

Regarding respondents' demographic characteristics, results showed that 57.3% of respondents 

were female and only 42.7% were male. Most of respondents 91.1% have university education. 

Around 34.7% of respondents were between 21 and 30 years while 65.3% were between 31 and 

40 years. The majority of respondents 72.6% have working experience between 5 to 10 years, 

whereas 15.3% have less than 5 years, and 12.1% have more than 10 years experience. This 

means that the respondents have an appropriate working experience with the company that 

enables them to provide useful information for this study. Regarding marital status, 57.3% of 

respondents were married and 85 % of them have children. 
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B) Work life balance policies 

Nearly three quarters 74.2% respondents clarified that their companies already have written 

workplace polices while 23.4% indicated that they have not .Only 2.4% did not know if their 

companies have work life balance policies (WLBPs) or not. Moreover, respondents were also 

asked to identify (WLBPs) that already exist in their companies. 

Table 2: Mean ranking of work life balance policies 

Work life balance Policies Mean SD 

 Deciding the start and the finish times for the tasks 

assigned. 
3.6 1.10 

Flexibility for educational or training opportunities. 3.7 1.01 

Paid leave arrangements (maternity, pooled leave). 3.6 1.44 

Take time off for cultural/religious reasons.. 3.5 1.26 

Female workers are entitled to safety at work when 

expectant. 
3.7 .92 

My employer has social functions arrangement at 

suitable times for my family to participate. 
3.5 1.07 

Flexible work schedules. 3.6 1.11 

Up-skilling strategies are regularly arranged.   3.9 .29 

The availability of professional counseling services for 

employees. 
3.5 .56 

Recreational facilities. 3.2 1.56 

Heath care. 4.2 .73 

Total  3.7 .61 

 

As shown in table 2, the most common work life balance policies available in flight attendants' 

companies was heath care with mean 4.2 and standard deviation .73, while the lowest mean was 

for recreational facilities 3.2. The total mean value for all work life balance policies was 3.7. 

These findings mean that Egyptian airlines already have some work life balance polices which 

enable flight attendants to balance between their work and family responsibilities.  

C) Supervisor support 

Concerning the supervisor support, participants confirmed with a percentage of 58.8% that their 

supervisors were sensitized on work life balance , 33.1% of them disagreed while the rest of 

respondents 8.1% did not know whether their supervisors were sensitized about work life 

balance or not. In table 3, respondents were also asked to identify to what extent their supervisors 

support work life balance. 

Table 3: Mean ranking of Supervisors’ Support to Work-life Balance 

Supervisor support Mean SD 

Our managers understand employees family responsibility 

and this makes employees feel that the company cares about 

their welfare.  

3.9 1.26 

My immediate boss is sympathetic about my personal 

matters. 
3.7 1.05 

My supervisors seems to take care about me as a person and 3.8 .95 
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this fosters a good employee relations . 

I can easily discuss personal matters with my supervisor.  3.8 .96 

My supervisor talks to me about my work progress regularly.  3.7 .96 

I receive adequate support from my supervisor which 

enables  me to achieve more for the company and helps me 

on personal accomplishment  

3.9 .26 

My supervisor motivates me to achieve more on personal 

and career goals.  
3.9 .23 

My supervisor inspires me to do the best in my job.  4.3 .53 

Total  3.9 .56 

 

As shown in table 3, the agreement level of respondents for all statements was positive with 

mean 3.9 and standard deviation .56. These results indicate that supervisors in Egyptian airlines 

were family supportive.  

D) Employee engagement 

The Utrecht Work Engagement Scale (UWES) was developed to measure the three dimensions 

of vigor, dedication, and absorption (Schaufeli et al., 2006). Participants were requested to 

identify the level of their engagement. 

Table 4: The level of employee engagement 

Employee Engagement Mean SD 

Vigor At my work, I feel bursting with energy.  4.2 .68 

At my job, I feel strong and vigorous.  3.9 .36 

When I get up in the morning, I feel like going to work.  3.8 .50 

I can continue working for very long periods at a time.  4.00 .92 

At my job, I am very resilient, mentally.  3.8 .58 

At my work, I always persevere, even when things do not 

go well.  

3.8 .62 

Absorption Time flies when I am working.  4.1 .78 

When I am working, I forget everything else around me.  3.8 .57 

I always do more than is actually required on my job.  3.9 .30 

I am immersed in my work.   3.5 .54 

I get carried away when I am working.  3.9 .29 

It is difficult to detach myself from my job.  3.8 .49 

Dedication I find the work that I do full of meaning and purpose.  4.3 .49 

I am enthusiastic about my job.  4.3 .57 

My job inspires me.  3.9 .20 

I am proud of the work that I do.  4.2 .56 

To me, my job is challenging.  4.2 .54 

Total  4.01 .35 

As shown in table 4, the total mean value for all employee engagement responses is 4.1and 

standard deviation .35. This refers to that the engagement level of Egyptian flight attendants is 

above average. 
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Correlation analysis 

A correlation analysis has been conducted to find out the relationship between the independent 

variables (work life balance policies, supervisor support) and dependent variable (employee 

engagement) of the study. The results of the correlation were shown in table 5. 

Table 5: The correlation of work life balance policies and employee engagement 

 Employee Engagement 

Work life balance Policies           Pearson Correlation 

                                                        Sig. (2-tailed) 

                                                                  N 

.522
**

 

. 000 

124 

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

 

As shown in table 5, the correlation was statistically significant at the 0.01 level. The work life 

balance policies have a significant positive relationship with employee engagement (r = .522, p < 

.05).  

Table 6: The correlation of supervisor support and employee engagement 

 Employee engagement 

Supervisor Support                        Pearson Correlation 

                                                        Sig. (2-tailed) 

                                                                  N 

.614
**

 

. 000 

124 

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

Results in table 6 showed that there was also a significant and positive relationship between 

supervisor support and the engagement of Egyptian flight attendants with their work (r = .614, p 

< .05).  

Simple linear regression analyses 

As mentioned before, the first aim of this study is to explore the relationship between work-life 

policies and employee engagement among flight attendants in Egypt. A simple linear regression 

analysis has been used to test the significance impact of the work life balance policies on 

employee engagement.   

Table 7:  Simple linear regression analysis 

Model Summary R Square F Sig. 

 0.311 13.084 0.000 

Predictors: (constant) work life balance policies. 

 Dependent variable: employee engagement. 

Results in table 7 indicated that work life balance policies have a significant positive effect on 

employee engagement. The results of Simple linear regression analysis depicts that work life 

balance policies can explain 31.1 (f= 13.084; sig. =.000) of the employee engagement. This 

means that work life balance policies affected by 31.1% on the engagement of the Egyptian 

flight attendants. Based on the above discussion, the first hypothesis will be accepted. 

Table 8:  Simple linear regression analysis for supervisor support 

Model Summary R Square F Sig. 

 0.401 23.417 0.000 

           Predictors: (constant) supervisor support. 

               Dependent variable: employee engagement.  
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The second objective of this study was to determine the relationship between supervisor support 

and employee engagement among flight attendants in Egypt. Table 8 revealed that supervisor 

support has significant positive effect on employee engagement. The results of Simple linear 

regression analysis depicts that supervisor support can explain 40.1% (f= 23.417; sig. =.000) of 

the employee engagement. This means that supervisor support affected by 40.1% on the 

engagement of the Egyptian flight attendants. Based on the above discussion, the second 

hypothesis will be accepted  

Multiple regression for all research Variables 

This study used multiple regression to explain the overall effect of work life balance policies and 

supervisor support on the engagement of the Egyptian flight attendants. 

Table 9: Model Summary 

Model R R Square Adjusted R Square Std. Error of the 

Estimate 
1 .539

a
 .480 .494 .18329 

a. Predictors: Work Life Balance Policies, Supervisor Support  

The results of table 9 showed that independent variables (Work Life Balance Policies and 

Supervisor Support) explained 48% of the dependent variable (employee engagement). 

 

Table 10:  The analysis of Variance ANOVA
b
 

Model Sum of Squares df Mean 

Square 

F Sig. 

1 Regression 1.217 2 .609 18.114 .000
a

 

Residual 4.065 121 .034   

Total 5.282 123    

a. Predictors: Work Life Balance Policies, Supervisor Support. 

b. Dependent Variable: employee engagement. 

As shown in table 10 the results proved that the model fit was significant as (f = 18.114 and 

p<0.05). 

Table 11: Relationship between Work-life polices and Employee Engagement Coefficients 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

 Work Life Balance Policies .150 .045 .264 3.303 .000 

Supervisor Support .198 .042 .378 4.727 .000 

a. Dependent Variable:  employee engagement 

Table 11 illustrated that all the model components (Work Life Balance Policies and Supervisor 

Support) have significant effects on the engagement of flight attendants. It means that the 

increase of Work Life Balance Policies by one unit leads to increase in the employee 

engagement by .150 of the unit. The increase of supervisor support by one unit leads to increase 

in the employee engagement by .198 of the unit. 
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Results and Discussion  

The research focused on two predictors of work life balance (work life polices and supervisor 

support) and how they sustain employee engagement. Specifically the study has been directed by 

the following objectives; to explore the relationship between work-life policies and employee 

engagement and to determine the relationship between supervisor support and employee 

engagement among flight attendants in Egypt. Pearson correlation, simple linear regression and 

multiple regression analysis  have been conducted to check the relationship among research 

variables and estimate the influence of each independent variable (work-life policies, supervisor 

support) on the dependent variable (employee engagement). The results of Pearson correlation 

proved that the supervisor support and work life balance policies are correlated positively with 

employee engagement, the supervisor support was leading with the highest influence on the 

employee engagement at (.614). These findings came to agree with the studies of Schaufeli & 

Bakker (2004); Varizani (2007) Alfes et al. (2010) which have concluded that the supervisor 

support positively associated with work engagement. The study of Thompson et al. (1999) also 

confirmed that supervisor support was considered vital when it comes to the operation and 

effectiveness of work-life programs.  A simple linear regression analysis was applied and 

revealed that supervisor support explained 40.1% of the variation in the flight attendants 

engagement in Egyptian airlines. Hence, the results proved that supervisor support enhances the 

level of employee engagement. This result matched with the research of Fearon et al. (2013) 

which has concluded that the supportive environment is vital for employees to engage totally 

with their responsibility. The research of Varizani (2007) also advocated that supervisors 

determined the level of employees' engagement. Regarding Pearson correlation of work life 

policies, it is also correlated positively with employee engagement at (.522). This result 

corroborates the findings of Anitha (2014) which proved that there is a relationship between 

work life balance policies and employee engagement. The study of Richman et al. (2008) also 

argued that an organization’s flexible work-life policies have a great positive impact on 

employee engagement.  A simple linear regression analysis was carried out and implied that 

work life balance policies explained 31.1% of the flight attendants engagement in Egyptian 

airlines. This result came to agree with the study of Albrecht (2012) which suggested that work-

life policies and programs allow employees to have greater control over how, when and where 

they work. Therefore, the results conclude that work life balance policies had a significant 

influence on employee engagement.  

Multiple regression analysis revealed that all identified dimensions are predictors of flight 

attendants engagement (R2 =0.480). This means that the work life balance has significant 

positive effect on employee engagement, it may cause 48% change in the Egyptian flight 

attendants engagement. This result came in favor with the findings of Amarakoon and 

Wickramasinghe (2010); Shankar and Bhatnagar (2010); Jawaharrani (2011) which have 

concluded that there is a significant relationship between work-life balance and employee 

engagement. The findings of this study were contradict to the research of Bakker et al. (2011) 

which had concluded that work engagement negatively influences work-life balance  

 

Conclusion and Recommendations  

Findings of this study illustrated that work life balance with its two sides (work life policies and 

supervisor support) has played a vital role in achieving employee job engagement among the 

Egyptian flight attendants. For enhancing the level of flight attendants job engagement, Egyptian 

airlines should implement the concept of work life balance and adopt family-friendly 
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organizational policies. Besides, support and mutual respect between team members create and 

maintain an engaged flight attendant. Flight attendants who achieve a balance between his/her 

work and family can perform better. 

Based on the previous results, the present study proposes the following recommendations; 

1- Airlines companies should encourage the adoption of work life balance polices. 

2- Family friendly policies should be evaluated and improved regularly to assure benefits 

for both employees and organizations.   

3- To achieve employee engagement, managers themselves must be exemplars of 

commitment and engagement. Without the leadership engagement, the employee 

engagement will not be more than "a company fad". 

4- Managers should appreciate their employees and maintain a good relationship with them 

because their level of engagement is a direct reflection of their relationship with the 

employer.  

5- Training employees regularly not only increasing their knowledge and skills, but also 

enhancing their commitment and engagement level. 

6- Checking the level of employee engagement regularly helps identifying factors which 

affecting employee engagement. 

 

Area of further research  

Although the present study added a considerable contribution to the literature, further researches 

are needed to discuss the relationship between work life balance and employee engagement in 

different sectors such as: travel agencies and tour leaders. Besides, subsequent studies can be 

conducted to identify the impact of demographic factors of employees on their work life balance 

and employee engagement.  
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