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Abstract  

The pressure of increasingly demanding work culture is perhaps the biggest and most pressing 

challenge to the mental health of employees. The effect of increased working hours is having an 

important effect on the lifestyle of huge number of people, which damages their mental well-

being. Stressful job conditions and work-life imbalance are pieces of a more complex puzzle. 

Finding a suitable balance between work and daily living is a challenge that all employees 

face.With the objective of evaluating the impact of Work life balance and its determinants on 

work satisfaction of employees in WolaitaSodo, Ethiopia, Causal cross sectional research design 

was employed. The target population of this study is all the employees who are employed by their 

organisations in WolaitaSodo, Ethiopia. Research was conducted between July 2017 to January 

2018. Data was collected from the employees through primary sources using questionnaire as 

instrument. Sample frame constitutes the employees of public and private organisations. The 

employee respondents were selected using Purposive sampling with the total sample size of 206. 

Descriptive and inferential statistics was used as data analysis tool. The regression model 

summary shows the work life balance variable contributes 25.4% on satisfaction by work of 

employees while work life balance constituents (work to family interference, family to work 

inference, organizational  support, family support, Work overload, Job autonomy, personal life 

satisfaction, work life balance organizational policies) as variables explain 61% variability on 

work satisfaction. Regression coefficient table shows that variables Organisational Support, Job 

Autonomy, Personal Life Satisfaction and WLB Organisational Policies are significant in 

predicting the work satisfaction while variables Work to Family Interference, Family to Work 

Interference, Family Support and Work Overload are insignificant in predicting the in predicting 

the work satisfaction. The result of weather male and female employees differs in their 

perception of work life balance determinants effect on work satisfaction shows that   

Organisational Support and WLB Organisational Policies are significant predictor of work 

satisfaction while work load is not significant factor in predicting work satisfaction for male 

employees but it is significant predictor for female employees. It means that work overload 

affects female employees significantly than male employees. The research tests nine hypotheses 

out of which five are accepted and four are rejected.Based on the research results it is 

recommended that organisations must consider the factors like Organisational Support, Job 

Autonomy, Personal Life Satisfaction and WLB Organisational Policies for improving work life 

balance of employees as they significantly affect work satisfaction. Employees who are better 

able to balance the demands on their time in turn perform better and efficiently work in the 

organization. The future researchers can include more dimensions of work life conflict like job 

characteristics (job demands, job resources, job stress) and individual variables (age, sex, 
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qualifications, pay, professional aspirations, marital status, etc.), and other variables which can 

influence job satisfaction. Further replication studies in other regions  of the country or in other 

countries  as well as in specific sectors like banks, universities, insurance companies separately 

in public and private sectors will be helpful to generalize the results. 

Key Words: Work life balance, work to family interference, Family to work interference, 

Organisational support, Family support, Work overload, Job autonomy, Personal life satisfaction, 

Work satisfaction 

1.1 Introduction 

The rapid economic growth and development in the world has created new activities and 

open new doors for all the business organizations. The globalization trend has put the 

organizations hard to retain their competitive advantage. This trend has affected almost all the 

sectors. The pressure of increasingly demanding work culture is perhaps the biggest and most 

pressing challenge to the mental health of employees. The effect of increased working hours is 

having an important effect on the lifestyle of huge number of people, which damages their 

mental well-being. Stressful job conditions and work-life imbalance are pieces of a more 

complex puzzle. The long working hours, work pressure, high demanding jobs, use of 

sophisticated technology made it difficult for employees to keep a balance between their job and 

family commitments (Nadeem and Abbas 2009). There is a substantial increase in work due to 

intense and competitive work environment. There is a lot of pressure built up onindividuals 

leading to a number of problems. One should be able to create a balance between one’s work life 

and personal life,which is the core part in achieving a work-life balance. 

Finding a suitable balance between work and daily living is a challenge that all 

employees face. Families are particularly affected. Work is taking over the lives of many 

individuals in today‘s fast-paced, global environment, and if they do not guard themselves 

against work - life imbalance, there could be increasing work–family conflicts and stress 

resulting from long hours and workload escalation. Vacations are getting shorter and are often 

clubbed with work, or even worse, many do not have the time for a vacation. Quality family time 

is getting invaded by the omnipresence of media and the internet. 

Work-life balance (WLB) refers to the ability of individuals to pursue successfully their 

work and non-work lives, without undue pressures from one domain undermining the 

satisfactory experience of the other (Noon and Blyton). A “good” work-life balance is defined as 

a situation in which workers feel that they are capable of balancing their work and non-work 

commitments, and, for the most part, do so Moore (2007). Work and family are the two most 

important domains in a person’s life. Work-life balance is a major aspect of the quality of work 

and life of individuals and couples trying to manage multiple roles.  

Work life balance (WLB) is defined as a state of equilibrium in which the demands of 

both a person's job and personal life are equal (Lockwood, 2003). However, when the demand of 

job or personal life increases it creates an unbalanced situation and resulted in work life conflict. 

Creating a balance with job responsibilities and  family responsibilities is a  dilemma for the 

employees and almost impossible due to turbulent work environment, and fast moving economic 

development across the globe which resulted in demanding jobs and long working hours . 

In the present scenario of life, where the life style, competitionsand other external and 

internal demands on an individualbecomes important to fit into any social set up, a healthy 
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andpositive mind is very necessary. Psychology at work today isan important department, to 

keep employees motivated andsatisfied to work and perform well. This is not only for 

theorganisational benefits but also for personal growth anddevelopment such as self-confidence, 

crisis management andproblem solving etc. Employees spend half of their day at workand then 

return to their personal life in the evening. Balancingbetween their personal and professional 

commitments plays avital role in their life in maintaining a good and positivephysiological, 

psychological, social and emotional health. 

1.2 Statement of the Problem 

A person plays different role in the span of life, which include roles from work (worker, 

employer) and non-work (father, spouse, friend, sibling, etc.). Work Life Conflict (WLC) exists 

when time and energy demands to satisfy one role make it difficult to participate in other 

(Duxbury et al., 2001). Work life conflict also defined as push and pull between family and work 

responsibilities (Lockwood, 2003). Work life balance is about quality of working life and its 

relation to wide-ranging quality of life. It is a wide concept comprising of proper prioritizing 

concerning “work” i.e. career andambition on one hand and “life” i.e. health, pleasure, leisure, 

family and spiritual development on theother. But also in a congregation of work there's lack of 

balance involving the two. We can say thatmany people are experiencing imbalance in their 

personal as well as professional life and that issomething quite serious and should be sought out 

as soon as possible. 

Achieving work-life balance is not as simple as it sounds. This is because work life and 

personal life are inter-connected and interdependent. Spending more time in office, dealing with 

clients and the pressures of job can affect the personal life, sometimes making it impossible to 

even complete the private responsibilities. On the other hand, personal life can also be 

demanding if employees have a kid or aging parents, financial problems or even problems in the 

life of a dear relative. It can lead to Absenteeism from work, creating stress and lack of 

concentration at work (Elloy& Smith, 2003). Work life conflict occurs when the burden, 

obligations and responsibilities of work and private roles become incompatible. Effectiveness of 

any organizational services is, therefore, determined partly by the satisfied employees that the 

organizations maintain.   

Work-life balance issues appear to affect some groups of people more than others – those 

working long hours, those whose work spills over into the home as a result of modern 

technology, those in non-standard employment such as shift work, those on low incomes, those 

trying to juggle parenting and paid work, and those with cultural obligations beyond the family 

and paid work. 

In today’s highly competitive global scenario, society and organizations are full of 

conflicting commitment and responsibilities. Henceforth, work-life balance has become a vital 

issue at work place. This is further driven by the transformed interest in the personal life and 

family values, and the mature work force (Friedman and Kanter 2002). Work life balance is a 

state of equilibrium where the demands of both personal as well as professional life of an 

individual are equal. A conflicting work- life has real consequences and negatively affects the 

quality of work and family achievements of both male as well as female. 

There is requirement for the organization to have healthier and more productive 

employees which can be maintained through effective work life balance management practices, 
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programs and policies. In turn, balance in work-life and personal life enhances the performance 

of an employee, and productivity is positively correlated with performance and increases 

employee satisfaction levels. The relationship between work life balance and work satisfaction 

have been at the forefront of several research works in the developed world.  However, despite 

the importance of work life balance to attain employee job satisfaction, there is very much 

limited published works that investigate the impact of work life balance on employee job 

satisfaction in the context of developing countries, especially in Ethiopia. Keeping this in mind 

the present research is designed to investigate the relationship of work life balance determinants 

and work satisfaction of male and female employees in WolaitaSodo ,Ethiopia. 

1.3 Objectives of the research 

1. To identify the relationship between work life balance and work satisfaction of employees 

in WolaitaSodo, Ethiopia. 

2. To identify the relationship between work life balance determinants and work satisfaction 

of employees in WolaitaSodo,Ethiopia. 

3. To explore whether relationship between work life balance determinants and work 

satisfaction is same for male and female employees at WolaitaSodo, Ethiopia. 

1.4 Significance of the Research 

The results of the study will serve as input for the organization to assist in decision 

making, in identifying key work life balance issues in order to develop strategies to address and 

improve the work life balance and to increase employee work satisfaction and employees 

commitments to their organization. It will provide solution for the organization’s work life 

balance problems and it may give them an idea of where they are presently in terms of their 

employees work life balance and what they should do in the future. 

1.5 Literature Review 

Work Life Balance is perceived in various terms like „Work Family Stability‟, „Work 

Family Interface‟ and „Work Family Balance‟. Work –life balance is well-defined as a practice 

of inter rolebalancing or management, in which the role pressures from the work and family 

domains are tried tobe managed in one manner or the other. Work Family Balance that may be 

well-defined as degree towhich an Individual is capable to instantaneously balance the temporal, 

emotional & behavioralhassles of both paid work and family responsibilities (E Jeffery Hill, 

Alan J Hawkins, 2001).Verma (2007)conceptualized work life balance as adjusting the pattern of 

work so that your employees can benefit from a better fit between their work and areas of their 

personal life and in long run hope to achieve sustainable development and profitability. 

According to Greenhaus et al. (2003) work-family balance refers to a 50/50 balance 

between work and family with respect to amount of time, involvement, and satisfaction. Time 

balance refers to spending an equal amount of time on work and family roles. Involvement 

balance involves  being  psychologically  involved  in  work  and  family  roles  to  the  same  

extent. Satisfaction balance occurs when an individual is equally satisfied with their work and 

family roles. 

According to Lockwood (2003) the term Work Life Conflict (WLC) used contradictory 

with Work Life Balance (WLB). Work life balance (WLB) is defined as a state of equilibrium in 

which the demands of both a person's job and personal life are equal. However, when the 
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demand of job or personal life increases it creates an unbalance situation and resulted in work 

life conflict. Creating a balance with job responsibilities and family responsibilities is a dilemma 

for the employees and almost impossible due to turbulent work environment, and fast moving 

economic development across the globe which resulted in demanding jobs and long working 

hours. Organizations were structured and employee loyalty based on the efforts to make the 

organization profitable. The period of industrialization served as a fore runner to the work/family 

conflict that intensified in the subsequent year (Duxbury & Higgins 2006).  

According to Greenhaus&Beutell (1985) work/life conflict is a form of inter-role conflict 

in which the role that pressures from work and family domain is mutually incompatible in some 

respect. The working world has changed dramatically over the years.  More people in the 

workforce are more educated; workers are left with higher expectations and about gaining 

fulfillment at work, and people are working longer hours.   

Resaerch was conducted by Saeed & Farooqi, (2014) by examining the relationship 

between work life balance, job stress and job satisfaction among university teachers at University 

of Gujarat, India. He concluded that relationship between work life balance and job satisfaction 

is found significant and of moderate positive nature which mean increase in Work Life Balance 

will result in increase in Job Satisfaction. 

Otieno, (2010) in his research “the influence of work-life balance on job satisfaction and 

commitment of women employees at the commercial banks in Kisumu city, Kenya” inferred that 

Work-life balance programs have been found to be very significant for women who deal both 

with work and family responsibilities. In general, work-life balance was found to contribute 

positively to women employees’ job satisfaction and commitment. 

In their research role of perceived work-life balance and job satisfaction in developing 

organizational commitment, Azeem & Altalhu (2015) took two factors of work life balance viz., 

Work interfering family life and family interfering work life. They concluded significant 

relationship between work-life balance and job satisfaction. Work interfering family life and 

family interfering work life are found negatively related with organizational commitment. 

Cookson (2016), researched on role of work-life balance programs in Job Satisfaction. 

The study suggests that enhancement in employee job satisfaction, employee productivity, and 

firm productivity is possible through the effective implementation of work-life balance 

strategies. The study highlights on job autonomy, provision of flexibility, and the manager-

employee relationship. 

Oludayo, O., & Gberevbie, D. (2015) conducted a study of multiple work-life balance 

Initiatives in banking industry in Nigeria. Study took Dependent care Initiatives, Flexible work 

arrangements, Leave initiatives, Managerial support, Co-worker support as work life balance 

variables. The study suggests that all the work-life balance factors were desired by the 

employees of the banks. Managerial support, co-worker support and flexible work arrangements 

were found to be most significant. It has also been established that the varied needs of employees 

can be met by a combination of work-life initiatives that span across formal and informal 

policies. 

In her study on Employees’ perception on work life balance and it’s relation with job 

satisfaction in Indian public sector banks, Kumari (2012) concluded that Support from top 

management, Support from colleagues, Psychological distress, Working hours, Managerial style, 
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Non job responsibilities, Work overload, Work life conflict, Personal financial problems  are the 

variables  which are used to determine the banks employee’s perception towards WLB as a 

whole is proven to be related to job satisfaction. 

While looking at the work-life aspects, it has been observed thatdisturbance of work into 

private life has a significant impact on workrelated attitudes, & work life boundary like 

organizational commitments etc. One way an employee canbe facilitated in the workplace is by 

providing a supportive environment. Social support plays a crucialrole in helping a person to 

balance his or her personal as well as professional life in a positive manner.Social support inside 

the organization can be from superiors, subordinates, peers, team members andfrom the higher 

level management in the same way social support from outside the work area ascategorized by 

Marcinkus& Gordon (2004) may come from an employee’s spouse, siblings, parents, friends and 

extended family. A large number of studies have verified that personal social support ispositively 

associated with work life balance. Support at the work place can be further intellectualizedas 

emotional and instrumental support (Wayne, Stevens & King, 2006). Instrumental support can 

bereferred as behavior and attitude of people working around assisting the concerned person by 

sharinghis extra work load, accommodating him or her with sufficient work equipment’s and 

many more. 

1.6  Framework of the Study 

The objective of the study is to identify the relationship between work life balance and 

work satisfaction of employees work satisfaction of employees in WolaitaSodo, Ethiopia, the 

independent variable is work life balance and work satisfaction is dependent variable. To identify 

the relationship between work life balance and work satisfaction of employees in WolaitaSodo, 

Ethiopia, independent variables are work life balance determinants viz. work to family 

interference, family to work inference, organizational  support, family support, Work overload, 

Job autonomy, personal life satisfaction, work life balance organizational policies and dependent 

variable is work satisfaction. The conceptual framework is depicted by fig 1.  

Variables of the study are:  

Work Life Balance: Work-life balance refers to the ability of individuals to pursue successfully 

their work and non-work lives, without undue pressures from one domain undermining the 

satisfactory experience of the other. A “good” work-life balance is defined as a situation in 

which workers feel that they are capable of balancing their work and non-work commitments, 

and, for the most part, do so. Work-life Balance also referred to as family friendly work 

arrangements (FFWA). 

Work to Family Interference:Work to Family Interference involves struggles, and conflicts 

between employees and employers and between families and the workplace. The time to perform 

one task (related job or family) does not left sufficient time to take up with other task related to 

family (personal life) or work. When work takes priority over personal life it is Work to personal 

life Interference .This type of conflict is mostly seen in male employees as they are more 

committed toward their work responsibilities in relation to the family responsibilities. However, 

women are not fully exempted with this type of conflict.  

Family to Work Interference: When family responsibilities become a hindrance to perform the 

work effectively it becomes Family to Work Interference. Many factors contribute to intensify 

family to work interference which mainly includes family responsibilities such as child and 
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elderly care. With the increase in dual earning parents, more job demand and long working hours 

made it almost impossible to create a balance between work and family.  

Organisational Support: It means how our superior supports us for maintaining work life 

balance. The areas included include treating all employees equal in terms of helping them in 

family related matters; superior provides support for urgent family and personal issues; employee 

feel free to talk to superior regarding family issues. 

Family Support:This factor includes how family of the employee which includes parents and 

spouse member in maintaining work life balance of employees. For example spouse/ family 

sharing household activities and child caring, paying bills etc. 

Work Overload: Work overload occurs when an individual’s work role is characterized by too 

much work, time pressures, deadlines, and lack of necessary resources needed to fulfill duties, 

commitments, and responsibilities associated with work role (Beehr& Glazer, 2005). 

Overloading employees with unreasonable work expectations (e.g. undue pressure, impossible 

deadlines, and unnecessary disruptions) is a form of workplace bullying or abusive supervision. 

It commonly involves placing undue pressure on employees, setting impossible deadlines for the 

completion of work, or excessive unnecessary disruptions.  

Job Autonomy: Job autonomy in the organization can be defined as, a physical performance or 

set of practices relating the allocation of responsibility and produce the chain of command so as 

to give employees greater than before decision-making power in respect to the implementation of 

their main work activities . Job autonomy is likely to provide employees the freedom of power 

over how they carry out their task in the organization, which is likely to reduce emotional tense 

and mental stress, caused by necessary present certain emotions and enhance their generally 

satisfaction of employee in the organization . 

Personal Life Satisfaction: It occurs when a person is satisfied by his life.A person is satisfied 

when he is getting enough time to relax in weekdays and at weekends, have time to celebrate 

with his wife/ husband with children; is getting enough time for shopping and festivals. 

Work Life Balance Organizational Policies: Work-life balance practices are deliberate 

organizational changes in programs or organizational culture that are designed to reduce work-

life conflict and enable employees to be more effective at work and in other roles. According  to  

Fisher  (2010),  many  organizations  have  begun  to  offer  flexible  work arrangements to help 

employees balance work and life demands. Most organizations are left to decide how they will 

offer flexibility, and decisions are largely based on how they perceive such arrangements will 

affect their ability to be responsive to organizational needs. By creating a Flexible Work 

Arrangements (FWAs), organizations can keep good employees and not force them to sacrifice 

personal life. Flexible work arrangements will help employees benefit personally and 

professionally, and the result will make people who are more loyal, committed and productive 

(Smith, 2002).   

Work Satisfaction:Loche (1976) described work satisfaction as a pleasurable or positive 

emotional reaction to a person’s job experiences. Job satisfaction can be defined as the collection 

of feelings and beliefs about a current job.  Jones, George, & Hill (2000) referred satisfaction 

with work as a positive attitude that is believed leads to high performance.  Work satisfaction is a 

reflection of an employee’s feelings about various aspects of work (Stone, 2005). Job satisfaction 

can be considered as one of the main factors when it comes to efficiency and effectiveness of 
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business organizations. When analyzing job satisfaction the logic that a satisfied employee is a 

happy employee and a happy employee is a successful employee. 

 

Fig 1: Conceptual framework of research 

Mathematical framework of the study can be derived as  

WS = β0 + β1WLB 

WS = β0 + β1WFI + β2FWI + β3OS + β4FS + β5WO +β6JA + β7PLS + β8WLBOP+U 

Where, 

WS= Customer satisfaction of bank customers 

β = is intercept & constant 

β1 – β8 = Variable Coefficients 

WLB = Work Life Balance 

WFI= Work to Family Interference 

FWI = Family to Work Interference 

OS = Organisational Support 
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FS = Family Support 

WO = Work Overload 

JA = Job Autonomy 

PLS = Personal Life Satisfaction 

WLBOP = Work Life Balance Organisation Policies 

U = Random error 

1.7 Hypothesis of the Study 

After review of related literatures the study and with the intention to evaluate the impact 

of Work life balance and its determinants on work satisfaction of employees in WolaitaSodo, 

Ethiopia, the following research hypothesis are formulated to be tested by research. 

H1:Work life balance has a significant impact on work satisfaction of employees in 

WolaitaSodo, Ethiopia. 

H2: Work to Family Interference has a significant impact on work satisfaction of employees in 

WolaitaSodo, Ethiopia. 

H3: Family to Work Interference has a significant impact on work satisfaction of employees in 

WolaitaSodo, Ethiopia. 

H4: Organisational Support has a significant impact on work satisfaction of employees in 

WolaitaSodo, Ethiopia. 

H5: Family Support has a significant impact on work satisfaction of employees in WolaitaSodo, 

Ethiopia. 

H6: Work Overload has a significant impact on work satisfaction of employees in WolaitaSodo, 

Ethiopia. 

H7: Job Autonomy has a significant impact on work satisfaction of employees in WolaitaSodo, 

Ethiopia. 

H8: Personal Life Satisfaction has a significant impact on work satisfaction of employees in 

WolaitaSodo, Ethiopia. 

H9: Work Life Balance Organisation Policies has a significant impact on work satisfaction of 

employees in WolaitaSodo, Ethiopia. 

1.8 Research Methodology 

With the objective of evaluating the impact of Work life balance and its determinants on 

work satisfaction of employees in WolaitaSodo, Ethiopia, Causal cross sectional research design 

was employed. The target population of this study is all the employees who are employed by 

their organisations in WolaitaSodo, Ethiopia. Research was conducted between July 2017 to 

January 2018. Data was collected from the employees through primary sources using 

questionnaire as instrument. A survey questionnaire with seven point scale was prepared using 

seven point Likert scale (1 = extremely disagree, 7= extremely agree) to measure the response on 

continuous scale. Sample frame constitutes the employees of public and private organisations. 

The employee respondents were selected using Purposive sampling with the total sample size of 

206. Descriptive and inferential statistics was used as data analysis tool. Pilot study was 

conducted on 20employees to check the reliability and validity of the questionnaire. Reliability 
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was used using Cronbach alpha to understand how closely the set of items are related as a group 

or factor. The Cronbach alpha of various factors ranges from .84 to .91 which shows that the 

questionnaire is highly reliable. Validity of the questionnaire was ensured by dissing with 

corporate managers and academicians from university. 

1.9 Data analysis and interpretation 

The analysis of data is divided into three parts. The first part of analysis is based on the 

research when independent variable is Work life balance and dependent variable is Work 

satisfaction.  

Table 1:  Inference of category responses by employees 

Category of Response Range of 

scores 

           Scale 

Extremely  Disagree =1 0 – .999 Very low level of activity or satisfaction or response  

 Strongly Disagree=2 1 – 1.999  low level of activity or satisfaction or response 

Somewhat  Disagree=3 2 – 2.999 Slightly low  level of activity or satisfaction or response 

Cant’s Say =4 3 – 3.999 Neutral  

Somewhat  agree=5 4 – 4.999 Slightly high level of activity or satisfaction or response 

Strongly Agree=6 5 – 5.999 High  level of activity or satisfaction or response 

Extremely  agree=7 6 – 7 Very high  level of activity or satisfaction or response 

Source: Own data (2017) 

Table 1 shows the descriptive statistics of variables. The mean of work satisfaction is 

3.8865 and mean of work life balance is 4.4437. It means that very slightly level (4.4437) 

employees are able to balance their work life while level of work satisfaction is neutral. 

Table 2: Descriptive statistics of variables 

 
Mean Std. Deviation N 

Work Satisfaction 3.8865 1.35625 206 

Work Life Balance 4.4437 1.11357 206 

Source: Own data (2017) 

Table 3: Correlation between dependent and independent variables 

 
Work Satisfaction Work Life Balance 

Pearson 

Correlation 

Work Satisfaction 1.000 .504 

Work Life Balance .504 1.000 

Sig. (1-

tailed) 

Work Satisfaction 
 

.000 

Work Life Balance .000 
 

Source: Own data (2017) 

Table 3 explains the Correlation between dependent variable (Work Satisfaction) and 

independent variable (Work Life Balance) is strong (.504). It shows strong effect of independent 

variable on dependent variable (R
2
 = .254) 
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Table 4, 5 and 6 denotes the result of regressing independent variable on dependent 

variable. Table 4 explains the variability on work satisfaction by work life balance. As R2 is 

.245, it states the work life balance factors contribute 25.4% on satisfaction by work of 

employees. Durbin Watson range is between 1-3 which denotes the model fit and generalization 

of result for population is possible. 

Table 4: Model Summary 

R R Square Adjusted R Square Std. Error of the Estimate Durbin-Watson 

 .504
a
 .254 .250 1.17419 1.437 

 a. Predictors: (Constant), Work Life Balance 

b. Dependent Variable: Work Satisfaction 

Source: Own data (2017) 

Table 5: Analysis of variance on Work Satisfaction by Work Life Balance 

 
Sum of Squares df Mean Square F Sig. 

 Regression 95.821 1 95.821 69.499 .000
b
 

 Residual 281.261 204 1.379 
  

 Total 377.082 205 
   

 a. Dependent Variable: Work Satisfaction 

b. Predictors: (Constant), Work Life Balance 

Source: Own data (2017) 

Table 5 shows the variance on dependent variables by independent variables. It shows 

that the model is significant (p = .000) at 99.99 confidence level with F = 69.499 (very high).  

Table 6 depicts the gradient (slope) of independent variable. B = .614  means one unit 

change in work life balance will lead to .614 unit change in work satisfaction and the relationship 

between work life balance and work satisfaction is positive. As work life balance increases work 

satisfaction increase. t = 8.337 which is significant at 99.99% (Sig = .000).  It shows that 

variance in dependent variable (work satisfaction) by independent variable (work life balance) is 

not by chance. 

Table 6: Regression coefficient of independent variable 

 

Unstandardized 

Coefficients 

Standardized 

Coefficients 
t Sig. 

95.0% Confidence 

Interval for B 

B 
Std. 

Error 
Beta 

Lower 

Bound 

Upper 

Bound 

(Constant) 1.158 .337 
 

3.434 .001 .493 1.823 

Work Life Balance .614 .074 .504 8.337 .000 .469 .759 

a. Dependent Variable: Work Satisfaction 

Source: Own data (2017) 

Regression equation can be written as: 

WS = β0 + β1 WLB 
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WS = 1.158 + .614WLB 

The second part of analysis is based on the research when independent variable is Work 

life balance determinants viz., work to family interference; family to work inference, 

organizational support, family support, Work overload, Job autonomy, personal life satisfaction, 

work life balance organizational policies and dependent variable is work satisfaction. 

Table 1 shows the descriptive statistics of variables. The mean of work satisfaction is 

3.8865 and mean of work life balance determinants ranges from 4.56 – 3.21, which falls under 

the category of very slightly level to can’t say category. 

Table 7: Descriptive statistics of variables 

 
Mean Std. Deviation N 

Work Satisfaction 3.8865 1.35625 206 

Work to Family Interference 4.5674 1.02805 206 

Family to Work Interference 4.5971 .98168 206 

Organisational Support 3.7877 .99713 206 

Family Support 4.1922 1.11554 206 

Job Autonomy 4.2249 1.38257 206 

Personal Life Satisfaction 3.9041 1.40672 206 

WLB Organisational Policies 3.2178 1.01776 206 

Work Overload 4.2612 .99773 206 

Source: Own data (2017) 

Table 8 explains the Correlation between dependent variable (Work Satisfaction) and 

independent variables (Work Life Balance determinants). Correlation between work satisfaction 

and organizational support, job autonomy, personal life satisfaction andWLB 

organisationalpoliciesis strong (above .5) while correlation between work satisfaction and work 

to family interference, family to work interference, family support is medium. The correlation 

between work satisfaction and work overload is very mild (below .1). Factor job autonomy has 

maximum effect on work satisfaction (R
2
 = .495= 49.5%) followed by personal life satisfaction 

(R
2
 = .413 = 41.3%) while work overload shows minimum effect on work satisfaction (R

2
 = 

.0006 = .06%) 

Table 8: Correlation between dependent and independent variables  

  Work Satisfaction 

Effect size of 

variable 

P
ea

rs
o
n
 

C
o
rr

el
at

io
n

 

Work Satisfaction 1.000  

Work to Family Interference -.402* .161 

Family to Work Interference -.427* .182 

Organisational Support .635* .403 

Family Support .442* .195 

Job Autonomy .704* .495 

Personal Life Satisfaction .643* .413 
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WLB Organisations Policies .562* .314 

Work Overload -.025 .0006 

**. Correlation is significant at the 0.05 level (1-tailed). 

Source: Own data (2017) 

Table 9, 10 and 11 denotes the result of regressing independent variable on dependent 

variable.Table 9 depicts the model summary. It shows that the all independent variables 

(elements of work life balance determinants) explain 61% variability on work satisfaction. The 

difference between R
2 

and adjusted R
2
 is .016 which is very less; it means that the model can be 

generalized for total population i.e. all the employees of private and public sector offices.Durbin 

Watson range is between 1-3, more closely to 2, which denotes the model fit and generalization 

of result for population is possible. 

Table 9: Regression Model Summary 

R R Square Adjusted R Square Std. Error of the Estimate Durbin-Watson 

.781
a
 .610 .594 .86383 1.975 

a. Predictors: (Constant), Work Overload, Family Support, WLB Organisational Policies, 

Job Autonomy, Work to Family Interference, Organisational Support, Personal Life 

Satisfaction, Family to Work Interference 

b. Dependent Variable: Work Satisfaction 

Source: Own data (2017) 

Table 10 shows the variance on dependent variable by eight independent variables. It 

shows that the model is significant (p = .000) at 99.99 confidence level with F = 38.542 (high).  

Table 10: Analysis of variance on Work Satisfaction by Work Life Balance 

  Sum of Squares df Mean Square F Sig. 

 Regression 230.082 8 28.760 38.542 .000
b
 

 Residual 147.000 197 .746   

 Total 377.082 205    

 a. Dependent Variable: Work Satisfaction 

b. Predictors: (Constant), Work Overload, Family Support, WLB Organisational 

Policies, Job Autonomy, Work to Family Interference, Organisational Support, 

Personal Life Satisfaction, Family to Work Interference 

Source: Own data (2017) 

Table 11: Regression coefficient of independent variables 

  

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

(Constant) -.121 .559  -.217 .829 

Work to Family Interference .240 .285 .182 .844 .400 

Family to Work Interference -.314 .292 -.228 -1.078 .282 

Organisational Support .216 .095 .159 2.274 .024 

Family Support .055 .069 .045 .788 .432 
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Job Autonomy .342 .070 .349 4.910 .000 

Personal Life Satisfaction .191 .075 .198 2.543 .012 

WLB Organisational Policies .223 .081 .168 2.757 .006 

Work Overload .094 .069 .069 1.352 .178 

a. Dependent Variable: Work Satisfaction 

Source: Own data (2017) 

Table 11 depicts the gradient (slope) of independent variables. Table 11 depicts the 

regression coefficient b which  represent the change in the outcome resulting from a unit change 

in the predictor and that if a predictor is having a significant impact to predict the outcome then 

this b should be different from 0 (and big relative to its standard error).Coefficient of B = .240 

means one unit change in work to family interference will lead to .240unit change in work 

satisfaction and the relationship between work to family interference and work satisfaction is 

positive.The t-tests measures whether the predictor is making a significant contribution to the 

model or not. Therefore, if the t-test associated with a b-value is significant (if the value in the 

column labeled Sig. is less than .05) it means that b-value is significantly different from 0 and 

hence the predictor is making a significant contribution to the model. Table 6 shows that 

variablesOrganisational Support, Job Autonomy, Personal Life Satisfaction and WLB 

Organisational Policiesare significant ( means significant in predicting the work satisfaction) as 

sig value is less than .05 at 95% confidence level while variablesWork to Family Interference, 

Family to Work Interference, Family Support and Work Overloadare insignificant (means 

insignificant in predicting the in predicting the work satisfaction )as sig value is more than .05 at 

95% confidence level.The regression equation can be stated as follows:  

WS = -.121 + .216OS + .342 JA + .191 PLS + .223 WLBOP  

The third part of analysis is based on the research when independent variable is eight 

Work life balance determinants and dependent variable is work satisfaction and this analysis we 

see whether independent variables differs in significance for male and female employees or not . 

Table 12: Regression coefficient of independent variables for male and female employees 

Variables 
Male Female 

B t Sig. B t Sig. 

(Constant) -2.906 -3.083 .003 .498 .642 .523 

Work to Family 

Interference 
.030 .094 .925 -.363 -1.048 .299 

Family to Work 

Interference 
.275 .822 .414 .051 .144 .886 

Organisational Support .535 4.002 .000 .470 4.492 .000 

Family Support .074 .532 .596 .231 1.882 .065 

Job Autonomy .204 1.617 .111 -.147 -1.066 .291 

Personal Life Satisfaction .133 1.122 .266 -.117 -.966 .338 

WLB Organisational 

Policies 
.224 2.300 .024 .517 5.032 .000 

Work Overload .188 1.714 .091 .294 3.615 .001 



IJEBR / February, 2018/ Volume -V /Issue – I / Research Article –1 / 1-17                                  ISSN:2395-2237  

International Journal of Economics Review & Business Research 
 

 
 

15 

R
2
 .833 .932 

 

Source: Own data (2017) 

Table 12 summarizes that for male and female employees Organisational Support and 

WLB Organisational Policies are significant predictor of work satisfaction while work load is not 

significant factor in predicting work satisfaction for male employees but it is significant predictor 

for female employees. It means that work overload affects female employees significantly than 

male employees. 

1.10 Hypothesis Testing 

H1:Work life balance has a significant impact on work satisfaction of employees in 

WolaitaSodo, Ethiopia is accepted as p = .000 (< .05) at 95% level of confidence. 

H2: Work to Family Interference has a significant impact on work satisfaction of employees in 

WolaitaSodo, Ethiopia is rejected as p = .400 (> .05) at 95% level of confidence. 

H3: Family to Work Interference has a significant impact on work satisfaction of employees in 

WolaitaSodo, Ethiopia is rejected as p = .282(> .05) at 95% level of confidence. 

H4: Organisational Support has a significant impact on work satisfaction of employees in 

WolaitaSodo, Ethiopiais accepted as p = .024 (< .05) at 95% level of confidence. 

H5: Family Support has a significant impact on work satisfaction of employees in WolaitaSodo, 

Ethiopia is rejected as p = .432 (> .05) at 95% level of confidence. 

H6: Work Overload has a significant impact on work satisfaction of employees in WolaitaSodo, 

Ethiopia is rejected as p = .178 (> .05) at 95% level of confidence. 

H7: Job Autonomy has a significant impact on work satisfaction of employees in WolaitaSodo, 

Ethiopia is accepted as p = .000 (< .05) at 95% level of confidence. 

H8: Personal Life Satisfaction has a significant impact on work satisfaction of employees in 

WolaitaSodo, Ethiopia is accepted as p = .012 (< .05) at 95% level of confidence. 

H9: Work Life Balance Organisation Policies has a significant impact on work satisfaction of 

employees in WolaitaSodo, Ethiopia is accepted as p = .000 (< .05) at 95% level of confidence. 

1.11 Conclusion, Discussion and Recommendations 

The regression model summary shows the work life balance variable contributes 25.4% 

on satisfaction by work of employees. The F value is on higher side and p value is .000 which 

shows that model explains significant variability in work satisfaction by work life balance.When 

work life balance constituents as variables explain 61% variability on work satisfaction. The 

difference between R
2 

and adjusted R
2
 is .016 which is very less; it means that the model can be 

generalized for total population i.e. all the employees of private and public sector offices. 

Variance on dependent variable by eight independent variables. It shows that the model is 

significant (p = .000) at 99.99 confidence level with F = 38.542. Regression coefficient table 

shows that variablesOrganisational Support, Job Autonomy, Personal Life Satisfaction and WLB 

Organisational Policiesare significant ( means significant in predicting the work satisfaction) as 
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sig value is less than .05 at 95% confidence level while variablesWork to Family Interference, 

Family to Work Interference, Family Support and Work Overloadare insignificant (means 

insignificant in predicting the in predicting the work satisfaction )as sig value is more than .05 at 

95% confidence level. To check weather male and female employees differs in their perception 

of work life balance determinants effect on work satisfaction, the result shows that   

Organisational Support and WLB Organisational Policies are significant predictor of work 

satisfaction while work load is not significant factor in predicting work satisfaction for male 

employees but it is significant predictor for female employees. It means that work overload 

affects female employees significantly than male employees.The research tests nine hypotheses 

out of which five are accepted and four are rejected. 

Based on the research results it is recommended that organisations must consider the 

factors like Organisational Support, Job Autonomy, Personal Life Satisfaction and WLB 

Organisational Policies for improving work life balance of employees as they significantly affect 

work satisfaction. A supportive management is required to minimize the conflict between work 

and non-work life. To do so, management must recognize the employees` productivity through 

practices such as parental leave, domestic leave and flexible work can be designed. Effective 

work-life programs facilitate a symbiotic relationship between the employee and employer for 

mutual benefits. Employees who are better able to balance the demands on their time in turn 

perform better and efficiently work in the organization.  

1.12 Scope for Future Research 

The present research incorporates eight dimensions of work life balance for employees 

which have effect on work satisfaction in public and private offices in wolaitasodo. The future 

researchers can include more dimensions of work life conflict like job characteristics (job 

demands, job resources, job stress) and individual variables (age, sex, qualifications, pay, 

professional aspirations, marital status, etc.), and other variables which can influence job 

satisfaction. Further replication studies in other regions  of the country or in other countries  as 

well as in specific sectors like banks, universities, insurance companies separately in public and 

private sectors will be helpful to generalize the results. 
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