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Abstract

Many researches were conducted to identify the Impact of Work Life Balance on Job
Satisfaction of the employees in many organizations. However, conducting a research
to explore the Impact of Work Life Balance on Job Satisfaction among the bankers,
especially for managerial level of state bank is very rare. The researcher has decided to
overcome this issue and therefore, the main purpose of this study is to identify the Impact
of Work Life Balance on Job Satisfaction of the managerial level employees of People's
Bank,(Head office) Sri Lanka. The researcher started the study by going through relevant
literatures by many ways. Stratified random sampling method was followed. The final
results shows, that there is a significant positive Impact of Work Life Balance on Job
Satisfaction of managerial level employees. And Level of Work Life Balance and Job

Satisfaction is low among the managerial level employees. However female employees

are satisfied higher than male managers.

Keywords : Work Life Balance (WLB) and Job Satisfaction (JS)

Introduction

Effective utilization of human resource is one
of the important factors for any organization.
Well managed human resource, is crucial for
organizational success. With the opening
up the new economy and globalization of
trade and commerce, the competition has
increased diversely. In the era of organizational
restructuring itis important for the organizations
to take care of their efficient employees. The

aim of take caring the employees is ultimately
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to provide them the satisfaction which will
increase their job performance and ultimately
the

competitive advantage over their competitors.

will  drive organization to achieve
Numerous discussions and arguments have
been carried out on the issues of Work Life

Balance and employee satisfaction.

There are many factors affecting the employee
satisfaction at work, among those concern for

Work Life Balance is increasing.
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According to Opatha (2010), work life means
“life that is related to a person’s employment”.
And what happened in the work life has
significant impact on their family as well as on
their personnel life and vice versa. There has
been increasing interest in the conflict between

family and work domains in the recent years.

Job Satisfaction is a mental feeling of
favorableness which an individual has on his/
her job. To the employees, job satisfaction
brings positive job related attitudes.A satisfied
employee is more likely to be highly productive,
creative, flexible, committed and loyal to the
organization. (Ajmir, 2001). According to
Opatha (2009),.

Creating Work Life Balance will lead to Job
Satisfaction. According to Korpunen and
Napravnikova (2007) Work Life Balance and
Job Satisfaction are important factors among
organizations relevant to private sector and

public sector as well.

The bankers, especially who works as managers
feel very stress and pressures due to the vast
changes made recently. Although numerous
studies have been conducted on Work Life
Balance and Job Satisfaction all over the world,
only a limited amount of researches have been
carried out in Sri Lankan context on the same
topic, and especially in the context of banking
sector. Therefore this research focuses on
identifying The Impact of Work Life Balance
on Job satisfaction of managers of Peoples
Bank,(Head Office) Srilanka.

Literature Review
Work Life Balance (WLB)
The research studies providing theoretical

support for the current study are as follows.

Various researchers defined Work Life Balance
differently.

According to Professor Opatha (2001) the
balance is, “the steadiness, importance or
strength that we have between two things.
Consequently, Work Life Balance is a good
balance between work life and personal/family
life of an individual. Balance between work life
and the family life is defined as the degree to
which you fulfill demands coming from your
employment and your family. If you fulfill the
respective demands in the way that generates
satisfaction, it is possible to say that you have a

right balance between work and family.

By the end of 1980, WLB was considered
as an issue for not only women, but also for
men (Bird, 2006). Similarly, Lewis (2003),
cited from Lewis et al. (2000), stated that the
discussion on work life is more gender neutral
and is a concern of both men and women who
try to balance between family responsibilities,

workplace and leisure.

As per Bird, WLB cannot be defined as equal
balance of time for both work life and individual
life by scheduling equal number of hours as
nobody can do it in the practical life. The key
assumptions of the concept of work life balance
are that both work and life are separate and that

balance between those two spheres is needed.

Work Life Balance policies and practices
can bring clear benefits to their business
(Narendernath, 2007; The Business Case,
2001). . All in all Work Life Balance is said to
also improve the quality of life of employees in
that employees who experience WLB are fully
engaged in both roles, not allowing urgencies

in either their work or family domain to affect
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their performance in either of these roles
chronically (Ashlesha Singh, 2013).

Therefore, we can conclude that Work Life
Balance is “the degree to which an individual
can fulfill the demand coming from his/ her
employment and demands coming from
outside employment to the extent that makes

them happy.”
Job Satisfaction

Understanding of the meaning of the Job
Satisfaction is very much important for this
study, since it is the Dependant variable. The
researcher has referred some definitions quoted

by expert writers with respect to the same.

Kamal and Sengupta (2008) defined the
term satisfaction as a simple feeling/state
accompanying the attainment by an impulse of
his/her objectives and job satisfaction therefore,
refers to ones view of favorableness of his/
her work. According to Opatha (2009), Job
satisfaction means, “the degree of enjoyment
an employee feels towards his job being

performed”.

The most popular is the one by Loche from
1976, which describes Job Satisfaction, is a
pleasurable or positive emotional reaction to
a person’s job experiences (Locke, 1976, as
cited in Milkovich & Boudreau, 1997). Job
satisfaction can be defined as the collection of
feelings and beliefs about a current job (Jones,
George, & Hill, 2000), as a positive attitude
that is believed leads to high performance
(Daft & Marcic, 2001), or as a reflection of an
employee’s feelings about various aspects of
work (Stone, 2005).

Organizations face new challenges and gets

new opportunities as well due to globalization,
of

committed

growing economy and development

information technology. Well
employees due to the higher level of satisfaction
are the most valuable assets of any nation’s
economy as they act as competitive advantage

in the long term (Khalid & Irshad, 2010).

In general, “Job Satisfaction is a mental feeling
of favorableness which an individual has about
his Job and the organizations in which they
perform these jobs”. Overall job satisfaction is
determined by the difference between all those
things a person feels he should receive from
his job and all those things he actually does

receive.

Relationship between Work Life Balance

and Job Satisfaction

For the current study the term employee Job
satisfaction can be defined as an employee is
said to be satisfied from his/her work when
he/she feels comfort while working in the
organization. Whereas Work Life Balance
means that an employee is comfortably
accomplishing his/her work and non - work
responsibilities. Emerging trends in work force
diversity, organizational restructuring and
addition of women in the workforce enhanced
the demand for the work life balance practices

to be adopted by the organizations.

Nadeem and Abbas (2009) examined a
relationship of Work Life Conflict

Job Satisfaction and revealed a negative

and

relationship of the variables and suggested
that the supportive management can be a
medicine to minimize the conflict and enhance
satisfaction among employees. In another study
Malik, Saif, Gomez, Khan and Hussain (2010)
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reported a positive and significant relationship

of job satisfaction and work family balance.

According to Anwer and Ikram (2009),
satisfaction of the job is a part of life satisfaction
that can only happen if employees can create
a balance between their work and family life.
Further they revealed that the employees who
have high work life balance are more satisfied
with their jobs when compared to the employees

who have low work life balance.

Therefore, we could state that the empirical
researches suggest that, there is a relationship
between work life balance and employee

satisfaction.
Statement of the problem

Banking sector is considered to be a very
competitive, compared to other sectors. Since
there are many competitors available in the
industry and rivalry among them are very high
Normally Banker’s job is considered to be highly
stress full and the organization should take
necessary steps to look after their employees in
a manner they are satisfied, and also there are
only few researchers has identified the Work
Life Balance practices especially on State
sector banks, therefore this research is Focused
on identifying or investigating the Impact of
Work Life Balance on the Job satisfaction of

Managerial level employees of Peoples’ Bank.

Research objectives

Major objective of conducting this research is
to, Identify the Impact of Work Life Balance
on the Job Satisfaction of Managerial level
employees of People’s bank, (Head office)

Srilanka.

In order to reach the above said major objective,

the following sub objectives are specifically

considered.

> To determine the level of Work Life

Balance of Managers

the level of Job

Satisfaction of Managers

> To determine

Pendentis

» To Asses linkage between the Work

Life Balance and Job satisfaction
The Research Design

Theoretical Frame work and

Operationalization

The purpose of the study is to identify the impact
of Work Life Balance on the job satisfaction
on the managerial level employees. Previous
studies on Work Life Balance Job satisfaction
shows there is a strong relationship between
these two concepts. (Kumari, 2012; Yadav &
Dabhade, 2013). Therefore Work Life Balance
and Job Satisfaction is highly related to another.

Independent Variable is Work Life Balance.
It can be categorized into following three
dimensions as follows,

1. Personal factors

2. Job related factors

3. Organizational factors:.( Yadav and

Dabhade (2013)

Job Satisfaction is the dependent variable in
this study .It can be categorized into following

two dimensions as follows,
1. Intrinsic Job Satisfaction:

2. Extrinsic job satisfaction: (Hirschfield,
2000)

Based on that, the conceptual framework for

the study is shown in the Figure 1.
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Figure 1 : Conceptual Frame work

Hypotheses development

Based on the researcher’s observations on
the working patterns, employee behaviors the
turnover rates, and the other factors which are
specified in the problem identification stage, as
well as after the discussions made with the few
managers in the bank, the researcher assumed
the level of Work Life Balance and the Job

satisfaction is at the lower level.

Hence the following hypotheses were suggested
to be tested:

H,: Work Life Balance of managerial level
employees of peoples’ Bank is, at a Lower
Level.

H,: Work Life Balance of managerial level
employees of peoples’ Bank is, at a Lower
Level.

According to Anwar & Ilkram (2009), job
satisfaction is a part of life satisfaction that can
only happen if employees can create a balance
between their work and family life. According

—

to them, employees who are having more work
life balance are more satisfied with their jobs
when compared to the employees who have
low work life balance. Satisfaction with work
life balance is the strongest predictor of job
satisfaction and lack of work life balance results
in a reduction in job satisfaction (Saltzstein and
Ting, 2001).

Hence the following hypothesis was suggested
to be tested:

H,: There is a significant Positive impact
of Work Life Balance on Job Satisfaction
of managerial level employees of People’s
Bank.

Data collection

The population for the study is Managerial
level employees of People’s Bank, who are
working head office. There are three Grades
are available under the grade of managers.
According to the information received from the
HR department of People’s bank, the following
population details could be identified.
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Assistant Managers ( 3111 ) - 75
Deputy Managers ( 31I) - 149
Managers ( 31 ) - 96

Total = 320

For selecting the sample researcher used
stratified sampling method. And data was
collected from 100 managers .This sampling
method reflects more accurately the population

by more proportional representation.

Primarily the data collection was carried out by
distributing the hard copy of the questionnaires

to the sample
The questionnaire consists of 30 statements.

Part 1 — Personal data about the

employees. (06 Questions)

Part 2 — Questions regarding Work Life
Balance factor and Job Satisfaction.
(30 Questions)

The questionnaire consist with Five point likert
scale type questions ranking from, 1= ‘strongly
agree’ (5 marks) to 5= ‘strongly disagree’ (1

mark) to measure variables.

In addition to that researcher has reviewed
Financial statements, Annual reports, Further,
some previous research papers which have
similarities with this study have also been gone

through by the researcher.
Data Analysis methodology

SPSS 17.0 version was used to analyze the data.
The questions and responses were coded and
entered into SPSS to analysis.. By using SPSS
the researcher has measured the correlation

as well as conducted regression analysis. The

content validity of the instrument was ensured
by the conceptualization and operationalization

of the variables based on literature.

According to De Vellis, 2003, the Julie Pallant
(SPSS Survival manual, 2011) explains that
Cronbach’s Coefficient Alpha of a scale should
be more than 0.7 and values which are above
0.8 are preferable In this case, the value for
the Work life balance and Job satisfaction are
shown in the Table 4.7 above as 0.895 and
0.890 respectively which can be considered as

a good inter-item reliability.
Results and Discussion

The overall results shows that, most of the
respondents feel low (60%) and moderate level
(36%) of Balance between Work and Personal
Life. only 3.5% of them feel high Work Life

Balance.

Majority of the respondents have low Job
Satisfaction and Moderate Job satisfaction.
However they have some satisfied with the
Job Extrinsic factors when comparing with
Job Intrinsic satisfaction factors. Majority
(65.1%) of them are male managers. Even
though both the male and female in overall,
experience lower level Work Life Balance and
Job Satisfaction, level of the Job Satisfaction of
male managers is lower than female managers
of the bank. Therefore, female managers have
a balance between their work and personal/

family life than the male managers.

Also most of the 75% respondents have
highly disagree with the Job related factors
in achieving Work Life Balance comparing to
other two dimensions of Work Life Balance.

( Personal and Organizational factors).
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According to the sample results, most of the
respondents are more than 50 years. They are
represented by 31 (manager) and 3II (deputy
managers) who are having more working
experience in Peoples Bank 25- more than 30
years. If we take the Job Grade composition
and Work Life Balance, most of the (76.9%)
3 I managers have low Work Life Balance and
(73%) Low Job Satisfaction. Most of the 3
IT managers also have low level of Work life

Balance and Low Job Satisfaction. However
most of the 3 Il managers are (75%) moderately
satisfied and (70%) have moderate Work Life
Balance. And 15% of them have high Work
Life Balance and are highly satisfied with the
job. It is s because 31 managers are seniors
and they high responsibilities big targets to be
achieved. As well as they have to spend more

time at work.

Hence Hypothesis 1 and 2 is accepted

Table. 1: Correlation between Work Life Balance and Job Satisfaction

Correlation analysis Work Life Balance Scale | Job Satisfaction Scale
Work Life Balance Pearson Correlation 1 792 **
Sig. (1-tailed) .000
N 86 86
Job Satisfaction Pearson Correlation 792 ** 1
Sig. (1-tailed) .000
N 86 86
**, Correlation is significant at the 0.01 level (1-tailed).
Table 2: Regression Analysis
Model R R square Adjusted R Std: Error of the
Square Estimate
1 J792%* .628 .623 37332
a. Predictors: (Constant), Work Life Balance
Table 3: Coefficient of the Variables
Unstandardized Coefficients Standar‘d ized
Coefficients
Model
B Std. Error Beta )
t Sig.
(Constant) .642 .159 4.031 .000
Work Life .748 .063 .792 11.903 .000
Balance

a. Dependent Variable: Job Satisfaction
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In order to test the relationship between the
two variables, the Pearson Product-Moment
Correlation technique was used. It is evident
from the above Table (1) that the p-value is
lower than the significant level (0.01) further the
correlation value of 0.792 (positive) insists that,
there is a strong positive correlation between
the Work Life Balance and Job Satisfaction.

According to the regression analysis R?value
is .628 (Table 2),which means the Independent
Variable in this study Work Life Balance has
62.8% impact on the Dependent Variable (Job
Satisfaction).

The results show that there is a strong positive
relationship between the Work Life balance
and the Job Satisfaction of them. And also there
is a significant Impact of Work Life Balance on
the Job Satisfaction of them.

Hence Hypothesis 3 is also accepted.

In addition to above facts, following finding

can also be revealed,

e  The results show that Work Life Balance
is an important determinant of intrinsic

aspects of Job Satisfaction.

e Management and employee both are

responsible for having Work life Balance.

e [f the employees are given freedom to
choose their work schedules; quality and
productivity of work increases. Because
if this opportunity given to the employee
it will bring the responsibility for

finishing work within specified deadline.

e High quality of Work Life Balance will
improve the Job satisfaction and vice

versa.

The major finding which was acquired from
this study is the strong relationship between
Work Life Balance and Job satisfaction.
And the Impact of Work Life balance on the
Job Satisfaction is significant .The previous
Malik  (2010),
Saltzstein and Ting (2001), and Yadav and
Dabhade (2013) were supported to this
finding. Further, Ikram and Anwar (2009)

also confirmed by their research that there is

research conducted by

a relationship between Work Life balance and

job satisfaction.

In addition to that, Kamal and Sengupta (2008)
findings revealed that, there is a low level of
Job Satisfaction among the bankers .Another
important finding of the study is that the level
of Job Satisfaction and Work Life Balance of
the female managers are higher than the male
manager which was agreed with findings of
Malik (2010).Therefore, the finding of the

study has similarities with previous studies.

Conclusion

The banking sector which comes under service
sector completely depends on customers
and therefore, they treat their customers as
kings. And also level of competition in the
banking sector is very high. In order to retain
the customers, the banks should provide a
quality service Therefore, the employees
especially managers, should be motivated by
the management to get positive involvement to

achieve bank’s target.

It could be concluded, that there is a significant
positive impact of Work Life Balance on Job
Satisfaction of the managerial level employees
of People’s Bank. And high quality of Work
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Life Balance will improve the Job satisfaction
and vice versa. Results of the study further
Indicate that the Work Life Balance and the Job
Satisfaction of managerial level employees of

People’s Bank are at lower level.

Flexible Work Life Balance initiatives should
be designed by the management to help the
employees to balance their Work and Personal
Life. As well they should increase the intrinsic
aspects of Job Satisfaction which is how people
feel about the nature of the job tasks themselves
and on the other hand extrinsic Job Satisfaction
is how people feel about aspects of the work
situation that are external to the job tasks or the
work itself. If employees feel that that they are
able to balance their Work and Life they will be
highly satisfied with their job and it will lead
to high productivity and High profitability of
the bank. Hence, “Work Life Balance is not a
problem to be solved but an ongoing issue to

be managed”.
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