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ABSTRACT

The purpose of this study was to ascertain worklife balance on job satisfaction of employees in
UBTH, Benin City, Edo state. To actualize the objectives of this study, the study raised four
research questions which was aligned to worklife balance practices (good working conditions,
flexible working arrangements, leave policy and family responsibilities). The study covered a
sample size of one hundred and seventy-eight (178), of which same number (178) of
questionnaire were distributed, retrieved and used for data analysis. Descriptive statistics
(Frequency, simple percentage and mean) and inferential statistics were utilized for the study’s
empirical analysis.
The findings arrived at after the empirical analysis were: there is a significant relationship
between good working conditions on job satisfaction among nurses in University of Benin
Teaching Hospital, Benin City, Edo State; there is no significant relationship between flexible
working arrangements on job satisfaction among nurses in University of Benin Teaching
Hospital, Benin City, Edo State; there is a significant relationship between leave policy on job
satisfaction among nurses in University of Benin Teaching Hospital, Benin City, Edo State; and
there is a significant relationship between family responsibilities on job satisfaction among
nurses in University of Benin Teaching Hospital, Benin City, Edo State.
The following recommendations were made based on the findings of the study: the hospital
should continually promote good working condition by adopting effective measures such as
provision of modern amenities and implementation of good employees’ safety practices; the
hospital should ensure that they continuously involve employees in their activities as such would
give the employees a sense of belonging within the organization; the hospital should improve on
their flexible working arrangements practices in order to enjoy the benefit of improved job
satisfaction; and the hospital should continually grant leaves to employees when necessary as
such will create the feeling within employees that they are cared for by the management.
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CHAPTER ONE

INTRODUCTION

1.1 Background to the Study

The iinursing iiprofession iiemploys iithe iimost iipeople iiin iithe iihealthcare iisystem iiand iihas iithe iimost iidirect

iicontact iiwith iipatients. iiAs iia iiresult, iinurses iiare iia iimajor iideterminant iiof iioverall iihospital iicare iiquality

iiand iipatient iioutcomes. iiNurses iimust iibe iiprovided iiwith iian iiideal iiprofessional iipractise iienvironment

iiwhere iitheir iijob iisatisfaction iiis iiguaranteed iiin iiorder iito iiprovide iistandard iicare. iiNurses, iion iithe iiother

iihand, iiare iidissatisfied iiwith iitheir iijobs, iithreatening iithe iinursing iiworkforce's iieffectiveness iiand

iiefficiency ii(de iiFrancisco, iiMeguid ii& iiCampbell, ii2015). iiJob iisatisfaction iihas iibeen iiidentified iias iia

iimajor iideterminant iiof iigood iistaff iiretention iiin iithe iinursing iiworkforce ii(Wang, iiTao, iiEllenbecker, ii&

iiLiu, ii2012).

Employee iiwelfare iiand iisatisfaction iiare iicritical iiin iiachieving iithe iiorganisational iimission iiand iivision iiin

iian iiideal iisetting. iiNurses, iifor iiexample, iiare iithe iisafety iinet, iialways iipresent iiwith iitheir iipatients iiat iithe

iibedside, iicaring iifor iiand iidetecting iimedication iierrors, iiand iiaddressing iipatients' iitrue iineeds ii(Aiken,

iiSermeus, iiVan iiden iiHeede, iiSloane, iiBusse, iiMcKee ii& iiTishelman, ii2012). iiIn iiany iihealthcare iifacility,

iinurses iiare iithe iifirst iipoint iiof iicontact iifor iipatients. iiJob iisatisfaction iiin iithe iinursing iiworkforce iiis

iitherefore iicritical iito iiproviding iiquality iicare ii(Abualrub, iiEl-Jardali, iiJamal, ii& iiAl iiRub, ii2015; iiAlenius,

iiTishelman, iiRunesdotter, ii& iiLindqvist, ii2013; iiSaleh, iiDarawad, ii& iiAlHussami, ii2015). iiThus, iijob

iisatisfaction iiis iithe iimost iiimportant iiaspect iiof iinurses' iilives, iias iiit iihas iia iipositive iiimpact iion iitheir iimorale,
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iiproductivity, iiquality iiof iicare, iipatient iisafety, iiand iiretention ii(Ezeonwu, ii2011; iiAiken, iiSermeus, iiVan

iiden iiHeede, iiSloane, iiBusse, iiMcKee ii& iiTishelman, ii2012).

According iito iiOgechi iiand iiNwaeke ii(2019), iithe iigoal iiof iiwork-life iibalance iiis iito iimaintain iibalance iiin

iithree iimajor iiareas iiof iilife: iiwork, iisociety, iiand iipersonal iilife. iiA iiperson's iiwork-life iibalance iiis iithe iiresult

iiof iiinteractions iibetween iivarious iiaspects iiof iitheir iilife, iisuch iias iiwork, iireligion, iiand iirecreation. iiWork-

life iibalance iirefers iito iithe iiratio iiof iitime iispent iiat iiwork iito iitime iispent iiwith iifamily iior iiother iiimportant

iiaspects iiof iione's iipersonal iilife ii(Abdullah, iiAremu ii& iiAbogunrin, ii2018). iiWork-life iibalance, iion iithe

iiother iihand, iican iibe iidetrimental iito iian iiemployee's iimental iiand iiphysical iihealth, iias iiwell iias iioverall

iiperformance ii(ArunaShantha, ii2019). iiWork-life iiimbalance iiaffects iithe iiemployer iiin iisuch iia iiway iithat

iiit iislows iidown iithe iiwork iiof iiits iiemployees, iilowering iithe iiorganisation's iiproductivity ii(Ola, iiJohn,

iiSimeon ii& iiMutiu, ii2019). iiMany iiacademics iihave iiused iivarious iiterms iito iidescribe iiwork-life iibalance,

iiincluding iiwork-family iibalance ii(Joshin ii& iiDeepu, ii2017), iiwork-life iiharmony ii(Valerie, ii2019), iiand

iiwork-life iisynergy ii(Kate, ii2018) iiWork iilife iibalance ii(Daniela, ii2017) iiand iiwork iilife iiintegration ii(Joan,

iiJennifer, ii& iiJoseph, ii2015) iiare iiterms iithat iiare iifrequently iiused iiinterchangeably, iibut iiwork iilife iibalance

iiis iimore iicommonly iiused iiin iirecent iistudies.

Work-life iiprogrammes iican iibe iitraced iiback iito iithe ii1930s, iiwhen iithe iiKellog iiCompany iibegan iigiving

iiemployees iifour iisix-hour iishifts iiper iiday iirather iithan iithree iieight-hour iishifts. iiEmployee iimorale iiand

iiproductivity iiimproved iias iia iiresult ii(Akinlade ii& iiNwaodike, ii2021). iiHowever, iithere iiwere iimany

iipeople iiwho iidiscussed iithis iiidea iiin iithe ii1980s ii(Irawanto, iiNovianti ii& iiRoz, ii2021; iiBoiarintseva,

iiEzzedeen ii& iiWilkin, ii2021). iiThey iidiscussed iitopics iisuch iias iijob iisatisfaction iiand iireward iisystems, iias
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iiwell iias iiworker iiparticipation, iirights, iiand iiesteem iirequirements. iiWork-life iibalance iihas iibecome iia

iiglobal iitrend, iiregardless iiof iiyour iicountry, iireligion, iiculture, iior iigender ii(Shantha, ii2019). iiAccording iito

iiMendis iiand iiWeerakkody's ii(2017) iireport, iiboth iiemployers iiand iiemployees iiin iia iicompany iistruggle iito

iifind iia iigood iiwork-life iibalance. iiWork-Life iiBalance ii(WLB) iiis iia iisignificant iiissue iithat iiaffects iia iilarge

iinumber iiof iipeople iiin iiboth iithe iiprivate iiand iipublic iisectors. iiIt iialso iihas iian iiimpact iion iia iiperson's iisocial,

iipsychological, iieconomic, iiand iimental iiwell-being, iias iiwell iias iithe iiperson's iiwork iirole iiand iihome iilife

ii(Mendis ii& iiWeerakkody, ii2017). iiAccording iito iiLee iiand iiNoor ii(2017), iithere iihas iibeen iia iilot iiof iiwork-

life iiresearch iidone iiin iiWestern iieconomies iifor iia iilong iitime. iiHowever, iias iithese iiissues iibecome iimore

iiprevalent iiaround iithe iiworld, iischolars iiin iinon-western iicountries iiare iibeginning iito iiinvestigate iithem.

Human iiresource iiprofessionals iiare iiemploying iia iivariety iiof iistrategies iito iiavoid iiand iimitigate iithe

iieffects iiof iiwork-life iiimbalance ii(Okeke, ii2017). iiAccording iito iiOludayo, iiFalola, iiObianuju, iiand

iiDemilade ii(2018), iihuman iiresource iimanagement iishould iiinclude iiprinciples iisuch iias iifairness, iiwork-

life iibalance, iiand iia iipositive iiwork iienvironment. iiWorking iiwith iiflexible iischedules, iistage

iimanagement iitraining, iiproviding iibackup iisupport, iiand iitaking iibreaks iifrom iiwork iiare iijust iia iifew iiof iithe

iiways iithat iibusinesses iican iiassist iitheir iiemployees iiin iibalancing iitheir iiwork iiand iipersonal iilives

ii(Arunashantha, ii2019; iiShantha, ii2019; iiAkinlade ii& iiNwaodike, ii2021). iiSuch iiarrangements iihave iia

iisignificant iiimpact iion iiemployee iisatisfaction iias iiwell iias iihealthy iihabits ii(Pooja ii& iiBakhru, ii2019).

iiAccording iito iiOsita, iiOnyekwele, iiIdigo, iiand iiEze ii(2020), iithere iiis iia iilink iibetween iihealth iistaff

iisatisfaction iiand iipatient iifulfilment. iiWhen iiemployees iiare iidissatisfied iiwith iitheir iijobs, iiit iican iihave iian

iiimpact iion iiboth iitheir iiown iiperformance iiand iithe iioverall iiperformance iiof iithe iiorganisation. iiGiven iithis
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iibackground, iithe iipurpose iiof iithis iistudy iiis iito iidetermine iiwork-life iibalance iipractises iion iijob

iisatisfaction iiamong iinurses iiin iiUniversity iiof iiBenin iiTeaching iiHospital, iiEdo iiState.

1.2 iiStatement iiof iithe iiResearch iiProblem

Work-life iibalance iiand iijob iisatisfaction iihave iibeen iistudied iiin iiboth iideveloped iiand iideveloping

iicountries ii(Abualrub, iiEl-Jardali, iiJamal, ii& iiAl iiRub, ii2015; iiAlenius, iiTishelman, iiRunesdotter, ii&

iiLindqvist, ii2013; iiSaleh, iiDarawad, ii& iiAlHussami, ii2015). iiDim iiand iiOsitadinma ii(2019) iiinvestigated

iiwork-life iibalance iiand iijob iisatisfaction iiin iia iisample iiof iiSouth-East iiNigerian iicommercial iibanks iiand

iidiscovered iia iipositive iirelationship iibetween iiwork-life iibalance iiand iijob iisatisfaction. iiAkinlade iiand

iiNwaodike ii(2021) iiinvestigated iithe iiwork-life iibalance iiand iijob iisatisfaction iiof iiemployees iiat iiMurtala

iiMuhammed iiand iiAictor iiattah iiInternational iiAirports iiin iiNigeria iiand iifound iiout iithat iiworklife iibalance

iiaffects iijob iisatisfaction. iiAzeem iiand iiAkhtar ii(2014) iistudied iithe iieffects iiof iiwork-life iibalance iiand iijob

iisatisfaction iion iihealthcare iiorganisational iicommitment iiand iidiscovered iithat iiworklife iibalances iidoes

iinot iisignificantly iiaffect iijob iisatisfaction. iiWork-life iibalance iiand iijob iisatisfaction iiamong iiMalaysian

iiworking iiadults iiwere iiinvestigated iiby iiLee iiand iiNoor ii(2017). iiAdikaram ii(2016) iiinvestigated iithe

iiimpact iiof iiwork-life iibalance iion iiemployee iijob iisatisfaction iiin iiSri iiLankan iicommercial iibanks iiin iithe

iiprivate iisector. iiAyodele ii(2014) iiconducted iiresearch iion iioccupational iiwork-life iibalance iiand iijob

iisatisfaction iiat iiwork. iiGayathiri iiand iiRamakrishnan ii(2013) iiinvestigated iithe iirelationship iibetween iijob

iisatisfaction iiand iiperformance iiand iiwork iilife iiquality. iiYadav iiand iiDabhade ii(2014) iistudied iiwork-life

iibalance iiand iijob iisatisfaction iiamong iiworking iiwomen iiin iithe iibanking iiand iieducation iiindustries. iiHaar,

iiRusso, iiSue, iiand iiOllier-Malaterre ii(2014) iiinvestigated iithe iieffects iiof iiwork–life iibalance iion iijob
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iisatisfaction, iilife iisatisfaction, iiand iimental iihealth; iiElsabeth ii(2019) iiinvestigated iithe iieffect iiof iiwork

iilife iibalance iion iijob iisatisfaction iiin iiEthiopia; iiEsther, iiAbraham, iiand iiThomas ii(2017) iievaluated iithe

iieffects iiof iiwork iilife iibalance iipractises iion iiemployee iijob iisatisfaction iiin iiKenya; iiMarta, iiJasmina, iiand

iiInes ii(2016) iiinvestigated iiwork-life iibalance iiand iiits iirelationship iiwith iiorganisational iipride iiand iijob

iisatisfaction; iiMarta, iiJa iiQurrat-ul-ain, iiJunaid, iiSaif iiul, iiand iiUzma ii(2016) iiinvestigated iithe iieffects iiof

iiwork-life iibalance iion iiemployee iijob iisatisfaction. iiand iiHashmi, iiMalik, iiand iiHussain ii(2016)

iiinvestigated iiwork-life iibalance iiand iiits iiimpact iion iipharmacist iijob iisatisfaction.

However, iitheir iifindings iicame iiup iiwith iidifferent iiand iiconflicting iiresults iias iisome iishowed iipositive

iirelationship ii(Abualrub, iiEl-Jardali, iiJamal, ii& iiAl iiRub, ii2015; iiAlenius, iiTishelman, iiRunesdotter, ii&

iiLindqvist, ii2013; iiSaleh, iiDarawad, ii& iiAlHussami, ii2015; iiDim ii& iiOsitadinma, ii2019) iiwhile iiothers

iishowed iinegative iirelationship ii(Ayodele, ii2014; iiGayathiri ii& iiRamakrishnan, ii2013; iiYadav ii&

iiDabhade, ii2014; iiHaar, iiRusso, iiSue, ii& iiOllier-Malaterre, ii2014) iiwhich iicall iifor iifurther iiinvestigation.

iiAlso, iimost iiof iithese iistudies iiwas iiconducted iioutside iiNigeria iiand iithe iifew iithat iiwas iifound iiin iiNigeria

iiwas iiconducted iioutside iithe iioutskirt iiof iiEdo iistate iiwhich iibegs iithe iiquestion iiwhether iithe iifindings iiof

iithese iistudies iiwill iibe iiapplicable iiin iithe iicontext iiof iiEdo iistate. iiThese iicontradictory iifindings iias

iiindicated iifrom iithe iiabove iistudy iiand iilack iiof iistudy iiin iithe iiregion iiwhere iithis iistudy iiis iibeing iiconducted

iihas iicreated iia iigap iiin iiliterature iiwhich iithis iistudy iiattempts iito iifill iiby iiassessing iiwork iilife iibalance iion

iijob iisatisfaction iiin iiUniversity iiof iiBenin iiTeaching iiHospital ii(UBTH), iiBenin iiCity, iiEdo iiState.

1.3 iiResearch iiQuestions ii

The iifollowing iiquestions iiare iirelevant iito iithis iistudy: ii
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1. What iiis iithe iiimpact iiof iigood iiworking iiconditions iion iijob iisatisfaction iiamong iinurses iiin

iiUniversity iiof iiBenin iiTeaching iiHospital, iiBenin iiCity, iiEdo iiState? ii

2. What iiis iithe iirelationship iibetween iiflexible iiworking iiarrangements iion iijob iisatisfaction iiamong

iinurses iiin iiUniversity iiof iiBenin iiTeaching iiHospital, iiBenin iiCity, iiEdo iiState? ii

3. To iiwhat iiextent iidoes iileave iipolicy iiaffect iijob iisatisfaction iiamong iinurses iiin iiUniversity iiof iiBenin

iiTeaching iiHospital, iiBenin iiCity, iiEdo iiState? ii

4. What iiis iithe iirelationship iibetween iifamily iiresponsibilities iion iijob iisatisfaction iiamong iinurses iiin

iiUniversity iiof iiBenin iiTeaching iiHospital, iiBenin iiCity, iiEdo iiState?

1.4 iiObjectives iiof iithe iiStudy ii

The iibroad iiobjective iiof iithis iistudy iiis iito iiexamine iiwork iilife iibalance iion iijob iisatisfaction iiamong iinurses

iiin iiUniversity iiof iiBenin iiTeaching iiHospital, iiBenin iiCity, iiEdo iiState. iiSpecifically, iithe iistudy iisought:

1. To iiexamine iithe iiimpact iiof iigood iiworking iiconditions iion iijob iisatisfaction iiamong iinurses iiin

iiUniversity iiof iiBenin iiTeaching iiHospital, iiBenin iiCity, iiEdo iiState. ii

2. To iiascertain iithe iirelationship iibetween iiflexible iiworking iiarrangements iion iijob iisatisfaction

iiamong iinurses iiin iiUniversity iiof iiBenin iiTeaching iiHospital, iiBenin iiCity, iiEdo iiState. ii

3. To iidetermine iithe iieffect iiof iileave iipolicy iion iijob iisatisfaction iiamong iinurses iiin iiUniversity iiof

iiBenin iiTeaching iiHospital, iiBenin iiCity, iiEdo iiState.

4. To iiinvestigate iithe iirelationship iibetween iifamily iiresponsibilities iion iijob iisatisfaction iiamong

iinurses iiin iiUniversity iiof iiBenin iiTeaching iiHospital, iiBenin iiCity, iiEdo iiState.
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1.5 iiHypotheses iiof iithe iiStudy

In iiorder iito iiprovide iianswers iito iithe iiresearch iiquestions iiand iirealize iithe iistudy’s iiobjectives, iithe

iifollowing iihypotheses iistated iiin iitheir iinull iiform iishall iibe iitested:

1. There iiis iino iisignificant iirelationship iibetween iigood iiworking iiconditions iion iijob iisatisfaction

iiamong iinurses iiin iiUniversity iiof iiBenin iiTeaching iiHospital, iiBenin iiCity, iiEdo iiState.

2. There iiis iino iisignificant iirelationship iibetween iiflexible iiworking iiarrangements iion iijob iisatisfaction

iiamong iinurses iiin iiUniversity iiof iiBenin iiTeaching iiHospital, iiBenin iiCity, iiEdo iiState.

3. There iiis iino iisignificant iirelationship iibetween iileave iipolicy iion iijob iisatisfaction iiamong iinurses iiin

iiUniversity iiof iiBenin iiTeaching iiHospital, iiBenin iiCity, iiEdo iiState.

4. There iiis iino iisignificant iirelationship iibetween iifamily iiresponsibilities iion iijob iisatisfaction iiamong

iinurses iiin iiUniversity iiof iiBenin iiTeaching iiHospital, iiBenin iiCity, iiEdo iiState.

1.6 iiSignificance iiof iithe iiStudy ii

The iistudy iiattempts iito iibring iimore iiunderstanding iion iithe iirelationship iibetween iiwork iilife iibalance iiand

iijob iisatisfaction iiamong iinurses iiin iiUniversity iiof iiBenin iiTeaching iiHospital. iiThe iifindings iiof iithe iistudy

iiwill iibe iisignificant iito iithe iifollowing iistakeholders: ii

Organisations: iiThis iistudy iiwill iibenefit iiorganisations iiby iishedding iilight iion iithe iirelationship

iibetween iiwork-life iibalance iiand iijob iisatisfaction. iiThis iiwill iiassist iithem iiin iiidentifying iitheir iistrengths

iiand iirevising iitheir iiwork-life iibalance iipractices iiin iilight iiof iithe iiareas iifor iigrowth iithat iiwill iibe

iihighlighted.
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Managers: iiThe iifindings iiwill iialso iibenefit iimanagers, iiparticularly iithose iiin iithe iihealth iisector, iiby

iienabling iithem iito iibetter iiunderstand iitheir iiemployees iiand iihow iior iiwhy iithey iibehave iithe iiway iithey iido.

Leaders: iiAdditionally, iithe iistudy's iirecommendations iiwill iibe iiof iihelp iito iileaders, iiparticularly iithose

iiin iihuman iiresource iidepartments, iiin iidetermining iithe iibest iiways iito iimaintain iiemployee iisatisfaction

iithrough iiwork iilife iibalance iipractices.

Academia: iiFuture iischolars iiand iiacademicians iiwould iialso iibenefit, iisince iithe iistudy iiwould iilay iithe

iigroundwork iifor iifuture iiresearch iion iiwork-life iibalance iiand iijob iisatisfaction, iiparticularly iiin iithe iihealth

iisector. iiThey iimay iicome iiacross iicritical iiinformation iithat iimay iiaid iithem iiin iitheir iistudies iiof iiwork-life

iibalance iiand iijob iisatisfaction. iiThe iistudy iiwould iiidentify iifurther iiresearch iifields, iiwhich iiwould iibe

iiincredibly iivaluable iifor iithese iiresearchers. ii

1.7 iiScope iiof iithe iiStudy ii

The iistudy iifocused iion iiwork iilife iibalance iion iijob iisatisfaction iiand iiwas iigeographically iirestricted iito

iiBenin iiCity, iiEdo iistate iiNigeria. iiUniversity iiof iiBenin iiTeaching iiHospital ii(UBTH) iiin iiUgbowo, iiBenin

iiCity, iiEdo iistate iiwas iiadopted iiin iithe iistudy. ii

1.8 iiLimitation iiof iithe iiStudy

As iiwith iimost iiresearch iiof iithis iinature, iithe iifindings iiof iithis iistudy iishould iibe iiinterpreted iiwith

iiconsideration iiof iia iinumber iiof iilimitations. iiFirst, iithe iifact iithat iithis iiresearch iiwas iiconducted iiin iithe

iihealth iisector iionly iiwithout iiinvolving iifirms iiin iiother iisectors iiis iia iilimitation iion iiits iiown. iiThis iimay

iimean iithat iithe iiresults iiobtained iicannot iiallow iifor iigeneralization iiin iiother iisectors. iiThis iican iihowever

iibe iimoderated iiby iihaving iian iiin iidepth iistudy iiof iiother iisectors. ii
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CHAPTER iiTWO

LITERATURE iiREVIEW

2.1 iiIntroduction

This iisection iireviews iiliteratures iion iiworklife iibalance iiand iijob iisatisfaction. iiThe iisection iishall iibe iiin

iithree ii(3) iisections iinamely; iiconceptual iireview, iitheoretical iireview iiand iiempirical iireview. iiThe

iiconceptual iireview iiwill iidiscuss iiconcepts iirelated iito iithe iisubject iimatter, iithat iiis, iion iiworklife iibalance

iiand iijob iisatisfaction. iiThe iitheoretical iireview iiwill iihighlight iiand iibriefly iidiscuss iirelevant iitheories iion

iithe iirelationship iibetween iiworklife iibalance iiand iijob iisatisfaction iiwhile iithe iiempirical iireview iiwill

iipresent iiprevious iistudies, iiadopted iistatistical iitools iiand iitheir iirespective iifindings iiwhile.

2.2 iiThe iiConcept iiof iiJob iiSatisfaction ii

Understanding iijob iisatisfaction iiis iicritical iifor iimanagement iiin iiorder iito iiimprove iiorganisational

iioverall iiperformance ii(Nurlina, ii2022). iiMany iiauthors iihave iiwritten iiabout iithe iidefinition iiof iijob

iisatisfaction. iiThe iitext iibelow iidescribes iisome iiof iithe iimost iicommonly iiused iidefinitions. iiRobert

iiHoppock iimade iia iisignificant iicontribution iito iidefining iijob iisatisfaction iiand iioffers iiimportant

iiprofessional iiadvice iiat iia iitime iiwhen iijob iisatisfaction iiresearch iiwas iiin iiits iiinfancy ii(Ordaz, ii2022).

iiHoppock, iias iicited iiin iiSingh ii(2021), iiwas iione iiof iithe iifirst iito iipopularise iithe iiterm ii"job iisatisfaction.

ii"Job iisatisfaction, iihe iidefined, iias iia iicombination iiof iipsychological, iiphysiological, iiand iienvironmental

iicircumstances iithat iileads iia iiperson iito iisay iitruthfully, ii"I iiam iisatisfied iiwith iimy iijob." iiAccording iito

iiSaiyadain ii(2009), iijob iisatisfaction iiis iithe ii"End iistate iiof iifeeling." iiDepending iion iiwhether iior iinot iineeds
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iiare iimet, iifeelings iican iibe iipositive iior iinegative ii(Tamunokonbia ii& iiNwaogu, ii2021).

Job iisatisfaction iiis iia iipositive iiattitude iitoward iione's iijob iithat iistems iifrom iiassessing iiand iievaluating iiits

iicharacteristics ii(Adamopoulos ii& iiSyrou, ii2022). iiPeople iiwho iiare iisatisfied iiwith iitheir iijobs iihave iia

iihigh iilevel iiof iijob iisatisfaction, iiwhereas iipeople iiwho iiare iidissatisfied iiwith iitheir iijobs iihave iia iilow iilevel

iiof iijob iisatisfaction ii(Thangaswamy ii& iiThiyagaraj, ii2017). iiLee ii(2018) iidefined iijob iisatisfaction iias

iipeople's iiattitudes iiand iifeelings iitoward iitheir iijobs. iiHe iistated iithat iia iiperson's iiattitude iitoward iihis iijob

iidetermines iiwhether iihe iiis iisatisfied iior iidissatisfied iiwith iihis iijob; iiif iia iiperson iifeels iiand iithinks

iipositively iiabout iihis iijob, iihe iiis iisatisfied, iiand iivice iiversa. iiUnderstanding iiand iirecognising iithe iihuman

iielement iiin iiany iiorganisation iiis iicritical. iiA iisuccessful iiorganisation iitypically iisees iian iiaverage iiworker

iias iithe iiroot iisource iiof iiquality iiand iiproductivity iigains, iirather iithan iicapital iiinvestment, iiand iisuch

iiorganisations iilook iito iiemployees iias iithe iiprimary iisource iiof iiimprovement iirather iithan iicapital

iiinvestment ii(Tella, iiAyeni ii& iiPopoola, ii2017).

Job iisatisfaction iiis iiregarded iias iione iiof iithe iimost iiimportant iifactors iiinfluencing iithe iiefficiency iiand

iieffectiveness iiof iibusiness iiorganisations ii(Thangaswamy ii& iiThiyagaraj, ii2017).. iiOrganizations iiand

iimanagement iiare iinow iifocusing iion iiemployee iiwell-being iiand iiunderstanding iitheir iiwants, iineeds,

iipersonal iigoals, iiand iidesires ii(Paliga, iiKożusznik, iiPollak ii& iiSanecka, ii2022). iiA iihappy iiemployee iiis iia

iisatisfied iiemployee, iiand iia iisatisfied iiemployee iiis iia iisuccessful iiemployee. iiThe iisignificance iiof iijob

iisatisfaction iiis iihighlighted iiwhen iiconsidering iithe iinumerous iinegative iiconsequences iiof iijob

iidissatisfaction, iisuch iias iia iilack iiof iiloyalty, iiincreased iiabsenteeism, iian iiincrease iiin iithe iinumber iiof

iiaccidents, iiand iiso iion ii(Freeze, ii2022). iiJob iisatisfaction iihas iia iisignificant iiimpact iion iiorganisational
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iimeasures iilike iicustomer iisatisfaction iiand iifinancial iimetrics. iiAs iia iiresult, iiattain iiorganisational

iisuccess iiand iicompetitiveness ii(Jibril ii& iiYesiltas, ii2022).

According iito iiAdamopoulos ii(2022), iimany iifactors iiinfluence iijob iisatisfaction, iiincluding iithe iinature

iiof iithe iiwork, iisalary, iiadvancement iiopportunities, iimanagement, iiwork iigroups, iiand iiworking

iiconditions. iiAccording iito iiArmstrong iiand iiTaylor ii(2014), iithere iiare iithree iilevels iiof iiinfluencing

iifactors iithat iiaffect iijob iisatisfaction: iifirst, iithe iiintrinsic iimotivating iifactors iithat iirelate iito iijob iicontent,

iispecifically iithe iifive iidimensions iiof iijobs iior iithe iijob iicharacteristics iimodel: iiskill iivariety, iitask iiidentity,

iitask iisignificance, iiautonomy, iiand iifeedback. iiSecond, iithe iiquality iiof iisupervision: iithe iimost iiimportant

iideterminant iiof iiworker iiattitudes iiis iisupervision. iiThird, iisuccess iior iifailure: iisuccess, iiwithout iia iidoubt,

iileads iito iisatisfaction; iifailure, iion iithe iiother iihand, iileads iito iidissatisfaction. iiWhen iia iiperson iiworks iihard

iiand iiuses iiall iiof iihis iiabilities iito iiprove iito iihimself iiand iiothers iithat iihe iiis iicapable, iisuccessful, iiand iihas

iipotential, iihis iifeelings iiare iiboosted iiand iihe iiis iisatisfied. iiWhile iianother iiperson iiwho iiconsistently iifails

iito iicomplete iitasks iias iithey iishould iiwill iiexperience iiunsatisfactory iiemotions ii(Armstrong ii& iiTaylor,

ii2014).

Kitsios iiand iiKamariotou ii(2021) iiargued iithat iiif iiemployees iiare iinot iisatisfied iiwith iithe iitask iiassigned iito

iithem, iithey iiare iinot iicertain iiabout iifactors iisuch iias iitheir iirights, iiworking iiconditions iiare iiunsafe, iico-

workers iiare iinot iicooperative, iisupervisor iiis iinot iigiving iithem iirespect iiand iithey iiare iinot iiconsidered iiin

iithe iidecision iimaking iiprocess, iiresulting iithem iito iifeel iiseparate iifrom iithe iiorganization. iiFurthermore,

iithe iiauthors iihighlighted iithat iiin iicurrent iitimes, iifirms iicannot iiafford iidissatisfied iiemployees iias iithey

iiwill iinot iiperform iiup iito iithe iistandards iior iithe iiexpectations iiof iitheir iisupervisor, iithey iiwill iibe iifired,
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iiresulting iifirms iito iibear iiadditional iicosts iifor iirecruiting iinew iistaff ii(Kitsios ii& iiKamariotou, ii2021).

iiTherefore, iiit iiis iibeneficial iifor iifirms iito iiprovide iiflexible iiworking iienvironment iito iiemployees iiwhere

iithey iifeel iitheir iiopinions iiare iivalued iiand iithey iiare iia iipart iiof iithe iiorganization. iiEmployee iimorale iishould

iibe iihigh iias iiit iiwill iibe iireflected iiin iitheir iiperformance iibecause iiwith iilow iimorale, iithey iiwill iimake iilesser

iiefforts iito iiimprove ii(Manurung ii& iiNingsi, ii2021).

Many iibusinesses iifail iito iiunderstand iithe iiimportance iiof iiemployee iisatisfaction iiand iithus iiface iia iilot iiof

iidifficulties iiduring iitheir iiwork. iiSuch iiorganizations iiare iiinternally iiweak iitherefore iiunable iito

iiintroduce iiinnovative iiproducts iiinto iithe iimarket iito iioutshine iitheir iicompetitors ii(Bhavya ii& iiSatyavathi,

ii2017). iiEmployee iiis iian iiessential iicomponent iiin iithe iiprocess iiof iiachieving iithe iimission iiand iivision iiof iia

iibusiness. iiEmployees iishould iimeet iithe iiperformance iicriteria iiset iiby iithe iiorganization iito iiensure iithe

iiquality iiof iitheir iiwork. iiTo iimeet iithe iistandards iiof iiorganization, iiemployee iisatisfaction iiis iivery

iiimportant iiand iiemployees iineed iia iiworking iienvironment iithat iiallows iithem iito iiwork iisafely iithat iimay

iirestrain iithem iifrom iiperforming iiupon iithe iilevel iiof iitheir iifull iipotential ii(Capone, iiBorrelli, iiMarino ii&

iiSchettino, ii2022). iiEmployee iisatisfaction iiis iioften iithought iito iireflect iithe iiextent iito iiwhich iia iiworker

iilikes iihis iior iiher iijobs. iiPurwanto ii(2020) iielaborated iithat iiif iiemployees iirealize iithat iithe iifirm iiconsiders

iithem iiimportant iiand iithey iisatisfy iion iitheir iiorganization, iithey iiwill iihave iihigh iilevel iiof iicommitment,

iisense iiof iiownership iiand iiloyalty iifor iitheir iiorganization. ii

2.3 iiWork iiLife iiBalance

The iiterm ii"work-life iibalance" iiis iicommonly iiused iito iidescribe iipolicies iithat iiwere iipreviously iiknown

iias ii"family iifriendly," iibut iihave iisince iibeen iiextended iibeyond iithe iiscope iiof iithe iifamily ii(Obiageli,
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iiUzochukwu, ii& iiNgozi, ii2015). iiVarious iiresearchers iihave iidefined iithe iiterm ii"work-life iibalance" iiin

iivarious iiways, iiusing iivarious iidimensions ii(Poulose ii& iiSudarsan, ii2017). iiInitially, iiwork-life iibalance

iiwas iithought iito iirefer iito iithe iiconflict iibetween iifamily iiand iiwork ii(Bloom, iiKretshmer ii& iiVan iiReenen

ii(2006) iiand iiwork-family iienhancement ii(Grzywacz ii& iiMarks, ii2020). iiWork iilife iibalance, iiaccording

iito iiGreenhaus, iiCollins, iiand iiShaw ii(2018), iiis iithe iiabsence iiof iiwork-family iiconflict iior iithe iiintensity iior

iifrequency iiwith iiwhich iifamily iiinterferes iiwith iiwork iiand iiwork iiinterferes iiwith iifamily. iiWork-life

iibalance, iiaccording iito iiGreenhaus iiand iiAllen ii(2016), iiis iithe iidegree iito iiwhich iian iiindividual's

iisatisfaction iiand iieffectiveness iiin iiwork iiand iifamily iidomain iiroles iiare iiwell-matched iiwith iithe

iiindividual's iilife iipriorities.

Work-life iibalance, iiaccording iito iiGrzywacz iiand iiCarlson ii(2015), iiis iithe iifulfilment iiof iirole-related

iiexpectations iithat iiare iinegotiated iiand iishared iibetween iian iiindividual iiand iihis/her iirole-related iipartners

iiin iithe iiwork iiand iifamily iidomains. iiThe iiemployees iidedicate iimore iihours iito iitheir iiwork iias iia iiresult iiof

iibusiness iicompetition iiand iiuncertainty iiin iithe iieconomy. iiAs iia iiresult, iiother iiimportant iiissues iisuch iias

iiparenting iiduties iiare iinot iigiven iiadequate iiattention, iiand iithere iiis iian iiincreased iirate iiof iiemployee

iiburnout, iiparticularly iiin iilarge iiorganisations ii(Litting, ii2018). iiHowever, iimany iiorganisations iiare

iigradually iiaddressing iithe iiissues iiof iiwork-life iibalance iiand iiits iiimpact iion iiemployee iiperformance, iias

iiwell iias iithe iichallenge iiof iiattracting iiand iiretaining iithe iibest iiemployees.

Worklife iiprogrammes iican iibe iitraced iiback iito iithe ii1930s, iiwhen iiW.K. iiKellog iiCompany iiimplemented

iireduced iiworking iihours iiwith iifour iisix-hour iishifts iiinstead iiof iithe iiusual iithree iidaily iieight-hour iishifts,

iiwhich iiresulted iiin iiincreased iiemployee iimorale iiand iiproductivity. iiThe iiphenomenal iigrowth iiof iiwork-
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life iibalance iiresearch iiand iithe iiimplementation iiof iiwork-life iibalance iiprogrammes iiat iithe

iiorganisational iilevel iibetween iithe ii1950s iiand iithe iiearly iiyears iiof iithe iicurrent iicentury iican iibe iiattributed

iito iia iiwide iirange iiof iibenefits iiderived iiby iiemployers iiand iiemployees ii(Lockwood, ii2013). iiAccording iito

iiDuxbury iiand iiHiggins ii(2013), iiWork-Life iiBalance iiInitiatives/Programs iiat iithe iiorganisational iilevel

iibenefit iiboth iiemployers iiand iiemployees. iiWork–life iibalance iiinitiatives iisuch iias iichanging iishift

iilengths, iireducing iiweekend iiwork, iiflexible iiworking iiarrangements, iiincluding iichoice iiand iicontrol

iiover iishift iipatterns, iiand iiproviding iichildcare, iipaternity/maternity iileave, iiand iiother iitypes iiof iileaves,

iias iiwell iias iiemployee iisupport iischemes, iican iireduce iiwork-life iiconflict, iiwhich iican iiincrease iiwork

iiproductivity, iijob iisatisfaction, iiand iipsychological iiwell-being, iias iiwell iias iireduce iisickness iiabsence

iiand iiemployee iiturnover ii(Munir, ii2021).

2.3.1 iiEmployee iiGood iiWorking iiConditions iion iiJob iiSatisfaction

When iijoining iia iicompany iior iiorganisation, iicandidates iino iilonger iiconsider iionly iithe iisalary.

iiEmployer-provided iiworking iiconditions iiare iia iisignificant iifactor iiin iihow iiemployees iifeel iiabout iitheir

iijobs iitoday, iiin iiaddition iito iithe iinature iiof iithe iijob iiitself ii(Raziq ii& iiMaulabakhsh,2015). iiIn iithis iicontext,

iithe iiterm ii"work iicondition" iiencompasses iiall iiaspects iiof iiemployees' iiinvolvement iiwith iithe iiwork iiitself,

iiincluding iitheir iirelationships iiwith iicoworkers iiand iisupervisors, iiorganisational iiculture, iiroom iifor

iipersonal iidevelopment, iicafeteria, iiand iifurniture, iiamong iiothers ii(Taheri, iiMiah ii& iiKamaruzzaman,

ii2020). iiA iipositive iiwork iicondition iiis iione iithat iimakes iiemployees iilook iiforward iito iicoming iito iiwork

iievery iiday iiand iiinspires iithem iito iipersevere iithroughout iithe iiday iiand iigive iitheir iibest iieffort ii(Bakotic ii&

iiBabic, ii2013).
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Motivating iiemployees iitoward iithe iicorrect iibehavioural iiapproach iiis iian iieffective iimethod iifor

iiensuring iia iipositive iiwork iicondition. iiGood iiemployees’ iibehaviour iialso iiconnotes iia iipleasant iiand

iiharmonious iienvironment ii(Díaz-Carrión, iiNavajas-Romero ii& iiCasas-Rosal, ii2020). iiEffective

iisocialisation iiis iianother iimeans iiof iifostering iihealthy iirelationships iiamong iiemployees; iiconsequently,

iicommunication iiis iivital. iiKeeping iian iieye iion iistaff iiinteraction iidoes iinot iihave iito iibe iitime-consuming

iifor iithe iimanagement iiteam; iithey iionly iineed iito iiobserve iibody iilanguage iiand iilisten iifor iinegative iiverbal

iicues iito iibecome iiaware iiof iiany iiproblem iiand iiquickly iiattempt iito iiresolve iiit. iiThe iistaff iifrequently iitakes

iicues iifrom iithe iiconduct iiof iithe iimanagement iiteam. iiManagement iishould iialways iibe iiconscious iiof iithe

iiimpact iiof iitheir iiactions iiand iialways iimaintain iidignity. iiNegative iibehaviour iiwill iiproduce iifewer

iipositive iiactions iithan iipositive iibehaviour ii(Kwiek ii& iiAntonowicz, ii2013).

The iimanner iiin iiwhich iia iicompany iirecognises iian iiexceptional iiemployee iithrough iia iisought-after

iipromotion iiis iia iivery iiimportant iiaspect iiof iia iigreat iiwork iicondition. iiWhen iiemployees iiare iiaware iiof

iiclear iiopportunities iifor iiadvancement, iithey iiare iimore iilikely iito iiremain iiwith iithe iicompany, iiwork iihard,

iiand iiprovide iiyears iiof iiexcellent iiservice, iiwhich iiis iiobviously iiextremely iibeneficial iito iithe iicompany.

iiWhen iiemployees iibelieve iithey iiare iivalued, iithey iiare iimore iilikely iito iiexcel iiat iitheir iijobs. iiA iifantastic

iiworkplace iiis iione iithat iipromises iito iipromote iitalented iiemployees iiand iithen iifollows iithrough iion iithat

iipromise ii(Aziz, iiKumar, iiRathore ii& iiLal, ii2015).

2.3.2 iiEmployee iiFlexible iiWorking iiArrangements ii(FWAs) iion iiJob iiSatisfaction

Over iithe iilast iisix iidecades, iithe iiworkplace iidemographic iihas iishifted, iiwith iimore iiwomen iientering iithe

iiworkforce iiand iitaking iion iimore iiresponsibilities ii(Galinsky, iiAumann, ii& iiBond, ii2011). iiAs iia iiresult,
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iimost iifamilies iihad iito iilearn iito iistrike iia iibalance iibetween iiwork iiand iisocial iilife. iiHence, iiFWAs iihave

iigrown iiin iipopularity iiaround iithe iiworld iias iia iimeans iiof iireducing iiwork-life iiconflict ii(Joiner ii& iiBakalis,

ii2006). iiWorking iiovertime, iia iicompressed iiwork iiweek, iiflextime, iitelecommuting, iiand iijob-sharing iiare

iiexamples iiof iiFWAs. iiFlexible iitime iiis iian iiarrangement iiin iiwhich iiemployees iiare iiinvolved iiin

iidetermining iiwhen iithey iibegin iiand iiend iitheir iidaily iiduties. iiThis iiis iiintended iito iiallow iiemployees iito

iimeet iipersonal iicommitments iiand iirespond iito iiboth iiunpredictable iiand iipredictable iicircumstances, iias

iiwell iias iito iireduce iicommuting iitime iiby iistarting iiduties iibefore iior iiafter iirush iihours ii(Duncan ii&

iiPettigrew, ii2012).

Telecommuting iiis iia iiwork iiarrangement iiin iiwhich iiemployees iido iisome iiof iitheir iiwork iifrom iihome

iiwithout iinecessarily iireporting iito iithe iioffice. iiEmployees iibenefit iifrom iithis iiFWA iibecause iithey iican

iiorganise iitheir iiduties iiaround iitheir iifamily iiand iipersonal iineeds, iireducing iiwork-related iiexpenses iisuch

iias iitravel, iireducing iicommuting iitime, iiand iiworking iiin iia iiless iistressful iienvironment iiwithout

iidisruption ii(Hill, iiFerris, iiHawkins ii& iiWeitzman, ii2021). iiThis iiarrangement iialso iiaccommodates

iiemployees iiwho iiare iiunable iito iileave iitheir iihomes iidue iito iidisabilities ii(Hill, iiFerris, iiHawkins ii&

iiWeitzman, ii2021). iiHowever, iiDuncan iiand iiPettigrew ii(2012) iidiscovered iithat iithree iitypes iiof

iiemployees iiare iimore iilikely iito iiuse iitelecommuting: iifemale iiemployees, iimarried iiemployees, iiand

iiemployees iiwith iichildren. iiAccording iito iithe iifamily iiand iiwork iiinstitute, iithe iiprevalence iiof

iitelecommuting iihas iiincreased iisignificantly iiover iithe iilast iidecade. iiWhile iionly ii34% iiof iithe

iiorganisations iipolled iiallowed iitelecommuting iiin ii2005, ii67% iiallowed iithe iisame iiflexibility iiin ii2015

ii(Matos ii& iiGalinsky, ii2014).
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Part-time iiwork iiis iianother iitype iiof iiflexible iiwork iiarrangement iithat iiis iipopular iiin iisome iiEuropean

iicountries. iiIn iithe iiNetherlands, iifor iiexample, iimore iithan ii70% iiof iifemale iiworkers iiwork iipart-time

ii(Plantenga ii& iiRemery, ii2019). iiWorking iipart-time iinot iionly iiallows iiemployees iiwith iihealth iiissues iior

iithose iiwith iiinsufficient iifree iitime, iisuch iias iistudents, iito iiparticipate iiin iithe iilabour iiforce, iibut iiit iialso

iiincreases iiemployees’ iisatisfaction. iiAccording iito iia iisurvey iion iiEuropean iiWorking iiConditions, ii85

iipercent iiof iiemployees iiwho iiwork iipart-time, iiless iithan ii30 iihours iiper iiweek, iihave iino iitrouble iibalancing

iiwork iiand iilife iiresponsibilities. iiFurthermore, iipart-time iiemployees iihave iithe iilowest iilevels iiof iihealth

iiproblems. iiAs iia iiresult, iiworking iipart-time iiis iia iigood iiway iito iibalance iifamily iiand iiwork iilife ii(Clarke,

iiKoch ii& iiHill, ii2014).

Another iitype iiof iiFWA iiis iijob iisharing, iiwhich iiallows iitwo iior iimore iiemployees iito iiwork iitogether iito iifill

iia iisingle iifulltime iiposition iiwith iishared iiworking iihours iiand iiresponsibilities. iiThis iiis iiappropriate iiwhen

iia iipart-time iiarrangement iiis iinot iipossible. iiJob iisharing, iilike iipart-time iiarrangements, iiis iian iieffective

iistrategy iifor iibalancing iiwork iiand iifamily iilife ii(Lazar, iiOsoian ii& iiRatiu, ii2020). ii

According iito iiRucha ii(2018), iia iiwell-managed iiand iirigorously iienforced iicomprehensive iiworkplace

iiflexibility iiprogramme iican iibenefit iiboth iiemployees iiand iiemployers. iiEmployers iiwill iibenefit iifrom

iiincreased iiemployee iimorale iiand iiengagement, iiimproved iirecruitment iioutcomes iiand iiworkforce

iiretention, iiand iiincreased iiproductivity iiprovided iiby iia iistable iitalent iipool. iiSuch iigains iican iigive iiany

iicompany iia iicompetitive iiadvantage. iiEmployees iibenefit iifrom iireduced iijob iistress, iibetter iiwork/family

iiand iiwork/life iibalance, iiimproved iiphysical iiand iimental iihealth, iiand iijob iisatisfaction ii(Rucha, ii2018).

Organizations iiwith iigoals iiwould iirequire iisatisfied iiand iihappy iiemployees iiin iitheir iiworkforce
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ii(Volkwein ii& iiZhou, ii2017). iiEmployee iisatisfaction iior iidissatisfaction iihas iian iiimpact iion iithe

iiorganization's iiperformance. iiJob iisatisfaction iitypically iirises iias iiwork-life iibalance iiimproves,

iiresulting iiin iiincreased iiemployee iiloyalty, iicreativity, iiand iiproductivity ii(Volkwein ii& iiZhou, ii2017).

An iiinvestigation iiby iiRehman, iiHafeez, iiAhmed, iiand iiSaima ii(2018) iifound iievidence iifor iia iipositive

iiinfluence iiof iiflexible iiworking iion iiwork iiengagement iiand iiexpected iiretention. iiThe iiauthors iitested iithe

iirelationship iiof iiperceived iiflexibility, iisupportive iiwork iilife iipolicies, iiand iithe iiuse iiof iiformal iiflexible

iiarrangements iiand iioccasional iiflexibility iito iiwork iiengagement iiand iiexpected iiretention ii(Rehman,

iiHafeez, iiAhmed ii& iiSaima, ii2018). iiFurthermore, iiJames, iiBreaugh, iiand iiKathleen ii(2018) iiinvestigated

iithe iirelationship iibetween iithe iiuse iiof iifour iifamily-friendly iiemployment iipractises ii(telecommuting,

iithe iiability iito iitake iiwork iihome, iiflexible iiworking iihours, iiand iifamily iileaves) iiand iiwork-family iiconflict

iiin iitheir iiresearch iipaper. iiThe iistudy's iifindings iisuggested iithat iiemployers iiwho iiare iiconcerned iiabout

iiwork-family iiconflict iishould iiprovide iifamily-friendly iipractises ii(especially iiflexible iiworking iihours)

iiand iisupervisor iisupport. iiFurthermore, iiit iiis iistated iithat iiwork iilife iibalance iientails iiachieving

iiequilibrium iibetween iiprofessional iiwork iiand iiother iiactivities, iithereby iireducing iifriction iibetween

iiofficial iiand iidomestic/personal iilife iiand iithus iiincreasing iiemployee iiefficiency iiand iiproductivity iiwith

iiincreased iicommitment iiand iisatisfaction.

2.3.3 iiEmployee iiLeave iiPolicy iion iiJob iiSatisfaction

Employees iican iitake iia iivariety iiof iileaves iiunder iithe iiterms iiof iithe iicompany's iileave iipolicies. iiA iileave iiis

iia iinumber iiof iidays iior iihours iithat iiemployees iiof iian iiorganisation iiare iipermitted iito iibe iiabsent iifrom iitheir

iiduties iiwithout iipenalty. iiEmployees iion iileave iiare iipaid iitheir iifull iisalary, iibut iithey iimust iiprovide
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iijustification iifor iitheir iiabsence ii(Obiageli, iiUzochukwu, ii& iiNgozi, ii2015). iiThe iitime iiaway iifrom iiwork

iiduring iitheir iileave iiallows iithem iito iide-stress iiand iicreate iia iibalance iibetween iitheir iifamily iiand iiwork

iiactivities.

Leave iipolicies iican iiinclude iia iivariety iiof iidifferent iitypes iiof iileaves. iiThey iiinclude iiannual iileave, iiwhich

iiis iia iiformal iipaid iileave iithat iian iiemployee iiis iientitled iito iiafter iia iiperiod iiof iiqualifying iiservice iifor iithe

iipurpose iiof iirecreation ii(Obiageli, iiUzochukwu, ii& iiNgozi, ii2015). iiParental iileave, iiwhich iiis iian iiofficial

iipermission iigranted iito iian iiemployee iiwith iichild iicaregiving iiresponsibilities iiduring iithe iicourse iiof

iiemployment; iiCare's iileave, iiwhich iiis iigranted iito iisomeone iiwho iihas iia iisick iior iiinjured iiimmediate

iifamily iimember; iiand iipaid iifamily iiand iimedical iileave, iiwhich iiis iigranted iito iian iiemployee iito iiattend iito

iipersonal iihealth iior iidependent iicare iichallenges ii(Oludayo, ii2015). iiOther iitypes iiof iileaves iiinclude iistudy

iileaves iiand iisick iileaves.

In iitheir iistudy iion iithe iiimpact iiof iiwork iilife iibalance iiand iiburnouts iion iijob iisatisfaction iiin iithe iicontext iiof

iithe iiInformation iiTechnology iiand iiInformation iiTechnology iienabled iiServices iiindustry, iiKanwar,

iiSingh, iiand iiKodwani ii(2009) iidiscovered iithat iiwork iilife iibalance iiand iijob iisatisfaction iiare iipositively

iirelated iito iieach iiother iiand iithat, iiin iiorder iito iiincrease iiemployee iimorale iiand iiproductivity,

iiorganisations iishould iiplay iia iifacilitating iirole iiin iiproviding iiways iito iimanage iiwork iilife iibalance.

iiAccording iito iiIoanlazar, iiOsoian, iiand iiPatriciaratiu ii(2010), iiwhen iiavailable iiand iiused iiin iithe iicontext

iiof iisupervisor iiand iiorganisational iisupport, iiwork-life iibalance iipractises iican iireduce iiwork-life iiconflict

iiand iiincrease iipositive iiappraisals iiof iione's iiorganisation. iiThese iieffects iiare iifrequently iilinked iito

iiemployee iiattitudes iisuch iias iiincreased iijob iisatisfaction, iidecreased iiabsenteeism, iiand iiincreased
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iiproductivity, iiorganisational iicommitment iiand iiloyalty, iiand iihigher iilevels iiof iiorganisational

iiperformance ii(Ioanlazar, iiOsoian, ii& iiPatriciaratiu, ii2010).

Mumbi, iiMishra iiand iiBudhwar ii(2013) iidiscovered iithat iiworklife iibalance iipractices iisuch iias iileave

iipolicy iiare iibeneficial iiand iihave iithe iipotential iito iihelp iiimprove iiemployee iijob iiperformance iiin iiterms iiof

iiincreased iiorganisational iicommitment, iijob iisatisfaction, iiand iia iilower iiturnover iirate iiin iia iisupportive

iiorganisational iiculture iiat iiECO-BANK, iiKenya. iiECO iiBank iihas iiimplemented iiprogrammes iito iihelp

iiemployees iiachieve iia iibalanced iiwork iilife, iisuch iias iiflexible iiworking iihours, iiemployee iiassistance

iiprogrammes, iiand iileave iiprogrammes. iiAccording iito iia iistudy iiconducted iiin iiSafari-Com iiKenya, iithe

iiavailability iiand iiuse iiof iiworklife iibalance iiprogrammes iiby iiemployees iihad iia iipositive iieffect iion

iiemployee iioutcomes iisuch iias iiwork-life iibalance, iiorganisational iicommitment, iiand iiintention iito iileave

iithe iiorganisation, iias iiwell iias iienhanced iiproductivity iiand iiperformance ii(Mumbi, iiMishra ii& iiBudhwar,

ii2013).

The iibenefit iiof iileave iipolicy iifor iiemployees iiis iithat iiit iiallows iithem iito iimaintain iia iibalance iibetween iitheir

iiwork iiand iifamily iilives. iiEmployees iifeel iivalued iiand iiappreciated iiwhen iitheir iiemployers iiallow iithem

iito iitake iiparental iileave, iiand iias iia iiresult, iiemployees iiperform iiwith iigreater iidedication iiand iidevotion iito

iithe iiemployer ii(Casper ii& iiHarris, ii2018). iiGoing iion iiannual iileave iiis iisaid iito iirelieve iistress iiand iiallow

iiemployees iito iiattend iito iiother iifamily iior iipersonal iiissues iithat iicannot iibe iiaddressed iiwhile iion iithe iijob

ii(European iiInvestment iiBank, ii2005). iiAccording iito iiAng, iiLin iiand iiTerree ii(2020), iifindings iifrom iia

iistudy iiof iiSingapore iifirms iiconfirmed iithat iiemployers iiexperienced iilower iivoluntary iiturnover iiwhen

iiemployees iireceived iimore iigenerous iiannual iileave iientitlement. iiAccording iito iia iirecent iistudy, iichild
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iirearing, iipaternity, iiand iiparental iileaves iiall iicontributed iito iiAffective iiOrganizational iiCommitment

iiand iilower iiturnover iiintentions ii(Casper ii& iiHarris, ii2018).

2.3.4 iiEmployee iiFamily iiResponsibilities iion iiJob iiSatisfaction

There iihas iibeen iia iishift iiin iidemographics iiover iithe iiyears. iiCurrently, iimore iiwomen iiare iiseeking iiformal

iiemployment iithan iiever iibefore; iithere iiare iimore iidual-earners, iisingle iiparents, iiand iiemployees

iiproviding iielder iicare ii(Lazar, iiOsoian ii& iiRatiu, ii2020). iiEmployees iiwho iihave iiparental iiroles iiand iiother

iicaring iiresponsibilities, iisuch iias iicaring iifor iithe iielderly, iihave iimultiple iifamily iiresponsibilities,

iimaking iiit iidifficult iito iibalance iiwork iiand iifamily iiresponsibilities. iiBecause iithe iitwo iidomains'

iiboundaries iiare iiflexible iiand iipermeable, iithis iicould iiresult iiin iieither iipositive iior iinegative iispillover

ii(Moon ii& iiRoh, ii2020). iiIn iisupport iiof iithis, iiBruck, iiAllen, iiand iiSpector ii(2022) iiasserted iithat

iiemployees' iimultiple iiroles iihave iian iiimpact iion iitheir iiwell-being iiboth iiat iiwork iiand iiat iihome. iiThis iimay

iiresult iiin iia iiwork-family iiconflict, iiwhich iihas iia iinegative iiimpact iion iiboth iiwork iiand iifamily ii(Agarwala,

ii2017). iiTo iicombat iithis, iiorganisations iimust iidevise iia iimechanism iifor iireconciling iithe iitwo iidomains.

iiOrganizations iiachieve iithis, iiaccording iito iiCayer ii(2013), iiby iiinstituting iipolicies iisuch iias iicreches,

iiemployee iicounselling, iirecreational iifacilities, iiand iifamily iileave iifor iiemployees.

Work-life iibalance iipolicies iiand iifamily-supportive iicultures iihave iialso iibeen iiobserved iiin iiFrance iiand

iiJapan, iiaccording iito iiSobia ii(2021). iiOrganizations iiare iiincorporating iia iiwide iirange iiof iiwork-life

iibalance iiinitiatives iifor iiemployees, iisuch iias iiflexible iiwork iihours, iijob iisharing, iiparental iileave, iion-site

iichild iicare, iiand iitelecommuting. iiEmployee iidissatisfaction iirises iiin iithe iiabsence iiof iiwork-life iibalance,

iiaccording iito iistudies. iiHowever, iiit iihas iibeen iidiscovered iithat iiwhen iiemployees' iineeds iifor iicreating iia
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iiwork-life iibalance iiare iimet iiby iivarious iiorganisational iiprogrammes, iithey iidemonstrate iihigher iijob

iisatisfaction iiand iiorganisational iicommitment ii(Gregory ii& iiMilner, ii2019).

Another iistudy iiconducted iiin iiIndia iiby iiDev ii(2017) iifound iithat iiwork-life iibalance iiis iisignificantly

iicorrelated iiwith iijob iisatisfaction iiin iithe iibanking iisector. iiIt iiwas iisuggested iithat iifemale iiemployees iibe

iiprovided iiwith iimore iibenefits iisuch iias iiflex iitime, iijob iisharing, iichild iicare, iiand iiothers iiin iiorder iito iigain

iitheir iiorganisational iicommitment. iiIt iiwas iidiscovered iithat iidoctors iiwho iiare iibetter iiat iimanaging iitheir

iiwork-life iibalance iiare iimore iisatisfied iiwith iitheir iijobs iiand iiare iiless iilikely iito iileave. iiJob iisatisfaction

iicorrelates iinegatively iiwith iiwork iistress, iifamily-to-work iiinterference, iiand iiwork-to-family

iiinterference, iibut iipositively iiwith iiworkload. iiEmployee iiproductivity iiis iireduced, iiand iiturnover iiand

iiabsenteeism iiare iiincreased, iias iia iiresult iiof iiwork-life iistress, iiand iimost iiinstitutions iicomplain iithat iithey

iican't iido iimuch iito iihelp iitheir iiemployees iibalance iiwork iiand iifamily iiresponsibilities. iiNoor iiand iiShamim

ii(2012) iiinvestigated iiwork-life iibalance iiin iiuniversities. iiThey iiconcluded iithat iistaff iiin iiuniversities iiare

iidissatisfied iias iia iiresult iiof iiheavy iiworkloads. iiAs iia iiresult, iiuniversities iishould iidevise iistrategies iito

iiassist iifaculty iiin iibalancing iiwork iiand iipersonal iiobligations iiin iiorder iito iigain iia iicompetitive iiadvantage.

Malik ii(2020) iiconducted iianother iistudy iiin iiPakistan iito iiinvestigate iithe iirelationship iibetween iiwork-

life iibalance, iijob iisatisfaction, iiand iiturnover iiintentions iiamong iimedical iiprofessionals iiworking iiin

iihospitals. iiMany iifactors iiinfluence iiemployee iijob iisatisfaction, iiand iiwhen iiemployees iiare iisatisfied

iiwith iitheir iiwork, iithey iifeel iimotivated ii(Noor, ii2021). iiOrganizations iiwith iiextensive iiWFB

iiprogrammes iireduce iiorganisational iicitizenship iibehaviour iiand iireport iihigher iilevels iiof iiperceived

iiorganisational iiperformance, iiaccording iito iiresearch iiby iiBragger, iiRodriguez-Srednicki, iiKutcher,
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iiIndovino, iiand iiRosner ii(2015) iiand iiCanivet, iiAlitite iiand iiYanua ii(2020), iias iicited iiby iiChen, iiLiu, iiand

iiYang, ii(2018). iiAccording iito iithese iistudies, iibecause iiconflicts iibetween iiwork iiand iifamily iilife iican iilead

iito iiemployee iiturnover iiand iiwithdrawal, iiworklife iibalance iiprogrammes iican iihelp iiorganisations iiretain

iivaluable iiworkers iithey iihave iirecruited iiand iitrained iiby iireducing iithose iiconflicts iiand iidecreasing iiother

iiwithdrawal iibehaviours iithat iireduce iithe iivalue iiof iiinvestments iiin iiemployees, iisuch iias iireduced iiwork

iieffort, iilateness, iiand iiabsenteeism.

2.4 iiTheoretical iiFramework

The iistudy iiindicate iithree iitheories iiwhich iiinclude: iirole iitheory iiwhich iibuilds iion iithe iibasis iiof iiwork-life

iibalance, iias iiwell iias iiHerzberg iitwo iifactor iitheory iiand iiaffective iievents iitheory iiwhich iiexplains iithe

iiconcept iiof iijob iisatisfaction.

2.4.1 iiFamily-Role iiTheory

The iiterm iifamily-role iitheory iirefers iito iia iibroad iiand iidiverse iibody iiof iiresearch iithat iiinvestigates iithe

iiconnections iibetween iisocial iiorganisation, iiculture, iiand iithe iiperformances iithat iipeople iigive iiwhile

iiinteracting. iiWork-family iiresearch iihas iilong iibeen iiguided iiby iithe iirole iistress iitheory, iiwhich iihighlights

iithe iinegative iiaspects iiof iiwork-family iiinteractions. iiRecently, iithe iifocus iihas iishifted iito iithe iistudy iiof iithe

iipositive iiinteraction iibetween iiwork iiand iifamily iiroles, iias iiwell iias iiroles iioutside iiof iiwork iiand iifamily

iilives, iiand iischolars iihave iibegun iito iidebate iithe iiessence iiof iiwork-life iibalance. iiWork-life iibalance iiis

iiwidely iiacknowledged iito iibe iiimportant iifor iian iiindividual's iipsychological iiwell-being, iiand iihigh iiself-

esteem, iisatisfaction, iiand iioverall iisense iiof iiharmony iiin iilife iican iibe iiregarded iias iiindicators iiof iia

iisuccessful iibalance iibetween iiwork iiand iifamily iiroles ii(Clark, ii2000; iiClarke, iiKoch, ii& iiHill, ii2004).
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Generally, iiwork iiand iifamily iiroles iirequire iibalancing iior iielse iithere iiwill iibe iiwork-life/family iirole

iiconflicts. iiExpectations iiassociated iiwith iiwork iiand iifamily iiroles, iias iicited iiby iiClarke iiet iial. ii(2004), iican

iicause iiphysical iiand iipsychological iistrain iiin iiat iileast iitwo iiways. iiFor iistarters, iithe iiexpectations

iiassociated iiwith iitwo iiroles iimay iicompete iifor iiattention iiand iienergy, iiresulting iiin iiinter-role iiconflicts.

iiSecond, iidual iirole iiexpectations iican iiincrease iioverall iiworkload iiand iifeelings iiof iioverload iiin iithe iiwork

iior iifamily iidomain. iiThe iifeeling iiof iistrain iicaused iiby iiinter-role iiconflict iiand/or iiwork iioverload iileads iito

iia iivariety iiof iinegative iiaffective iireactions, iiincluding iilower iijob iisatisfaction, iilife iisatisfaction, iiand

iiorganisational iicommitment.

The iiconcept iiof iiwork-life iibalance iiprogrammes iiin iirelation iito iijob iisatisfaction iican iibe iiexplained iiusing

iiRole iiTheory. iiWork-family iiconflict/balance, iifor iiexample, iican iihave iian iiimpact iion iiemployee

iiattitudes iisuch iias iijob iisatisfaction, iicommitment, iiand iiintention iito iileave, iiand iiloyalty iiin iione iidomain

iimay iibe iinegatively iirelated iito iiloyalty iiin iithe iiother, iiaccording iito iiClarke iiet iial. ii(2004). iiWorklife

iibalance iiprogrammes iiare iiintended iito iibalance iiemployees' iiwork-life iiroles iiin iiorder iito iiachieve

iiequilibrium iirather iithan iiconflict, iithereby iipositively iiinfluencing iitheir iiwork iioutcomes. iiEmployees

iiwhose iiemployers iiprovide iiand iiencourage iithe iiuse iiof iiworklife iibalance iiprogrammes iiare iisaid iito iibe

iiable iito iibalance iitheir iiwork iiand iifamily iiroles, iithereby iienjoying iiwork-life iibalance. iiEmployees iitend

iito iidevelop iistronger iiaffective iiattachment iito iithe iiorganisation iiand iihigh iijob iisatisfaction iiwhen iitheir

iineeds iiand iiexpectations, iisuch iias iibalancing iiwork iiand iifamily iiroles, iiare iimet.

2.4.2 iiHerzberg iiTwo iiFactor iiTheory

Frederick iiHerzberg's iiTwo-factor iitheory, iialso iiknown iias iiMotivator iiHygiene iiTheory, iitries iito iiexplain
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iiworkplace iisatisfaction iiand iimotivation. iiThe iitheory, iias iicited iiby iiAngela ii(2012), iiintroduces iitwo

iielements iior iifactors iito iiaccount iifor iioverall iijob iisatisfaction: iimotivators iiand iihygiene iifactors. iiWhile

iithe iipresence iiof iimotivators iiin iithe iiworkplace iican iihelp iito iiincrease iijob iisatisfaction, iithe iiabsence iiof

iihygiene iifactors iiin iithe iiworkplace iican iibe iia iisource iiof iidissatisfaction. iiThe iienvironment iiand iithe

iicontext iiof iithe iiwork iiare iialluded iito iiby iihygiene iifactors. iiThis iican iiinclude iipay, iiworking iiconditions,

iiand iiso iion. iiMotivators iiare iiassociated iiwith iithe iicharacteristics iiof iithe iijob. iiAccording iito iiAristovnik

iiand iiJaklic ii(2013), iimotivating iifactors iiare iithose iiaspects iiof iithe iijob iithat iimake iipeople iiwant iito iiperform

iiand iiprovide iipeople iiwith iisatisfaction, iisuch iias iiwork iiachievement, iirecognition, iiand iipromotion

iiopportunities. iiThese iimotivating iifactors iiare iithought iito iibe iiinherent iiin iithe iijob iior iithe iiwork iiperformed

ii(Hackman ii& iiOldham, ii1976). iiAspects iiof iithe iiworking iienvironment iisuch iias iipay, iicompany iipolicies,

iisupervisory iipractises, iiand iiother iiworking iiconditions iiare iiexamples iiof iihygiene iifactors. iiMotivators

iiand iihygiene iifactors, iiaccording iito iithe iitheory, iiare iinot iimutually iiexclusive. iiAs iia iiresult, iian iiincrease iiin

iijob iisatisfaction iidoes iinot iialways iiimply iia iidecrease iiin iijob iidissatisfaction, iibecause iithe iifactors

iiinfluencing iisatisfaction iiand iidissatisfaction iiare iidistinct.

As iimuch iias iiHerzberg's iitheory iiexplains iiwhy iiemployees iistill iilack iimotivation iidespite iihigh iisalaries

iiand iiexcellent iiworking iiconditions, iiit iiis iialso iirelevant iito iithis iistudy iibecause iiit iiexplains iihow iihygiene

iifactors iisuch iias iiworklife iibalance iiprogrammes, iiwhen iiimplemented iiin iian iiorganisation, iiaffect

iiemployee iijob iisatisfaction. iiAccording iito iithis iitheory, iisatisfaction iiand iidissatisfaction iiare iicaused iiby

iidifferent iifactors ii- iimotivation iiand iihygiene, iirespectively. iiWorklife iibalance iiprogrammes iiare

iidesigned iito iiassist iiemployees iiin iimaintaining iia iibalance iibetween iitheir iipaid iiwork iiand iipersonal
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iicommitments, iiwhich iihas iian iiimpact iion iitheir iiwork iiattitudes iisuch iias iicommitment, iijob iisatisfaction,

iiintentions iito iileave iithe iiorganisation, iiand iiso iion. iiIt iiis iiargued iithat iithe iiuse iiof iiWork-Life iiprogrammes

iimeets iicertain iineeds iiof iiemployees, iithereby iiimproving iitheir iiwell-being, iiwhich iicontributes iito iia

iipositive iievaluation iiof iione's iijob iisatisfaction iiand iiattachment iito iihis iior iiher iiorganisation. iiPolicies iithat

iiaddress iicommon iipersonal iiand iifamily iineeds iican iibe iicritical iito iijob iisatisfaction. iiAccording iito

iiAristovnik iiet iial. ii(2013), iiin iiorder iito iiimprove iijob iiattitudes iiand iiproductivity, iiemployers iishould

iifocus iion iiboth iifactors iirather iithan iiassuming iithat iian iiincrease iiin iisatisfaction iileads iito iia iidecrease iiin

iidissatisfaction.

It iiis iiimportant iito iinote iithat iiwork-life iibalance iiprogrammes iican iieither iipromote iior iidetract iifrom

iinurses' iijob iisatisfaction. iiWhereas iiRole iiTheory iiexplains iithe iiconcept iiof iiwork-life iibalance

iiprogrammes iiin iiterms iiof iiinfluencing iiwork-life iiconflict/balance iiand iithe iiresulting iiwork iioutcomes,

iiHerzberg iiTheory iiexplains iihow iiworklife iibalance iiprogrammes iias iihygiene iifactors iiinfluence

iiemployees iito iieither iijob iisatisfaction iior iidissatisfaction iiin iiits iitwo iifactor iianalysis. iiAs iia iiresult, iithese

iitwo iitheories iiaddressed iiboth iithe iiindependent iiand iidependent iivariables iiin iithe iiresearch iistudy.

2.4.3 iiAffective iiEvents iiTheory ii(AET)

The iitheory iiwas iiadvanced iiby iiHoward iiM. iiWeiss iiand iiRussel iiCropanzano iiin ii1996 ii(Phua, ii2012). iiThe

iiAffective iiEvents iiTheory iiexplains iithe iilink iibetween iiemployees’ iiinternal iiinfluences iiand iitheir

iireactions iito iievents iior iidecisions iimade iiin iitheir iiworkplace iithat iiaffect iitheir iijob iisatisfaction,

iiorganizational iicommitment iiand iiperformance. iiIt iiproposes iithat iipositive-inducing iias iiwell iias

iinegative iiemotional iiincidents iiat iiwork iihave iisignificant iipsychological iiimpact iion iiemployees’ iijob
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iisatisfaction iiand iiperformance. iiThe iiimpact iiresults iiinto iilasting iireactions iiexhibited iithrough iijob

iisatisfaction, iiorganizational iicommitment iiand iijob iiperformance.

According iito iiAshton-James iiand iiAshkanasy ii(2005) iiresearch iito iidate iihas iisupported iithe iicentral

iitenets iiof iiAET iithat iiworkplace iievents iitrigger iiaffective iiresponses iiin iiemployees iiand iithat iithese

iiaffective iiresponses iiinfluence iiworkplace iicognition iiand iibehavior. iiThey iiassert iithat iiAET iiis iiboth

iiempirically iiand iitheoretically, iirestricted iito iievents iithat iiare iiinternal iito iithe iiorganization. iiThe iitheory

iialso iiconsiders iihow iispecific iievents iiat iiwork iiother iithan iijob iicharacteristics iilead iito iispecific iiemotional

iiand iibehavioural iiresponses ii(Briner, ii2000). iiHe iiposits iithat iithese iievents iior iithings iithat iiactually

iihappen iiat iiwork iiaffect iithe iiwell-being iiof iiemployees iithus iiaffecting iitheir iisatisfaction.

2.5 iiFramework iifor iithe iiStudy

Source: iiAuthor, iiConceptual ii(2022) iiConstruction

Employee iiGood iiWorking
iiConditions

Employee iiLeave iiPolicy

Employees iiFlexible iiWorking
iiArrangements

Employee iiFamily iiResponsibilities

Job iiSatisfaction
WorkLife
iiBalance
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In iithis iiframework, iithe iiindependent iivariables iiof iithe iistudy iiwere iithe iiwork-life iibalance iiprogrammes

iiwhich iiinclude; iigood iiworking iiconditions, iiflexibility iiin iiwork iiarrangements, iileave

iipolicies/arrangements iiand iifamily iiresponsibilites. iiThe iidependent iivariable iiwas iijob iisatisfaction

iimeasured iiin iiterms iiof iiaffective, iicognitive iiand iibehavioral iicomponents. ii
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CHAPTER iiTHREE

METHODOLOGY

3.1 iiIntroduction

This iichapter iiincluded iithe iiresearch iidesign, iipopulation iiand iisampling iitechnique, iimeasurement iiand

iioperationalization iiof iithe iivariables, iiresearch iiinstrument, iisources iiof iidata, iimethod iiof iidata iianalysis

iimethods iiand iimodel iispecification.

3.2 iiResearch iiDesign

The iistudy iiadopted iithe iidescriptive iisurvey iiresearch iidesign. iiIt iiinvolved iieither iiidentifying iithe

iicharacteristics iiof iian iiobserved iiphenomenon iior iiexploring iipossible iicorrelations iiamong iitwo iior iimore

iiphenomena. iiIn iievery iicase, iidescriptive iiresearch iiexamines iia iisituation iias iiit iiis. iiIt iidoes iinot iiinvolve

iichanging iior iimodifying iithe iisituation iiunder iiinvestigation. iiStrategies iiinclude iisampling, iimaking

iiobservations, iiinterviewing iitake iion iia iivery iidifferent iiform iiwhen iiwe iiwant iithem iito iiyield iiquantitative

iidata ii(Copper ii& iiSchindler, ii2010). iiDoyle ii(2004) iiasserts iithat iidescriptive iisurvey iidesign iialso

iiincluded iiobservation iistudies, iicorrelational iiresearch, iidevelopmental iidesigns, iiand iisurvey iiresearch.

iiAll iiof iithese iiapproaches iiyield iiquantitative iiinformation iithat iican iibe iisummarized iithrough iistatistical

iianalyses.

3.3 iiThe iiPopulation iiand iiSampling iiTechniques

The iipopulation iiforms iia iibasis iifrom iiwhich iithe iisample iior iisubjects iifor iithe iistudy iiis iidrawn, iiCooper iiand

iiSchindler ii(2001). iiThe iipopulation iiof iiinterest iifor iithe iistudy iiconsists iiof iithe iinurses iiof iiUniversity iiof
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iiBenin iiTeaching iiHospital. iiSample iisize iirefers iito iithe iifocus iiparticipants iiof iia iistudy iias iidrawn iifrom iithe

iitotal iipopulation iiof iithe iistudy ii(Cooper ii& iiSchindler, ii2001). ii

Using iithe iiTaro iiYamane’s iistatistical iiformular iito iidetermine iithe iiadequate iisample iisize iifrom iithe

iipopulation iiof iithe iistudy, iiwe iihave:

n= �
1−��2

In iithe iiformular iiabove;

n iiis iithe iirequired iisample iisize iifrom iithe iipopulation iiunderstudy

N iiis iithe iiwhole iipopulation iithat iiis iiunderstudy

e iiis iithe iiprecision iior iisampling iierror iiwhich iiis iiusually ii0.05 iifor iimanagement iisciences

Therefore;

n= 320
1+320(0.05)2

n= 320
1+320(0.0025)

n= 320
1+0.8

n=320
1.8

n= ii178 ii(Rounded)
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The iivalue iiarrived iiat iiafter iithe iiadoption iiof iithe iiTaro iiYamane iiformula iiis ii178. iiAs iia iiresult iiof iithis, iione

iihundred iiand iisseventy-eight ii(178) iicopies iiof iiquestionnaire iiwas iirandomly iidistributed iito iithe

iirespondents. ii

3.4 iiOperationalisation iiand iiMeasurement iiof iiVariables

The iipurpose iiof iithis iistudy iiwas iito iiexamine iithe iirelationship iibetween iiwork iilife iibalance iion iijob

iisatisfaction. iiThe iistudy iiexamined iithe iicausal iirelationship iibetween iithe iidependent iivariable; iijob

iisatisfaction iiand iiits iiexplanatory iivariable iiworklife iibalance ii(Good iiWorking iiConditions, iiFlexible

iiWorking iiArrangements, iiLeave iiPolicy iiand iiFamily iiresponsibilities) iiwhich iiis iithe iiindependent

iivariable. iiThe iipreliminary iianalysis iiof iithe iidata iiwere iiconducted iiusing iidescriptive iistatistics. iiThe

iiitems iiin iithe iiquestionnaire iiwere iiin iistatement iiformat iiand iiparticipants iianswered iiwith iitheir iioptions

iion iithe iistatements iigiven. iiThe iiresponses iiwas iidone iiusing iia ii5-point iiLikert iiscale iiof ii“Strongly iiAgree,

iiAgree, iiUndecided, iiDisagree, iior iiStrongly iiDisagree”.

Table ii3.1 iiOperationalization iiof iiVariables

S/N Variables Operationalization Measurement Question iiNumber

1 Gender 2 iipoint iiscale Q1

2 Age 3 iipoint iiscale Q2

3 Marital iiStatus 3 iipoint iiscale Q3

4 Educational
iiQualification

4 iipoint iiscale Q4

5 Number iiof iiYears iiyou
iihave iiworked iifor iithe

3 iipoint iiscale Q5
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iihospital

Independent iiVariable

6 Worklife iiBalance Refers iito iithe iihospital’s iidivision iiof
iiemployee's iitime iiand iifocus iibetween
iiworking iiand iifamily iior iileisure
iiactivities.

Five iipoint
iiLikert-type
iiquestions

Q6 ii– iiQ9

7 Good iiWorking
iiConditions

This iicovers iisuch iimatters iias: iithe
iiorganization iiof iiwork iiand iiwork
iiactivities; iitraining, iiskills iiand
iiemployability; iihealth, iisafety iiand
iiwell-being; iiand iiworking iitime iiand
iiwork-life iibalance.

Five iipoint
iiLikert-type
iiquestions

Q10 ii– iiQ14

8 Flexible iiworking
iiarrangements

Flexibleworking iiarrangementsis
iioperationally iiseen iias iian iialternate
iiarrangements iior iischedules iifrom
iithe iitraditional iiworking iiday iiand
iiweek. iiEmployees iimay iichoose iia
iidifferent iiwork iischedule iito iimeet
iipersonal iior iifamily iineeds. iiResponse
iito iithese iiitems iiwill iibe iimeasured iion
iiLikert-type iifive iipoint iiscale.

Five iipoint
iiLikert-type
iiquestions

Q15 ii– iiQ19

9 Leave iiPolicy Leave iipolicy iiis iioperationally
iidefined iias iipolicies iithat iipermits
iiemployees iito iibe iiabsent iiin iian
iiorganisation iifor iia iinumber iiof iidays
iior iihours iiwithout iipenalty

Five iipoint
iiLikert-type
iiquestions

Q20 ii– iiQ24

10 Family
iiResponsibilities

Family iiresponsibilities iiis
iioperationally iireferred iito iias iithose
iiduties iiof iiemployees iithat iiare iitied iito
iitheir iifamily iiand iiexcludes iitheir iijob
iiroles.

Q25 ii– iiQ29

Dependent iiVariable



33

11 Job iiSatisfaction Job iisatisfaction iiis iioperationally
iireferred iito iias iipositive iiattitude
iitoward iione's iijob iithat iistems iifrom
iiassessing iiand iievaluating iiits
iicharacteristics ii(Robbins ii& iiJudge,
ii2013). ii

Five iipoint
iiLikert-type
iiquestions

Q30 ii– iiQ34

(Source: iiResearcher, ii2022)

3.5 iiResearch iiInstrument ii ii

The iiinstrument iiof iidata iicollection iiis iia iiquestionnaire, iideveloped iiby iithe iiresearcher. iiThe

iiquestionnaire iiwere iiused iito iiobtain iiinformation iiabout iithe iistudy iiby iilinking iiall iithe iiitems iito iithe

iispecific iiobjectives. iiIt iicontained iiitems iiwith iia iicombination iiof iiclosed-ended iiquestions. iiThe iiLikert’s

iifive-point iiscale iiand iisummated iiscale iiwas iiused iifor iimeasuring iiresponses ii(Kothari, ii2009). iiThe

iiquestionnaire iiwere iiin iitwo iisections. iiSection iiA iisolicited iiinformation iion iithe iirespondents’

iidemography. iiSection iiB iiconsisted iiof iiquestions iion iithe iivariables iiof iithe iistudy. iiResponses iiwere iirated

iion iia ii5 iipoint iiLikert iiscale iifor iiwhich ii1 ii(one) iiis iistrongly iidisagree iiand ii5 ii(five) iiis iistrongly iiagree. ii

3.6 iiValidity iiand iiReliability iiof iithe iiResearch iiInstrument ii

iiDuring iiquestionnaire iiconstruction, iivarious iivalidity iichecks iiwere iiadopted iito iiensure iithe iiinstrument

iimeasure iiwhat iiit iiis iisupposed iito iimeasure iiand iiperform iias iiit iiis iidesigned iito iiperform. iiThe iivalidity iitests

iiwere iiconducted iiby iicontent iivalidity.

Reliability iiis iithe iiextent iito iiwhich iia iigiven iimeasuring iiinstrument iiproduces iithe iisame iiresults iieach

iitime iiit iiis iiused. iiCronbach’s iialpha, iia iicoefficient iiof iireliability iithat iigives iian iiunbiased iiestimate iiof

iidata iigeneralizability iiwas iiused iito iitest iireliability iiof iithe iianswered iiquestionnaires. iiCooper iiand
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iiSchindler ii(2006) iinoted iithat iiCronbach iiAlpha iicoefficient iiof iibetween ii0.7 iiand iiabove iito iibe

iiacceptable iibecause iirandom iierror iiwill iialways iiexist iiregardless iiof iithe iiprocedure iiused iiin iithe iistudy.

iiHowever, iiMugenda iiand iiMugenda ii(2007), iinoted iithat iian iialpha iiof ii0.6 iito iibe iipoor. ii ii

3.7 iiSources iiof iiData

The iinature iiof iithe iistudy iinecessitated iithe iiuse iiof iiprimary iidata iiwhich iiwere iiretrieved iivia iithe

iiadministration iiof iiquestionnaires iito iinurses iiof iiUniversity iiof iiBenin iiTeaching iiHospital. iiThe

iirespondents iiwere iiassured iiof iistrict iiconfidentiality iiof iithe iiinformation iithey iishared iiwith iithe

iiresearcher iiand iithat iithe iiinformation iiwas iistrictly iifor iiresearch iipurposes. iiThis iiwas iidone iiin iiorder iito

iienhance iithe iiresponse iirate.

3.8 iiMethod iiof iiData iiAnalysis

The iiresponses iifrom iithe iiquestionnaire iiadministered iiwas iianalyzed iiusing iidescriptive iistatistic,

iiPearson iimoment iicorrelation iimatrix iiand iiOrdinary iileast iisquare iiregression. iiThe iidescriptive iimethod

iidescribed iithe iidemography iiof iirespondents iiusing iifrequency iiand iipercentage. iiThe iiPearson iimoment

iicorrelation iimatrix iiwas iiused iito iiexamine iithe iiclose iirelationship iibetween iivariables, iiordinary iileast

iisquare iiregression iitest iiwas iiconducted iifor iithe iistudy’s iihypotheses iitesting. iiThe iianalysis iiwere

iiconducted iiusing iithe iiStatistical iiPackages iifor iiSocial iiSciences ii(SPSS ii20) iieconometric iisoftware.

3.9 iiModel iiSpecification ii

The iimodel iispecification iiconsidered iisuitable iiby iithe iiresearcher iiis iia iimultiple iilinear iiregression

iimodel iias iifollows:
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Job iiSatisfaction ii= iif ii(Worklife iiBalance)----------------------------------------------------------------(3.1)

Job iiSatisfaction ii= iiƒ(Good iiWorking iiConditions, iiFlexible iiWorking iiArrangements, iiLeave iiPolicy

iiand iiFamily iiResponsibilities)-----------------------------------------------------------------------------(3.2)

JS ii= iiβ0 ii+ iiβ1GWC ii+ iiβ2FWAs ii+ iiβ3LP+ iiβ4FR ii+ iiε-------------------------------------------------------(3.3)

Where;

JS ii– iiJob iiSatisfaction,

GWC= iiGood iiWorking iiConditions

FWAs ii– iiFlexible iiWorking iiArrangements.

LP ii– iiLeave iiPolicy. ii ii ii ii ii ii ii ii ii

FR- iiFamily iiResponsibilities ii ii ii ii ii ii ii ii ii ii ii ii ii ii ii ii

β0 ii- iiSlope

β1, iiβ2, iiβ3, iiβ4- iiCoefficients

ε ii– iiError iiterm
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CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

4.1 Introduction

The purpose of this study is to investigate the worklife balance on job satisfaction. This study

adopted a survey research instrument through the administration of questionnaires to one

hundred and seventy-eight (178) respondents who were employees of UBTH, out of which same

number (178) was retrieved and used for analysis. The data for the study were analyzed using

descriptive statistics and regression analysis. The descriptive method described the demography

of respondents and the statements in the questionnaire using frequency, percentages, mean and

tables.

4.2 Demography Profile of the Respondents

This section presents the demographic profiles of the respondents in the study below.

Table 4.1: Demography Profile of the Respondents

S/N ITEMS FREQUENCY PERCENTAGE
(%)

1 Gender:
Male
Female
Total

71
107
178

39.9
60.1
100.00

2 Age Range:
22-26years
27-31years
32 and above years
Total

46
87
45
178

25.8
48.9
25.3
100.00
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3 Marital Status:
Single
Married
Divorced
Total

54
117
7
178

30.3
65.7
3.9
100.00

4 Educational Qualification:
Diploma
OND
HND/BSc
Postgraduate Degree
Total

23
33
94
28
178

12.9
18.5
52.8
15.7
100.00

5 Number of Years Worked for the
Organisation:
Less than 5years
5-10years
10years and above
Total

40
98
40
178

22.5
55.1
22.5
100.00

Source: Author’s computation 2022 from SPSS 20.0

Gender

In terms of the gender of the respondents, the above table shows that majority of the respondents

were females. This category of respondents accounts for 107(60.1%) of the total respondents

while 71(39.9%) were males.

Age Range

On the age category, a total of 46(25.8%) persons were aged 22-26years, 87(48.9%) persons

were aged within 27-31years and 45(25.3%) persons were aged of 32 years and above. This

therefore indicates that majority of the respondents were aged 27-31years.

Marital Status

In terms of the marital status of the respondents, the above table shows that majority of the
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respondents were married. This category of respondents accounts for 117(65.7%) of the total

respondents while 54(30.3%) were single and 7(3.9%) were divorced.

Educational Qualification

On the category of educational level, Table 4.1 indicates that majority of the respondents were at

HND/Bsc Level. This category accounts for 94(52.8%) of the total respondents while 23(12.9%)

were at Diploma level, 33(18.5%) were at OND level and 28(15.7%) were at post graduates level.

Number of Years Worked for the Organisation

On the category of number of years worked for the organisation, a total of 40(22.5%) have

worked in the organisation for less than 5years, 98(55.1%) have worked in the organisation for

5-10years and 40(22.5%) have worked in the organisation for 10years and above. This therefore

indicates that majority of the respondents have worked in the organisation for 5-10years.

4.3 Descriptive Statistics

This section presents the descriptive (Frequency, percentage and mean) of respondents’

responses to statement on the research instrument (Questionnaire).
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Table 4.2 Employees’ Worklife Balance

Scale: Strongly Agree (SA), Agree (A), Undecided (U), Disagree (D) and Strongly Disagree (SD)
S/N Employees’ Worklife Balance SA

(%)
A
(%)

U
(%)

D
(%)

SD
(%)

Mean
Score

6 To a large extent my work provides
adequate time for to engage in leisure
activities.

29
(16.3)

37
(20.8)

34
(19.1)

47
(26.4)

31
(17.4)

2.92

7 I am satisfied with the amount of time I
spend at work.

28
(15.7)

32
(18.0)

32
(18.0)

51
(28.7)

35
(19.7)

2.81

8 I am impressed by the work life balance
practices of the hospital.

21
(11.8)

29
(16.3)

38
(21.3)

49
(27.5)

41
(23.0)

2.66

Average 26
(14.6)

32.7
(18.4)

34.7
(19.5)

49.0
(27.5)

35.7
(20.0)

2.80

Source: Researcher’s Fieldwork (2022)

From Table 4.2 above, it was found that, majority of the respondents disagreed that to a large

extent their work provides adequate time to engage in leisure activities(��=2.92), disagreed that

they are satisfied with the amount of time they spend at work (��=2.81), and disagreed they are

impressed by the work life balance practices of the hospital (��=2.58). It also clearly demonstrates

that on average, a relative number of respondentswere in disagreement, of which 20.0%

expressed strong disagreement and 27.5% expressed disagreement, on statements related to

worklife balance practices as stated in Table 4.2 above. In comparison, 18.4% agreed,

14.6%strongly agreed and 19.5 percent were undecided.Essentially, the average mean value of

2.80 out of a possible maximum of 5 in Table 4.2 above suggests that, in relation to statements

related to worklife balance, majority of the respondents were in disagreement.
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Table 4.3 Good Working Conditions

Scale: Strongly Agree (SA), Agree (A), Undecided (U), Disagree (D) and Strongly Disagree (SD)
S/N Good Working Conditions SA

(%)
A
(%)

U
(%)

D
(%)

SD
(%)

Mean
Score

9 The majority of my workplace environment
is favourable to me.

22
(12.4)

41
(23.0)

43
(24.2)

40
(22.5)

32
(18.0)

2.89

10 The hospital ensures that everything need for
employees to perform optimally is provided.

26
(14.6)

31
(17.4)

41
(23.0)

48
(27.0)

32
(18.0)

2.84

11 I am not required to perform work that
exceeds my capabilities.

26
(14.6)

51
(28.7)

43
(24.2)

33
(18.5)

25
(14.0)

3.11

12 The working condition allows me adequate
time for myself

21
(11.8)

41
(23.0)

44
(24.7)

44
(24.7)

28
(15.7)

2.90

13 Positive working condition is prevalent in
the organisation.

52
(29.2)

55
(30.9)

31
(17.4)

15
(8.4)

25
(14.0)

3.53

Average 29.4
(16.5)

43.8
(24.6)

40.4
(22.7)

36
(20.2)

28.4
(16.0)

3.82

From Table 4.3 above, it was found that, majority of the respondentswere undecidedthat the

majority of their workplace environment is favourable to them ( �� =2.89); disagreed that the

hospital ensures that everything need for employees to perform optimally is provided (��=2.84);

agreed that they are not required to perform work that exceeds their capabilities ( �� =3.11);

disagreed that the working condition allows them adequate time for themselves (�� =2.90); and

agreed that positive working condition is prevalent in the organisation(��=3.53). It also clearly

demonstrates that on average, a relative number of respondents were in agreement, of which

16.5% expressed strong agreement and 24.6% expressed agreement, on statements related to the

prevalence of good working conditions in the organisation as stated in Table 4.3 above. In

comparison, 20.2% disagreed, 16.0% strongly disagreed and 22.7% were undecided. Essentially,
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the average mean value of 3.82 out of a possible maximum of 5 in Table 4.3 above suggests that,

in relation to statements related to good working conditions, majority of the respondents were in

agreement, revealing a relatively significant level of good working conditions in the organisation.

Table 4.4: Employees’ Flexible Working Arrangements

Scale: Strongly Agree (SA), Agree (A), Undecided (U), Disagree (D) and Strongly Disagree
(SD)
S/N Employees’ Flexible Working

Arrangements
SA
(%)

A
(%)

U
(%)

D
(%)

SD
(%)

Mean
Score

14 I can pool my leave days to
enable me adequate time to
attend to personal and family
matters.

23
(12.9)

43
(24.2)

39
(21.9)

34
(19.1)

39
(21.9) 2.87

15 Sometimes I can work while at
home through
telecommunication.

26
(14.6)

30
(16.9)

42
(23.6)

47
(26.4)

33
(18.5)

2.83

16 I can decide the start and finish
times for specific tasks assigned

25
(14.0)

47
(26.4)

40
(22.5)

36
(20.2)

30
(16.9)

3.01

17 My duties and responsibilities
are co-shared

30
(16.9)

56
(31.5)

33
(18.5)

31
(17.4)

28
(15.7)

3.16

18 I can work for long hours per
week to get a day off

18
(10.1)

28
(15.7)

41
(23.0)

46
(25.8)

45
(25.3)

2.60

Average 24.4
(13.7)

40.8
(22.9)

39.0
(21.9)

38.8
(21.8)

35
(19.7)

2.89

Source: Researcher’s Fieldwork (2022)

From Table 4.4 above, it was found that, majority of the respondents agreed that they can pool

their leave days to enable them adequate time to attend to personal and family matters(��=2.87),

disagreed thatsometimes they can work while at home through telecommunication( �� =2.83),

agreed thatthey can decide the start and finish times for specific tasks assigned(��=3.01), agreed
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thattheir duties and responsibilities are co-shared (��=3.16); and disagreed thatthey can work for

long hours per week to get a day off (��=2.60). It also clearly demonstrates that on average, a

relative number of respondents were in disagreement, of which 19.7% expressed strong

disagreement and 21.8% expressed disagreement, on statements related to flexible working

arrangements practices as stated in Table 4.4 above. In comparison, 22.9% agreed, 13.7%

strongly agreed and 21.9% were undecided. Essentially, the average mean value of 2.89 out of a

possible maximum of 5 in Table 4.4 above suggests that, in relation to statements related to

flexible working arrangements, majority of the respondents were in agreement, revealing a

relatively high level of flexible working arrangements practices in the organisation.

Table 4.5: Employees’ Leave Policy
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Scale: Strongly Agree (SA), Agree (A), Undecided (U), Disagree (D) and Strongly Disagree (SD)
S/N Employees’ Leave Policy SA

(%)
A
(%)

U
(%)

D
(%)

SD
(%)

Mean
Score

19 My employer gives me leave
to care and support my
dependent

20
(11.2)

31
(17.4)

33
(18.5)

54
(30.3)

40
(22.5)

2.65

20 The hospital observes the leave
policy in employment
agreement

18
(10.1)

35
(19.7)

47
(26.4)

43
(24.2)

35
(19.7)

2.76

21 Sick leave which helps me to
take care of my emotional
health is provided by the
hospital

23
(12.9)

40
(22.5)

36
(20.2)

44
(24.7)

35
(19.7)

2.84

22 Study leave which allows me
to take time- off for study to
improve on my personal
growth is provided by the
hospital.

36
(20.2)

59
(33.1)

44
(24.7)

16
(9.0)

23
(12.9)

3.39

23 There is a paid
maternity/paternity leave in
this hospital

28
(15.7)

43
(24.2)

40
(22.5)

42
(23.6)

25
(14.0)

3.04

Average 25.0
(14.0)

41.6
(23.4)

40.0
(22.5)

39.8
(22.4)

31.6
(17.8)

2.94

Source: Researcher’s Fieldwork (2022)

From Table 4.5 above, it was found that, majority of the respondents disagreed that their

employer gives them leave to care and support their dependent(��=2.65), were undecidedthat the

hospital observes the leave policy in employment agreement(��=2.76), disagreed that sick leave

which helps them to take care of their emotional health is provided by the hospital(�� =2.84),

agreed that study leave which allows them to take time- off for study to improve on their

personal growth is provided by the hospital (�� =3.39); and there is a paid maternity/paternity

leave in this hospital (��=3.04). It also clearly demonstrates that on average, a relative number of
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respondentswere in disagreement, of which 17.8% expressed strong disagreement and 22.4%

expressed disagreement, on statements related to employees’ leave policy in the organisation as

stated in Table 4.5 above. In comparison, 23.4% agreed, 14.0% strongly agreed and 22.5% were

undecided. Essentially, the average mean value of 2.94 out of a possible maximum of 5 in Table

4.5 above suggests that, in relation to statements related to employees’ leave policy, respondents’

responses were split as some were in disagreement and others were in agreement.

Table 4.6 Employees’ Family Responsibilities

Scale: Strongly Agree (SA), Agree (A), Undecided (U), Disagree (D) and Strongly Disagree (SD)
S/N Employees’ Family Responsibilities SA

(%)
A
(%)

U
(%)

D
(%)

SD
(%)

Mean
Score

24 I find it difficult to manage work and
multiple family responsibilities.

20
(11.2)

36
(20.2)

42
(23.6)

43
(24.2)

37
(20.9)

2.77

25 Multiple family responsibilities
contributes to my absence from work.

26
(14.6)

34
(19.1)

57
(32.0)

25
(14.0)

36
(20.2)

2.94

26 My performance was better when I had
no parental role than currently when I
have parental role.

20
(11.2)

31
(17.4)

33
(18.5)

54
(30.3)

40
(22.5)

2.65

27 Family responsibilities does not affect
my job performance.

22
(12.4)

32
(18.0)

41
(23.0)

47
(26.4)

36
(20.2)

2.76

28 My work time gives enough time to
take care of my family responsibilities
which is very important to me.

24
(13.4)

41
(23.0)

39
(21.9)

36
(20.2)

38
(21.3)

2.87

Average 22.4
(12.6)

34.8
(19.6)

42.4
(23.8)

41
(23.0)

37.4
(21.01) 2.80

Source: Researcher’s Fieldwork (2022)

From Table 4.6 above, it was found that, majority of the respondents disagreed that they find it

difficult to manage work and multiple family responsibilities( �� =2.77), were
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undecidedthatmultiple family responsibilities contributes to my absence from work( �� =2.94),

disagreed thattheir performance was better when they had no parental role than currently when

they have parental role( �� =2.65), disagreed thatfamily responsibilities does not affect my job

performance (��=2.76); and agreed that their work time gives enough time to take care of their

family responsibilities which is very important to them (��=2.87). It also clearly demonstrates that

on average, a relative number of respondents were in disagreement, of which 21.01% expressed

strong disagreement and 23.0% expressed disagreement, on statements related to their worklife

balance in relation to family responsibilities as stated in Table 4.6 above. In comparison, 19.6%

agreed, 12.6% strongly agreed and 23.8% were undecided. Essentially, the average mean value

of 2.80 out of a possible maximum of 5 in Table 4.6 above suggests that, in relation to statements

related to worklife balance in relation to family responsibilities, respondents’ responses were

split as some were in disagreement and others were in agreement.

Table 4.7 Job Satisfaction

Scale: Strongly Agree (SA), Agree (A), Undecided (U), Disagree (D) and Strongly Disagree (SD)
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S/N Job Satisfaction SA
(%)

A
(%)

U
(%)

D
(%)

SD
(%)

Mean
Score

29 I would give my very best to ensure
the success of this hospital.

23
(12.9)

38
(21.3)

48
(27.0)

34
(19.1)

35
(19.7)

2.88

30 I am totally committed to the hospital
which is reflected in the care I give to
the patients

20
(11.2)

36
(20.2)

42
(23.6)

43
(24.2)

37
(20.8)

2.77

31 I am satisfied with the management of
the hospital

26
(14.6)

34
(19.1)

57
(32.0)

25
(14.0)

36
(20.2)

2.94

32 If perhaps I get a new job offer, I
would reject to remain with the
hospital

22
(12.4)

54
(30.3)

40
(22.5)

40
(22.5)

22
(12.4)

3.08

33 Overall, I am loyal to the hospital
implying total satisfaction of my job.

26
(14.6)

48
(26.9)

43
(24.2)

41
(23.0)

20
(11.2)

3.11

Average 23.4
(13.1)

42
(23.6)

46
(25.8)

36.6
(20.6)

30.0
(16.9) 2.96

Source: Researcher’s Fieldwork (2022)

From Table 4.7 above, it was found that, majority of the respondents were undecidedthat they

would give their very best to ensure the success of this hospital(��=2.88), agreedthat they are

totally committed to the hospital which is reflected in the care they give to the patients (��=2.77),

were undecidedthat they are satisfied with the management of the hospital (��=2.94), agreed that

if perhaps they get a new job offer, they would reject to remain with the hospital (��=3.08); and

agreed that overall, they are loyal to the hospital implying total satisfaction of their job (��=3.11).

It also clearly demonstrates that on average, a relative number of respondents were in

disagreement, of which 16.9% expressed strong disagreement and 20.6% expressed

disagreement, on statements related to their job satisfaction as stated in Table 4.7 above. In

comparison, 23.6% agreed, 13.1% strongly agreed and 25.8% were undecided. Essentially, the

average mean value of 2.96 out of a possible maximum of 5 in Table 4.7 above suggests that,

there was a relatively significant level of job satisfaction amongst respondents.

4.5 Correlation Analysis
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The correlation matrix is presented in Table 4.8. Essentially, the result reveals the pairwise

relationship among the variables used in the study. Principally, Correlation analysis is used to

examine the strength (strong or weak) and direction (positive or negative) of relationship that

occurs between two or more variables.

Table 4.8: Correlation Results

Covariance Analysis: Ordinary
Date: 01/12/23 Time: 10:57
Sample: 1 121
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Included observations: 121

Correlation
t-Statistic
Probability JS GWC FWA LP FR

JS 1.000000
-----
-----

GWC 0.471701 1.000000
10.38695 -----
0.0000 -----

FWA 0.101392 -0.061290 1.000000
1.978878 -1.192271 -----
0.0486 0.2339 -----

LP 0.391625 0.402317 0.070957 1.000000
8.264064 8.532590 1.381212 -----
0.0000 0.0000 0.1680 -----

FR 0.388616 0.422250 0.097246 0.349509 1.000000
8.189234 9.044457 1.897167 7.243044 -----
0.0000 0.0000 0.0586 0.0000 -----

Source: Author’s Estimation from EView 10, 2022.

The correlation analysis revealed that all the explanatory variables covered in the study has a

positive correlation with the dependent variable (JS). Specifically, GWC with a coefficient of

0.47 was found to have a positive correlation with JS, FWA with a coefficient of 0.10 was found

to have a positive correlation with JS, LP with a coefficient of 0.39 was found to have a positive

correlation with JS, and FR with a coefficient of 0.17 was found to have a positive correlation

with JS.
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Furthermore, none of the variables has a coefficient value greater than 0.80 which would have

indicated the existence of multicolinearity problem which implies a situation where some of the

explanatory variables in a model is correlated hence limiting and altering the efficiency of the

regression results. Hence, the variables of the study are free from the problem of multicolinearity,

implying that we can proceed with the conduction of the Linear Regression Analysis.

4.4 Test of Hypotheses

In other to actualize the objectives of the current study, the research hypotheses were tested using

regression analysis. The hypotheses were tested using Alpha level of significance of 0.05. The

decision rule for accepting hypothesis, is that we reject the null hypothesis when p-value

(computed level of significance) is less than (<) 0.05 (alpha level of significance), while we

accept the null hypothesis when p-value (computed level of significance) is greater than (>) 0.05

(alpha level of significance).

Hypothesis One

Ho: There is no significant relationship between good working conditions on job satisfaction

among nurses in University of Benin Teaching Hospital, Benin City, Edo State.

Table 4.9a Model Summary (Good Working Conditions on Job Satisfaction).

Model Summaryb
Mode
l

R R
Square

Adjuste
d R

Square

Std.
Error of
the

Estimate

Change Statistics Durbi
n-

Watso
n

R
Square
Change

F
Change

df1 df2 Sig. F Change
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1 .665
a .442 .437 .46819 .442 94.140 1 119 .000 2.012

a. Predictors: (Constant), GWC
b. Dependent Variable: JS
Source: Statistical Package for social Sciences v.22

The table above shows the model summary result from the regression output. The Rsquare shows

the extent at which the independent variable (good working conditions) explains the changes

(variations) in the dependent variable (job satisfaction). The Rsquare value of .442 clearly

indicates that the explanatory variable explains approximately 44.2 percent of the variations in

the dependent variable. This is a not a very good explanatory strength and it implies that the

model was not carefully and correctly formulated, thus its result cannot be relied upon for policy

formulation. The Durbin-Watson value shows whether there is an auto-correlation problem in the

model. Going by its rule, the value 2.012 is approximately equal to two (2) indicating that there

is no autocorrelation problem in the model. This implies that the efficiency property of the model

is guaranteed.

Table 4.9b Analysis of Variance (ANOVA) (Good Working Conditions on Job Satisfaction).

ANOVAa

Model Sum of
Squares

df Mean
Square

F Sig.

1 Regression 20.635 1 20.635 94.140 .000b
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Residual 26.085 119 .219
Total 46.720 120

a. Dependent Variable: JS
b. Predictors: (Constant), GWC
The table above shows the analysis of variance (ANOVA) result of the effect of good working

conditions on job satisfaction. The F statistics value of 94.140 is significant at 0.000 (5%

significance level). This therefore signifies that the explanatory variable (good working

conditions) is a significant determinant of the dependent variable (job satisfaction).

Table 4.9c Regression Output (Good Working Conditions on Job Satisfaction).

Coefficientsa
Model Unstandardized

Coefficients
Standardized
Coefficients

T Sig.

B Std. Error Beta
1 (Constant) 1.554 .235 6.623 .000

GWC .003 038 .250 6.532 .000
Dependent: JS

Source: Statistical Package for social Sciences v.22

Decision

Since the p.value of .000 is less than 0.05 (5%), we reject the null hypothesis and accept the

alternative hypothesis which implies that there is a significant relationship between good

working conditions on job satisfaction among nurses in University of Benin Teaching Hospital,

Benin City, Edo State.

Hypothesis Two
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Ho: There is no significant relationship between flexible working arrangements on job

satisfaction among nurses in University of Benin Teaching Hospital, Benin City, Edo State.

Table 4.10a Model Summary (Flexible Working Arrangements on Job Satisfaction).

Model Summaryb

Model R R
Square

Adjusted
R Square

Std.
Error of
the

Estimate

Change Statistics Durbin-
Watson

R
Square
Change

F
Change

df1 df2 Sig. F
Change

1 .254a .197 .123 .4232 .534 243.664 5 294 .000 1.876

a. Predictors: (Constant), FWA

b. Dependent Variable: JS

Source: Statistical Package for social Sciences v.22

The table above shows the model summary result from the regression output. The Rsquare shows

the extent at which the independent variable (flexible working arrangements) explains the

changes (variations) in the dependent variable (job satisfaction). The Rsquare value of .197

clearly indicates that the explanatory variable explains approximately 19.7 percent of the

variations in the dependent variable. This is not a good explanatory strength and it implies that

the model was not carefully and correctly formulated, thus its result cannot be relied upon for

policy formulation. The Durbin-Watson value shows whether there is an auto-correlation

problem in the model. Going by its rule, the value 1.876 is approximately equal to two (2)
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indicating that there is no autocorrelation problem in the model. This implies that the efficiency

property of the model is guaranteed.

Table 4.10b Analysis of Variance (ANOVA) (Flexible Working Arrangements on Job

Satisfaction).

ANOVAa

Model Sum of
Squares

df Mean Square F Sig.

1
Regression 23.965 5 43.765 76.654 .000b
Residual 2.653 294 .076
Total 52.767 299

a. Dependent Variable: FWA
b. Predictors: (Constant), JS
Source: Statistical Package for social Sciences v.22

The table above shows the analysis of variance (ANOVA) result of the effect of flexible working

arrangements on job satisfaction. The F statistics value of 76.654 is significant at 0.000 (5%

significance level). This therefore signifies that the explanatory variable (flexible working

arrangements) is a significant determinant of the dependent variable (job satisfaction).

Table 4.10c Regression Output (Flexible Working Arrangements on Job Satisfaction).

Coefficientsa
Model Unstandardized Standardized T Sig.
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Coefficients Coefficients
B Std. Error Beta

1 (Constant) 1.554 .235 6.623 .000
FWA -.0448 .031 .342 -1.434 .153

Dependent: JS

Source: Statistical Package for social Sciences v.22

Decision

Since the p.value of .153 is greater than 0.05 (5%), we fail to reject the null hypothesis and reject

the alternative hypothesis which implies that there is no significant relationship between flexible

working arrangements on job satisfaction among nurses in University of Benin Teaching

Hospital, Benin City, Edo State.

Hypothesis Three

Ho: There is no significant relationship between leave policy on job satisfaction among nurses in

University of Benin Teaching Hospital, Benin City, Edo State.

Table 4.11a Model Summary (Leave Policy on Job Satisfaction)

Model Summaryb
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Model R R
Square

Adjusted
R Square

Std.
Error of
the

Estimate

Change Statistics Durbin-
Watson

R
Square
Change

F
Change

df1 df2 Sig. F
Change

1 .654a .545 .487 .6567 .524 521.765 5 294 .000 1.764

a. Predictors: (Constant), LP

b. Dependent Variable: JS

Source: Statistical Package for social Sciences v.22

The table above shows the model summary result from the regression output. The Rsquare shows

the extent at which the independent variable (leave policy) explains the changes (variations) in

the dependent variable (job satisfaction). The Rsquare value of .545 clearly indicates that the

explanatory variable explains approximately 54.5 percent of the variations in the dependent

variable. This is a good explanatory strength and it implies that the model was carefully and

correctly formulated, thus its result can be relied upon for policy formulation. The Durbin-

Watson value shows whether there is an auto-correlation problem in the model. Going by its rule,

the value 1.764 is approximately equal to two (2) indicating that there is no autocorrelation

problem in the model. This implies that the efficiency property of the model is guaranteed.

Table 4.11b Analysis of Variance (ANOVA) (Leave Policy on Job Satisfaction)
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ANOVAa

Model Sum of
Squares

df Mean Square F Sig.

1

Regression 57.761 5 54.242 74.745 .000b

Residual 5.653 294 .003

Total 49.123 299

a. Dependent Variable: LP

b. Predictors: (Constant), JS

Source: Statistical Package for social Sciences v.22

The table above shows the analysis of variance (ANOVA) result of the the effect of leave policy

on job satisfaction. The F statistics value of 74.745 is significant at 0.000 (5% significance level).

This therefore signifies that the explanatory variable (leave policy) are significant determinants

of the dependent variable (job satisfaction).

Table 4.11c Regression Output (Leave Policy on Job Satisfaction)

Coefficientsa
Model Unstandardized

Coefficients
Standardize

d
Coefficient

s

T Sig.

B Std. Error Beta
1 (Constant) 1.554 .235 6.623 .000

LP .1474 .038 .123 -3.829 .000
Dependent: JS
Source: Statistical Package for social Sciences v.22

Decision
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Since the p.value of .000 is less than 0.05 (5%), we reject the null hypothesis and accept the

alternative hypothesis which implies that there is a significant relationship between leave policy

on job satisfaction among nurses in University of Benin Teaching Hospital, Benin City, Edo

State.

Hypothesis Four

Ho: There is no significant relationship between family responsibilities on job satisfaction among

nurses in University of Benin Teaching Hospital, Benin City, Edo State.

Table 4.12a Model Summary (Family Responsibilities on Job Satisfaction)

Model Summaryb

Mode
l

R R
Square

Adjuste
d R

Square

Std.
Error of
the

Estimate

Change Statistics Durbi
n-

Watso
n

R
Square
Change

F
Chang
e

df1 df
2

Sig. F
Change

1
.552

a .304 .298 .44842 .304 52.037 1
11
9 .000 1.789

a. Predictors: (Constant), FR

b. Dependent Variable: JS

Source: Statistical Package for social Sciences v.22
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The table above shows the model summary result from the regression output. The Rsquare shows

the extent at which the independent variable (family responsibilities) explains the changes

(variations) in the dependent variable (job satisfaction). The Rsquare value of .304 clearly

indicates that the explanatory variable explains approximately 30.4 percent of the variations in

the dependent variable. This is not a good explanatory strength and it implies that the model was

not carefully and correctly formulated, thus its result can be relied upon for policy formulation.

The Durbin-Watson value shows whether there is an auto-correlation problem in the model.

Going by its rule, the value 1.789 is approximately equal to two (2) indicating that there is no

autocorrelation problem in the model. This implies that the efficiency property of the model is

guaranteed.

Table 4.12b Analysis of Variance (ANOVA) (Family Responsibilities on Job Satisfaction)

ANOVAa

Model Sum of
Squares

df Mean
Square

F Sig.

1

Regression 10.463 1 10.463 52.037 .000b

Residual 23.928 119 .201

Total 34.392 120

a. Dependent Variable: FR

b. Predictors: (Constant), JS

The table above shows the analysis of variance (ANOVA) result of the the effect of family

responsibilities on job satisfaction. The F statistics value of 52.037 is significant at 0.000 (5%
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significance level). This therefore signifies that the explanatory variable (family responsibilities)

are significant determinants of the dependent variable (job satisfaction).

Table 4.12c Regression Output (Family Responsibilities on Job Satisfaction)

Coefficientsa

Model Unstandardized
Coefficients

Standardized
Coefficients

T Sig.

B Std. Error Beta

1
(Constant) 1.554 .235 6.623 .000

FR -.148 .044 -.543 -3.359 .001

a. Dependent Variable: JS

Source: Statistical Package for social Sciences v.22

Decision

Since the p.value of .001 is less than 0.05 (5%), we reject the null hypothesis and accept the

alternative hypothesis which implies that there is a significant relationship between family

responsibilities on job satisfaction among nurses in University of Benin Teaching Hospital,

Benin City, Edo State.

4.5 Discussion of Findings

The iiregression iianalysis iirevealed iithat iithere iiis iia iisignificant iirelationship iibetween iigood iiworking

iiconditions iion iijob iisatisfaction iiamong iinurses iiin iiUniversity iiof iiBenin iiTeaching iiHospital, iiBenin iiCity,

iiEdo iiState. iiThis iiwas iialso iiseen iiin iithe iistudy iiof iiOfor iiand iiMayah ii(2022); iiAkinlade iiand iiNwaodike
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ii(2021); iiNwagbara ii(2020) iiwhich iirevealed iithat iigood iiworking iiconditions iiensures iicomfort iiof

iiemployees iiwhile iicarrying iiout iitheir iiwork iiand iiconsequently iileads iito iienhanced iijob iisatisfaction.

Furthermore, iithe iiresult iifrom iithe iiabove iiregression iianalysis iirevealed iithat iithere iiis iino iisignificant

iirelationship iibetween iiflexible iiworking iiarrangements iion iijob iisatisfaction iiamong iinurses iiin

iiUniversity iiof iiBenin iiTeaching iiHospital, iiBenin iiCity, iiEdo iiState. ii iiHowever, iithe iiresult iiwas iisimilar iiin

iithe iidirection iiof iirelationship iibut iicontrary iiin iithe iimagnitude iito iistudies iisuch iias iiAdebayo, iiOso, iiAkeju,

iiOduntan, iiMeya, iiOdunowo, iiand iiAjala ii(2020); iiArunaShantha ii(2019); iiOgechi iiand iiNwaeke's ii(2019)

iirevealed iia iisignificant iirelationship iibetween iiflexible iiworking iiarrangements iion iijob iisatisfaction.

Furthermore, iithe iiregression iiresult iirevealed iithat iithere iiis iia iisignificant iirelationship iibetween iileave

iipolicy iion iijob iisatisfaction iiamong iinurses iiin iiUniversity iiof iiBenin iiTeaching iiHospital, iiBenin iiCity,

iiEdo iiState. iiThis iifinding iiconforms iito iithat iiof iiAng, iiLin iiand iiTerree ii(2020) iiwho iiconfirmed iithat

iiemployers iiexperienced iilower iivoluntary iiturnover iiwhen iiemployees iireceived iimore iigenerous iiannual

iileave iientitlement. iiAlso, iiin iia iirecent iistudy, iichild iirearing, iipaternity, iiand iiparental iileaves iiall

iicontributed iito iiAffective iiOrganizational iiCommitment iiand iilower iiturnover iiintentions ii(Casper ii&

iiHarris, ii2018).

Finally, iithe iiregression iiresult iirevealed iithat iithere iiis iia iisignificant iirelationship iibetween iifamily

iiresponsibilities iion iijob iisatisfaction iiamong iinurses iiin iiUniversity iiof iiBenin iiTeaching iiHospital, iiBenin

iiCity, iiEdo iiState.
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CHAPTER FIVE

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

This chapter is structured as outlined as follows; the summary of findings, the conclusion of the

study, the recommendations of the study, contribution to knowledge and the researcher

suggestions for further research.

5.2 Summary of Findings

The purpose of this study was to ascertain the effect of worklife balance on job satisfaction of

employees in UBTH, Benin City, Edo state. To actualize the objectives of this study, the study

raised four research questions which was aligned to worklife balance practices (good working

conditions, flexible working arrangements, leave policy and family responsibilities). The study

covered a sample size of one hundred and seventy-eight (178), of which same number (178) of

questionnaire were distributed, retrieved and used for data analysis. The findings arrived at after

the empirical analysis is stated below:

1. The regression analysis revealed that there is a significant relationship between good

working conditions on job satisfaction among nurses in University of Benin Teaching

Hospital, Benin City, Edo State.
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2. There is no significant relationship between flexible working arrangements on job

satisfaction among nurses in University of Benin Teaching Hospital, Benin City, Edo

State.

3. The regression result revealed that there is a significant relationship between leave policy

on job satisfaction among nurses in University of Benin Teaching Hospital, Benin City,

Edo State.

4. Finally, the regression result revealed that there is a significant relationship between

family responsibilities on job satisfaction among nurses in University of Benin Teaching

Hospital, Benin City, Edo State.

5.3 Policy Recommendations

The following recommendations were made based on the findings of the study;

1. The hospital should continually promote good working condition by adopting effective

measures such as provision of modern amenities and implementation of good employees’

safety practices thereby improving their job satisfaction.

2. Hospitals should ensure that they continuously involve employees in their activities as

such would give the employees a sense of belonging within the organisation which would

consequently lead to enhance employees’ job satisfaction.

3. The hospital should improve on their flexible working arrangements practices in order to

enjoy the benefit of improved job satisfaction which would in the long run lead to

enhanced organisational performance.
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4. The hospital should continually grant leaves to employees when necessary as such will

create the feeling within employees that they are cared for by the management and thus

improve their satisfaction.

5.4 Conclusions

The main objective of this study was to examine worklife balance on job satisfaction of

employees in UBTH, Benin City, Edo state. The study employed the use of descriptive survey

study as its research design. Three specific objectives were generated to accomplish the general

objectives of the study. The questionnaire was the research instrument targeted at a sample of

178 respondents for the study in which same number (178) was retrieved and used for the

empirical analysis.

The quantitative data were analyzed using SPSS version 20.0 and Eviews 10. Considering the

research objectives of the study; the findings of the study had demonstrated that worklife balance

significantly affect job satisfaction; while the study also demonstrated that factors such as good

working conditions, leave policy and family responsibilities significantly impact job satisfaction

while flexible working arrangements do not significantly affect job satisfaction. As a result of the

study findings, we therefore conclude that worklife balance practices of UBTH significantly

affects their employees’ job satisfaction. Ultimately, worklife balance practices has been proven

in this study to be a significant factor in the determination of job satisfaction.
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5.5 Contribution to knowledge

This study contributed to the body of knowledge on the effect of job satisfaction of employees in

UBTH, Benin City, Edo state, as the study established that worklife balance significantly affect

job satisfaction while the study findings and conclusions has now become an addition to the

body of literature on the effect of worklife balance on job satisfaction and a reference material

for further research.

5.6 Suggestions for Further Research

The sample size for this study was restricted to a number of one hundred and seventy-eight

employees in UBTH. A further study on the effect of worklife balance on job satisfaction can be

carried out drawing larger samples from the different industries within Nigeria in other to

ascertain a wider and accurate prediction on effect of worklife balance on job satisfaction in

Nigeria. The researcher also suggests that further studies could be carried out to understand the

effect of worklife balance on organisational citizenship behaviour: The mediating role of

organisational justice.
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APPENDIX

DEPARTMENT OF INDUSTRIAL RELATIONS AND PERSONNEL MANAGEMENT
FACULTY OF MANAGEMENT SCIENCES
UNIVERSITY OF BENIN, BENIN CITY

Dear Sir/Madam,
REQUEST FOR YOUR COOPERATION IN COMPLETING THIS QUESTIONNAIRE

I am an undergraduate of the above named Institution and Department. I am currently carrying out a
research on ‘Worklife Balance on Job Satisfaction”.

In this regard, you have been duly selected as a member of the sample.
I wish to appeal to you to you to kindly assist this study by sparing a few minutes to complete this

questionnaire. Please, be assured that that your answers will be treated in strict confidence and
used for the academic purpose only.

Thank you for your cooperation

Merit Omokushe, ANDREW

SECTION A: ORGANISATIONAL AND PERSONAL PROFILE
Please tick [√ ] the option that applies to you

1. Gender: Male [ ], Female [ ]
2. Age range (years): 22-26 [ ], 27-31 [ ], 32 and above [ ]
3. Marital Status: Single [ ], Married [ ]
4. Educational Qualification: Diploma [ ], OND [ ], HND/B.SC [ ], Postgraduate Degree [ ]
5. The number of years you have worked for the organisation: less than 5 years [ ], 5-10

years [ ], 10 years and above [ ].

SECTION B
Please indicate the option that represent your opinion
SA = Strongly Agree, A = Agree; D = Disagree; U = Undecided; SD = Strongly Disagree
Please tick in the appropriate box after each question as an indication of your choice using Likert
scale: Strongly Agree=SA; A= Agree; Neutral=N; Disagree= D; Strongly Disagree= SD.
S/N ITEMS
B Employees’ Worklife Balance SA A N D SD
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6To a large extent my work provides adequate time for to
engage in leisure activities.

7I am satisfied with the amount of time I spend at work.
8I am not obliged to finish left over or incomplete jobs at

home in the institution.
9I am impressed by the work life balance practices of the

hospital.
CGood Working Conditions SA A N D SD
10The majority of my workplace environment is favourable to

me.
11The hospital ensures that everything need for employees to

perform optimally is provided.
12I am not required to perform work that exceeds my

capabilities.
13The working condition allows me adequate time for myself
14Positive working condition is prevalent in the organisation.
DEmployees’ Flexible Working Arrangements SA A N D SD
15I can pool my leave days to enable me adequate time to

attend to personal and family matters.
16Sometimes I can work while at home through

telecommunication.
17 I can decide the start and finish times for specific

tasks assigned
18 My duties and responsibilities are co-shared
19 I can work for long hours per week to get a day off
EEmployees’ Leave Policy SA A N D SD
20 My employer gives me leave to care and support my

dependent
21 The hospital observes the leave policy in employment

agreement
22 Sick leave which helps me to take care of my

emotional health is provided by the hospital
23 Study leave which allows me to take time- off for

study to improve on my personal growth is provided
by the hospital.
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24There is a paid maternity/paternity leave in this hospital
FEmployees’ Family Responsibilities SA A N D SD
25 I find it difficult to manage work and multiple family

responsibilities.
26 Multiple family responsibilities contributes to my

absence from work.
27 My performance was better when I had no parental

role than currently when I have parental role.
28 Family responsibilities does not affect my job

performance.
29My work time gives enough time to take care of my family

responsibilities which is very important to me.
G Job Satisfaction SA A N D SD
30 I would give my very best to ensure the success of

this hospital.
31 I am totally committed to the hospital which is

reflected in the care I give to the patients
32 I am satisfied with the management of the hospital
33 If perhaps I get a new job offer, I would reject to

remain with the hospital
34 Overall, I am loyal to the hospital implying total

satisfaction of my job.
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