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Abstract: The present paper envisages analyzing the relationship between work life balance policies and employee job 

satisfaction. Specifically, it has been focused here that the work life balance policies lead to attaining equilibrium between 

professional work and other activities. Under the present study is also examined that the work life balance policies reduce 

friction between official and domestic life. Related theories of employee’s job satisfaction proposed by previous researchers 

are reviewed and summarized herein in order to use and correlate these to proposed empirical analysis. The quality of work life 

policies is increasingly becoming part of the business strategy and the focus is on the potential of these policies to influence 

employee’s quality of working life and more importantly to help them maintain work-life balance with equal attention on 

performance, commitment at work and job satisfaction. This study proves to be a milestone for the researchers, policy makers, 

management professionals, statisticians and students to properly understand the concepts of employee’s job satisfaction, work 

life balance and their relationship. The present empirical study involves descriptive statistical approach. The target population 

was two hundred and forty respondents. Statistical primary data was collected using questionnaires, and analyzed using 

statistical package for management and social sciences. The findings of this study emphasized that each of the work life 

balance policies on its own is a predictor of job satisfaction. The goodness of fit, R = 0.618 showed a good strength of the 

relationships between independent variables and the dependent variable. The result explored herein makes the recommendation 

that managers in banks should improve the work life balance policies offered to employees in order to increase their job 

satisfaction, to improve staff commitment and productivity. 

Keywords: Work life balance policies, employee job satisfaction, banking sector, commercial banks,  

multivariate correlation and regression analysis, sample design 

 

1. Introduction 

Business and educational organizations in private and 

public sectors are social systems where human resource 

policies are the most important factors for effectiveness and 

efficiency and need effective managers and employees to 

achieve their objectives. Organizations cannot succeed 

without their personnel efforts and commitment. Job 

satisfaction is critical to retaining and attracting well-

qualified personnel. Employee’s job satisfaction refers to the 

attitude people have towards their job and the organisations 
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they work for. The study of literature shows that exceptional 

organizations have leaders that create work environments 

where people can achieve work-life balance and well being 

as they define it for themselves. A satisfied work force is 

essential for the success of organizations and their businesses. 

Dissatisfied employees make organizations dysfunctional, 

damaging their financial performance. Job satisfaction and 

work life balance are more likely to drive employees to 

remain with their current employers than benefits and salary, 

according to a recent poll by the Washington-based American 

Psychological Association. Work life balance policies are 

back bone for employee’s job satisfaction and their overall 

performance in any organization. Effectiveness in terms of 

work life balance policies for employee’s job satisfaction and 

organizational growth is equally serious concern like impact 

of good leadership qualities. Work life balance policies create 

adaptability and longevity of employees which will affect 

organizational performance. Influence of work life balance 

policies has always been found positive towards employee’s 

job satisfaction and unprecedented organizational growth. It 

has been observed that many employees leave the 

organization due to laxity of work life balance policies of the 

management and poor dealing and style of leadership and 

executives. Satisfaction with the work life balance policies 

has a mediatory role in this study. Employee’s job 

satisfaction is a basically type of motivation and performance 

reward which are closely related to work life balance policies 

of the organization. It will enhance working and commitment 

of the employee towards achieving organizational goals and 

objectives. This is driving force to the employees which 

influences upon the turnover intension of employee. 

Work life balance policies are provisions set up by an 

employer that offer employees options to address work and 

personal responsibilities. Job satisfaction can be defined as 

being the positive emotional reactions and attitudes an 

individual has towards his/her job. The term work life 

balance gained importance in the late 1960s due to concerns 

about the effects of work on the general well being of 

employees. Relevant literature reveals that employers 

concern was on work design and working conditions 

improvement until the mid 1970s. However, the concept of 

quality work life gained importance in the next decade of 

1980s and it encompassed aspects that affect employees such 

as job satisfaction, reward systems, physical work 

environment, employee involvement, rights and esteem needs. 

The current age is the age of uneven social and economic 

optimization age. Organizational work life balance policies 

and atmosphere are changing quickly, specifically in the fast 

growing industry, for more details we refer Arneja et al. [7], 

DeConinck [19], Maurya et al. [45] and Maurya et al. [46]. 

Only organizations who follow rapidly fluctuated atmosphere 

and work life balance policies can continue to exist for their 

growing. Kotter [36] expressed that management, leadership 

and work life balance policies are both essential for the 

creation of a successful environment in an enterprise of today. 

Management of any organization has many critical and 

difficult tasks in the career. Moreover, it is also difficult task 

for the management to administer leadership role in the 

organization. In 2001, forty one percent of managers in an 

institute of management survey felt that the quality of 

working life had got worse over the last three years. Much of 

the pressure for work-life balance policies originates from the 

changing demographic makeup of our potential workforce, 

changing social roles, the changing responsibilities of 

organizations and legislative pressure. Increasing numbers of 

women in the workforce wishing to combine family and 

work responsibilities is an obvious driver for what were 

initially called family friendly policies and which quickly 

work life balance policies became. This legacy does cause 

problems for the implementation of work life balance 

policies. The ageing workforce is another demographic 

change which has raised the importance of work life balance 

for employees .Older employees may wish to remain in work, 

but work fewer hours or different shift patterns. In a tight 

labour market with a shortage of needed skills employers are 

forced into developing policies which can attract and retain 

groups of workers who might previously left the organization. 

The most popular reason employers introduce work life 

balance policies were recruitment and retention. 

Like various key factors related to organizational 

performance and growth, work life balance policies and 

employee turnover intention have also imperative and 

significant role for any organization. It is universally 

accepted fact that the potential and experienced employees 

are valuable assets of any organization. In this context, it is 

remarkable here that in survey done by Strathmore Business 

School in Kenya conducted in 2011 it was concluded that 

most companies in many countries like Kenya, Bangladesh, 

Pakistan, Afghanistan and Bhutan lack human resource 

policies that support the well being of their employees. 

However, work life balance policies particularly in the 

banking sectors in India have been changed significantly 

since last decade. Most major nationalized banks in India 

have their busiest branches in the metro and considerably 

bigger cities. Employees working in these metro cities work 

longer hours under pressure because of huge customers, their 

works are more complex and intensified. Therefore, these 

employees experience a lot of workload pressure and realize 

for poor work life balance system. One of the biggest 

contributions to the study of job satisfaction was the 

Hawthorne studies in the 1920s. These studies ultimately 

showed that novel changes in work conditions increase 

productivity. The profitability and productivity of 

organizations depends on the performance and commitment 

of its employees. Every employee has a personal and 

professional life; both of these are very difficult to separate. 

If an organization wishes to have better productivity and 

more commitment from employees then they have to be 

satisfied with their job and management executives. This is 

achieved when an individual’s right to have a fulfilled life 

inside and outside work is accepted and respected, to the 

mutual benefit of the individual and the organization. There 

is much evidence of work intensification and this faster pace 

has been associated with much greater levels of stress in 
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organizations. Most of the previous researchers among Allen 

et al. [3], Allio [4], Armstrong [6], Arnold Anderson [8], 

Auko [9] and Barnett and Rivers [10] and Carmeli [16] found 

that employees were experiencing anxiety, workload, and 

loss of control, pressure, long hours and insufficient personal 

time. Such experiences are likely to encourage a 

reassessment of values in workers. And there is also evidence 

that younger people entering the labour market are much less 

willing to sacrifice their personal lives for total commitment 

to work. Values and expectations appear to be changing. 

2. Statement of the Problem 

Our present study is mainly concerned to analyze the work 

life balance policies and its impact on problems of 

employee’s job satisfaction and performance. Employee’s 

decisions to stay or leave in the organization, their job 

satisfaction and work performance entirely depend on work 

life balance policies. The ultimate performance of business 

and educational organizations depends on the performance of 

its valued employees, which in turn depends on numerous 

factors. These factors can be related to work or family or 

both. Work life balance enhances efficiency and thus, the 

productivity of an employee increases. No doubt, the 

satisfaction or dissatisfaction of the workers definitely affects 

the performance of the organization. There is growing 

evidence that current trends in employment conditions may 

be grinding down levels of job satisfaction and directly 

damaging the physical and mental health of employees. The 

radical changes in the world of business, like factors such as 

globalization, information technology, world business 

competitiveness, and scarcity of natural resources have 

changed employee's outlook of how a good company is 

defined. The trend in past was to include, financial figures in 

defining “a good company”. Latest trends like, ethics, quality 

of work life and job satisfaction are now considered 

important predictors of sustainability and viability of 

business organizations. New working practices and rapid 

technological advances are changing the nature of many jobs. 

A job is compatible with an employee when it involves duties 

and assignments that the employee finds interesting, when it 

requires abilities that the employee possesses and when it 

provides rewards that the employee finds desirable. Too 

much emphasis on work frequently results in feelings of 

loneliness and frustration. Job satisfaction typically increases 

with improved life balance, which in turn increases employee 

loyalty, creativity and productivity. 

In India, the banking sector has evolved drastically. 

Commercial banks are very competitive and this has resulted 

in coming up with measures geared towards attracting new 

customers and retaining the existing ones in order to have a 

larger market share. Banks in India are now bringing in more 

profits by being customer focused. In order to attain this they 

have increased their opening hours, introduced more products, 

opened up more branches and have adopted the latest IT 

Infrastructure. This has led to their employees working 

longer hours, having a greater and more complex workload, 

being moved from one branch to another, therefore, 

experiencing a lot of work pressure and creating a culture of 

poor work life balance resulting to their employees becoming 

highly dissatisfied with their jobs. Banks are now 

experiencing high labor turnover, absentees and they have 

incur huge losses caused by employee negligence. 

3. Key Objectives of the Present Study 

Our central objective of the present study is to explore the 

influence of work life balance policies on employee’s job 

satisfaction and performance in nationalized commercial 

banks in India. Objectives of our study specifically include 

assessing whether flexible work practices, leave provisions, 

family welfare policies and job design influence employee’s 

job satisfaction and performance in commercial banks in 

considerably bigger cities and metro cities of India. 

4. Review of Related Literature  

Rigorous study of related literature reveals that several 

previous researchers confined their attention in different 

frameworks of employee’s job satisfaction and performance. 

For evidence, we refer Alfredsson [1], Arnold Anderson [8], 

Butler and Shattebo [15], Daniel [17], Danish and Usman 

[18]. However, except few workers Allen et al. [3], Auko [9], 

Boyar et al. [13], Demerouti et al. [20], Elit et al. [22], Gray 

and Ivey [23], Harrison et al. [25], Hui Wanga [26], Hung-

Wen and C.-H.L. [27], Janelle and Wells [30], Karatepe and 

Sokman [31], Kaushik [34], Lim [40], Malik [41], Maurya 

and Kashik [44], Maurya et al. [45], Timothy and Golden 

[51], and Yukl [56]. Likewise other key factors, the work life 

balance policies and their influence on employee’s job 

satisfaction and performance have also been discussed by 

several research workers (e.g. Eiknof [21], Jackson and 

Schuler [28], Karatepe and Tekinkus [32], Kinunen et al. [35], 

Lee et al. [38], Lewis et al. [39], Marshall Schminke [42], 

Mokaya and Gitari [47], Torrington et al. [52], Varatharaj and 

Vasantha [53], and Weiss [54-55]. The earliest view of the 

relationship between work and home was that they are 

segmented and independent and do not affect each other. 

However, this view of segmentation was disagreed and 

challenged by researchers Allen et al. [3], Bhuisan et al. [11] 

and Auko [9] and references therein. Allen et al. [3] 

demonstrated that work and family are closely related 

domains of human life. Subsequently in 2004 Demerouti et al. 

[20] contributed their research work towards the loss spiral of 

work pressure and work-home interference. Bhuisan et al. 

[11] discussed three-phase model versus a linear-quadratic-

interactive model in this connection. Later Auko [9] confined 

to focus on work-family conflict and coping strategies. In the 

spillover theory researchers suggested that workers carry the 

emotions, attitudes, skills and behaviors that they establish at 

work into their family life and vice-versa. Spill over can be 

positive or negative. The compensation theory anticipated 

that workers try to compensate for the lack of satisfaction in 

one domain (work or home) by trying to find more 
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satisfaction in the other. Moreover, according to the crossing 

borders theory, the flexibility and permeability of the 

boundaries between people’s work and family lives will 

affect the level of integration, the ease of transitions, and the 

level of conflict between these domains. Boundaries that are 

flexible and permeable facilitate integration. Literature also 

shows that significant interdependence between the roles that 

each requires workers to perform work-family conflict 

practices when balance cannot be achieved between the two 

roles. Either role may demand more time or more 

responsibilities, potentially leading to a reduction in. 

According to the type of provisions offered employees, there 

may be a combination of both work spill over and home spill 

over. Non-traditional working arrangements have been 

introduced by many corporations, such as job sharing, 

telecommuting and compressed work weeks to ensure 

employee flexibility. 

5. Job Satisfaction Theories of Previous 

Researchers 

Tremendous research work can be found in the literature 

pertaining to job satisfaction theories. In this connection, 

some noteworthy researchers are worth mentioning e.g. 

Alimo-Metcalfe [2], Altintas [5], Arnold Anderson [8], BM 

[12], Birnia et al. [14], Danish and Usman [18], Elit et al. 

[22], Goyal [24], James and Sarros [29], Janelle and Wells 

[30], Karsten et al. [33], Kaushik [35], Kotter [36], Lars 

Glaso [37], Matin et al. [43], Maurya and Kaushik [44] and 

Maurya et al. [45]. However, most of these researchers 

confined their attention to emphasize the impact of leadership 

and gender on employee’s job satisfaction and organizational 

performance. Mugenda and Mugenda [48] focused their 

attention in this direction using quantitative and qualitative 

approaches. In 2011, Muijs [49] proposed that leadership is 

the key factor for job satisfaction and organizational 

performance. Moreover, Robert and Costigan [50] also 

supported the proposed theory of Muijs [49]. The earliest 

theory on job satisfaction is the affect theory; the main 

premise of this theory is that satisfaction is determined by a 

discrepancy between what one wants in a job and what one 

has in a job. Another theory is the dispositional theory it 

suggests that an individual has innate dispositions that cause 

them to have tendencies toward a certain level of satisfaction. 

The opponent process theory is another theory that attempts 

to explain job satisfaction, according to this theory, emotional 

events such as criticisms or rewards, elicits. Primary 

processes that give way to emotions that are steady with the 

event in question and opponent processes induces. The 

Equity Theory suggests that if an individual thinks there is an 

inequality between two social groups or individuals, the 

person is likely to be distressed because the ratio between the 

input and the output are not equal. The concept of 

discrepancy theory explains the ultimate source of anxiety 

and dejection. An individual, who has not fulfilled his 

responsibility feels the sense of anxiety and regret for not 

performing well, they will also feel dejection due to not 

being able to achieve their hopes and aspirations. As per 

general perception the flexible work hours lead to higher job 

satisfaction and organizational commitment for female 

employees and for employees with family responsibilities. 

Frederick Herzberg’s Two-factor theory attempts to explain 

satisfaction and motivation in the workplace. This theory 

states that satisfaction and dissatisfaction are driven by 

different factors motivation and hygiene factors, respectively. 

Motivation can be seen as an inner force that drives 

individuals to attain personal and organizational goals. 

Hygiene factors include aspects of the working environment 

such as pay, company policies, supervisory practices, and 

other working conditions. There are programs that can 

provide less anxiety for working parents, such as job sharing, 

flexible work schedules and compressed work weeks; 

however, organizations must determine their measure of 

corporate engagement. Work dissatisfaction is usually 

associated with specific attributes of a job, such as pay, 

promotion prospects, health care benefits or flexible hours at 

work. Previous research shows that satisfaction is closely 

associated with worker behavior, such as absence from work, 

job change, and labor turnover. The research studies 

providing support for the current study suggests that an 

organization that accommodates the work family balance 

concerns and constraints of its employees is able to sustain a 

higher level of work commitment among its labor force. 

Managerial support is consistently emphasized in discussions 

and studies as a factor influencing work life balance hence 

the need for them to come up with policies that enhance job 

satisfaction. Men have traditionally been the primary 

breadwinners in most households; however, this role 

distinction has dramatically changed in industrialized 

countries. Research has found, not surprisingly, that women 

spend more time working in the household than men. Women 

are still largely responsible for maintaining the household, 

through tasks which include doing the laundry, shopping, 

food preparation and paying bills while spending 40 hours a 

week in the workplace. This fact suggests that women should 

be experiencing more work life conflict than men. It is 

further proposed that women with younger children would 

face more inner conflict than those with older children. 

Furthermore, it is also observed that both women and men 

prefer working in organizations that support work-life 

balance. Men appeared to benefit more than women. Men 

feel more satisfied when they achieve more on the job even 

at the cost of ignoring the family. Employees that can better 

manage both work and family should be more satisfied, 

which in turn, can result in higher productivity, job 

satisfaction, commitment, job retention, and organizational 

loyalty. If employees are satisfied, job turnover and 

absenteeism should be reduced. There also might be 

increased job performance and financial gains resulting in 

reduced training and developmental costs. Typically men 

spend more time at the office seeking career advancement 

while women are doing both, spending excessive time at the 

office while trying to maintain the family household. Men 
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generally feel less pressured by societal expectations with 

respect to issues associated with family conflict; the male is 

expected to be the primary breadwinner. Women, conversely, 

allow society to create cultural pressures to stay home, raise 

children and take care of the household. Men accomplish 

one-third of daily home activities; women perform two-thirds. 

Therefore, if there are family conflicts and the woman is 

earning less than her husband, the woman is more than likely 

expected to leave the workplace. Recently, Varathraj and 

Vasantha [53] suggested that work life balances are the key 

source of employee’s job satisfaction. Both men and women 

have different expectations for work and home. It was also 

argued that men have a higher need of affiliation than women 

and find that family experiences interfere with work. 

Understanding the roles of men and women in the workplace 

must include norms dictated by society. Women are expected 

to be more family focused than men, while men, who are 

considered the family providers, are more career conscious 

than women.  

In modern age of economic, usually man’s success is 

associated with his work. Some want to become more 

involved at home, but it is much harder for men to utilize 

family-friendly policies over a long period. Working under 

these pressures has caused an increase in work-family 

conflict that has contributed to the growth of burnout, 

adverse attitudes, job dissatisfaction, decreased quality 

family time and workplace violence. Extended work hours 

and excessive workloads can influence work-family conflict 

and is the direct antecedent to work-family conflict. How 

employees decide to invest time in given roles is determined 

by the amount of energy used in one domain over the other. 

Some individuals are more work focused than others, which 

can cause conflict in family roles. Family-friendly policies 

were created to provide employees flexibility between work 

and family. This enables employees to meet commitments in 

both domains without having to choose one over the other. 

Organizations that provide flexible work schedules allow 

parents to care for their families while meeting work 

obligations during a given work cycle. For example, an 

employee may change work hours to meet with teachers or 

take their children or parents to the doctor. Flexible work 

hours are designed to keep employees motivated in a 

competitive business environment. Boundary management 

enables individuals to coordinate role requirements and 

expectations to specific work-family or family-work domains. 

How employees decide to invest time in given roles is 

determined by the amount of energy used in one domain over 

the other. Some effective work-life programs such as flexible 

work schedules, compressed work weeks, telecommuting, 

job sharing and onsite child care facilitates provide benefits 

to both the employer and the employee. Some individuals are 

more work focused than others, which can cause conflict in 

family roles. Family-friendly policies provide employees 

flexibility between work and family. This enables employees 

to meet commitments in both domains without having to 

choose one over the other. Organizations that provide flexible 

work schedules allow parents to care for their families while 

meeting work obligations during a given work cycle. For 

example, an employee may change work hours to meet with 

teachers or take their children or parents to the doctor. 

Flexible work hours are designed to keep employees 

motivated in a competitive business environment. According 

to the type of provisions offered employees, there may be a 

combination of both work spill over and home spill over. 

Non-traditional working arrangements have been introduced 

by many corporations, such as job sharing, telecommuting 

and compressed work weeks to ensure employee flexibility. 

It is also noticeable that an employee’s attitude and 

experiences in the work and family domains have positive 

correlation between them. The results of inter-role conflict 

can reduce job satisfaction and cause the family domain to 

become unsteady. Flexible work hours are attributed to 

reducing bidirectional inter-role conflict; however, this may 

have more of an effect on family/work conflict rather than on 

work-family conflict. Work-life conflict is the responsibility 

of both the employer and employee. Employers can identify 

ways to reduce workloads, overtime and job-related travel. 

Also, employers can reward overtime work, make alternative 

corporate work provisions available and implement career 

development and advancement programs. Parkes et al (2005) 

research findings show that the relationship between job 

satisfaction and work-life balance is a greater factor in 

middle-aged employees with children than single employees 

under thirty. Working adults are engaged in their children’s 

activities and make decisions between work and family. 

Single individuals under thirty might have more flexibility in 

their work schedules and family roles. The employee is 

responsible for limiting the amount of job-related work at 

home, limiting the reliance on overtime hours, reducing 

business travel and becoming more knowledgeable about 

work-life policies. 

The literature also shows the fact that those with greater 

financial resources and status were less likely to have conflict 

between job satisfaction and work-family. Those employees 

with higher incomes can afford more assistance with non-

work responsibilities, such as childcare and household chores. 

Allen [3] also reported that the greater the amount of family 

love and commitment, the more positive the relationship 

between job satisfaction and work-family conflict. The 

perception of women on the issue of reconciliation of work 

and family varies depending on marital status. Employers are 

aware of this problem but lack incentive policies to improve 

women’s performance on a professional level. The working 

environment of women shows that support measures offered 

are like the possibility of adjusting working days during 

pregnancy to the time of delivery, maternity leave, salary 

supplements in terms of family allowances and a guarantee 

of workstation after a period of absence. Professional women 

manage their health better than those who do not work and 

that the more women climb the echelons in an enterprise the 

better they get at managing stress because of increased 

resources. In India, work life balance policies have not been 

fully implemented and there hasn’t been extensive research 

on work life balance policies and on job satisfaction. 
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Therefore, there is a clear need for this research to fill that 

gap. In this context, it is worth mentioning that relationship 

of work life conflict and job satisfaction in a sample of 

Pakistani employees revealed a negative relationship between 

the two variables with further remarks that supportive 

management can be minimizing this conflict. The outcome of 

the literature review demonstrated that there is a relationship 

between work-life programs and higher job satisfaction, 

performance, well-being, and commitment, as well as 

decreased turnover rates and distress. According to a survey 

by Strathmore Business School in 2011, most Kenyan 

companies lack policies that support the well-being of the 

employees’ families. The purpose of this survey was to assess 

the types of work-family policies present in Kenyan 

companies, and the degree in which their organizational 

culture promotes these policies. 

6. Methodology Used for Proposed 

Research 

For the purpose of this study, the researcher adopted 

descriptive design using both open and closed ended 

questions to gather data to enable the analysis. This type of 

research attempted to describe such things as possible 

behaviour, attitudes, values and characteristics. This research 

design was found suitable since it offered the researcher a 

profile to describe relevant aspects of the phenomena from an 

individual, organisational and industry oriented perspectives. 

6.1. Target Population and Sample Design 

The study targeted employees working in commercial 

banks which consisted of two hundred and forty employees 

working in commercial banks in Lucknow, Kanpur and 

Greater Noida of Uttar Pradesh, India. As per general theory 

of statistical sampling that the sampling frame describes the 

list of all population units from which the sample is selected. 

From the population frame the required number of subjects, 

respondents, elements or firms was selected in order to make 

a sample. A sample size of 60 respondents was arrived at as 

25% of the target population of 240. 

Table 1. Sampling frame 

Sections 
Population, 

(Frequency) 
Percentage Sample size 

Top management 15 6.25 3 

Middle level management 45 18.75 11 

Lower level management 180 75 45 

Total 240 100 60 

6.2. Collection of Valid and Reliable Data  

The researchers planned and designed a questionnaire to 

gather extensive data and incorporated a five point likert 

rating scale. This enabled the researcher to assess employees’ 

attitude towards work life balance policies and job 

satisfaction by asking the respondents how strongly they 

agree or disagree with series of statements. The questionnaire 

had both open and closed questions. The purpose of using 

questionnaires in the research is because of the direct 

response and feedback from the respondents that can be 

collected in short period of time and in an easier manner. To 

establish the content validity of the research instrument the 

researcher sought opinions of experts in the field of study 

especially the lecturers in the department of business 

administration. The reliability of the questionnaire was tested 

using Cronbach’s Alpha which measures the internal 

consistency. Here it is remarked that the coefficient of 0.7 is a 

commonly used as the cut of point of acceptable reliability.  

6.3. Data Analysis and Presentation 

Before processing the responses, the completed 

questionnaires were edited for completeness and consistency. 

The questionnaires were then coded to enable the responses 

to be grouped into various categories. The researcher mainly 

used descriptive statistics and inferential statistics to analyze 

data. The information was displayed by use of bar charts, 

graphs and pie charts and in prose-form. Multiple regressions 

were used to determine the predictive power of the factors. 

Employee Job Satisfaction )(Y  was expressed as a function 

of work life balance policies specified in the following 

regression equation: 

εβββββ +++++= 443322110 XXXXY  

whereby  

=Y  employee job satisfaction 

=0β  constant 

=− 41 ββ  intercepts of independent variables 

=1X flexibility policies 

=2X  leave provisions 

=3X  welfare policies 

=4X  job design 

=ε  standard error term 

7. Statistical Results and Discussions  

Table 2. Reliability coefficients 

Scale  Cronbach's Alpha Number of Items 

Flexibility Policies 0.889 7 

Welfare Policies 0.745 4 

Job Design 0.693 6 

Leave Provisions 0.833 6 

The reliability of the questionnaire was evaluated through 

Cronbach’s Alpha which measures the internal consistency. 

The Alpha measures internal consistency by establishing if 

certain item measures the same construct. Cronbach’s Alpha 

was established for every objective in order to determine if 

each scale would produce consistent results should the 

research be done later on. It should be remarked here that all 

the four scales were reliable as their reliability values 

exceeded the prescribed threshold of 0.7. 
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7.1. Collection of Primary Data and Reliability of Results 

The study targeted 60 respondents in collecting data with 

regard to influence of work life balance policies on employee 

job satisfaction in the Indian banking sector. From the study, 

54 out of the 60 sample respondents filled-in and returned the 

questionnaires making a response rate of 90%. Usually any 

response of 50% and above is adequate for analysis thus the 

response rate 90% under present study is significantly better. 

This reasonable response rate was made a reality after the 

researcher made personal calls and visits to remind the 

respondent to fill-in and return the questionnaires. 

The findings from the study were presented using 

descriptive statistics which included frequencies, percentages, 

means and standard deviations. The data was also presented 

using graphs and pie charts. 

7.2. Statistical Analysis of the Questionnaire 

Table 3. Flexibility policies 

Please Indicate the degree to which you agree to the following 

statements. Strongly Agree=1 Agree=2 Neutral=3 Disagree=4 Strongly 

disagree=5 N=54 

Flexibility Policies Mean Std. Deviation 

I have experienced conflicts in schedule 

when it comes to family events and work.  
2.0526 .01127 

I believe that the banking industry is very 

labour intensive (24 /7 a week) and 

promotes conflicts between my work and 

my family. 

2.1316 .01163 

I believe that long daily and weekly 

working hours causes conflicts between my 

work and my relationships with my family. 

2.2211 .07061 

I don’t have the possibility to personally 

decide over my starting and finishing time. 
2.3152 .46299 

My workplace doesn’t provide 

technological resources that allow me to 

work from home if I have family affairs to 

attend to. 

1.0474 .31122 

I believe that the excessive demands of the 

clients interfere with my work and family.  
2.1579 .49834 

I have experienced mental distraction at 

work caused by non-fulfilment of family 

obligations 

2.2689 .30227 

The researcher sought to establish the level of agreement to 

various aspects of flexibility policies According to the findings 

the respondents agreed that they experience conflicts in 

schedule when it comes to family events and work as shown 

with mean of 2.0,the study further established that long daily 

working hours cause conflicts between work and family with 

mean of 2.2,that employees are not given a chance to decide 

their the time the start to work shown by a mean of 2.3 and that 

they are not provided technological resources to allow them to 

work at home shown by a mean of 1.04. 

The researcher sought to establish the level of agreement 

to various aspects of welfare policies. According to the 

findings the respondents agreed that their resources are 

affected by medical bills for their children by a mean of 2.4, 

their performance is affected by stress over childcare by a 

mean of 2.42, their supervisors don’t understand when they 

talk about this issues by a mean 2.38 and that the 

organisations they work for don’t extend resources to help 

them with this responsibilities shown by a mean of 2.21 

Table 4. Welfare policies 

Please Indicate the degree to which you agree to the following 

statements. Strongly Agree=1 Agree=2 Neutral=3 Disagree=4 Strongly 

disagree=5 N=54 

Welfare Policies Mean Std. Deviation 

I have experienced that my resources are 

highly affected by medical bills for my 

children 

2.4316 .16479 

I have experienced that my work 

performance is affected by stress and 

anxiety over childcare.  

2.4211 .21636 

My supervisor doesn’t understand when I 

talk about personal or family issues that 

affect my work.  

2.3789 .16980 

The Organisation I work for doesn’t 

extend resources to help me with my 

family responsibilities 

2.2105 .47633 

Table 5. Job design 

Please Indicate the degree to which you agree to the following 

statements. Strongly Agree=1 Agree=2 Neutral=3 Disagree=4 Strongly 

disagree=5 N=54 

Job Design Mean Std. Deviation 

I am overworked and have neglected my 

family responsibilities due to inability to 

reject my co-workers and managers.  

2.3368 .14708 

My helpfulness behaviour or inability to 

say "no" to tasks given to me at work has 

caused family disharmony.  

2.1737 .21876 

My inability to reject my co-workers and 

managers' request to help at work has 

caused family disharmony.  

2.1211 .21636 

I believe that the high expectations of my 

supervisors cause conflicts between my 

work and my relationships at home.  

2.0579 .21395 

I believe that I would concentrate better on 

my job if I worked from a different 

workstation from time to time 

1.6842 .10818 

I believe that if my work was less complex 

I would do it better 
1.8556 .05564 

The researcher sought to establish the level of agreement 

to various aspects of Job design. According to the findings 

the respondents agreed that they are overworked and have 

neglected their family responsibilities shown by a mean of 

2.33,they are unable to reject requests by their co workers 

and managers to help out shown by 2.12, that the high 

expectations of their supervisors cause conflicts with their 

families shown by a mean of 2.05,they would concentrate 

better if they rotate workstations shown by a mean of 1.68 

and the would like their work to be less complex shown by a 

mean of 1.85. 

The researcher sought to establish the level of agreement 

to various aspects of Leave provisions. According to the 

findings the respondents agreed that they get compensated 

not to take leave by a mean of 2.39, they have carried leave 

days forward by a mean of 2.05, they don’t get time off to 

study by a mean of 2.02, they are not able to schedule 

preferred leave days by a mean of 1.89 they don’t get leave 

when they are sick by a mean of 2.44 and that they don’t get 
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time off to take care of family emergencies by a mean of 2.10. 

Table 6. Leave provisions 

Please Indicate the degree to which you agree to the following 

statements. Strongly Agree=1 Agree=2 Neutral=3 Disagree=4 Strongly 

disagree=5 N=54 

Leave Provisions Mean Std. Deviation 

I get compensated not to take leave 2.3947 .10024 

I have carried forward leave days from 

previous year 
2.0526 .22355 

I don’t get time off to study and develop 

myself professionally 
2.0263 .02026 

I cannot schedule my preferred day-offs 

supported by my co-workers or supervisor.  
1.8947 .45784 

I don’t get time off from my duties when I 

am not feeling well 
2.4421 .23421 

I don’t get time off to take care of family 

emergencies 
2.1053 .42636 

Table 7. Employee’s job satisfaction 

Please Indicate the degree to which you agree to the following 

statements. Strongly Agree=1 Agree=2 Neutral=3 Disagree=4 Strongly 

disagree=5 N=54 

Employee Job Satisfaction Mean Std. Deviation 

Advancement; 

The tasks assigned to me help me grow 
3.7387 .38965 

Ability Utilisation; 

At work, I have the opportunity to do my 

best everyday 

3.6543 .31650 

Supervision; 

My supervisor encourages my development 
3.7853 .44536 

Job Security; 

I see myself working for my current 

employer till I retire 

4.3368 .33346 

Recognition & Appreciation; 

In the last 7 days, I have received praise or 

recognition for doing good work 

3.8947 .19697 

Brand Loyalty; 

I enjoy serving my clients 
3.0842 .38239 

I am proud of my employer's brand? 3.0895 .48733 

I am satisfied with the work life balance 

policies provided by my employer  
3.9678 .20185 

I look forward to being with the people I 

work with each day.  
3.5263 .30483 

Overall I am extremely satisfied working 

for my current Employer 
3.9865 .05409 

The researcher sought to establish the level of agreement 

to various aspects of employee’s job satisfaction. According 

to the findings the respondents disagreed to most of these 

aspects, the respondents disagreed that the tasks assigned to 

them help them grow by a mean of 3.7, that there have the 

opportunity to do their best at work by a mean of 3.65, that 

their supervisors encourage their development by a mean of 

3.78, that they intend to work for their employer till they 

retire by 4.33, that they have received recognition for a job 

well done by a mean of 3.89. they were neutral about enjoy 

serving their clients by a mean of 3.08 and being proud of 

their employers brand 3.08.When asked how satisfied they 

were of the work life balance policies provided by their 

employers they were unsatisfied by a mean of 3.9678, they 

didn’t look forward to working with their workmates by a 

mean of 3.5 and they were in the overall unsatisfied working 

for their current employer by a mean of 3.98. 

7.3. Multivariate Correlation Analysis 

Correlation analysis was used to establish the relationship 

between the study variables while multiple regression 

analysis was used to estimate the predictive of influence of 

work life balance policies on employee job satisfaction in the 

Indian banking sector. The respective tables 8-9 for 

multivariate correlation and regression analysis are given. 

Inferential statistics namely Pearson’s product moment 

correlation analysis was employed for the study variables. 

Pearson’s product moment correlation tests were chosen in 

order to assess whether there is a relationship between the 

study variables. The method was also chosen because a rating 

scale was used in the questionnaire. As shown in table, 

independent variables had the following Pearson’s moment 

correlation coefficient on leave provisions (r = 0.194), 

welfare policies (r = 0.659), flexibility policies (r = 0.561), 

Job design (r = .132). In order to establish the strength of the 

relationship between flexibility policies and employee job 

satisfaction, the results showed there existed a strong and 

positive correlation between flexibility policies and employee 

job satisfaction (r = 0.561). Leave provisions (r = 0.194), 

shows there exists a low correlation between leave provisions 

and employee job satisfaction, the results showed there 

existed a positive correlation. Job design and employee job 

satisfaction, the results showed there existed a weak and 

positive correlation between welfare policies and employee 

job satisfaction (r = 0.132). Welfare policies and employee 

job satisfaction, the results showed there existed a strong and 

positive correlation between welfare policies and employee 

job satisfaction (r = 0.659). 

7.4. Multivariate Regression Analysis 

A multivariate regression model was applied to determine 

the relative importance of each of work life balance policies 

on employee job satisfaction in the Indian banking sector. 

The regression model was as follows: 

εβββββ +++++= 443322110 XXXXY , Using the values 

of the coefficients )(β from the regression coefficient Table 9 

the established multiple linear regression equation takes the 

form of; 
4321 161.0422.0178.0207.0056.5 XXXXY ++++=  

where; Constant = 5.056; when value of the independent 

variables are zero, the job satisfaction would take the value 

5.056. 207.01 =X ; One unit increase in flexibility Policies 

results in 0.207 units increase in the Job satisfaction. 

178.02 =X ; One unit increase in leave provisions results in 

0.161 units increase in the Job satisfaction. 422.03 =X ; One 

unit increase in welfare policies results in 0.422 units 

increase in the Job satisfaction. 161.04 =X ; One unit increase 

in job design results in 0.161 units increase in the Job 

satisfaction. Ranking the predictors variables in terms of their 

individual influence on the job satisfaction, the table shows 

the relative importance of each the predictions i.e. welfare 

policies had the highest influence (0.422), flexibility policies 



American Journal of Theoretical and Applied Statistics 2015; 4(2-1): 33-43  41 

 

(0.207), and leave provisions (0.178) and finally job design (0.161) respectively. 

Table 8. Correlation of the multivariate study variables 

   Flexibility Policies Leave Provisions Welfare Policies Job Design Job Satisfaction 

Flexibility Policies Pearson Correlation 1     

  Sig. (2-tailed)       

  N 54     

Leave Provisions Pearson Correlation .376(**) 1    

  Sig. (2-tailed) .003      

  N 54 54    

Welfare Policies Pearson Correlation .436(**) .714(**) 1  . 

  Sig. (2-tailed) .000 .000     

 N 54 54 54   

Job Design Pearson Correlation .001 .328(*) .361(**) 1  

  Sig. (2-tailed) .993 .010 .005    

  N 54 54 54 54  

Job Satisfaction Pearson Correlation .561 .194(**) .659(**) .132 1 

  Sig. (2-tailed) .138 .000 .000 .314   

  N 54 54 54 54 54 

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

* Correlation is significant at the 0.05 level (2-tailed). 

Table 9. Multivariate regression coefficient with Job satisfaction as dependent variable 

Model  
Unstandardized Coefficients Standardized Coefficients T Sig. 

B Std. Error Beta B Std. Error 

1 (Constant) 5.056 3.061  1.652 .104 

  Flexibility Policies  .207 .039 .472 5.328 .030 

  Leave Provisions .178 .058 .375 3.063 .003 

  Welfare Policies .422 .079 .623 5.344 .000 

  Job Design .161 .073 .204 2.221 .030 

Table 10. Summary of the empirical model 

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

1 .803 .644 .618 .78381 

 

The results as shown in the table 10 indicate that the four 

independent variables explained a 61.8% of the variation in 

the dependent variable. Therefore, the remaining 38.2% is 

explained by other factors not considered in this study.  

8. Conclusions and Recommendations 

In this paper, the influence of work life balance policies on 

employee’s job satisfaction in the Indian banking sector has 

been successfully determined and specifically the flexibility 

policies, welfare policies, job design options and their leave 

provisions have been assessed. The statistical results 

explored herein are based on multivariate correlation and 

regression analysis; for which respective tables 8-9 are 

displayed. The correlation coefficient determined in table 8 

shows that there is positive relationship between the 

independent and the dependent variables. Moreover, the 

regression results computed in table 9 also agree with the 

correlation results. Apart from this, few more significant 

conclusions are as following: 

� The empirical analysis model is summarized in the 

table 10 which reflects that the four independent 

variables explained a 61.8% of the variation in the 

dependent variable. 

� The management of the Indian commercial banks in the 

specified regions need to consider all the variables 

considered in this study in order to improve the job 

satisfaction of their employees and consequently this 

will improve the performance of the financial 

institutions. We remark here that the corresponding 

results for bank employees in other regions may vary. 

Similarly, the results explored herein may not be 

implemented for employees’ job satisfaction in other 

private and public sectors. A separate analysis for 

employee’s job satisfaction in other sectors is 

recommended. 

� The empirical analysis model of the present study is 

based on descriptive statistical research design. 
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