Work–Personal Life Strains and Job Satisfaction: Rethinking the Work–Life Balance


Abstract
The increasing complexity of the work environment in recent times has amplified the importance of the relationship between work and personal life domains, with particular reference to high-demand work environments such as the banking sector. This research seeks to investigate the relationship between work–personal life strains and job satisfaction to redefine the existing notions associated with the work–life equation. Using the positivist research philosophy, the research employed the quantitative research methodology. Using the cross-sectional survey design, the research collected data from 396 employees in the banking sector in Nigeria using a structured questionnaire. This research investigated the relationship between the strains emanating from work demands that interfere with personal life and the level of job satisfaction among employees. Using regression analysis, the results revealed that work–personal life strains negatively and statistically significantly affect job satisfaction. This indicates that the interference of work with personal life increases to the extent that it negatively impacts the level of job satisfaction among employees. Although the model explained the relationship between the variables to a limited extent, the significance of the relationship is important in demonstrating the significance of work–life dynamics. This study makes a contribution to the field of human resource management because it provides empirical support to counter simplistic notions of work-life balance and to underscore the importance of understanding strain-based interactions between work and personal life domains. This study concludes that work-personal life strains need to be addressed to improve job satisfaction and sustain employee performance. It recommends to the organisation the adoption of flexible work arrangements, supportive organisational cultures, and the design of interventions to reduce work-related stress.
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Introduction
In contemporary organisational literature, the phenomenon of work-life balance (WLB) is seen to have become a major concern for both employees and organisations, especially in the context of changing work patterns, technological developments, and rising work pressure. In traditional organisational literature, work and life have been considered two different concepts and domains. However, contemporary work patterns such as working from home and the rise of hybrid work have created a new phenomenon of a ‘work-life interface’ instead of a work-life binary (Pio, 2022). This phenomenon has created a significant interest among organisational researchers and managers regarding the actual effectiveness of work-life balance in improving employee outcomes such as job satisfaction.
Therefore, job satisfaction, which is the affective and cognitive assessment of the individual’s job, remains one of the important factors to consider in determining the well-being of employees. Empirical research findings show that employees who experience a harmonious relationship between work and family responsibilities show high job satisfaction. Recent research findings show that the incorporation of work-life balance initiatives in the work setting is important in enhancing employees’ job satisfaction (Brough et al., 2020). It is argued that work-life balance initiatives, such as the incorporation of flexible working hours, leave policies, and organisational support, can positively contribute to the satisfaction of employees. Such arguments can be explained using theoretical perspectives such as the spillover theory and the social exchange theory.
It has been found that, notwithstanding the consensus on the positive relationship between work-life balance and job satisfaction, there is a more complex reality revealed in the new literature (Rodríguez-Sánchez et al., 2020). Thus, some studies have found a direct and significant relationship between work-life balance and job satisfaction, while others have indicated that the relationship is indirect. Further, the success of work-life balance programs can vary depending on different factors such as organisational culture, occupational characteristics, and socio-economic conditions. In some cases, the availability of work-life balance programs does not automatically translate into increased job satisfaction unless the employees perceive that these programs can actually be utilized (Rashmi & Kataria, 2021).
Moreover, the increasing complexities of modern work environments have also posed some significant concerns regarding the authenticity and practicality of work-life balance as an organisational imperative. Indeed, some researchers have even argued that the very concept of ‘balance’ may not be a very realistic approach to work-life balance, as it is based on the assumption of a balanced allocation of time and energy between different domains of life. Therefore, the very concept of work-life integration may have been developed as a more realistic alternative to work-life balance. Such a conceptualisation of work-life integration also challenges the very assumption that work-life balance is a primary driver of job satisfaction and, therefore, a critical examination of the so-called ‘work-life equation’ is required (Indu & Sameeksha, 2019). 
In this context, the current research aims to critically evaluate the question of whether work-life balance is indeed the determining factor for job satisfaction, or if it is subject to the influences of other organisational and individual factors. By exploring the underlying processes and factors which affect the relationship between work-life balance and job satisfaction, the current research can be seen to contribute to the current discourse on the subject within the context of the human resource management and organisational behaviour literatures.
Literature Review 
The concept of work-life balance has garnered increasing attention in both academic and organisational settings, reflecting a broader societal recognition of the importance of harmonising professional responsibilities with personal well-being (Borle et al., 2021). Work-life balance is commonly understood as the ability of individuals to effectively manage their time and energy between work-related commitments and personal pursuits, encompassing various aspects such as family responsibilities, social activities, and personal development. This equilibrium is believed to contribute positively to individuals' overall quality of life, health, and job satisfaction, while also enhancing organisational outcomes such as employee productivity, retention, and engagement (O. Oludayo et al., 2018).
Work-life balance is a multidimensional construct, with researchers often categorising its dimensions into four main components: time balance, involvement balance, satisfaction balance, and emotional balance (O. A. Oludayo et al., 2015).  Time balance refers to the allocation of time between work and non-work activities, emphasising the need for sufficient time for personal and family-related commitments alongside work responsibilities. Involvement balance relates to the extent of engagement in both work and non-work domains, highlighting the importance of being able to fully participate and derive satisfaction from various life domains. Satisfaction balance reflects the individual's perceived satisfaction and fulfilment derived from both work and personal life, emphasising the subjective experience of balance (Akinlade & Nwaodike, 2021). Emotional balance pertains to the ability to manage emotions effectively in different life domains, avoiding negative spill-over or conflict between work and personal life.
Achieving work-life balance is influenced by various factors, including organisational policies and practices, individual preferences and priorities, societal expectations, and technological advancements (Durodolu et al., 2020). Organisations play a crucial role in facilitating work-life balance through the implementation of flexible work arrangements, supportive organisational culture, and policies that promote work-life integration. Individuals also play a significant role in managing their work-life balance by setting boundaries, prioritising tasks, and seeking support from their social networks. Essentially, work-life balance is a complex and dynamic phenomenon that is essential for individuals' well-being and organisational success (Komlenac et al., 2022). Understanding the factors that contribute to work-life balance and its outcomes can inform organisational policies and practices aimed at enhancing employee satisfaction, engagement, and overall quality of life.
Work-Personal Life Strains
Work-personal life strains represent the negative experiences and challenges that individuals face when trying to balance the demands of work and personal life (Singh et al., 2019). This concept acknowledges the inherent conflict that can arise when the responsibilities and expectations of one domain encroach upon the other, leading to stress, dissatisfaction, and difficulties in managing both areas effectively. Work-personal life strains can manifest in various ways, such as time conflicts, role overload, and emotional exhaustion (Madey & Devi, 2018).
Time conflicts occur when the time demands of work and personal life overlap, making it challenging for individuals to fulfil their obligations in both domains. For example, long working hours or work-related travel may limit the time available for family and personal activities, leading to feelings of guilt or neglect (Komlenac et al., 2022). Role overload occurs when individuals feel overwhelmed by the multiple roles they play, such as being a parent, spouse, employee, and community member, leading to feelings of being stretched too thin and unable to meet expectations in any role adequately. Emotional exhaustion, often resulting from prolonged stress and strain, can lead to burnout and reduced well-being.
Work-personal life strains can have significant implications for individuals' health, well-being, and overall quality of life. High levels of work-personal life strains have been associated with increased levels of stress, anxiety, depression, and physical health problems. Moreover, work-personal life strains can also negatively impact job performance, job satisfaction, and organisational commitment, as individuals struggle to balance their competing demands (Kanu et al., 2023). Organisational policies and practices that support work-life balance, such as flexible work arrangements, employee assistance programs, and supportive organisational culture, can help mitigate work-personal life strains. Similarly, individuals can also adopt strategies to manage work-personal life strains, such as setting boundaries, prioritising tasks, and seeking social support. Work-personal life strains represent a significant challenge for individuals seeking to balance their work and personal life effectively (Uma et al., 2019). By understanding the nature of these strains and implementing strategies to address them, individuals and organisations can promote a healthier, more fulfilling work-life balance.
Employee Job Satisfaction 
Employee job satisfaction is a multifaceted construct that reflects the extent to which employees are content with their jobs and the various aspects of their work environment. It encompasses a range of cognitive, affective, and behavioural responses that employees have towards their jobs, including their overall satisfaction with their work, the organisation, and specific aspects of their job such as pay, benefits, work conditions, and opportunities for advancement (Brauner et al., 2019). One key aspect of employee job satisfaction is the cognitive evaluation of one's job and work environment. This involves the assessment of various job-related factors, such as the nature of the work, the level of autonomy and control, the opportunities for skill development and advancement, and the fairness and consistency of organisational policies and practices. Employees who perceive their jobs and work environment positively are more likely to be satisfied with their jobs (Zahid et al., 2022).
Theoretical Framework 
The theoretical framework for this study is based on the Job Demands-Resources (JD-R) model, which provides a comprehensive framework for understanding the relationship between work-related factors, personal resources, and employee outcomes such as job satisfaction (Bakker & Demerouti, 2007). The JD-R model posits that job demands and job resources are two key factors that influence employee well-being and performance. Job demands are aspects of the job that require sustained physical or psychological effort and are associated with certain physiological and psychological costs. Examples of job demands include high workload, time pressure, and role ambiguity. Job demands can lead to strain and stress, which, if not adequately managed, can result in negative outcomes such as burnout and decreased job satisfaction (Shin, 2020). On the other hand, job resources are aspects of the job that help employees achieve work goals, reduce job demands, and stimulate personal growth and development (Sheppard, 2016). Examples of job resources include social support, feedback, autonomy, and opportunities for skill development. Job resources are hypothesised to reduce the impact of job demands on strain and stress, leading to positive outcomes such as increased job satisfaction and engagement (Jones, 2018).
The Job Demands-Resources (JD-R) model has garnered significant attention and application in the study of occupational health psychology and organisational behaviour. However, despite its widespread use, the model has faced several critiques. One major critique of the JD-R model is its simplicity and lack of nuance in conceptualising job demands and resources (Sackett & Walmsley, 2014). Critics argue that the model's dichotomous categorisation of job aspects into either demands or resources oversimplifies the complexities of the work environment. In reality, job characteristics often exist on a continuum, with some aspects having elements of both demands and resources.
Methodology
The research philosophy adopted for this research is positivism, which is appropriate for investigating relationships between variables, as it is possible to measure them empirically. This philosophy is appropriate for this research because it will enable the researcher to determine the extent to which work-life balance affects employee job satisfaction within a specific context.
The research design adopted for this research is quantitative, which will enable the researcher to survey employees at a specific point in time. This will enable a systematic analysis of relationships between work-life balance and job satisfaction, as well as work-life balance and employee satisfaction, within the Nigerian banking industry. The population of interest for this research includes employees working in various banks in Nigeria, with an estimated population of 39,610 staff.
To determine the appropriate size of the sample, this study will use the formula proposed by Yamane (1967), which is commonly used in social science studies for determining the size of a sample. The formula is written as follows:
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Using this formula, this study found that the appropriate size of a sample would comprise 396 employees, which is deemed sufficient to ensure representativeness and reliability of the findings. The sampling method used in this research is a probability sampling method, namely simple random sampling, which gives all members of a population equal opportunities to be sampled, thereby eliminating sampling bias.
The data collection instrument used in this research is a structured questionnaire, which is designed to collect information on work-life balance practices and job satisfaction of employees. The questionnaire contains closed-ended questions measured on a Likert scale, which enables quantitative analysis of data. To establish its validity and reliability, a pilot study was conducted, and adjustments were made if necessary. Reliability was assessed using Cronbach’s alpha coefficient.
The collected data were analysed with the help of descriptive and inferential statistical techniques. For instance, descriptive statistical techniques like frequency, mean, and standard deviation were used to describe the collected data. Inferential statistical techniques like regression analysis were used to test the relationship between work-life balance and job satisfaction. The collected data were analysed with the help of statistical software like SPSS. The methodological approach used in this study can be considered rigorous and objective, and the results generated can be considered reliable and generalizable in the context of the Nigerian banking industry.
4.0	Result
Inferential Statistics and Hypotheses Testing
There is no significant influence of work-personal life strains on job satisfaction of workers Table 4.1. Model Summary of Regression Analysis on the significant influence of work-personal life strains on job satisfaction
	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
	.037a
	.001
	-.001
	1.160
	.001
	.539
	1
	394
	.463
	.925


1. Predictors: (Constant): Work-personal strains
1. Dependent Variable: Job satisfaction
Source: Researcher’s findings, 2026
Decision rule: The regression analysis result shown in table 4.7 was used to determine the influence of work-personal life strains on job satisfaction of workers in the banking sector. The result found R-square (R2) to be 0.001 which indicated that 0.1% of the variance in job satisfaction is been predicted by work-personal life strains. The result has a negative significance.

Table 4.2. Coefficientsa of the significant influence of work-personal life strains on job satisfaction
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	3.636
	.483
	
	7.532
	.000

	
	Work-personal life strains
	.080
	.108
	.037
	.734
	.463

	a. Dependent Variable: Job satisfaction
b. Independent Variable: Work-personal life strains


Source: Researcher’s findings, 2026
Decision rule: Table 4.8 on the coefficients of the significant influence of work-personal life strains on job satisfaction of workers in the banking sector. the finding indicated that work-personal life strains have a significant negative influence on job satisfaction which indicated that p= .463 > .05.
Discussion of Result
This study discovered in hypothesis one that job satisfaction is been predicted by work-personal strains. This implies that work-personal life strains have a significant negative influence on job satisfaction of workers in the banking sector, with R-square (R2) to be 0.001 which indicated 0.1% of the variance in job satisfaction. This outcome could be attributed to the various difficulties that work-personal life conflicts impose on bank employees. This finding supports the study conducted by (Hasan, Jawaad and Butt, 2021), which suggests that the combination of work-related stress and personal strain is associated with both physical and mental health problems. According to (Birkeland et al., 2015), An unpleasant work environment results in higher utilisation of sick leave, decreased productivity, employee turnover, greater expenses for healthcare, and strained personal relationships. A similar study proposed that failure to achieve a proper work-life balance can result in significant emotional strain and reduced satisfaction in the workplace (Agbozo et al., 2017). The more the stress imposed by the workplace, the more challenging it becomes to maintain a healthy work-life balance, resulting in diminished motivation and life equilibrium (Davidescu et al., 2020). Nevertheless, according to a study, 83.33% of female employees expressed dissatisfaction with the work-life balance provided to them. It was disclosed that they can experience stress as a result of an inadequate equilibrium between job and personal life (Kshirsagars, 2018).
Conclusion
This study aimed to investigate the impact of work-personal life strains on job satisfaction. Based on the objectives of the study, it can be concluded that work-personal life strains have a significant impact on job satisfaction. The regression analysis revealed that the R-Square (R²) for the data is 0.001. This means that only 0.1% of the variance in job satisfaction can be explained by work-personal life strains. Although the R-Square is very small, the significance of the impact reveals the adverse impact of work demands on personal life. This reveals that when employees are unable to cope with work demands in addition to personal life demands, job satisfaction decreases. This can have a further impact on the commitment of the employee to remain in the organisation.
Additionally, this implies that any increase in work pressures, no matter how small, which affects personal life and causes work-personal life strains, contributes to a decrease in positive attitudes toward work. In high-pressure work environments, such as those in the banking industry, where long work hours and high performance demands are common, having work-personal life strains may result in psychological and emotional challenges for employees, which negatively affect their sense of fulfilment in their work.
Thus, this study emphasises the significance of work-life imbalances as a key strategy in work organisations. Although the statistical value of work-personal life strains in job satisfaction is small, its negative value indicates that organisations cannot afford to ignore its effect on job satisfaction. Creating a work environment where work-life imbalances are addressed is a key step toward achieving a high level of job satisfaction in employees, which will result in a high level of workforce stability.
Recommendations
Based on the findings of this particular study, especially about the significant negative influence of work-personal life strains on job satisfaction, the following recommendations are made about organisations in the Nigerian banking industry and similar work environments:
Firstly, management needs to ensure the implementation of flexible work arrangements in their respective organisations. Such work arrangements include flexible work hours, work from home, and compressed work weeks, which would enable employees to effectively cope with work-personal life strains. By eliminating work-personal life strains, organisations would be able to increase job satisfaction.
Secondly, organisations need to implement work-life balance policies, which would extend beyond documentation to their practice in the organisation. This would include ensuring that employees are encouraged to practice work-life balance without any negative implications on their respective careers.
Thirdly, there is a need to establish a system of workload management and realistic performance targets. Excessive job demands and time constraints are two of the most significant causes of work-personal life strain. Therefore, there is a need to ensure proper distribution of work, realistic targets, and adequate manpower to avoid overburdening employees.
Also, there is a need for organisations to invest in well-being programs, which include stress management workshops, counselling, and other programs aimed at promoting well-being among employees. Such programs may help employees cope with work-life strain, which may result in stress, and enhance their psychological well-being.
Furthermore, there is a need to establish a culture in which work-personal life strain can be minimised. An organisational culture that prioritises employee well-being, open communication, and personal time can go a long way in mitigating work-personal life strain.
Additionally, there is a need to suggest further research on other potential variables, which include organisational support, job autonomy, and resilience as potential mediating/moderating factors in work-life balance and job satisfaction relationships. Longitudinal studies are also recommended to help researchers gain a deeper understanding of the dynamic nature of work-life interactions.
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Where:
n = sample size,
N = population size (39,610),

e = level of precision (0.05).




