Chapter One

Introduction
1.1 Background to the Study
Globally, human capital continues to be a valuable resource that is crucial to the
achievement of objectives, the survival, and the expansion of organizations. People's
performance is a crucial criterion for organizational results and success and is a r{%jor
determinant of whether an organization's objectives are met. Owners and m s of
organizations and businesses are therefore on the lookout for work: x do the
job well since the performance of the workforce is What.d(\ the efficient and
effective use of other resources used to achieve organizati@uccess and corporate
objectives'. : \QQ
Although every succeeding government, es@% in developing countries, has
implemented several policies to increa .Tk@b satisfaction of female secretaries, the
discussion of job satisfaction and t@portance placed on the concept by individuals,
government, whether in d Vel%cg‘or developing nations, as well as international
agencies, have made it ‘ﬁrigcal concept that has remained constant. The availability
of large work @%her than ones that are congested, adequate lighting, and
comfortable @kstations all contribute to favorable working circumstances. The
work environment is thought to be one of the important variables determining the
of organizational performance. Job satisfaction is also influenced by the
availability of productivity tools, such as updated information technology, that enable
employees to complete jobs more quickly.
However, the individual's appraisal of his or her well-being, health, relationships with

friends and lovers, and self-satisfaction with regard to job is referred to as life

satisfaction, which is a cognitive component of subjective well-being. In addition to



being a psychological aspect of daily life that cannot be seen, quantified, or measured,
satisfaction is a genuine emotion that involves satisfaction with one's past, future, and
other important perspectives of one's existence. But it makes sense as it manifests in
the human mind. However, one of the subsets of life satisfaction is job satisfaction.

Job satisfaction is also the level of contentment employees feel with their job. It has
been defined as a pleasant or happy emotional state brought on by an evalur:ltion of
one's employment or professional experiences. Others have described it @st a
person's level satisfaction derived in his/her job and in the cour . %ing out
his/her professional duties in the place of work; whether a persou%ﬁ their job or not
is understandable?. However, there are factors that inﬂueq&@'b satisfaction among
which are work-family life balance and Self-concepf.@(e so, working environments
play a significant part among the many asp t contribute to job satisfaction.
According to the research, factors thaf @r influence job satisfaction at work

S

include compensation, opportuniti r advancement, job security, and the

environment at work>. Q:b‘

However, Job satisfact'& .%oes far beyond employee’s daily duties, it includes
satisfaction wit %embers/managers, satisfaction with organizational policies,
and the impa()&;gir job on employees’ personal lives. Every employee in the world
is impac job satisfaction, which has drawn considerable attention in the research
re. However, a great deal of definitions, hypotheses, and measures have
resulted from this. Less emphasis has been placed on these conventional ideas of job
satisfaction in European nations, where it has instead been seen as a result of job
demand and workplace stress. These nations place a high value on comprehending the

idea and the source where job satisfaction can be most understood and gauged in

various circumstances.



The impact of psychosocial issues can be lessened by being aware of how job
satisfaction affects employee productivity and health. Workplace behaviors like
organizational belongingness and withdrawal behaviors like absenteeism and minimal
turnover are indicators of levels of job satisfaction. It also has a connection to life
pleasure. The relationship between life satisfaction and job satisfaction is reciprocal,
so those who are happy in both areas are likely to be content with both aspects.of their
lives*. Q
e

In other words, everyone within the organization should feel t %evel of
happiness and fulfillment from their work, regardless of age &ge\nder, not just a
small number of people. Organizations must work to creat&gé\lgh performance, non-
toxic culture where wellbeing comes before producﬁ(@t 1s not possible for any firm
to allow wellbeing take precedence over prod@%however it is better to balance
between the two. More, over, regul @ack, both negative and positive, is
necessary for employees to know t gon the correct track when doing their daily
tasks inside a business. Ad 1t1(@; they must be given the chance to discuss their
ideas with managers, a‘I‘1 senior management to help shape the organization's
future>.

Job satisfactiof is a concept and a phenomenon that employer’s of labour must take
into ser‘i%wnsideration if the objectives of the organization would be achieved. The
@1 is a factor that manages all other factors of production in an organization. This
means that the effective deployment of all other factors of production is based on the
effectiveness of the human who must be in his/her right senses emotionally,
financially, cognitively and psychologically. However, several constructs have been
used to delineate the factors that influence or determines how satisfied an employees

are with and in their job. The researcher in this study will make use of the two-factor



theory of employee satisfaction which proposes that there are two distinct sets of
factors that influence an individual's satisfaction and motivation in the workplace.
These factors are commonly referred to as motivators otherwise known as intrinsic
factors or satisfiers and hygiene factors otherwise known as extrinsic factors or
dissatisfiers. In the context of office managers and their job satisfaction relationships
with peers, company policies, physical workplace, working conditions, salarieg, status,

security, relationship with supervisors, and supervision are very important pqﬂ};\tb be

considered. ‘%\QO

Company policies, Office managers may be concerned with ﬂl@@' and fairness of
company policies, such as leave policies, work hours, a%%gformance evaluations.
Inconsistent or unfavorable policies can lead to ;®§a isfaction, Supervision, The
quality of supervision and the relationshi een office managers and their
superiors can affect job satisfactioné)@b ive and competent supervision can
contribute to a positive wor '@wironment, Interpersonal relationships, the
relationships office managéﬂ\h%é with their colleagues, subordinates, and superiors
play a crucial role in_their"job satisfaction. Positive relationships, teamwork, and
effective comnjunication can enhance job satisfaction. working conditions, the
physical x'@\tnent, such as the office layout, equipment, and amenities, can impact
job s@'s tion. Office managers may value a comfortable and well-equipped
\@pace. salary and benefits, the compensation package, including salary, benefits,
and rewards, is an essential factor. Adequate compensation can contribute to job

satisfaction, while inadequate or unfair compensation can lead to dissatisfaction.

Company and administrative policies as a factor that affect job satisfaction,
organization's policies can be a great source of frustration or motivation for
employees, if the policies are unclear or unnecessary or if not, everyone is required to

4



follow them willingly or grudgingly. Supervision is a factor that is extremely difficult.
It requires leadership skills and the ability to treat all employees fairly. Salary on the
other hand is not found to be a motivator but every employee is expected to be paid
fairly and as at when due. Interpersonal relationships, it is clear that satisfaction of
being employed is the social contact it brings, therefore, employees should be given a
reasonable amount of time for socialization (e.g., lunch break, meetings etc). V.Vorking
condition will either make or mar job satisfaction. Work itself, perh%:\host
important to employee motivation is helping individuals believe tha . @?l@hey are
doing is important and that their tasks are meaningful. Achieyen@e}l the other hand,
according to Herzberg's is predicated on the idea that mos@e genuinely desire to
do well, therefore, they should be place where they c'q@nction very well®.

More so, for recognition, individuals at all @'Qof the organization want to be
recognized for their achievements on the j{%%esponsibility, employees will be more
motivated to do their jobs well if f@ ve ownership of their work. Advancement,
reward, loyalty and perfor an@:bfth advancement’. More so, The hygiene factors
includes the policy of the %rganization, the quality of the supervision by the
company, the l@mvironment and condition, the employees’ relationship with
the owner, sa)w paid and the employee’s relationship with their peers. In short, the
hygiene factors can be described as the factors that related to the environment that in
(@ it’s performed. While the motivating factors are success on the job,
appreciation from the employer for the staff, employee accountability for job duties,
opportunities for participation in organizational decision-making, challenges at work,
opportunities for advancement for staff members, and opportunities for personal

growth on the job and within the organization®.



Another hygiene factors is the working condition, workplace surroundings, including
an employee's physical and psychological comfort, otherwise known as as working
circumstances. Additionally, it consists of all the equipment and instruments used at
work to make tasks easier and that fully safeguard a person at a workplace; company
policy’ is defined as the systems and functions used for accomplishing tasks as per
organizational set standards; Two factor theory defines the relationshi.p (wbith
supervisors as the relationship the employee has with his/her boss, supe%'g}, or
manager; the theory defines ‘relationship with peers’ as the .?bp p with
colleagues at work for both genders; the theory defined ”mor&ey& tk}e compensation

and benefits workers obtain for their labor. Giving employ@stiﬁed rewards keeps

them engaged, which in turn boosts their job satisfac’t@%.)

Q

The motivating factors include sense of ac%iEj ent. Office managers may derive

satisfaction from achieving challe@rg)}g

accomplishment. Providing opport@es for growth, responsibility, and recognition

Is and experiencing a sense of

can be motivating factors. &1& is recognition. Acknowledgment and appreciation
of office managers' effofts\afid achievements can significantly impact job satisfaction.
Recognition ca@f m superiors, peers, or subordinates and can be both formal
and info @[ore so is sense of career advancement. Opportunities for career
growth, ahd advancement can motivate office managers. Clear career paths,
@tions, and professional development opportunities can enhance job satisfaction.
Further more, is the employee sense of responsibility. Giving office managers a sense
of ownership and autonomy in their roles can be motivating. Having decision-making
authority and being entrusted with important tasks can contribute to job satisfaction.

The work itself. The nature of the tasks and the level of challenge and variety in the



office manager's job can affect job satisfaction. Meaningful and engaging work can

contribute to overall job satisfaction.

The motivating factors are work security which is a phenomenon that encompasses all
aspects of a job that safeguard employees' physical, mental, and personal wellbeing
while retaining their employment over the long term. Workers who were guaranteed
their job security for a longer period of time demonstrated higher job satisfz}c\@n
more so, two factor theory defined the concept of ‘work itself” as the tas @Vities
and responsibilities required to execute a job; the theorist defined "@ion" as the
act of receiving from others public acknowledgement, possib-ly@se'\form of rewards
or proof of a work well done'!. This means that emp%%%atisfaction was better
when they received praise from their managers, f : er efforts. Two factor theory
defined advancement as an employee’s pros@evelop within an organization for

e
continuous career advancements; stat@d

to undergo professional training, lb%ﬁng new skills and gaining new knowledge;

ancement include better opportunities

Two factor theory defined *achiév€ment’ as success in achieving goals and objectives,
which can be individualistic or in groups. defines growth as an employee’s preference

for progress, an( th@itl tives he makes for substantial personal growth!2,

It's cruci (Q:ep in mind that although hygiene aspects largely prevent unhappiness,
'@rs are the ones that lead to job satisfaction. As a result, improving hygiene
alone might not always result in greater job satisfaction. To provide office managers

with a fulfilling work environment, both criteria must be taken into account.

However, the theory only highlighted the job related factors of which literatures has
revealed that there are other factors that are outside or off-work factors that have the

possibility of affecting job satisfaction. The employee family and ability to cope and



balance between his/her work and personal life is crucial, therefore it is expedient to
understudy family life of office manager in relation to their job. It is assumed that a

balance between work and family will trigger satisfaction with and in the job.

The phrase "work-family balance" encompasses three ideas: "work," "family," and
"balancing." When discussing work-family balance, "work" is defined as "paid work"
or, more accurately, "a committed human activity aimed at meeting human nee‘d{Bgd
desires." It is more challenging to define a family nowadays since there ~&many
diverse ways people live that we can no longer speak about just oﬁ%}o family.
As a result, there have recently been an increasing numbar@y@ries about what
constitutes a family, what it is not, who the members&r@% whether there is only
\
Work family balance is a sub-set of work I'Q'Xe that includes an individual's
involvement in different life roles, an @%ﬁe henomenon, in this case between the

one definition of family or if there are others!?.

family and the job. Generally, w mily balance can be described as satisfactory
inclusion or “adjustment” &I&nultiple roles in an individual. However, problems
related to work-fami lance affect everyone, regardless of gender, age, job,
education, and @1 YWork family balance, defined as ‘the individual perception
that wor a@n—work activities are compatible and promote growth in accordance
with é%/idual’s current life priorities. However, it is imperative to note further
thge inter-relation between work and family has been interchangeably discussed in
a few different keywords such as work-family conflict, work-family facilitation,
work-family enrichment, and work-family interference, among others'>.

More so, there are a total of six conceptualizations of work-life balance as a result of a
thorough analysis of the definitions in the literature: a link between conflict and

facilitation and perceived control across multiple roles; parity across multiple roles;



satisfaction between multiple roles; the fulfillment of role salience between multiple
roles. Thus, it can be inferred from the aforementioned conceptualizations of
definitions of work-life balance that conflict arises when demands from the work and
non-work spheres are incompatible with one another. Due of this, an imbalance
between work and non-work activities is frequently referred to as work-family
conflict or work-non-work conflict!®. The opposite of balance is conflict. . (b
The term balance has also many meanings and there is a lack of COHSGHSI@\IOW
work-family life balance should be defined, measured and research Tﬁ?‘@quently,
the researcher with the backing from literature would make use %W\ork Interference
with Personal Life (WIPL), Personal Life Interference \@(PLIW), Work Place
Support (WPS), Satisfaction with Work Life B'a@%)(SWLB), and Improved
Effectiveness at Work Life Balance (IEWLB) ﬁ%%re work family life balance.
Work Interference with  Personal Lj \ ) shows that a person's Work Life
Balance can be said to be low if t%e' a job interference with personal life, or to
what extent individual wc@%terfere with one's personal life; Personal Life
Interference Work (PLI%k 'é person's Work Life Balance can be said to be low if
there is person@ erference to work, which can cause ineffectiveness of his
performance ﬁ%l worker, that related to stress (stress related), marital status (marital
related), \time (time related), family problems (family intrusion related), and
nce (dependent-related); Work Place Support (WPS) the indicators referred to
in this dimension are Support of the work environment (work environment support),
Support of the organization (organizational support), Support of managers or leaders,
and Support of co-worker; Satisfaction with Work Life Balance (SWLB) This
dimension explains how the dimensions above affect the satisfaction of workers at

work. Many studies have proven that Work Life Balance is significantly related to job



satisfaction'®. Workers who have a high Work Life Balance also have high job
satisfaction. Improved Effectiveness at Work Life Balance (IEWLB), this dimension
explains how the dimension of satisfaction in SWLB influences efforts to improve
performance or productivity!®. Moreso, it takes more that work family balance to
achieve job satisfaction. The employee personality largely depicted by his/her
perception of self is very important. .
Self-concept refer to people’s beliefs or judgement of their capabilities toqféhbize
and execute courses of action required to attain designated types . ances.
Self-concept refers to the overall idea of who a person thi.nl§s& Qr she is?. Self-
concept gradually emerges in the early months of life @Xhaped, and reshaped
through reported perceived life experiences, this meé@%no one is born with a self-
concept. The facts that show self-concept is le@%h some important implications
includes the fact that self- concept is c@%’oduct developed through experiences
and interrelationships, it is not ins%’ig it possesses relatively boundless potential
for development and actu. iza@‘ furthermore, an individual may perceive him/
herself different from hg{s because of previous and present experiences and
perceptions giv ers, more so individual may perceive different aspects of
him/herself 26 ifferent times with varying degrees of clarity?!.

Moderﬂ%hology sees the term "self-concept" or "the concept of self" as how
@al perceives themselves in broad studies, it is the ease with which one
perceives oneself, both positively and negatively. For this study, the researcher seek
to measure self concept with self image, self worth/self esteem, ideal self and self
efficacy.

Self-efficacy is characterized as a person's assurance in his capacity to plan the

actions necessary to achieve particular sorts of performance. It refers to assessments
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of individuals' propensity to devise and carry out plans of action in order to achieve
particular outcomes. One's perception of their own competence based on their
judgment of their capacity to carry out specific tasks and accomplish particular
objectives. Self-efficacy refers to one’s belief in her/his ability to succeed in specific
situations or accomplish a task?’. Self-image includes the influence of ones body
image on inner personality. At a simple level, we might perceive ourselves as a %)d
or bad person, beautiful or ugly. Self-image has an effect on how a pers%%ks,
feels and behaves in the world or in a particular setting, in this ¢ T\i?@)lace of
work. Self-esteem is confidence in one's own worth or abilities. &1&% stable sense of
self -worth??, &%’\

Self-image refers to how an individual sees themsél @ysically, emotionally, and
socially. It involves the beliefs, perceptions, “and evaluations a person holds about

their own appearance, personality traits ﬁ@jitie& Self-image can be influenced by

factors such as cultural standards, s mparisons, and personal experiences.

Self-worth or self-esteem rﬂ@g%e subjective evaluation of one's own worth and
value as a person. It in IV%S the overall sense of self-acceptance, self-respect, and
self-confidence. @em is influenced by a range of factors, including personal
achievementsXsocial interactions, feedback from others, and internal self-evaluations.

Q

High selfzeSteem generally leads to a more positive self-concept, while low self-
can negatively impact one's self-perception. The ideal self represents the
vision or image of the person an individual aspires to become. It is the representation
of the characteristics, qualities, achievements, and values that a person desires for
themselves. The ideal self can be influenced by societal expectations, cultural norms,
personal goals, and individual aspirations. Discrepancies between the actual self (how

one sees oneself) and the ideal self can lead to feelings of dissatisfaction or motivation
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to strive for self-improvement?. Self-efficacy refers to an individual's belief in their
own ability to successfully accomplish specific tasks or goals. It reflects the
confidence in one's skills, capabilities, and effectiveness to perform well in various
situations. Self-efficacy is closely linked to the concept of self-concept because it
affects how a person views their competence in different areas of life. High self-
efficacy is associated with a stronger sense of self-concept, motivation, and res;ilience,
while low self-efficacy can undermine one's self-perception and hinder achie@ﬁéﬁtﬁ.
These measures of self-concept interact and influence each other, s T}Sﬁécretary
of office manager’s overall self-perception and behavior. lee Yo crucial role in
psychological well-being, personal development, and the @’}tion of identity. This
means that office managers with negative self conb%\gﬁl suffer from delusion of
self thus incapacitating such ability to handle@%ation and deriving satisfaction
with job. . ‘\&%

Moreso, based on the model of sel nqegt, it was asserted that personal self-concept
is made up of the followir@%ements namely, affective-emotional self-concept
(how a person views th sg\lves in relation to emotional regulation or adjustment);
ethical/moral se@@% the degree to which a person believes they are honorable
and decent); !Qf—concept of autonomy (the perception of the degree to which each
person decisions about their lives in accordance with their own criteria); and
s@)ncept of self-fulfilment. However, over other labels, the phrase "personal self-
concept" is preferred (such as emotional self-concept or moral self-concept, and so

on?°.

However, for this study the concept of self is measured by the four constructs of
Personal self-concept which are Self fulfilment, Autonomy, Emotional adjustment

and Honesty. The concept of "self" is a multi-faceted and complex one, and it can be
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understood from various perspectives. When examining the concept of self,
particularly from the viewpoints of self-fulfillment, self-autonomy, emotional self,
and self-honesty, we gain insights into the fundamental aspects of human identity and
well-being?’. Self-fulfillment (SF) is how each person sees themselves in relation to
achieving the objectives they have set themselves in their life, feeling fulfilled,
meeting their targets, rising to challenges and their general achievements. I.ionesty
(HON) consists of how each person sees themselves in the sense of beil%i;@\iest,
upright and trustworthy in their behavior. It includes aspects such a tﬁ@aluable,
honorable and consistent person who tries not to harm oth.erK man or woman of
their word. Autonomy (AU) deals with how each pers&%&s themselves as an
individual equal to, but different from others. Tﬁi@gﬁdes aspects such as: the
perception of oneself as someone who is ind@% and different from others; the

feeling of not being dominated by othei’g@}able to function without depending on
)

others. Emotional Self-concept ( how each person sees themselves in the
emotional dimension, in re tio@&he more impulsive and reactive aspects of their

personality. This includes the perception of the following components: emotional

'\
balance, sensitiv'q,)@%mtion and control of one’s emotions?®.

Moreso, ée@lﬁllment refers to the realization of one's potential, aspirations, and
I

desir is the process of becoming the best version of oneself. From this
@ctive, the self is seen as an evolving entity with the inherent capacity to set and
achieve personal goals and ambitions. Achieving self-fulfillment often involves
pursuing one's passions and purpose, which can lead to a deep sense of satisfaction
and contentment. Self-autonomy is the concept of having control and independence

over one's choices, actions, and decisions. In this context, the self is viewed as a self-

governing entity that possesses the freedom to make choices based on personal values
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and beliefs. Autonomy allows individuals to align their actions with their inner

convictions and desires, leading to a more authentic and fulfilling life?°.

The emotional self encompasses one's emotional intelligence, awareness, and
regulation of emotions. From this perspective, the self is a complex amalgamation of
feelings, moods, and emotional responses that influence our thoughts and actions.
Understanding and managing one's emotional self is vital for emotional well- lﬂé{g
interpersonal relationships, and effective decision-making. Self-honesty is Q;Sﬁctlce
of being truthful and transparent with oneself, acknowledging o@}engths and
weaknesses, and recognizing areas for personal growth. In t«hm@)w'\ the self is seen
as a dynamic entity that thrives on self-reflection and %%ectlonm Self-honesty
fosters self-awareness, leading to a deeper under; t@g of one's values, beliefs, and
motivations, which can guide life choices a s in a more authentic and ethical
manner. Other than work — family ba nc@perceptlon there are other salient but

serious factors that can influence 0;@11 moderate the influence of some other factors

in the achievement of job sA@{%on, one of such factors is demographic factor

Demographic factors Q1§c?eed play a role as mediating variables between work-life
balance, the congept of self, and job satisfaction among secretaries. Having a clear
understandi f how demographic factors interact with these variables can provide

@insights into the experiences and well-being of individuals in this profession.
For 'example, Age can influence work-life balance, self-concept, and job satisfaction.
Some scholars found that work-life balance and job satisfaction were influenced by
age, with older workers reporting higher job satisfaction and better work-life
balance®!. Another study found that age influenced work-life balance perceptions,
with younger employees experiencing more work-life conflict*’. This means that
younger secretaries may prioritize career advancement and personal growth, leading
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to a potential imbalance between work and personal life. Older secretaries may
prioritize stability and work-life integration, seeking greater harmony between their
professional and personal responsibilities. These different priorities can impact how
they perceive themselves and their level of job satisfaction.

Gender is a crucial demographic factor that can significantly influence work-life
balance, self-concept, and job satisfaction among secretaries. Traditionally, women
have been overrepresented in the field of secretarial work. Gender roles an%‘g&etal
expectations can create additional challenges for women in terms o : '&@g work-
life balance. This can affect their self-concept and job satisfa.cti(&a{ticularly if they
experience conflicting roles and responsibilities. For i@e, some researchers
asserted that gender influenced work-life balance 5@@satisfaction, with women
reporting more work-life conflict and lower j o@gnion compared to men*3. More
so, another study highlighted that gen r\@simpact on self-concept, emphasizing
the importance of gender role expec@o in shaping individuals' self-perceptions’*.
Marital and parental status %@%ct work-life balance and subsequently influence
self-concept and job sat@:}\ion. It was reported that individuals' marital and parental
status influence Qfe balance perceptions, with married employees and those
with childrenKQperlencing more work-life conflict®®. This means the officer managers
with m&%l responsibility have the tendencies of experiencing work-life imbalance
f@?ecting are satisfaction with job. A scholar who examined the role of marital
status found that married individuals reported lower levels of job satisfaction
compared to single individuals®®. Secretaries who are married or have children may
face additional demands on their time and energy, potentially affecting their ability to
maintain a healthy work-life balance. Balancing work and family responsibilities can

influence how they perceive themselves and their overall job satisfaction.
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Educational level can be a mediating factor between work-life balance, self-concept,
and job satisfaction among secretaries. Higher levels of education may provide
secretaries with more opportunities for career advancement, leading to a greater sense
of self-fulfillment and satisfaction. Additionally, higher education can equip
individuals with the skills needed to manage their work and personal lives more
effectively. It has been observed that higher levels of education were associat.ed with
better work-life balance and higher job satisfaction among employees?’. %} S0,
another researcher who explored the impact of educational level o : - ept and
job satisfaction, found that higher education was positively r.elat tQ\self-perceptions
and job satisfaction®®. This means that secretaries with hi@'\ével of education are
equipped with mental, psychological skills to cope '\@%ﬁ)rk and life and attain job
satisfaction. QQ

Socioeconomic status can influence ’@fe balance, self-concept, and job
satisfaction among secretaries. Rese gghas demonstrated that socioeconomic status
influenced work-life balance @ﬁob satisfaction, with individuals from higher
socioeconomic backgrc&i& reporting better work-life balance and higher job
satisfaction®. F@@%ce, some scholar investigated the relationship between

socioeconomibstatus and self-esteem, highlighting that higher socioeconomic status
was as@d with higher levels of self-esteem®. This means that secretaries with
@ socioeconomic status may have more resources and support systems that
enable them to achieve a better work-life balance. This can positively impact their
self-concept and job satisfaction. Conversely, those with lower socioeconomic status
may face greater challenges in achieving work-life balance, potentially leading to

lower job satisfaction and a less positive self-concept.
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It is important to note that while demographic factors can play a mediating role,
individual differences, personal values, and organizational factors also contribute
significantly to work-life balance, self-concept, and job satisfaction.

With the afore, it is clear that Work-family balance, self-concept, demographic factors,
and job satisfaction are interconnected concepts that have garnered significant
attention in the field of organizational psychology and human resource management.
Understanding the dynamics and relationships between these variables is %&} for
improving the well-being and job satisfaction of secretaries, who I.Q‘Ossential
role in supporting organizational operations. Work-family ba.lan ef;:rs to the ability
to effectively manage and balance responsibilities and corr@nts in both work and
family domains. It involves achieving harmony be‘t@ work-related demands and
personal or family-related obligations. Secretatigs ‘pften face challenges in achieving
work-family balance due to the de @%amre of their roles, including long
working hours, tight deadlines, andﬁ'ﬁed to juggle multiple tasks.

Self-concept encompasses {)@‘idual's beliefs, perceptions, and evaluations of
themselves. It represents the '\self-image, self-esteem, and self-identity that individuals
develop throu @Qexperiences, interactions, and societal influences. For
secretaries, se‘lﬁs:oncept may be shaped by various factors, including job role, career
aspirations, professional skills, and perceived competence in managing work-life
ilities.

Demographic factors such as age, gender, marital and parental status, educational
level, and socioeconomic status play a significant role in influencing work-family
balance, self-concept, and job satisfaction among secretaries. These factors can shape

individuals' experiences, responsibilities, expectations, and available resources,
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thereby impacting their ability to achieve work-family balance and influencing their
self-perception and job satisfaction.

Job satisfaction refers to an individual's subjective evaluation of their job and the level
of fulfillment and contentment they derive from their work. Secretaries' job
satisfaction is influenced by various factors, including the nature of their job tasks,
work environment, relationships with colleagues and supervisors, opportuni.ties for
growth and development, work-life balance, and alignment between persoQ)’@lues
and organizational culture. . \
Understanding the intricate connections between work-fami.ly ange, self-concept,
demographic factors, and job satisfaction is cmcia&@! organizations and
policymakers. It enables the development of suppostive policies, flexible work
arrangements, and organizational cultures thé@e employee well-being, work-

life integration, and job satisfaction foiz@%jes. By recognizing the importance of

these factors, organizations can cr%’ onducive work environment that enhances
the overall productivity, enf@ and job satisfaction of secretarial professionals.
However, there are limi g‘gudies on secretary job satisfaction and the impact work

family balance @oncept has on their job satisfaction, particularly in Nigeria

as a developiﬂgi ation. It is against these perceptions that the research work tends to

investié%ﬁrk-family balance, self-concept and job satisfaction of Office Managers

@a;e universities in Ibadan.

1.2. Statement of the Problem
In terms of a person's general wellbeing and productivity at work, job happiness is
essential. Office managers are essential to the success of an organization since they

are in charge of supervising numerous administrative duties and ensuring that
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everything runs well in the office. Office managers' degree of job satisfaction,
however, has been a source of discussion because it has a direct bearing on their
productivity, engagement, and retention within a business. To foster a healthy work
environment and encourage office managers' professional development, it is essential
to understand the elements affecting their job satisfaction.

Going by literatures, the followings it was found that Job satisfaction is cru.cial for
office managers to feel like they are part of the organization. More soég%ed
secretaries are more committed and loyal, and they are more likely \ Qé@arder to
make useful contributions to the organization. However, the .ina i 't)‘\of employers to
understand the relationship between job satisfaction and s@ies' performance is a
problem. Moreover, poor job performance among sé@nes is often caused by their
inadequate problem-solving skills*!. There are“probléms that prevent office managers
from feeling satisfied with their jobs. lem of how job satisfaction may be
improved to increase performan%l s to be addressed as well as how the
introduction of an effective job %‘Q‘n in the job of a secretary can show improvement
in the office informatior&g\ager’s job performance*?.

This study how; eg%mﬁed two factors of focus that is perceived to influence
office informét{c:n manager’s job satisfaction which are work-family life balance and
self -co‘r% First, work-life balance has been difficult to maintain in the employees’
\@ new technology and customer demands nowadays change the employees’
working patterns which need to spend more time on working to provide services

More so, recently, as pressure at work has been intensifying for both men and women
and many other factors connected with work have giving rise to strain and stress

among workers, the study sets out to investigate the influence of work-family balance,
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self-concept, and demographic factors on the job satisfaction of office managers in

Private Universities, Ibadan, Oyo State, Nigeria.

1.3. Aim and Objectives of the Study

Aim of the study

The aim of the study is to investigate the influence of Work-Family Balance, Self-

Concept, and Demographic Factors on Job Satisfaction of Office managers @Vate

The objective of the study are to:

Universities in Ibadan, Oyo State, Nigeria. ,%\QO
Y

1.

ii.

iii.

1v.

identify the level of job satisfaction of office infor&@i managers in private
Universities in Ibadan, Oyo State. ¢ \QQ
Identify the most prevalent dimensi&vork-family balance of office
information managers in privat U@%jities in Ibadan, Oyo State.

.

Identify the level of self-c%'
Universities in Ibadan, (@Qtate.

of office information managers in private

examine the infl nge of work-family balance on job satisfaction of office
informatj @gers in private universities in Oyo State.

examiK%the influence of self-concept on job satisfaction of office information

‘\%gers in private universities in Oyo State.

@Qstablish the moderating impact of demographic factors on work-family

Vii.

balance on job satisfaction of office information managers in private
universities in Oyo State.

examine the combined influence of work-family balance and self-concept on
job satisfaction of office information managers in private universities in Oyo

State.
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1.4. Research Questions
The study provides empirical answers to the following questions
1. what is the level of job satisfaction of office information managers in private
universities in Oyo State?
2. What are the most prevalent dimensions of work-family balance of {@e
information managers in private universities in Oyo State? . Q‘)&
3. What is the level of self-concept of office information m@ n private

universities in Oyo State? . \ %

1.5. Research Hypotheses Q
The following null hypotheses were te@.% level of significance:

Hy1. There will be no significant @nce of work-family balance on job satisfaction
of office managers in privawersities in Oyo State.

Ho2: There will be Q%?ﬁcant influence of self -concept on job satisfaction of
office managers'y Qvate universities, Oyo State.

Ho3: Ther \% be no combined influence of work-family balance and self concept on
J @faction of office information managers in Private Universities in Oyo State.
I-;)§.There will be no combined influence of work-family balance, self-concept and
demographic factors on job satisfaction of office information managers in private
universities in Oyo State.

Ho5: There will be no significant impact of combined effect of demographic factors
and work-family balance on the Job satisfaction of office information managers in

private universities, Oyo State.
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1.6. Significance of the study

The study titled "Work-family balance, Self-Concept, Demographic factors and Job
Satisfaction of Office Managers in Private Universities" holds significance for various
stakeholders like Organization Management, Human Resource Department,
Secretaries, University management, researcher and students. . ‘b
To the Organization Management, the study provides valuable ir%i:g} to
organization management regarding the work-family balance and j .ﬁation of
office managers in private universities. The findings can help.rrK ement understand
the factors that influence office managers' job satisfaction@ify potential areas of
improvement in work-family balance policies, ah@a e informed decisions to
enhance employee well-being and produd@%y addressing these factors,
organizations can create a supportive @Vironment, attract and retain talented
office managers, and promote overz%)'r nizational effectiveness.

To the Human Resource D%@%, the study has direct implications for the Human

Resource (HR) department, It offers insights into the factors that influence job

N
satisfaction an S@Q’ncept of office managers in private universities. HR
departments ééqiuse this information to design and implement effective work-family
balance programs, policies, and support systems tailored to the specific needs of
@ managers. The findings can also help HR professionals understand the
demographic factors that play a role in job satisfaction and self-concept, which can
guide recruitment, training, and career development strategies.

To secretaries and office manager, the study holds relevance for secretaries as it

focuses on office managers in private universities. Secretaries can gain a better

understanding of the factors that contribute to their own job satisfaction, work-family
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balance, and self-concept by drawing parallels with the office managers in the study.
The findings can help secretaries assess their own work-life balance, identify areas of
improvement, and potentially advocate for changes in policies or practices that may
enhance their job satisfaction and well-being.

For the University of higher learning, conducting this study within a university setting
allows the researcher's institution to benefit from the findings. The university can (gjn
insights into the job satisfaction, work-family balance, and self-concept Q’l)(}ﬁce
managers, which can inform the development of policies and p .?u med at
improving the well-being and satisfaction of their own offlce nagers. The study
also contributes to the existing body of knowledge in the ﬁ@ work-family balance

and job satisfaction, adding to the reputation anﬂiéhqofarly contributions of the

university. @

For further Studies, the study opens iif@)for further research on work-family

balance, job satisfaction, self-concept, “and demographic factors in the context of
office managers in private niv@‘es. Researchers can explore related areas such as
the impact of specific rk;\family balance interventions, the role of organizational
culture, or the iQL@’Q% additional demographic factors. Building on this study's
findings canQB%ltrl ute to a deeper understanding of the factors influencing office
manager 11-being and job satisfaction and inform the development of evidence-
erventions and policies.

Overall, the study has implications for various stakeholders, offering insights that can

inform decision-making, policy development, and individual self-reflection within

organizations and academia

1.7. Scope of the study
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The focus of the study is on the influence of Work-family balance, Self-Concept and
Job Satisfaction of Office Managers otherwise known as secretaries in Private
Universities in Ibadan, Oyo State, Nigeria mediated by demographic factors. The
dependent variables is the Job satisfaction of the Office managers and it would be
measured by Herzberg’s two-factor theory constructs which are achievement in the
place of work, recognition enjoyed in the place of work, perception about the.ir level
of responsibility, perception about the work itself, level of satisfaction @\heir
salary, perception about the supervisor or level autonomous enj . , ell as
organization policies. The independent variables are Wor1< ‘f& ily\ balance which
would be measured by work place support, work interf&@é with personal life,
personal life interference with work, satisfaction wiﬂ@@life balance and improved
effectiveness at work. The second independefit\vanidble is self-concept measured by
self fulfilment, self autonomy, emotio ﬁl{@%tment and honesty. The moderating
variable is demographic factor whichwould be measured by work experience, gender,
working hours, marital stat%@‘ademic qualification. The study would be carried
out in all private univer&ieg\in Ibadan, Oyo State, which as at the time of this study
were Six name @Q’ city University, Ajayi Crowther, Koladaisi University,
Dominion Uﬁ&grsﬂy, Atiba University and Precious corner stone University. The
responcli%will be all the secretaries/office managers in all the key offices of the
@Qies like the registrar’s office, the dean offices, the vice chancellor’s offices,

and HR offices.

1.8. Limitation of the study
Every research come its own sets of limitations. The major limitation encountered is

during the administration of the research instrument which falls within the period
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when most schools were on vacation and some of the staff were not on ground. The
limitation was however overcame by going extra miles of having to go back to the

universities over and over again.

&
&
=

Office Information Manager cretaries that deals that manages information in

1.9. Operational Definition of ter

offices of private universi iegs adan, Oyo State.

Job satisfactio r@ study refers to female secretaries in private universities
feelings of sé%faction about their job in regards to the achievement, recognition,
responsibility, salary, organization policies and the work itself.

@zzational Policies: is the level of satisfaction derived by office information
managers in private universities, Ibadan, Oyo State with the set of rules, and
regulation as well as employee code of conducts

Supervision: Is the level of support enjoyed by office information managers in private
universities, Ibadan, Oyo State from his/her supervisor or superior at work which

makes him/her to enjoy the working environment.

25



Salary: 1s the satisfaction derived by office information managers in private
universities, Ibadan, Oyo State with the fair compensation and appropriate benefits
which prevent him/her from being dissatisfied with his/her job

Interpersonal relationships: Is the degree at which office information managers in
private universities, Ibadan, Oyo State enjoys his/her work due to satisfaction derived
from relationship with colleagues at work. . (b;
Working conditions: Is the degree of Safety, comfortability, and welléq}ped
working conditions that inspire satisfaction with work by office info : %?@anagers
in private universities, Ibadan, Oyo State . N

Work-itself: 1t is the level of satisfaction derived by ofﬁc{ rmation managers in
private universities, Ibadan, Oyo State with regﬁ@o the meaningfulness and
challenging tasks that allow them to utilize ths’@%nd creativity.

Achievement: 1s the level of motivat@%d by office information managers in

private universities, Ibadan, Oyo ‘%t'e ith regards to opportunities they have to

accomplish meaningful ta@nd achieve goals, and experience a sense of

achievement in their wo N

Recognition: Is @’%g of appreciation and compensation gotten for work well
done that tr%iris satisfaction in office information managers in private universities,
Ibadan,‘%ﬁtate

@nsibilily: Is the satisfaction derived by office information managers in private
universities, Ibadan, Oyo State as result of the autonomy and the degree they are
allowed to put their knowledge and skills to work.

Advancement: 1Is the satisfaction that office information managers in private

universities, Ibadan, Oyo State derived from opportunities for personal and

professional development, such as training, career advancement, and skill-building.
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Work family balance: is the perception of female secretaries in Ibadan, Oyo state
that work and family life activities are compatible and promote growth in accordance
with an individual’s current life priorities.

Work Interference with  Personal Life (WIPL): is the extent at which female
secretaries in private universities in Ibadan, Oyo state perceived that their work can
interfere with their family life and personal life. .
Personal Life Interference with Work (PLIW): Is the extent at Whi%&le

secretaries in private universities in Ibadan, Oyo state perceived th;@gﬁl life or
'\

family life interferes with their work life .

Work Place Support (WPS): is the extent at which fex@ecretaﬂes in private
universities in Ibadan Oyo state, perceived to be éq@ng the support of the work
environment, support of organization they wo@%anagerial support and support
from co-workers. : )\&%

Satisfaction with Work Life Balanc@ ) 1s the extent at which female secretaries
in private universities, Ibad% (bfate perceived that the trio of WIPL, PLIW, WPS
affect their satisfaction &h %heir work.

Improved Effecti t Work Life Balance (IEWLB): this is the perception of
female secretz&{eﬂs 1n private universities on how SWLB influences efforts to improve
their perferiance or productivity in the discharge of their duties.

@mcept: in this study is the collection of beliefs possessed by office information
managers in private universities in Ibadan, Oyo State about themselves and their
abilities.

Self fulfilment: Self-fulfillment is the degree at which office information managers in

private universities in Ibadan, Oyo State realizes their potential, desires, and goals. It

relates to the sense of achievement and personal growth.
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Self Autonomy: Self-autonomy refers to the degree of independence, control, and self-
direction office information managers in private universities in Ibadan, Oyo State has
in their life. It relates to the feeling of being able to make one's own choices and
decisions.
Emotional Adjustment. Emotional adjustment refers to office information managers in
private universities in Ibadan, Oyo State’s ability to manage and regula}e their
emotions effectively. Q‘)i\
Honesty: Honesty in the context of self-concept refers to how c.\SQr office
information managers in private universities in Ibadan, Oyo %te{t\‘ er;seive themselves
and how truthful they are about their strengths, weakness@lues, and beliefs. An
honest self-perception is essential for a healthy self-éo@p

)¢
Demographic Factors: they are indi i%ﬁgeatures that can influences the way
secretaries in Ibadan deals with wor fgﬂ'{y life balance and job satisfaction
Gender: the sex type of ecn@és in private universities in Ibadan, Oyo State,
Nigeria. The gender in thi sgl y is either male or female
Work Experienc@@%ear secretaries in private universities in Ibadan has spent in
service 6\)
Age ra@the age of secretaries in private universities in Ibadan in years
@%anomic Status: Is the financial strength of the office managers in private
universities in Oyo State.
Education Level: Is the academic qualification of secretaries in private universities in

Ibadan, Oyo State.
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Chap eﬁvo
Lite tu‘\Qeview
This chapter attempt an indept rev@of literature on the topic under study. It is an
inevitable part of the studf@ré the researcher objectively and critically assesses
trends, showing areas ehgths and weaknesses of previous studies, and identifying
different asserti@% , opinions, arguments, omission or bias, tendencies as well
as thoug s@ﬂhe research topic. Literatures will therefore be reviewed under the

following subheadings.

2.1 : Conceptual Review

2.1.1. Concept of Job Satisfaction

2.1.2. Concept of Work-family balance
2.1.3. Self — Concept

2.1.4. Demographic Factors

2.1.5. The Concept of Information managers

2.2. Theoretical Models
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2.2.1. Frederick Herzberg theory
2.2.2. Work Life Balance Dimensions Model

2.2.3. Carl Rogers Theory of Self

2.2.4. Personal Self Concept Model
2.2.5. Work-family border Theory

2.3. Empirical Review

2.3.1. Work family balance and Job satisfaction . (b‘
2.3.2. Concept of self and Job satisfaction Q‘)i\
2.3.3. Demographic Factors and Job Satisfaction : QO
2.3.4. Work family balance, concept of self and Job satisfactio

2.4. Conceptual Model . %'\

2.5. Summary of Literature Review &%’\

&

S
O3
2.1.1. Concept of Job Satisfactiorﬁ

2.1 Conceptual Review

It has been challenging to m&;p with a definition of the notion that is universally
agreed upon due to the hgguity around the meaning of the word "job satisfaction
work satisfactio I@Qemployee satisfaction," which has led to multiple meanings
from vari u%@yols of thought. There are various ways to indicate satisfaction in the
place O‘f%k. Although the term "job satisfaction" has historically been associated
@professional fulfilment," this belief persists to this day. The opposite which is
Job dissatisfaction was defined as a person's failure to manage their lives and meet
their basic demands. The idea dates back to the 19th century, when having a means of
support and feeling satisfied was the norm!. The degree to which a worker feels
driven, content, and satisfied at work is referred to as job satisfaction. Employees

experience job satisfaction when they believe their careers are growing, their jobs are
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stable, and they have a healthy work-life balance. This suggests that the employee is

happy with their job because their work matches their expectations.

The concept of job satisfaction is a complex concept to define because it meaning
differs and varies in time and space, in other words between countries and
geographical regions’. Many scholars sees job satisfaction as an affective or
emotional reaction of an individual to their work; some authors too sees{@gb
satisfaction as attitudinal concept which is depicted by either positive ~ga‘[ive
attitude of an individual towards their job, positive attitude will resﬂ@m ve level
of satisfaction and vice versa. Some author sees job satisfaoti{@)zﬁl expectation of
an individual in their job or during the course of disc%g%g their duties, it their
expectation is met, it will create a sort of satisf: ct':@d if not, it will result in job
dissatisfaction®. More so, some sees job satisfac is a belief system which has been
formed for a long time, it is the value @@‘}}ﬁsome individual which makes them to
be satisfied with everything. Fin@ﬂome authors see job satisfaction as a multi-
dimensional concept. wl\‘&{%éompasses some facets of satisfaction related to
factors like pay, Vision, organization policies, benefits, professional
opportunities a@@l. ore, so job satisfaction to some is as a dependent concept

inﬂuence;l k@idividual personality, organization factors and the job itself. From the

foreg%g, it is obvious that job satisfaction as difficult concept is difficult to measure
(@ive“.

However, for definition sake, Job satisfaction is characterized broadly as people's
attitudes toward their work. It is the people's positive or negative appraisal or
judgments about their jobs as to whether it is satisfactory or not’. furthermore, job
satisfaction is a concept that precisely explains the satisfaction that people may or
may not have within a very specific domain- their job. Defined job satisfaction as a
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pleasuring emotional condition resulted from the evaluation on the job done by
someone and their achievements. The degree of job satisfaction comes from related
factors, i.e., personal factors (age, education, and working experiences), job factor
(type of work, required skills, responsibility and job status), and also factors that are
affected by the management such as salary, working environment, benefits, security
and promotion opportunities®. More so, from the job-characteristics moc.lel the
characteristics of an ideal job which are autonomy, feedback, skill Varé;\task
identification and task significance all together result in a balance . Q@al state
that fosters job satisfaction of employees’. Earlier ﬁnding.s h eklso proved that
opportunity to be creative enhance individual fulfilment @f—actualization which

further result in job satisfaction®. ¢ QQ)

Different authors, from different angles has %@p with factors that influences both
positively and negatively, employees@o;b%ﬁ

and long commuting hours seriousl ected the work life balance of working fathers

action. For instance, that long hours

in metro cities. This mean%%ork overload would pose a threat to the health and
wellbeing of the empl .“When over stretched, there will be lack of coordination
which will resu@@o in performance and frustration in the family relationships®.
Contraril @\ﬁnding was negated by another finding where it was reported that
long 6r ing arrangement makes academicians feel satisfied in self-esteem 0. This
m that the nature of the job sometimes could also be a factor that should be

studied.

All together, important aspects of job satisfaction, includes but may not be limited to
the following as circumstances differs thus each and every organization must carry
out organizational specific studies on what turn on and off their employees, but
generally, the following need to be given due consideration if objectives and aims of
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the organization would be achieved- appreciation, communication, co-workers, fringe
benefits, working conditions, nature of the work, organization, personal growth,
policies and procedures, opportunity for advancement, recognition, security, and
supervision. According to studies, factors that contribute to job satisfaction include
professional relationships with co-workers, the work environment, relationships with
supervisors and other faculty members, as well as the independence and free.dom of
one's work!'!. Mores so, studies shows that a healthy working environmen@ich
individuals feel well and respected, as employee as well as person )@p%ate life,
contribute to greater job and life satisfaction'?. . ‘6.\

Going by the dependent variable of this study, the mea%g%’}f Job satisfaction are
Achievement, Recognition, responsibility, work it@lpervisor, and wages/salary.
In a study on Understanding the impact of reward-dand recognition, work life balance,
on employee retention with job satis@%}‘a mediating variable on millennials in
Indonesia, the result of the study @ that reward and recognition, work life balance
and job satisfaction have '&Q 1%%ant positive effect on the employee retention of
workers. More so, Pr s"studies which was conducted globally showed positive
relationship be@e ployee retention and reward recognition and work-life
balance. Thi ans that to retain an employee, the reward system adopted by the
orga % as well as the job recognition which always come in terms of

@:iation and accolades are great drivers of retention'>.

In another Study on effect of employee retention on organisational competence, the
study focused on how supervisor’s support, reward and recognition and work-life
policies affect employee retention. It was found that the three of supervisor’s support,
reward system, recognition and work life balance policies had significant influence on
employee retention',
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According to the Herzbergs theory from which the constructs from the dependents
variables were derived. Several studies have been carried out on each of the constructs
which are regarded as the hygiene and the motivating factors that enhances
employee’s job satisfaction. In short, according to Herzberg's Two Factor Theory,
maintaining a high degree of job satisfaction and preventing the intention and feelings
of job unhappiness are both dependent on the employees' compliance V\./ith the
hygiene criteria. The drives and stimulants that inspire and arouse emplo;@%}S be
more productive, retain their good behavior in the workplace, and . \g@rate job
satisfaction can be characterized as the motivation eleme?ts &tk@ theory!>. The
hygiene factors includes the policy of the organizatioq&% quality of the
supervision by the company, the working 'e@onment and condition, the
employees’ relationship with the owner, salaf@%nd the employee’s relationship
with their peers. In short, the hygiene @an be described as the factors to the
environment that in which it’s perfc%'e ~While the motivating factors are success on
the job, appreciation from the e@%yer for the staff, employee accountability for job
duties, opportunities for Ktig:ipation in organizational decision-making, challenges at
work, opportuniti &advancement for staff members, and opportunities for

personal grovs)&{ion the job and within the organization'®.

To s@h the hygiene factors, Working condition, Workplace surroundings,
@ing an employee's physical and psychological comfort, are referred to as
working circumstances. Additionally, it consists of all the equipment and instruments
used at work to make tasks easier and that fully safeguard a person at a workplace;
company policy’ is defined as the systems and functions used for accomplishing tasks
as per organizational set standards; Herzberg defines the relationship with supervisors

as the relationship the employee has with his/her boss, supervisor, or manager;
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Herzberg defines ‘relationship with peers’ as the relationship with colleagues at work
for both genders; Herzberg defined "money" as the compensation and benefits
workers obtain for their labor. Giving employees justified rewards keeps them

engaged, which in turn boosts their job satisfaction!” '8,

The motivating factors are Work security which is a phenomenon that encompasses
all aspects of a job that safeguard employees' physical, mental, and pe}r\é‘@al
wellbeing while retaining their employment over the long term. Worker; were
guaranteed their job security for a longer period of time demon@%}hlgher job
satisfaction; more so, Herzberg defined the concept of ‘wc@e’ﬁ’ as the tasks,
activities and responsibilities required to execute @CQD, Herzberg defined

"recognition" as the act of receiving from others u@knowledgement, possibly in
el&

the form of rewards or proof of a work ne'®. This means that employee
satisfaction was better when they rece@ﬁ from their managers for their efforts.
Herzberg defined advancement c@%% employee’s prospect to develop within an
organization for continuouﬁ@ger advancements; stated that advancement include
better opportunities to fgo professional training, learning new skills and gaining
new knowledge@%e g defined ‘achievement’ as success in achieving goals and
objective \@h can be individualistic or in groups. defines growth as an employee’s

prefe@ce or progress, and the initiatives he makes for substantial personal growth?’.

&g with motivation factors, motivation has been defined by different authors in
relation to job satisfaction. The act or practice of giving someone a reason or
incentive to do something is known as motivation. Conscious and unconscious
elements, such as the intensity of one's own needs and desires, the worth of rewards
and incentives for accomplishing specific goals, and expectations held both by the
individual and by peers, interact to produce motivation. When done correctly,
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motivation has a positive impact on a person's intensity, direction, and persistence of
their intended activity, which can provide excellent results. Motivation is a useful and
potent instrument for igniting the desire and propensity to begin or continue
performing an activity. Motivation is the act, force, and drive to meet needs in order
to accomplish a certain target or goal®',?2. Academic staff motivation was favorably
correlated with both intrinsic and extrinsic motivation. Compared to extrinsic .factors,
intrinsic elements were more significantly associated with motivation??, I\@}tion
and intentions to flip over job were unrelated. Positive factors in e.ag rnover
intentions include salary, work environment, and job e.nK m.gntz“. More so,
compensation and benefits were positively related to turn: @r‘[entions however, no
significant relationship was found between recmitl’r@and selection and work-life
policies and turnover intentions?. Motivato@%ygiene factors were positively
related to job satisfaction, however, h Iq@ytors has greater effect on employees’
job satisfaction compare to mo §é6. Personal growth as Motivators and

supervision as Hygiene we%o@ly related to satisfaction of teacher?’.

Collectively, compari ¢ duo of motivation and hygiene factors, in a study on
Determinants 0@@ ployee Job Satisfaction in Myanmar: Focus on Herzberg’s
Two Factor @er Applying Herzberg’s two-factor theory, the study found that both
motiv@r nd hygiene factors influenced job satisfaction and dissatisfaction of the
1@ employees. In particular, interpersonal relationships, factors in personal life,
work itself, and recognition were major determinants of job satisfaction, and working
conditions, interpersonal relations, factors in personal life, supervision-technical, and

recognition all influenced job dissatisfaction of public employees in Myanmar?s.

In another empirical study Herzberg’s theory of motivation and job satisfaction: Does
it work for hotel industry in developing countries? It was found that The validity of
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Herzberg's theory of motivation and its connection to job satisfaction in the hotel
industry in developing nations are empirically tested using Employees in ten
international five-star hotels in Greater Cairo, Egypt, with self-administered pretested
questionnaire for the survey. The results of the study contradicted Herzberg's theory,
demonstrating that the hygiene element positively influences job satisfaction whereas
motivators have a negative impact on job satisfaction and are a source of unha;.)pi(rﬁs.
The hygiene element, such as pay and working conditions, is a significant c@btor
to job happiness. However, statistically speaking, motivation . ?SQ affect
satisfaction. The findings also revealed additional Variables,.suc s,i)ob engagement,

that modulate the connection between motivation and job S@tion”.

)
Furthermore, in a conducted study using fi %ﬁpendent variables—social,
economic, personal/family, and institutioéo determine the employment
satisfaction of academics staff. The@'@“ s done by the researchers on 478
academics from the nine CUs @e Northeast, spanning three fields (science,
humanities and social scﬁ&cs@ Correlation analysis and step-wise regression
analysis were applied @[&mine the relationship between the different independent

variables. Accotdin e study's findings, academic job satisfaction is positively

and strs%@ﬁelated with all four independent variables: social, personal/family,
econo&ic, nd professional elements. Additionally, it was discovered that compared
togtitutional and economic determinants, social and personal characteristics have

the greatest impact on job satisfaction’®.

Comparing working conditions and job satisfaction in hospitality workers across
Europe. The sample is made up of 1633 workers in 16 European countries. The results
demonstrate the existence of three different models of working conditions in Europe
leading to differing levels of job satisfaction in tourism?!. More so, affirm that job
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satisfaction depends on factors such as personal, organizational, managerial, academic,
professional, and economic variables®?. Identified four factors as determinants of job
satisfaction: professional development, interpersonal relations, economic expectations,
and working conditions*. The integral evaluation of a single element and the
thorough multidimensional measurement are the two main approaches used to
evaluate job satisfaction. The difference between the two approaches is that t.he(hﬁter
uses a variety of factors to determine job satisfaction, whilst the former r@n a
single item. The majority of national research on job sati .ﬁ?@uses a
multidimensional measuring strategy>*. . ‘6.\

For example, developed their Job Quality Index (JQI) fr %’31 variables which are
earnings, prospect, social environment, physica@@@nment, work intensity, skills

and discretion, and work time quality that ? ed to the multidimensional nature

of work®. The JQI has been considergd séveral survey investigation in respect to job
satisfaction because it is compr@ve in coverage, transparent in method, and
widely employed in the re%g)on job satisfaction and the quality of work in the

both continental and i fitinental context3® 37,

2.1.2. Conceg{'@ork-family life balance.

Three @tives can be used to understand the family. First, a family is defined
g the presence of other family members, such as parents, children, and other
relatives, according to the structural definition of the term. This comprehension
focuses on who constitutes family. This viewpoint demonstrates that family is a
person's place of origin (families of origin), a place of procreation (families of
procreation), and a place of batin (extended family). Second, there is the functional

understanding of the family, which places a focus on the accomplishment of
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psychological obligations and functions. These duties include giving care, reaching
out to kids, providing emotional and material support, and playing certain roles. This
viewpoint emphasizes on the duties carried out by the family. Third, a family is
understood as a group that builds intimacy through activities that produce a sense of
self as a family (family identity), expressed in the form of emotional ties, shared
memories, and future aspirations. This viewpoint focuses on the ways in W}.liCh the

family performs its duties’®. Qh)(\
Work family balance is becoming more and more important é'%}suit of its

advantages and added value to employee and organizational -p\ ance. To achieve
work-life balance, organizations should put more effort @plementing work-life-
friendly rules and creating a working environn%@ets their workers' needs and

lifestyles. This is crucial since employees who Yead balanced lives produce the best

outcomes. Work family balances are [@’u' ed in organizations that view success
as a possibility. It serves as a p for enhancing employee performance and

ultimately achieving comg&%ectives. One has achieved work-family balance if

they are able to alloca e“necessary time for all aspects of their lives properly and

avoid reﬂecting@e in one area.

The int @n of shorter workdays with four six-hour shifts rather than the typical
t ®ly eight-hour shifts at W.K. Kellog Company in the 1930s led to increased
employee morale and productivity, which is when work-life programs first emerged.
However, it wasn't until the following decades, specifically the 1980s, that the idea
started to gain traction with the consideration of things like worker engagement, rights,
esteem requirements, reward systems, and the physical work environment. No matter
a person's country, religious preference, culture, or gender, it has become tough to
balance work and personal life’*. Work and life balance is described as employers
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collaborating with employees to establish arrangements that take into account both the
needs of the business and the non-work aspects of employees' lives. This definition
emphasizes that work-life balance can only be achieved via a joint effort between
employers and their employees, including both employees and employers, who are
both equally crucial to the effective adoption of work-life balance policies and
AP

From a broader view, finding the ideal balance between one's job and lj ~%a‘[ is,

practices*.

living outside of work—and being at ease with both professié@d personal
commitments—is what work-life balance is all about. The requifement for employees
to combine their efforts in finding the right balance betw@%:%\ir work and non-work
roles is a recurring theme in discourses on Work—li‘@nce, while organizations are
being examined for how and why to imp Q a variety of work life balance
practices and policies to promote wc@&}‘ ell-being and employee productivity
which is a result of job satisfacc%éwithout compromising business objectives of
performance, productivity%roﬁts. prefer to use work-life balance (WLB)
interchangeably to wo niily life balance. To this end, work-family life balance is
the degree to W@e ployee is equally self-engaged and equally satisfied with his

or her w @'ﬂnd family role concurrently*!.

I @to achieve work-life balance (WLB), one must allocate resources across all
&ns, including time, energy, and dedication, in order to have satisfying
experiences in all of life's endeavors. The terms "work-life balance" and "work-family
balance" are frequently used interchangeably; however, the former term includes
additional roles played by an individual in the community, social, religious, and

recreational contexts*Z.
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However, it can be argued that work-family life balance, on the other hand, is more
constrained than the work life balance because it places a greater emphasis on the
interactions between work and family alone, excluding other aspects of life. Initially,
work life balance were policies that were once referred to as "family-friendly" but
now go beyond the confines of the family are commonly referred to as a more
comprehensive expression. It refers to flexible work schedules that enab.le both
parents and non-parents to take maximum advantage of schedules that strikeq}‘gﬁnce
between obligations at work and at home*. Mores, so the auth 1. d three
factors that affect work-life balance: work overload, work-.fa I {nilterference, and
family-work interference. The term "work overload" refer&%’\uving too much to do
in the time available. As a result, it causes feelings 'o@smn, exhaustion, and a lack
of time. Interference between work and familysaris€s when an employee's ability to

fulfill family obligations is hampere T@k demands and duties. Interference

between family and work happens %e'n employee's ability to fulfil their job duties

is hampered by family obli%@d demands*.

In their study, they ob d'that work-life balance is attained where there are shared
benefits for em@@a d the organization; it is about helping employees to maintain
healthy, V\@Mg lifestyles that will in turn lead to improvements in performance.
This %ﬁe calls for employers to make or embrace policies that would help their
e@y@es in facilitating better work life balance, else, the job will suffer as
performance will drop due to job dissatisfaction*> 46, More so, work-life balance is a
concept framed up with the sole aim of improving job probabilities and career
sustainability of workers. Employee performance on the other hand is essential for the
development and growth of any given organization but an organization cannot be

productive without a balanced employee, this means that employee must have a
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balance work and family life to attain job satisfaction thus leading to organizational

growth?.

Studies on work family life balance has came up with so many factors that can affect
work family life balance and it differs based on the working environment or work
itself, the gender of the worker and the geographical locations. It was found that
marital status and parenthood can also impact work life balance among lec't\ S.
Young ladies and men tends to have a very good work-family life bala @n the
married ones based on the level of commitment to family welfare wﬂ%}found very
high among the married than the unmarried ones*. Speciﬁ@ff the employees
perceive family responsibility discrimination from their s&})r, as they experience
increased emotional exhaustion and work-life ba a@such cases®. More so, it was
reported that aligning work and private lif; é

significant challenge for young

academics because of demanding wor@ itions, and it is particularly strong for

young female academics due to grc%-@ family responsibilities®.

categorized the inﬂuenceswvork and family life into three categories: factors
relating to the work %fgctors related to the family and personal life, and other
associated factors. The culture of long hours and unpaid overtime, time constraints,
the nee @)rt workdays, the rise in part-time employment, job intensification, and
shi '@Nork schedules are all elements related to the workplace. Expanding numbers
of women entering the workforce, dual career couples entering the workforce, single
parent homes increasing, and the strain of child care and elder care on employees'
health and welfare are all factors related to families and personal lives. Ageing
populations, the expansion of service-sector sectors, technical complexity of labor, a
lack of skilled workers, globalization, and workforce demographic shifts are further
connected factors’'.
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From literatures, organizations, in bid to create room for work life balance has came
up with some policies known as work-life balance policies. The strategies, found
across the board, as described in the literature, have been categorized into flexibility
of space & schedule, non-monetary benefits, external activities and employer brand>2.
Although the work-life practices found in the organizations outnumber those as

described by the above authors, but the practices can be described as foundational,

Flexi-time, also known as flexible working hours or flexible sche & an
agreement wherein the working schedule is set up between the ‘e'%;}ee and the
employer in a way that is advantageous to both parties. EI}&Q&G@S are given the
freedom to choose their own starting and finishing times @%g as it doesn't interfere

with the organization's ability to run sm(%@ne refers to flexi-time as
k

autonomous>’. However, flexibility in the workplaee is sometimes distinguished from
work autonomy since flexibility main@%ﬂ in limits, such as the amount of hours
an employee can work, but work auépmy does not have these restrictions>*. Another
variation of this is known a%%uous working days or the annual hours strategy, in
which the total numbe Surs that an employee must work is calculated for a given
period (week, fnon %e

organize ;E@fking schedule for that period as long as he or she works for the

requi@a ount of time*>. Scholars asserts that Flexible working hours’ arrangements

ar, etc.), and the employee is then given the option to

@eferable for employees across different cohorts, levels, gender, and are one of

the most sought-after benefits that results from organization policies*®.

Aside the flexi or flexibility policy is the Flexi-place. Flexi-place option, also known
as telework or homework, gives the employee the freedom to work from locations
other than the workplace. The use of modern communication technology might effect
this>’. Flexi-place can also be achieved when an employee works a few days a week
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or all seven days from a location other than the workplace. This is a situation whereby
an employee can work off the geographical location of the place of work. The
employee can be at his/her comfort zone and work>®. This is not however, achievable
or obtainable in some kind of work like the secretarial job where the physical

presence is highly needed.

Another strategy of ensuring work, family life balance is share work, Joint WOI‘WO
known as job sharing, it is an arrangement in which two or more people %t)s%milar
job profiles divide their responsibilities by allocating equal amd%%me and
compensation to each’. In addition to helping employees @tﬁeir time-related
obligations, it also fosters employee support and partners%g%[ creates a sort of bond
between employees as well as an avenue to shar i@d professionalism. More so,
Leaves, being one of the policies or strategy of ehhancing work family life is a kind of
balance provided by various @ '%ns which include sick leave,
paternity/maternity leaves, leave gb@sence, extra holidays, work leave, study leave,
emergency leave, career Vzdmong others and so on®®. In addition to these
amenities, organizatio r&) well known for offering "workplace social support,"”
which is define as%e erception among employees that management is concerned
with thei w% ing and facilitates resources and interactions. Social activities, sports,

ment%n hysical health, volunteer work, health promotion, confidential assistance,

an ancial advice are just a few of the policies that fall under this category®'.

After several literature review, the researchers decided to make use of the Banu and
Duraipandian model which classified work and life balance definition into five
dimensions which are Work Place Support (WPS), Work Life Interference Personal
Life (WIPL), Personal Life Interference Work (PLIW), Satisfaction with Work Life
Balance (SWLB), and Improved Effectiveness at Work Life Balance (IEWLB). In
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their findings, based on a study that measured Working Life Balance of 387 IT
professionals in Chennai India. WPS significantly influenced WIPL and PLIW. It was
also found that WIPL significantly had a negative influence on SWLB, but PLIW not
significantly had a negative influence on SWLB . Lastly, SWLB significantly had a

positive influence on the increasing effectivity of SWLB (IEW)%2.

Work Interference Personal Life (WIPL), it is the degree at which employees}\ k
interferes with his/her private or family life. An employee’s Work family gb ance
can be said to be low if there is a job interference with personal lif€, N\r at extent
such individual work can interfere his or her personal life“i\‘ instance, Long,
inflexible working hours and overtime of a companies se%(g%’?s can indirectly result
into tension and cause stress thus having a neg ti@rference with ones family®*.
To buttress further, Agha etal explained that gfe balance is a process to find the
right balance between work and peu@ﬁéﬂf , and comfortable feelings on work
commitment and family. The rese %Jesult explained that work which is intervened

by personal life or vice Ver%l%egative relationship with job satisfaction®.

Personal Life Interfer@ﬁork Life (PLIW) on the other hand is the degree or the
extent at which@%al life matters daubed into work Life. A person's Work Life
Balanc % said to be low if there is personal life interference to work, which can
r @ineffectiveness in his/her performance as an employee. The stress could be
&al stress, marital related stress, time related stress, family intrusion related stress,
dependent or independence related stress®®. It was put this way; work -family
Conlflict can arise from two sources: interference from work to family (such as when a
child's illness prevents them from attending work) and interference from family to
work due to the cumulative demands of playing several roles (long working hours
prevent performance of duties at home). There are three types of WFC: time-based
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conflict (excessive family responsibilities, shift work, rigid work schedules, long
hours), strain-based conflict (role conflict, role ambiguity, insufficient spousal
support), and behavior-based conflict (expectations for warm, emotional, human
relationship). When a person is unable to set aside time to fulfil the requirements of
another function due to time constraints in one role, there is a time-based conflict.
Behavioral conflict develops when the behavioral patterns necessary and
demonstrated in one function are incompatible with those required for an@ole,

and strain or tension-based conflict happens when a strain from one,%\%@cts how

a person performs in other roles®’. o

Workplace Support (WPS) in this dimension mcludesép%ort for the workplace

(workplace support), organizational support (or ’Y@ onal support), manager or
leader support, and co-worker support. Th ﬁplace encourages one to express
more emotion. It may affect emplo;@;%él ation to look for new employment
opportunities somewhere else if i %ot available. An employee must be sure that
should anything happens, mployer would be there. If the company makes an
attempt to publish poli Work Life Balance will be determined. One of the reasons
for high tumov@%e ck of a strong work-life balance. Supervisors or superiors,
however,ar e beneficial in fostering a balance between work and family, so also
are th érkerség. As long as all these are in place, the employee would be satisfied
gls would lead to optimum performance thus resulting in higher productivity of
the organization. However, it was explained that work-life balance could be facilitated
by organisation through flexible working schedule, telecommuting facility, and

family-friendly working environment. Employees who find that they are being

facilitated properly will tend to stay in the organisation®. Much more, the
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organization’s image will also be formed as a company that supports its employee’s

welfare and attracts the future workforce as a preferable company to work for.

Satisfaction with work life balance (SWLB). This is the degree of satisfaction
perceived in an individual pertaining to how they were able to attain balance between
their work and their family life or life as a whole. Several studies have proven that
Work Life Balance is significantly related to job satisfaction. Workers who*l@a
high Work Life Balance also have high job satisfaction. Improved Effe @ess at
Work Life Balance (IEWLB) on the other and explains how T%}wnsion of
satisfaction in SWLB influences efforts to improve performm@)p%ductivity. This
is the degree to which the satisfaction with work life %@e (SWLB) propel and

W

enhances employee to become productive at work 7‘\

Work life balance is the contrast of Wozk;%dly conflict (WFC). Till now there has
not been found option between the @X’oncept. That is it’s either work family
balance or work-family conflict. family conflict is the term used to describe a
working person's inability Mnce the demands of both work and family. Conflict
between a person's w %asd'\family life might arise when they have to juggle being a
parent, worker, Ql}pouse. Each of these roles requires time, effort, and dedication to
be fulfille @l. WEFC occurs when the demands of work and family obligations are
C @g, so that performing one obligation makes it more difficult to do another.
vﬁ family conflict is assert to be caused by the following factors, family related, job
related and individual related factors. In a study on Causes and Consequences of
Work-Family Conflict (WFC) among the Female Employees in Bangladesh, the
following factors were found; longer working hours, work schedule, high work

demand, family demand, commitment to the family, individual perception, traditional
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gender role experience, demand for leisure time, personal problem and unsupportive

family members’.

2.1.3. The concept of self

Positive self-beliefs are a central construct in psychology (the study of human

behaviour), and self-concept and self-efficacy are the most widely—@\and

theoretically important representations of positive self-beliefs. In Ps N , much

XN

effort has been expended in trying to distinguish between se%zoncept and self-
efficacy. Nevertheless, in practice and theory the @m

°
nce remains dark.
Researchers have conceptualized positive self-beliefq%ﬁ a variety of theoretical
perspectives (self-concept, self-esteem, self-ef@r',%xpectations of success, agency,
locus of control, outcome expectationss %‘Pégence, competency, growth mind-set,

etc). Particularly in studies of self-b&ie;a)ud motivation more generally”>.

Self-concept refers to an 1 'Vi&. evaluative perception of oneself within a domain.

self-concept has beenﬁesscribed as complex, dynamic and contextual, with

connections to I@J@%Hent experiences’. A person's experiences and reactions to

Accord to Marsh's internal/external (I/E) frame of reference model, such

the environ and situational contexts shape how they perceive themselves.
@%al contexts may be both internal and external. One's own domain-specific
self-concepts are compared to one another as part of their internal frame of reference.

To compare one's own ability to that of others is to use an external frame of

reference’.

The self-concept is fluid. As a person matures, he encounters various circumstances

and responds to them in different ways. These encounters, which come up throughout
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a person's life, sharpen him based on how he responds to them. The process of
rejecting things that are inconsistent with one's self-concept and accepting those that

are consistent with it is therefore ongoing.

Since self-concept is something that is taught as one gets older, no one is born with it.
According to this supposition, external circumstances can also form, alter, or have an
impact on one's self-concept. Self-concept is portrayed in this interpretation i%le
context of socialization and growth. It also considers the possibility tha &son's
perception of himself may differ from what other people think of h@rever, Carl
Rogers believes that the self-concept has three different com@g@ which are self

3\
image, self esteem/worth, and ideal self. &

Self-image is the view someone have about \;{elf. A person's self-image is
affected by many factors, such as paren:[a@ences, friends, the media etc. On the
other hand, the degree to which we Q'e)\éccept, or approve of ourselves, or how
highly we respect ourselves, i rred to as self-esteem (also known as self-
worth).There is always sowaluation involved with self-esteem, and we might
have either a positive@ggﬁve opinion of ourselves. Positive self esteem results in
Confidence in o ’Swn abilities, self acceptance, and optimism while negative self

esteem/wo Qesults in lack of confidence, wanting to look like someone else, and

%@m. Studies has shown that slef esteem influences performance’®.

Despite the many different viewpoints people have of themselves, it is considered that
one perception is the cause of all the other perceptions, leading to a cohesive self-
concept. It is more likely that a person will resist changing a belief when it is
consistent with his or her self-concept’’. Carl Rogers believed that for a person to

achieve self-actualization they must be in a state of congruence. This means that self-
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actualization occurs when a person's “ideal self” (i.e., who they would like to be) is
congruent with what they actually are (self-image). Therefore, self actualization
which is the realization or fulfilment of one's talents and potentialities results from

congruent between the self esteem and self-image’®.

In a study on he Role of Self-Efficacy in Job Satisfaction, Organizational
Commitment, Motivation and Job Involvement of teachers, it was found that the (@Je
teachers’ self-efficacy beliefs increased, the more their job satisfaction,.orSSé[ional
commitment, motivation and job involvement increased”®. More so, GSi \eachers, as
and example, in a study on Assessing the Relationship of Tea: Self-Efficacy, Job
Satisfaction, and Perception of Work-Life Balance of Lo%@ Agriculture Teachers
A strong, positive relationship was found bem@;%@all teacher self-efficacy and

job satisfaction, indicating the more efficacious acher is, the more satisfied he or

she is with the job. C.)‘\&

The concept of self has been delh’&d by different names life self awareness, self-
efficacy, self-belief, and so However, there is a related concept called core self
evaluation. The idea %&?ore self-evaluations was to create a wide-ranging, latent,
higher-order at@g&e that might be used to predict employee’ degree of job
satisfactio Qqe term "core self-evaluations" (CSE) refers to the most basic
a @nts that individuals make of themselves. The notion is broader than self-
esteém because it reflects beliefs in one's capacity to manage one's life and
competence to perform, cope, persevere, and accomplish. CSE also involves the
overall conviction that one's own life will result well nicely. Four characteristics—
self-esteem, generalized self-efficacy, inner locus of control, and (low) neuroticism—

are seen as indicators of the broad latent idea of CSE (or high emotional stability)*°.
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The peak of self is self actualization. Self-actualization is the need that enables the
individuals to recognize their complete potential. They got awareness about their
skills and competencies and put them into practice to achieve the desired state in life.
Maslow’s concept of self-actualization is considered as the peak point of the
motivational theory. Even the cultural difference has no influence of the
characteristics of self-actualization®'. Gopinath & Kalpana explains tha.t job
satisfaction is the main predictor of organizational citizenship behavior@use
satisfied employees tend to positively perceive about the organizati .?S@rt other
co-workers, and have realistic expectations in their work. .Th' eans people who
have achieved self-actualization are typically self-driven, @e of being mature in
the workplace, and willing to combine their persdq@ jectives with those of the
business. ¥2. However, according to Mashlow theory,”self actualization being the peak

of self is based on some factors Physil:%%Needs - Physiological needs include
r

things like food, water, oxygen, teniperdttre control, rest, activity, and sex. These are

regarded to be basic needs. a@eeds - Safety needs are the one’s which demand

protection from obstruxn of life, elements and physical ailments and health

'\
problems. The ipj@%n

to be able to live their lives without being threatened or
forced to doQHWt

and acc ce. Love and Belongingness Individuals can support these needs by

ing. These emphasizes giving and receiving love, affection, trust,

j@ and belonging to the group. Esteem needs - refer to the desire to be regarded
with respect and admiration by others. Self-respect and self-esteem are also seen as

being essential. The individuals must grow in confidence in their abilities®’.

Another dimension of self is self esteem. In a study on Work-family enrichment as a
mediator effect of supervisor support, self-esteem, and optimism on job satisfaction, it

was found that self-esteem have positive effect on job satisfaction, and optimism
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implies positive effect on job satisfaction®*. More so, scholar from another point of
view asserts that comparatively less attention has been paid to workplace factors that
are important for achieving competence-related need fulfilment. Most notably,
perceived demands-ability fit has been conceptualized in terms of such conditions in
terms of person-environment fit (i.e., the degree to which a person believes they have
the skills and abilities needed to effectively perform on a job). Self-efﬁc.acarb‘or
sustaining optimistic expectations for effective performance, is conceptually@r to
perceived demands-ability fit and has been proven to enhance e need
satisfaction and favourable job attitudes®. This means that i iv\idual beliefs in

himself and ability can influence effectiveness and thereby @ce job satisfaction.

Another concept delineating self worth or self %@@%ork—commgent self-esteem

self-esteem correlates with work

(WCSE) which is the degree to which w i
performance®®. The authors agreed éﬁ steem does not only influence job

satisfaction but it affect work fami (@Uance.

Conclusively, base on the é&)oncept it was asserted that personal self-concept is
made up of the follo@?our elements: affective-emotional self-concept (how a
person views the selves in relation to emotional regulation or adjustment);
ethical/mo Qlf-concept (the degree to which a person believes they are honorable
a nt); self-concept of autonomy (the perception of the degree to which each
person makes decisions about their lives in accordance with their own criteria); and
self-concept of self-fulfilment. However, over other labels, the phrase "personal self-
concept" is preferred (such as emotional self-concept or moral self-concept, and so

on®’.
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Moreover, for this study the concept of self is measured by the four constructs of
Personal self-concept which are Self fulfilment, Autonomy, Emotional adjustment
and Honesty. The concept of "self" is a multi-faceted and complex one, and it can be
understood from various perspectives. When examining the concept of self,
particularly from the viewpoints of self-fulfilment, self-autonomy, emotional self, and
self-honesty, we gain insights into the fundamental aspects of human ident.ity and
well-being®®. Self-fulfilment (SF) is how each person sees themselves in r%&h to
achieving the objectives they have set themselves in their life e. 1 Ifilled,
meeting their targets, rising to challenges and their genera} @gments. Honesty
(HON) consists of how each person sees themselves in @nse of being honest,
upright and trustworthy in their behavior. It includes @%ﬁ such as being a valuable,
honorable and consistent person who tries no@%m others; a man or woman of

their word. Autonomy (AU) deals wi ‘\Q%)each person sees themselves as an
individual equal to, but different %ﬁlers. This includes aspects such as: the
perception of oneself as so eo@e:%o is independent and different from others; the
feeling of not being domi at%d by others; being able to function without depending on
others. Emotio @'oncept (ESC) is how each person sees themselves in the

emotional dirh’qismn, in relation to the more impulsive and reactive aspects of their

person@his includes the perception of the following components: emotional

e, sensitivity, recognition and control of one’s emotions®®,

Moreso, Self-Fulfilment refers to the realization of one's potential, aspirations, and
desires. It is the process of becoming the best version of oneself. From this
perspective, the self is seen as an evolving entity with the inherent capacity to set and
achieve personal goals and ambitions. Achieving self-fulfillment often involves

pursuing one's passions and purpose, which can lead to a deep sense of satisfaction
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and contentment. Self-autonomy is the concept of having control and independence
over one's choices, actions, and decisions. In this context, the self is viewed as a self-
governing entity that possesses the freedom to make choices based on personal values
and beliefs. Autonomy allows individuals to align their actions with their inner

convictions and desires, leading to a more authentic and fulfilling 1ife®’.

The emotional self encompasses one's emotional intelligence, awareness’{Bgd
regulation of emotions. From this perspective, the self is a complex amal %}on of
feelings, moods, and emotional responses that influence our thot nd actions.
Understanding and managing one's emotional self is vital fo@tﬁ)nal well-being,
interpersonal relationships, and effective decision—makin%g%—honesty is the practice

of being truthful and transparent with oneself, a@edging one's strengths and

weaknesses, and recognizing areas for pers@wtb. In this view, the self is seen
as a dynamic entity that thrives on @

fosters self-awareness, leading to '%per understanding of one's values, beliefs, and

ion and introspection®. Self-honesty

motivations, which can gui&li%choices and actions in a more authentic and ethical

manner. @'}

Altogether, theserspectives on the concept of self offer a holistic understanding of
the hu Q)erience. Self-fulfilment underscores the importance of setting and
achi @ personal goals, self-autonomy emphasizes individual choice and
independence, the emotional self acknowledges the role of emotions in shaping our
experiences, and self-honesty encourages introspection and truthfulness with oneself.
When these aspects of the self are integrated and nurtured, they can lead to a more
authentic, purpose-driven, and emotionally intelligent life, ultimately contributing to a

sense of well-being and fulfilment.

58



2.1.4. Job Satisfaction and Demographic Factors

Achieving a healthy work-life balance, creating a positive self-concept, and being
satisfied at work are crucial components of an individual's overall well-being and
professional success in today's fast-paced environment. Employers, employees, and
organizations as a whole must all be aware of how demographic considerations affect
these characteristics. The relationship between demographic characteristics suCNs
age, gender, marital status, and the number of dependents is exami x this

literature review along with how they affect work-life balance, sel@ep , and job

satisfaction among secretaries. . @'\

Demographic factors, such as gender, age, marital §ta&@d educational level, may
mediate the relationship between work-fami '@mce, self-concept, and job
satisfaction. For instance, research sugg slﬁlat women tend to experience more
work-family conflict compared to m@ to traditional gender roles and societal

expectations. Moreover, demo factors can influence an individual's self-

concept and, subsequently, Ntisfaction.

As earlier note@@@? "work-life balance" describes the harmony between
obligations in\c: personal and professional lives. Effective time and energy
managé@ 1s required to meet work duties while also making time for family,
and one's own well-being. An individual's self-perception, which includes
beliefs, values, skills, and personal identity, is referred to as their self-concept. The
degree of fulfillment and contentment that employee feels at work is referred to as
their level of job satisfaction. Therefore, It's essential to comprehend how

demographic characteristics affect work-life balance, self-concept, and job

satisfaction in order to spot possible problems and create focused initiatives to
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improve these areas. Age, gender, marital status, and the number of dependents are
only a few demographic variables that can have a big impact on a person's
experiences in these areas. It's essential to comprehend how demographic
characteristics affect work-life balance, self-concept, and job satisfaction in order to
spot possible problems and create focused initiatives to improve these areas. Age,
gender, marital status, work experience and marital/parental status and so on are only

a few demographic variables that can have a big impact on a person's expeé;}s in

these areas. ‘%\QO

Work-life balance is significantly influenced by age. Due@e’fr aspirations to
advance their careers, younger secretaries may have @%e drawing boundaries
between their professional and personal lives. T e@frequently experience higher
levels of work-related stress. Older secretaries, the other hand, could prioritize
family obligations and need ﬂexibilit@%@!r schedules to maintain an acceptable
work-life balance. Work-life bal \%,could also be influenced by gender as well.
Women frequently strugg to%ﬁlance the demands of job and family, especially

those who provide carg“Wdmen may experience additional demands to manage as a
3 .

result of cultura@)&
N

A study o %pact of demographical factors on work life balance among academic

ons and gender stereotypes.

st @niversity of Kelaniya, Sri Lanka found that demographic variables, such as
age,” gender, and work experience affect job satisfaction of staff working in the
university Based on the analysis researchers identified that there is significant
relationships among gender, and marital status and Work Life Balance excluding age
as a demographic factor. The study further identified females as a best group in Work
Life Balance and under marital status single group is having Work life Balance
greater than married group. Based on findings researchers established that there is a
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significant impact of gender and marital status on Work Life Balance as demographic

factors®!.

It was assumed that Staff with long working experienced who are expected to have
mastered the duties in relation to how it inter-relates with their personal and their
family life were not satisfied while female and younger employee are more motivated
and satisfied. In a study Impact of Demographic Factors on the Job Satisfaoti{&A
Study of Private University Teachers in Bangladesh, gender was found (@Ve no

significant effect on job satisfaction®”. However, other studies have @hat women

tend to report lower levels of job satisfaction than men®. < @'\

More so, age has been found to have a significant effe&@bb satisfaction in several
studies. For example, a study of police perso @d that older officers reported
higher levels of job satisfaction than Wer officers®. Similarly, a study of
employees at Pars Ceram Factory in @X@und that job satisfaction increased with
age®. This means the older the in the work the more satisfied they become
probably because they have&gaétered the work and its nature as well as its demand
which takes time to e s?and and master. Education has been found to have a
significant effechyjob satisfaction in some studies. For example, a study of teachers
in publi %ry schools in Kenya found that teachers with higher levels of education
r@@higher levels of job satisfaction®®. However, other studies have found no
i

significant relationship between education and job satisfaction®’.

For designation work experience, in a study of private university teachers in
Bangladesh, designation and experience were found to have a significant effect on job
satisfaction®®. Specifically, professors reported higher levels of job satisfaction than

lecturers, and teachers with more experience reported higher levels of job satisfaction
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than those with less experience. Marital status has been found to have a significant
effect on job satisfaction in some studies. For example, a study of employees at
Adamawa State University in Nigeria found that married employees reported higher
levels of job satisfaction than single employees®. Overall, the relationship between
demographic factors and job satisfaction is complex and varies depending on the

specific factors being studied and the context in which the study is conducted.

AL

A study which is specifically on demographic factors that marital st '\Ve a
significant effect on employee job satisfaction in ADSU, the resﬁ'@ﬁe analysis
further revealed that staffs are not satisfied with the eo Quality of their
responsibility, finding further revealed that they don’t ha@é%ate technical support
needed to carry out their duties diligently. In add'ti;% e staffs also don’t receive fair
compensation and incentives for their role a ﬁsﬁtution. Furthermore, employee
educational background played a sign@%b in job satisfaction, those with higher
qualification tend to be receiving }%‘%r salaries and more incentives, further revealed
that age groups of respot%lg)has significant effect on the job satisfaction of
employee, those betw §e bracket of 25-34 tend to be satisfied with their work
compared to t oseg ounger and older category of age. Moreso, gender has
significa e@@ on job satisfaction, male gender tend to be more satisfied with their

work @ are to female gender because they consider every work tedious and

strésstul 190,

Work-life balance refers to the equilibrium between one's professional responsibilities
and personal life. It entails finding a harmonious blend between work-related
commitments and activities that promote well-being, personal growth, and fulfillment
outside of work. Maintaining a healthy work-life balance is essential for several
reasons. First, it helps prevent burnout, a state of chronic exhaustion and mental
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fatigue resulting from excessive work demands. By creating boundaries and allocating
time for personal pursuits, individuals can recharge, rejuvenate, and avoid the
negative effects of prolonged stress. Achieving work-life balance also enhances
overall happiness and satisfaction. It allows individuals to prioritize relationships,
hobbies, self-care, and leisure activities, which contribute to their overall well-being.
Balancing work and personal life leads to a more fulfilling existence and impro es

mental health. However among the prevalent factors that affects work life b%‘;} are

demographic factors. ,%\

Several studies have examined the relationship ‘&f'h work -life
balance and demographic factors. For mstanceégc:ﬂas been found to have
a significant relationship with work-life balance!'? @s means that younger workers
may prioritize work over personal life, wh11 workers may prioritize personal
life over work. It shows that younger &ee r office manager in this case have the
tendency of prioritizing their job \ét. lder empoloyees give higher attention to their
personal life. Another dem@q&* factor that influences work-life balance is genders.
It was established wo§ y face more challenges in balancing work and personal

102

life due to sociéta tations and gender roles'~. It is believed that women have

more f@onmbﬂny especially when it comes to taking care other the children,

husb d the whole family. They have tendency of having a divided attention,
Qltment which can make them to loss balance in respect to their work and their

family or even personal life.

Marital life is another demographic factor that affects or have serious influence on
work life balance. Married individuals may have more responsibilities and obligations
outside of work, which can impact their ability to balance work and personal life.
More so, years of experience has been found to be a significant factor in work-life
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balance. This means that more experienced workers may have developed better
strategies for balancing work and personal life over time. Another factor is the
number of dependents. The number of dependents, such as children or elderly
relatives, has been found to be a significant factor in work-life balance Workers with
more dependents may have more responsibilities outside of work, which can impact
their ability to balance work and personal life. Income has been found to be a
significant factor in work-life balance!'®. It was found that Workers wi@%her

incomes may have more resources to help them balance work and %}S@fe, such

as hiring a nanny or taking time off work. )ﬁ.\
The unique identities and consciousness of own existen@%referred to as "selves"

in this context. It includes everything the 0fﬁc§ @@gers think, believe, feel, and

experience, as well as how they perceive a age with the world around them.

Office manager’s view of who they a‘e ;a%iﬁ' iduals is fundamentally based on the

1dea of the self.
Q)‘b»

Self-awareness, which entwoticing and admitting own thoughts, feelings, and
behaviors, is one co Aeg?of the self. It enables the human to consider who he or
she is, his/her pﬁg')ples, and our objectives. Self-awareness is essential for personal
develo Qecause it helps in identify strengths and shortcomings, make wise
chei @and grow in authenticity. The self is a dynamic and developing concept
rather than a set thing. Numerous things, including as human upbringing, culture,
society, relationships, and individual experiences, might have an impact on it. As the
human obtain new knowledge, draw lessons from experiences, and engage in social
interactions, the self-concept, which is defined as the beliefs, ideas, and impressions
we have about ourselves, can evolve through time. Our sense of individual identity
and the concept of self are closely related. The qualities, traits, and values that set us
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apart from others make up our identity. It is influenced by our unique histories,
societal obligations, and affiliations, including our gender, ethnicity, nationality, line
of work, and personal connections. Our identity gives us a sense of belonging and

guides how we interact and relate to others.

Looking at the influence of demographic factors on self concept several studies has
been carried out with varying findings. A study of university students in Pa n
found that age had a direct effect on self-esteem'®. Another study of ol ~%’lts in
Nepal found that age was negatively associated with self-esteem ‘a%\%l -related
quality of life!®. The same study of university students in Pa@ﬂ\found that self-
esteem was significantly higher in males than females. A@% of college students in

the United States found that self-esteem w. W y associated with academic
b

achievement for both males and females e relationship was stronger for
males!®. The study of older adults in @d that education level was positively

associated with self-esteem and -related quality of life'””. Back in Nigeria, a

study of librarians in Nige\@d that marital status was positively associated with

research productivity'® % |

Furthermore, tth)?y of university students in Pakistan found that family income
had a di %ct on self-esteem!?. The study of college students in the United States
@t students who lived on campus had higher self-esteem than those who lived
off Campus'!®. The study of librarians in Nigeria found that academic status was
positively associated with research productivity. The study of university students in
Pakistan found that the number of siblings had an inverse effect on self-esteem. The
study of university students in Pakistan found that area of residence had a direct effect

on self-esteem. All the afore-sited studies suggests that demographic factors can have
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an impact on self-concept or self-efficacy. However, the specific effects can vary

depending on the population being studied and the outcome measure being used.
2.1.5. The Concept of Office managers/Secretary

The concept of office managers has come under several nomenclatural issues ranging
from office technologist, information managers, personal assistants, secretaries, office
information managers and office managers. Whatever they are called, someti@ir
name is decided by the organization they serves. However, their res o@es and

the importance of their task is highly inevitable with offices not beihg able to exist

. )
and sustained without them. %'\‘\%

Globally, companies and other institutions, both publi@% private, are constantly in
need of secretarial services since they are essed@)&arrying out their primary duties
and eventually achieving their goals. W-i%ﬁfecretarial tasks and the secretary, no
organization can run smoothly. T%' tary plays a key role in the success and
expansion of the company. T}%cb‘fm secretary in this context refers to a private
secretary who assists an e%ﬁve in a variety of organizations and institutions. In
addition to bei @ent in shorthand and computer word processing, a
confidential s g

must also be proficient in handling all forms of correspondence,

office aﬂ%&stration, and routine issues like communication support!!!.

1@%% of are but not limited to; Administrative Services: This include managing
the reception function, planning meetings and conferences, man aging transportation
and travel, managing mail processing, coordinating officer parties and administering
business continuity programmes such as b business insurance, liability insurances etc.
Information Technology: This refers to the use of desktop software (word processing,

e-mail, spreadsheets and presentation); use of database systems, administering a file
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server and local area network, data and system security, system monitoring and
reporting, digital graphics and design and publishing and even view editing and
streaming, communication systems, cell phones, 2-way radios broadband, internet
access and document collaboration systems); record management/organization,
retention, storage, retrieval, disposal and security. Facilities, Equipment and supplies:
This is made up of office space costing and leasing, office moves and relgc%tibon,
signage, interior design and decor, overseeing cleaning, maintenance aré:p}airs
arranging for office equipment and supplies, and arranging for co .%rinting.
Management: This has to do with the top flight secretary.a in.g principles and
functions of management (planning, organizing, leading,&@’folling) documenting
the management organization and chain of commanﬂ@ establishing office etiquette
and business ethics guidelines. v) Communicﬁ@%his include writing letters and
reports, establishing phones procedur ;{%ﬁgtting and proof-reading documents;
using paper and electronic fOI‘l’nS%'l g together a corporate style manual and
making presentations etc. vi Sl@l‘hese include conceptual skills, people skills and

technical skills. Conceptual skills include ability to analyse problems and come up

'\
with solutions a@) %n ify potential problems and prevent them; ability to work

without supe&igion, demonstrate sound reasoning and judgement; and also have
ability f(%te decisions. People skills which enable the secretary to work with others
@e good oral and written communication, ability to read people, work with
different people and to be fair and firm, ability to listen and give others the
opportunity to provide input and other meaningful suggestions. These skills are very
important for a confidential secretary because they are the liaison between the chief
executives and all kinds of other employees from professional, technical and

managerial staff to clerk and blue -collar workers. The Technical skill on the other
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hand include ability to use computer technology, specialised knowledge and abilities
in communication system, records management, finance, human resources, facilities,

commercial printing, mail processing, and business insurance to name a few!!2,

2.2. Theoretical Models

2.2.1. Frederick Herzberg two factor theory (1968)

QP
&

The theory was propounded by Frederick Herzberg a psychologist wi%%ted that
job satisfaction and dissatisfaction are independent of each ot ather, individuals
look for the gratification of higher-level psychologica&%’@\s having to do with
achievement, recognition, responsibility, advancen;e@and the nature of the work
itself. According to this view, job satisfactio@'?iscontent exist independently of
one another. One set of job qualities Y )&%S), according to Herzberg, will result
in job satisfaction, while an other s@ job characteristics (hygiene factors) will result
in job discontent. The moti%&re the intrinsic qualities that are inherent in the job,
whereas the hygiene eleéments are the extrinsic aspects that are connected to the
employees' emo@)n@ nhappiness. The happiness and dissatisfaction elements are
independ nt%j,ables; as such, neither will rise while the other falls. Hygiene factors
do not‘l;%however, it will result in a lack of job satisfaction if not available. In
(@st, motivators are the actual elements that will encourage workers and increase
their level of job satisfaction. In this study, work family-life balance is regarded as a
hygiene factor that the company should provide to keep employees satisfied. While
actualization as a result of positive self concept acts as a motivator since it gives
workers the self-assurance they need to complete their professional responsibilities

satisfactorily.
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Based on Herzberg, the hygiene factors are what the organization must ensure are in
place and they includes, Organizational and administrative rules or policies .
Employees may become very frustrated with company policies if they are confusing,
pointless, or if not everyone is expected to abide by them!'!3. Although your policies
won't ever greatly inspire or satisfy employees, you may lessen unhappiness in this
area by making sure your policies are fair and apply to everyone equally. Addi.tionally,
make printed copies of your policies and procedures handbook available t@taff
members. If you don't already have one, write one while getting in t. e Crew.
Consider revising your current manual if you already hav.e 0 (e\gain, with staff
input); Supervision. You need to start by choosing wisely \@ou select someone to
the position of supervisor if you want to reduc€ ,@appiness in this area. It is

observed that good managers are not usually gﬁé&ployee& Being a supervisor is a

really challenging job. Leadership abiQ;.@ the capacity to treat every employee

equitably are necessary. In order N ent anyone from feeling singled out, you

should train your supervisors ve constructive criticism wherever feasible and
establish a standard p ce%ure for employee evaluation and feedback. Abusive

supervision can @@%Qtional, mental trauma that will results in little or no job

satisfaction' 14‘.\
Q

Salarbﬁl it comes to employees, the cliché "you get what you pay for" frequently
holds/true. Although wages may not motivate workers, they do want to be paid fairly.
People won't be satisfied working for you if they feel they aren't getting paid well''>.
To determine whether the salaries and perks you are providing are comparable to
those of other offices in your area, consult salary surveys or even your neighbourhood
help-wanted ads. Additionally, be certain that your pay, promotion, and bonus

policies are crystal clear; Personal interactions Allowing staff a reasonable amount of
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time for socializing can help you remember that having a job includes social contact,

which contributes to the happiness of having one'!¢

. They will become more
comradely and collaborative as a result. At the same time, you need to put a stop to
unpleasant remarks, inappropriate behavior, and rudeness. Take control of the
situation and, if necessary, remove the disruptive person from the practice if they
N

working circumstances. People's degree of pride in both themselves and t &)rk is

choose to persist.

greatly influenced by the workplace environment. Make every e(%} keep your
facilities and equipment up to date. A simple chair can hav@ﬁ‘ound impact on
someone's mental health. Allow each employee to have ]%g%‘ler own personal area,

whether it is a desk, a locker, or even just a driw'@n try to avoid congestion'!’,

You shouldn't be shocked if there is friction ameng your staff if you have confined

them to small spaces with little to no pé'o)%‘ﬂace.

The motivator factors are; the j on’@f Helping people feel as though the work they
are doing is essential and thir duties have meaning may be the factor that has the
biggest impact on e ')motivation. Remind them that their contributions to the
practice lead to Qg:gssful outcomes and excellent patient care. Tell success stories on

how a Qee improved a procedure or made a real difference in a patient's life.

oreat deal out of important actions that may have become routine, like seeing

a néw infant. Of course, not all of an employee's activities will be enjoyable or
satisfying, but organization should demonstrate to the employee how those tasks are
crucial to the overall procedures that ensure the success of the practice. You could
discover that some activities are truly unnecessary and can be eliminated or

streamlined, resulting in greater efficiency and satisfaction''8,
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Achievement. Herzberg's argument is predicated on the idea that most people
genuinely desire to do well. Make sure you've given them roles that make use of their
skills and are not failure-prone in order to aid them. For each role, establish specific,
attainable criteria and goals, and ensure that staff are aware of them. Additionally,
people should feel that they are being sufficiently pushed at work and receive timely,
frequent feedback on how they are performing. However, be careful not to ove.rwhelm

people with too many difficult or impossible issues because that might@@[yze

people. ,%\QO

Recognition. People want to be acknowledged for their COH{%‘ ns at all levels of
the business. Their achievements don't need to be giga@% order for them to be
acknowledged, but there should be a sincere co r@ion. If you see an employee
doing a fantastic job, take the time to compli hem right away. Thank them out
loud for handling the issue so effectiv@%ﬁk sure to thank them in your letter. As
an alternative, consider rewardi m. A formal recognition program, such as
"employee of the month,”%&ven be something worthy of triggering employee
sense of recognition' ¥ Afiother motivator is Responsibility. If employees feel
ownership over(theirwork, they will be more driven to do their duties well. Giving
workers the @bhomy and authority they need to complete their work is necessary for
them %as though they "own" the end result. Give people the chance to take on
n@responsibility as they advance in their careers. You must be careful not to

simply add extra work, though. Find methods to incorporate tough and meaningful

work instead, and consider providing the employee more independence and power.

Finally, on the motivators is Advancement. Promote loyal employee. If there isn't a
vacant position for a valuable employee to move into, think about giving them a new
title that accurately represents the kind of work they have completed. Allowing staff
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to further their education when it is practical will increase their value to your practice

and make them happier in their careers and this would facilitate job satisfaction!!®,

Situating this theory to the study, On the other hand, in a study that aimed at testing
the significance of Herzberg’s theory in the field of academics. The study also aims to
measure the differences in the satisfaction levels of academicians towards their job on
the basis of the location of their home town, that is, from Northeast and other paf%pf
the country. The study was primary in nature and data was collected with % ofa
self-developed questionnaire. The sample units consisted of ademicians
estimating around 30 per cent of the total academicianse )@1@ in the central
universities of Northeast India. Using multiple reg%@ analysis, step-wise
regression analysis and t-test in the study. It was o@m the study that Herzberg’s
two-factor theory can be successfully applied $ academics’ job satisfaction. Both
the motivation and hygiene factors ha@%{%und to be positively and significantly
related to job satisfaction. More %,!t was found from the study that there is a
significant difference in the‘;{&dction level of academicians towards the motivation
and hygiene factors ofjob“satisfaction due to the difference in their home town.
Academicians whose-home town is in the Northeast are found to be highly satisfied

towards e@i’vaﬁon and hygiene factors than the academicians whose home town

is in other parts of the country'!®,

Q
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Herzberg's Two-

i | Job Dissatisfaction
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Fig. 2.1. Herzberg’s Two factor theory of e-@tisfaction

2.2.2. Work Life Balance Dimensions ., * @

O

The scale was developed by Ban d Duraipandian in 2014 out of the quest to
develop suitable measures @rk Life Balance. the model popularly called work
life balance dimensions‘&&m up with five dimensional view point to delineate work
and family life balgt% dimensions are Work interference personal life (WPIL),
Personal i@werference Work (PLIW), Work Place Support (WPS), Satisfaction

>

with &r Life Balance (SWLB), and Improved Effectiveness at Work Life Balance

(IBWLB).

Personal Life Interference Work (PLIW): If a person's personal life interferes with
work in ways that are connected to stress (related to stress), marital status (related to
marriage), time (related to time), family issues (related to family intrusion), and

reliance, that person is said to have a poor work-life balance (dependent-related).
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Work interference personal life (WPIL): If a person's employment interferes with
their personal life, or to what extent their personal work can interfere with their
personal life, it can be argued that they have a low work-life balance. Using two
indicators, WIPL is divided. 1) Temporal (time base), 2) Tensile (strain foundation),
and 3) behavioral (behavior base). Long, rigid hours of work and overtime might
AP

Work Place Support (WPS): The indicators referred to in this dimension ~%pport

indirectly lead to anxiety and stress!!’.

of the work environment (work environment support), Support 01®1ganization
(organizational support), Support of managers or leaders, and)@g(')’rt of co-worker.
The work environment supports increasing one's feeling%g%\nstance, defining PSS
and Passive Work place support is defined as th “}@to which employees believe
that others in their social environment Valueécontﬁbution and care about their
global well-being” and PWS is deﬁ@%‘%e extent to which organizations are
willing to appreciate an emplo%%pontribution, support fulfilling their multiple
needs, and try for employee@e it was found that Perceived Social Support (PSS)

PWS facilitates working.wdmen's Work Life Balance to make an optimal socio-

economic contri@t@2 )

Satisfactio ch Work Life Balance (SWLB): This dimension explains how the
c@@ns above affect the satisfaction of workers at work. Many studies have
proven that Work Life Balance is significantly related to job satisfaction. Workers

who have a high Work Life Balance also have high job satisfaction'?!.

Improved Effetiveness at Work Life Balance (IEWLB) This dimension explains how
the dimension of satisfaction in SWLB influences efforts to improve performance or

productivity.
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Situating this theory to the topic under study, in a study on Work to family, family to
work conflicts and work family balance as predictors of job satisfaction of Malaysian
academic community, with the purpose of confirming that work to family conflict (W
to FC), family to work conflict (F to WC) and work family balance (WFB) are the
predictors of job satisfaction (JS) for Malaysian academic community, it was found
that W to FC and F to WC (Work to Family Conflict) and Family to Work Conflict
have negative significant effects on JS. Besides, WFB partially mediates~only” the
relationship between W to FC and JS while no mediation effect was foun@for F to

WC and JS!22,

personal life
interference
Work

PLIW

Work
interferenc
e personal
life

Work Place
Support

\A/1DI

Work family life
balance

WPS

Improved

Effectiveness
at Work Life Satisfaction
Balance with Work
(IEWLB) Life Balance
(SwLB)

Figure 2.2: Work Family Life Balance Dimension by A.R. Banu & K.

Duraipandian, 2014
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2.2.3. Carl Rogers Theory of Self

American psychologist Carl Rogers (1902-1987) is credited with starting the
humanistic approach known as person-centered therapy. This non-directive theoretical
perspective was based on the premise that people are inherently compelled to pursue
self-actualization via progress and was derived from personal experience.(&he
foundation of person-centered therapy was the idea that psychopath.olo ulted
from bad self-concept that was formed as a result of unfavorable%xg s shared
throughout childhood. This "lack of congruence" between the g@m self that clients
want to be and the ideal self they try to become is t%g\come of the negative
messages' instillation of "conditions of worth" tha@ﬁmpossible to meet. Through
affirming remarks, a lack of judgment, and encourdgement for the growth of the true

self, his therapy transmitted "uncondit@s' ive esteem" for the client'?.

Rogers identified one’s self—concq@"the frame upon which personality is developed.
It is the purpose of each pe to seek congruence (balance) in three areas of their
lives. This balance i %}'e'{led with self-actualization. As illustrated below, self-

actualization de@ three areas which are self-worth, self-image, and ideal self.

Self-acf%gon is this case according to Rogers is impossible if these images
%‘ ly self-mage and ideal-self) don’t overlap. This is so called “incongruent”
view and the role of therapist is to transform this view to a congruent one, both by
adjusting person’s perception of self-image and self-worth as well as making an “ideal
self” more realistic. The self-actualization process will lead to increasing overlap
between these areas and will contribute to person’s satisfaction with life. Within

Rogers’ schema each of the three areas has specific tasks. Until a person succeeds in
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self-actualization, they will have issues and remain out of balance in how they relate
to their world. Rogers however, emphasized that with regard to self-actualization the

personality of each person is very unique.

[NCONGRUENT CONGRUENT

:>'

TN\

R4

Fig. 2.3. Carl, Rogers Theory of s%,
2.2.4. Personal Self Modew. Goiii, J. M. Madariaga, I Axpe, & A. Goii, 2011

o
The concept of p r@'@mlopment, in its most comprehensive definition, involves
several dimensiohs”pertaining to an individual, encompassing both individual and
social %ognents. This includes the multifaceted facets of human psychological
. However, in a narrower context, the term "personal," in contrast to
"social," pertains to the more distinct, individual, or private facets of this progression.
What are the specific components or elements being referred to? For several decades,
psychological theories have been employed to elucidate the process of individual
psychological growth. A comprehensive examination of these ideas reveals that they

encompass four key dimensions: self-fulfilment, autonomy, honesty, and emotional
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adjustment'?’. Therefore, it can be inferred that the structure of self-perception in
personal development encompasses four dimensions. Specifically, these dimensions
include affective-emotional self-concept, which pertains to an individual's perception
of their emotional adjustment and regulation; ethical/moral self-concept, which relates
to the extent to which a person views themselves as honest and decent; self-concept of
autonomy, which involves an individual's perception of the degree to whif:h they
make decisions based on their own criteria; and self-concept of self—fulﬁlm@ich
refers to how individuals perceive themselves in terms of achievi .}sﬁe goals
and objectives'?. The utilization of the phrase "personal self:co t.'; 1s favored over
alternative designations, such as "emotional self-concep”&%\‘moral self-concept,"
due to its encompassing nature, as it incorporates aI]@rementioned categories. The
personal domain of self-concept pertains to a@%ual's perception of oneself as a
distinct entity. The aforementioned the Tf{@%&amework was utilized as a basis for
the creation and advancement of the&\Personal Self-concept (PSC) Questionnaire. The
initial iteration of the quesi{)@ comprised 22 items, while the ultimate version

was reduced to 18 items,

o
Moreso, two r@@l vestigations were conducted utilizing the aforementioned
experim ta@esﬁonnaire. In a study conducted, a questionnaire was presented to a
samp@ 06 participants ranging in age from 12 to 36. The results indicated that the
quéstionnaire had a high level of internal consistency, as evidenced by a Cronbach's
alpha reliability score of .85. Additionally, the exploratory analysis revealed a
satisfactory four-factor solution, accounting for 52.56% of the total variance.
Nevertheless, four specific elements (namely, numbers 2, 13, 16, and 22) did not

117

achieve the specified saturation level inside their respective factor''’. The second

study conducted which involved the implementation of identical analyses using a
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more extensive sample size consisting of 1,135 individuals. The participants in this
study ranged in age from 15 to 65 and were allocated into two sub-groups using a
random assignment method. In the initial phase of the study, an analysis was
conducted on the first half of the participants. The results revealed a Cronbach's alpha
coefficient of .83 for the instrument, indicating a high level of internal consistency!'?.
Additionally, the scales demonstrated a Cronbach's alpha coefﬁci.ent of

approximately .70, meeting the minimum threshold required for reliability. Q}i\

2.2.5. Work-family border Theory ‘%\ C

Fig. 2.4 The border theory is illustrated below and encom@fl\e traits that the
theory revolve around. It viewed the home and ws)rlﬂ%'g&as two distinct domains
separated by borders, and it included border cro @ border keepers in addition to
other significant domain members. For.\xgo&g%life balance, the border theory asserts
that every individual participated rol@\(wo domain of life- family and work or
work and family. The theory trea ¢ two as separate domain which can cross parts
base on certain condition. Sﬁli;‘)borders that may be physical or psychological have
separated these dom, %gnce, the borders’ flexibility and permeability between
work life and faﬁy life are important to manage because it will influence the level of
conflict, i tion level and ease of transitions among these domains. Only flexible
a @eable borders can smooth the integration between work and family domains.
Iﬁver, work family conflict may occur more often when the domains are rather
integrated and the transition become easier. In contrast, work family conflict is likely

to avoid by segmenting these domains and making the transition more effortful'?’.
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The work-life border the ry,\'gich Clark (2000) developed, is based on the concept
"

that people mana e@e otiate their work and non-work lives in a way that allows

for a balance & ruck between the two. The underlying premise of this concept is

that altl‘(%ﬁ ork" and "non-work" are two distinct worlds, they are interconnected.

der theory sees this interaction between the domains as existing on a
continuum that goes from segmentation to integration, where the two domains can be
thought of as being identical at the pole of integration and mutually exclusive at the
pole of segmentation. By evaluating the permeability and flexibility of the boundaries
between the two domains, the dialectic of segmentation and integration is further

examined. Flexibility refers to how malleable the boundaries between the two
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domains are, while permeability refers to how much psychical or behavioral aspects
can cross those barriers from one domain into the other!'?®. The theorist claims that
after describing the boundaries in terms of permeability and flexibility, the boundaries
can range from being strong (impermeable and inflexible) to weak (flexible and
blended), and that as a result, people can be classified as either "boundary crossers" or
"border keepers." People are typically perceived as border-crossers who manage and
negotiate the work and family spheres. Both central and peripheral border cr@“%g} are
classified as those who cross the boundary. In both sectors, centr; .&rossers
have a significant influence, and they frequently collaborate.w‘i!&le\ core players!3.
According to the border theory, center border crossers baL&@ob and family better

than peripheral border crossers. N QQ)
S
2.3. Empirical Review h'(-)\ﬂ

2.3.1. Work-family life balaHC@% Job satisfaction

Balance is a state of «¢quilibrium, evenness between two seemingly competing
phenomenon. S @%\dies has affirmed that work-family life or broadly called
work life b%%ge always have significant influence on job satisfaction which will
indirectllﬁther positively or negatively affect organizational productivity. For
in@ce, in a comparative study on Work life balance and job satisfaction among the
working women of banking and education sectors, the results showed that work life
balance and job satisfaction have a significant relationship this means that family life

9

and work life balance is a significant element of intrinsic parts of job satisfaction'?’.

In addition, another study on Impact of work life balance on employee job satisfaction
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in private sector commercial banks of Sri Lanka, also found that work-life balance is

significant enough to influence job satisfaction of an employee'?!.

This means that the higher quality of work life or family life balances an employee
has, the higher level of job satisfaction, thus higher job performance resulting to
higher production for the organization. More so, in another gender bases study on
Work-life balance and job satisfaction among working adults in Malaysia: The {\ f
gender and race as moderators, the result of the study found that there i i‘%’sitive
and significant correlation between the duo of work life balance an %ationm.
They further by asserting that employees tend to feel satisfy)@gfheir work when
they can maintain balance between their family and Wor%&%;l\ly. This means that as

@re competent the employee

the employee’s level of job satisfaction incre%

become resulting in high productivity. There&w

by facilitating conditions that will enl@c)%ff ork life balance, particularly family

mployer’s of labour will do well

life balance which invariably resu mployee’s job satisfaction. Furthermore, in a
study on Impact of work—li@ce on job satisfaction a case of health care services
in Pakistan, it was f that there is significant influence of working hour on
employees’ job @@ct n. That is, employees who works additional hour will not

have tim f(@@ir family and personal life thus resulting in imbalance'*.

Thi %lso corroborated by a study on Impact of work life balance on employee job
s&wtion in private banking sector of Karachi, where it was also found that long
working hours have negative influence on employee's job satisfaction'**. Going
gender-based, in a study on the relationship between work-life balance programs and
employee satisfaction: Gender differences in the moderating effect of annual, it was
found that female employees use to have far better work life balance and job
satisfaction than their male counterpart!3. More so, it was reported that some workers
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have serious issues juggling work obligations and family obligations, which
frequently results in unhappiness with work policies at the workplace. As a result of
the overburden of work, worry and anxiety grew. Additionally, because of their
workload and other work-related difficulties, some employees are unable to complete
their tasks at work, and occasionally they work longer hours. Therefore, the
management of the organization must ensure that the workers have access to t?e tools

and equipment they require, as well as make provisions that allow them toé& out

their tasks in a manner that suits them!3¢. %QO

It was reported that when employees work longer hours t«h@o’ﬁosed, it always
affect thier relationship with their family and this have ne@% impact on their work-
life balance. As such, get dissatisfied, the co e@s of this scenario leads to
employee’s low turnover and inability to atta'@nisational objectives. Supervisors
are therefore, expected to support thei@&ﬁi tes to discover their potentials as this
will encourage and boost psyc%‘@ical wellbeing of these employees and by
extension lead to job satisfa%%. Moreover, studies have focused both on work and
personal concepts to ufe work and life balance using dimensions such as job
satisfaction, W@es , working conditions, well-being, family interface and
physical OQXnVironmentm. To buttress further, on effective human management
and i’%i lication on job satisfaction, in a study on The role of human resource
&ement practices and employee job satisfaction in predicting organizational
commitment in Saudi Arabian banking sector, it was found that Human resource
management correlated positively with employee job satisfaction and organizational
commitment. On the other hand, employee job satisfaction was found to be positively

correlated with organizational commitment!43.
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Starting with the adopted model for this study, in a study on Work Life Balance
Analysis Among Banking Sector Employees (Case Study in Bank X Branch Office
Padang Indonesia), The correlation coefficient reveals a negative link between
workplace support (WPS), which has a value of -0.458, and the disturbance of
personal life to work (PLIW), which has a value of -0.517. However, it was
discovered that workplace support (WPS) was positively connected to w.orlé-blife
balance satisfaction (SWLB) with a correlation of 0.207 and increaséwLB
effectiveness (IEW) with a correlation of 0.122. Job interference i .}g@nal life
(WIPL) exhibits a negative correlation (r = -0.307) with worlf-liﬁgakmce satisfaction
(SWLB) and a positive correlation (r = -0.181) with worl&@alance effectiveness.
Similarly, PLIW had a negative impact on SWI@ satisfaction with work-life

balance (r = -0.210) and IEW's enhanced effé%n ss of WLB (r = -0.124), PLIW
also had a negative impact on SWLB145:‘ @

To buttress further, in a study on \@ to family, family to work conflicts and work
family balance as predict@ﬁ\o&b satisfaction of Malaysian academic community,
the results indicated th (m =3.69, SD = 60.51) was comparatively higher than the
other variables. @v@e 7 the mean and SDs of W to FC (m = 2.93, SD =60.72), F to
WC (m = 2@ D = 60.58) and WFB (m = 3.69, SD = 60.51) were at a moderate
level.@ lation analysis showed that both W to FC (r = -0.26, p < 0.00) and F to
@r = -0.15, p < 0.00) are significantly and negatively related to JS. However,

WEB (r=0.19, p < 0.00) has a significant positive relationship with JS'4.

More so, in the quest to know the direct effect W-FC has on JS. Overall, both W to
FC and F to WC including WFB explained 16% variance in JS (R2 = 0.16).
Specifically, results indicated that both directions of W- FC have a significant
negative effect on JS (W to FC: b =-0.33 and p < 0.000) and (F to WC: b =-0.02 and
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p < 0.021). Therefore, Hypothesis one that W to FC has a negative effect on JS. and
Hypothesis two that F to WC has a negative effect on JS were supported. In addition,
WEFB has a significant positive effect on JS (WFB: b = 0.16 and p < 0.017) which
indicates that hypothesis three that WFB has a positive effect on JS was also
supported. However, from the result of the standardized direct effect of the direct
mediation models, there is a significant negative effect of W to FC on JS (b = :0.36, p
< 0.000, for a direct model) and (b =-0.31, p <0.001, for mediation model)é‘,\F to

WC does not show any significant effect on JS for both direct (b = @54) and
the mediation model (b =-0.02, p < 0.381)!%. %.\

In addition, the standardized indirect effect shows tha@& FC has a significant
negative effect on JS (b =-0.025, p < 0.043) an:: F @3 has no significant negative
t

effect on JS (b =-0.012, p <0.224). Based o ove findings, it is clear that WFB
has a mediation (partial mediation) efféﬁ%ﬁ relationship between W to FC and JS
which indicates that hypothesis t%, that WFB mediates (partially or fully) the
relationship between WF Cﬁ\d%is supported. However, in terms of the relationship

between F to WC and %B does not mediate. Therefore, it can be said that WFB

mediates (partia@ ) the relationship between F to FC and JS was rejected!®.

In a co %fe study on Work Life Balance and Job Satisfaction of Employees in

@Muhammed (MMA) and Victor Attah International Airports (VAIA) in
Nigeria, using a decision rule that states that if mean < 2.99 = no balance, 3.0-3.49=
some balance, 3.5-4.49 = balanced, 4.50-5.00= very balanced. The grand mean score
shows that there is no work life balance for employees in MMA with (grand
mean=2.87, SD=1.174), whereas employees in VAIA had work life balance with
(mean=3.82, SD=.436). for a further breakdown of the findings, respondents in MMA
indicates that their work hours are demanding to a high extent (mean=3.69), while
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respondents in VAIA do not have a high demanding work hours (mean=2.89).
Although both MMA and VAIA reported that the workload affects their health with
means 2.78 and 2.90 respectively. To follow up this finding, using interview, in MMA
human resources and the security units recorded a high turnover of “certificate of
unable” meaning that the officer in question cannot perform his/her duty for a specific
period of time. Furthermore, to a low extent (mean=2.90), respondents fron} MMA
get paid for overtime, while respondents in VAIA to some extent (meanjﬁb get
paid for overtime. In a follow up interview by one of the direc . arily in
FAAN (Federal Airport Authority of Nigeria) policy of. S‘e\‘ e.\employees are
entitled to shift allowance if they are on shift schedule‘&@y are paid this shift
allowance. However, their shift time is overstressed\@%oes not commiserate with
the shift pay. The respondents in MMA repﬂ@% there are not enough welfare
packages to motivate them (mean=2.21); whil the respondents in VAIA reports that
there are enough welfare packages %'ht‘grganization to motivate them (mean=4.46).
While the work environm&t)@%(‘)derately conducive in MMA (mean=3.01), the
work environment is gd%cwe in VAIA (mean=4.33). Commuting to work is
difficult for res in MMA (mean=3.59), and to some degree difficult for
respondents é\\f A (mean=3.18). The stress of work does not affect activities at
home forréSpondents in both MMA (mean=2.88), and VAIA (mean=2.95)'%". From

@9 , it can be interpreted that staff in MMA are not satisfied with their job while

their counterparts did.

More so, in a study on work-life balance: it’s relationship with stress, mental Health,
life and job satisfaction among employees of private Sector banks of chandigarh and
adjoining areas (mohali and Panchkula), the Interrelation matrix shows that Work life

balance is significantly positively correlated with mental health (.50< O1level) and life
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satisfaction (.39< .05level) in males while Work life balance is positively and
significantly correlated with mental health (.64< .01 level) and Life satisfaction
(.39< .05 level) in females. Job satisfaction is positively correlated with life
satisfaction (.39<.01). Job satisfaction is positively correlated with life satisfaction
(.39<.05level) whereas in males, mental health is positively correlated with life
satisfaction (.46<.01) in females. This means that in the overall analysis of t?e data,
initial hypothesis—that work-life balance, mental health, job satisfaction@ life
satisfaction are positively correlated—partially held true. Only in e. second
hypothesis, which states that there is a positive correlation .b@glife satisfaction
and job satisfaction, was partially supported. The third a@rth hypotheses—that
work-life balance and job satisfaction are negativery@rﬁelated with stress—are not
supported by any of the groups. Work-life bal@%sitively correlated with mental

health, job satisfaction, and life satisfat men and positively correlated with

mental health and job satisfaction iwwomen, proving the fourth and final hypothesis

146

that there is a significant ge@rence in these areas

In a comparative stud ‘Q%Work Life Balance and Job Satisfaction of Employees in
Murtala Muhamime A) and Victor Attah International Airports (VAIA) in
Nigeria, iI@decision rule that states that : if mean < 2.99 = low extent, 3.0-3.49=
avera%m derate, 3.5-4.49 = high extent, 4.50-5.00= very high extent to pinpoint the
efl of work hours and work overload on non-work activities, the result shows that
to a high extent (mean=3.69), the work hours staff in MMA are demanding, while it is
not for staff in VAIA (mean=2.89). for example, five incidence of death were
recorded in security and aviation department in MMA within August and November,
2020 as a result of stress and overload of work. The respondents in MMA (mean=2.78)

and VAIA (mean=2.90), indicated that the work overload in their departments affects
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their health to a low extent. They also agreed that the stress of work affects their
activities at home to a low extent in MMA (mean=2.88), and VAIA (mean=2.95).
Also, to a low extent, respondents in MMA (mean=2.83), and VAIA (mean=2.92),
indicated that the job prevents them from attending social engagements. However, the
respondents in MMA (mean=3.54) indicated that finding time to relax with their
family is difficult to a high extent while the respondents in VAIA (mean=2.962 do not
find it difficult creating time to relax with family because, as earlier indic@\heir
work hours are not demanding. Hence, for employees in VAIA, wo . ﬁ?ﬁ@d work
overload does not affect their non-work activities, while .for %;\ counterparts in
MMA, work hours and overload affect them by making it-'dsfficult for them to find
time to relax with their families. It can therefore be'c@]%éed that the work hours of

employees in MMA are demanding, while it if@mployee’s in VAIA!'Y,

More so, in an empirical study on @&s and consequences of work-family
conflict (WFC) among the female loyees in Bangladesh: Out of 50 respondents,
94% take family demand a%% the prime causes of WFC. 90% respondents think
longer working hours A%fesulted in WFC. 86% undertake commitment to their
family, 80% ag@g%work schedule for the causes WFC. 76% female employees
believe that work demand, 68% consider individual perception, 62% female
respo%en imagine the traditional gender role experiences, 58% are unsupportive
fa members, 48% respondents feel the demand for leisure time, and 42%
respondents assume that personal problem are the causes of WFC'*8, From the above,
demand for leisure is the only factors that does not have significant effect on work -

family conflict.

However, it was found in a study on Work-Family Conflict, Job Satisfaction and Job
Performance of Female Librarians in Nine Selected Federal Academic Libraries in

88



South-West, Nigeria where the result showed that work-family conflicts have low
effect on job satisfaction and job performance of female librarians. The study also
found that the overall score on job satisfaction (mean=2.92) indicated that female
librarians are satisfied with their job. In addition, the study also showed that there is
no significant relationship between work-family conflict and job satisfaction (r=0.28,
AP

In a study on the roles of job autonomy and self-efficacy to improve %&micsa
ife

P>0.05)'4.

work-life balance, using the direct model of job autonomy towards \' balance

constructs was executed using two-level of latent modelling@ﬁMOS. Overall,
the model has yielded a good fit with ¥2(n = 307) = 359&%< 0.001, y2/df = 1.97,
RMSEA = 0.05, RMR = 0.08, CFI = 0.96, GFI Z%Q he result therefore suggests

that overall job autonomy explained the 40%, v ce of (Work family Enrichment)
W-FE and 25% variance of (Work far@%&n ict) W-FC, respectively. The specific
result indicates that job autonomy a significant impact on both W-FC and W-FE,
thus accepting both H1 a\‘ﬁé)\which states that job autonomy has a significant
positive relationship wi Ork-to-family enrichment, Job autonomy has a significant
negative relatiofishi ’Ql'h work-to-family conflict respectively. Job autonomy was

found to o@ély influence W-FE (B = 0.643, p < 0.001) and negatively influence

W-FC@ ~0.491, p < 0.001)'5.

&omparative study on Work Life Balance and Job Satisfaction of Employees in
Murtala Muhammed (MMA) and Victor Attah International Airports (VAIA) in
Nigeria, the study tries to compare the effect of work family life balance and job
satisfaction of both airport authorities, it was found that from the grand mean of the
result that employees in VAIA are satisfied with their job (mean=3.80, SD=.435),
while their counterparts in MMA are not satisfied with their job (mean=2.85,

89



SD=1.22). The reason for this is that there is heavy workload, lack of payment for
overtime jobs, lack of provision for staff welfare packages, lack of training,

difficulties of commuting to work'!.

Among the factors that influences work family balance is flexible working hours. In a
study on Role of Flexible Working Hours' Arrangement on Employee Job
Performance and Retention in Manufacturing Industries in Agbara, Nigeri‘a(\@e
ANOVA summary shows that the statistically calculated F-value of 702.1 eater
than the critical F-value of 6.63 at (0.01) level of significance @ggree of
freedom. The alternative hypothesis (H1) is therefore accepte@sial states that the
flexible working hour arrangement has a positive @% on employee’s job
performance. regression analysis result reveale @efﬁcient of R-square (R2)
which is 0.757 shows that flexible working hqurst.drrangement accounts for 75.7% of
the total variance which is a very hi@&n in the determination of employee
performance. This percentage is veryyhigh and statistically significant. This shows
that flexible working hOLﬁ\h% a positive significant impact on employee job
performance. More so ANOVA results shows that the statistically calculated F-
value of 2651.@%%631261’ than the critical F-value of 6.63 at (0.01) level of
significa 6@25 degree of freedom, therefore the alternative hypothesis (H1) is

accep, hich states that flexible working hours’ arrangement has positive

si@cant impact on employee retention'32,

It is very clear that a satisfied employee would not be difficult to retain and

satisfaction will enhance performance.

More so, on the role of leaders and effective leadership or supervisor, mediating

between work and family life balance, in a study on the effect of leadership on job
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satisfaction, work motivation and performance of employees: Studies in AMIK
Yapennas Kendari, testing three hypotheses in relation to Leadership has significant
effect on job satisfaction; Leadership has significant effect on work motivation;
Leadership has significant effect on employees’ performance. The three hypothesis
result in a positive line coefficient which means that the relationship between the
leadership and job satisfaction, motivation and performance is unidirectional a(r% is
statistically significant since the probability value p-value <a (o = 0.05). H@";&eses
testing results shows that the relations between leadership and jo .%on, and
leadership and work motivation are positive, strong and stat.istiggwigniﬁcant. This
means that a unidirectional increase in leadership leads t&@éased job satisfaction
and work motivation and consequently employees’ ﬁé;@mance improvement. So, the
three hypotheses proposed in the study ar@ted by the facts'>3. Effective
leadership can mediate work family b h@%ﬂding to job satisfaction thus causing

higher performance. Aside good 163%5 ip, there is need for organizational justice

Organizational justice, is just like”a fairness of treatment in the place of work. It can
make or mar job satis Mlevel of an employee thereby affecting family life. In a
study on organi@ justice and secretaries job satisfaction in public universities in
southwe \@fia, the findings revealed that promotion was based on merit, fairness
in W(& ocedures, participative decision making, moral and ethical standards,
&ess office treatment, presence of truthfulness rules, standard organization
propriety and secretaries always treated with decorum were among the efficient of
organizational justice on secretaries job satisfaction in public universities in South-
West, Nigeria. More so, it was found that there was significant positive relationship

between organizational justice (distributive justice r = 0.235, p< .05; procedural

91



justice r = 0.368p< .05; interactional justicer = 0.284, p< .05) and secretaries’ job

satisfaction in public universities in South-West, Nigeria!>4.

In a study Dissection of Herzberg’s Two-Factor Theory to Predict Job Satisfaction:
Empirical Evidence from the Telecommunication Industry of Pakistan, five
independent variables showed a significant positive relationship with job satisfaction,
among which three (H3: relationship with supervisors, H4: relationship with pee{ﬁgd
HS5: money) were hygiene factors, and two (H7: work itself and HS: recpg%%p were
motivational factors. More so, The coefficient for relationship wi@ was 0.34,
which implies a positive relationship with job satisfaction. T@ﬁonship with the
supervisor is seen to have a significant link with job sati%g%n. A one-unit increase
leads to a 0.08 increase in the satisfaction level, e@paribus. Since, the p-value for
this regressor is less than the level of significancésthat I have chosen (p=0.05), the null
hypothesis was therefore rejected in @%ﬁ’%

the alternate, that the relationship with

the supervisor does have an effect(oh, job satisfaction. A one-unit increase in work

itself is associated with a\&gamts increase in job satisfaction, ceteris paribus.

Similarly, a unit incre tecognition at work would cause the attained satisfaction
to increase by O@S
In a st Qlerzberg’s theory of motivation and job satisfaction: Does it work for

%@ustry in

developing countries? Testing two hypothesis, Motivator factors positively affect job
satisfaction. And Hygiene factors positively affect job satisfaction. Hypothesis on was
concerned with effects of motivator factors on job satisfaction. It was hypothesized
that motivator factors positively affect job satisfaction. The result demonstrated that

motivators were negatively correlated with job satisfaction and job satisfaction is not
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statistically dependent on motivators (b % 0.018, p > 0.789). This means that this
hypothesis is not supported and motivator factors do not positively affect job
satisfaction, however, they are a source of dissatisfaction. More so, Hypothesis two
stated that hygiene factors positively affect job satisfaction. The results revealed that
the relationships between hygiene factors and job satisfaction were positive and
statistically significant as it was hypothesized (b % 0.237, p < 0.001). This .im lies

that this hypothesis is supported and hygiene factors positively a%;\ job

satisfaction'>®. ,%\QO

On the other hand, in a study that aimed at testing the signi Ce of Herzberg’s
theory in the field of academics. The study also aims to r%g%’?the differences in the
satisfaction levels of academicians towards thei j}@the basis of the location of
their home town, that is, from Northeast and gthéeparts of the country. The study was
primary in nature and data was @3@6 ith the help of a self-developed
questionnaire. The sample units ¢ @ed of 478 academicians estimating around 30
per cent of the total acad% working in the central universities of Northeast
India. Using multiple % ssion analysis, step-wise regression analysis and t-test in

the study. It was from the study that Herzberg’s two-factor theory can be

successfi y@plied to the academics’ job satisfaction. Both the motivation and
hygieé%ﬂ[ors have been found to be positively and significantly related to job
sa@ction. More so, It was found from the study that there is a significant difference
in the satisfaction level of academicians towards the motivation and hygiene factors of
job satisfaction due to the difference in their home town. Academicians whose home
town is in the Northeast are found to be highly satisfied towards the motivation and
hygiene factors than the academicians whose home town is in other parts of the

country!’,
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Picking one of the hygiene factor of working condition, In a study on the influence of
various facilities which are available within the university campus and the
geographical region in which the university is situated on academics’ job satisfaction.
Nine CUs in Northeast India were used for the study. There were 478 academics total,
drawn from all the cadres (assistant professor: stages 1, 2, and 3; associate professor;
and professors), representing three academic fields (science, humanities, angi s(c%ial
science). According to the study, the academics' job satisfaction is unaffecte@;\heir
home town advantage. The study found a substantial and favo% ionship

between the amenities offered by the Northeast Region and O%V@Sit}’ campuses

and the job satisfaction of academics employed by CUs in ;@gion”g.

Moreover, Supervisor Support and Organizational @itment; The Role of Work—

Family Conflict, Job Satisfaction, and Work§O lance. the population of the study
c

is the employees working in the ﬁna@%ﬁ

305 employees recruited throug %@nline survey. Testing some hypothesis. The

r in Australia. The study comprised

findings revealed that Su@% support was negatively related to Work Family
Conflict WFC (B =—4 <.001), supporting Hypothesis 1, which pre supposed that
higher levels OGL@VI or support for employees positively affect WFC. In turn,

WEC : ively linked to WLB (B = —.57, p < .001) and job satisfaction (f =
<Y

W
—.17,6

conflict have significant influence on Work—life balance, Work—family conflict have

10), supporting Hypotheses 2a and 2b, which states that Work—family

significant influence on Job satisfaction respectively. Similarly, organizational
commitment was positively related to WLB (B = .10, p <.10) and job satisfaction (3
= .52, p < .001), thus supporting Hypotheses 3 and 4 which states that Work—life
balance has significant influence on Organizational commitment and Job satisfaction

has significant influence on Organizational commitment. Furthermore, the strongest
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negative link was reported between WFC and WLB (B = —.57, p < .001), which
means that there is not any relationship between WFC and WLB whereas a positive

relationship was found between job satisfaction and organizational commitment (3

= .52, <.001)'%.

Moreover, human resource management has also been found as a correlated of job
satisfaction. It is expedient to note that work life balance can greatly be inﬂuen‘c{?bpy
good human management through enhancing conducive organizati @icies,
providing a conducive physical and psychological environment to %nsuring

that motivating factors like good salaries, promotion as at wh &) incentives, job

recognitions, and so on are available. For instance in a %@on The role of human

resource management practices and employ, e}@@ satisfaction in predicting
agj h

organizational commitment in Saudi Arabian% g sector. It was found that each of

the two independent variables (Huma@b

individual contributions to the pr@wn of organizational commitment. The results

and job satisfaction) made significant

indicated that the followin%)ghts, which represented the relative contribution of
the independent varia t8) the prediction, were observed. HRM (b = 0. 252, t =
9.856; p < 0.0@e ployee job satisfaction (b = 0. 376, t = 6.773, p < 0.01).

However; a@ﬂgh the two variables made significant relative contribution to the

predi@n f organizational commitment, employee job satisfaction is a more potent
predictor'®, This therefore implies that organization should give serious attention to
factors that can yield in positive dispositions to job. The factor includes work and

family life balance.

Furthermore, in a study titled: Measuring of job satisfaction: the use of quality of
work life factors among five private sector banks in India, sampling a total number of
300 bankers. The main explanatory variables for the private bank employees' quality
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of work life were found to be statistically significant. Additionally, job awareness and
commitment ((B % 0.370, po0.05), perceived job motivators (B % 0.342, po0.05),
perceived organizational culture (% 0.528, po0.05), and employee satisfaction and
continuance (B% —0.648, po0.05) have a positive influence on the level of job
satisfaction of employees working in private banks. This suggests that the more

satisfaction received by the employees with respect to job awareness and commitment,

perceived job motivators, and perceived organizational culture the better tk@é%es
of job satisfaction. Conversely, in the same study, it was found that e. ?b?@e of an
unconducive work environment was found to have a negatiye& agt on employees'
job satisfaction levels (B% —0.648, po0.05), confirming }éé}he likelihood that an

employee will experience a higher degree of job s: ction inside a business will

decrease and vice versa'®!. @
More so, a study examines job satisf@ dissatisfaction factors of government

employees in Myanmar. A sample 6 public employees in the Ministry of Border
Affairs was randomly sel%@d interviewed for the study. The qualitative data
collected from the inte ﬁ%@were analyzed by NVivo 12. Applying Herzberg’s two-
factor theory, the st und that both motivators and hygiene factors influenced job
satisfacti @cﬂissatisfaction of the public employees. In particular, interpersonal

relati(@

de inants of job satisfaction, and working conditions, interpersonal relations,

factors in personal life, work itself, and recognition were major

factors in personal life, supervision-technical, and recognition all influenced job

dissatisfaction of public employees in Myanmar!®2,

2.3.2. Self and Job satisfaction

96



The concept of self is a phenomenon that encompasses with individual’s personal
beliefs, opinions and perceptions about him/herself as well as their abilities in relation
to responsibility and how they handle issues. Self includes a person’s self-worth, self-
esteem, self-efficacy and so on. It is an honest judgement of a person about his/her
capabilities. Although there are different factors that modulates, controls and bedrock
or influence the concept of someone about him/herself, however, it is has been.pr(obven
beyond doubt that a person’s hones judgement of him/herself can inﬂu%g\how
he/she handle situation and it can dictate the capabilities and co .\?ﬂevel of
such. For instance, in a study examining relationship betwe.en chgrs' self-efficacy
and job satisfaction, it was found in the study that teache@h high level of self -
efficacy were likely to achieve more educational o’q@ws compared to those with

lower self-efficacy!®*. More so, It was also asfé%%t lack of work life balance also

has an adverse effect on employers prc@:@, success in many respects'®4,

In a study on the Roles of Job Aét. my and Self-Efficacy to Improve Academics’
Work-Life Balance, the reSult ws that Job autonomy has a significant positive
moderate relationship W-FE (r = 0.503, p < 0.001) and negative low relationship
with work to fdmilyscoriflict (W-FC) (r = —0.397, p < 0.001) this suggests the the
increasin 1@-01‘ job autonomy increases the level of (W-FE) and reduces W-FC.
Lastl@'o autonomy was found to have a significant positive relationship with self-
ef@cy (r=0.515, p < 0.001). That is, a high level of job autonomy was related to

the increasing level of self-efficacy'®’.

In a study on influence of work environment, behavioural pattern and self-esteem on
employee job performance in lagos state, the results indicated a significant
relationship exist between performance on the job and self-esteem (r = .361, p < .05),
behavioural pattern (r = .231, p <.05), and work environment (r = .314, p <.05). Self-
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esteem was however the strongest predictor of employee job performance (f = 0.231;
t =3.389; p < 0.05), and next was work environment (§ = 0.168; t = 2.860; p < 0.05).
There was however no significant effect of educational level (F (1, 100) = .863, p >
0.05) and marital status (F (1, 100) = 3.221, p > 0.05) on employee job performance.
Employees’ work environment invariably forms a relationship between the employer
and the employee. A comfortable and conducive work environment may promote

work effectiveness of workers and lead to increased job performance'®. Q}i\

Scholars, in their study Assessing the Relationship of Teacher %}icacy, Job
Satisfaction, and Perception of Work-Life Balance of Loulslan!ﬁjféulture Teachers
reports that Positive, substantial relationships were fou@ ween Overall Teacher
Self-Efficacy and Job Satisfaction (r = .59) and P ~thlon of Creating Balance and

g\'e moderate relationships were

Overall Perception of Conflict (r = .65). P
detected between Job Satisfaction and@%%erceptlon of Conflict (r = .43) and Job
Satisfaction and Perception of Cr @ Balance (r = .31). Positive, low relationships
were found between OV%%éacher Self-Efficacy and Perception of Creating
Balance (r = .26) a verall Teacher Self-Efficacy and Overall Perception of
Conflict (r = Q)‘QT s means that self efficacy which is the perception of an
individu j‘@nment about their capabilities in handling situations related to work

and i direct influence on job satisfaction and striking a balance between work
gmlly life.

On the influence of positive self concept, in a study on Resilience, Academic Self-
Concept, and College Adjustment Among First-Year Students Utilizing a
simultaneous multiple regression analysis, it found resilience and academic self-
concept to be significant positive predictors of college adjustment for first-year

168

students'®®. This means that adjustment to situation borders largely on positive self
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concept. This further means a positive self concept can enhance female secretaries
ability to adjust and create balance between work and family. More so, in a related
study on Core Self-Evaluations and Work/Family Interface as Life Satisfaction
Predictors in Group of Employed Parents Compared to Group of Workers without
Children, it was found that core-self evaluation CSE has been proven to moderate the
relationship between job and life satisfaction, it has a predictive Value.in life
satisfaction for working men (9.0%), employed fathers (14.9%), workin%%en
(71.2%), and employed mothers (10.8%). Note that core self evaluati .\s honest
judgement of a person about him or herself in relation to }landgg.poth family and
work life issues thus creating balances!®. é%’\
N
S
2.3.3. Work Family Balance, Concept ?f S%an Job Satisfaction

In study that uses the duo of work 'fgﬁance and self efficacy and an independent

variable and job satisfaction as @penden‘[ variable, it was found that although both

have significant influence on” job satisfaction, however, self-efficacy is a better

'\
predictor compared rk life/family life balance in respect to job satisfaction!”.
@n Assessing the Relationship of Teacher Self-Efficacy, Job

In another sthi

Satisfaf%and Perception of Work-Life Balance of Louisiana Agriculture Teachers
@teachers reported being efficacious in their chosen career and satisfied with
their job. Additionally, these teachers reported being able to achieve balance in their
career and that their family life did not interfere with work!”!. From the empirical
finding, Positive, substantial relationships were found between Overall Teacher Self-
Efficacy and Job Satisfaction (r = .59) and Perception of Creating Balance and

Overall Perception of Conflict (r = .65). Positive, moderate relationships were
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detected between Job Satisfaction and Overall Perception of Conflict (r = .43) and Job
Satisfaction and Perception of Creating Balance (r = .31). Positive, low relationships
were found between Overall Teacher Self-Efficacy and Perception of Creating
Balance (r = .26) and Overall Teacher Self-Efficacy and Overall Perception of
Conflict (r = .23). This means that self efficacy have positive influence on both job

satisfaction and family work life balance of agricuture teachers in Lousiana!”?.

To buttress further, scholars in there study found that we found that em x who
held overly negative (self-effacement) or overly positive sef@eptions of
performance (self-enhancement) gained less satisfaction @'\their jobs. As

hypothesized by self-discrepancy theory, self—effacer%@promoted fear-related

negative emotions, whereas self-enhancement % ed to disappointment. Self-
d&

enhancers also reported lower trust and r satisfaction with interpersonal

relationships, which may partly ex{!a;i)ﬁ\x& self-enhancement had particularly

detrimental effects!”3. cb:%,

2.3.4. Demographic Factors Job Satisfaction

'\
A study in Banglid@hnpact of Demographic Factors on the Job Satisfaction: A

Study of Privai

384 teal%%are selected from 22 private universities by using convenient sampling

iversity Teachers. To administer this descriptive type of research

@%& The researchers have used cross tabulation and regression analysis by
using SPSS 22 software. It is found that, Job satisfaction of faculty members
significantly differed based on their Age and Experience. However, other
demographic factors: gender, designation, marital status had no statistically
significant differences. Empirically, the study reveals that among 246 male faculties

only 1.6 percent were never satisfied with their job which is the lowest whereas 34.1
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percent of the male are satisfied at a good deal of the time which is the highest.
Surprisingly, only 4.9 percent of them are satisfied at all the time. On the contrary,
among the female faculties there was nobody who was never satisfied and 29 percent

of them are satisfied most of the time!74.

Going by age range the study found that teachers of age 26 to 30 are never satisfied
whereas 3.9 percent of them are satisfied all the time. There is a surprising %lt
shows the table in the age group of more than 50 years of teachers. There i @dy of
them who are either never satisfied or all the time satisfied. There@ percent of
them are satisfied at a good deal of the time and rests of the 50})&?%63‘[ are satisfied at
most of the time. The study revealed that only 0.6 perc@% single teachers report
never being completely pleased, compared to 1.4 pg@of married instructors. When
they were questioned about their overall satisfactien, the situation was reversed. The
statement that we were married was a@@ 5% of the teachers. Surprisingly, no
separated or divorced person ever content in their current position. Overall, the
trend indicates that single iﬁ{u%ﬁrs are happier than married teachers. The fact that
married teachers have mQré) responsibilities to their families than singles teachers
could be the ca@%%difference between male and female in job satisfaction has

some co ra@?\ery results. In the present study, The R value represents the simple

correlatiorand it is 0.025 which indicates an insignificant correlation between gender
amgb satisfaction'”.

In a Nigerian study, Demographic Factors and Its Influence on Job Satisfaction in
Adamawa State University, Mubi, the total population of the study is eight hundred
and twenty four (824) which comprises of two hundred and thirty two academic Staff
(232) and five hundred and ninety two (592) non- academic Staff of different carders,
the sample size for the study was 269. The examination of the contribution of
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individual variables in the model shows that the t — statistics is negative and positively
signed (-12.846, -0.243, 0.085 & -13.818) and it is statistically significant at 5%. The
F - statistics 351.129 also revealed that the variables of the model jointly explained
the dependant variables. The significant value of (P < 0.05) indicates that there is a
positive and negative relationship between marital status, educational background,
age, gender and job satisfaction. The result further revealed that employees are not
satisfied with the convenience of the working environment and that age @ of
respondents has significant effect on the job satisfaction of employ, : etween

age bracket of 25-34 tend to be satisfied with their work c@a{ed to those of

younger and older category of age'’®. %'\
&

More so, an empirical study on the effect of dem @ variables on job satisfaction

of employees at ONGC, KARAIKKAL rev% t the high values of p (> .05) for

all the dimensions of Job Satisfaction@“d

Living, Family Type, Marital stat@nd Experience verify that the respective null

ographic variables Gender, Place of

hypotheses are not rejectetﬂﬂd%is concluded that the job satisfaction of employees
is not affected Gende doe of Living, Family Type, and Experience. Also, the
satisfaction on (co-werkers relations is significantly affected by the age of the
employe (%\905). It can also be noted that Income has a significant impact on the
satisfé%m competency and growth (p < .05). The respondents with Monthly
Inceme of Rs.35,001 to Rs.50,000 expressed comparatively higher level of
satisfaction on personal competency, than the respondents in the other Income groups,
and the employees with Monthly Income of below Rs.25,000 expressed
comparatively lower level of satisfaction on their personal competency. The
employees with Monthly Income of above Rs.75,000 expressed comparatively higher

level of satisfaction on Growth, than the respondents in the other Income groups, and
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the respondents in the Income group Rs.25,001 to Rs.35,000 per month expressed

comparatively lower level of satisfaction on Growth!”’.

2.3.5. Demographic Factors, work life Balance, Self-Concept and Job

Satisfaction

Gender difference is an issue noticed in organizational settings, besides, @&twe
managers are those that understand how well to threat the b ers as

'\

perspectives to work differs in both. More so, studies has revealedsthat the level of job
oyees are happier at

satisfaction varies by gender. According to the report, mekﬁi
work than female employees are. Male employees tend&gﬁe less satisfied with work
circumstances and more satisfied with manage@% personal fulfilment. However,
compared to male employees, female em%&gzs are less satisfied with their jobs'”,
Women's attitudes of work-life balane~have changed significantly over time, and
many now find it harder to m%‘h‘h balance as a result of conflicting pressures at

work and obligations at h&.)The need for women to be financially and legally
'\

independent has J:eé% owledged by society. Women today make up a sizeable
0

portion of thegworkforce overall in all organizations, and their lives are increasingly
occupi@&qleavy personal and familial obligations!”. These assertions were
h@@ negated by a study which found that there is no difference in job satisfaction
among the two genders!®. Further several contemporary studies have found that there

is not difference in the level of satisfaction of both genders. This means that gender

differences is not a factor that influence or is significant to job satisfaction'8!> 182,
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2.4. Conceptual model

Independent variables

Work-Family Balance

'}

>
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Fig. 2.4. Conceptual Model . Qg)
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The researcher, from literature and theoretical propositions came» up with the

conceptual framework which guides in the conduct of thés$fdd . The dependent
variable is job satisfaction which is measured by thg c%&ﬁct of Herzberg two factor
theory of job performance. The theory, popu%@l’ed the hygiene and motivation
theory explains that the hygiene fact.o@ch consist of Companies’ policies,
Working Condition, Salary/Benefi (Qyorker interaction, and Supervision are the
organizational related conditio%&an easily turn off employee thereby reducing
the satisfaction level of an emplOyee. The motivator factors are those things that gives
an employee a sens @f actualization in what they are doing. They motivate

employee to Q{' and they trigger that feeling as well as sense of belonging to an

organizc@These factors are Work it self, Achievement, Recognition,

@@bility, and Advancement.

The independent variables are work family balance and self-concept. Work family
balance is measured using Banu & Duraipandian model which the authors regarded as
work life balance dimensions. The dimensions used as measures by the researcher are
Work Interference Personal Life (WIPL), Personal Life Interference Work (PLIW).

Work and Organization, Work Place Support (WPS), Satisfaction with Work Life
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Balance (SWLB) and Improved Effectiveness at Work Life Balance (IEWLB). These
five variables measures the degree to which work and family cross paths. It is the
extent to which an individual perceived that their work and family life interplays
which if result is positive it would be regarded as balance but if not it will result in
work family conflict. A healthy work family life balance would have the higher
possibility of enhancing higher level of job satisfaction which would result .in high

level organization productivity. Q}i\

Another factor that can affect job satisfaction is the self conceﬁ%&> totality of
people’s perception about themselves. It encompasses self wer\% 1fimage and ideal

A

self. Who a person think him/herself to be would hel %andling life and work

situation in a balance way. People with high sel@@ self efficacy, self worth, all
e

summarized as positive concept of self wouldg m excellently well, they are likely

to have a healthy work family lif@

effectively and productively the i@ference of both work and family life which

cannot but cross each other.\)Q)

as they would be able to manage

2.5. Summary of Lite@sp Review

Q

The combination of positive and negative emotions that employees have toward their
employ‘x’%ls known as job satisfaction. When a person is hired by a corporate
gtion, he or she carries with them the needs, wants, and experiences that shape
the expectations that he or she has rejected. Job satisfaction measures how well
expectations and actual rewards match each other. Job happiness and a person's
behavior at work are closely related. A worker's sense of accomplishment and success
at work is referred to as job satisfaction. It is typically believed to have a direct

connection to both personal happiness and productivity. Job satisfaction is the result
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of having a job that one enjoys, performing it effectively, and getting paid for it.
Further implication of job satisfaction is excitement and contentment with one's work.
The essential component for achieving goals like recognition, money, promotions,
and other things that make you feel fulfilled at work is job happiness. According to
literature, job satisfaction is any set of psychological, physiological, and
environmental circumstances that lead a person to honestly state, "I am satisﬁ.ed with
my job." Despite being influenced by many external factors, job satisfactio%'g;}ill a
subjective concept that has to do with how an employee feels. That i . N faction
offers a collection of elements that contribute to a sense 0 lﬂlment. Being a
complex and diverse idea, job satisfaction can mean d@[‘[ things to different
people. Motivation and job happiness are typically 1i , however it is unclear how
they relate specifically. Motivation and satisfa@% not the same thing. More of an

attitude or psychological condition, job i@s For instance, it might be connected

to a subjective sense of achievemen@ er it be qualitative or quantitative.

One of the key element&%&ing the efficacy and effectiveness of corporate
organizations is job sati$faction. In fact, a very excellent indicator of the significance
of job satisfact@ dern businesses is the new managerial paradigm, which
stresses at@gloyees should be treated and recognized first as human beings with
their %T%nts, requirements, and personal desires. The idea that a happy employee
isguccessful employee is one that should be considered while analyzing job
happiness. three crucial components of job fulfilment. Human values ought to direct
companies. These businesses will focus on treating employees fairly and with respect.
In certain situations, a person's level of job satisfaction may be a reliable barometer of

their productivity.
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High levels of job satisfaction may indicate that employees are in sound emotional
and mental health. Second, the operation and operations of the organization's business
will be impacted by employee behavior based on their level of job satisfaction. This
leads to the conclusion that positive behavior will result from job satisfaction, and
vice versa, negative behavior will result from employee dissatisfaction with their

work. Third, work \satisfaction may serve as indicators of organizational actions.
| J

According to this study, the researcher uses the hygiene and motivatio %h%\rs as
measures for satisfaction. Frederick Herzberg’s studies indicated%\certain job
factors are consistently related to employee job satisfaction w@s Others can create
job dissatisfaction. According to Herzberg, motivating f@%(also called satisfiers)

are primarily intrinsic job elements that lead ti @ction, such as achievement,

recognition, the (nature of) work itself, respo ility, advancement, and growth.
What Herzberg termed hygiene fa(o.r)&ﬁl called dissatisfiers) are extrinsic
elements of the work environngeb-%.such as company policy, relationships with
supervisors, working condi ns%lationships with peers and subordinates, salary and
benefits, and job securi Rese are factors that can result in job dissatisfaction if not
well managed. @Qf e most interesting results of Herzberg’s studies was the
implicati @ihe opposite of satisfaction is not dissatisfaction. Herzberg believed
that p@)e management of hygiene factors could prevent employee dissatisfaction,
but\that these factors could not serve as a source of satisfaction or motivation.
However, one of the concept that influence job satisfaction outside the organization is
the work life balance or family life balance which is found largely to be the degree of

interference between both work and life outside work.

Work family life balance is the degree of influence and interference between family
and work life. They are both different domain and their influence needed to be

108



managed effectively else it would result in what is tagged work family conflict. work
and life balance definition into five dimensions which are Work Place Support (WPS),
Work Life Interference Personal Life (WIPL), Personal Life Interference Work
(PLIW), Satisfaction with Work Life Balance (SWLB), and Improved Effectiveness
at Work Life Balance (IEWLB). In their findings, based on a study that measured
Working Life Balance of 387 IT professionals in Chennai India. WPS signi.ﬁcantly
influenced WIPL and PLIW. It was also found that WIPL significantly had %'{g}/[ive
influence on SWLB, but PLIW not significantly had a negative in . %‘9 WLB .

Lastly, SWLB significantly had a positive influence on the incm%stglg effectivity of

SWLB (IEW) Q}&C}

Work Interference Personal Life (WIPL), it is the @e at which employees work
interferes with his/her private or family life. Qloy@e’s Work family life balance
can be said to be low if there is a job ifiter %ne with personal life, or to what extent
such individual work can interfe@ﬁ or her personal life'®. For instance, Long,
inflexible working hours ar&v%ime of a companies secretaries can indirectly result
into tension and caus’§é $S thus having a negative interference with ones family.

Personal Life Idter

extent at @-personal life matters daubed into work Life. A person's Work Life
cg

Balan@

re in ineffectiveness in his/her performance as an employee. The stress could be

Work Life (PLIW) on the other hand is the degree or the

be said to be low if there is personal life interference to work, which can

general stress, marital related stress, time related stress, family intrusion related stress,

dependent or independence related stress.

However, to have a good balance between work family life balance and work
satisfaction, the place of a proper understanding of self concept is inevitable. From
literatures review it was revealed that a good belief about self can facilitate and
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enhance job satisfaction and work family balance. it was found that people with high
self esteem and positive self image, self worth as well as positive self efficacy
performs better in their work than those who do not have. More so, people with
positive self concept, can well manage the unavoidable interference between family,

personal and work life anytime both crosses each other.

More so, this literature review examines the mediating effects of demographic ﬂ{&rs
on work-life balance, self-concept, and job satisfaction among office &gers.
Understanding these relationships can provide valuable insights‘%&the factors
influencing the well-being and job performance of ofﬁee@ﬁgers, ultimately

contributing to organizational success. Several studies h%»e%plored the influence of

Q

demographic factors on work-life balance. Gend r'@been identified as a significant
N

factor, with women often facing greater chall n achieving work-life balance due
to societal expectations and caregiving responsibilities. Age has also been found to

play a role, as younger office m. rs may prioritize work over personal life to

establish their careers, Whil@nanagers may strive for greater work-life balance.

Demographic factors @Qen shown to impact the self-concept of office managers.
Education levelNhas emerged as a significant factor, as individuals with higher
educati possess greater self-confidence and a stronger sense of professional
i @Additionally, cultural background and ethnicity can influence self-concept,
as individuals from different cultural backgrounds may have unique perceptions of
their roles and expectations in the workplace. Job satisfaction is a crucial determinant
of employee engagement and productivity. Demographic factors have been found to
influence job satisfaction among office managers. Research suggests that factors such
as gender, age, and educational background can shape job satisfaction levels. For
instance, studies indicate that women may experience lower job satisfaction due to
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unequal treatment or limited career advancement opportunities. Furthermore, older
office managers may derive satisfaction from factors such as work-life balance and
job security, while younger managers may prioritize opportunities for growth and

advancement.

The relationship between demographic factors, work-life balance, self-concept, and
job satisfaction is often mediated by various mechanisms. For example, Work&fe
balance may mediate the relationship between demographic facto %;& job
satisfaction, with individuals who achieve a better balance experﬁ%} higher job
satisfaction. Similarly, self-concept can act as a mediator,@sﬂividuals with a
positive self-concept are more likely to perceive their wo@%balance positively and
experience greater job satisfaction. The literature @ests that demographic factors
have a significant impact on work-life balancesself-concept, and job satisfaction
among office managers. Understandi{gi)@e relationships can help organizations
design policies and interventions to\premote work-life balance, enhance self-concept,
and improve job satisfacti&lgang their office managers. Future research should

continue exploring the lationships and identify additional mediators to provide a

more comprehe@ rstanding of this complex interplay.

Conclusiv organizations in a bid to have maximize productivity, maintain
r z@e and have competitive advantage cannot afford to take the psychological,
mental and social wellbeing of their human resources for granted. Therefore, they
come up with what is known as work life balance policies which is aimed at ensuring
that both personal life and work balance is ensured as it can result in satisfied workers

thus bringing about optimum staff performance.
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Chapter Three

Methodology

This chapter presents the methodology and data analysis techniques that are employed

to achieve the research objectives. It also describes the research design, method of
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data collection for the study, the population of the study, the sample and sampling
techniques, the research instrument, validity and reliability of the instrument as well
as the strips to be followed in analyzing the research data collected from the

respondents

3.1 Research Design
The mixed method research design was be adopted for this study. This methoq&as

adopted because of the flexibility it provides the researcher with to gatheé{evant
data through appropriate instruments such as questionnaires and in@%order to
measure attitudes, opinions, perceptions and the dynamics of @hqnomenon under
study. Most importantly, it allows for an accurate represent&% of the variables under

study and the interrelationships between them.

3.2.  Population of the study Q

The population for this study is Ofﬁce@ in private universities in Oyo State.

Table 3.1: Study population and q@%‘[ion size

AN

Names of Universities Location Population Size

Lead City University Ibadan 47
Ajayi Crowther Oyo 23
University
Atiba University Oyo 05
Dominion University Ibadan 20
Precious Corner Stone Ibadan 17
Koladaisi University Ibadan 18

Total 130

Source: Field Survey, 2023
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3.3. Sample and Sampling technique

The study made use of total enumeration technique. This means that all the secretaries

(130) secretaries in the six private universities were recruited for the study.
3.4. Description of Research Instruments

The instrument for this study is question adapted from studies on Job satisfaction:
Putting theory into practice!, Structure of personal-self questionnaire P@%d
Development of an instrument to measure work life balance of I;F%%@)nals in
Chennai®. The questionnaire would be structured on a five-poi 14 ert scale table

% made up of three

thus allowing respondents to pick suitable options. The ins@ i

sections. . Q)
S

Section A consists of questions on demograp@ormation of respondents which is
self- developed. The biodata of the re \ﬁ%ﬁ is measured by six variables such as:

Name of institution, work hours@r week, Work experience, and age of the

respondents. \)Q)(b‘

Section B: consist qu %55}1 Job performance. Example of questions includes ‘I am
satisfied with t@nization policy; The organization policy is fair and I have my
resewa}%@lceming the policy’ the response is based on five-point Likert scale of
%@ Agree (SA  Agree (A) Undecided (U)Strongly Disagree (SD)

Disagree (D).

Sections C consist of questions on family life balance and section consists of
questions on self-concept. Example of question includes ‘I work in an environment

that is supportive of my family and personal commitments
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I have adequate technology support (laptops, internet access, VPN connectivity, etc)
to be able to work away from office and My organization believes in having healthy
Work Life Balance Practices’. the response are based on five point Likert scale of
Strongly Agree (SA  Agree (A) Undecided (U)Strongly Disagree (SD)

Disagree (D).

Section D contains questions on self-concept with questions like ‘I am satisﬁed%'gh

what I am achieving in my life, So far, I have achieved every important é? have
1

set myself, I have yet to achieve anything I consider to be impoﬂa@

have always overcome any difficulties I have encountered in\@gﬁ‘e’. the response

fe and 1

are based on five point Likert scale of Strongly Agree (S @ee (A) Undecided (U)

Strongly Disagree (SD) Disagree (D). '®
3.5  Validity of the Research Instrumeu&

For content validity, the questionn%@is study was adapted from an established
scale, for face validity, the in@{en‘[ was checked by the supervisor and other
experts in the field of in rr%%)n management. Corrections made were incorporated
into the final co @%as administered on the study respondents. Moreover, the
questionnaire%i& on previous usage was found to have a Cronbach’s alpha
reliabﬂ@( of .85 and .83 index*.

Q

3. Reliability of the Instrument

Reliability of research instrument refers to the consistency and stability of the
instrument in measuring the same results every time. Reliability is a prerequisite for
validity, which is about the accuracy and relevance of the instrument. There are
different types of reliability, such as test-retest, equivalent form, and internal

consistency, that measure consistency in different ways. The reliability of the
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instrument was tested through a pilot study using secretaries in Bowen university,
Osun State. Bowen was chosen because it shares almost the same characteristics with
the case studies. The results shows that the Job satisfaction scale has a Cronbach
alpha value of 0.842 while the Work-family balance scale has 0.67. The self-concept

scale has a value of 0.71.
3.7 Method of Data Collection . (b‘

A letter of introduction and project attestation was obtained from th ‘]}@%ﬂwnt of
Information Management, Lead City University Ibadan which %sed to gain
. . M o
permission to conduct the survey on the office managers o ‘%@ lected university
Executive Administrators. The questionnaire was ad&i@ﬂed physically with the
assistance of two research assistants who were traj y the researcher. The whole

data collection exercise from all the insti@\ﬁ%s under study covered a period of six

weeks combined. %S \)

3.8 Method of Data Analy@

The data collected fro%q survey was coded and analyzed using the IBM SPSS
statistics soﬂw@)@%on 2020. The demographic data was analyzed using

descriptiVE %%stics and inferential statistics such as simple frequency tables and

percentages. The research questions would were analyzed using descriptive statistics,
hesis 1 and 2 were analyzed using linear regression and hypothesis 3 was
analyzed using multiple regression analysis at 0.05 level of significance. All the
hypothesis were tested at 0.05 level of significance. The Decision rule: 1.0.-1.49 =

very low, 1.50-2.49 —low, 2.50 -3.49 = High, 3.50-4.00 = Very high was used
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Chapter Four
Results and Discussion of Findings
This chapter dealt with data presentation, analysis and the interpretation of the results.

The analysis is guided by the specific objectives and hypotheses that were formulated
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in the study. The first section shows the presentation of the descriptive analysis using
tables showing percentages and interpretations below the tables. Section two presents
inferential statistics and discussion of findings comes at the later end of the chapter.
The results presented were based on the research questions and hypotheses, which the
study set out to answer and understudy. The Decision rule: -1.0.-1.49 = very low,
1.50-2.49 — low, 2.50 -3.49 = High, 3.50-4.00 = Very high. Hypothesis will b.e test at

0.05 level of significance. Q')i\

4.1. Questionnaire Return Rate ‘%\ :

Private Universities Freq Percent
oA
Ajayi Crowther University * ’*‘2’2 21.0

Lead City University Q 31 29.5

Atiba University :‘ ,@ 3 2.9

Dominion Universift 17 16.2

Precious corner @ 16 15.2

Koladaisi UI}% ersity 16 15.2

e
otal 105 100.0
N

A total of é&e}‘ﬁﬁndred and seventy-five (130) copies of questionnaire were

admini@ and one hundred and five (105) copies responses were received all duly

@%s usable questionnaire represented 80.8% response rate.

4.2. Response rate:

4.2: Demographic Data Analysis of Respondents
Table 4.2: Demographic distribution of respondents

Demographics  Items Frequency Percent
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Gender Male

43 41.0
Female 62 59.0
Total 105 100.0
Marital Status
Single 40 38.1
Married 65 61.9
Total 105 100.0
Educational Level
Bsc 59 56.2
Masters 31 29.5
PhD. 11 10.5
Others 4 3.8
Total 105 100.0
Working Hours Per week
Up to 40hours 49 46.7
41-48 hours 50 47.6
49-60hours 5 4.8
Above 60hours 1 1.0
Total 105 100.0
Work Experience
0-3years 24 229
4-6years 21 20.0
7-9years 11 10.5
10-12years 10 9.5
12years above 39 37.1
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Total 105 100.0

Source: Researcher, 2023

The table 4.2 above provide the demographic composition of a group of 105
respondents. It breaks down various key characteristics of this group, providing
insights into their gender, marital status, educational levels, working hours per week,
and work experience. The table shows that among the 105 respondents, 43 @le
(making up 41% of the group) and 62 are female (constituting 5 Vg\@e total
sample). In terms of marital status, 40 respondents are single (38.1‘%§ﬁ‘the sample),
and 65 are married (61.9% of the sample). The educational. %lz‘zion reveals that
56.2% of the respondents hold a Bachelor of Sciepc&@?’) degree, 29.5% have a
Master's degree, 10.5% possess a PhD., and 3° 9Qﬂ\aﬂ into the "Others" category.
When it comes to working hours per we.e%7% of the respondents work up to 40
hours, 47.6% work between 41-4 hQr-s;\élB% work 49-60 hours, and only 1.0%
work more than 60 hours. Theé% ction details the years of work experience. It
shows that 22.9% have 0-3 y of experience, 20.0% have 4-6 years, 10.5% have 7-

9 years, 9.5% have 10®e?1rs, and the largest group, 37.1%, have 12 or more years

| Q)Q
of work experienge.
N

QQ%Q

4.3. Analysis of Research Questions

4.3.1. Research Question 1
What is the level of job satisfaction of office managers in private universities in

Oyo State?
Table 4.3: Level of Job Satisfaction of Office Managers in private Universities
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Options Strongly Agree Undec Disagre Strongl Mean
Organizational Policies Agree ided e y
Disagre
e
I am satisfied with the 27 73 3 1 1 4.18
organization policy (25.7%) (69.5%)  (2.9%) (1.0%) (1.0%)
The organization policy is 13 74 10 3 5 3.83
fair (12.4%) (70.5%)  (9.5%) (2.9%) (4.8%)
I have my reservations 19 49 24 13 3.70
concerning the policy (18.1%) (46.7%)  (22.9% (12.4%)
)
Average Mean 3.9
Supervision Strongly Agree  Undec Disagre Strongl Mean
Agree ided e y
Disagre
e
I am satisfied with my 25 62 3 3 12 3.81
supervisor’s style of (23.8%) (59.0%)  (2.9%) (2.9%) (11.4%)
supervision
I trust my supervisor 3 56 1 12 3.99
(34.3%) (53.3%)  (1.0%) (11.4%)
My supervisor allows for 47 58 4.45
feedback (44.8%) (55.2%)
Average Mean 4.1
Salary Strongly Agree Undec Disagre Strongl Mean
Agree ided e y
Disagre
e
My salary is satisfactory 45 59 1 4.42
compared to other (42.9%) (56.2%)
organizations (1.0%)
Aside salary there are 17 53 10 12 13 3.47
other benefits (16.2%) (50.5%)  (9.5%) (11.4%) (12.4%)
The organization have 14 57 13 12 9 3.52
clear policies related to (13.3%) (54.3%) (12.4%) (11.4%) (8.6%)

salaries, raises and
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bonuses?

Average Mean 3.8
Interpersonal Strongly Agree  Undec Disagre Strongl Mean
Relationships Agree ided e y
Disagre
e
I have opportunities to 21 33 18 12 21 3.20
socialize with other (20.0%) (31.4%) (17.1% (11.4%) (20.0%)
during the workday? )
There is social media 38 36 26 5 3.97
platform for socialization (36.2%) (34.3%) (24.8%) (4.8%)
I enjoy a sense of 36 37 20 10 2 3.90
belonging (34.3%) (35.2%)  (19.0%) (9.5%) (1.9%)
Average Mean 3.7
Working Condition Strongly Agree  Undec Disagre Strongl Mean
Agree ided e y
Disagre
e
My office is well equipped 36 48 8(7.6% 7 6 3.96
with ideal equipment (34.3%) (45.7%) ) (6.7%) (5.7%)
I have adequate personal 23 46 18 10 8 3.63
space and freedom (21.9%) (43.8%) (17.1%) (9.5%) (7.6%)
My office is conducive 21 56 18 3 7 3.77
atmospherically (20.0%) (53.3%) (17.1%) (2.9%) (6.7%)
Average Mean 3.8
Work It self Strongly Agree Undec Disagre Strongl Mean
Agree ided e y
Disagre
e
I enjoy my work 27 43 14 15 6 3.67
(25.7%) (41.0%)  (13.3% (14.3%) (5.7%)
)
I always feel needed at 47 54 3 1 4.40
work (44.8%) (51.4%)  (2.9%) (1.0%)
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I always feel a sense of 34 57 6(5.7% 1 7 4.05
efficiency base on (32.4%) (54.3%) ) (1.0%) (6.7%)
commendation from my
boss
Average Mean 4.04
Achievement Strongly Agree Undec Disagre Strongl Mean
Agree ided e y
Disagre
e
I have achieved a lot with 38 58 2 6 1 4.20
my prowess (36.2%) (55.2%) (5.7%) (1.0%)
(1.9%)
I receive regular, timely 41 50 13 1 4.24
feedback on how I am (39.0%) (47.6%)  (12.4% (1.0%)
doing )
I believed I am very useful 16 68 13 8 3.80
and my skill is effectively (15.2%) (64.8%) (12.4% (7.6%)
utilized )
Average Mean 4.1
Recognition Strongly Agree  Undec Disagre Strongl Mean
Agree ided e y
Disagre
e
I am always recognized for 28 56 10 10 1 3.95
my major (26.7%) (53.3%)  (9.5%) (9.5%) (1.0%)
accomplishments on the
job
I always receive 13 66 14 1 11 3.66
commendations from my (12.4%) (62.9%) (13.3% (1.0%) (10.5%)
boss )
There is special reward for 24 52 21 7 1 3.87
staff exceptional (22.9%) (49.5%)  (20.0%) (6.7%) (1.0%)
performance
Average Mean 3.8
Responsibility Strongly Agree Undec Disagre Strongl Mean
Agree ided e y
Disagre
e
I enjoy work autonomy 15 41 21 10 18 3.24
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(143%)  (39.0%) 9.5%)  (17.1%)

(20.0%
)
I feel responsible for what 16 73 14 1 1 3.97
ever happens (15.2%) (69.5%) (13.3% (1.0%) (1.0%)
)
I feel relieved whenever | 15 62 20 3 5 3.75
am given a task to achieve (14.3%) (59.0%) (19.0%) (2.9%) (4.8%)
Average Mean 3.7
Advancement Strongly Agree  Undec Disagre Strongl Mean
Agree ided e y
Disagre
e
I receive promotion as at 27 61 4(3.8% 7 6 391
when due (25.7%) (58.1%) ) (6.7%) (5.7%)
I have opportunity to 28 44 13 9 11 3.66
further my education, go to (26.7%) (41.9%) (12.4% (8.6%) (10.5%)
conferences, and )
workshops
I like the pace at which my 38 46 9 1 11 3.94
career is moving (36.2%) (43.8%) (8.6%) (1.0%) (10.5%)
Average Mean 3.8
Grand Mean 3.5

Decision rule -1(00 %199 = very low, 2.00 - 2.50 = low, 2.51 — 2.99 Moderate, 3.00 —
3-49 = high, 3,50*400= very high.

Source; Qrcher, 2023

Fo t]@neasure ‘Organization Policy’, the table 4.3 above showed that approximately
95.2% of respondents either strongly agreed or agreed with this statement that they
are satisfied with the organization policy. About 2.9% were undecided, while only
2.0% either disagreed or strongly disagreed. The average mean score of 4.18 indicates
a high level of overall satisfaction with the organization's policies. These suggests that
a significant majority of respondents view the organization's policies positively. More

s0, a majority of respondents, around 83.0%, either strongly agreed and agreed that
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the organization's policies are fair. While about 9.5% were undecided, and 7.7%
either disagreed or strongly disagreed with this statement. The average mean score of
3.83 suggests that, on average, respondents find the organization's policies to be
somewhat fair, but there is a bit more variation in responses compared to the first
statement. Furthermore, 64.8% of respondents either strongly agreed or agreed that
they have reservations about the organization's policies. A substantial 22.9:% (wbere
undecided, and 12.4% either disagreed or strongly disagreed. The average n%&;}éore
of 3.70 indicates that, on average, respondents do have reservations 0. t\?@olicies,
although the level of concern is not as high as in the ﬁrs:[ statement. Overall, the
average mean score across all three statements is 3.9, s@ng that, on average,
respondents have a moderately positive view of’(@rganization's policies. The
highest level of agreement and satisfaction is“gbserved in the first statement, "I am
satisfied with the organization policy," %%3 average mean score of 4.18. On the
other hand, the third statement, "I hawye My reservations concerning the policy," shows
a lower average mean, 'nd@%g that respondents, on average, have more
reservations about the p&cig‘s compared to the other two statements.
e

Fore the secG&Q measure ‘Supervision’, the table 4.3 above showed that Roughly
82.8% %pondents either strongly agreed or agreed with this statement, indicating
@%cant level of satisfaction with their supervisor's style of supervision.
Approximately 2.9% were undecided, and 14.3% either disagreed or strongly
disagreed. The mean score of 3.81 suggests that, on average, respondents are
moderately satisfied with their supervisor's style of supervision. More so, a significant
majority of respondents, around 87.6%, either strongly agreed or agreed that they trust

their supervisor. Only 1.0% were undecided, while 11.4% either disagreed or strongly
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disagreed. The mean score of 3.99 indicates that, on average, respondents trust their
supervisor, and this trust is relatively high. Furthermore, an overwhelming majority,
100% of respondents, either strongly agreed or agreed that their supervisor allows for
feedback.

There were no respondents who were undecided, disagreed, or strongly disagreed
with this statement. The mean score of 4.45 is the highest among the three statements,
indicating that respondents are highly positive about their supervisor's op@i:p}s to
feedback. .\QO
The "Average Mean" of 4.1 suggests an overall positive .\/ie)@ﬂ\t e supervisory
aspects assessed in the survey. Respondents reported a KQD vel of trust in their
supervisors and strong satisfaction with their supehf\s&'s style of supervision. The
statement with the highest average mean, MS@%pervisor allows for feedback,"

reflects that respondents overwhelmin I)@yive their supervisors as receptive to
I';}]

input and feedback. In summary, th¢se Its indicate that, on the whole, respondents
have a positive perspective on @ supervisors, their supervision style, and the trust

they have in them. Adc&nal y, the high average mean of 4.1 suggests a generally

'\
favorable view c&@wisow aspects in this survey.

The thir asure ‘salary’, table 4.3 above shoed that a significant majority of
nts, approximately 99.1%, either strongly agreed or agreed that their salary is
satisfactory compared to other organizations. This indicates a high level of
satisfaction with their current salary. Only 1.0% of respondents were undecided on
this statement. The mean score of 4.42 is notably high, suggesting that, on average,
respondents are very satisfied with their current salary compared to other

organizations. About two-thirds of respondents, roughly 66.7%, either strongly agreed

142



or agreed that there are other benefits aside from salary in their organization. There
was a significant 23.9% who were either undecided or had reservations about this
statement. The mean score of 3.47 suggests that, on average, respondents have a
moderately positive perception of the benefits aside from their salary. A substantial
majority, around 67.6%, either strongly agreed or agreed that the organization has
clear policies related to salaries, raises, and bonuses. There were respondents (.23 (.Sb%)
who were either undecided or disagreed with this statement. The mean SCO@.Q
indicates that, on average, respondents have a moderately positive yi . Q@ clarity
of their organization's policies related to compensation. The. " rage Mean" of 3.8
suggests an overall positive perspective on salary and ;&@d policies within the
organization. Respondents expressed a high level '@tlsfaction with their current
salary compared to other organizations. H‘@% while respondents generally
perceived the presence of benefits ot é\\@l) salary and clear policies related to
compensation, the average mean sc%'es r these two statements were slightly lower,
indicating a moderate level reement. In summary, respondents are highly
satisfied with their current %a aries compared to other organizations, but they have
)

somewhat mier i

of salary-rela&Q policies within their organization. The overall sentiment regarding

about the presence of benefits beyond salary and the clarity

salary-re aspects, as reflected in the average mean of 3.8, is generally positive.

The fourth measure ‘Interpersonal Relationships’ table 3.4 showed that
approximately half of the respondents, about 51.4%, either strongly agreed or agreed
that they have opportunities to socialize with others during the workday. This
suggests that a significant portion of respondents feels they have chances to interact

with colleagues during work hours. Around 17.1% of respondents were undecided or
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had mixed feelings about this statement, while 31.4% disagreed or strongly disagreed.
The mean score of 3.20 indicates that, on average, respondents have a moderately
positive view of their opportunities for socialization during the workday, but there is
room for improvement. A substantial majority, around 70.5%, either strongly agreed
or agreed that there is a social media platform for socialization in their organization.
About 24.8% of respondents were either undecided or had reservations abgu%&his
statement, while only 4.8% disagreed or strongly disagreed. The mean sco@.%
suggests that, on average, respondents view the availability of a soci . %ﬂ?@latform
for socialization in a positive light, with room for further impro ent. A significant
majority of respondents, approximately 69.5%, either stro&@greed or agreed that
they enjoy a sense of belonging in their organizatié@ound 19.0% of respondents
were either undecided or had reservations, a@%& either disagreed or strongly
disagreed. The mean score of 3.90 i 19@‘hat, on average, respondents have a
positive perception of their sense%’ onging in the organization. The "Average
Mean" of 3.7 suggests an %@ ositive perspective on interpersonal relationships
within the workplace. {eggaondents generally feel they have opportunities for
socialization dyri & workday, that there is a social media platform for
socializationQ that they enjoy a sense of belonging in their organization. In
summa spondents tend to have a positive outlook on the availability of
zation opportunities during work hours, the existence of a social media
platform for socialization, and their sense of belonging within the organization. The
overall sentiment regarding interpersonal relationships in the workplace, as reflected

in the average mean of 3.7, is generally favorable, with slight variations.

144



The fifth measure ‘working condition’, a significant majority of respondents,
approximately 80.0%, either strongly agreed or agreed that their office is well
equipped with ideal equipment. This indicates that most respondents feel that their
workplace is adequately equipped with the necessary tools. About 7.6% of
respondents were undecided, while 12.4% either disagreed or strongly disagreed. The
mean score of 3.96 suggests that, on average, respondents view their .ofﬁce's

A s@&al

equipment and facilities positively, with room for further improvement.
majority, around 65.7%, either strongly agreed or agreed that t Q@dequate

personal space and freedom in their workplace. About 17..1% r;gspondents were
either undecided or had reservations about this state@while 17.1% either
disagreed or strongly disagreed. The average mean ,@e of 3.63 indicates that, on
average, respondents view their personal s@a d freedom at work somewhat
positively, but there is also room fo ’j@yement in this aspect. A significant
majority, approximately 73.3%, ei%r' ongly agreed or agreed that their office is
conducive atmospherically. b@% 1% of respondents were either undecided or had
reservations about this &ta@ment, while only 9.6% either disagreed or strongly
disagreed. The r@’%ore of 3.77 suggests that, on average, respondents view the
office atmos%grf positively, with room for some improvement. The "Average Mean"
of 3.8‘%3‘[% an overall positive perspective on working conditions in the
@%e. Respondents generally feel that their offices are well equipped with ideal
equipment, that they have adequate personal space and freedom, and that the office
atmosphere is conducive. In summary, respondents tend to have a positive outlook on
their working conditions, with a favorable view of the equipment and facilities,

personal space and freedom, and the office atmosphere. The overall sentiment
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regarding working conditions in the workplace, as reflected in the average mean of

3.8, is generally positive, with some significant variations.

The sixth measure ‘work itself’, table 4.3 above showed that a significant portion of
respondents, approximately 66.7%, either strongly agreed or agreed that they enjoy
their work. This indicates that a majority of respondents find their work enj.oyable.
About 13.3% of respondents were undecided, while 20% either disagreed oé'&gly
disagreed with this statement. The mean score of 3.67 suggests . verage,
respondents have a moderately positive view of their enjo.ym Q\f their work. A
substantial majority, around 96.2%, either strongly agreed&%eed that they always
feel needed at work. This suggests that respondent@rwhelmingly feel valued in
their roles. There were very few respondents 0 ho were undecided, and only a
small percentage (1.0%) either disagr c%g%’rongly disagreed. The average mean
score of 4.40 indicates that, on ave%'@spondents strongly feel needed and valued
at their workplace. A signif%@%ority of respondents, approximately 86.7%, either
strongly agreed or agrem%lg‘t they feel a sense of efficiency based on commendation

from their boss.ij@Q

disagreed wiﬂ\shls statement. The average mean score of 4.05 suggests that, on

o were undecided, and 7.7% either disagreed or strongly

average, “reSpondents feel a high degree of efficiency and recognition based on
@endations from their superiors. The "Average Mean" of 4.04 reflects an overall
positive perspective on the nature of the work itself. Respondents tend to enjoy their
work, feel consistently needed at work, and experience a strong sense of efficiency
and recognition based on commendations from their superiors. In summary,
respondents expressed a positive outlook on their work, feeling both valued and

efficient in their roles. The overall sentiment regarding the nature of the work, as
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reflected in the high average mean of 4.04, is notably positive, with strong agreement

among respondents.

The seventh measure ‘Achievement’, table 4.3 showed that a significant majority of
respondents, approximately 91.4%, either strongly agreed or agreed that they have
achieved a lot with their skills and abilities. This suggests that the majgri‘%‘of
respondents feel accomplished in their roles. About 1.9% of respond@,\/ere
undecided, while 7.7% either disagreed or strongly disagreed with thi . ﬁg@nt. The
average mean score of 4.20 indicates that, on average, respo nts have a highly
positive view of their achievements based on their skills @owess. A substantial
majority, around 86.6%, either strongly agreed or 'q@%)that they receive regular,
timely feedback on their performance. This 5&%& that respondents feel they are
well-informed about their work perfor ‘r@pout 12.4% of respondents were either
undecided or had mixed feelings abeut this statement, while only 1.0% disagreed or

strongly disagreed. The m. an@é of 4.24 indicates that, on average, respondents

IeW
'}
performance. A @0 respondents, approximately 80.0%, either strongly agreed

have a very positive of the feedback and communication regarding their
or agreed th%thgy elieve they are very useful, and their skills are effectively utilized
in their rolesS: This indicates that most respondents feel their skills are put to good use.
@92.4% of respondents were either undecided, and 7.6% either disagreed or
strongly disagreed with this statement. The mean score of 3.80 suggests that, on
average, respondents have a moderately positive view of the effectiveness of their
skills in their roles. The "Average Mean" of 4.1 reflects an overall highly positive
perspective on achievement and performance in the workplace. Respondents generally

feel accomplished, well-informed about their performance, and believe their skills are
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effectively utilized. In summary, respondents express a strong sense of
accomplishment, timely feedback, and effective skill utilization in their roles. The
overall sentiment regarding achievement and performance, as reflected in the high

average mean of 4.1, is very positive, with strong agreement among respondents.

The eight measure ‘Recognition’, table 4.3 showed that a significant majgri%of
respondents, approximately 80.0%, either strongly agreed or agreed tha@& are
always recognized for their major accomplishments on the job. Thi . that the
majority of respondents feel acknowledged for their signiﬁc.ant ig‘svements. About
9.5% of respondents were undecided, while 19.0% eiK@isagreed or strongly
disagreed with this statement. The mean score of’ @ indicates that, on average,
respondents have a highly positive view of the@ ition they receive for their major

accomplishments at work. A majority f@ydents, around 75.3%, either strongly
agreed or agreed that they alway%?;

ve commendations from their boss. This
suggests that most respon: nt@' recognized and appreciated by their superiors.
About 13.3% of respon tg\were either undecided, while 14.5% either disagreed or
strongly disagre @hls statement. The mean score of 3.66 suggests that, on
average, res%%lents have a moderately positive view of the commendations and
recognitl ey receive from their superiors. A substantial majority, approximately

Q either strongly agreed or agreed that there is a special reward for exceptional
performance among staff. This indicates that respondents generally perceive that there
are incentives for exceptional work. About 20.0% of respondents were either
undecided or had reservations about this statement, while 8.7% either disagreed or

strongly disagreed. The mean score of 3.87 indicates that, on average, respondents

have a moderately positive view of the existence of special rewards for exceptional
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staff performance. The "Average Mean" of 3.8 reflects an overall positive perspective
on recognition and rewards in the workplace. Respondents generally feel recognized
for their major accomplishments, receive commendations from their boss, and
perceive the presence of special rewards for exceptional staff performance. In
summary, respondents express a positive outlook on recognition and rewards for their
accomplishments and performance at work. The overall sentiment regarding

recognition and rewards, as reflected in the average mean of 3.8, is generally@}%}ﬁve

with strong agreement among respondents. ,%\

%\

The Ninth measure ‘Responsibility’ Approximate'l@}z}ty of respondents either
strongly agreed or agreed that they enjoy wor ? my, which suggests that slightly
more than half of the respondents ap&;@yavmg a degree of independence and
control over their work.

About 20.0% of respondents \@(b‘undemded or had mixed feelings, while 26.7%

either disagreed or strogly'\disagreed with this statement. The mean score of 3.24

indicates that, Qg@e, respondents have a moderately positive view of work
autonomy bqu

signiﬁc‘z%ajority of respondents, around 84.7%, either strongly agreed or agreed

(@y feel responsible for whatever happens, indicating a strong sense of

a notable portion who may not share the same sentiment. A

accountability. About 13.3% of respondents were either undecided or had mixed
feelings, while only 2.0% either disagreed or strongly disagreed with this statement.
The mean score of 3.97 suggests that, on average, respondents strongly identify with a
sense of responsibility for their work outcomes. A majority of respondents,

approximately 73.3%, either strongly agreed or agreed that they feel relieved when
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given a task to achieve. This suggests that most respondents view tasks as
opportunities rather than burdens. About 19.0% of respondents were either undecided
or had mixed feelings, and only 7.7% either disagreed or strongly disagreed with this
statement. The average mean score of 3.75 indicates that, on average, respondents
have a moderately positive view of feeling relieved when assigned tasks, although
there is a slight variation in responses. The "Average Mean" of 3.7 suggests an overall
positive perspective on responsibility and task assignment in the v@;}ace.
Respondents generally feel responsible for their work outcomes a : elcome
new tasks, though there may be some variation in their ViGV\./S 0 wo{k autonomy. In
summary, respondents express a strong sense of responsibj&@hd a positive outlook
on receiving new tasks. The overall sentiment r’e@ing responsibility and task

assignments, as reflected in the average mé@% is generally positive, with

varying degrees of agreement among r@})@’s on the topic of work autonomy.

S

The Tenth measure ‘Adva cer@‘, the table 4.3 above showed that a significant
portion of respondents, gg\oximately 83.8%, either strongly agreed or agreed that
they receive pr @ as and when due. This indicates that the majority of
respondents fb’gliqu are advancing in their careers in a timely manner. About 3.8%
of respondeiits were undecided, while 12.4% either disagreed or strongly disagreed
(@@s statement. The mean score of 3.91 indicates that, on average, respondents
have a moderately positive view of the timeliness of their career advancement through
promotions. A majority of respondents, around 68.6%, either strongly agreed or
agreed that they have opportunities to further their education and participate in
conferences and workshops. This suggests that most respondents feel they have access

to resources for professional development. About 12.4% of respondents were either
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undecided, and 19.1% either disagreed or strongly disagreed with this statement. The
average mean score of 3.66 indicates that, on average, respondents have a moderately
positive view of the opportunities for further education and skill enhancement in their
organization. A significant majority of respondents, approximately 80.0%, either
strongly agreed or agreed that they like the pace at which their career is advancing.
This indicates that most respondents feel satisfied with the speed of their. c(%er
progression. About 8.6% of respondents were either undecided, while 11.%:}&her
disagreed or strongly disagreed with this statement. The average .%of 3.94
suggests that, on average, respondents have a moderately po§itiv Vi€\W of the pace of
their career advancement. The " Mean Score" of 3.8 r@& an overall positive
perspective on career advancement and opportunitfe@r professional development.
Respondents generally feel they receive pron@% a timely manner, have access
to educational opportunities, and are sa '§f§¢$jth the pace of their career progression.
.

The overall sentiment regarding ad ent, as reflected in the average mean of 3.8,

is generally positive, witlxva)i degrees of agreement among respondents on

different aspects. % o
Overall, the "G @n of 3.5 represents the average means for all the aspects

assessed, indi&ﬁng an overall moderately positive sentiment across the various areas
of the y. In summary, respondents express positive views about career

a@cement, educational opportunities, and the pace of their career progression.
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4.3.2. Research Question 2

What are the dimensions of work-family balance of office managers in private

universities in Oyo State?

Table 4.4: Dimension of work-family balance of Office Managers

Work Place Support Strong Agree Undeci Disagr  Strong Mean
(WPS) ly ded ee ly
Agree Disagr
ee
I work in an 21 70(66.7 9 5 3.97
environment that is (20.0% %) (8.6%)
supportive of my ) (4.8%)
family and personal
commitments
I have adequate 20 42 21 7 15 3.43
technology support (
(laptops, internet (19.0%  (40.0%) 20.0%) (6.7%) (14.3%
access, VPN ) )
connectivity, etc) to be
able to work away from
office
My organization 15 75 14 1 3.99
believes in having (
healthy Work Life (14.3%  (71.4%) 13.3%) (1.0%)
Balance Practices )
Average Mean 3.8
Personal Life Strong Agree Undeci  Disagr  Strong Mean
Interference with ly ded ee ly
Work (PLIW) Agree Disagr
ee
I am often preoccupied 15 30 5 30 25 2.81
with home related (
thoughts during work (14.3%  (28.6%) 4.8%) (28.6%  (23.8%
hours ) ) )
I am often distracted by 2 18 15 34 36 2.20
personal/family worries (
while at work (1.9%)  (17.1%) 143%)  (324%  (34.3%
) )
My spouse does not 7 14 18 41 25 2.40
understand my work (
demands which (6.7%)  (13.3%) 17.1%)  (39.0%  (23.8%
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impacts on my marital ) )
relationship
Average Mean 2.5
Work Interference Strong Agree Undeci  Disagr  Strong Mean
with Personal Life ly ded ee ly
(WIPL) Agree Disagr
ee
My job requires me to 36 31 4 16 18 3.49
work after hours to (29.5%) (
Complete my routine (34.3% 3.8%) (152% (17.1%
tasks ) ) )
I am often preoccupied 10 30 3 28 34 2.56
with office tasks even (
after I get home (9.5%) (28.6%) 2.9%) (26.7%  (32.4%
) )
I come home from 11 26 11 32 25 2.68
work too late to look (10.5%)
after family roles (10.5%  (24.8%) (30.5%  (23.8%
) ) )
Average Mean 2.9
Satisfaction with Strong Agree Undeci  Disagr  Strong Mean
Work-Life Balance ly ded ee ly
(SWLB) Agree Disagr
ee
I am satisfied with my 21 59 5 12 8 3.70
ability to meet the (4.8%) (11.4%
needs of my job with (20.0%  (56.2%) ) (7.6%)
those of my personal )
life
I am successful in 31 60 3 4 7 3.99
managing my home (2.9%)
and work demands (29.5%  (57.1%) (3.8%) (6.7%)
)
I am satisfied with the 22 59 18 6 3.92
way I divide my time (17.1%)
between work and (21.0%  (56.2%) (5.7%)
personal life )
Average Mean 3.9
Improved Strong Agree Undeci Disagr  Strong Mean
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Effectiveness at Work ly ded ee ly

(IEW) Agree Disagr
ee

My balanced life gives 33 60 1 4 7 4.03
me ability to function (1.0%)
effectively at work (31.4%  (57.1%) (3.8%) (6.7%)

)
WLB contributes to 33 51 11 4 6 3.96
improved staff (10.5%)
motivation and (31.4%  (48.6%) (3.8%) (5.7%)
Commitment )
Satisfaction with WLB 33 60 2 4 6 4.05
helps in building good (1.9%)
teams, creative people 31.4%  (57.1%) (3.8%) (5.7%)
and positive attitudes )
Average Mean 4.0
Grand Mean 4.3

. od

Decision rule 1.00 - 1.99 = very low, 2.00 - 2@, 2.51 — 2.99 Moderate, 3.00 —
3-49 = high, 3.50-4.00= very high.

Source: Researcher, 2023 Cj\&ﬂ

The table 4.4 above showed t@sponses of respondents regarding Work family
balance. The first measu Nrk place support (WPS). A significant majority of
respondents, app 0@ 26.7%, either strongly agreed or agreed that they work in
an environm tg is supportive of their family and personal commitments. This
sugges@most respondents feel their workplace is accommodating of their

life. About 8.6% of respondents were undecided, while only 4.8% either
disagreed or strongly disagreed with this statement. The mean score of 3.97 indicates
that, on average, respondents have a highly positive view of the supportiveness of
their workplace for family and personal commitments. Approximately 59.0% of
respondents either strongly agreed or agreed that they have adequate technology
support to work away from the office. This indicates that a majority of respondents

feel they have the necessary tools for remote work. About 20.0% of respondents were
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undecided, while 26.0% either disagreed or strongly disagreed with this statement.
The mean score of 3.43 suggests that, on average, respondents have a moderately
positive view of the technology support for remote work, but with a significant
portion expressing uncertainty or dissatisfaction. A significant majority of
respondents, approximately 85.7%, either strongly agreed or agreed that their
organization believes in having healthy work-life balance practices. This ir.ldicates
that most respondents perceive their organization as supportive of work-lif@hce.
About 13.3% of respondents were either undecided, while only 1.0 e.' sagreed
or strongly disagreed with this statement. The mean score (.)f @i«ldicates that, on
average, respondents have a highly positive view of their @zaﬁon's commitment
to work-life balance practices. The "Average Mean" @ reflects an overall highly
positive perspective on workplace support fo@%al commitments and work-life
balance. Respondents generally fee ’@ped in these areas. In summary,
respondents express strong positi\@: s regarding their workplace's support for
family and personal commitmeéntsy their organization's work-life balance practices,
and to some extent, th re&eﬁ)ility of technology support for remote work. The
overall sentime e@%g workplace support, as reflected in the average mean of 3.8,
is highly po&'{\je, with strong agreement among respondents in areas related to
persona amily life support.
Q

Y

The second measure ‘Personal Life Interference with Work (PLIW). Approximately
42.9% of respondents indicated that they are often preoccupied with home-related
thoughts during work hours. This suggests that a significant portion of respondents
find it challenging to fully focus on work without thoughts of home life intruding.
About 4.8% of respondents were undecided, while 52.4% either disagreed or strongly
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disagreed with this statement. The mean score of 2.81 indicates that, on average,
respondents tend to have a moderately negative view of being preoccupied with
home-related thoughts during work hours. A significant majority of respondents,
approximately 66.7%, indicated that they are often distracted by personal/family
worries while at work. This suggests that the majority of respondents face challenges
in maintaining full concentration at work due to personal or family concerns. About
14.3% of respondents were undecided, while only 19.0% either disagreed oé'&gly
disagreed with this statement. The mean score of 2.20 indicates . verage,
respondents have a negative view of being distracted by persondl og family worries
while at work. A significant majority, around 64.3%, agr@ strongly agreed that
their spouse does not understand their work deman’d.@%ch has an impact on their
marital relationship. This suggests that rr@'%pondents perceive a lack of
understanding from their spouses rega 1@ demands of their jobs. About 17.1%
of respondents were undecided, whi QO% either disagreed or strongly disagreed
with this statement. The an@e of 2.40 indicates that, on average, respondents
have a negative view of the i'r\npact of work demands on their marital relationships due

to a lack of undi‘[)@ rom their spouses. The "Average Mean" of 2.5 reflects an
cly

overall mode¥at

Q

Respon generally indicated challenges in maintaining focus at work due to

negative perspective on personal life interference with work.

and family worries, and concerns about their marital relationships due to a
lack of understanding from their spouses regarding work demands. In summary,
respondents express concerns about the impact of personal life on work and work on
personal life, particularly in terms of focus and marital relationships. The overall

sentiment regarding personal life interference with work, as reflected in the average
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mean of 2.5, is moderately negative, with strong agreement among respondents on

these challenges.

The third measure ‘Work Interference with Personal Life (WIPL)" Approximately
63.8% of respondents agreed or strongly agreed that their job requires them to work
after hours to complete routine tasks. This suggests that a significant po}({bﬁf
respondents find it necessary to extend their working hours to manage &K@rkload.
About 3.8% of respondents were undecided, while 31.9% either dis‘agi or strongly
disagreed with this statement. The average mean score J@I?dicates that, on
average, respondents tend to have a moderately negati&@&w of the requirement to
work after hours to complete routine tasks. A '@f respondents, approximately
61.1%, agreed or strongly agreed that t.hi&e often preoccupied with office tasks
even after they get home. This su e@} many respondents find it challenging to
disconnect from work. About 2 f respondents were undecided, while 35.6%
either disagreed or stronglyMreed with this statement. The average mean score of
2.56 indicates that, o %yge, respondents tend to have a moderately negative view
of being preocleed with office tasks after returning home. A majority of
respon: Qound 61.0%, agreed or strongly agreed that they come home from
W, @) late to fulfill their family roles. This indicates that many respondents
gve work-related time constraints affecting their family responsibilities. About
10.5% of respondents were undecided, while 28.8% either disagreed or strongly
disagreed with this statement. The average mean score of 2.68 suggests that, on
average, respondents tend to have a moderately negative view of coming home late
from work and its impact on family roles. The "Average Mean" of 2.9 reflects an
overall moderately negative perspective on work interference with personal life.
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Respondents generally indicated challenges in balancing work demands and personal
life responsibilities, with concerns about working after hours and feeling preoccupied
with work even at home. In summary, respondents express concerns about the impact
of work on their personal lives, particularly in terms of working after hours and being
preoccupied with office tasks even after leaving the workplace. The overall sentiment
regarding work interference with personal life, as reflected in the average mean of 2.9,
is moderately negative, with strong agreement among respondents on these %‘&éges.
™
The Fourth measure ‘Satisfaction with Work-Life Balance (.SW )L'\ Approximately
76.2% of respondents either strongly agreed or agreed that @re satisfied with their
ability to balance the needs of their job with those of@x personal life. This suggests
that a significant majority of respondents fe o%‘[ with their work-life balance.

d 1@5 had mixed feelings, while only 7.6%
d

either disagreed or strongly disagl%' th this statement. The mean score of 3.70

About 16.2% of respondents were un

indicates that, on average, r{%@}s have a moderately positive view of their ability
to balance work and pe n%I life effectively. A significant majority, approximately
86.6%, either s @Qgreed or agreed that they are successful in managing their
home and w6tk demands. This indicates that most respondents feel capable of
effectixfé%ogalancing their responsibilities. About 6.7% of respondents were
Qed, while only 6.7% either disagreed or strongly disagreed with this statement.
The average mean score of 3.99 suggests that, on average, respondents have a highly
positive view of their ability to manage home and work demands effectively. A
majority of respondents, around 77.2%, either strongly agreed or agreed that they are

satisfied with the way they divide their time between work and personal life. This

indicates that most respondents feel content with their time allocation. About 17.1%
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of respondents were either undecided, while 5.7% either disagreed or strongly
disagreed with this statement. The mean score of 3.92 indicates that, on average,
respondents have a moderately positive view of how they divide their time between
work and personal life. The "Average Mean" of 3.9 reflects an overall highly positive
perspective on satisfaction with work-life balance. Respondents generally expressed
contentment with their ability to balance the demands of their job and persoPal life,
manage their responsibilities effectively, and allocate their time satisfac@ii} In
summary, respondents express strong satisfaction with their work-li . ﬁ@, with a
highly positive sentiment in terms of their ability to balance. res ns'\bilities, manage
demands, and divide their time effectively. The overall seu&@ﬁ regarding work-life
balance, as reflected in the average mean of 3.9] @Qghly positive, with strong
agreement among respondents on their contend@%his area.
2

The fifth measure ‘Improve Effegti zs at Work’ Approximately 88.5% of
respondents either strongly agr@r agreed that their balanced life gives them the
ability to function effe iV%Iy at work. This suggests that the vast majority of
respondents fee %anced work-life situation positively impacts their work
effectiveness.\ébout 3.8% of respondents were undecided, while 7.7% either
disagre‘e%strongly disagreed with this statement. The mean score of 4.03 indicates
f@n average, respondents have a highly positive view of the relationship between
work-life balance and their work effectiveness. A significant majority, approximately
79.9%, either strongly agreed or agreed that work-life balance contributes to
improved staff motivation and commitment. This indicates that most respondents
believe that a balanced work-life situation positively influences staff morale and

commitment. About 10.5% of respondents were undecided, while 9.5% either
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disagreed or strongly disagreed with this statement. The average mean score of 3.96
suggests that, on average, respondents have a moderately positive view of the link
between work-life balance and staff motivation and commitment. A majority of
respondents, around 88.5%, either strongly agreed or agreed that satisfaction with
work-life balance helps in building good teams, creative people, and positive attitudes.
This suggests that most respondents believe that work-life balance plays a ke}: role in
team dynamics and individual creativity. About 5.7% of respondents w%gﬁbh‘er
undecided, while 5.7% either disagreed or strongly disagreed with thi . ﬁg@nt. The
mean score of 4.05 indicates that, on average, respondents ha.ve g'gk\ly positive view
of the role of work-life balance in building good teams and@ing positive attitudes.
The "Average Mean" of 4.0 reflects an overall hi'g@positive perspective on the
relationship between work-life balance and%geffectiveness, staff motivation,
commitment, and team dynamics. R ts expressed a strong belief in the
positive influence of work-life be%'c on various aspects of work. The "Grand
Mean" of 4.3 represents th 0@‘-}mean for all the aspects assessed, indicating an
overall highly positive s&ﬁg\lent across the various areas of the survey. In summary,
respondents ex Q'Qrong belief in the positive impact of work-life balance on

work effectiv%qgss, staff motivation, commitment, team dynamics, creativity, and

s
positive attitudes.
Q®

160



4.3.3. Research Question Three

What is the Self-concept of Office Managers in Private Universities in Oyo State?

Table 4.5. Self-concept of Office Managers in Private Universities

&

- A
Options Strong Agree Undeci Disagr  Strong Mean
ly ded ee ly
Self -Fulfilment Agree Disagr
ee
I am satisfied with 28 39 23 15 2.76
what [ am achieving in
my life. (26.7%  (37.1%) 21.9%  (14.3%
) ) )
So far, I have achieved 8 34 41 22 2.27
every important goal I
have set for myself. (7.6%)  (32.4%) (39.0%  (21.0%
) )
I have yet to achieve 17 52 15 21 2.62
anything I consider to
be important in my life. (16.2%  (49.5%) (14.3%  (20.0%
) ) )
I feel proud of how I 37 44 1 17 6 3.10
am managing my life. (
(35.2%  (41.9%) 1.0%)  (16.2% (5.7%)
) )
Average Mean 2.7
Autonomy Strong Agree Undeci  Disagr  Strong Mean
ly ded ee ly
Agree Disagr
ee
I depend on other 4 10 4 53 34 1.96
people more than the (3.8%)  (50.5%
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majority of those I (3.8%) (9.5%) ) (32.4%
know )
In order to do anything, 3 19 4 45 34 2.03
I first need other (
people’s approval. (2.9%) (18.1%) 3.8%) (429%  (32.4%
) )
I find it hard to embark 8 19 51 27 2.08
on anything without
other people’s support. (7.6%)  (18.1%) (48.6%  (25.7%
) )
When taking a 9 11 59 26 2.03
decision, I depend too
much on other people’s (8.6%)  (10.5%) (56.2%  (24.8%
opinions. ) )
Average Mean 2.02
Emotional Strong Agree Undeci  Disagr  Strong Mean
Adjustment ly ded ee ly
Agree Disagr
ee
If ’'m feeling down, I 5 32 39 29 2.12
find it hard to snap out (4.8%) (30.5%) (371%  (27.6%
of it. ) )
I consider myself to be 36 37 22 10 2.94
a very uptight and (343%  (35.2%) (21.0% (9.5%)
highly strong person. ) )
I am more sensitive 24 52 1 24 4 2.94
than the majority of (22.9%  (49.5%) (1.0%)  (22.9% (3.8%)
people. ) )
I am an emotionally 28 60 1 13 3 3.10
strong person. (26.7%  (57.1%) ( (12.4% (2.9%)
) 1.0%) )
Average Mean 2.8
Honesty with Self Strong Agree Undeci  Disagr  Strong Mean
ly ded ee ly
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Agree Disagr

ee

I am a trustworthy 49 44 2 4 6 3.35
person. (46.7%  (41.9%) (1.9%) (3.8%) (5.7%)

)
I am a man/woman of 64 36 5 3.56
my word(mentally (61.0%  (34.3%) (4.8%)
tough) )
I am a decent, honest 48 50 7 3.32
person. (45.7%  (47.6%) (6.7%)

)
I try not to do anything 57 46 1 1 3.54
that might hurt others. (54.3%  (43.8%) (1.0%)

) (1.0%)
Average Mean 34
Grand Mean 2.7

Decision rule 1.00 - 1.99 = very low, 2.00 - 2.5 9@2.51 — 2.99 Moderate, 3.00 —
3-49 = high, 3.50-4.00= very high.

Source: Researcher, 2023 . @

Table 3.5 above shows that respo esijespondent regarding perception about self.
The first measure ‘self-ful >, a significant portion of respondents,
approximately 64.8%, either ‘agreed or strongly agreed that they are satisfied with
what they are achie@ t?leir lives. These indicates that a substantial majority of
respondents iriiQﬂtent with their life achievements. About 21.9% of respondents
were U%Qi, while only 13.3% either disagreed or strongly disagreed with this
S t. The mean score of 2.76 suggests that, on average, respondents have a
moderately positive level of satisfaction with their life achievements. A notable
percentage of respondents, approximately 39.9%, either agreed or strongly agreed that
they have achieved every important goal they set for themselves. This indicates that a
significant portion of respondents feel successful in reaching their important life goals.

About 39.0% of respondents were undecided, while 21.0% either disagreed or

strongly disagreed with this statement. The mean score of 2.27 indicates that, on
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average, respondents have a moderately positive perception of their goal
achievements. A significant percentage of respondents, approximately 65.7%, either
agreed or strongly agreed that they have yet to achieve things they consider important
in their lives. This suggests that a notable majority of respondents still have
unfulfilled important goals or ambitions. About 14.3% of respondents were undecided,
while 20.0% either disagreed or strongly disagreed with this statement. The average
mean score of 2.62 indicates that, on average, respondents tend to have a rr%fq\ﬁtely
positive perception of unfulfilled important life goals. A signi .Q@rity of
respondents, approximately 76.7%, either agreed or strong.ly eegi that they feel
proud of how they are managing their lives. This indicatq&@ the vast majority of
respondents have a sense of pride in their life manage@t. Only 1.0% of respondents
were undecided, while 22.3% either disag@% strongly disagreed with this
statement. The mean score of 3.10 indi T@y on average, respondents tend to have
a moderately high level of pride il’%? ife management. In summary, respondents
express a range of sentim&ts)@‘rding self-fulfillment, with the majority feeling

satisfaction with their a 1ey\ements and pride in how they are managing their lives.

However, there @Q significant percentage that feels they have yet to achieve

important goé& e overall perception regarding self-fulfillment, as reflected in the

average mean of 2.7, is moderately positive, indicating a diverse range of feelings

fespondents regarding their life accomplishments and goals.

For the Second measure ‘Autonomy’, Only 13.3% of respondents either agreed or
strongly agreed that they depend on other people more than the majority of those they
know. This indicates that a relatively small portion of respondents feel they rely

heavily on others. About 3.8% of respondents were undecided, while a significant
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majority of 82.9% either disagreed or strongly disagreed with this statement. The
average mean score of 1.96 indicates that, on average, respondents tend to have a
moderately low level of dependency on others. A small minority, only 21.0% of
respondents either agreed or strongly agreed that they need other people's approval to
do anything. This suggests that the majority of respondents do not require external
approval for their actions. About 3.8% of respondents were undecided, while. 75.2%
either disagreed or strongly disagreed with this statement. The average meaé'p}e of
2.03 indicates that, on average, respondents tend to have a moder uTS’Oeed for
external approval. A relatively small portion, only 25.7% of Ees@eglts either agreed
or strongly agreed that they find it hard to embark on anyt@\(/ithout other people's
support. This indicates that the majority of respoﬁ@QO not struggle with self-
initiated actions. About 7.6% of respondent@e undecided, while 66.4% either

disagreed or strongly disagreed with @%yent. The average mean score of 2.08
n

indicates that, on average, respo%' tend to have a moderately low level of
dependence on others for su;@&‘ Only 19.1% of respondents either agreed or
strongly agreed that the de;?end so much on other people's opinions when making
decisions. This Qhat most respondents do not overly rely on others' opinions.
About 19.1%‘€Kfirespondents were undecided, while a significant majority of 81.0%
either @ed or strongly disagreed with this statement. The average mean score of
@Qicates that, on average, respondents tend to have a moderately low level of
dependence on others' opinions when making decisions. In summary, respondents
generally express a low level of dependency on others in various aspects of their lives,

including decision-making, seeking approval, and seeking support. The overall

sentiment regarding autonomy, as reflected in the average mean of 2.02, is moderately
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low, with a strong consensus among respondents on their self-reliance and

independence.

The third measure ‘Emotional Adjustment’ A small percentage of respondents,
approximately 35.9%, either agreed or strongly agreed that they find it hard o snap
out of feeling down. This suggests that a significant portion of responder%%not
struggle with emotional adjustments. : \

About 27.6% of respondents were undecided, while 36?%%]3@ disagreed or
strongly disagreed with this statement. The average mean K@&)f 2.12 indicates that,
on average, respondents tend to have a moderately"&ﬂ\ﬁculty in snapping out of
feeling down. Moreso, A significant poﬁion,ﬁ@%mately 69.5%, either agreed or

strongly agreed that they consider the ’s@ to be uptight and highly strung. This
QJ

suggests that a notable majority %' ondents view themselves as such. About

21.0% of respondents we L@‘lded, while 9.5% either disagreed or strongly

disagreed with this stat G%It. The average mean score of 2.94 indicates that, on
)

average, respont@

highly strung€ Furthermore, a significant majority, approximately 72.4%, either

o have a moderately high perception of being uptight or

agreed or sftongly agreed that they are more sensitive than the majority of people.
1@9&0&65 that most respondents view themselves as more sensitive. About 3.8%
of respondents were undecided, while 23.8% either disagreed or strongly disagreed
with this statement. The average mean score of 2.94 indicates that, on average,
respondents tend to have a moderately high level of self-perceived sensitivity. Again,
a significant majority, approximately 83.8%, either agreed or strongly agreed that they

consider themselves emotionally strong. This suggests that most respondents view

166



themselves as emotionally strong individuals. About 1.0% of respondents were
undecided, while 15.3% either disagreed or strongly disagreed with this statement.
The average mean score of 3.10 indicates that, on average, respondents tend to have a
moderately high perception of their emotional strength. In summary, respondents
express a range of emotional adjustment characteristics. While many consider
themselves emotionally strong and sensitive, a smaller percentage find it hard.to snap
out of feeling down, and a significant majority perceive themselves as u@;}and
highly strung. The overall sentiment regarding emotional adjustm .?sﬁcted in
the average mean of 2.8, is moderately positive, with a dlﬁse\ range of self-

perceptions among respondents. @

The fourth Honesty 4" Measure ‘Honesty’ @%cant majority of respondents,

approximately 88.6%, either agreed Q}ﬁgly agreed that they are trustworthy

individuals. This suggests that t%' rwhelming majority of respondents view
themselves as trustworthy. Q:b‘

Only a small percentage Q%lt 9 5%, were undecided or disagreed with this statement.
The mean score Qn icates that, on average, respondents have a high level of
trustworthme?&ias self-perceived. More so, a significant majority, approximately
95.3%,‘% agreed or strongly agreed that they are people of their word. This
that the vast majority of respondents believe they keep their promises. Only
4.8% of respondents were either undecided or disagreed with this statement. The
mean score of 3.56 indicates that, on average, respondents tend to have a very high
commitment to keeping their word. A substantial majority, approximately 93.3%,

either agreed or strongly agreed that they are decent and honest individuals. This

suggests that most respondents view themselves as decent and honest. Only 6.7% of
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respondents were either undecided or disagreed with this statement. The mean score
of 3.32 indicates that, on average, respondents tend to have a very high perception of
their own decency and honesty. A significant majority, approximately 98.1%, either
agreed or strongly agreed that they try not to do anything that might hurt others. This
indicates that the vast majority of respondents are conscious of avoiding actions that
could harm others. Only 2.0% of respondents were either undecided or disagre.ed with
this statement. The average mean score of 3.54 indicates that, on an@'{;}age,
respondents tend to have a very high commitment to avoiding acti . 1d hurt
others. In summary, respondents overwhelmingly view th?ms es, as trustworthy,
people of their word, decent, honest, and committed to ax%l\ig actions that might
harm others. The overall sentiment regarding hon'e@as reflected in the average
mean of 3.4, is extremely positive, with a stro@%nsus among respondents about

their personal integrity and commitmmgﬁ@zcal behavior. The overall grand mean

of 2.7 shows a moderate perception& ondents about their concept of self.

168



4.4. Hypothesis . ®
4.4.1: There will be no significant influence of work-family b la%ﬁn job
satisfaction of office managers in private universities in Oyo Sta \

Table 4.6a-c: Significant Influence of Work family balance on Job Satisfaction of
Office Managers in Private Universities in Oyo State. \%.\
A

Model Summary

Model R R Square Adjusted R Std. Error of the
Square Estimate
1 .5022 252 244 .37081

a. Predictors: (Constant), Work-family balance

e\

Anova?
Model Sum of df Mean F Sig.
Squares Square
1 Regressio 4.765 1 4765  34.652 .000°
n
Residual 14.163 103 138
Total 18.927 104

a. Dependent Variable: Job satisfaction
b. Predictors: (Constant), Work-family balance

~Q°
Coefficients?
Model Unstandardized Standardi t Sig.
Coefficients zed
Coefficie
nts
B Std. Beta
Error
1 (Constant) 2.362 259 9.127 .000
Work-family 442 .075 502 5.887 .000
balance
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a. Dependent Variable: Job satisfaction

Table 4.6a-c presents the results of the linear regression analysis for the influence of
Work-Family Balance on Job Satisfaction of Office managers in Private Universities,
Ibadan, Oyo State, Nigeria. From the results in Table 4.6a, work-family balance has
a significant relationship on the Job satisfaction of Office managers in Private
Universities, Ibadan, Oyo State, Nigeria (R = 0.5022, p<0.05). The coefﬁ@f

<

determination (Adj. R?) of 0.244 also shows that work-family b l'a@éxplains
24.4% of the Job satisfaction of Office manager in Private Univers;t;%badan, Oyo
State, Nigeria while the remaining 75.6% difference in the J?@K&%;;ction of Office
manager in Private Universities, Ibadan, Oyo Sta{e,&@e}a is explained by other

variables which are not considered in this stud%’&

Table 4.6b presents the results of A@? (Overall Model Significance) of
regression test which revealed tha%g(r%amily life balance has significant positive
influence on Job satisfaction o@fee manager in Private Universities, Ibadan, Oyo
State, Nigeria. This can %}flained by the F-value (34.652) and p-value (0.000°)

ﬁcant at 95% confidence interval. Hence, the result posited

which is statisti 11@
1;%

that work family=balance has a strong positive significant influence on the Job
satisfaﬁ%@ Office manager in Private Universities, Ibadan, Oyo State, Nigeria.
‘@Qnore, the results of regression coefficients in table 4.6¢ revealed that at 95%
confidence level, a unit change in work family balance will lead to a 0.442 increases

in the Job satisfaction of Office manager in Private Universities, Ibadan, Oyo State,

Nigeria, given that all other factors are held constant.

On the strength of this result (Adj.R>= 0.252 ,F(1,103)= 34.652, p=000), the null

hypothesis one (Hol) which states that there will be no significant influence of Work
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family balance on Job satisfaction of Office manager in Private Universities, Ibadan,

Oyo State, Nigeria is hereby rejected

In summary, this regression analysis suggests that there is a statistically significant
and positive relationship between "Work-family balance" and "Job satisfaction." The
model explains approximately 25.2% of the variance in job satisfaction, and the
relationship is statistically significant (p < 0.05). The standardized coefficient (B&a)

of 0.502 indicates a moderate positive effect of work-family bqlaﬁg’% job

satisfaction. ‘%\

. yﬁ'\
4.4.2: There will be no significant influence of self -coép%on job satisfaction of
office managers in private universities, Oyo State.

Tabel 4.7a-c: Significant Influence of Self Conc Nn Job Satisfaction of Office
Information Managers in Private Universitiq%o State.

Model Summary

Model R R Square Adjusted R Std. Error of the
Square Estimate
1 1602 .026 .016 42316
a. Predictors: (Constant), Self-c&rbcept
Anova®
Model Sum of df Mean F Sig.
Squares Square
1 Regressio 483 1 483 2.699 .103°
n
Residual 18.444 103 179
Total 18.927 104

a. Dependent Variable: Job satisfaction
b. Predictors: (Constant), Self-concept

Coefficients?
Model Unstandardized Standardiz t Sig.
Coefficients ed
Coefficien
ts
B Std. Beta
Error
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1 (Constant) 3.358 314 10.68 .000
0
Self-concept 187 114 .160 1.643 .103

a. Dependent Variable: Job satisfaction

Table 4.7a-c presents the results of the linear regression analysis for the influence of
Self-Concept on Job Satisfaction of Office Information managers in Private
Universities, Ibadan, Oyo State, Nigeria. From the results in Table 4.7a, Work;fa%y
balance has a significant relationship on the Job satisfaction of Office ma@ers in
Private Universities, Ibadan, Oyo State, Nigeria (R = 0.1604 2'9 . The
coefficient of determination (Adj. R?) of 0.016 also shows tllas\‘ -eoncept explains
0.16% of the Job satisfaction of Office manager in Private.é&ersities, Ibadan, Oyo
State, Nigeria while the remaining 99.84% diffe?e@ in the Job satisfaction of

Office manager in Private Universities, Ibad@yo State, Nigeria is explained by

other variables which are not consider: k@)study.

Table 4.7b presents the result ANOVA (Overall Model Significance) of
regression test which reveﬁad%?at self-concept has significant weak influence on
Job satisfaction of “manager in Private Universities, Ibadan, Oyo State,
Nigeria. This c@x ained by the F-value (2.699) and p-value (0.000°) which is
statistic @ ficant at 95% confidence interval. Hence, the result posited that self
conc@h s a strong positive significant influence on the Job satisfaction of Office
mawager in Private Universities, Ibadan, Oyo State, Nigeria. Furthermore, the results
of regression coefficients in table 4.7c revealed that at 95% confidence level, a unit
change in self-concept will lead to a 0.187 increases in the Job satisfaction of Office
manager in Private Universities, Ibadan, Oyo State, Nigeria, given that all other

factors are held constant.
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On the strength of this result (Adj.R?>= 0.026, F(1,103)= 2.699, p=.103P), the null
hypothesis one (Ho2) which states that there will be no significant influence of Self-
concept on Job satisfaction of Office manager in Private Universities, Ibadan, Oyo

State, Nigeria is hereby accepted.

In summary, the regression analysis indicates a weak positive relationship between
"Self-concept" and "Job satisfaction," with "Self-concept" explaining approxirr@y
2.6% of the variance in job satisfaction. However, the relationship is not t%‘}lcally
significant at the conventional 0.05 significance level, as indicated‘@ p-value of
0.103. This suggests that the self-concept variable may not be@gr’ﬂﬁcant predictor

N
of Job satisfaction in this model. Q’)&%

\
¥
4.4.3: There will be no combined inﬂqﬁ of work family balance and self-
concept on Job satisfaction %Qﬁk information managers in Private
Universities in Oyo State. Q:bd
Table 4.8a-c: Significant Influence of work family balance and self concept on

'\
Job Satisfaction of @e anagers in Private Universities in Oyo State.

\

Model Summary
Model R R Square Adjusted R Std. Error of the
Square Estimate
1 S112 261 247 37027

a. Predictors: (Constant), Self-concept, Work family balance

ANOVA?
Model Sum of df Mean F Sig.
Squares Square
1 Regressio 4.943 2 2472 18.028 .000°

n
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Residual 13.984 102 137
Total 18.927 104

a. dependent variable: Job satisfaction

b. predictors: (constant), Self-concept, work family balance

Coefficients®
Model Unstandardized Standardi t Sig.
Coefficients zed
Coefficie
nts >'
B Std. Beta
Error
(Constant) 2.555 309 8.268 .000
Work family 490 .086 556 5.703 .000
balance
Self-concept -.130 114 -.111 - 257

1.141

a. Dependent Variable: Job satisfaction

NS
Table 4.8a-c presents the result , \ﬁsimple regression analysis for the
relationship between work life@ance and self-concept on Job satisfaction of
office information manage Private Universities in Oyo State. ~ From the
results in Table 4.8a, work life balance and self-concept have a significant
relationship @QE%satisfaction of office information managers in Private
Unive si%&,in Oyo State, Nigeria. (R = 0.511?%, p<0.05). The coefficient of
determination (Adj. R?) of 0.247 also shows that either of work life balance and
Qf-concept explains 24.7% of the on Job satisfaction of office information
managers in Private Universities in Oyo State, Nigeria. while the remaining
75.3% difference in the Job satisfaction of office information managers in Private
Universities in Oyo State, Nigeria is explained by other variables which are not

considered in this study.
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Table 4.8b presents the results of ANOVA (Overall Model Significance) of
regression test which revealed that either work life balance and self-concept has
significant relationship on Job satisfaction of office information managers in
Private Universities in Oyo State, Nigeria. This can be explained by the F-value
(18.028) and high p-value (0.000°) which is statistically significant at 95%
confidence interval. Hence, the result posited either work life balance a£1d (sbelf-
concept strong significance influence on Job satisfaction of office in@'&g’}tion
managers in Private Universities in Oyo State, Nigeria. Furth: .ﬁﬁ results
of regression coefficients in table 4.6¢c revealed that at .95‘%1%0:%ﬁdence level, a
unit change in either work life balance and self-conce@l lead to a .490 and -
.130 increases in Job satisfaction of office fq@laﬁon managers in Private
Universities in Oyo State, Nigeria respecti@%n that all other factors are held
constant. The coefficient for "Wo @1}/ balance" is about 0.490, and it is

highly statistically significant %i 7001). The coefficient for "Self-concept” is

approximately -0.130, wd\igs)%t statistically significant (p = 0.257).

On the strength of this,résult (Adj. R?>= 0.247, F(2,102)= 18.028, p =0.000°), the
null hypothdsis e (Ho3) which states that there will be no combined significant
influ céﬂ work life balance and self-concept on Job satisfaction of office

in@m ion managers is hereby rejected as only work life balance has strong

Qﬂiﬁcant influence while self-concept did not.

4.4.4: There will be no combined influence of work-family balance, self-
concept and demographic factors on job satisfaction of office information

managers in private universities in Oyo State.
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Table 4.9a-c: Combined influence of work-family balance, self-concept and
demographic factors on job satisfaction of office information managers in

private universities in Oyo State.

Model Summary

Model R R Square Adjusted R Std. Error of the
Square Estimate
1 519° 269 247 37007 [\
a. Predictors: (Constant), Self-Concept, Demographic Factors, Work family
Balance
DY
Anova®
Model Sum of df Mean F Sig.
Squares Square
1 Regressi 5.095 3 1.698  12.401 .000°
on
Residual 13.832 101 137
Total 18.927 104

a. dependent variable: job satisfaction
b. predictors: (constant), self-concept, demographic factors, work family

balance -
., oP
Coefficients®
Model Unstandardized Standardi t Sig.
Coefficients zed
Coefficie
nts
B Std. Beta
Error
1 (Constant) 2.682 332 8.089 .000
Demographic -.071 .068 -.091 - 295
factors 1.054
Work family 505 .087 573 5.802 .000
balance
Self-concept -.146 15 -.124 - 209

1.264

a. Dependent Variable: Job satisfaction
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The R value of 0.519 indicates that there is a positive linear relationship between the
combination of the predictor variables (Demographic factors, Work family balance,
Self-concept) and job satisfaction. However, this relationship is not very strong, as it
is less than 1. R Square (R"2): The R*2 value of 0.269 reveals that approximately
26.9% of the variance in job satisfaction can be explained by the predictors. In other
words, these predictors collectively account for about 26.9% of the Variability in job
satisfaction. The adjusted R"2 is slightly lower at 0.247, indicating %‘}fter
considering the number of predictors and the sample size, the m e. '?t?laxplains
24.7% of the variance. Std. Error of the Estimate: This Value. (0@(1?) represents the
typical error or the spread of actual job satisfaction scores q@t the predicted values.
ANOVA (Analysis of Variance) ¢ $%

The F-statistic of 12.401 is associated with a @ p-value (p < 0.001), indicating
that the overall regression model is stati @)Signiﬁcant. This suggests that at least
one of the predictors is contributin%)' ¢ prediction of job satisfaction. The sum of
squares for the residuals (ergor 1@5 is 13.832, and the mean square is 0.137.

The coefficients indicat&th'e\ relationships between the predictor variables and job

satisfaction. C{Q’Q
ly-

The "Work fami

Q

0.505) a ositive standardized coefficient (Beta = 0.573), indicating that as "work

alance" variable has a positive unstandardized coefficient (B =

@Qalance" increases, job satisfaction is expected to increase as well. This
variable is statistically significant (p < 0.001). The "Demographic factors" variable
has a negative unstandardized coefficient (B = -0.071) and a negative standardized
coefficient (Beta = -0.091), suggesting that as "Demographic factors" increase, job
satisfaction is expected to decrease slightly. However, this variable is not statistically

significant (p > 0.05).
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The "Self-concept" variable has a negative unstandardized coefficient (B = -0.146)
and a negative standardized coefficient (Beta = -0.124), indicating that as "self-
concept" increases, job satisfaction is expected to decrease slightly. Like
"Demographic factors," this variable is not statistically significant (p > 0.05).

In summary, the regression model as a whole is statistically significant, indicating that
at least one predictor variable is contributing to the prediction of job satisfacti.on. The
most influential predictor in this model is "Work family balance," which is %g;'\l(rely

!

related to job satisfaction. However, the other two predictor variab graphic
factors" and "Self-concept," are not statistically signiﬁcanj%m} have weaker
relationships with job satisfaction. The model explains abo@% of the variance in

job satisfaction, leaving a substantial amount of Variﬁ@mexplained

4.4. Analysis of Moderating Variables @

There will be not significant impa{o)&ographic factors and work-family
balance on the Job satisfacti?b- office information managers in private

universities, Oyo State. \)Q)

L\ *
Demographic 1 (Gender)

Table 4.10a-c: Effect of Gender and work-family balance on the Job
satisfaction of office information managers in private universities, Oyo State.

Model Summary

Model R R Square Adjusted R Std. Error of the
Square Estimate
1 .530° 281 259 36715

a. Predictors: (Constant), Work family balance x gender, work family balance,

gender
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Anova?

Model Sum of df Mean F Sig.
Squares Square
1 Regressio 5.312 3 1.771 13.136 .000P
n
Residual 13.615 101 135
Total 18.927 104 *

a. Dependent Variable: Job satisfaction

b. Predictors: (Constant), work family balance x gender, work family balance,

gender
&
Coefficients?
Model Unstandardized Standardi t Sig.
Coefficients zed
Coefficie
nts
B Std. Beta
Error
1 (Constant) .966 950 1.017 311
Work family .897 281 1.018  3.195 .002
balance
Gender .808 .549 936 1472 144
Work family -.264 161 -1.212 - .103
balance x gender 1.643

a. Dependent Variable: Job satisfaction
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The table 4.10a-c provided is a regression analysis, and it includes the coefficients for
the main effects and an interaction effect involving the variables "work family

nmn

balance," "gender," with gender and work family balance as the "work family balance
x gender." work family balance: The coefficient for "work family balance" is 0.897.
This indicates that for a one-unit change in "work family balance," there is a 0.897-
unit change in "Job satisfaction." The standardized coefficient (Beta) @Nl&
suggesting it has a moderate effect on job satisfaction. The t-value i .. d the p-
value (Sig.) is 0.002, which is less than 0.05. This means theit "wls\family balance"
has a statistically significant positive effect on "Job satisf;@" The coefficient for
"gender" is 0.808. This suggests that there is a 0.8087@%ﬁange in "Job satisfaction"
for a one-unit change in "Gender." The standa@%efﬁcient (Beta) is 0.936. The t-
value is 1.472, and the p-value (Sig.) i$ @% This means that "Gender" does not

have a statistically significant effe%(') Job satisfaction" as the p-value is greater

than 0.05. Q:b‘
Interaction Effect “\)

The coefficient @amily balance x gender" is -0.264. This is the coefficient
for the intera¢tion term "Work family balance x gender," also referred to as "Work
family‘l%te x gender." A coefficient for an interaction term measures how the
@nship between two variables (in this case, "Work family balance" and "gender")
changes depending on the value of another variable ("Work family balance x gender").
In this context, a negative coefficient (-0.264) suggests that the relationship between
"Work family balance" and "Job satisfaction" becomes more negative (decreases)

when "Work family balance x gender" increases. A positive coefficient would suggest

that the relationship becomes more positive when "Work family balance x gender"
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increases. The standardized coefficient (Beta) for the interaction effect is -1.212. The
t-value is -1.643, and the p-value (Sig.) is 0.103. The p-value is greater than 0.05,
indicating that the interaction effect is not statistically significant at the conventional
significance level (usually 0.05).

Interpretation of the Interaction Effect

In this context, the interaction effect between "Work family balance," "gendgr,'&gtjd
"work family balance x gender" suggests that the relationship between w@‘nily
balance and job satisfaction depends on the value of the work famil : X% gender
variable. However, since the p-value for the interaction ?ffegs.\not statistically
significant (p = 0.103), it suggests that there is not enougK@énce to conclude that
the interaction has a significant impact on job satisfa’cf\bk

In summary, while there is a statistically si@% main effect of" work family

balance" on job satisfaction, the inti;@%ffect involving "gender" and "work
e

family balance x gender" does not@ to be statistically significant in influencing

job satisfaction. \)Q:b‘
'\

Demographic Z@tams)

Table 4.1 1a—¢?\]§3 ect of Marital status and work-family balance on the Job

satisfaé%)f office information managers in private universities, Oyo State.

QQ

Model Summary

Model R R Square Adjusted R Std. Error of the
Square Estimate
1 .506° 256 234 37344
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a. Predictors: (Constant), Work family balance x marital status, work family

balance, marital status

Anova®
Model Sum of df Mean F Sig.
Squares Square
1 Regressio 4.842 3 1.614  11.575 .000° !
n
Residual 14.085 101 139
Total 18.927 104
a. Dependent Variable: Job satisfaction
b. Predictors: (Constant), Work family balance x marital status, work family
balance, marital status
4
_ON
Coefficients®
Model Unstandardized Standardi t Sig.
Coefficients zed
Coefficie
nts
B Std. Beta
Error
1 (Constant) 1.819 .879 2.069 .041
Work family .613 258 696 2.380 .019
balance
Marital status 339 .530 388 .639 524
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Work family -.106 154 -471 -.688 493
balance x marital

status

a. Dependent Variable: Job satisfaction

The table 4.11a-c is the coefficient output from a regression analysis, and it includes
an interaction term "Work family balance x marital status" along with the main effects
("work family balance" x "marital status") in relation to the dependent Var@;\'Job
satisfaction." The constant represents the intercept of the regressio s % . In this

case, it is 1.819. This is the expected value of "Job satisfactWen all predictor

A\
&

Q>
Interaction Effect Q

The coefficient for "work family bal@o@gﬁl& This means that for a one-unit

variables are set to zero.

increase in "work family balance," job Satisfaction is expected to increase by 0.613
units. The standardized c fﬁ@ (Beta) is 0.696, suggesting that "work family
balance" has a moderate@g%tlve effect on job satisfaction. The t-value is 2.380, and
the p-value is 0 @Qcating that "work family balance" is statistically significant
in predicting&%satisfaction.

The coefficient for "marital status" is 0.339. This coefficient implies that, holding
Variables constant, individuals with a "Marital status" of 1 unit higher are
expected to have job satisfaction that is 0.339 units higher. However, the p-value is
0.524, indicating that "Marital status" is not statistically significant in predicting job
satisfaction at a conventional significance level of 0.005

The coefficient for the interaction term "Work family balance x marital status" is -

0.106. This interaction term represents the combined effect of "work family balance"
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and "marital status" on job satisfaction. The negative sign suggests that the interaction
effect has a negative impact on job satisfaction, but the coefficient is not statistically
significant. The t-value is -0.688, and the p-value is 0.493, indicating that the

interaction term is not statistically significant.

Summary of Interaction Effect . (b‘

The interaction term "Work family balance x marital status" represents the é}t of
the joint influence of "work family balance" and "marital status" o . faction.
Since the p-value for the interaction term is 0.493 (g;re‘a\‘ tklan the typical
significance level of 0.05), it suggests that the interactio&@?ct is not statistically
significant in predicting job satisfaction in this ana‘h@ n other words, there is no
strong evidence to conclude that the interac@%veen work-family balance and

marital status significantly affects job s@n in this particular model.

In this regression model, while "Wc%' ily balance" has a significant positive effect
on job satisfaction, "marita@%nd the interaction effect "Work family balance x

marital status" do notﬁapgear to be statistically significant predictors of job

satisfaction. QQQ
S

Demogr 3 (Work Experience)
@Q.IZa—c: Effect of Work Experience and work-family balance on the Job
satisfaction of office information managers in private universities, Oyo State.

Model Summary

Model R R Square Adjusted R Std. Error of the
Square Estimate
1 5132 263 241 37164
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a. Predictors: (Constant), Work family balance x working experience, work family

balance, working experience

Anova?
Model Sum of df Mean F Sig.
Squares Square
1 Regressio 4.978 3 1.659 12.013 .000°
n
Residual 13.950 101 138
Total 18.927 104

a. Dependent Variable: Job satisfaction
b. Predictors: (Constant), work family balance x working experience, work family

balance, working experience

4
_ON
Coefficients®
Model Unstandardized Standardi t Sig.
Coefficients zed
Coefficie
nts
B Std. Beta
Error
1 (Constant) 2.496 532 4.688 .000
work family 429 154 487  2.779 .007
balance
Working -.058 159 -223  -364 716
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experience
work family .009 .045 126 194 .847
balance x working

experience

a. Dependent Variable: job satisfaction

The table 4.12a-c provided is the coefficient output from a regression analysis., which
includes main effects and an interaction term "work family balance xé;king
experience" in relation to the dependent variable "Job satisfaction. .%onstant
represents the intercept of the regression equation. In this case i 2’496. This is the

expected value of "Job satisfaction" when all predictor vari \are set to zero.
Interaction Effect @

The coefficient for "work family balzi&;\‘@gAw. This means that for a one-unit

increase in "work family balance," job Satisfaction is expected to increase by 0.429
units. The standardized cq fﬁ@ (Beta) is 0.487, suggesting that "work family
balance" has a moderate@g%tlve effect on job satisfaction. The t-value is 2.779, and
the p-value is 0 Ql%ating that "work family balance" is statistically significant
in predicting %Qsatisfaction.

The coefficient for "working experience" is -0.058. This coefficient implies that,
g other variables constant, for each additional unit of "working experience," job
satisfaction is expected to decrease by 0.058 units. However, the p-value is 0.716,
indicating that "working experience" is not statistically significant in predicting job
satisfaction.

The coefficient for the interaction term "work family balance x working experience"

is 0.009. this interaction term represents the combined effect of "work family balance"
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and "working experience" on job satisfaction. The positive sign suggests that the
interaction effect has a positive impact on job satisfaction, but the coefficient is not
statistically significant. The t-value is 0.194, and the p-value is 0.847, indicating that
the interaction term is not statistically significant.

Interpretation of the Interaction Effect

The interaction term "work family balance x working experience" represents the
impact of the joint influence of "work family balance" and "working experq)@ on
job satisfaction. since the p-value for the interaction term is 0.847 han the
typical significance level of 0.05), it suggests that the 1nte§1qn effect is not
statistically significant in predicting job satisfaction in th&@%yms in other words,
there is no strong evidence to conclude that the | 1]& ion between work-family
balance and work experience significantly aﬂ% b satisfaction in this particular
model. )\&ﬂ

in this regression model, "work fam nce" has a significant positive effect on job
satisfaction, "working exp%@)%oes not have a statistically significant effect, and

the interaction effect "work family balance x working experience" is not statistically

significant in pré(:@)b satisfaction.

Demog 4 (Working Hours per week)

g 4.13a-c: Effect of Work hours and work-family balance on the Job
satisfaction of office information managers in private universities, Oyo State.

Model Summary

Model R R Square Adjusted R Std. Error of the

Square Estimate
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1 5582 311 291 35929

a. Predictors: (Constant), work family balance x working hours per-week, work

family balance, working hours

Anova®
Model Sum of df Mean F Sig.
Squares Square
1 Regressio 5.889 3 1.963 15.207 .000°
n
Residual 13.038 101 129
Total 18.927 104

a. dependent variable: job satisfaction

b. predictors: (constant), work family balance x working hours per week, work

family balance, working hours

o
A
Coefficients?
Model Unstandardized Standardi t Sig.
Coefficients zed
Coefficie
nts
B Std. Beta
Error

1 (Constant) 4.350 721 6.037 .000
Work family -.124 205 -.140  -.602 .549

balance
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Working hours -1.275 433 -1.881 - .004
2.942

work family 363 123 2.007  2.948 .004

balance x working

hours per week

a. Dependent Variable: Job satisfaction
»
Ol
The table 4.13a-c you provided is the coefficient output from a r gﬂnalysis,
which includes main effects and an interaction term "work farg:'\‘ bz*ance x working
hours per week" in relation to the dependent variable "job,é'g’\action.” The constant
represents the intercept of the regression equation. I'n@ case, it is 4.350. This is the

expected value of "Job satisfaction" when all p@variables are set to zero.

Interaction Effect (.j\i‘%

The coefficient for "work famil nce" is -0.124. this means that for a one-unit
increase in "work family balanee," job satisfaction is expected to decrease by 0.124
units. the standardize@;a’lcient (beta) is -0.140, suggesting that "work family
balance" has a s@?egative effect on job satisfaction. however, the t-value is -0.602,

and the p- @e is 0.549, indicating that "work family balance" is not statistically

s@n‘[ in predicting job satisfaction.

The coefficient for "working hours" is -1.275. this coefficient implies that, holding
other variables constant, for each additional unit of "working hours," job satisfaction
is expected to decrease by 1.275 units. the standardized coefficient (beta) is -1.881,

indicating that "working hours" has a strong negative effect on job satisfaction. the t-
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value is -2.942, and the p-value is 0.004, suggesting that "working hours" is

statistically significant in predicting job satisfaction.

The coefficient for the interaction term "work family balance x working hours per
week" is 0.363. this interaction term represents the combined effect of "work family
balance" and "working hours" on job satisfaction. the positive sign suggests that the
interaction effect has a positive impact on job satisfaction. the coeffieiefih is

statistically significant with a t-value of 2.948 and a p-value of 0.004. Qg)&
Interpretation of Interaction Effect \%
[ ﬂ

The interaction term "work family balance x working hour; G’%\yweek" represents the
impact of the joint influence of "work family balanc&gﬁ "working hours" on job
satisfaction. The positive coefficient and the s‘%@lt p-value (0.004) indicate that
the interaction between work-family bala%&snd working hours significantly affects
job satisfaction in this particular f&' his suggests that the combined effect of

these two factors is related to in@ghbd job satisfaction.

In this regression mo work family balance" does not have a statistically
significant effet@tisfaction. "working hours" has a significant negative effect,
and the int jon effect "work family balance x working hours per week" is
statistically significant and positively affects job satisfaction, implying that the impact

(@king hours on job satisfaction depends on the level of work-family balance
Demographic 5: (Level of Education)

Table 4.14a-c: Effect of Level of education and work-family balance on the Job
satisfaction of office information managers in private universities, Oyo State.

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

Estimate

1 5042 254 231 .37400

a. Predictors: (Constant), work family balance x level of education, work family

balance, level of education

N

Anova?
Model Sum of df Mean F Sig.
Squares Square
1 Regressio 4.800 3 1.600 11.439 .000°
n
Residual 14.127 101 .140
Total 18.927 104

a. dependent variable: Job satisfaction
b. predictors: (constant), work family balance x level of education, work family

balance, level of education

C)QY )

Coefficients®
Model Unstandardized Standardi t Sig.
Coefficients zed
Coefficie
nts
B Std. Beta
Error
1 (Constant) 2213 527 4.198 .000
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work family 477 154 542 3.090 .003

balance
Level of education .088 271 .170 325 .746
work family -.021 .080 -.140 -.258 797

balance x level of

education

a. Dependent Variable: Job satisfaction
\NO

The table 4.14a-c is the coefficient output from a regression.aK isa including main
effects and an interaction term "work family balance x lev@ducation" in relation
to the dependent variable "job satisfaction." The cdo@t represents the intercept of
the regression equation. In this case, it is 22@% is the expected value of "Job
satisfaction" when all predictor variab 's,{@%et to zero. The coefficient for "work
family balance" is 0.477. This me«@' at for a one-unit increase in "work family
balance," job satisfaction 1 e)@éd to increase by 0.477 units. The standardized

coefficient (Beta) is 0.542, suggesting that "work family balance" has a moderate

'\
positive effect j@isfaction. The t-value is 3.090, and the p-value is 0.003,
indicating t%\'i'work family balance" is statistically significant in predicting job

satisfaction.

1@2&1(&&1‘[ for "Level of education" is 0.088. This coefficient implies that,
holding other variables constant, individuals with one additional level of education are
expected to have job satisfaction that is 0.088 units higher. However, the p-value is
0.746, indicating that "level of education" is not statistically significant in predicting

job satisfaction.
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The coefficient for the interaction term "work family balance x level of education” is -
0.021. This interaction term represents the combined effect of "work family balance"
and "level of education" on job satisfaction. The negative sign suggests that the
interaction effect has a negative impact on job satisfaction, but the coefficient is not
statistically significant. The t-value is -0.258, and the p-value is 0.797, indicating that
the interaction term is not statistically significant. . ‘b

Summary of Interaction Effect . Q§\

The interaction term "work family balance x level of education" represents the impact
of the joint influence of "work family balance" and "lev ‘%ﬁ ucation" on job
satisfaction. Since the p-value for the interaction te&%; 797 (greater than the
typical significance level of 0.05), it sugge @the interaction effect is not
statistically significant in predicting job se&ctlon in this analysis. In other words,
there is no strong evidence to conc@?)\tlat the interaction between work-family

balance and the level of education($ignificantly affects job satisfaction.

In this regression model "vz\o family balance" has a significant positive effect on
job satisfaction, "le@ducation" does not have a statistically significant effect,
and the intesact effect "work family balance x level of education" is not
statistic%\gniﬁcant in predicting Job satisfaction.

QO

4.5, Discussion of Findings

The aim of the study is to investigate the influence of work-family balance and self-
concept on job satisfaction of office Information managers in private universities,
Ibadan, Oyo State, Nigeria. The first research question “  identify the level of job
satisfaction of office managers in private Universities in Ibadan, Oyo State”. Revealed

that there was a high level of job satisfaction with a grand mean of 3.5. Job
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satisfaction was measured by the Herzberg’s two factor theory of employee
satisfaction which are made up of both hygiene and motivation factors. The hygiene
factors consist of working conditions, co-workers relationships, organizational
policies, supervisor’s quality and salary. While the motivation factors consist of
employee achievement, responsibility, recognition, work it self, advancement and
personal growth. According to the theorist, improving the motivators factors iI}creases
job satisfaction and improving the hygiene factors decreases job dissatisfa@ As
found in this study, the grand mean of 3.5 for both factors showed : \g@h level
satisfaction among office information managers in Private 1.1niv iﬁ)es, Ibadan, Oyo
State, Nigeria. The finding of this study was moreover, s@ted in a study on the
application of Herzberg's two-factor theory of motiv’a@to job satisfaction in clinical
laboratories in Omani hospitals where job dissﬁ@'%ion was reported among nurses

as a result of the absence of the h}é‘:@ytors and some of the motivators in

accordance with Hertzberg's theo%' ¢ implication of this is that a dissatisfied

nurses or healthcare provi@he tendency of not rending quality service thus
resulting to medical cas ti§§,.
To buttress fun@r)Qn ”the influence of the impact of the duo of hygiene and

motivato; (@ﬁbb satisfaction, a study examines job satisfaction and dissatisfaction

factor@o

theary, the study found that both motivators and hygiene factors influenced job

government employees in Myanmar. Applying Herzberg’s two-factor

satisfaction and dissatisfaction of the public employees. In particular, interpersonal
relationships, factors in personal life, work itself, and recognition were major
determinants of job satisfaction, and working conditions, interpersonal relations,
factors in personal life, supervision-technical, and recognition all influenced job

dissatisfaction of public employees in Myanmar®. Since the influence could be
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positive or negative, it is necessary for organizations as stated by the theorist to
improve both motivators and hygiene factors thus increasing employee job
satisfaction and improving employee jo dissatisfaction. In spite of the criticisms, a
study has underscored the significance of the components stressed by Herzberg's
theory in comprehending job happiness. A research study conducted on workers
employed in the service industry in Ghana revealed that certain criteria had s1gn1ﬁcant
importance for the workers themselves. The factors of job security,é&mg
circumstances, and relationships with subordinates and supervisor %S@ntlal in
determining individuals' job satisfaction. While Herzberg's gig;tne criteria do
contribute to employee satisfaction, it is posited that a grea&@el of appreciation for

their job will enhance employee satisfaction even fuh@

The implication of the findings is that t ease employee satisfaction and
motivation, organizations should focu éﬂ%ﬂhancmg these intrinsic(motivators)
factors. This might involve prov1%‘ hallenging and meaningful work, recognizing
employees for their achl s, and creating opportunities for personal and
professional growth. 0, Although the hygiene factors do not inherently motivate
employees, but @Q)S nce or deficiency can lead to job dissatisfaction. Therefore,
organiza his case private universities should strive to maintain adequate levels
of hyéer!%o prevent dissatisfaction. However, simply improving hygiene factors
dods not necessarily lead to increased job satisfaction or motivation. Therefore, to
achieve higher levels of job satisfaction, it is essential to address both hygiene and

motivator factors. While hygiene factors prevent dissatisfaction, motivators are

necessary to stimulate employee motivation and high performance.

The second research question “What are the most prevalent dimensions of work-
family balance of office managers in private universities in Oyo State?”” The "Grand
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Mean" of 4.3 revealed that, overall work-family balance among office information
managers in private universities, in Oyo State, Nigeria is very high. However, the
average mean of 2.5 revealed that Personal Life Interference with Work (PLIW) is
low while the average mean of 2.9 showed that Work Interference with Personal Life is

moderate. Work place support, satisfaction with work life balance and improved effectiveness
at work results in an average mean of 3.8, 3.9 and 4.0 respectively. The implication of this
finding is that although high satisfaction with work-life balance (3.9) and work place{&%n
(3.8) was found and a very high level improved effectiveness at work (4. 'VK%O found,
however work life interferes with personal life (2.9) although on a ‘n§#ate level and

[ ) ﬂ
personal life interferes with work (2.5) at a low level was also ‘iéqd Overall, a balance

Several studies have found that work-place su@n positively facilitate work life

between work and family life was found.

or work family balance’ °. It was found th, Q%rkplace support can lower stress levels

among employees, which can lea(;l1 t@oved work-life balance. More so, when

employees feel supported by tl@v

and engaged in their worNrthermore, employees who feel supported by their

'}
workplace are more&y to stay with the company long-term. Workplace support

rkplace, they are more likely to be productive

can improve % ity by making it possible for women and people of color, who
often s@\e most with work-life balance, to stick around and flourish’. However,
itASY rtant to note that the impact of workplace support on work-life balance is not
always positive. For example, one study found that work-life balance harmed project
performance, and organizational support was putting the main impact on project
performance®. Overall, it is clear that workplace support can play a crucial role in
promoting work-life balance, but it is important to consider the specific context and

needs of each workplace.
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Moreover, this study found Personal Life Interference with Work on work life balance
and Work interference with personal life. The interaction between personal life and
work can have a significant impact on work-life balance®. Work-life interference or
lack of balance is defined as an inter-role conflict where work demands make it such
that one is unable to concurrently meet personal or family life demands or vice versa.
The implication is that Personal life interference with work can result in work:related
burnout, which has been shown to have negative effects on phy%‘}l\ and
psychological health. Secondly, Personal life interference with . lead to
turnover intentions among employees. Personal life interferer.lcs\‘ 'th.\;vork can lead to
lower work ability regarding physical and mental {@hdsm. Personal life
interference with work can lead to neglecting one's p Qa{ needs and not being able

to maintain the kind of personal life one would@t have because of work. Personal

life interference with work can lead to @%@etween work and personal life, which
c

can cause stress and negatively in%' ork-life balance!®. Overall, looking at the

implication of both interfer: nce@ important for employers to recognize the impact
of personal life interfereg y\vith work on work-life balance and take steps to address
it'", This can i @%ering flexible work arrangements, providing resources for
employees to@nage personal responsibilities, and encouraging employees to take

time off needed.

Q
ﬁgﬁrd research question is focused on the “What is the self-concept of office
managers in private universities in Oyo State?” The constructs considered in this
includes self fulfilment, self autonomy, emotional adjustment and honesty. Overall,
the study found a moderate level of self as self fulfilment was moderate with 2.7 mean
score, self autonomy was also moderate with 2.02 average mean score, emotional

adjustment was found to be moderate with 2.8 average mean score, honesty was
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found high with 3.4 mean score. This contrary to findings of related studies that have
been conducted elsewhere. For instance, in a study examining relationship between
teachers' self-efficacy and job satisfaction, it was found in the study that teachers with
high level of self - efficacy were likely to achieve more educational outcomes
compared to those with lower self-efficacy'?. This means that a very high positive
perception of self can result in very high effectiveness in ones job. This was further
supported by a study where it was found that Overwhelmingly, 93% of p@g\vho
reported high job satisfaction also said they were satisfied with t .QSQ, versus
81% of respondents who were moderately satisfied with t{leird%as’ and 54% who
reported low satisfaction. Similarly, 92% of people who @\highly satisfied with
their jobs had a positive attitude towards themselv’e@rsus just 53% of those with
low job satisfaction. Beyond being happy M@%jobs, people who were happy

with the quality of work they produce:’]@better quality of life and higher self-
w

esteem. Compared to 51% of peop were missing expectations at work, 85% of

people exceeding expectations @c@they were satisfied with their lives overall, and

84% said they take a pogg\attimde towards themselves!?.

The implicatior@%;‘ﬁnding is that low self perception will result in low job
satisfaction, erate self perception will result in moderate job satisfaction while
high %eption would result in high job satisfaction. Therefore, It is important for
indiyiduals with low self-worth to recognize the impact it can have on their job
performance and take steps to address it. This can include seeking support from a
therapist or counselor, practicing self-care, and setting achievable goals to build
confidence. Moreso, Employers can also play a role in supporting employees with low

self-worth by providing resources for mental health support and creating a positive

work environment that values and recognizes employees' contributions.
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The first hypothesis of this study on the influence of work family balance on job
satisfaction of office information managers in private universities in Oyo State. The
findings shows that work-family balance has strong positive influence on job
satisfaction of office information managers in private universities in Oyo State. The
findings indicates that, the more an employee is able to balance work and family, the
more satisfied he/she would be with his/her job. This findings agrees .with a
comparative study on Work Life Balance and Job Satisfaction of Emp@% in
Murtala Muhammed (MMA) and Victor Attah International Ai o. %IA) in
Nigeria, the study tries to compare the effect of work farrzil I e.palance and job
satisfaction of both airport authorities, it was found that f;éé}ie grand mean of the
result that employees in VAIA are satisfied with 1@%3 (mean=3.80, SD=.435).
While their counterparts in MMA are not@ with their job (mean=2.85,
SD=1.22). The reason for this is that @eavy workload, lack of payment for
overtime jobs, lack of provision&i‘taff welfare packages, lack of training,

difficulties of commuting to wo%cb‘

To buttress further on ifidings of this study. Another study conducted to examine
the effect of V\@Qfe Balance, Job Satisfaction, and Job Performance of SMEs
Employe :@Moderating Role of Family-Supportive Supervisor Behaviors found
that f@ e empirical results work-life balance positively influences job satisfaction
amgerformance. Moreso, empirical findings also revealed that job satisfaction
partially mediates the relationship between work-life balance and job performance.
We also found that when Family Support Supervisors Behaviour interacts with work-
life balance and job satisfaction, it moderates the relationship between work-life

balance and job performance and job satisfaction and job performance!.
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Another study on The relationship between work—life balance and job satisfaction:
moderating role of training and development and work environment buttressed that
the hierarchical regression results indicated that WLB is negatively related to job
stress, positively related to job satisfaction and positively related to job commitment.
The results also indicated that job stress is negatively related to job satisfaction, and
job commitment is positively related to job satisfaction'. These findings foqnd that
work-life balance is an important factor in promoting job satisfaction. Emp@%can
promote work-life balance by offering flexible work arrange e.%s, oviding
resources for employees to manage personal responsibi.liti \ a,gld encouraging
employees to take time off when needed. Additionq&%:\acknowledging each

employee's efforts to strike a balance can increa§e® satisfaction and employee

loyalty. QQ

The second hypothesis examined the @of self concept on Job satisfaction of
office information managers in 1%%'-@@ universities, Oyo State. The findings shows

that self-concept does not @%the job satisfaction of office information managers

in private universities | State. This finding however negates a the findings of a
study where it @1 that contrary to theoretical predictions, low self concept was

found to a@isigniﬁcant but negative influence on the performance of marketing

servic&fo one service profession!’.

z&ﬁonally, the result of the finding of a study on the Relationship between Self-
Esteem and Job Satisfaction of Personnel in Government Organizations indicated that
there is a meaningful (significant) relationship between self-esteem and the following
factors: The degree of job satisfaction; the degree of satisfaction from the kind and the
nature of work; the degree of satisfaction from the manager or the supervisor; the
degree of satisfaction from the co-workers; the degree of self-esteem and the degree
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of satisfaction from promotion; and the degree of satisfaction from salary and wages.
This means that Self-esteem, which is related to self-concept, has been found to have
a positive relationship with job satisfaction, meaning that individuals with higher self-

esteem tend to be more satisfied with their jobs!'®,

More negating findings was found. For example, the findings of a study examining
relationship between teachers' self-efficacy and job satisfaction, it was found i%le
study that teachers with high level of self - efficacy were likely to_ac '@&more
educational outcomes compared to those with lower self—efﬁcacyl@on several
findings and assertion it has been pointed that Self-concept h@ﬁ\found to have a
mediating role on the relationship between job satisfa%g%nd work engagement,

meaning that individuals with a positive self—c%%ﬁ@%ore likely to be engaged in

their work and satisfied with their job.

%

However, the reason for which this st@ﬂed lack of significant influence of self
concept on job satisfaction cou due to the fact that while self-concept can
certainly influence job satiwn, it is just one of many factors that come into play.
The relationship bet 4§21f-concept and job satisfaction is complex and can be
influenced by a Wid¢ array of external and internal factors. Depending on the specific

circum gband the individual's priorities and coping mechanisms, self-concept

%@always have a significant influence on job satisfaction.

The third hypothesis of this study examined the combined influence of work family
balance and self-concept on job satisfaction of office information managers in private
universities in Oyo State found that there was a strong positive significant influence
of work-family balance on job satisfaction. However, there was no significant

influence of self-concept on job satisfaction of office information managers private
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universities in Oyo State. As stated above, the implication of this study is that more
emphasis should be place on factors that enhances and facilitates work-family balance
of employees when there’s need to choose between the duo of work-family balance

and self-concept.

In a separate investigation that brings the three concepts together pertaining to the
evaluation of the correlation between teacher self-efficacy, job satisfactior}{Bgd
perception of work-life balance among agricultural educators in Louisiana &wral,
educators expressed a sense of efficacy in their selected profess@ expressed
satisfaction with their occupation. Furthermore, the instm@iﬂ question have
reported successfully attaining a state of equilibrium 4 %eir professional lives,
wherein their familial responsibilities do not i p%e\;h%ir work commitments. The
empirical findings indicate that there are posi éd significant associations between
Overall Teacher Self-Efficacy and J@%Sf ction (r = .59), as well as between
Perception of Creating Balance \@)Verall Perception of Conflict (r = .65). The
study revealed significant, rﬁ&de%ﬂe correlations between Job Satisfaction and Overall
Perception of Conflict .43) as well as Job Satisfaction and Perception of Creating
N

Balance (r = .31). dy revealed modest, positive associations between Overall

Teacher ?l@ﬁcacy and Perception of Creating Balance (r = .26) as well as Overall
f.

Teac -Efficacy and Overall Perception of Conflict (r = .23). This implies that

selfsetficacy exerts a favorable impact on the levels of job satisfaction and family

work-life balance experienced by agriculture teachers in the state of Louisiana®’.

The third hypothesis that the combination of demographic factors, work-family
balance, and self-concept would have significant influence on job satisfaction of
office information managers in private universities in Oyo state shows that while the
combination of the variables has significant influence on job satisfaction, only work-
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family balance has a significant relative influence on job satisfaction while others:
demographic factors and self-concept does not have a significant influence. The
implication of this is that demographic factor and self-concept may not be an
important predictor of job satisfaction in the face of proper work-family balance.
Once the office information managers have a proper work family life balance they
will be satisfied with their job not minding their age and their self concept..This is
supported by a study on effect of demographic variables on job satis%';i'p\f of

employees at ONGC, where it was found that gender does p%?ﬁ%@ace job
1 1an2l
satisfaction?!. . ‘6.\

In the same vein, several contemporary studies found fo% t there is no difference
in the level of satisfaction of both genders. This e}@t gender differences is not a
factor that influence or is significant to job sa égon22 23, This was however negated
by a 2015 study in Pakistan where i@% d that although male employees are
happier at work than female emplo%.s are, male employees tend to be less satisfied
with work circumstances ar@ satisfied with management and personal fulfilment.

However, compared t@ﬁ%mployees, female employees are less satisfied with their

jobs?. C)Q

In a Nigeri gtudy, on demographic factors and its influence on job satisfaction in
%@a State University, Mubi, the significant value of (P < 0.05) indicates that
ther¢ is a positive and negative relationship between marital status, educational
background, age, gender and job satisfaction. The result further revealed that
employees are not satisfied with the convenience of the working environment and that
age groups of respondents has significant effect on the job satisfaction of employee,
those between age bracket of 25-34 tend to be satisfied with their work compared to
those of younger and older category of age?.
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The implication of this finding is that the employee without loosing cognizance of the
inevitabilities of demographic factors and self-concept should focus more on factors
that positively influences work-family balance because of the interdependencies and
interrelationships that exist between this variables. For instance while ensuring while
taking steps to ensure proper work-family balance, some demographic factors would
be taken care of as well.

&

4.5. Moderating Variables (Demographic Factors) . QO

The p-value for the interaction effect (p = 0.103) significant depicted by work-family
[ ) ﬂ

balance x gender is not statistically significant. Therefor&g@r as one of the

demographic factors of this study does not moderat@iﬂuence of work-family

balance of Job satisfaction of office informati @gers in private universities in

Oyo State. This finding is however neg;af&by several previous current and old

studies. For instance it was reported t@oss nations worldwide, it is observed that

women, including those engaged I-time employment, dedicate a greater amount

of time on average to dom&stic duties compared to men. According to a survey
: . N, . .

published by Statisti ada in 2016, it was observed that women continue to

engage in unQQIy)Qusehold labor at a rate that is 50% higher than that of males.
Additio “the report highlighted that women expressed lower levels of satisfaction
Wi rds to achieving a harmonious equilibrium between their professional and
&al lives. Existing research indicates that gender norms have a significant role in
not only heightening societal demands placed on women inside domestic settings but
also influencing their capacity to fully benefit from workplace regulations that

promote a family-friendly environment?®.

204



In related study on Gender Differences in the Relationship between Work—Life
Balance, Career Opportunities and General Health Perception it was found that for
women, the relationships between career opportunities and work—life balance and
between career opportunities and the perception of general health have significantly
lower values compared to results from the group of men, while the perception of

work—life balance affects well-being more significantly when compared to the male

counterpart?’. Qh)(\

The implication of this finding although negated by many ﬁndi@}ganizations
should know that both men and women are subject to W@Sﬂ'ﬂy life balance.
Therefore, Overall, these findings suggest that gender n%ﬁd biases contribute to
greater expectations of women at home and im ({&ir ability to take advantage of
family-friendly policies at work. Employ§ promote work-life balance by

offering flexible work arrangements,@o)w'%‘n

personal responsibilities, and enc%%é'mg employees to take time off when needed

resources for employees to manage

The t-value is -0.688, andM-value is 0.493, indicating that the interaction term
depicted by work-fa@a?ﬂance X marital status is not statistically significant.

N

Therefore, mari atus as one of the demographic factors of this study does not
moderq@inﬂuence of work- family balance on Job satisfaction of office

nation managers in private universities in Oyo State. This study was not

supported by a study that found that marital status and parenthood can also impact
work life balance among lecturers. This means that young ladies and men tends to
have a very good work-family life balance than the married ones based on the level of
commitment to family welfare which is found very high among the married than the
unmarried ones?®. More so another study found that that aligning work and private life
is a significant challenge for young academics because of demanding working
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conditions, and it is particularly strong for young female academics due to growing

family responsibilities®.

The t-value of 0.194, and the p-value of 0.847, indicating that the interaction term
depicted by work-family balance x work experience is not statistically significant.
Therefore, work experience does moderate the influence that work-family balance
have on Job satisfaction of office information managers in private universities'ilr%xo
State. This finding is supported an empirical study on the effect of aphic
variables on job satisfaction of employees at ONGC, KARAIKKAE%} ound that
the high values of p (> .05) for all the dimensions of J@tﬁfaction for the
demographic variables gender, place of living, fami%@e, marital status and

experience verify that the respective null I%@are not rejected and it is

concluded that the job satisfaction of employee$«is not affected by gender, place of
living, family type, and work experien@o.)\&

With a t-value of 2.948 and a p-v. @of 0.004. of the interaction depicted by work-
family balance x working l%gﬁows that the working hours moderate the influence
that work-family bala 45 on Job satisfaction of office information managers in
private universi@ o State. This is supported by a study on Work Life Balance
and Job t@uion of Employees in Murtala Muhammed (MMA) and Victor Attah
Inten@O 1 Airports (VAIA) in Nigeria where it was found that employees in
(@L) lamented that long working hours has caused them a lot of damages like
death of colleagues, depleting health issues and lack of time for non-work life3!.
More so, a study More so, in an empirical study on the causes and consequences of
work-family conflict (WFC) among the female employees in Bangladesh. Out of 50
respondents, 94% take family demand as one of the prime causes of WFC. 90%

respondents affirmed that longer working hours are resulted in WFC32. Negating these
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findings is the finding of a study on work-family conflict, job satisfaction and job
performance of female librarians in nine selected federal academic libraries in South-
West, Nigeria where it was found that there was no significant relationship between

work-family conflict and job satisfaction®.

The t-value of -0.258, and the p-value is 0.797, indicating that the interaction term
depicted by work-family balance x level of education is not statistically signi}f\ t.
Therefore, the influence that work-family balance has on job satisfacti %‘&)fﬁce
information managers in private universities, Oyo State is not mod%'d\by level of
education. A study supported this finding where the Work—li-fe)@nﬁe of employees
was related to their age (sig. 0.039), but not to their levég%}iucation (sig. 0.723),
marital status (sig. 0.535), or number of years of §t®w§e (sig. 0.724). The results of
statistical tests on the two main factors sho that work-life balance and job

satisfaction were linked (sig. 0.019). @é ployees in the shipyard industry were

much happier with their jobs whegs@.é; had a good balance between work and life*.

Overall, these findings suggest that level of education can impact work-life balance,
with some studies ind@g.%hat higher education levels may lead to poorer work-life
balance. HoweVQi)Qis important to note that the relationship between education level
and work- 'QJalance is complex and may be influenced by other factors such as
g @aultural norms, and workplace policies. Therefore, employers can promote
&hfe balance by offering flexible work arrangements, providing resources for
employees to manage personal responsibilities, and encouraging employees to take

time off when needed
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Q
QQ‘% Chapter Five

Conclusion
5.1 Summary of Findings

The findings of this study which examined that influence of Work-Family Balance,

Self-Concept and Job Satisfaction of Office Information Managers is as follows:
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1. The study found a very high satisfaction of information managers with their
job with a grand mean score of 3.5. All the measures were found to be very
high among office information managers

2. The study found a very high level work-family balance among information
managers in private universities, Oyo State. However, the duo of Work
Interference with Personal Life (WIPL) and Personal Life Interferen.ce with
Work (PLIW) were found to be at moderate level. This mean thaqfie\e is
interference between work and family life although at a m e. \%el. The
most prevalent dimension of work-family balance is. In@\@d Effectiveness
at Work (IEW) with a mean score of 4.0. &%'\

3. The study found a moderate level perception @%among office information
managers. This mean that informa@ nagers personal assessment of
themselves based on self-film 't@utonomy, self emotional adjustment
and honesty was adjudged erate.

4. The first hypothesis tes@nd that there was a positive significant influence
of work-family b an%e on job satisfaction among office information managers.
This the O@M or the rejection of the null hypothesis that work family
balancé, will not have significant influence on job satisfaction. The implication
?%s is that the more balanced work and family life is achieved the more

Q Satisfaction an employee is with his or her job. However, the imbalance
between work and family live will results in job dissatisfaction.

5. The second hypothesis found that there was no significant influence of self
concept on job satisfaction among office information managers. This therefore

calls for the acceptance of the null hypothesis which state that there will be no
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significant influence of self-concept on job satisfaction of office information
managers.

6. The third hypothesis which states that there will be no combined influence of
work-family balance and self concept on job satisfaction of office information
managers was rejected as only work family balance have significant influence
on job satisfaction. This means that organizations should give more a.ttention
to work family balance. Q‘)(\

7. The regression analysis for the moderating impact of demo . q@tors on
the influence of work family balance and job satisf.act' sJ*owed that only
work hours has significant moderating impact on t}&@klence of work-family
balance on job satisfaction while others (G@r, work experience, marital

status and level of education did no@ny moderating impact on the

influence of work-family balanci’q@)satisfaction.
5.2. Conclusion (b‘%,

In conclusion, this studN shed light on the complex interplay between work-
family balance, @Rcept, and job satisfaction among office information
managers. The findings reveal several critical insights that provide a nuanced

unders @ng of the factors contributing to job satisfaction in this specific

Q@ssional context “Office Information Managers”

First and foremost, the research discovered that job satisfaction was notably high
among office information managers. This finding underscores the importance of
their role in managing and disseminating crucial information within organizations.
It also indicates that the workplace conditions and job-related factors may

generally be conducive to fostering satisfaction among this professional group.
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Furthermore, the study confirmed that work-family balance significantly
influences job satisfaction in this particular domain. This suggests that efforts to
improve work-family balance, such as flexible work arrangements or supportive
policies, may have a substantial positive impact on the job satisfaction of office
information managers. Acknowledging the significance of this relationship is vital
for employers and policymakers seeking to enhance the well-being 9f their

employees and promote a productive work environment. Q}i\

Surprisingly, the study found that self-concept did not have a G%}Eiuence on

job satisfaction for office information managers. This finding, may suggest that
other factors, such as job-related tasks and organiz@gc:a\culture, play a more
substantial role in shaping their job satisfa t@@veﬂheless, it is crucial for
future research to explore the dynamics of s oncept in greater depth, as it may

still have an indirect or mediating @h overall job satisfaction equation.

An interesting revelation fr(ﬁ&'%is study is that work hours were found to
moderate the inﬂuencexow}ork-family balance on job satisfaction. This implies
that the relations@?ween work-family balance and job satisfaction is not
uniform an. aQ\/ary depending on the number of hours worked. It is essential
for tions to consider the role of work hours in the work-family balance

@ion and tailor their strategies accordingly to maximize job satisfaction among

ffice information managers.

In summary, this study provides valuable insights into the multifaceted nature of
job satisfaction among office information managers, highlighting the critical role
of work-family balance and the moderating effect of work hours. Employers and

policymakers should take these findings into account when formulating policies
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and practices to enhance the well-being and job satisfaction of office information

managers and, by extension, the overall effectiveness of their organizations. This

research lays the foundation for further exploration and the development of

targeted interventions to optimize job satisfaction in this professional context.

5.3. Recommendations

Based on the seven objectives outlined for the study concerning job satis@ﬁ,

work-family balance, self-concept, and their interrelationships;'q@ office

information managers in private universities in Ibadan, Oyo Statej here are some

. "
recommendations for the study: %'\

ii.

To address the first objective, it is recomm@%@d that private universities

in Oyo State regularly assess t@% satisfaction levels of office

information managers throu h@)ys or feedback mechanisms. This will
ri:e)

enable them to identify&

initiatives to enhancng%atisfaction among this professional group.

for improvement and tailor policies and

For the seco&bj ctive, universities should recognize the importance of
'\
work-:ar@

alance among office information managers. They should
imple

t flexible work arrangements, supportive policies, and programs

‘%9 promote work-life balance. Regular workshops and training programs

QQ may be initiated to help managers manage their work-family balance

iii.

effectively.
To address the third objective, universities should encourage self-
awareness and self-development among office information managers.

Providing opportunities for personal and professional growth, mentorship
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1v.

Vi.

programs, and self-confidence-building initiatives can help strengthen their
self-concept.

In light of the fourth and fifth objectives, the study suggests that
universities closely examine the relationship between work-family balance
and job satisfaction, as well as the influence of self-concept on job
satisfaction. By understanding these dynamics, universities can Ele\(/eblc:p
targeted interventions that support the well-being of office in@‘ﬁs'g}tion
managers and contribute to their job satisfaction. : \QO

For the sixth objective, it is important to inves.ti%\ hqw demographic
factors such as age, gender, marital status, @Imber of dependents

affect the impact of work-family '@we on job satisfaction.
Understanding these moderating eff%c n guide universities in tailoring
their policies and practicei’ @it the diverse needs of their office

information managers. %

To address the s@kj ective, universities should explore the combined

'\

influence of &k-family balance and self-concept on job satisfaction. This
invo @smg how a positive self-concept, when combined with a

s@(zmve work-family balance, may have a synergistic effect on job

‘%Qﬁisfaction. Identifying such interactions can help universities design

QQ

Vii.

holistic support programs for their managers.

It is crucial for universities to regularly assess and adapt their policies and
practices based on the findings and recommendations of this study. Work-
family balance, self-concept, and job satisfaction are dynamic aspects of
employee well-being, and strategies should evolve to meet the changing

needs of office information managers.
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5.4. Contribution to Knowledge

This study reinforces the growing recognition of the pivotal role of work-family
balance in influencing job satisfaction. The clear relationship found between
work-family balance and job satisfaction underscores the significance of
implementing policies and practices that support employees in managing their
professional and personal lives. Employers can use this knowledge to design %ye

effective work-family balance initiatives, ultimately leading to éééf job

satisfaction among office information managers. ‘%\

By demonstrating that self-concept did not have a ;@Qﬂuence on job
satisfaction, the study highlights the intricate na{ur@&b satisfaction. It suggests
that other factors, such as work-related co t@ and job-specific tasks, might
play a more substantial role in shapirlg tb%atisfaction levels of office information
managers. This insight challengeQ'}:f\ conventional wisdom about the factors
contributing to job satisfacté(:%‘§ompting further exploration into the nuanced

aspects of employee well-being.

'\
The study's is@hat work hours moderated the impact of work-family

balance o tisfaction provides a crucial perspective on the dynamic nature of
the‘%onship between work-family balance and job satisfaction. Understanding
ngork hours affect this relationship underscores the importance of aligning
work-hour policies with work-family balance strategies to optimize job
satisfaction. This moderating role of work hours underscores the need for

flexibility and adaptability in work arrangements, especially in roles where high

job satisfaction is desired.

217



The study's findings offer actionable insights that can be applied to the workplace.
Employers and organizations can use this information to craft more targeted and
effective strategies for enhancing the well-being and job satisfaction of their office
information managers. This, in turn, can lead to increased productivity, employee

retention, and a more positive work environment.

The study contributes to the broader academic understanding of the relabion'&jp
between work-family balance, self-concept, and job satisfaction. It &0 the
existing body of research and provides a nuanced perspective 0’% ynamics,
serving as a valuable resource for future researchers expl()@sﬁmﬂar themes or

- | S
dimensions of employee well-being. Q’&

In conclusion, the study's findings ma @ﬁcant contributions to our
understanding of the factors that. Kﬂ%nce job satisfaction among office
information managers. They r@\actionable insights for employers and
organizations to enhance the environment, improve employee well-being,

and optimize job satisfaction. This research not only contributes to the academic

knowledge base b}@{flas practical implications for shaping workplace policies

and practices\to better support the unique needs of this professional group.
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5.5. Suggested Areas for Further Studies
Further studies can be carried out on the following topics:

1. A longitudinal studies to examine how the relationships between work-family
balance, self-concept, and job satisfaction among office information managers
evolve over time.

2. Investigate how work-family balance, self-concept, and job satisfacti.&&%y

across different cultural contexts. Comparing findings from Vaéiq\@ééglons or

countries can help identify cultural factors that influence these,dynamics and
inform more culturally sensitive workplace interventi.& A

3. Investigate the influence of work-family ?al&@nd self-concept on the
mental health and overall well-bei e@‘fﬁce information managers.
Understanding the connections.b)e&lgen these factors and mental health
outcomes, such as stress, bum@d resilience, can offer important insights
for intervention and supp tegies.

4. Evaluate the effectiNs of various interventions and programs designed to
improve wor Q1&?balance, enhance self-concept, and ultimately boost job

satisfactign among office information managers. This research could provide

1 &e-based recommendations for organizations seeking to support their

Q@nployees in these areas.
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Questionnaire

Department of Information Management, Faculty of Communication and

Information Science, Lead City University, Ibadan, Oyo State, N igerla{b
Dear Respondent, : Q‘)&

I am a Ph.D student of the above-named Department and Institution. I seek your
indulgence to help attend to this questionnaire to the best of you@;l.i’ty. It’s aimed at
gathering relevant data on the topic; Work-Family '%@n e, Self-Concept,
Demographic Factors and Job Satisfaction of Office Mana@ Private Universities
in Ibadan, Oyo State, Nigeria. Your response is strictlyQ@ ential and will be used

only for research purposes. \
Thanks. @
Name: Quadri Ayantoro ‘ )\&

Matric No.: LCU/PG/001990 Cb‘%'

Section A: Demographi&nf mation
.\

a. Name of@s)@rtlgn ..................................................................

b. 1 atus: Single ( ), Married ( )
c. QG er: Male ( ), Female ( )

Working hours per week: Up to 40 (), 41-48 ( ), 49-60 ( ),
Above 60 ( )

e. Work Experience: 0-3 years (), 4-6years (), 7-9 years ( ), 10-12
years ( ), 12 years and above ( )

f. Level of Education: Bsc (), Masters( ), PhD( )

Section B: Research Questions on Job Satisfaction
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The keys are SA=Strongly Agree; A=Agree; SD=Strongly Disagree;

D=Disagree; U=Undecided

Job Satisfaction

Questions SA A U SD

=)

Organization policies :({b"

o
1 |I am satisfied with the . (0
organization policy __\.

2 | The organization policy is
fair A o

3 |I have my reservations ‘Qm !
concerning the policy .

Supervision . A §©\v

AL
5 |1 am satisfied with my NS

supervisor’s  style
supervision

\

A

6 I trust my supervisor C \,\‘
>d

7 | My supervisor allows foft
feedback

Salary \)%

8 | My salary is tisﬁa'ctory

compared other
organizpﬁo@

9 | Aside salary there are other
ben

10 | \Jorganization have

clear policies related to

bonuses?

\C)Salaries, raises and
N
Y

Interpersonal relations

11 |1 have opportunities to
socialize with other during
the workday?

12 | There 1s social media
platform for socialization

I13|1 enjoy a sense of
belonging

Working conditions
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14

My office is well equipped
with ideal equipment

15

I have adequate personal
space and freedom

16

My office is conducive
atmospherically

Work itself

17

I enjoy my work

18

I always feel needed at
work

19

I always feel a sense of
efficiency base on
commendation from my
boss

%\

Achievement

20

I have achieved a lot with
my prowess

21

I receive regular, timely
feedback on how I am
doing

22

I believed I am very useful
and my skill is effectively
utilized A

Recognition <

>

23

I am always recog edfor
jor

accomphshmem%en the
_] ob

24

receive

commendations from my
b@s?&

251

~N

r&is special reward for
taff exceptional
)performance

Responsibility

26

I enjoy work autonomy

27

I feel responsible for what
ever happens

28

I feel relieved whenever I
am given a task to achieve

Advancement
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29 | I receive promotion as at
when due

30 |I have opportunity to
further my education, go to
conferences, and
workshops

I like the pace at which my
career is moving

Section C: Questions on Work Family Balance N {b,,
The keys are SA=Strongly Agree; A=Agree; SD=Str‘(%K%bsagree;

D=Disagree; U=Undecided
. %
X

Work Place | SA A U @g* D
Support (WPS) QQA}
AN
Yy

I work in an
environment that

‘
is supportive of C}Qx

my family and

personal b
commitments o\ Y

technology
support (lapto
internet  ac B% "
VPN

connectiyity} etc)
to be 5(1‘6 to work
a om office

I have adequate \)Q)U'

organization

Cj)e ieves in
Q having  healthy
Work Life

Balance Practices

Personal Life

Interference
with Work
(PLIW)

I am  often
preoccupied with
home related
thoughts  during
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work hours

35

I am often
distracted by
personal/family
worries while at
work

36

My spouse does
not  understand
my work
demands  which
impacts on my
marital
relationship

4

Work
Interference
with  Personal
Life (WIPL)

37

My job requires
me to work after
hours to
Complete my
routine tasks

38

I am often
preoccupied with
office tasks even
after I get home

39

I come home
from work too
late to look after
family roles

-
<75,

Satisfaction wi
Work-Life

Balance (SWL

40

QC))

I am \satisfied
wit%gability to
e needs of

job with those

f my personal
life

41 7 | I am successful in
managing my
home and work
demands

42 I am satisfied

with the way I
divide my time
between  work
and

personal life

Improved
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Effectiveness at
Work (IEW)

43 My balanced life
gives me ability

to function
effectively at
work

44 WLB contributes
to improved staff
motivation and

Commitment .
45 Satisfaction with A
WLB helps in é\’

people and
positive attitudes

building good ° QO
teams,  creative Q&\
N

AL

S
&
Section D: Questions on Concept of Self . Q

Keys: SA = Strongly Agree; A = Agree; D%agree; SD = Strongly Disagree

R *\&
Self Fulfilment SA|A|U|D|SD
mRO

1 | I am satisfied with whatcb\:ﬁ achieving in my

| 4
life. . \)

2 | So far, I hav@e‘{/ed every important goal I

have se@ngyself.
X\

3] §et to achieve anything I consider to be

<.\Q>important in my life.
N

% | 1 feel proud of how I am managing my life.

Autonomy SA|A|U|D|SD

5 | I depend on other people more than the majority

of those I know

6 | In order to do anything, I first need other
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people’s approval.
7 | I find it hard to embark on anything without

other people’s support.
8 | When taking a decision, I depend so much on

other people’s opinions.

Emotional adjustment .
A
9 | If ’'m feeling down, I find it hard to snap out of it. Q')\
A

10 | I consider myself to be a very uptight and highly v O

strung person. A N

A
11 | I am more sensitive than the majority of people. A
ey
12 | I am an emotionally strong person. N /*
Q>
Honesty. h g
Q
13 | I am a trustworthy person. N ,@
O
14 | I am a man/woman of my wo
9.\

15 | I am a decent, hones% N
16 | I'try not to do an ingS that might hurt others.

Q)Q‘Q '
S

QQ
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