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Abstract 

 

The General objective of this study is to investigate the Impact of Work-Life Balance 

Dimensions on Employee Engagement, the mediating effect of Job Satisfaction within the 

Specific Context of Bunna Bank in Addis Ababa, Ethiopia. Methodologically, there is 

explanatory design with quantitative data type. The questionnaire was including validated scales 

to measure the constructs of interest from the Job Demands-Resources model (e.g. facets of 

work-life balance, engagement, job satisfaction, etc.) for Bunna Bank managerial level responds. 

The Data was then undergone rigorous statistical analyses including descriptive analyses, and 

multiple linear regressions modeling to examine relationships between work-life balance 

dimensions, engagement and satisfaction while accounting for potential confounding variables. 

The descriptive statistics indicate that while employees at Bunna Bank generally express 

moderate levels of job satisfaction, there are areas that require improvement, including 

fulfillment, growth opportunities, autonomy, recognition, and work-life balance. Similarly, the 

engagement levels of employees are moderate overall, with room for enhancement in work 

engagement and commitment, clarity of role and responsibilities, and feedback and recognition. 

The regression analysis reveals that work-life balance factors significantly influence both job 

satisfaction and employee job engagement. Finally, the Andrew Hayes PROCESS Macro Model 

analysis shows that the importance of addressing work-life balance and job satisfaction within 

Bunna Bank, as these factors have a significant impact on employee engagement. It is essential 

to note that these conclusions are specific to the context of Bunna Bank in Ethiopia and the 

variables considered in the analysis.  

Key words: work life balance, job satisfaction, employee engagement, BB of Ethiopia 
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CHAPTER ONE 

 INTRODUCTION 

1.1 Background of the Study 

Work-life balance refers to the interrelationship between an individual’s work and personal life 

(Grawitch & Barber, 2010). Effective management of responsibilities and demands across both 

life domains is important for well-being, job performance and business outcomes (Guest, 2002; 

O'Driscoll et al., 2003).  

Recently businesses are expected to meet not only the demands of their customers but also the 

expectation of their employees. New entrants of employees to any company are making their 

employment decisions is by making an overall assessment regarding compensation and payment,  

promotional aspects and a work place that support a balance between their personal lives and 

paid occupation (Newaz & Zemam, 2012). Work Life Balance is the proper balance between 

"work" (career and ambition) on the one hand and "life" (Health, pleasure, leisure and family) on 

the other hand (Gulbahar as cited by Melesse, 2017). 

The recent dynamic environment supported employees to express a strong desire to have a linked 

balance between career and family life (ILO, 1992; Offermann & Gowing, 1990; Zedeck & 

Mosier, 1990, as cited by Tessema, 2014). The more job involvement and the higher the work 

family conflict lead to increased burnout, lack of job satisfaction, and reduced engagement 

(Adams, Direnzo and Grrenhaus as cited by Kort, 2016). 

Researchers have explored work-life balance practices in various international contexts. For 

example, studies in Pakistan found organizational support for flexibility and family leaves 

increased job satisfaction and lowered stress levels (Ali & Baloch, 2022; Zeb et al., 2022). 

Similarly, investigations among Canadian companies demonstrated strategic work design and 
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supervisor support strengthening commitment and retention rates over competitors with limited 

work-life programs (Deery & Jago, 2015; Thompson et al., 2022). 

In African settings, evidence also highlights the importance of supporting employee integration 

of work with family and social domains. Recent investigations at Nigerian banks found focus on 

healthy work-life culture positively related to higher performance ratings and reduced 

absenteeism (Akinbobola et al., 2022; Eluwa et al., 2022). Similarly, workloads management 

strategies implemented at Ghanaian firms correlated with lessened emotional exhaustion and 

higher organizational citizenship behaviors bolstering productivity (Badu et al., 2021; Abrower 

et al., 2022).   

It is observed that little research has evaluated these important drivers specifically within 

Ethiopia's banking context representing unique socioeconomic conditions, cultural factors and 

industry imperatives. Given the strategic role of the financial sector in Ethiopia's development 

agenda, optimizing worker engagement through evidence-based work-life practices holds 

practical significance. The current stiff competition in the Banking industry leads the employees 

to work more hard and requires more engagement. Bunna Bank sc, one of the private Banks also 

faced critical challenges in balancing the work and life of its employees. Therefore, this study 

aims to address current gaps with insights from a leading private bank, Bunna Bank. 

1.2 Problem statements  

The banking industry plays an indispensable role in the economic development of Ethiopia. 

There are various public and private banks operating in the country that facilitate financial 

transactions, provide credit and savings instruments, and enable commercial activities. Bunna 

Bank as one of the private banks in Addis Ababa has been expanding its operations and customer 
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base in recent years (NBE, 2022). Bunna Bank sc, previously called as Bunna International Bank 

sc has more than 476 branches across the country and has 4100 and above employees. (Website 

of Bank). Besides, the physical branches, the bank have also digital platforms that facilitate the 

sale of the products and services. To increase the effectiveness and efficiency of the bank, the 

employees of the bank had a significant contribution, not underestimating the huge financial 

investments made. The role of the employees is paramount in smoothing the resource to enhance 

customer centric service and enhance the operational excellence. The Bank’s staffs are devoting 

their talents, time and effort in the process of transforming the service. 

 

The competitive challenges in the Banking industry become stiff and impacted the performance,  

the sign of stress and burnout on the employees are exhibited and need further assessment to find 

better solution. The existing staffs are not engaged and show disengagement that are feasible in 

the day to day operation of the Bank. for the Bank Today challenges sustaining a productive, 

motivated workforce remain prevalent across the sector. Prior studies show high employee 

turnover is negatively impacting financial institutions in Ethiopia (Yeshenesh, 2022; Mekedes, 

2022). The intense demands of banking work can also potentially deplete workers' personal 

resources unless balanced by supportive organizational practices (Teshome, 2018 cited 

Yeshenesh, 2022). However, there is a dearth of empirical studies conducted in Ethiopia, such as  

Fassile (2020), evaluated the effect of work-life balance on employee engagement in the 

Commercial Bank of Ethiopia, they have not comprehensively assessed the various dimensions 

of work-life balance. Similarly, studies conducted by Mohamed (2018) and Mekedes (2022) 

focused on the effect of work-life balance on employee engagement in the Commercial Bank of 

Ethiopia, specifically in the Addis Ababa District. The findings highlighted that work-place 
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policies, supervisor support, co-worker support, and corporate culture positively contribute to 

employee engagement. 

Further, no known investigations have applied a multidimensional theoretical framework lending 

deeper insight, such as the Job Demands-Resources model (Demerouti et al., 2001) with 

integrating of Arlond and Evangelia (2007) cited in Devon, Lendase, and Patric (2023), the JD-R 

model emphasizes examining concepts such as working hours flexibility, leave policies, stress 

levels, opportunities for employee feedback, and experiences balancing work and non-work 

domains. By addressing such gaps, this explanatory study aims to generate targeted, practical 

findings leveraging evidence-based work-life strategies can optimize Bunna Bank's efforts 

retaining its most valued contributors.  

In so doing, assessing these diverse work-life dimensions through the established theoretical lens 

of JD-R and concentrating the scope on Bunna Bank is expected to address existing empirical 

and practical gaps. Findings can potentially guide the bank to optimize organizational resources 

assisting work-life management, in turn strengthening job satisfaction and job engagement 

critical to performance in the Ethiopian banking industry. 

1.3 Research questions 

Based on the problem statement outlined, here are three research questions this study aims to 

address: 

1.3.1 What dimensions of work-life balance has an effect on Jon satisfaction and 

Employee engagement?  

1.3.2 Which work life balance dimensions have more effect on Job satisfaction and 

employee engagement? 
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1.3.3 Does job satisfaction mediate the relationship between work life balance and 

employee engagement? 

1.4 Research Objective 

1.4.1 General objective 

The General objective of this study is to investigate the Impact of Work-Life Balance 

Dimensions on Employee Engagement as a Mediator of Job Satisfaction within the Specific 

Context of Bunna Bank in Addis Ababa, Ethiopia 

1.4.2 Specific objectives 

The specific objectives of the research based on the discussion above are three research 

objectives for the proposed study: 

1. Assess the current state of employee engagement and job satisfaction of Bunna Bank 

staff in Addis Ababa. 

2. To examine the effect of dimensions of work-life balance on job satisfaction and 

employee engagement in Bunna bank sc? 

3. To examine the mediating role of job satisfaction between dimensions of work-life 

balance and employee engagement  

1.5 Significance of the Study 

This study holds important significance for both theory and practice. From a theoretical 

perspective, it aims to address gaps in the literature by providing a data-driven investigation of 

the Job Demands-Resources model application within Ethiopia's banking sector. As examine it 

the work-life balance practices across identified job demands-resources factors impact employee 

job satisfaction and engagement within the employees of Bunna Bank employees in Addis 
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Ababa using validated scales, findings can advance scholarly understanding of these 

organizational behavior concepts.  

Practically, garnering empirical insights tailored specifically to Bunna Bank's Addis Ababa an 

operation fills a need for localized, actionable guidance. Maximizing employee engagement and 

wellbeing through strengthened work-life practices can bolster productivity and performance 

vital in Ethiopia's growing yet competitive financial industry. Insights may inform targeted 

initiatives to promote retention of skilled workers - a key success factor amid demographic and 

economic shifts.  

Additionally, the study seeks to promote positive social change. Enhancing operational strategies 

supporting worker effectiveness and satisfaction aligns with sustainable human capital 

development goals. Healthier integration of professional responsibilities with personal life roles 

also enriches individuals and communities. 

Overall, through theoretically-grounded yet practically-focused examination brought by this 

pioneering research, significance stems from knowledge contributions as well as potential 

organizational and social impacts fostering workforce optimization within Ethiopia's strategic 

banking sector. 

1.6 Scope of the Study 

The scope of this explanatory study will be delimited to employees working at Bunna Bank’s 

head office location in Addis Ababa, Ethiopia. While Bunna Bank operates branches across the 

country, focusing the research scope specifically on the Addis Ababa head office and east 

District allows for a feasibility manageable yet meaningful sample size and depth of data 

collection within the study timeframe and resource constraints.  
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An explanatory research design will be utilized to gather quantitative data through a paper-based 

questionnaire administered to a random sample of approximately 200 employees proportionally 

representing various job levels and departments at the head office. This sample size was 

determined to achieve adequate statistical power for the intended analyses based on an a priori 

sample size calculation.  

The questionnaire was including validated scales to measure the constructs of interest from the 

Job Demands-Resources model (e.g. facets of work-life balance, engagement, job satisfaction, 

etc.) for BB managerial level responds. Additional items will capture relevant demographic and 

organizational factors for statistical control. And finally, the Data was then undergone rigorous 

statistical analyses including descriptive analyses, and multiple linear regressions modeling to 

examine relationships between work-life balance dimensions, engagement and satisfaction while 

accounting for potential confounding variables.  

Given the extensive nature of branches across the country, it is difficult to reach out all branches 

due to geographical limitation and also requires more time to engage them. Therefore, the scope 

of the research geographically limited to Addis Ababa and managerial level.  

1.7 Organization of the Study  

This study will be organized into five chapters that build logically toward addressing the research 

problem and objectives. Chapter one serves as the introductory section, outlining the 

background, statements of the problem questions, objective, significance and scope of 

investigating the influence of work-life balance on employee attitudes at Bunna Bank. The 

research questions and objectives guiding the inquiry are also stated.  
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Chapter two will present an exhaustive literature review situating the study within existing 

scholarly knowledge. Key concepts will be defined based on seminal works, with particular 

focus given to contextualizing findings within Ethiopia's banking sector. Gaps then justify the 

need for the current investigation. Chapter three describes the research methodology. This 

includes restating the objectives and questions, type of research design, population and sample 

characteristics, data collection instruments and procedures, as well as methods for statistical 

analysis.  

 Chapter four involves reporting and discussing the results of data analyses. Descriptive and 

inferential statistical techniques will be systematically applied to address each research objective. 

Finally, Chapter five provides a conclusion. Key findings will be concluding along with study 

recommendations for future research. 
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CHAPTER 2 

LITERATURE REVIEW 

2.1 Theoretical Foundation of Work life Balance 

Work-life balance, as defined by Delecta (2011, p. 187), encompasses an individual’s ability to 

fulfill work and family commitments while also addressing non-work responsibilities and 

activities. Beyond the traditional work and family roles, this concept recognizes the importance 

of other life domains. In practical terms, work-life balance involves allocating time and energy to 

various aspects of life. It extends beyond professional duties to include personal well-being, 

relationships, community engagement, spiritual growth, and self-care. Employees strive to 

harmonize these diverse elements alongside workplace demands (Vyas, Sajjan & Hanji, 2015). 

Work-life balance refers to properly managing and negotiating the boundaries between work 

responsibilities and personal life/non-work domains (McNall et al., 2010). Failing to find balance 

by solely prioritizing work can negatively impact well-being through experiences like burnout 

(Barkhuizen & Rothmann, 2008; Sulea et al., 2015). Border theory posits that individuals 

navigate the permeability between work and personal domains through behaviors such as 

attending to personal matters during work hours or remaining connected to work during non-

work time (Clark, 2000; Kossek et al., 2017). Effectively segmenting and regulating boundaries 

is important for balance (Kreiner et al., 2009). 

Work-family border theory expanded on earlier models by recognizing the interactive nature and 

bidirectional influences between work and family spheres (Clark, 2000). The spillover model 

acknowledges that experiences and affect in one domain spill over into the other (Staines, 1980).  
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The job demands-resources model also applies to work-life balance, where high demands deplete 

resources needed to participate fully across domains if not properly managed (Bakker & 

Demerouti, 2017; Voydanoff, 2005). Conservation of resources theory purports that aligning 

demands and resources across domains sustains balance by preventing net loss (Hobfoll et al., 

2018). Accomplishing work-life balance requires flexibility from organizations through 

supportive policies and job autonomy (Gajendran et al., 2015; Odle-Dusseau et al., 2012). 

Individuals can create balance by intentionally segmenting spheres, prioritizing quality time with 

social support systems, and practicing self-care (Kossek et al., 2017; Powell & Greenhaus, 

2010). Balance demands continual re- calibration between changing responsibilities and personal 

well-being over the life span (MacDermid & Wittenborn, 2021). 

2.2 Theories Describing Work life Balance 

Through the history of the work life balance as a discipline, a number of theories have been 

proposed in seeking to explain this phenomenon. Some of those theories are described here 

below. The researcher has reviewed those models to identify the convenient one for the specific 

research.  

2.2.1 Job Demands-Resources (JD-R) Theory  
 

The Job Demands-Resources (JD-R) theory provides a framework for understanding the 

relationship between the work environment and employee well-being and job performance 

(Demerouti et al., 2001). As shown in Figure 1, a core premise of JD-R theory is that all job 

characteristics can be categorized into two broad dimensions: job demands and job resources 

(Bakker & Demerouti, 2007, 2017). 

 Job demands refer to physical, psychological, social, or organizational aspects of the job that 

require sustained physical and/or psychological effort and are therefore associated with 
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physiological and/or psychological costs. Job resources refer to physical, psychological, social, 

or organizational aspects of the job that may do any of the following: be functional in achieving 

work goals, reduce job demands and the associated physiological and psychological costs, and 

stimulate personal growth, learning, and development (Bakker & Demerouti, 2007, 2017). 

According to JD-R theory, an imbalance between high job demands and limited job resources 

leads to negative employee outcomes like burnout and health problems, while sufficient job 

resources help mitigate the impact of job demands on employee well-being (Bakker & 

Demerouti, 2007, 2017; Demerouti et al., 2001). The theory provides a framework for 

understanding and managing the work environment to promote both employee health and 

organizational performance. 

Figure 2.1: The Job Demands-Resources (JD-R) theory

 

Source: The Job Demands-Resources (JD-R) theory adopted from (Bakker & Demerouti, 2017) 

Job demands refer to physical, psychological, social, or organizational aspects of the work that 

require sustained physical and/or psychological effort and are therefore associated with 
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physiological and/or psychological costs (Bakker & Demerouti, 2017). Examples include having 

a high workload, experiencing conflicting demands from managers and clients, and experiencing 

bullying (Dicke et al., 2018). Job resources refer to physical, psychological, social, or 

organizational aspects of the work that may do any of the following: be functional in achieving 

work goals; reduce job demands and the associated physiological and/or psychological costs; 

stimulate personal growth, development and learning (Bakker & Demerouti, 2017). Examples 

are social support from colleagues, having the autonomy to decide whether to work from home 

or the office, and opportunities for promotion (Bakker & Demerouti, 2017).   

Since its inception, the JD-R theory has expanded (Bakker & Demerouti, 2017). One extension 

included personal resources in the theory, which refer to individuals' beliefs about their ability to 

control and impact their environment (Bakker & Demerouti, 2007; Xanthopoulou et al., 2009). 

Examples of personal resources are self-efficacy and optimism. 

A core proposition of JD-R theory is that job demands and job and personal resources activate 

different processes (Demerouti et al., 2001). Job demands can initiate a health impairment 

process where high demands, such as a heavy workload, lead to overtaxing and eventual burnout 

over time (Bakker & Demerouti, 2017). In contrast, resources trigger a motivational process 

where high resources increase motivation and foster work engagement (Bakker & Demerouti, 

2017). Work engagement refers to a positive, fulfilling work-related state characterized by vigor, 

dedication, and absorption (Bakker & Demerouti, 2007). In turn, job strain exhibited through 

burnout relates to lower job performance, whereas motivation exhibited through engagement 

associates with better performance (Bakker & Demerouti, 2017). 
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Job demands and resources also interact, with resources buffering the effect of demands on strain 

and motivation (Bakker & Demerouti, 2017). For example, autonomy may reduce the negative 

impact of a high workload (Bakker et al., 2005; Dicke et al., 2018).  

Two self-reinforcing cycles also occur in JD-R theory (Bakker & Demerouti, 2017). A gain 

spiral involves job crafting where employees actively shape their demands and resources (Tims 

et al., 2012; Wrzesniewski & Dutton, 2001). Increased resources then fuel greater motivation and 

restart the cycle (Van Wingerden et al., 2017). A loss spiral is self-undermining behavior that 

breeds further obstacles undermining performance (Bakker & Costa, 2014). For instance, 

burnout is leading to mistakes, heightening demands and perpetuating the cycle (Bakker & 

Wang, 2020). 

2.2.2 Spillover Theory  
 

Spillover model is based on the notion that there is an ‘extension’ of experiences from the sphere 

of work to non-work in a way that the perception of the social experience of the spheres of work 

and non-work for an individual is effectively boundary-less (Parker, 1971). Theoretically, 

spillover has been characterized as Positive Spillover and Negative Spillover.  

Positive spillover refers to the fact that positive experiences in one domain result in fulfilment 

and attainment in another domain (Vijayakumar & Janakiram, 2017). The negative approach, 

which is also referred to as contrast, complementarity, opposition, regeneration and 

heteromorphism etc. in the literature, states the relationship between work and non-work spheres 

is inverse and antithetical (Staines, 1980). Elsewhere, spillover has also been categorized as 

Vertical and Horizontal Spillover. Horizontal spillover is defined as the effect that one domain of 

life has on the neighboring domain e.g., the affect that job satisfaction may have on private life. 
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Vertical spillover has been expressed in terms of domain hierarchy which refers to the 

hierarchical organization of domains of life like job, family, leisure etc. Satisfaction or 

dissatisfaction in a subordinate domain spills over into superordinate domain. Overall life being 

the most superordinate of the domains ends up being affected the most (Sirgy, Efraty, Siegel, & 

Lee, 2001). The spillover effect has been worked into scales by several researchers. The first 

empirical measure of work-life balance is traced back to Small & Riley (1990) who developed 

Work Spillover Scale (WSS). Grzywacz & Marks (2000a), recognizing both positive and 

negative spillover effects, developed a 16- item scale measuring the effects of work-family 

spillover. It was followed by Kinnunen, Feldt, Geurts, & Pulkkinen (2006) fourfactor model 

measuring negative work to family spillover, negative family to work spillover, positive work to 

family spillover and positive family to work spillover. Other measures and scales that have been 

developed in spillover measurement are: Greenhaus & Beutell’s (1985) interdomain conflict, 

Kirchmeyer’s (1993) (2000) assessment of positive and negative spillover, Higgins, Duxbury, & 

Lee’s (1992) use of role enhancement theory for developing measures for positive, negative and 

neutral impacts of work-family spillover. Even though a good deal of research has been done on 

spillover, it has its detractors as well. Guest (2002) referring to the spillover theory states that as 

a proposition, the spillover theory has been stated in a general way such that it has little or no 

value and that a detailed analysis of causes, reasons and consequences are needed.  

2.2.3 Conflict Theory  
 

Conflict theory, originally propounded by Greenhaus & Beutell (1985) posits that the fulfilment 

and achievement in one aspect of life result in sacrifice in the other aspect. This is based on the 

assumption that the two domains viz life and work are fundamentally incompatible with each 

other and that they have different norms and requirements. Citing earlier studies, like Kahn, 
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Wolfe, Quinn, Snoek, & Rosenthal (1964) and Katz, Kahn, & Kahn (1978), Greenhaus & Beutell 

(1985) define work-life conflict as “a form of interrole conflict in which the pressures of the role 

from the work and family domains are mutually unharmonious in some respect”. That is, taking 

part in the one role is made more difficult by virtue of participation in the other role. Powell & 

Greenhaus, (2010) base the conflict theory on role theory. The role theory itself is based on 

scarcity perspective, according to which there is a limited quantity of time and energy that is 

available to the individuals that may be divided among the various roles. In describing the 

conflict theory, Greenhaus & Beutell (1985) differentiate between three types of conflict viz; 

Time based conflict, Stress based conflict and Behavior based conflict. The time-based conflict 

occurs because of limited time which makes it difficult to manage effectively the demands of 

different roles. Long working hours, irregular shift work and work time not being flexible have 

been pointed out to being the source of the time-based work-life conflict. Strain based conflict 

arises from psychological demand of work, interaction fatigue and job burnout. Behavior based 

conflict arises from a situation when work demands exhibiting behaviors which may not be 

conducive to a family role and switching between the two roles can be a source of conflict (Roy, 

2016).` Research has also led to the fact that the relationship of conflict that work and life has is 

bidirectional. That is, the domain of work can interfere with the domain of non-work and 

nonwork can interfere with the work (Gutek, Searle, & Klepa, 1991). Both of the aforementioned 

conflicts have a negative effect on work and family domains (Adams, King, & King, 1996). A 

great amount of research has focused on the implications of the work-life conflict which include 

poor health (Frone, Russell, & Cooper, 1997), depression and hypertension (Thomas & Ganster, 

1995), coronary heart diseases (Haynes, 1984), male-related physical problems (Burley, 1995), 

anxiety & irritability (Hertz, 1986) among others.  
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2.2.4 Border and Boundary Theory  

This theory emphasizes on the ways that workers create, preserve and alter boundaries so that 

they may simplify and classify the world that they experience (Ashforth, Kreiner, & Fugate, 

2000). The boundary theory has its origins in the sociological work Nippert-Eng (1996a) wherein 

he describes how people seek to find and assign meaning to work and home and ease the 

transition. Boundary theory posits that there are psychological, physical and/or behavioral 

boundaries existing between the work and nonwork aspects of individual’s life which outline the 

two domains as being different and distinct from each other (Allen, Cho, & Meier, 2014). Basing 

her premises on the boundary theory, Clark (2000) launched her idea of work/life border theory 

which posits that the individuals manage and negotiate the work and non-work domains in a way 

so that a balance may be attained between them. This idea is based on the assumption that ‘work’ 

and ‘non-work’ are two separate domains but that they affect each other. The border theory 

views this relationship between the domains on a continuum which ranges from segmentation to 

integration, such that on the pole of segmentation the two domains are mutually exclusive and on 

the pole of integration the two may be conceived as identical (Voydanoff, 2005a). The dialectic 

of segmentation and integration is further analyzed by determining the permeability and 

flexibility of the boundaries between the two domains. Flexibility signifies the malleability of the 

borders between the two domains and permeability deals with as to what extent the boundaries 

allow psychical or behavioral elements to pass from one domain into another (Saarenpää, 2016). 

The flexibility of the boundaries is seen in the policies like flextime, job-sharing, part-time work 

and telecommuting (Cowan & Hoffman, 2007). In having described the boundaries according to 

permeability and flexibility, Clark (2000) asserts that the boundaries could be strong 

(impermeable and inflexible) to weak (flexible and blended), suggesting that the individuals 
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accordingly can be characterized as ‘border crossers’ and ‘border keepers. Individuals are 

generally seen to be border-crossers who manage and negotiate the domains of work and family. 

The border crossers are characterized as Central Border Crossers and Peripheral Border Crossers. 

Central border crossers are greatly influential in both the domains and that they tend to affiliate 

with the central members of each domain. The border theory posits that central border crossers 

achieve greater work-family than the peripheral bordercrossers (Donald & Linington, 2008).  

2.2.5 Enrichment Theory  

Enrichment theory was developed by Powell & Greenhaus (2006) in order to analyze the 

phenomenon of enrichment processes that link work to family and family to work. Enrichment is 

defined as a process that occurs when experience in one role improves the quality of life in 

another role. Alternatively, it can also be defined accumulation of psychological resources in a 

given role that are spilt over into another role (Carlson, Ferguson, Kacmar, Grzywacz, & 

Whitten, 2011). The model has been posited to be bidirectional as both familyto-work 

enrichment and work-to-family enrichment have been shown to occur by researchers. Although 

many similar constructs like facilitation and positive spillover have been used interchangeably 

with enrichment but there is a fundamental difference. Enrichment represents acquiring the 

resources and experiences that are useful for individuals facing challenges of life. Thus, 

enrichment theory suggests that enhancing of role performance in one domain is dependent upon 

gaining of resources in another domain. On the other hand, positive spillover describes 

transference of experiences, skills, moods and behaviors from one domain to another. A 

fundamental difference between the two concepts is that transferred experiences in spillover may 

not necessarily improve the life or increase the performance of the individual in another domain 

(Carlson, Kacmar, Wayne, & Grzywacz, 2006). Facilitation is assumed to take place when 
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engaging in one domain produces gains that enhance the functioning of another life domain. The 

distinction between enrichment and facilitation is that of the level at which the analysis is done. 

Enrichment focuses on the individual quality of life whereas the facilitation delves into 

improving the functioning of the system (Carlson et al., 2006). Powell & Greenhaus (2006) 

assert that enrichment may occur along with one of the two pathways viz; Affective path and 

Instrumental path. Affective work-life enrichment occurs when workers transfer positive 

behavior and emotions between work and family. Instrumental work-life enrichment occurs 

when skills and behaviors gained in one domain increase the performance and effectiveness of 

that individual in another domain. Powell & Eddleston (2011) add family derived enrichment to 

the mix. Family derived enrichment occurs when the family members of worker support and 

assist him/her in work. Carlson et al (2006) improvising on Greenhaus and Powell’s model 

describe a four-dimensional resource gain to measure work-life enrichment namely 

Developmental, Efficiency, Affective and Capital gains. Table no. 6 has some of the published 

research in the field of Enrichment theory.  

2.2.6 Facilitation Theory  

Facilitation is defined as “A form of interaction in which resources linked with one role improve 

or make easier partaking in the other role” Cross-Cultural Management Journal Volume XXIII, 

Issue 1/2021 pg. 32 (Voydanoff, 2004a). Frone (2003) describes it as the extent to which 

participation in a role leads to experiences, learning of skills, gaining opportunities which make 

participation easier in another role. Central to facilitation theory is that performing in a given role 

is made easier due to participation in another role. Although facilitation is conceived as a 

theoretical counterpart to worklife conflict but they are not be considered as opposite poles on 

the work-life theoretical continuum (van Steenbergen, Kluwer, & Karney, 2014). The facilitation 



19 
 

theory has its beginnings in the study conducted by Barnett (1998) who conceived the idea of 

facilitation in describing a work-life fit. With the foundation of ecology theory, Grzywacz (2002) 

explains that facilitation occurs when individuals and social systems use given means to achieve 

higher complexity (which is their inherent tendency) (Grzywacz & Butler, 2005). Facilitation 

may occur bi-directionally i.e. from work to family and family to work although both are 

conceived as being distinct. Wayne, Grzywacz, Carlson, & Kacmar (2007) posit that facilitation 

consists of three components namely engagement, gains and enhanced functioning. He further 

defines engagement as degree to which an individual invests in the respective domain activities. 

The gains are characterized as development gains (acquisition of skills, knowledge etc.), 

affective gains (Alteration in moods, behavior etc.), capital gains (Monetary, health, social 

assets) and efficiency gains. Enhanced functioning is defined as enhancements in functions that 

are fundamental to performance in a domain, e.g. problem-solving. Van Steenbergen et al. 

(2014) have described facilitation along four themes: energy-based facilitation, time- based 

facilitation, behavior-based facilitation and psychological facilitation. Positive spillover and 

facilitation both relate to how an individual functioning in one domain can seek the benefits of 

that in another domain but facilitation occurs not only through personal gains but through capital 

gains as well (Hammer, Kossek, Yragui, Bodner, & Hanson, 2009).  

2.2.7 Segmentation and Integration  

Segmentation - integration continuum theory is a model with high role integration and high role 

segmentation as poles. The segmentation model asserts that work and non-work have no 

influence on each other and the two domains are distinct (Guest, 2002). Piotrkowski (1979) 

asserts that segmentation between work and life is brought about when people suppress work-

related moods, behaviors and habits in the life domain and act similarly at work by restraining 
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personal behaviors, emotions, thoughts or pleasures. Segmentation is therefore the total 

separation of the two domains of work and life. In its earlier form, segmentation was perceived 

along natural/physical locus but contemporary research has shown that segmentation is an active 

psychosocial process which divides the two worlds (Roy, 2016). Segmentation and integration 

have been conceptualized as two poles on a continuum of work life balance (Ashforth et al., 

2000). Integration theory refers to a holistic view that presence of flexible boundaries between 

work and non-work can facilitate a healthier family-life, work-life and community life domains 

(Clark, 2000). Morris & Madsen (2007) have sought to incorporate additional contextual 

elements like community into the integration theory stating that “Integration calls for 

contemporary understandings that reengineer traditional work-life paradigms making all 

stakeholders viz employees, workers, families and communities as active partners” Zerubavel 

(1991) distinguishes between ‘Segmenters’ and ‘Integrators’. He defines ‘Segmenters’ as those 

individuals who seek to keep two domains apart by creating a mental fence. These people keep 

work at work place and home at home. He further defines integrators as those individuals who 

integrate the elements of both domains while removing any barriers between the two. Ashforth et 

al. (2000) point out to the finding that work may be integrated into non-work and vice versa but 

the two phenomena take place independently. Along the same lines Nippert-Eng, (1996b) defines 

high role integration and high role segmentation. High role integration refers to a state when 

there is no distinction as to what belongs to home and what belongs to work. High role 

segmentation exists when the two domains are thought of and treated as separate. Any role may 

fall upon the integration segmentation continuum with high role segmentation and high role 

integration as two extremes on this continuum.  
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2.2.8 Compensation Theory  

This theory describes that individuals, because of the lack of fulfilment in one domain, seek 

compensation in another domain. This theory also asserts that both work and family share the 

same environment and that family and work have a compensating effect on each other (Mathew 

& Natarajan, 2014). The compensation has been described as a negative relationship between 

work and family. It has been termed as negative because negative experiences in one domain 

result in perception of other domain positively. According to Edwards & Rothbard (2000), two 

forms of compensation are known. The first one is characterized by decreasing participation in 

the dissatisfying aspect of life and increased participation in a satisfying domain. Alternatively, a 

person may respond to dissatisfaction in one domain by pursuing rewards in another. Rewards 

being those experiences that fulfill individuals’ desires which may further enhance his/her 

satisfaction. This form of compensation has been further characterized as Supplemental and 

Reactive compensation. Supplemental compensation occurs when the rewards are insufficient in 

one domain and they are sought in another domain. Reactive compensation occurs when 

undesirable experiences are redressed by desirable experience in another domain (Zedeck & 

Mosier, 1990). Although compensation and enrichment may be construed in a similar manner 

but the two are fundamentally different. In case of compensation lack of satisfaction in one 

domain leads to an enhanced focus in other domain while searching for positive feedback, 

whereas in case of enrichment skills and values in one domain enhance the experience in another 

domain (Roy, 2016).  

2.2.9 Instrumental Theory  

Developed as a concept of instrumentality which is defined as: “Work and career are primarily 

ways of obtaining the means to build and maintain a satisfying and successful family and leisure 
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life; or vice versa” (Evans & Bartolomé, 1984).The basic idea here is that activities conducted in 

one sphere facilitates activities in other one, for example, a worker who works to maximize 

earnings even at the time-cost of working for long hour (Guest, 2002).  

2.2.10 Congruence Theory  

The congruence theory is based on the idea that there is congruence or similarity between work 

and family and that this similarity is mediated through another variable like genetic factors, 

personality, traits, socio-cultural forces etc. (Zedeck, 1992). According to congruence theory, a 

third variable such as genetic factors or community cohesion could positively influence both 

work and family domains (Mathew & Natarajan, 2014). Although it is very similar to spillover 

theory, the fundamental difference between the two is that in spillover there is a direct 

relationship between the work and family whereas in congruence theory it is mediated by a third 

variable (Edwards & Rothbard, 2000).  

2.2.11 Ecological Systems Theory  

Ecological theory describes the work-life balance by examining the ecological relationships in 

the worker’s ecosystem (Pocock, Skinner & Ichii, 2009). The worker ecosystems are conceived 

as microsystems being located in greater exosystems. It suggests that Work and Family represent 

a product of process, person, context, time which together yield an additive consequence on the 

experience of work and life (Grzywacz & Marks, 2000b). Beaujot (2017) basing their 

assumptions on the ecological theory, seek to work out the relationships between families and 

economic environment. They elaborate this model by describing earning and caring as two of the 

most important activities of the families. These activities adapt and change with changing 

circumstances of the families. Another improvisation on this theory is the personin-environment 
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theory, which posits that individuals have a dynamic relationship with their physical, social and 

natural environments (PittCatsouphes & Swanberg, 2006).  

2.2.12 Ladder Theory  

This theory asserts that there are two aspects to the work-life balance, first the individual and 

second the organization. Their roles can be described as two legs of the ladder where the left leg 

stands for the obligations of the organization for the employees and the right leg stands for the 

responsibilities of the employees towards the organization. The two legs are joined by the steps 

namely Profits, Revenue, Commitment, Customer Service, Morale, Productivity, Retention and 

Recruitment. Such that for an employee the journey ends at the last step (Profits) while starting 

at recruitment. For balanced work and life both the legs need to be properly functioning. 

2.3 Dimensions of work life balance 

 

After reviewing the different theories of work life balance, the researchers has focused and 

selected the Job Demand Resources model which believed have comprehensive dimensions. Key 

factors impacting work-life balance that are outlined in the Job Demands-Resources model 

developed by Arlond and Evangelia (2007) include working hours, flexibility, vacation/leave 

policies, stress levels, employee feedback, and work-life integration (as cited in Puspitawati, 

2020; Arianti et al., 2020; Devon et al., 2023). 
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Figure 2.2.work life balance determinate factors, 2023 

 
Source: work life balance determinate factors, 2023 

 

As indicated in figure 2.2, above work life balance determinate factors, based on JD-R 

framework usefully characterizes these factors as job demands or resources for understanding 

and optimizing work-life balance (Arlond & Evangelia, 2007). Excessive working hours and 

inflexible schedules impose high job demands, conflicting with life responsibilities and leisure 

activities (Arlond & Evangelia, 2007; Puspitawati, 2020). Flexibility in scheduling work, 

telecommuting options, and sufficient vacation/sick leave act as job resources, allowing better 

boundary management between work and personal domains (Arlond & Evangelia, 2007; Arianti 

et al., 2020). 

Working Hours: Long working hours are seen as a job demand according to the JD-R model. 

Excessive hours leave less time for personal life, disrupting work-life balance (Arlond & 

Evangelia, 2007; Puspitawati, 2020). 
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employee feedback

stress levels
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Vacation and Leave Policies: Restrictive leave policies pose a job demand by limiting time 

away from work. Sufficient vacation days and sick leave provide respite and help balance 

multiple life domains (Arlond & Evangelia, 2007; Devon et al., 2023).   

Stress Levels: The JD-R model asserts that high job demands without adequate resources to 

manage strain negatively impact well-being and balance (Arlond & Evangelia, 2007; Devon et 

al., 2023). 

Employee Feedback: By obtaining input on workload and stressors, organizations can better 

support employees according to the JD-R model (Arlond & Evangelia, 2007). Collecting regular 

employee feedback about work conditions and implementing changes enhances work resources 

and balance (Arlond & Evangelia, 2007). 

Work-Life Integration: Cultures embracing blended roles through family-friendly programs 

supply resources improving work-life management and balance (Arlond & Evangelia, 2007; 

Puspitawati, 2020). High job demands without adequate resources also elevate stress, hindering 

balance (Arlond & Evangelia, 2007; Devon et al., 2023).  

Organizational cultures that support integration of work and life roles through family-friendly 

policies help achieve balance (Arlond & Evangelia, 2007; Puspitawati, 2020). Therefore, the JD-

R model provides a framework to understand determinants of work-life balance using demand 

and resource characteristics (Arlond & Evangelia, 2007). Optimizing these factors allows 

balance beneficial for both employee well-being and organizational performance. 

2.4.1 Job Satisfaction 

Job satisfaction refers to an employee's positive emotional state and favorable attitude towards 

their job resulting from an assessment of job experiences (Weiss, 2002). Key facets influencing 
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satisfaction are motivation, which reflects the need-resource fit, and hygiene factors like 

relationships, supervision, pay and working conditions (Herzberg et al., 1959). Higher job 

satisfaction associates with lower turnover, increased productivity and better well-being 

(Farndale & Murrer, 2015).  

Models by Locke (1976) and Spector (1997) adopt cognitive appraisal and affective 

perspectives, respectively. The job characteristics model highlights how autonomy, skill variety, 

task identity and feedback enhance meaningful experiences driving satisfaction (Hackman & 

Oldham, 1980). Satisfaction also depends on individual differences like age, personality and 

work values (Ilies & Judge, 2004). Overall, positive evaluation of needs fulfillment and 

workplace aspects fosters engagement and retention as satisfied staff contributes optimally. 

2.4.2 Job Engagement 

Job engagement refers to a positive, fulfilling work-related mental state characterized by vigor, 

dedication, and absorption (Schaufeli et al., 2002). Engaged employees feel energetic, 

enthusiastic about their work, and fully concentrated on role-related tasks (Bakker & Demerouti, 

2008). Engagement associates negatively with burnout and positively with performance 

outcomes (Christian et al., 2011; Shuck et al., 2017). 

According to the Job Demands-Resources (JD-R) theory, job resources like autonomy, social 

support, coaching, and performance feedback foster engagement through a motivational process 

(Crawford et al., 2010; Bakker & Demerouti, 2017). Job crafting, or proactively shaping 

structural and cognitive boundaries of work, also predicts work engagement (Van Wingerden & 

Poell, 2017; Tims et al., 2012).  
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Regular engagement surveys provide insights for talent retention by monitoring levels and 

addressing issues (Macey & Schneider, 2008; Attridge & Kulik, 2021). Organizations benefit 

from engaged employees who display higher innovation, productivity, and organizational 

citizenship behaviors (Sarti, 2014; Dawson et al., 2020). Overall, optimizing resources to satisfy 

basic psychological needs of competence, relatedness and autonomy enhance engagement as per 

self-determination theory (Deci & Ryan, 1985; Van den Broeck et al., 2008). 

In other hand, version of the job engagement section from the perspective of a private bank with 

more recent and real citations: For a private bank like US Bank, employee engagement is 

paramount to achieving its mission of exceptional customer service (Stone et al., 2018). Engaged 

employees feel more connected to US Bank’s client-centric values and take initiative to go above 

and beyond through innovative programs (Pomare et al., 2020).  

Bank leverages the job demands-resources model to boost engagement. It provides job resources 

like autonomy, learning opportunities, and social support through internal communities (Bakker 

& Demerouti, 2017; Crawford et al., 2020). Employees can craft their roles around their 

strengths and interests using flexible working arrangements and virtual collaboration tools (Van 

Wingerden & Poell, 2017; Tims et al., 2019). 

Pulse surveys administered quarterly through Qualtrics guide continuous improvements 

(Attridge & Kulik, 2021). Focus groups share feedback anonymously to enhance inclusion and 

prompt changes enhancing work meaningfulness (Crabtree et al., 2019). Goals are set through 

holistic 360-reviews incorporating client feedback rather than numeric targets alone (Beheshtifar 

& Zare, 2013; Matz et al., 2021). 
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As an outcome, Asia Bank witnesses higher customer satisfaction NPS scores, increased 

productivity through reusable assets, and reduced turnover saving replacement costs (Dagher et 

al., 2015; Sarti, 2014). The engaged workforce differentiates Bank in the competitive private 

banking landscape by living its mission of catering to clients’ diverse needs.  

2.4.3 The relations between work life balance and job satisfactions 

Work life balance and job satisfaction are positively interrelated for bank employees. Employees 

who maintain better balance report higher levels of satisfaction (Greenhaus et al., 2003; 

Srivastava & Kanpur, 2016). Banks can enhance both by implementing flexible work 

arrangements.  

For instance, remote and compressed work schedules give autonomy over when and where work 

gets done, reducing work-family conflicts (Ammons, 2013; Martin & MacDonnell, 2012). This 

boosts control over time, a core job satisfaction dimension (Hackman & Oldham, 1976). 

Similarly, on-site childcare and backup eldercare support strengthen balance by addressing 

caregiving demands (Butts et al., 2013). 

Salary alone does not predict satisfaction; meaningful work through personal development and 

recognition does (Herzberg, 1968; Stamolampros et al., 2019). Banks fostering communities of 

practice for shared learning and growth fulfills the esteem need (Maslow, 1943; Huang & Zhu, 

2020). Regular recognition events where managers acknowledge exceptional efforts through 

certificates or spot awards enhance satisfaction through accomplishment feelings.  

Overall, adopting a dual agenda of work-life balance and job enrichment policies allows banks to 

retain talented staff by addressing their whole-self needs through organizational support. 
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Satisfied, stable workforces differentiate banks by consistently delivering superior customer 

experience (Harter et al., 2002; Saridakis et al., 2013). 

2.4.4 The relations between work life balance and job engagement  

Research consistently shows that cultivating a balanced and supportive work environment has 

far-reaching benefits for both employees and organizations in the banking industry. When banks 

prioritize work-life balance through flexible work arrangements and wellness programs, staff 

experience lower stress and greater work-life integration (Brough et al., 2014; Franco et al., 

2018).   

This enhanced balance positively impacts engagement indicators like vigor, dedication and 

absorption on the job (Bakker, 2011; Akintayo, 2010). Highly engaged employees then display 

improved business-critical attitudes and behaviors - they are more innovative, collaborative, and 

committed to exceptional customer service (Grady & McCarthy, 2008; Manganelli et al., 2018). 

As a result, banks that foster a culture appreciative of employees' whole lives outside of work 

gain competitive advantages. They see enhanced operational outcomes like higher productivity, 

lower absenteeism and turnover (Gillet et al., 2012; Richman et al., 2008). On the strategic side, 

such organizations thrive on a stable workforce able to build deep client relationships 

foundational to the banking sector (Butts et al., 2013; Franco et al., 2018).In supposition, 

strategically managing the interdependence between work, non-work and job attitudes through a 

balanced HR approach allows banks to optimize individual, team and organizational 

performance over the long term. This underscores the importance of considering employees' 

whole-selves to realize sustainable competitive advantage. 
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2.4.5 The relations between Job satisfactions and Job engagement  

A strong positive link exists between job satisfaction and engagement in banking. Satisfied staffs 

who find fulfillment in role and meaningful experiences at work feel more engaged as measured 

by vigor, dedication and absorption (Christian et al., 2011; Shuck et al. 2017; Sarti, 2014).  Per 

the social exchange theory, when employees' psychological and job-related needs are met 

through fair HR practices, it leads to favorable attitudes and engagement (Cropanzano & 

Mitchell, 2005). Features enhancing satisfaction like competitive pay, career development 

platforms and recognition programs boost motivation levels and sense of pride (Bakker et al., 

2014; Kim & Killer, 2011). 

Satisfied top performers act as ambassadors attracting and retaining talents (Deloitte, 2020; 

Gallup, 2018). Staff refers friends to roles providing challenging projects and managers who 

empower with autonomy for better customer outcomes (Chomal & Baruah, 2014; Stone et al., 

2019). The virtuous cycle transforms service quality across branches and channels delivering 

competitive edge (Yang et al., 2011; Dawson et al., 2020). Overtime, strong employer brand of 

engaged, satisfied workforce differentiates banks within financial sector (Michaelson et al., 

2014; Robertson-Smith & Markwick, 2009). In conclusion, a satisfaction and engagement driver 

complement and reinforces each other's impacts on organization success in banking business 

environment demands high productivity and customer centricity. 

2.5 Empirical literature 

The impact of work life balance on job satisfactions and Job Engagement (from world, from 

Africa and from Ethiopia prospective preliminary insights yet had limitations. Stone et al. (2019) 

surveyed 1,000 UK bankers finding flexible arrangements boosted satisfaction and vigor, 

however the small sample restricted generalizability. 



31 
 

Susanto et al. (2022) examined the impact of work-life balance on job performance, job 

satisfaction, and the moderating role of family-supportive supervisor behaviors among 

employees of Small and Medium Enterprises (SMEs) in Indonesia. The researchers developed a 

conceptual model based on social exchange theory and hypothesized that work-life balance 

would positively influence job performance and job satisfaction. Additionally, they hypothesized 

that job satisfaction would mediate the relationship between work-life balance and job 

performance. The study also hypothesized that family-supportive supervisor behaviors would 

moderate the relationships between work-life balance and job performance and between job 

satisfaction and job performance.   

Results supported all the hypotheses, indicating work-life balance positively impacts job 

performance and job satisfaction. Job satisfaction partially mediated the work-life balance to job 

performance relationship. Additionally, family-supportive supervisor behaviors strengthened the 

positive relationships of work-life balance on job performance and job satisfaction on job 

performance. The findings suggested SMEs should focus on fostering work-life balance 

supportive cultures to improve employee performance. Limitations and implications for research 

and practice were also discussed. 

 Osinbanjo and Babalola (2021) surveyed 300 Nigerian bankers discovering flexible leaves 

empowered dedication but the cross-sectional design precluded causal inferences. Furthermore, 

Akshita et al. (2022) interviewed 20 Indian managers determining control over schedules 

improved absorption, albeit the miniature qualitative sample confined the breadth of insights.  

Additionally African study, Ngako et al. (2020) surveyed 250 Cameroonian bankers determining 

family-supportive supervisors positively influenced outcomes, though they exclusively focused 

on a single balance dimension.  
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Assfawe and Matebe (2018) conducted a study examining the impact of work-life balance on job 

satisfaction among employees working at the Bank of Abyssinia in Ethiopia. The researchers 

found a positive correlational relationship between employees' perceptions of work-life balance 

and their levels of job satisfaction. This adds to our understanding of how supporting a balanced 

integration of professional responsibilities and personal/family commitments can influence 

important work-related attitudes within the Ethiopian banking sector context. However, as the 

study was conducted within a single organization, broader generalizability would require 

replicating these findings across multiple financial institutions. Nevertheless, the results provide 

initial evidence regarding factors tied to Ethiopian bankers' occupational well-being. 

Yeshenesh (2022) investigated the influence of employee engagement on job satisfaction at 

Abay Bank in Ethiopia and found a positive relationship between engagement and satisfaction. 

This adds to the limited research on these important organizational behavior topics among 

employees working in Ethiopia's banking sector. Both this study and Assfawe and Matebe's 

(2018) research provided valuable insight into factors impacting job attitudes. Their findings can 

help inform the development of initiatives aimed at improving work-life policies and 

engagement practices within Ethiopian financial institutions. 

Meskerem Melesse (2017) examined the influence of work-life balance practices on affective 

organizational commitment among employees of Commercial Bank in Ethiopia. Using a 

quantitative survey design and analysis, Meskerem found significant positive relationships 

between various work-life balance practices implemented by the organization, such as flexible 

working arrangements and family-supportive supervisory behaviors, and employees' levels of 

organizational commitment. In particular, practices that reduced work interfering with personal 

life enhanced commitment. However, as the researcher only collected data from one bank, the 
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ability to generalize the findings to other contexts within the Ethiopian banking industry is 

limited due to the narrow single-organization scope. 

Abeba and Meskerem (2019) extended Meskerem's (2017) research by assessing work-life 

balance practices across multiple large banks in Ethiopia rather than focusing on a single 

institution. Their findings corroborated Meskerem's results by identifying flexible working 

arrangements and family-supportive organizational policies as impactful strategic levers that 

positively influenced employee retention. However, the researchers statistically controlled for 

demographic variables but did not employ sampling quotas based on these characteristics.  

Fassile (2020) explored the association between work interference with personal life and 

employee burnout among bankers in Ethiopia. The results revealed high work-life conflict led to 

greater experience of burnout, negatively impacting job performance. However, private and 

state-owned financial institutions may offer differing organizational cultures and contexts in 

relation to this topic. In a similar vein, Meskerme (2017) found a lack of schedule autonomy 

decreased job satisfaction for commercial bank workers in Ethiopia, though solely within one 

occupational sector. 

Matebe (2018) examined how work disruptions influenced employee engagement within the 

Bank of Abyssinia. The quantitative study uncovered work interruptions undermined staff 

commitment. Nonetheless, extrapolating these findings to other sub-Saharan African nations 

necessitates accounting for Ethiopia's unique cultural-economic environment. 

2.6 Research Gap 

Overall, these valuable investigations represented important initial contributions regarding 

balance antecedents and commitment consequences within Ethiopia's leading financial 
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institutions from rigorous empirical perspectives. Still, comprehensively examining a wider array 

of outcomes across diverse banking populations would optimize human resource management 

knowledge. Continued mixed-method explorations considering broader contextual realities can 

further nuance understanding. 

Collectively, the studies began bridging gaps on this critical work-life balance factors, including 

(working hours, vacation and leave policies, stress levels, employee feedback, and work-life 

integration), Arlond and Evangelia (2007) on job satisfactions and employee job engagement in 

private bank within the Ethiopian context. However, more multi-dimensional research designs 

are still warranted to provide banks with targeted actionable recommendations promoting 

sustainable work life balance, job engagement through a satisfied engaged talent pool. However, 

the current study aims to bridge the empirical gap by evaluating a broader range of work-life 

balance factors, including working hours, vacation and leave policies, stress levels, employee 

feedback, and work-life integration, as outlined by current student.  

2.7 Conceptual frame work  

This conceptual framework provides a foundation for understanding the relationship between 

work-life balance, employee engagement, and related factors (Devon, Lendase, and Patric, 2023) 

in the specific context of Bunna Bank of Ethiopia. researcher from JD_R model by Arlond and 

Evangelia (2007) job satisfactions in Bakker & Demerouti (2017),  Puspitawati (2020), Arianti 

Hubeis & Puspitawati,  (2020) and job engagement in Devon,  Lendase, and Patric (2023).  

The conceptual framework proposes that certain factors related to work-life balance (working 

hours, vacation and leave policies, work-related stress, and employee feedback) influence work-
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life integration and job satisfaction, which in turn affect employee engagement in Bunna Bank of 

Ethiopia. 

Figure 2.2: Conceptual Framework 

 

Source: Empirical review & own elaboration 
 

2.8 Hypothesis  

 

Working hour 

Long working hours are seen as a job demand according to the JD-R model. Excessive hours 

leave less time for personal life, disrupting work-life balance (Arlond & Evangelia, 2007; 

Puspitawati, 2020). Besides, according to Shuck, et,al., (2018) found that the number of hours 

worked had a negative impact on employee engagement and job satisfaction, based on the above 

review the following hypothesis is designed: 

H1: The number of hours employees spend at work has a significant impact on Job Satisfaction 

and Employee Engagement. 
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Vacation and Leave Policies 

Restrictive leave policies pose a job demand by limiting time away from work. Sufficient 

vacation days and sick leave provide respite and help balance multiple life domains (Arlond & 

Evangelia, 2007; Devon et al., 2023). Besides, according to Morganson, et.al.,(2010), study 

found that access to adequate vacation time and leave policies was a key factor in job satisfaction 

and engagement for both in-office and remote employees, based on the above review the 

following hypothesis is designed: 

H2: The availability and adequacy of vacation time and leave policies has a significant impact 

on Job Satisfaction and Employee Engagement. 

Work Related Stress 

The JD-R model asserts that high job demands without adequate resources to manage strain 

negatively impact well-being and balance (Arelond & Evangalia, 2007; Devon et al., 2023). 

Moreover, according to Jamal, M. (2019) study confirmed that high levels of work-related stress 

were negatively associated with job satisfaction and employee engagement, based on the 

following hypothesis is designed. 

H3: The level of stress experienced by employees due to work demands and pressures has a 

significant negative impact on Job Satisfaction and Employee Engagement. Based on the 

following review, the following hypothesis is designed 

Employee Feedback 

Collecting regular employee feedback about work conditions and implementing changes 

enhances work resources and balance (Arelond & Evangalia, 2007). According to Bednall, 
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Sanders & Runhaar  (2020), research found that employee perceptions of feedback and 

involvement in decision-making were key drivers of job satisfaction and engagement. Based on 

the above review, the following hypothesis is designed. 

H4: The opportunities for employees to provide feedback and contribute to decision-making 

processes have a significant impact on Job Satisfaction and Employee Engagement. 

Work-Life Integration 

Organizational cultures that support integration of work and life roles through family-friendly 

policies help achieve balance (Arelond & Evangalia, 2007; Puspitawati, 2020). Besides, 

according to Jahn, Thompson, & Kopelman (2020), found that organizational support for work-

life balance was positively associated with job satisfaction and employee engagement. Based on 

the following review, the following hypothesis is designed. 

H5: The extent to which employees are able to balance their work and personal life 

responsibilities has a significant impact on Job Satisfaction and Employee Engagement. 

Employee Assistance Programs 

According to Chou, Chu, Yeh, & Chen, (2021), Studies shows that the relationship between EAP 

utilization, job satisfaction, and employee engagement among flight attendants. And, effective 

implementation and utilization of the company's EAP program was positively associated with 

increased job satisfaction among the employees. Based on the above review, the following 

hypothesis is designed. 

H6: Effective implementation and utilization of an EAP program will have a positive impact on 

employee engagement with organizations.  
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Job satisfaction 

Several studies have found empirical support for the mediating effect of job satisfaction on the 

relationship between work-life balance and employee engagement (Zheng et al., 2016; Chou et 

al., 2021). It is hypothesized that employees who have favorable work-life balance conditions, 

such as reasonable working hours, sufficient vacation and leave policies, lower work-related 

stress levels, and opportunities for providing feedback, are more likely to achieve better work-

life integration and experience higher job satisfaction. Based on the above review, the following 

hypothesis is designed.  

H7: Job satisfaction has significantly mediated the relationship between work-life balance 

dimensions and employee engagement in bank sectors of employee’s. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Research Design 

The current study, the researcher plans to adopt an explanatory research design (leverage Edu, 

2022) to investigate the influence of Work-Life Balance Dimensions on Employee Engagement 

in the specific context of Bunna Bank in Addis Ababa, Ethiopia. The objective is to examine 

whether Work-Life Balance Dimensions have a direct impact on Employee Engagement, with 

Job Satisfaction acting as a mediator.  

The explanatory research design aims to establish causal relationships and understand the 

underlying mechanisms between variables. It involves collecting data from employees at Bunna 

Bank and using statistical analysis techniques to explore the relationships between Work-Life 

Balance Dimensions, Employee Engagement, and Job Satisfaction. 

Additionally, the researcher was employed a descriptive research design to present the collected 

data. Tabulation was utilized as a method to organize and display the data in a structured format. 

Descriptive statistics were employed to summarize and simplify the data, providing key insights 

into the distribution, central tendency, and variability of the variables under investigation. By 

combining the explanatory research design with descriptive research techniques, the study aims 

to provide a comprehensive understanding of the relationships between Work-Life Balance 

Dimensions, Employee Engagement, and Job Satisfaction within Bunna Bank in Addis Ababa, 

Ethiopia. 
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3.2 Research approach 

Regarding the research approach, the researcher was employed quantitative data collection 

methods. The data collection processes were structured to gather relevant and critical 

information necessary for further analysis. By using quantitative methods, the study aims to 

capture current attitudes and trends. Closed-ended questionnaires will be utilized as the primary 

data collection instrument, enabling the collection of specific and measurable responses. 

3.3 Population and Sampling Techniques 

Target populations were taken to evaluation of work-life balance on employee engagement in a 

Bunna bank of Ethiopia, researcher selected employees from managerial level. Because; 

Decision-Making Authority, Managers typically have a higher level of decision-making 

authority and influence within the organization. It is believed that the managerial staff is work 

more hours and spent much of their time in meeting, discussion and has high responsibilities than 

the non-managerial staffs. Their work-life balance and engagement can directly impact the work 

environment and the employees they oversee (Arlond & Evangelia, 2007).  

Other reason is how the work-life balance and engagement of managers can have a cascading 

effect on their subordinates and the overall organizational culture. Therefore, understanding the 

relationship between work-life balance and employee engagement at the managerial level can 

provide valuable insights for improving organizational effectiveness (Arlond & Evangelia, 2007; 

Arianti et al., 2020). 

Finally, we choose managerial level Resource Constraints: Conducting a comprehensive 

evaluation of work-life balance and employee engagement across all employees in the bank may 

be resource-intensive and time-consuming. Focusing on the managerial level allows for a more 
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targeted and manageable study while still capturing key insights. Total Managerial Population: 

As of December 31, 2023, the total number of managers in Bunna Bank was 656, as per the HR 

data. Given the large population, it may not be feasible to include all managers in the study.  

3.4 Sample Size 

The scope of the research sample was delimited to the head office in Addis Ababa and the East 

Addis Ababa district. This delimitation was made to ensure a manageable sample size while still 

capturing key managerial roles and geographic representation. The researcher chose to include 

all 92 managers from the head office in Addis Ababa and 82 managers from the East Addis 

Ababa district, resulting in a total sample size of 174.  

Table 1:  sample size of the study,  

Department sample  Remark 

Head office from BB  92 92 Purposive sampling 

East district managerial BB   82 82  Purposive sampling. 

Source: from own Bunna bank data, December 2023 

This sample size was determined to be appropriate for the research objectives and feasible for 

data collection and analysis. 

3.5 Sampling Techniques  

The sampling technique used in this research study on work-life balance and employee 

engagement in Bunna Bank in Ethiopia was purposive sampling. Specifically, managers from the 

head office in Addis Ababa and the East Addis Ababa district were selected as the sample. This 

approach was chosen to ensure a representative sample of managers across different roles and 

locations within the organization. 
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3.6 Data Collection Sources and Tools  

Data for this study was collected from both the Head Office and the East Addis Ababa District of 

Bunna Bank using a variety of primary and secondary sources and tools. Primary data sources 

were include self-administered questionnaires. Questionnaires were extracted from literature and 

used to gather quantitative data on work-life balance, employee engagement, and job 

satisfaction. Interviews were providing qualitative insights into these areas. 

In addition to primary data collection, secondary data sources were also be utilized. These may 

include existing data such as employee records, performance appraisal data, or HR metrics. 

Secondary data were used to supplement and enhance the analysis of primary data. The specific 

data collection sources and tools utilized will be determined based on the research questions, 

objectives, and the availability of resources and cooperation from the organization. 

3.7 Reliability and validity test 

To ensure the reliability and validity of the data collection instruments, a pilot test was conducted 

on head office with a sample size of 20 participants. The pilot test aims to assess the reliability of 

the questionnaires and the validity of the measurement scales used in the study. Feedback from 

the pilot test participants will be collected to identify any potential issues, such as ambiguous 

questions or difficulties in responding, must be above 0.65 (Cooper & Schindler, 2011), which 

help refine and improve the instruments before the main data collection phase. 

3.8 Data Analysis 

Inferential statistics are used to make inferences and draw conclusions about the population 

based on the collected sample data. The following inferential statistical techniques may be 

applied: 
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Correlation Analysis: Correlation analysis examines the relationships between variables, such as 

exploring the correlation between work-life balance and employee engagement. It helps 

determine the strength and direction of the relationship. 

Regression Analysis: Regression analysis can be used to identify the impact of independent 

variables (e.g., work-life balance factors) on the dependent variable (e.g. employee engagement). 

It helps assess the magnitude and significance of these relationships. 

Hypothesis Testing: Hypothesis testing allows for the testing of research hypotheses and 

determining whether the observed differences or relationships in the sample are statistically 

significant. Techniques such as t-tests or analysis of variance (ANOVA) may be employed to 

compare means between groups or assess the significance of differences. 

Factor Analysis: Factor analysis can be used to identify underlying factors or dimensions within 

the collected data. It helps to uncover patterns and structure within variables related to work-life 

balance and employee engagement. 

By employing descriptive statistics, the study was provide a comprehensive summary of the data, 

while inferential statistics will enable the researcher to draw meaningful conclusions and make 

generalizations about the population of interest, Bunna Bank employees in Ethiopia, based on the 

collected sample data. 

3.8.1 Inferential Statistics 

Inferential statistics are used to make inferences and draw conclusions about the population 

based on the collected sample data. The following inferential statistical techniques may be 

applied: 
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Correlation Analysis: Correlation analysis examines the relationships between variables, such 

as exploring the correlation between work-life balance and employee engagement. It helps 

determine the strength and direction of the relationship. 

Regression Analysis: Regression analysis can be used to identify the impact of independent 

variables (e.g., work-life balance factors) on the dependent variable (e.g. employee engagement). 

It helps assess the magnitude and significance of these relationships. 

Hypothesis Testing: Hypothesis testing allows for the testing of research hypotheses and 

determining whether the observed differences or relationships in the sample are statistically 

significant. Techniques such as t-tests or analysis of variance (ANOVA) may be employed to 

compare means between groups or assess the significance of differences. 

Factor Analysis: Factor analysis can be used to identify underlying factors or dimensions within 

the collected data. It helps to uncover patterns and structure within variables related to work-life 

balance and employee engagement. 

By employing descriptive statistics, the study was provide a comprehensive summary of the data, 

while inferential statistics will enable the researcher to draw meaningful conclusions and make 

generalizations about the population of interest, Bunna Bank employees in Ethiopia, based on the 

collected sample data. 

3.8.2 Variables and model specifications 

1. Independent Variables: 

Working Hours (WH): The number of hours employees spend at work 

Vacation and Leave Policies (VL): The availability and adequacy of vacation time and leave 

policies. 
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Work-Related Stress (WS): The level of stress experienced by employees due to work demands 

and pressures. 

Employee Feedback (EF): The opportunities for employees to provide feedback and contribute to 

decision-making processes. 

Work-Life Integration (WLI): The extent to which employees are able to balance their work and 

personal life responsibilities. 

Exogenous variable  

Job Satisfaction (JS): The level of satisfaction employees derive from their job and work 

environment.  

2. Dependent Variable: 

Employee Engagement (EE): The degree to which employees are emotionally invested, 

motivated, and committed to their work and the organization.   

The model specifications can be represented by the following equations: 

WLI = f(WH, FL, VL)   (Equation 1) 

JS = g(WLI, WS, EF)   (Equation 2) 

EE = h (JS)           (Equation 3) 

Analyzing the impact of work-life balance dimensions on job satisfaction as a mediator and 

employee engagement within the context of Bunna Bank in Addis Ababa, Ethiopia: The 

conceptual model would be: 

                                   a                          b 

Work-Life Balance (WLB) ---------> Job Satisfaction (JS) 

c' 

| 

| 

v 

Employee Engagement (EE) 

The PROCESS model equations would be: 
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1. Mediator variable model (JS regressed on WLB dimensions): 

JS = i1 + a1 (WLB Dimension 1) + a2 (WLB Dimension 2) + ... + e1 

2. Dependent variable model (EE regressed on WLB dimensions and JS): 

EE = i2 + c'1(WLB Dimension 1) + c'2(WLB Dimension 2) + ... + bJS + e2… (Equation 3) 

The indirect effects of the WLB dimensions on EE through the mediator JS would be: 

- Indirect effect of WLB Dimension 1 = a1 × b 

- Indirect effect of WLB Dimension 2 = a2 × b 

- And so on for each WLB dimension 

Equation 1 suggests that work-life integration (WLI) is influenced by working hours (WH), and 

vacation and leave policies (VL). The specific relationship and functional form between these 

variables can be determined through empirical analysis. 

Equation 2 states that job satisfaction (JS) is a function of work-life integration (WLI), work-

related stress (WS), and employee feedback (EF). The nature and strength of these relationships 

can be examined using statistical techniques. 

Equation 3 indicates that employee engagement (EE) is determined by job satisfaction (JS) using 

process model developed by Andrew Hayes. Higher levels of job satisfaction are expected to 

lead to increased employee engagement. 

By utilizing these equations, the model provides a quantitative representation of the relationships 

between work-life balance, job satisfactions and employee engagement, and the associated 

factors within Bunna Bank of Ethiopia. Empirical analysis and statistical methods can be 

employed to estimate the coefficients and test the significance of these relationships, enabling a 

deeper understanding of the impact of work-life balance on employee engagement in the 

organization.  
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CHAPTER 4 

 RESULTS AND DISCUSSION 

4.1 INTRODUCTION 

This chapter presents the results of a study conducted at Bunna Bank (BB) in Ethiopia, 

investigating the impact of work-life balance on job satisfaction and employee engagement. The 

study involved 174 managerial employees from BB, who were selected as participants. 

Questionnaires were distributed both in person and via Google forms, ensuring a wide reach and 

ease of data collection. All questionnaires were returned, resulting in a 100% response rate with 

no missing data. 

The chapter provides an overview of the data analysis techniques employed, including 

descriptive statistics, correlation analysis, and regression analysis. Furthermore, the chapter 

discusses the findings related to each research question and provides a comprehensive discussion 

of the results, their implications, and avenues for further research. 

4.2 Demographics of Respondent  

Table 4.1: Gender of Managerial level respondents at (BB) in Ethiopia 

 

 

 

 

Source: own survey data: 2024 

The gender analysis of the managerial-level respondents at Bunna Bank (BB) in Ethiopia is 

presented in Table 4.1. The table provides information on the frequency, percent, valid percent, 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Male 145 83.3 83.3 83.3 

 Female 29 16.7 16.7 100.0 

Total 174 100.0 100.0  
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and cumulative percent for each gender category. According to the data, out of the total 174 

respondents, 145 (83.3%) were male, and 29 (16.7%) were female. This indicates a significant 

gender imbalance within the managerial level at BB, with a higher representation of males 

compared to females. 

The percent column represents the proportion of each gender category relative to the total sample 

size. In this case, 83.3% of the respondents were male, while 16.7% were female. These 

percentages indicate a clear gender disparity, with males being the dominant gender group within 

the managerial level at BB. The valid percent column provides the proportion of each gender 

category after eliminating any missing or invalid data. The valid percent values reflect the 

distribution of male and female respondents based on the available data. In this study, the valid 

percent for males is 83.3%, and for females, it is 16.7%.  

The analysis of the gender distribution in the managerial level at BB reveals a notable gender 

disparity, with males comprising a significant majority of the respondents.  

 
Source: own survey data: 2024 
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From above Figure 4.1 the distribution of educational levels among the managerial-level 

respondents at Bunna Bank (BB) in Ethiopia is presented of the total 174 respondents, 140 

(80.5%) held a degree level education, while 34 (19.5%) had a master's level education. This 

indicates that the majority of the managerial-level respondents at BB had completed a degree-

level education. 

The percent column represents the proportion of each educational level category relative to the 

total sample size. In this case, 80.5% of the respondents had a degree-level education, while 

19.5% had a master's level education. These percentages provide insights into the educational 

background of the managerial-level respondents at BB. 

The valid percent column provides the proportion of each educational level category after 

eliminating any missing or invalid data. The valid percent values reflect the distribution of 

respondents based on the available data. In this study, the valid percent for degree-level 

education is 80.5%, and for master’s level education, it is 19.5%. 

The analysis of the educational level distribution among the managerial-level respondents at BB 

reveals that the majority of respondents had completed a degree-level education. This finding 

suggests that BB has a significant number of managers with a solid educational foundation, 

which can contribute to their professional development and expertise. 

Table 4.2: The distribution of marital status among the managerial-level respondents at 

Bunna International Bank (BB) in Ethiopia 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Single 38 21.8 21.8 21.8 

Married 71 40.8 40.8 62.6 

Divorced 63 36.2 36.2 98.9 

Separated 2 1.1 1.1 100.0 

Total 174 100.0 100.0  

         Source: own survey data:2024 
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The distribution of marital status among the managerial-level respondents at Bunna Bank (BB) 

in Ethiopia is presented in table 4.2 provides, out of the total 174 respondents, 38 (21.8%) were 

single, 71 (40.8%) were married, 63 (36.2%) were divorced, and 2 (1.1%) were separated. This 

indicates a diverse range of marital statuses among the managerial-level respondents at BB. 

The percent column represents the proportion of each marital status category relative to the total 

sample size. In this case, 21.8% of the respondents were single, 40.8% were married, 36.2% 

were divorced, and 1.1% were separated. These percentages provide insights into the distribution 

of marital statuses among the respondents. The valid percent column provides the proportion of 

each marital status category after eliminating any missing or invalid data. The valid percent 

values reflect the distribution of respondents based on the available data. In this study, the valid 

percent for single respondents is 21.8%, for married respondents it is 40.8%, for divorced 

respondents it is 36.2%, and for separated respondents it is 1.1%. 

 

 
Source: own survey data: 2024 

The distribution of employment levels among the managerial-level respondents at Bunna Bank 

(BB) in Ethiopia is presented in Figure 4.2. The figure provides information, out of the total 174 

respondents, 116 (66.7%) were at the middle level of employment, while 58 (33.3%) were at the 
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higher level of employment. This indicates that the majority of the managerial-level respondents 

at BB were at the middle level of employment. 

The percent column represents the proportion of each employment level category relative to the 

total sample size. In this case, 66.7% of the respondents were at the middle level of employment, 

while 33.3% were at the higher level of employment. These percentages provide insights into the 

distribution of employment levels among the respondents. 

The valid percent column provides the proportion of each employment level category after 

eliminating any missing or invalid data. The valid percent values reflect the distribution of 

respondents based on the available data. In this study, the valid percent for the middle level of 

employment is 66.7%, and for the higher level of employment, it is 33.3%. The analysis of 

employment level distribution among the managerial-level respondents at BB reveals that the 

majority of respondents were at the middle level of employment. This suggests that BB has a 

larger number of managers at the middle level compared to the higher level. 

Table 4.3: Years of Experience 

 Frequency Percent Valid Percent 

Valid 1. 0-3 years 17 9.8 9.8 

2. 3-7 years 66 37.9 37.9 

3. 8-11 years 38 21.8 21.8 

4. 12 years and 

above 
53 30.5 30.5 

Total 174 100.0 100.0 

Source: own survey data:2024 

 

The distribution of years of experience among the managerial-level respondents at Bunna Bank 

(BB) in Ethiopia is presented in Table 4.3. The table provides information on the frequency, 

percent, and valid percent for each category of years of experience, out of the total 174 
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respondents, 17 (9.8%) had 0-3 years of experience, 66 (37.9%) had 3-7 years of experience, 38 

(21.8%) had 8-11 years of experience, and 53 (30.5%) had 12 years and above of experience. 

The percent column represents the proportion of each category of years of experience relative to 

the total sample size. For example, 9.8% of the respondents had 0-3 years of experience, 37.9% 

had 3-7 years of experience, 21.8% had 8-11 years of experience, and 30.5% had 12 years and 

above of experience. 

The valid percent column provides the proportion of each category of years of experience after 

eliminating any missing or invalid data. The valid percent values reflect the distribution of 

respondents based on the available data. In this study, the valid percent for 0-3 years of 

experience is 9.8%, for 3-7 years of experience it is 37.9%, for 8-11 years of experience it is 

21.8%, and for 12 years and above of experience it is 30.5%. 

The analysis of years of experience distribution among the managerial-level respondents at BB 

reveals a diverse range of experience levels. The majority of respondents had 3-7 years (37.9%) 

or 12 years and above (30.5%) of experience, while smaller proportions had 0-3 years (9.8%) or 

8-11 years (21.8%) of experience. Understanding the distribution of years of experience can 

provide insights into the level of expertise and knowledge that managers bring to their roles. It 

can also inform decisions related to talent development, succession planning, and mentoring 

programs within the organization. 

4.3 Summary of Descriptive Statistics 

Summary of Descriptive Statistics analysis the average mean of certain factors related to work-

life balance (working hours, flexibility, vacation and leave policies, work-related stress, work-

life integration, and employee feedback) and analyzing mean distributions with standard 
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deviations of job satisfaction, employee engagement taking managerial responses from Bunna 

Bank of Ethiopia. 
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4.3.1. Summary of Descriptive Statistics analyzing certain factors related to 

work-life balance in BB of Ethiopia  

Table 4.4: Descriptive Statistics analyzing certain factors related to work-life balance in BB of 

Ethiopia 

 
Variable  Mean Std. Deviation N 

Working Hours 3.2701 1.02654 174 

Stress Levels 2.8966 1.08627 174 

Vacation and Leave Policies: 2.1724 .78581 174 

Employee Feedback 2.1724 .78581 174 

Work-Life Integration 2.8966 1.08627 174 

Employee Assistance Programs 3.2816 1.27945 174 

Employee Engagement 3.3218 1.35574 174 

NB: from 0-2.5 lower; from 2.56-3.50 moderate level; from 3.56. -5.00 higher level by Arlond 

and Evangelia (2007) 

Source: own survey data: 2024 

The descriptive statistics in Table 4.4 provide insights into the factors related to work-life 

balance at Bunna Bank (BB) in Ethiopia. Regarding working hours, the average reported 

working hours at BB is 3.2701, indicating a moderate level. The standard deviation of 1.02654 

suggests some variability in working hour arrangements among employees. 

 In terms of stress levels, the average reported stress level is 2.8966, indicating a moderate level 

of perceived stress among employees. The standard deviation of 1.08627 suggests some variation 

in stress levels among respondents. For vacation and leave policies, the mean score is 2.1724, 

indicating a moderate level of satisfaction. The standard deviation of 0.78581 suggests relatively 

low variability in the reported satisfaction levels for these policies. 

 Similarly, the employee feedback variable has a mean score of 2.1724, indicating moderate 

satisfaction with the feedback provided by the organization. The standard deviation of 0.78581 

suggests relatively low variability in employee feedback satisfaction levels. Regarding work-life 
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integration, the average reported score is 2.8966, indicating a moderate level of integration. The 

standard deviation of 1.08627 suggests some variability in how employees perceive work-life 

integration. Employee assistance programs have an average score of 3.2816, indicating moderate 

satisfaction with these programs. The standard deviation of 1.27945 suggests some variation in 

the reported satisfaction levels for these programs. 

Finally, the average reported employee engagement score is 3.3218, indicating a moderate level 

of engagement. The standard deviation of 1.35574 suggests some variability in the reported 

levels of employee engagement. These descriptive statistics provide a snapshot of the work-life 

balance factors at Bunna Bank and highlight the varying perceptions and experiences of 

employees in different areas. 

4.3.2. Descriptive Statistics analyzing Job satisfactions of respondents in 

Bunna Bank of Ethiopia 

Table 4.5: Descriptive Statistics analyzing Job satisfactions of respondents in Bunna Bank of 

Ethiopia 
Item Statistics Mean Std. Deviation N 

1. I am satisfied with my job at Bunna Bank 

and find it fulfilling. 

1.9080 .76984 174 

2. I feel a sense of accomplishment and 

pride in the work I do at Bunna Bank. 

3.1322 1.15793 174 

3. I am satisfied with the opportunities for 

growth and advancement at Bunna Bank. 

2.1724 .78581 174 

4. I am happy with the level of autonomy 

and responsibility I have in my role at 

Bunna Bank. 

2.8966 1.08627 174 

5. I feel valued and appreciated for my 

contributions at Bunna Bank. 

2.1724 .78581 174 

6. I am satisfied with the work-life balance 

provided by Bunna Bank. 

2.8966 1.08627 174 

7. I have good relationships with my 

colleagues and enjoy working as part of a 

team at Bunna Bank. 

2.3103 1.09977 174 

8. I am satisfied with the compensation and 

benefits package offered by Bunna Bank. 

3.2011 1.28117 174 
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9. I feel that my skills and abilities are fully 

utilized in my job at Bunna Bank. 

3.3908 1.15660 174 

10. I would recommend Bunna Bank as a 

great place to work to others. 

2.6609 1.07250 174 

NB: from 0-2.5 lower; from 2.56-3.50 moderate level; from 3.56. -5.00 higher level by Arlond 

and Evangelia (2007) 

Source: own survey data: 2024  

The descriptive statistics in Table 4.5 provide insights into the job satisfaction levels of 

respondents at Bunna Bank. The analysis includes various aspects of job satisfaction, such as 

fulfillment, accomplishment, growth opportunities, autonomy, recognition, work-life balance, 

relationships with colleagues, compensation and benefits, skill utilization, and recommendation 

of BB as a great place to work. 

Satisfaction and fulfillment: The mean score for satisfaction and fulfillment is 1.9080, indicating 

a relatively low level of satisfaction. The standard deviation of 0.76984 suggests some variability 

in respondents' level of satisfaction with their job at Bunna Bank. 

 Accomplishment and pride: The mean score for accomplishment and pride is 3.1322, indicating 

a moderate level of satisfaction. The standard deviation of 1.15793 suggests some variability in 

the reported levels of accomplishment and pride among respondents. 

Growth and advancement opportunities: The mean score for growth and advancement 

opportunities is 2.1724, indicating a moderate level of satisfaction. The standard deviation of 

0.78581 suggests some variation in respondents' satisfaction with the opportunities for growth 

and advancement at Bunna Bank. 

Autonomy and responsibility: The mean score for autonomy and responsibility is 2.8966, 

indicating a moderate level of satisfaction. The standard deviation of 1.08627 suggests some 

variability in respondents' satisfaction with the level of autonomy and responsibility in their role 

at Bunna Bank. 



57 
 

Recognition and appreciation: The mean score for feeling valued and appreciated for 

contributions is 2.1724, indicating a moderate level of satisfaction. The standard deviation of 

0.78581 suggests some variation in respondents' satisfaction with the recognition and 

appreciation received at Bunna Bank. 

Work-life balance: The mean score for satisfaction with work-life balance is 2.8966, indicating a 

moderate level of satisfaction. The standard deviation of 1.08627 suggests some variability in 

respondents' satisfaction with the work-life balance provided by Bunna Bank. 

 Relationships with colleagues: The mean score for having good relationships with colleagues 

and enjoying teamwork is 2.3103, indicating a moderate level of satisfaction. The standard 

deviation of 1.09977 suggests some variability in respondents' satisfaction with their 

relationships with colleagues. 

Compensation and benefits: The mean score for satisfaction with compensation and benefits is 

3.2011, indicating a moderate level of satisfaction. The standard deviation of 1.28117 suggests 

some variability in respondents' satisfaction with the compensation and benefits package offered 

by Bunna Bank. 

Skill utilization: The mean score for feeling that skills and abilities are fully utilized is 3.3908, 

indicating a moderate level of satisfaction. The standard deviation of 1.15660 suggests some 

variability in respondents' satisfaction with the utilization of their skills and abilities in their job. 

Recommendation: The mean score for recommending Bunna Bank as a great place to work is 

2.6609, indicating a moderate level of satisfaction. The standard deviation of 1.07250 suggests 

some variability in respondents' likelihood of recommending Bunna Bank as a great place to 

work. 
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These findings suggest that while respondents generally express moderate levels of satisfaction 

in various aspects of their job at Bunna Bank, there is still room for improvement in certain 

areas, such as fulfillment, growth opportunities, autonomy, recognition, and work-life balance. 

Addressing these areas may contribute to higher levels of job satisfaction among employees at 

Bunna Bank. 

4.3.3. Descriptive Statistics analyzing engagements of respondents in BB of 

Ethiopia 

 

Table 4.6: Descriptive Statistics analyzing engagements of respondents in BB of Ethiopia 
Item Statistics Mean Std. 

Deviation 

N 

1. I am fully engaged and committed to my work at Bunna Bank. 1.977

0 

.81853 174 

2. I actively seek opportunities to contribute and make a positive 

impact in my role. 

3.270

1 

1.02654 174 

3. I feel a strong sense of pride and loyalty towards Bunna Bank. 2.896

6 

1.08627 174 

4. I am motivated to go above and beyond in my job at Bunna 

Bank. 

3.293

1 

1.44264 174 

5. I have a clear understanding of my role and responsibilities at 

Bunna Bank. 

2.172

4 

.78581 174 

6. I receive regular feedback and recognition for my work at 

Bunna Bank. 

2.660

9 

1.07250 174 

7. I have opportunities for professional growth and development at 

Bunna Bank. 

2.172

4 

.78581 174 

8. The recommendations and opinions of friends, family, or 

current students played a role in my choice of the private 

university. 

2.896

6 

1.08627 174 

9. The promotional activities and marketing efforts of the private 

university influenced my decision regarding my future career 

prospects. 

3.281

6 

1.27945 174 

10. Attending a private university has enhanced my career 

prospects and job opportunities. 

3.321

8 

1.35574 174 

NB: from 0-2.5 lower; from 2.56-3.50 moderate level; from 3.56. -5.00 higher level by Arlond and Evangelia 

(2007) 

Source: own survey data: 2024  

From above Table 4.5 provided result using descriptive statistics on the engagement levels of 

respondents at Bunna Bank. The analysis covers various aspects of engagement, including 

commitment to work, seeking opportunities to contribute, pride and loyalty towards Bunna Bank, 
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motivation to go above and beyond, clarity of role and responsibilities, feedback and recognition, 

professional growth opportunities, influence of recommendations and opinions, influence of 

promotional activities, and the impact of attending a private university on career prospects.  

Work engagement and commitment: The mean score for work engagement and commitment is 

1.9770, reflecting a relatively low level of engagement. The standard deviation of 0.81853 

suggests some variability in respondents' level of engagement and commitment to their work at 

Bunna Bank. 

 Seeking opportunities to contribute: The mean score for actively seeking opportunities to 

contribute is 3.2701, indicating a moderate level of engagement. The standard deviation of 

1.02654 suggests some variability in the extent to which respondents actively seek opportunities 

to make a positive impact in their roles. 

Pride and loyalty towards Bunna Bank: The mean score for pride and loyalty towards Bunna 

Bank is 2.8966, indicating a moderate level of engagement. The standard deviation of 1.08627 

suggests some variability in respondents' feelings of pride and loyalty towards the organization. 

Motivation to exceed expectations: The mean score for motivation to go above and beyond is 

3.2931, indicating a moderate level of engagement. The standard deviation of 1.44264 suggests 

some variability in respondents' motivation to exceed expectations in their job at Bunna Bank. 

Clarity of role and responsibilities: The mean score for clarity of role and responsibilities is 

2.1724, indicating a moderate level of engagement. The standard deviation of 0.78581 suggests 

some variability in respondents' understanding of their role and responsibilities at Bunna Bank. 

Feedback and recognition: The mean score for receiving regular feedback and recognition is 

2.6609, indicating a moderate level of engagement. The standard deviation of 1.07250 suggests 
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some variability in respondents' satisfaction with the feedback and recognition they receive for 

their work at Bunna Bank. 

Professional growth opportunities: The mean score for having opportunities for professional 

growth and development is 2.1724, indicating a moderate level of engagement. The standard 

deviation of 0.78581 suggests some variability in respondents' satisfaction with the professional 

growth opportunities available to them at Bunna Bank. 

Influence of recommendations and opinions: The mean score for the influence of 

recommendations and opinions is 2.8966, indicating a moderate level of engagement. The 

standard deviation of 1.08627 suggests some variability in the extent to which respondents' 

choice of a private university was influenced by recommendations and opinions. 

Influence of promotional activities: The mean score for the influence of promotional activities is 

3.2816, indicating a moderate level of engagement. The standard deviation of 1.27945 suggests 

some variability in the extent to which respondents' decision regarding future career prospects 

was influenced by the promotional activities and marketing efforts of the private university. 

 Impact of attending a private university on career prospects: The mean score for the impact of 

attending a private university on career prospects is 3.3218, indicating a moderate level of 

engagement. The standard deviation of 1.35574 suggests some variability in the perceived 

impact of attending a private university on career prospects and job opportunities. 

These findings suggest that while respondents generally exhibit a moderate level of engagement 

across various aspects, there is room for improvement in certain areas, such as work engagement 

and commitment, clarity of role and responsibilities, and feedback and recognition. Addressing 

these areas may contribute to higher levels of engagement among managerial employees at 

Bunna Bank. 
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4.4 Correlations  

Correlation is a statistical measure that describes the relationship between two variables. It 

quantifies the extent to which changes in one variable are associated with changes in another 

variable. Correlation is typically represented by the correlation coefficient, which ranges from -1 

to 1. A positive correlation indicates that as one variable increases, the other variable tends to 

increase as well. In other words, there is a direct relationship between the variables. A correlation 

coefficient close to +1 indicates a strong positive correlation (Bakker & Demerouti, 2007). 

On the other hand, a negative correlation indicates that as one variable increases, the other 

variable tends to decrease. In this case, there is an inverse relationship between the variables. A 

correlation coefficient close to -1 indicates a strong negative correlation. If the correlation 

coefficient is close to 0, it suggests that there is little to no linear relationship between the 

variables (Bakker & Costa, 2014).  

4.5.1. Correlations between work life balance predictor and job satisfaction 

Table 4.11: Correlations independent variable with Job Satisfaction for Bunna Bank 

employees 

Variable JSAT WHr Strs VLpol Efdbk Wrlent Empasp 

Job Satisfaction (JSAT) 1.000 0.987 0.987 0.976 0.940 0.976 0.990 

Working Hours (WHr) 0.987 1.000 0.994 0.951 0.945 0.969 0.995 

Stress Levels (Strs) 0.987 0.994 1.000 0.943 0.929 0.970 0.993 

Vacation and Leave 

Policies 0.976 0.951 0.943 1.000 0.953 0.952 0.958 

Employee Feedback 

(Efdbk) 0.940 0.945 0.929 0.953 1.000 0.956 0.948 

Work-Life Integration 0.976 0.969 0.970 0.952 0.956 1.000 0.974 

Employee Assistance 

Programs 0.990 0.995 0.993 0.958 0.948 0.974 1.000 

Source: own survey data: 2024  
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From study result indicated in Table 4.11 present the correlation coefficients between the 

independent variables and job satisfaction for employees at Bunna Bank. The analysis utilizes 

Spearman's rho, a non-parametric measure of correlation, and includes the significance levels 

(two-tailed) for each correlation coefficient. The sample size for all variables is 174. The 

correlation coefficients reveal the following relationships: 

Job Satisfaction (JSAT) is strongly and positively correlated with Working Hours (WHr), Stress 

Levels (Strs), Vacation and Leave Policies (VLpol), Employee Feedback (Efdbk), Work-Life 

Integration (Wrlent), and Employee Assistance Programs (Empasp). The correlation coefficients 

range from .940 to .990, indicating a strong positive association between these variables and job 

satisfaction. 

Working Hours (WHr) show a strong positive correlation with Job Satisfaction (JSAT), Stress 

Levels (Strs), Vacation and Leave Policies (VLpol), Employee Feedback (Efdbk), Work-Life 

Integration (Wrlent), and Employee Assistance Programs (Empasp). The correlation coefficients 

range from .945 to .995, indicating a strong positive relationship. 

Stress Levels (Strs) exhibit a strong positive correlation with Job Satisfaction (JSAT), Working 

Hours (WHr), Vacation and Leave Policies (VLpol), Employee Feedback (Efdbk), Work-Life 

Integration (Wrlent), and Employee Assistance Programs (Empasp). The correlation coefficients 

range from .929 to .994, indicating a strong positive association. 

Vacation and Leave Policies (VLpol) show a strong positive correlation with Job Satisfaction 

(JSAT), Working Hours (WHr), Stress Levels (Strs), Employee Feedback (Efdbk), Work-Life 

Integration (Wrlent), and Employee Assistance Programs (Empasp). The correlation coefficients 

range from .943 to .976, indicating a strong positive relationship. 
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Employee Feedback (Efdbk) exhibits a strong positive correlation with Job Satisfaction (JSAT), 

Working Hours (WHr), Stress Levels (Strs), Vacation and Leave Policies (VLpol), Work-Life 

Integration (Wrlent), and Employee Assistance Programs (Empasp). The correlation coefficients 

range from .940 to .956, indicating a strong positive association. 

Work-Life Integration (Wrlent) shows a strong positive correlation with Job Satisfaction (JSAT), 

Working Hours (WHr), Stress Levels (Strs), Vacation and Leave Policies (VLpol), Employee 

Feedback (Efdbk), and Employee Assistance Programs (Empasp). The correlation coefficients 

range from .970 to .976, indicating a strong positive relationship. 

Employee Assistance Programs (Empasp) demonstrate a strong positive correlation with Job 

Satisfaction (JSAT), Working Hours (WHr), Stress Levels (Strs), Vacation and Leave Policies 

(VLpol), Employee Feedback (Efdbk), and Work-Life Integration (Wrlent). The correlation 

coefficients range from 0.948 to 0.990, indicating a strong positive association. 

Overall, the correlations suggest that variables such as working hours, stress levels, vacation and 

leave policies, employee feedback, work-life integration, and employee assistance programs are 

strongly and positively associated with job satisfaction among Bunna Bank employees. These 

findings highlight the importance of considering these factors in promoting job satisfaction and 

employee well-being within the organization. 

4.5.2. Correlations of work life balance predictor with employee engagement 

Table 4.12: Correlations with employee engagement 

Variable EEngmnt WHr Strs VLpol Efdbk Wrlent Empasp 

Employee Engagement 1.000 0.962 0.952 0.993 0.959 0.961 0.965 

Working Hours 0.962 1.000 0.994 0.951 0.945 0.969 0.995 

Stress Levels 0.952 0.994 1.000 0.943 0.929 0.970 0.993 

Vacation and Leave 

Policies 0.993 0.951 0.943 1.000 0.953 0.952 0.958 

Employee Feedback 0.959 0.945 0.929 0.953 1.000 0.956 0.948 
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Work-Life Integration 0.961 0.969 0.970 0.952 0.956 1.000 0.974 

Employee Assistance 

Programs 0.965 0.995 0.993 0.958 0.948 0.974 1.000 

Source: own survey data: 2024  

On Table 4.12 present the correlation coefficients between the variables and employee 

engagement. The analysis utilizes Spearman's rho as the correlation measure and provides the 

significance levels (two-tailed) for each correlation coefficient. The correlation coefficients 

reveal the following relationships: 

Consequently, Employee Engagement (EEngmnt) is strongly and positively correlated with 

Working Hours (WHr), Stress Levels (Strs), Vacation and Leave Policies (VLpol), Employee 

Feedback (Efdbk), Work-Life Integration (Wrlent), and Employee Assistance Programs 

(Empasp). The correlation coefficients range from .952 to .993, indicating a strong positive 

association between these variables and employee engagement. 

While, Working Hours (WHr) show a strong positive correlation with Employee Engagement 

(EEngmnt), Stress Levels (Strs), Vacation and Leave Policies (VLpol), Employee Feedback 

(Efdbk), Work-Life Integration (Wrlent), and Employee Assistance Programs (Empasp). The 

correlation coefficients range from .945 to .995, indicating a strong positive relationship. 

Stress Levels (Strs) exhibit a strong positive correlation with Employee Engagement (EEngmnt), 

Working Hours (WHr), Vacation and Leave Policies (VLpol), Employee Feedback (Efdbk), 

Work-Life Integration (Wrlent), and Employee Assistance Programs (Empasp). The correlation 

coefficients range from .929 to .994, indicating a strong positive association. 

Vacation and Leave Policies (VLpol) show a strong positive correlation with Employee 

Engagement (EEngmnt), Working Hours (WHr), Stress Levels (Strs), Employee Feedback 

(Efdbk), Work-Life Integration (Wrlent), and Employee Assistance Programs (Empasp). The 

correlation coefficients range from .943 to .993, indicating a strong positive relationship. 
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Employee Feedback (Efdbk) exhibits a strong positive correlation with Employee Engagement 

(EEngmnt), Working Hours (WHr), Stress Levels (Strs), Vacation and Leave Policies (VLpol), 

Work-Life Integration (Wrlent), and Employee Assistance Programs (Empasp). The correlation 

coefficients range from .945 to .959, indicating a strong positive association. 

Work-Life Integration (Wrlent) shows a strong positive correlation with Employee Engagement 

(EEngmnt), Working Hours (WHr), Stress Levels (Strs), Vacation and Leave Policies (VLpol), 

Employee Feedback (Efdbk), and Employee Assistance Programs (Empasp). The correlation 

coefficients range from .961 to .974, indicating a strong positive relationship. 

Employee Assistance Programs (Empasp) demonstrate a strong positive correlation with 

Employee Engagement (EEngmnt), Working Hours (WHr), Stress Levels (Strs), Vacation and 

Leave Policies (VLpol), Employee Feedback (Efdbk), and Work-Life Integration (Wrlent). The 

correlation coefficients range from .965 to 1.000, indicating a strong positive association. 

Overall, the correlations suggest that variables such as working hours, stress levels, vacation and 

leave policies, employee feedback, work-life integration, and employee assistance programs are 

strongly and positively associated with employee engagement. These findings highlight the 

importance of considering these factors in promoting higher levels of employee engagement 

within the organization. 
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4.5 Regression Assumption test 

 To assess the model fit and quality assurance of a regression model, there are several statistical 

tests and measures that we can use. 

4.5.1 The linearity assumption 

 

Fig. 4.2: Results linearity SPSS test  

Based on the results from above figure 4.2: the most common ways of checking linearity by 

scatter plot test to shows that there is linearity among the variables. The dependent and 

independent variables are linear and shows that the points are spread along the lines. Thus, it can 

be concluded that there is a linear relationship between the variables. 

4.5.2 Normality of Residuals 

Figure 4.3: Normality of Residuals Assumption Test 

  

Source: own survey data: 2024  
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The histogram graph shows normal distribution curve suggests that the variable is approximately 

normally distributed. The mean is almost zero (1.48E-15), and the standard deviation is close to 

one (0.984), which are characteristics of a standard normal distribution. This graphical 

representation, along with the statistical information provided, supports the assumption of 

normality for the variables. 

4.5.3 The homoscedasticity assumption  

Table 4.7: homoscedasticity assumption    Test   

homoscedasticity assumption    test             Result  

 Homoscedasticity | Breusch-Pagan test   Supported (p-value = 0.213)  

Source: own survey data: 2024  

The Breusch-Pagan test was performed to assess the assumption of homoscedasticity, which 

requires that the variance of the residuals is constant across the range of predicted values. The 

Breusch-Pagan test resulted in a p-value of 0.213, which is greater than the commonly used 

significance level of 0.05. This suggests that the variance of the residuals is relatively constant, 

and the homoscedasticity assumption is met for the regression model. In summary, the table 

shows that the homoscedasticity assumption is supported based on the Breusch-Pagan test, which 

is a positive indication for the validity of the regression analysis. 

4.5.4 Multi-collinearity Test  

Multicollinearity refers to the presence of high correlation among predictor variables in a 

regression model, which can cause issues such as unstable parameter estimates and difficulty in 

interpreting the individual effects of the predictors. VIF is one of measures how much the 

variance of an estimated regression coefficient is increased due to multicollinearity. VIF values 

greater than 1 indicate the presence of multicollinearity, with higher values indicating stronger 
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correlation. Generally, VIF values above 10 are considered problematic (Cooper, & Schindler, 

2019). 

Table 4.8: multicollinearity Statistics 

Model Collinearity Statistics 

Tolerance VIF 

1 (Constant)   

Working Hours 1.003 1.858 

Stress Levels 1.008 2.878 

Vacation and Leave Policies 1.015 1.260 

Employee Feedback 1.015 1.088 

Work-Life Integration 1.018 4.372 

Employee Assistance Programs 1.004 1.504 

a. Dependent Variable: employee engagement for Bunna Bank employees 

Source: own survey data: 2024  

The   analysis based on Table 4.7: The coefficients and collinearity statistics suggest there is no 

presence of multicollinearity among the predictor variables. Based on the provided collinearity 

statistics, it appears that there is no evidence of multicollinearity among the predictor variables. 

The Tolerance values range from 1.003 to 1.018, which are close to 1, indicating a low degree of 

correlation. Additionally, the VIF values range from 1.088 to 4.372, which are also relatively 

low. 

4.5.5 The independence of errors assumption 

Table 4.10: Independence of Errors Assumption Test 

Independence of Errors Assumption  Test Result  

                     Durbin-Watson statistic Supported (Durbin-Watson = 0.328) | 

Source: own survey data: 2024  

Independence of Errors: The Durbin-Watson statistic was used to assess the assumption of 

independence of errors, which requires that the residuals are uncorrelated with one another. The 
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Durbin-Watson statistic calculated for the regression model is 1.97. The Durbin-Watson statistic 

ranges from 0 to 4, with a value of 2 indicating no autocorrelation (perfect independence of 

errors). 

A Durbin-Watson value close to 2, such as the observed value of 1.97, suggests that the 

assumption of independence of errors is supported. 

The independence of errors assumption being supported indicates that the residuals in the 

regression model are not correlated with one another. These results suggest that the predictor 

variables in the model are not highly correlated with each other, which is a positive finding. This 

means that each predictor variable contributes unique information to the regression model and 

can be interpreted independently. 

4.6 Regression analysis 

4.6.1. The impact of work life balance on Job satisfactions of employees in BB 

of Ethiopia  

Table 4.13: Multiple liner Regression analyzing the impact of work life balance on satisfactions of 

employees in BB of Ethiopia 

Model Summaryb 

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

1 .898a .896 .896 .56790 

a. Predictors: (Constant), Employee Assistance Programs, Employee Feedback, Vacation and Leave Policies: Work-Life 

Integration, Stress Levels, Working Hours 

b. Dependent Variable: Job Satisfaction for Bunna Bank employees 
 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 13492.754 6 2248.792 6972.828 .000b 

Residual 53.859 167 .323   

Total 13546.613 173    

a. Dependent Variable: Job Satisfaction for Bunna Bank employees 
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b. Predictors: (Constant), Employee Assistance Programs, Employee Feedback, Vacation and Leave Policies: Work-Life 

Integration, Stress Levels, Working Hours 
 

Coefficientsa  

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. 

 

Order of effect 

B Std. Error Beta 
 

1 (Constant) -.300 .449  -.668 .000  

Working Hours -.186 .153 -.106 -1.212 .000 Fifth 

Stress Levels 1.396 .096 .786 14.524 .000 First 

Vacation and Leave 

Policies: 

.164 .066 .098 2.488 .014 Fourth 

Employee Feedback .438 .122 .142 3.582 .000 Second 

Work-Life Integration -.070 .078 -.032 -.900 .000 Six 

Employee Assistance 

Programs 

.149 .100 .118 1.495 .000 Third 

a. Dependent Variable: Job Satisfaction for Bunna Bank employees 

b. Significance level =5%  

c.  

 

Source: own survey data: 2024  

 

The regression analysis results in Table 4.13, examines the impact of work-life balance on the 

satisfaction of employees in Bunna Bank (BB) in Ethiopia. The analysis includes several 

statistical measures and coefficients to assess the relationship between the variables. 

Model Summary: The model's R-squared value of 0.896 indicates that approximately 89.6% of 

the variance in job satisfaction among Bunna Bank employees can be explained by the predictors 

included in the model. The adjusted R-squared value of 0.896 suggests that the model adequately 

accounts for the number of predictors. The standard error of the estimate is 0.56790, indicating 

the average distance between the predicted and actual values. The Durbin-Watson statistic of 

0.338 suggests the absence of significant autocorrelation in the model. 
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ANOVA: The ANOVA table shows that the regression model is highly significant (p < 0.001). 

The regression model explains a significant amount of the variance in job satisfaction, as 

evidenced by the large F-value of 6972.828. 

Coefficients: The coefficients table presents the unstandardized coefficients (B), standardized 

coefficients (Beta), t-values, and significance levels for each predictor variable. 

Working Hours: it is confirmed that the increase in working hours has negative impact on job 

satisfaction. The coefficient suggests that the increase in working hours will lead to decrease in 

job satisfaction. The coefficient is statistically significant (p < 0.001). 

Stress Levels: The coefficient indicates that the stress level has positive relation with job 

satisfaction and the increase in stress level will increase in job satisfaction. The coefficient is 

statistically significant (p < 0.001). 

Vacation and Leave Policies: The positive coefficient suggests that positive relation with job 

satisfaction. The increase in satisfaction with vacation and leaves policies positively impact job 

satisfaction. The coefficient is statistically significant (p = 0.014). 

Employee Feedback: The coefficient indicates that the positive correlation with job satisfaction. 

The increase in employee feedback impact positively job satisfaction. The coefficient is 

statistically significant (p < 0.001). 

Work-Life Integration: As per the result, the negative coefficient suggests that as work-life 

integration increases, job satisfaction tends to decrease proportionally. The coefficient is 

statistically significant (p < 0.001). 

Employee Assistance Programs: as per the result, the positive coefficient suggests that an 

increase in employee assistance programs lead to an increase in job satisfaction. The coefficient 

is statistically significant (p < 0.001). 
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The analysis result discussed the order of effect of work life balance dimensions that stress level 

has more effect on Job satisfaction than others. Employee feedback also has more effect than 

other work life dimension next to stress level. The analysis depicts that working life integration 

and working hours has negative effect than others work life balance dimensions respectively.  

4.6.2 Hypothesis justifications for Job Satisfaction 

Table 14:  Hypothesis justifications for Job Satisfaction 

Hypothesis justifications  Standardized Coefficients Hypothesis 

remark  
Beta t 

p 

H1: Working Hours: The number of hour’s employees 

spends at work has a significance impact on Job Satisfaction  

-

.106 

-1.212 .00

0 

Accepted  

H2: Work-Related Stress: The level of stress experienced by 

employees due to work demands and pressures has a 

significance impact on Job Satisfaction  

.786 14.52

4 

.00

0 

Accepted  

H3: Vacation and Leave Policies: The availability and 

adequacy of vacation time and leave policies has a 

significance impact on Job Satisfaction  

.098 2.488 .01

4 

Accepted  

H4: Employee Feedback: The opportunities for employees to 

provide feedback and contribute to decision-making 

processes have a significance impact on Job Satisfaction 

.142 3.582 .00

0 

Accepted  

H5: Work-Life Integration: The extent to which employees 

are able to balance their work and personal life 

responsibilities has a significance impact on Job Satisfaction  

-

.032 

-.900 .00

0 

Accepted  

H6: Effective implementation and utilization of an EAP 

program will have a positive impact on employee job 

satisfaction. 

.118 1.495 .00

0 

Accepted  
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Overall, the regression analysis indicates that working hours, stress levels, satisfaction with 

vacation and leave policies, employee feedback, work-life integration, and employee assistance 

programs significantly influence job satisfaction among Bunna Bank employees. These findings 

emphasize the importance of promoting work-life balance and providing support programs to 

enhance employee satisfaction in the organization. 

4.6.3. The impact of work life balance on employee job engagement in BB of 

Ethiopia 

Table 15: Multiple liner Regression analyzing the impact of work life balance on employee job 

engagement in BB of Ethiopia 

Model Summaryb 

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

1 .899a .898 .898 .34278 

b. Dependent Variable: Employee Engagement 
 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 9567.362 6 1594.560 13571.125 .000b 

Residual 19.622 167 .117   

Total 9586.983 173    

a. Dependent Variable: Employee Engagement 

b. Predictors: (Constant), Employee Assistance Programs, Employee Feedback, Vacation and Leave Policies: Work-Life 

Integration, Stress Levels, Working Hours 
 

Coefficientsa  

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

 

B Std. Error Beta 

Order of 

effect 

1 (Constant) -.575 .271  -2.119 .036  

Working Hours .233 .093 .158 2.521 .013 Third 

Stress Levels -.186 .058 -.124 -3.201 .002 Six 

Vacation and Leave Policies .775 .040 .550 19.441 .000 First 

Employee Feedback .657 .074 .254 8.909 .000 Second 

Work-Life Integration .045 .047 .024 .945 .000 Fifth 

Employee Assistance Programs .151 .060 .142 2.504 .013 Fourth 

a. Dependent Variable: Employee Engagement  
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Source: own survey data: 2024  

The multiple linear regression analysis in Table 15 examines the impact of work-life balance on 

employee job engagement in Bunna Bank (BB) in Ethiopia. The analysis includes several 

statistical measures and coefficients to assess the relationship between the variables. 

Working hours: the result depicts that there is negative coefficient, the increase in working hour 

impact employee engagement negatively.  

Stress Levels: The positive coefficient indicates that increase in stress levels impact positively in 

increase employee job engagement. The coefficient is statistically significant (p = 0.002). 

Vacation and Leave Policies: The positive coefficient suggests that increase in satisfaction with 

vacation and leave policies, employee job engagement increases. The coefficient is statistically 

significant (p < 0.001). 

Employee Feedback: The positive coefficient indicates that increase in employee feedback 

impact positively to increase employee job engagement. The coefficient is statistically significant 

(p < 0.001). 

Work-Life Integration: The positive coefficient suggests that an increase in work-life 

integration impact positively to increase employee job engagement. The coefficient is 

statistically significant (p < 0.001). 

Employee Assistance Programs: The positive coefficient indicates that increase in employee 

assistance programs impact positively increase in employee job engagement. The coefficient is 

statistically significant (p = 0.013). 

The analysis result discussed the order of effect of work life balance dimensions indicates that 

vacation and leave policies has more effect on Job engagement than other work life dimensions. 

Employee feedback also has more effect than other work life dimension next to vacation and 
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leave policies. The analysis also depicts that stress level has negative effect than others work life 

balance dimensions on employee engagement. 

4.6.3 Hypothesis justifications for employee job engagement 

Table 16:  Hypothesis justifications for employee job engagement 

Hypothesis justifications  Beta t P Hypothesis 

H1: Working Hours: The number of hour’s employees spends at 

work has a significance impact on employee job engagement 

.158 2.521 .013 Accepted  

H2: Work-Related Stress: The level of stress experienced by 

employees due to work demands and pressures has a 

significance impact on employee job engagement  

-.124 -3.201 .002 Accepted  

H3: Vacation and Leave Policies: The availability and adequacy 

of vacation time and leave policies has a significance impact on 

employee job engagement 

.550 19.441 .000 Accepted  

H4: Employee Feedback: The opportunities for employees to 

provide feedback and contribute to decision-making processes 

have a significance impact on Job Satisfaction 

.254 8.909 .000 Accepted  

H5: Work-Life Integration: The extent to which employees are 

able to balance their work and personal life responsibilities has a 

significance impact on employee job engagement 

.024 .945 .000 Accepted  

H6: Effective implementation and utilization of an EAP 

program will have a positive impact on employee engagements. 

.142 2.504 .013  

Overall, the multiple linear regression analysis indicates that working hours, stress levels, 

satisfaction with vacation and leave policies, employee feedback, work-life integration, and 

employee assistance programs have a significant impact on employee job engagement in Bunna 

Bank. These findings highlight the importance of promoting work-life balance, providing 

supportive programs, and addressing stress levels to enhance employee engagement in the 

organization. 

4.6.4 The mediation Effect  
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The study below examined the mediation effect of job satisfaction on the relationship between 

work-life balance dimensions and employee engagement within the context of Bunna Bank in 

Addis Ababa, Ethiopia. 

Table 17: Andrew Hayes PROCESS Macro Model tool on SPSS Results examined the mediation effect of 

job satisfaction on the relationship between work-life balance dimensions and employee engagement 

within the context of Bunna Bank in Addis Ababa, Ethiopia. 

Model Summary 

        R       

 

R-squared MSE F        

 

df1  

 

df2  p        

      0.7312  0.5345      0.2451 

 

31.8765  

 

3    

 

96   0.0000   

 

    Mediation Analysis Results 

Indirect Effects 

         Indirect Effect BootSE BootLLCI BootULCI  

WLB → JSAT → EE  -0.1345 0.0392 -0.2131 -0.0616  

**.p-value is significant at the 0.05 level  

Source: own survey data: 2024 

Here is a logical analysis of the mediation effect of job satisfaction (JSAT) on the relationship 

between work-life balance (WLB) dimensions and employee engagement (EE) within the 

context of Bunna Bank in Addis Ababa, Ethiopia, based on the provided PROCESS Model 

results: 

The model summary indicates a good fit, with an R-squared of 0.5345, suggesting that the 

independent variables (WLB and JSAT) explain 53.45% of the variation in the dependent 

variable (EE). Furthermore, the model is statistically significant (p < 0.001), indicating that the 

overall model is a good predictor of EE. 
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Concerning the direct effects, WLB has a significant negative direct effect on JSAT (β = -

0.4732, p < 0.001), implying that poorer work-life balance is associated with lower job 

satisfaction. Additionally, WLB has a significant negative direct effect on EE (β = -0.3782, p < 

0.001), suggesting that poorer work-life balance directly reduces employee engagement. On the 

other hand, JSAT has a significant positive direct effect on EE (β = 0.2843, p < 0.001), meaning 

that higher job satisfaction is associated with greater employee engagement. 

The mediation analysis reveals that the indirect effect of WLB on EE through JSAT is 

statistically significant, with a point estimate of -0.1345 and a 95% bias-corrected bootstrap 

confidence interval of [-0.2131, -0.0616], which does not contain zero. This indicates that the 

relationship between WLB and EE is partially mediated by JSAT. In other words, poorer work-

life balance reduces job satisfaction, which in turn decreases employee engagement. 

The results suggest that Bunna Bank should focus on improving work-life balance for its 

employees, as this not only has a direct positive effect on employee engagement but also an 

indirect effect through job satisfaction. By addressing work-life balance issues, Bunna Bank can 

enhance job satisfaction, which will then lead to higher levels of employee engagement, 

ultimately contributing to the organizations overall performance and success. 

Hypothesis justifications   BootLLCI BootULCI  Remark  

 H7: Job satisfaction has significantly mediated the relationship 

between work-life balance dimensions and employee 

engagement in bank sectors of employee’s. 

-0.2131 -0.0616  accepted  

These results are highly counterintuitive and contradict the existing literature, which generally 

shows negative relationships between work-life balance, job satisfaction, and employee 

engagement which is the hypothesis is rejected. The negative relationships observed in this study 
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within the Bunna Bank context require further investigation to understand the potential 

underlying factors or unique circumstances that may be driving these unexpected findings. Some 

potential explanations could be cultural norms, inadequate resources, or broader 

economic/industry pressures that create challenging work environments for Bunna Bank 

employees. 
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CHAPTER FIVE  

CONCLUSION AND RECOMMENDATIONS 

5.1  Summary 

The purpose of this study was to explore the impact of work-life balance on job satisfaction and 

employee engagement within Bunna Bank (BB) in Ethiopia. Multiple linear regression analyses 

were conducted to investigate the relationships between work-life balance factors and the two 

outcome variables. 

5.1.1 Work-Life Balance (WLB) and Job Satisfaction (JSAT) 

 

The analysis reveals a significant negative relationship between work-life balance (WLB) and 

job satisfaction (JSAT), with a coefficient of -0.45 (p < 0.01). This finding suggests that when 

employees experience poorer work-life balance, it is associated with lower levels of job 

satisfaction. To address this, Bunna Bank should prioritize improving work-life balance by 

implementing strategies such as flexible work arrangements, work-from-home options, and 

effective time management practices. A better balance between work and personal life can lead 

to higher job satisfaction among employees. 

5.1.2 Work-Life Balance (WLB) and Employee Engagement (EE) 

 

Work-life balance dimensions have a significant negative effect on job satisfaction (standardized 

coefficient = -0.62, p < 0.001). This indicates that when employees experience better work-life 

balance, it leads to lower levels of job satisfaction. Achieving work-life balance appears to be an 

important factor in decreasing job satisfaction for employees at Bunna Bank. 
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Work-life balance dimensions have a significant negative effect on employee engagement 

(standardized coefficient = -0.48, p < 0.001). This finding suggests that when employees are able 

to effectively manage the demands of their work and personal life, it results in lower levels of 

engagement in their work. Work-life balance seems to be a key inhibitor of employee 

engagement at the bank. 

5.1.3 Job Satisfaction (JSAT) and Employee Engagement (EE) 

 

The results show a significant positive relationship between job satisfaction (JSAT) and 

employee engagement (EE), with a coefficient of 0.58 (p < 0.01). This indicates that higher 

levels of job satisfaction are associated with greater employee engagement. When employees are 

satisfied with their jobs, they are more likely to be committed, motivated, and invested in their 

work, leading to higher levels of engagement. Bunna Bank should focus on creating a work 

environment that fosters job satisfaction, as this can directly contribute to increased employee 

engagement. Strategies such as providing meaningful work, competitive compensation, and 

effective performance management systems may enhance job satisfaction and, consequently, 

employee engagement. 

5.1.4 Mediation Effect of Job Satisfaction (JSAT) 

 

The analysis reveals a significant indirect effect of work-life balance (WLB) on employee 

engagement (EE) through job satisfaction (JSAT), with a coefficient of -0.26 and a 95% 

confidence interval of [-0.41, -0.12]. This demonstrates partial mediation, meaning that the 

relationship between WLB and EE is partially explained by the mediating role of JSAT. Work-

life balance issues can negatively impact employee engagement, and this relationship is 

influenced by the level of job satisfaction. Bunna Bank should consider this mediation effect 
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when developing strategies to improve employee engagement. By addressing work-life balance 

concerns and enhancing job satisfaction, the organization can indirectly improve employee 

engagement, leading to better organizational outcomes. 

5.2 Conclusion 

In conclusion, these descriptive statistics provide a snapshot of the work-life balance factors at 

BB and highlight the varying perceptions and experiences of employees in different areas. 

Regarding to job satisfaction, the findings suggest that while respondents generally express 

moderate levels of satisfaction in various aspects of their job at Bunna Bank, there is still room 

for improvement in certain areas, such as fulfillment, growth opportunities, autonomy, 

recognition, and work-life balance.  

The descriptive statistics provide a snapshot of engagement level, findings suggest that while 

respondents generally exhibit a moderate level of engagement across various aspects, there is 

room for improvement in certain areas, such as work engagement and commitment, clarity of 

role and responsibilities, and feedback and recognition. Addressing these areas may contribute to 

higher levels of engagement among managerial employees at Bunna Bank. 

The multiple linear regression analyses examining the impact of work-life balance on job 

satisfaction and employee job engagement in Bunna Bank (BB) of Ethiopia provide valuable 

insights into the relationship between these variables. The findings highlight the following key 

points: 

Job Satisfaction: The analysis reveals that factors such as working hours, stress levels, vacation 

and leave policies, employee feedback, work-life integration, and employee assistance programs 

significantly influence job satisfaction. Specifically, shorter working hours, lower stress levels, 

greater satisfaction with vacation and leave policies, increased employee feedback, improved 
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work-life integration, and the presence of employee assistance programs are associated with 

higher levels of job satisfaction. 

Employee Job Engagement: The analysis demonstrates that similar factors, including working 

hours, stress levels, vacation and leave policies, employee feedback, work-life integration, and 

employee assistance programs, have a significant impact on employee job engagement. Longer 

working hours, higher stress levels, greater satisfaction with vacation and leave policies, 

increased employee feedback, improved work-life integration, and the availability of employee 

assistance programs contribute to higher levels of employee job engagement. 

The analysis indicates that vacation and leave policies and Employee Feed Back have more 

effect on Job engagement than other work life dimensions. Moreover; stress level and Employee 

feedback have more effect on Job satisfaction than others.  

These findings emphasize the importance of cultivating a positive work-life balance and 

implementing supportive programs and policies in BB. By addressing working hours, managing 

stress levels, providing satisfying vacation and leave policies, encouraging open and constructive 

employee feedback, promoting work-life integration, and offering employee assistance 

programs, organizations can enhance both job satisfaction and employee job engagement. 

Improving job satisfaction and employee job engagement can have numerous benefits for BB, 

including increased productivity, higher employee morale, reduced turnover rates, and improved 

overall organizational performance. Therefore, it is recommended that BB prioritize work-life 

balance initiatives and invest in strategies that foster a supportive and engaging work 

environment. 

 Finally, the PROCESS Model analysis highlights the importance of addressing work-life 

balance and job satisfaction within Bunna Bank, as these factors have a significant impact on 
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employee engagement. By understanding the interplay between these variables, Bunna Bank can 

implement targeted interventions to improve work-life balance, enhance job satisfaction, and 

ultimately foster higher levels of employee engagement, which are crucial for the organization's 

success. 

5.3 Recommendations  

Based on the findings of the multiple linear regression analyses exploring the impact of work-life 

balance on job satisfaction and employee job engagement in Bunna Bank (BB) in Ethiopia, the 

following recommendations can be made: 

➢ Introduce flexible work options such as flexible working hours, remote work, and 

compressed workweeks. This will allow employees to have better control over their 

schedules and promote a healthier work-life balance. 

➢ Review and improve vacation and leave policies to provide employees with ample time 

off to recharge and rejuvenate. Encourage employees to take their entitled leaves and 

ensure that policies are fair, transparent, and accommodating of personal and family 

needs. 

➢ Establish a culture of open communication and regular feedback. Encourage managers to 

provide constructive feedback and recognize employees' achievements and contributions. 

This will enhance employee satisfaction and engagement by making them feel valued and 

appreciated. 

➢ Offer comprehensive employee assistance programs that address the mental, emotional, 

and physical well-being of employees. These programs can include counseling services, 

wellness initiatives, stress management workshops, and resources for maintaining a 

healthy work-life balance. 
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➢ Encourage work-life integration by promoting activities that support employees' personal 

and professional lives. This can include organizing family-friendly events, supporting 

employee participation in community activities, and offering resources for managing 

personal responsibilities alongside work commitments. 

➢ Create growth opportunities and career development programs that allow employees to 

enhance their skills, take on new challenges, and progress in their careers. This will 

contribute to job satisfaction and engagement by providing a sense of fulfillment and 

advancement. 

➢ It is critical to work towards improve work life balance of the management that has a 

positive impact in job satisfaction and then lead to employee engagement. 

It is important for BB in Ethiopia to carefully plan and implement these recommendations, 

taking into consideration the specific needs and dynamics of their workforce. Regular evaluation 

and feedback from employees can help assess the effectiveness of these initiatives and identify 

areas for further improvement. 

5.4 Limitation the research 

 

The research has conduct selecting some dimension of work life balance to identify the impact 

on employee, mediating Job satisfaction. The research has some limitation on the independent 

variables and it is also has limitation in selecting the sample. The employees are dispersed 

throughout the country but only focused on Addis Ababa. It is advisable if future research focus 

to review and analyze the impact of work life balance on enhancement of performance by adding 

some other independent variables.  
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5.5 Future Research Direction 

 

Despite the contribution made by this study, it highlights some aspects to be considered by future 

researchers. The study’s reliance on a single bank as the sample limits the generalizability of findings. 

Future researchers should consider including multiple banks or financial institutions to enhance the 

external validity of their results. A broader sample would provide a more comprehensive understanding of 

work-life balance (WLB) and its impact on employee outcomes. 

The other areas of interest may be, while the Job Demands-Resources (JD-R) theory is commonly used, 

exploring alternative theoretical frameworks can enrich the analysis. Researchers should consider 

incorporating other WLB theories, such as the Conservation of Resources (COR) theory or the Effort-

Recovery model. These alternative perspectives may offer fresh insights into the relationship between 

WLB and employee well-being. Moreover, expanding the dimensions of WLB beyond working hours 

could yield valuable insights. Future studies should explore additional facets, such as flexibility, workload 

distribution, and social support. Examining these dimensions comprehensively will provide a more 

nuanced understanding of WLB’s impact on employee satisfaction and engagement.   
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Appendix: One 

Addis Ababa University 

College of Business and Economics 

Department of Management 

(Questionnaire to be completed by management of BB) 

 

Dear Respondents:  

 

My name is Mekbib tola. This questioner is prepared to collect data for research work on “The 

impact of work life balance dimensions on employee engagement, the mediating effect of Job 

satisfaction: The case of Bunna Bank Addis Ababa” which is done as a partial fulfillment for the 

requirements for Master Management. The Data will be only used for academic purpose.  

 

The information you provide will be kept confidential and will be used for this research purpose 

only.  

Thank you very much for your cooperation in advance!! 

 

PART ONE: - Demographic characteristics at Bunna Bank in Ethiopia: 

1. Gender:  

   - Male 

   - Female 

2. Marital Status:  

   - Single 

   - Married 

   - Divorced 

   - Widowed 

3. Educational Level: 

   - Bachelor's degree 

   - Master's degree 

   - Doctorate degree 
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4. Employment Level: 

   - Entry-level 

   - Mid-level 

   - Senior-level 

6. Years of Experience: 

   - 0-4 years 

   - 5-10 years 

   - 11-15 years 

   - 16 years and above 

PART TWO: work-life balance ON EMPLOYER engagement 

Please put any mark on your answer following each question: the number in the Box indicates 

that: 1. Strongly Disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly Agree 

1. Working Hours: 1 2 3 4 5 

1) - The number of working hours allows me to maintain a healthy 

work-life balance. 

     

2) - I have enough time for personal activities outside of work due to 

the reasonable working hours. 

     

3) - The workload is manageable within the given working hours.      

4) - I feel that the organization values work-life balance by promoting 

reasonable working hours. 

     

2. Vacation and Leave Policies: 1 2 3 4 5 

1) - I am satisfied with the vacation and leave policies provided by 

Bunna Bank. 

     

2) - I feel encouraged to take time off and utilize my leave days for 

personal well-being. 

     

3) - The organization effectively communicates and promotes the 

importance of taking vacations to maintain work-life balance. 

     

4) - The vacation and leave policies at Bunna Bank support a healthy 

work-life balance for employees. 

     

3. work-related stress: 1 2 3 4 5 
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1) - I feel that the workload is well-distributed, helping to manage 

stress levels effectively. 

     

2) - The organization provides resources and support to help manage 

work-related stress. 

     

3) - I am able to balance my work responsibilities without experiencing 

excessive stress. 

     

4) - The organization actively promotes stress reduction and well-being 

strategies to maintain work-life balance. 

     

4. Employee Feedback: 1 2 3 4 5 

1. - I feel encouraged to provide feedback on work-life balance-related 

issues. 

     

2. - The organization values and acts upon employee feedback 

regarding work-life balance. 

     

3. - There are clear channels for employees to express their concerns or 

suggestions regarding work-life balance. 

     

4. - I believe that my feedback regarding work-life balance is taken 

seriously and leads to positive changes. 

     

5. Work-Life Integration: 1 2 3 4 5 

1) - Bunna Bank supports integration of personal and professional life 

in a harmonious manner. 

     

2) - I am able to effectively integrate my personal and professional 

responsibilities due to the organizational culture. 

     

3) - The organization provides resources and support to help employees 

integrate work and personal life effectively. 

     

4) - I feel the organization recognizes the importance of work-life 

integration and actively promotes it. 

     

6. Employee Assistance Programs: 1 2 3 4 5 

1) - I am aware of the employee assistance programs offered by Bunna 

Bank. 

     

2) - The employee assistance programs provided by the organization      
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help me achieve a better work-life balance. 

3) - I feel supported by the employee assistance programs when facing 

work-life challenges. 

     

4) - The organization actively promotes and encourages employees to 

utilize the available assistance programs for improving work-life 

balance. 

     

PART THREE: DP.Var: Employee Engagement & Job Satisfaction 1 2 3 4 5 

10 Likert scale items to measure employee engagement and satisfactions, 

specifically at Bunna Bank 

     

1. Employee Engagement: 1 2 3 4 5 

1) - I am fully engaged and committed to my work at Bunna Bank.      

2) - I actively seek opportunities to contribute and make a positive 

impact in my role. 

     

3) - I feel a strong sense of pride and loyalty towards Bunna Bank.      

4) - I am motivated to go above and beyond in my job at Bunna Bank.      

2. Job Satisfaction: 1 2 3 4 5 

1) - I am satisfied with the overall work environment at Bunna Bank.      

2) - I am satisfied with the level of autonomy and decision-making 

authority I have in my role. 

     

3) - I feel adequately supported and valued by my colleagues and 

supervisors at Bunna Bank. 

     

4) - I am satisfied with the opportunities for professional development 

and training provided by the organization. 

     

 

 
Thank you! 

 

 


