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Background

The competing demands of work and family life is an important aspect of healthy work
environment. This study investigated work life balance indicators from work and family life
domain as well as work and health related factors and their association with job satisfaction
among older employees of postal service sector.

Methods

A survey on the Finnish postal service employees was conducted among 50 years and older
employees (age range: 50-67 +; 60% males) in 2016 with the follow-up in 2018 (n = 1466). Job
satisfaction at follow-up was measured in a scale of 1-6 and dichotomized (yes vs. no). Work
family balance was defined by two composite variables of support at work (4 items) and work
and family time (3 items) and dichotomized (low vs. high) using their median values. Work and
health related indicators and socio demographic information were also obtained through
questionnaire survey. Log-binomial regression model was used to calculate the odds ratio (ORs)
and their 95% confidence intervals (Cls) for the relationship between work-life balance and job
satisfaction.

Results

About half of the employees (49%) were satisfied with their job. Work, health and socio-
demographic factors adjusted results shows that low support at work (OR 0.31, 95% CI 0.23-
0.42) and low work and family time (OR 0.26, 95% CI 0.19-0.35) was associated with job
satisfaction. Among work- and health-related factors, having regular day or two shifts work
(compared to other forms of work), very often hurry at work (compared to sometimes) were
associated with lower odds of job satisfaction while, possibility to influence work (compared
to never) was associated with higher odds of job satisfaction. No or less sickness absence at
work (compared to high sickness absence) was also associated with higher odds of job
satisfaction.

Conclusion

Poor work life balance, i.e. low support at work and low work and family time was associated
with low job satisfaction. Work and family domain are integral part of healthy work
environment; attention should be paid to the domains of work and family to improve older
workers job satisfaction.
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1. INTRODUCTION

Population ageing has become a global demographic trend lately. United Nations (UN) aging
report depicted 700 million people of the world's population in the year 2019 are in the age
group of 65 and over and this is expected to be doubled by 2050, to 1.5 billion people. As a
result, the portion of younger people entering to the labour market is small which has
necessitated people to work longer than the statutory retirement age (Vives et al., 2018). With
demographic shift, the age diverse workforce has become a key challenge for organisations also
in terms of retaining and improving the job satisfaction among younger and older employees
(Stone and Deadrick, 2015). Since the active work force is aging rapidly, the critical importance
of encouraging and productive aging at work while attaining a work-life balance has been
recognised in research and academics also (Berde and Rigo, 2020; Husic et al., 2020) to
promote longer working lives and later retirement as well as to reap the benefits at societal and

national level.

Evidently, work life balance (WLB) has been emerged as a societal and structural concern
widely (Z nidars"i¢ID and Bernik, 2021; Valcour, 2007; Keeney et al., 2013). In such context,
WLB conveys important implications on people’s well-being and work productivity (Lyness
and Judiesch, 2014). It influences experiences by enhancing work satisfaction and
organizational commitment as well as reduces employee stress (Kossek et al., 2014). WLB
further contributes to enhancing family satisfaction, performance and functioning (Carlson et
al., 2009). A healthy work—life balance is substantial as it affects not only the physical and
mental wellbeing of an individual but also the overall sustainability of organisations (Wong et

al., 2020).

Job satisfaction is the main constituent that leads to “recognition, income, promotion, and
achievement of other goals providing feeling of fulfillment and overall happiness” (Kaliski,
2007; Smith, 2007). Work satisfaction indicates the outlook and impressions of people about
their occupation in both positive and negative aspects (Armstrong, 2006); positive and
favourable attitude signify satisfaction and negative attitudes signify dissatisfaction. Moreover,

these positive and negative job relating attitudes could be influenced by the types of work, work
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hours, work pressure, presence and interaction with coworkers, supervisors or suboordinates
role, and pay level. These could create difficulties among employees in maintaining a balance
between the job and work commitments as well as affect job satisfaction (George and Jones,
2008). A high level of work satisfaction allows employees for long term stability on the job
irrespective of individual factors like age, tenure, or education status (Miller, 2008); is vital for
individuals’ wellbeing and happiness as well as for companies’overall growth and productivity

(Bojanowska and Zalewska, 2016).

Work satisfaction is one of the determining factors for the extension of work life at older ages
(Satuf et al., 2018), a positive balance between work and family lives among older workers
could provide direction to longevity of work career, delaying retirement thoughts and
absenteeism from work if they gain ultimate satisfaction from the work (Harkonmiki, et al.,
2009). Many studies have propagated the fact that older workers acquiring positive WLB and
job satisfaction (Richert-Kazmierska and Stankiewic, 2016) may voluntarily want to stay in the
labour market for a longer period (Berde and Rigo, 2020) where there are less stringent pension
regimens with accessible pathways. Therefore, it is important to enrich the job satisfaction of

older workers as well as increasing their employment participation rate.

Prior studies have focused primarily on work family conflicts or enrichment approach in work-
family interface (Weale et al., 2019) mostly from midlife workers’ perspectives (Gragnano et
al., 2020); traditionally challenging workforce like health professionals (Makabe et al., 2015;
Starmer et al., 2019); and corporate sectors (Baral and Bhargava, 2010; Bansal and Agarwal,
2017).Though middle-aged and older work force is regarded as one of the most valuable human
resources in modern society, work life balance among older workers has not been explored well
in earlier literatures. As evident, older employees are such generations who are mostly taking
care of their ageing parents and children, both at the same time and are coping with their own
ageing and health. They are more likely to face difficulties at work and conflicts in everyday
life that could affect their mental and physical wellbeing (Fekih-Romdhane et al., 2021).
However, individual’s age as a factor that could cause conflict between work and family life
(Bal et al., 2011) along with the cumulative effects of various exposures with age (Marmot
et al., 2008) has not been considered much. There is an existing gap in literature regarding older
worker’s work life balance perspectives. This study investigated the role of work-life balance

on the job satisfaction of postal service employees aged 50 years and older.



2. LITERATURE REVIEW
2.1 Work-family interface

Work-family interface” is a broad concept which consists of two opposite ends of work and
family spectrum. The interface of the work and family has become a challenging issue because
of the significant changes in the nature of work (Grzywacz and Marks, 2000; Major and
Germano, 2006). More often the terms "interface" and "interaction" are used interchangeably
to indicate the correlation between work and nonwork, with no specific conceptual meanings,
but as a direction of positive and negative influences (De Simone et al., 2014).The work and
family life connection exists in three main constructs: the conflict, enrichment and balance
construct which illustrates events and decisions that occur in one domain have the potential to
influence outcomes in another as “cross domain effects” (Friedman and Greenhaus, 2000).The
bidirectional as well as positive and negative influences of these constructs in one another
domains suggest work family interface as a dynamic and complex interface involving cognitive,

affective, as well as social and behavioural aspects (Morris, 2008).

In addition, work and family spheres conceive socially formed boundaries between work and
family domains which help to understand the individuals' boundary control on cognitive,
physical, and behavioral boundaries within these domains (Ashforth et al., 2000). On the other
hand, work-family border theory involves border keepers and family members (Clark, 2000) in
performing work and family roles at different times and locations. Since work-family interface
studies began with stressing on the ‘conflict' dimensions of the work and family domains,
researchers have looked at a variety of antecedents and results associated with work-family
conflicts and work-family enrichments (Bhalla, 2017; Mishra and Bhatnagar, 2019) including
employment and family factors to career or family satisfaction (Wayne et al., 2017). Depending
on the motivational and conflictual nature, work and family relationships may encourage or
obstruct career development, work-related behaviours, and healthy family functioning,
according to (Blustein, 2001). Hence, work-family dynamics are complicated, and it is believed
that a single theory or idea would not be able to illuminate all of the shades in these two

important domains (Gopalan and Pattusamy, 2020)



2.1.1 Work Environment

2.1.1.1 Physical Environment

Employees have a large influence in creating a pleasant working atmosphere. This involves
issues such as work hours, rules, leadership behaviours, and the physical environment. The
work environment is critical, particularly for employees' health, safety, and security in
performing their responsibilities (Pramudena and Hilda, 2019) as well as managing work-life.
Many organisations seek to improve their workers' work—life balance e.g., by flexible work
hours, family-friendly policies (Morganson et al., 2014) in order to increase employee
satisfaction and efficiency. In work circumstances where strenuous strength is required workers
face occupational hazards like acute injury and musculoskeletal problems (Campos-Serna et
al., 2013). In a research regarding work-life balance practices among dual earning couples
working on different organisations, Bansal and Agarwal (2017) found physical infrastructure
like furniture and suitable electronic gadgets contribute to maintain good health, wellbeing, and
the overall quality of life of the employees. On the other hand (Von Bonsdorft et al., 2010)
explored an extended working life could be difficult for employees in physically demanding

jobs, and early retirement in such work environment is a common occurrence.

2.1.1.2 Psychosocial Environment

Besides, physical environment, psychosocial working conditions also influence the work
satisfaction and work life career extension (Blekesaune and Solem, 2005). Poor psychosocial
working conditions, consisting of high work strains, time pressures and expectations of
availability adversely affect WLB (Mellner et al., 2015). Significant research has discovered
strong links between poor psychosocial working circumstances and early retirement (Elovainio
et al.,, 2005). On the other hand, many other aspects of the psychosocial workplace like
employee—management relationship, relationship with coworkers, job demands, or age
discrimination also plays an important role in older worker’s well-being and may have an
impact on retirement decisions (Thorsen et al., 2016). As evident, a healthy work life balance
is essential regardless of gender specificity, a Korean study Choi et al. (2020) showed distinct
job quality indicators between men and women. In the study male workers were affected with
work time quality and work intensity whereas along with work intensity and working time

quality, female workers were also found affected by the physical ambience including biological,



chemical and ergonomic risks. However, the long working hours has become one of the most
prominent hindrance factors for work—life balance (Hsu et al., 2019). In another study on
Swedish Transport Administration agency employees Bjarntoft et al. (2020) discovered
occupational factors like (high job demands, time pressures) and particular occupation related
behaviours like (excessive overtime work and over commitment to work) as possible causes of

WLB among office workers.

Many studies (Haar et al., 2019; Kaliannan et al., 2016) have shown workers who are engaged
in a family friendly organisational work culture and having flexible working hours are capable
to balance their work and personal life requirements in better ways. A good organizational
culture helps employees to solve work-family problems in reducing work related tensions and
support them to experience balance in work-life. Studies have often shown that flexible work
arrangements enhance WLB by providing more autonomy upon balancing work and personal
life (OECD, 2016; Hayman, 2009). At the same time, WLB helps in increasing worker’s
happiness, optimistic work attitudes, work satisfaction, organisational responsibility (De

Menezes and Kelliher, 2011), job efficiency and career opportunities (Sirgy and Wu, 2009).

In addition, where work schedule is comprised of high working time control, highest subjective
health of employees was found (Brauner et al., 2019) so work time control is also taken as one
of the powerful tools to assist employees in achieving a healthy work—life balance (Geurts et
al., 2009). In a survey conducted in the United States, Golden and Wiens-Tuers (2006) showed
that overtime work hours were frequently associated with greater job stress, weariness, and
work—family conflict. Ferguson et al. (2012) indicated support from partners and coworkers
enhanced employees’ experiences of work—family balance that have an impact on both job and
family satisfaction. A positive relationship between support from the supervisors and affective
loyalty has been observed in studies like (Hill, 2005; Baral and Bhargava, 2010; Kar and Misra,
2013) proposing that employees may acknowledge such supportive behaviour in terms of
affective commitment towards work. In addition, support from the leader and co-worker
contributes significantly to a stimulating work environment and a healthy work-life balance

(Griggs et al., 2013) so that employees are more satisfied and productive.



2.1.2 Work Stress

Work stress arises from the physical, psychological, social, or organizational dimensions of a
job that requires long-term physical and psychological effort. Factors like family demands,
personal well-being, spousal interference, unsupportive attitudes, and cultural orientations can
impact performance roles and conflicts might occur (Kuranga et al., 2020). The Karasek job
demand control theory (Karasek, 1979; Karasek and Theorell, 1990) also known as Job Demand
Resource (JDR) model theory distinguishes between work demand and control aspects. High
work demands when combined with low job control are thought to cause the most pressure,
resulting in exhaustion, physical illness, and job dissatisfaction, among other things. On the
other hand, workers who have a high degree of job control when faced with high job demands,
are thought to feel less pressure, as well as job satisfaction and personal development.
Furthermore, a combination of low job demand and high job control is predicted to result in
relaxation and low levels of strain, while a combination of low job demand and low job control
is predicted to result in average strain but a loss of efficiency and motivation. Overall, this
model predicts negative associations from the combined impacts of high strain, poor control,

and low assistance available to the workers in meeting the demands.

Meanwhile, Skinner and Pocock (2008) viewed the issue of job containment in terms of
evaluating work overload where typically three types of demands dominate at workplace in
terms of time pressure in meeting deadlines, high work pace, and overload; the negative spill
over of this aspect is observed as work—life conflict. High job demands were associated with
higher work and family related stress through an increase in work family conflict
(Smoktunowicz et al., 2017). Deadlines and work-related goals set by others result in work-
stress which impacts workers’ family life (Bansal and Agarwal, 2017). Employees experience
tension when they do not have control at work regardless of the job demands (Berset et al.,
2009). Working long hours or overtime and on weekends will leave employees with less time
and energy to devote to other aspects of their lives, such as family life and moreover shift and
night work may have short and long-term health consequences. If workers constantly adjust
working hours, they lose predictability which can lead to difficulties organizing everyday life
as well as biological and social desynchronization (Martens et al., 1999; Tucker and Folkard,
2012). Likewise, staff with more flexibility about their working hours are better able to adapt
their working hours to their existing level of wellbeing, such as tiredness or the need for rest

(Nijp et al., 2012) and are therefore less likely to become drained and hence conflicts between
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work and private life can be reduced. Burnout and a poor work capacity index were found to

be associated with 10—12-hour night shifts (Estryn-Béhar et al., 2014).

Occupational stress is a powerful mediator of the links between excessive work hours, work-
life imbalance, and job discontentment in high-tech industries and banking (Hsu et al., 2019).
The study also highlighted time management as crucial in the face of extended work hours and
work stress. Another study among Finnish social and health care employees reported work
demand and control in association to early retirement thoughts (Elovainio et al., 2005).
Similarly, job support and control emerge as strong mediators in the relationship between work
capacity, work-life satisfaction, and intention to retire. Similarly, lower job satisfaction and
increased job-induced stress, work—life imbalance and exhaustion were all linked to higher
perceived overload and supervisory demands on personal time among New Zealand workers

(Macky and Boxall, 2008).

2.1.3  Family related factors

Corporate systems that facilitate employees' work—life balance have been seen in practice in
wide contexts like Child and Family Care Leave Act in Japan (Ouchi, 2009), higher labor
standards to employees in (USA, Canada and European countries). In such context, leaves are
permitted for maternity or childcare for certain period of time without having to lose job status
along with pay. However, gender-specific roles and burden of family responsibilities still rely
on women mostly (Noda, 2020). Most typical studies have focused family households with
dependent, especially infant and children as ideal case scenario till date. Caring appears in
different forms and one instance is the increase in eldercare population (Williams, 2001) which
has not been focused much on the literatures though but could be seen as a major factor of work

life balance issues.

In a study, Ikeda (2010) identified many primary issues like the difficulties for women after
childbirth and during the early years of childcare regarding work life career. Likewise, issues
with work hours are linked to women continuing to work while giving birth and caring for their
children, as well as men's involvement in family and childcare. The study further highlighted
the need to pinpoint specific problems exploring beyond those related to house works, child

and family caregiving regarding work family balance or vice-versa. In a study on dual earner



couples, Bakker et al. (2005) observed feelings of burnout and work engagement crossover
between husbands and wives. Similarly, Starmer et al. (2019) concluded significant gender
roles and obligations regarding household activities contributed to more work-life balance

dissatisfaction among female paediatricians than their male counterparts.

Work stress is the main issue that affects family relation, especially in the lives of the females
who are highly involved in their family lives (Sarwar and Aftab, 2011). According to a work-
life balance survey in Hongkong, women were found struggling hard to balance work and
family life (Welford, 2008). Similarly, there are significant gender differences regarding family
roles and work—life balance: older working males are more likely to be married, whereas older
working women are more likely to be widowed or single, and carry the double load of paid and
unpaid labour far into their later year while men do not (Vives et al., 2018). Everyone has
limited resources (e.g., time, energy, and attention) to devote to family life duties, when job
obligations surpass the resources available to meet the needs of family life, employees not only
become overworked and exhausted but also their health and wellbeing is affected taking the
form of work family conflict or role conflict theory (Kahn et al.,1964). Each person has a
distinctive societal role to play; for people with young children, the family role occupies the
primary position; for single young people, friends and leisure are most important (Keeney et
al., 2013). However, most employees struggle to balance work and personal obligations within

work and home spheres (Baltes et al., 2010).

2.1.4 Work life balance

“Work-life balance (WLB) is the ability to accomplish the goals or meet the demands of one’s
work and personal life while achieving satisfaction in all aspects of life” (Bulger and Fisher
2012). Moreover, work—life balance encompasses the entirety of one's private life and focuses
on "harmony or equilibrium between work and life domains" (Chang et al., 2010) which
includes family, friends, community, spirituality, personal development, hobbies, and other
leisure pursuits (Prabhu Shankar et al., 2007). WLB influences an individual's social,
psychological, physical, and mental well-being in addition to his or her work position and
personal life and also presenting an impact on employee attitudes and habits, as well as the
productivity of the company (Eby et al., 2005). Hence, work-life balance is a comprehensive

and a broader construct (Joshep et al., 2019). Alternatively work family balance (WFB) is more
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focused on an individual's effort to devote enough time and energy to his or her family while
completing all of his or her work responsibilities (Z nidars“i¢ and Bernik, 2021; Ferguson et

al., 2012).

In the work family research, these two (WLB) and (WFB) are the mostly used concepts that
explain the quest for a balance between work and other life roles (Joshep et al., 2019). However,
some researchers preferred to define the work-life in its traditional label of “work-family” since,
for most, work and family constitute the main role domains that demands most of the time,
energy and attention and are possibly to come into conflict with each other (Koseek et al., 2011).
In addition, the scholarly literature on the conceptual notion of balance revealed that 66 percent
of definitions focused on work and family (Casper et al., 2018). While Chang et al. (2010)
discovered only 9% of the quantitative and 26% of the qualitative studies investigated WLB
separately from WFB. Therefore, it could be said that the work—family balance is the primary
focus of knowledge gained over time concerning the predictors and implications of work—life

balance (Kelliher et al, 2019; Sirgy and Lee, 2018).

At the same time work and family roles have been in focus on majority of work life balance
studies and is so based as work—family balance studies (Haar et al., 2014; Casper et al. 2018;
Keeney et al.,, 2013). Having said that in this study also WFB concept has been used
interchangeably to work life balance. However, WLB concept is a wide concept based on earlier
research perspectives. It is incorporated into broad aspect as “satisfaction and perceptions of
success in meeting work and nonwork role demands, low levels of conflict among roles, and
opportunity for inter-role enrichment, meaning that experiences in one role can improve
performance and satisfaction in other roles as well” (Frone, 2003; Greenhaus & Allen, 2011;
Valcour, 2007). Consequently, the need and emphasis to work-life balance is obvious and at
the same time challenging too because of the multiple nature of people’s values, priorities,
demands in diverse phases of lives and the use and accessibility of resources to meet those

demands (Kossek et al., 2014).

Most of the existing WLB research have used work- family conflict and enrichment approach
either in a positive or negative way as a proxy for work life balance (Carlson et al., 2009). Many
large-scale social surveys seemed to focus mostly on work—family conflict as the outcome of
work life balance studies which stipulated ‘life’’ as ‘‘family’’. Pichler (2009) pointed out that

there is much to “‘life’” than ‘‘family’’only. Life is partitioned in various spheres to incorporate
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“family life’’,*“social life’’,*‘leisure life’’, ‘‘community life’’,*“material and financial life’’,
among others. It is therefore possible that work—life may conflict with other areas besides
family life. On other sides, the extant literatures on WLB, denoting work and family life as a
main concern is because of the rising number of working parents and specially women work
force, however, there is equally a high rise in active senior workers, workers with a long-
standing health problem or disability (LSHPD), single employees, and childless couples
(Casper et al., 2007) who might have different needs and interests beyond work. It is hence
essential to consider specific nonwork domains in order to reflect a thorough understanding of
the factors that derive work—life balance in a diverse workforce. The relevant non-work
domains in WLB study could include education, health, leisure, friendships, romantic
relationships, family, household management, and community involvement (Keeney et al.,
2013), however, the value that people place on various domains differs from person to person
through different life circumstances and interest which is relevant to the present study of work

and family sphere and has been acknowledged accordingly throughout the study.

2.1.5 Individual Factors

Theoretical research derives poor work role satisfaction decreases work-family balance and
uncertainty can lead to dissatisfaction, feelings of liability, and a lack of enthusiasm in an
individual. Negative feelings and attitudes of an individual associated with work domain not
only contributes to low job satisfaction but also possess negative impact on the family (Liu et
al., 2019; Yang et al., 2008). Since work-family balance has both positive and negative aspects,
an increase in the negative dimension, resulting from work-role uncertainty, may suffocate the
positive side, causing people to report less work-family balance (Gopalan and Pattusamy,
2020). Satisfaction in one's personal life can influence satisfaction in one's professional life.
According to Person Environment (P-E) theory, job satisfaction can play a role in determining
career satisfaction, as opportunities available in one's job and one's work experiences can

gradually influence this (Liu et al., 2019).

Martinengo et al. (2010) depicted workers without children may find it more challenging to
preserve personal and family time from professional obligations. Extant literatures have
reflected work life balance concerns mostly among middle class, dual earner parents or working

mothers (Gattrel et al., 2013; Smithson and Stokoe, 2005) and often limiting the understanding
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of experiences of others like single parents (Skinner et al., 2012) and those without childcare
responsibilities (Gattrell et al., 2013). Furthermore, younger and older workers, in particular,
are less likely to have dependent childcare obligations so that the personal or family demands,
and resources need might be different, however, their work-life issues are largely unknown.
Martin and Kendig (2012) pointed out the need and importance of understanding the work-life
balance of those individuals also who did not have childcare responsibilities. In a study,
Wilkinson et al. (2017) figured out the work life needs of single professionals and managers
were less valued than their colleagues with children, due to perceptions that their nonwork time
was entirely recreation dependent. Likewise, Ryan and Kossek (2008) and Notkin (2014) found
employers were less sympathetic to the nonwork needs of workers without childcare

obligations, since they were often thought to have more free time.

Meanwhile, individual behaviours are likely to affect WLB. Through an increase in WFC, job
demands were linked to higher work-and family-related stress. (Smoktunowicz et al., 2017).
Excessive overtime work, that can require home or family time in any forms like answering
work mails or phone calls even outside work hours, weekends, and holidays regularly (Mellner
et al., 2014), ultimately leads to long work hours and lower WLB. Similarly, over-commitment
to work had also been discovered to be highly linked with low WLB (Kinman and Jones, 2008).
Most workers face the task of juggling work and personal demands (Baltes et al., 2010) to
maintain productivity in both territories and protect their well-being (Linley et al., 2010; Lunau

etal., 2014).

Many studies have thus paid attention to the individual characteristics such as self-esteem, life
satisfaction, and optimism as it favours positive outcomes in work and personal life. Orkibi &
Bandt (2015) perceived positive orientation as an adaptive individual resource that can facilitate
worker’s ability to balance work and non-work obligations and hence can promote job
satisfaction. Work—life balance, in terms of time spent on leisure and personal care, has a
positive effect on both men and women's life satisfaction. Organizational and personal
initiatives aimed at improving individuals' ability to balance work and non-work roles can
increase not only satisfaction with work—life balance, but also general life satisfaction resulting
into a higher quality of life (Sziics et al., 2011). In addition, achieving WLB is more of a
personal determination as how one integrates work, family, friends and self as a whole

(Kaliannan et al., 2016).
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2.2 Consequences of Work Life Balance

2.2.1 Impact on health and sickness

A better work life balance can improve health and wellbeing of workers (OECD, 2016) whereas
a poor WLB can contribute to negative health outcomes such as higher blood pressure and
cholesterol levels, occupational burnout, depression, irritability, lethargy, and work and life
dissatisfaction as a whole (Sirgy and Lee, 2018). In studies, Peeters et al. (2005) and Van
Steenbergen et al. (2007) discovered workers reported more job exhaustion, feelings of
depression, cynicism and anxiety who encountered higher prevalence of family-to-work
interference. Further, researchers have also demonstrated negative consequences on several
individual physical and mental health outcomes (Eby et al., 2005; Van Steenbergen and
Ellemers, 2009), burnout and psychological strain (Allen et al., 2000) due to WFC. Studies have
also linked WFC with parental stress (Kinnunen et al., 2004).

In a study of municipal employees in Finland, workers with strong work-family or family-to-
work conflict were associated with poorer self-reported health than those who do not have such
conflicts (Winter et al., 2006). Similarly, Chandola et al. (2004) observed gender variations in
the association between work—family conflicts and mental health among Finnish, British, and
Japanese employees which revealed the least work—family conflicts among Finnish female
employees attributed to better mental health of employees than British and Japanese
counterparts. In a longitudinal study, Neto et al. (2018) observed the reciprocal relationship
between conflict and wellbeing. This also highlighted a greater balance between employment

and family life is expected for individual health benefit.

Work life balance acts as a buffer between work-family tensions and happiness (Haar, 2009).
According to (Frone, 2003; Sav et al., 2013) work-family balance literature stresses the
significance of work-family balance and minimising tensions between the two domains for
health and well-being. Voydanoff (2004) and Schieman et al. (2009) reported poor work-life
balance as the most constant predictor of psychological distress and negative physical
consequences such as workplace injuries and accidents, musculoskeletal problems, and
unhealthy habits. Antai et al. (2015) investigated the association between work-life balance and
sick absence among workers of age group (15-65) from the European Working Conditions
Survey (EWCS) 2010 data in four Nordic welfare states where higher odds of self-reported

sickness days and more health complications were found as outcomes of poor work life balance.
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Studies like Gragnano et al. (2020) showed workers valued their health as much as their family
in the WLB. Even though family role remains dominant in nonworking life (Keeney et al.,
2013) it may not be the most crucial part of WLB for those with chronic disease conditions
since the health-care management has a big priority and impact in such contexts (Gragnano et
al., 2017). Much research has studied work family or family work conflicts in relation to
decreased mental health and wellbeing aspects (Neto et al., 2018; Tooba and Zubairi, 2020),
however, studies regarding subjective or physical health conditions and its relationship with
WLB are still limited. In a study about nurses Makabe et al. (2015) pointed out a decreased
quality of life due to work life imbalance that may have an impact on both the quality of
treatment provided and the nurses' general health. Similarly, Lundberg (2005) showed
balancing the conflicts of multiple responsibilities has significant consequences for family and
health. This has engrained a research study need in future incorporating health as an important

variable for work-life balance studies.

2.2.2 Work ability and productivity

Poor work ability has been consistently related to those with a higher risk of early retirement
compared to decent work ability in a variety of longitudinal studies (Jadskeldinen et al., 2016).
According to research, work-life balance is vital for both individuals and organizations (Kaur
and Kumar, 2014) as it influences job satisfaction, productivity, performance, reliability, and
employee retention. Kar and Misra (2013) showed employees who are assisted by their
company in managing work and home life are happier and more committed at work.
Furthermore, a successful worklife balance also has an influence on the work engagement of
individuals (Bedarkar and Pandita, 2014; Z " nidars"i¢ and Bernik, 2021) and study has marked

engaged employees are more productive employees (Gujral and Jain, 2013).

The nature of the work and support system in the workplace can be viewed as organizational
resources that can potentially improve an employee's productivity and functioning in his or her
family domain (Wayne et al., 2006). In such cases support at work provides a forum for workers
to discuss and schedule their workload, as well as a way to coordinate work capacity among
themselves (KC et al., 2019). According to (Ivancevich, 2009; Bandekar and Krishna, 2014)

organisations that support work life balance policies and practices, employees are found content
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and more productive with improved work engagement, job satisfaction and dedication which

helps in decreasing employee turnover and sick leave days.

2.3 Job Satisfaction

Job satisfaction is a multidimensional concept that has been linked with more of an attitude, an
internal state, or a personal sense of accomplishment, either of quantitative or qualitative
(Mullins, 2005). Moreover, Aziri (2008) represented it to a feeling that emerges with the notion
that job satisfies both physical and psychological requirements. Job satisfaction is considered
as one of the contributing factors for the efficiency of business organizations (Aziri 2011) as
well as one of the most important factors influencing elder workers' labor market activity along
with statutory retirement ages (Berde and Rigd, 2020). From the study of (Adikaram &
Jayalatike, 2016) it is derived that the person’s ability to perform jobs, communication level in
an organisation and the management culture also influences the job satisfaction level of the
employees basically in two aspects, the one incorporating the emotive feelings about jobs as
affective job satisfaction, likewise, feelings of satisfaction concerning aspects of jobs like pays,

hours and benefits as cognitive job satisfaction.

Job satisfaction in overall is a perception about how well work meets one’s expectations.
Moreover, it is also a general attitude that stems from a variety of unique attitude towards job
factors, transition, and personal social relationships outside of work (Pramudena and Hilda,
2019). Consequently, work is an essential part of our life as it provides livelihood and at the
same time contributes to recognition and expertise wherein job satisfaction plays a crucial role

adding value to the work and overall life perspective.

2.3.1 Work related predictors

Many prior researches have found the connection of job satisfaction with workload, burnout,
and turnover intention (Dall’Ora et al., 2015; Karantzas et al., 2012; McGilton et al., 2013;
Miller, 2008). However, the associations between job satisfaction, its determining factors, and
longer-term impacts in general health, are often ambiguous and comprehensive examination of
more research is further required (Khamisa et al., 2013). Significant association of work-life

balance to job satisfaction has been shown in study (Kuranga et al., 2020) where work-life
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balance was measured in terms of work demands, family workload, wellbeing, and spousal
support. The result showed that women's ambitions for satisfaction are often prevented by the
pressures that come with juggling so many roles at once. However, flexibility and job control
of solely operating their companies provided satisfaction to the majority of women
entrepreneurs. Likewise, a supportive work environment, better and strong working
relationships with co-workers and management is important in maintaining a good work life

balance and are the predictors of high job satisfaction (Bjarntoft et al., 2020; Haar et al., 2019).

Studies like Castle et al. (2006) found workload, professional support, team spirit, training, and
pay, among other elements, all have an impact on job satisfaction. A higher level of perceived
work time control have the positive effect of reducing work related stress while promoting both
work-life balance and job satisfaction (Hsu et al., 2019). Many other studies have predicted
long work hours as the crucial risk of low job satisfaction (Tucker & Folkard, 2012; Styhrea,
2011; Hsu et al., 2019). Tooba (2020) pointed out job satisfaction is also related to how
employees are handled by their organisations, and how they are treated by their managers and
coworkers and moreover how they are affected by their employment. Meanwhile, Thorsen et

al. (2016) depicted job satisfaction as a powerful psychosocial predictor of late retirement.

In a Dutch financial service study, Van Steenbergen and Ellemers (2009) discovered enhanced
job performance as a result of work-to-family as well as family-to-work enrichment. On the
other hand, studies in work-family interface have shown that work-family conflict creates
negative impact on work satisfaction and family satisfaction (Aryee et al., 2005; Kalliath et al.,
2012). WFC in terms of Time and Strain based were found as the major predictors of poor job
satisfaction related to work factors than factors related to family in the study (Kalliath and
Kalliath, 2015). Whereas, (Greenhaus & Foley, 2007) supported that workplaces that are family
friendly can minimize work-family conflict, foster positive work attitudes, and improve job
satisfaction. According to the study (Gellis, 2001; Dollard et al., 2003) high workloads, lack of
professional autonomy, job position uncertainty, lack of manager support, lack of task control,
staff shortages, unreasonable client demands, and lack of professional options are among the
factors that lead to low job satisfaction among social workers. Similarly, the nature of work and
lack of fulfilment of non-work commitments give rise to stress and lower levels of WLB in

professions like doctor and was found associated with low job satisfaction (kalliannan et al.,

2016).
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2.3.2  Sociodemographic factors

Despite considerable familial changes like women’s increasing participation in the workforce,
traditional notions on the relationship between femininity and caring have not changed much
in the recent years. As a result of this gendered model, women are more likely than males to
experience negative work-life outcomes like work family conflicts and diminished work
satisfaction regardless of the number of hours worked (McKie et al., 2002; Skinner & Pocock,
2014; Khan, 2007). An US based study from working- and middle-class families by Grandey
et al. (2005) projected decreased job satisfaction among women a year later because of work to
family conflict. In another study, half of the female respondents reported always at rush and
were less likely to achieve balance in work and other aspects of their life and more importantly
were not satisfied with home responsibilities (Starmer et al., 2019). Though the gender gap is
filling than in the past, women still spend more time in household responsibilities. Significant
differences regarding job satisfaction among male and female and marital status has been shown
in studies (Takrim and Siddiq, 2016; Starmer et al., 2019) where females and married were
found less satisfied. While Burke (2002) stated men become more satisfied and happier when
they achieve more on the job, even if it has a negative impact on their families, while women

value both work and family and also strive for satisfaction on both domains.

Furthermore, some study suggests that job satisfaction when conceptually interpreted according
to the objective characteristics of the two job types, for instance, job control or autonomy then
work satisfaction is found higher among white-collar workers than among blue-collar workers
(Humphrey et al., 2007). Likewise, by defining blue-collar workers as those who perform
primarily physical labour and have limited career options (Gibson & Papa, 2000) and white-
collar workers as professional and semi-professional employees (Hammer & Ferrari, 2002), job
satisfaction is found to be lower among blue-collar workers than among white-collar workers
regarding different aspects of their jobs including pay, supervisors and the work itself (Lee et

al., 1981).

Studies like (Lambart et al., 2006; Young et al., 2013; Kaliannan et al., 2016) found older
generation more satisfied with their jobs compared to younger generations as they place greater
emphasis on non-work activities and be successful to maintain WLB whereas younger
generations are dissatisfied with their lack of personal time and work hours. In general, older

workers report more positive working attitudes, fewer negative emotions, and a more
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favourable work environment along with stronger career identity and work engagement than
their younger counterparts (Kim and Kang, 2017). In regulatory environments where older
workers have voluntarily choices to work at older ages, they also have higher levels of job
satisfaction (Berde and Rigd, 2020). Moreover, older workers with high job satisfaction who
were not subjected to age-based discrimination stayed in the workforce for longer (Thorsen et
al., 2016). In a study, Lambart et al. (2006) predicted a negative relationship of tenure to job
satisfaction because organisational commitment and responsibilities grows with tenures and if
the work is not stimulating and is demanding then tenured employees might feel dissatistied
with the employment and desire retirement. It can be delivered that everyone is affected by
work/life problems, regardless of their level of education, gender, income, family structure,
occupation, ethnicity, age, job status, or religion where stress associated with harmonising work

and personal life is a substantial barrier to employee work success (Mc Millan et al., 2011).

2.4 Association between work-family support and job satisfaction

Work-family involvement research has shown that work and family relationships can have a
substantial effect on work and life satisfaction (Adams et al., 1996). Employees report greater
work—family balance as a result of social assistance from spouses and workmates. This support
and balance ultimately have positive effect of satisfaction in both work and family domains
(Ferguson et al., 2012) and on family cohesion (Thompson & Cavallaro, 2007). Studies have
also linked that employee who lives with a partner have better job satisfaction. It is possible
that cohabiting with a partner raises the likelihood of getting emotional, influential, and
appraisal support and also compensates for family stresses therefore work satisfaction could be
gained (Edwards and Rothbard, 2000; Ferguson et al., 2012). Evidently marital support is
related to reduced WIF (Wallace, 2005) and FIW (Voydanoff, 2005).

In a study Ferguson et al. (2012) observed colleague support had a direct connection with job
satisfaction and spouse support had a direct association with job, marital, and family
satisfaction. Employee reported higher job satisfaction and commitment whose supervisors
were supportive of work-family issues (Aryee et al., 2005) because supervisors can play
positive roles to reduce majority of work-related tensions. Similarly, many literatures have
mediated positive roles of organizational interventions aimed at work life balance and job-

related outcomes. Baral and Bhargava (2009) observed supervisor support and supportive
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work-family culture were linked to job satisfaction and affective commitment. Significant work
and family outcomes like family satisfaction and functioning and work satisfaction and

performance could be gained through work—family balance (Carlson et al., 2009).

Rathi and Barath (2013) conveyed job and family satisfaction could be generated through
individuals' assessments of their work and family lives or circumstances, which are marked
according to the emotional states. When individuals are extremely satisfied and successful in
their respective roles, sensation of balance could be achieved whereas lower satisfaction will
result in an imbalance therefore positive outcomes are associated with positive work family
interface (Greenhaus and Allen, 2011). Similarly, work and family roles had a great effect on
work-family balance through Work-Family Conflict (WFC) and Work-Family Enrichment
(WFE) process and is extensively associated with job and family satisfaction (Landolfi et al.,
2020; Kossek et al., 2014). A meta-analysis conducted by Ford et al. (2007) obtained a linkage
between domain specific stressors on family work conflict and work satisfaction, confirming

that job satisfaction varies significantly due to role pressures in the family domain.

2.5 Health, Work-related factors and job satisfaction

Grywacz & Marks (2000) explored multiple work and family roles can lead to a number of
negative repercussions, including higher psychological stress and decreased job and family
satisfaction. Lambart et al. (2006) and Grandey et al. (2005) established WFC as an important
factor in shaping job satisfaction and organizational commitment. Furthermore, Weale et al.
(2019) explored WFC as a mediator between workplace stressors and job satisfaction among
residential aged care employees. However, the study noted that further research should include
holistic work life interface while examining work life balance and job satisfaction as work life
interface incorporates more than just work family conflict. Meanwhile, studies have connected
work—family enrichment to job and family satisfaction (Hill, 2005), psychological well-being
(Carlson et al., 2006), improved skills, self-acceptance, self-esteem (Ruderman et al., 2002),
positive affect (Rothbard, 2001), and in-role and extra role performance (Demerouti et al.,
2010). A systematic review and meta-analysis of 485 studies also indicated the health of
workers is influenced by job satisfaction (Farager et al., 2005) greatly than other work

characteristics.
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While investigating the status of work-life imbalance and its impact on job satisfaction, Makabe
et al. (2015) discovered that most nurses had a larger proportion of working life than personal
life, and thus a work-life imbalance existed. Since the actual working proportions surpassed the
private life proportion, the study further predicted that the health of nurses could be in danger
and resignation might take place due to lower job satisfaction and quality of life. Employees
with low work satisfaction might possibly experience mental burnout, lower self-esteem, and
higher levels of both anxiety and depression (Faragher et al., 2005) as well as more prone to
high job turnover, absenteeism (Wright and Bonett, 2007; Brough et al., 2009) and low
wellbeing (Kuranga et al., 2020).

Similarly, the decreasing job satisfaction level with the increased age highlighted health status
as an important indicator of overall job satisfaction (Berde and Rig6, 2020). If an employee has
deteriorating health, it is more likely to consider the psychosocial workplace as more adverse
than it is which ultimately affects job satisfaction (Thorsen et al., 2016). A good work health
balance is associated with greater work autonomy, job engagement, and job satisfaction
(Gragano et al., 2017). Factors like working environment, work life balance initiatives,
employee intention to switch job and work pressure had considerable impact on job satisfaction
among employees of private sector commercial banks in Sri Lanka (Adikaram and Jayatilake,

2016).

Likewise, Basavaraj and Arun ( 2016) analysed factors affecting work life balance of employees
from two different perspectives; work related (standard working hours, organizational culture
and practices, in house medical assistance, leave policy, peer relations, flexible working hours)
and family related (marital status, number of dependents (children and elder), skills and abilities
to manage relationship). The work life balance of teachers was found significantly affected by
the factors: Attitude, Flexible working arrangement, and Work-life conflict whereas job
satisfaction of teachers was significantly affected by the factors: Organizational commitment,
Emotional intelligence and Attitude of teachers. In addition, Haar et al. (2014) demonstrated a
good quality work life is essential in determining employee job satisfaction because employee
with high job satisfaction have strong commitment to the company and high commitment will
eventually contribute to the enhanced productivity of both employees and companies. Those
who work long hours, have poor WLB, work insecurity and low professional value, according

to Styhre (2011) are at danger of well-being, which leads to low job satisfaction.
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2.6 Theoretical framework of the study

Work-Family
Interface

N
Job Satisfaction

Family life
Work life

domain domain

\
Personal factors
Age, Gender, Lifestyle
factors, Health,

g J

Figure. 1 Conceptual Framework of the study

The pathway shows the linkages between exposures and outcome variables of the study aimed.
Work family interface has been taken as a holistic construct. The main exposure variable
demonstrated is work life balance which is the combination of work life domain and family life
domain. Throughout the literature, the domain presented is typically of work sphere and family
sphere. However, many other personal factors like lifestyle and health related factors,
sociodemographic factors might have close associations, influences, and impacts on work life
balance which could eventually have an effect on job satisfaction level of employees. Therefore,
the research framework will investigate into some of these key domain variable aspects and
their positive or negative association to job satisfaction applying statistical tools and analysis

process.
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THESIS SUMMARY

This work is an article-based thesis on work life balance and job satisfaction among older
employees of Finland. The literature review was written based on the thesis guideline of the
Tampere University. The article part is attached to the end of the thesis. The article will be
submitted to the suitable journal after the thesis has been submitted for the evaluation at the

university.

The “work life balance” (WLB) concept has become increasingly common in public discourse
because of the need of achieving balance between work and other areas of life. However, it is
believed that the theoretical growth of WLB concept has not been developed and
comprehensive as much as the wide use of the term would indicate. Likewise, majority of work—
life balance research has concentrated solely on work and family roles, as work—family balance.
As a result, the information gained over time about the predictors and effects of the balance

with work is primarily focused on work-family balance among youth population.

This thesis was born out of the interest considering the heterogenous group of workers and their
WLB situations from a broader prospect among older workers. Moreover, many studies have
linked job satisfaction as a predictor variable or antecedents to WLB, however, WLB could also
influence job satisfaction and this aspect has not been discovered much in the previous research
studies. Hence, this study investigated work life balance through different possible predictors
from work, family and health domain variables and its consequences on job satisfaction among
elderly postal workers of Finland. For this, data of “Towards a two speed (2ts) survey” was
analysed and presented. Information from this study will be vital regarding work life balance
predictors and determinants of work life balance and its effect on job satisfaction among older
employees. This will aid policy makers in planning effective work-life balance programs and
organisational practice implementation for older employee’s health and well-being, growth and

sustainability that will consequently enhance overall organisational productivity and efficiency.

21



REFERENCES

Adams G. A., King L. A., & King D.W. (1996). Relationships of job and family involvement,
family social support, and work—family conflict with job and life satisfaction.
Journal of Applied Psychology, 81(4), 411-420.
https://doi.org/10.103q1xm7/0021-9010.81.4.411

Adikaram, D.S.R., & Jayatilake. L. V. K. (2016). Impact of work life balance on employee job
satisfaction in private sector commercial bank of Srilanka. International Journal of
Scientific Research and Innovative Technology,3(11)

Allen, T. D., Herst, D. E., Bruck, C. S., & Sutton, M. (2000). Consequences associated with
work-to-family conflict: a review and agenda for future research. Journal of
occupational health psychology, 5(2), 278-308. https://doi.org/10.1037//1076-
8998.5.2.278

Aryee, S., Srinivas, E. S., & Tan, H. H. (2005). Rhythms of Life: Antecedents and Outcomes
of Work-Family Balance in Employed Parents. Journal of Applied Psychology,
90(1), 132—-146. https://doi.org/10.1037/0021-9010.90.1.132

Antai, D., Oke, A., Braithwaite, P., Anthony, D.S. (2015). A ‘Balanced’ Life: Work-life
Balance and Sickness Absence in Four Nordic Countries. International Journal of
Occupational and Environmental Medicine, 6(4), 205-22.
https://doi.org/10.15171/ijoem.2015.667

Armstrong, M. (2006). 4 Handbook of Human resource Management Practice (10" ed.).,
London: Kogan Page Publishing, p. 264

Ashforth, B. E., Kreiner, G. E., & Fugate, M. (2000). All in a day’s work: boundaries and micro
role transitions. The Academy of  Management Review, 25(3), 472-491.
https://doi.org/10.5465/AMR.2000.3363315

Aziri, B. (2008). Job satisfaction and employee motivation. Human Resource management, p.
46

Aziri, B. (2011). Job satisfaction: A literature Review. Management Research and practice
3(4), pp- 77-86

Bakker, A., Demerouti, E., & Schaufeli, W. . (2005). The crossover of burnout and work
engagement among working couples. Human Relations (New York), 58(5), 661—
689. https://doi.org/10.1177/0018726705055967

Bal, P. M., de Lange, A. H., Ybema, J. F., Jansen, P. G. & van der Velde, M. E. (2011). Age
and Trust as Moderators in the Relation between Procedural Justice and Turnover:
A Large-Scale Longitudinal Study. Applied Psychology, 60(1), 66-86.
https://doi.org/10.1111/7.1464-0597.2010.00427 .x

Baltes, B. B., Clark, M. A., & Chakrabarti, M. (2010). Work-life balance: The roles of work-
family conflict and work-family facilitation. In P. A. Linley, S. Harrington, & N.

22


https://doi.org/10.103q1xm7/0021-9010.81.4.411
https://doi.org/10.1037/1076-8998.5.2.278
https://doi.org/10.1037/1076-8998.5.2.278
https://doi.org/10.1037/0021-9010.90.1.132
https://doi.org/10.15171/ijoem.2015.667
https://doi.org/10.5465/AMR.2000.3363315
https://doi.org/10.1177/0018726705055967
https://doi.org/10.1111/j.1464-0597.2010.00427.x

Garcea (Eds.), Oxford Handbook of positive psychology and work (pp. 201-212).
New York, NY: Oxford University Press

Bandekar S. B., Krishna B. M. (2014). Work Life Balance—a special reference to Working
Women—a Case Study. [International Research Journal of Business and
Management, 6, 20-24.

Bansal, N., & Agarwal, U.A. (2017). The Gap between Availability & Expectations of Work-
Life Practices. The Indian Journal of Industrial Relations, 45(3).

Baral, R., Bhargava, S. (2010). Work-family enrichment as a mediator between organizational
interventions for work life balance and job outcomes. Journal of Managerial
Psychology, 25(3), 274-300. DOI:10.1108/02683941011023749

Basavaraj S.K. & ArunRotti. (2016). Work Life Balance: A Concern for University Employees.

International Journal of Management Information Technology and Engineering,
4(4), 1-8

Bedarkar, M., & Pandita, D. (2014). A Study on the Drivers of Employee Engagement
Impacting Employee Performance. Procedia, Social and Behavioral Sciences, 133,
106-115. https://doi.org/10.1016/1.sbspro.2014.04.174

Bhalla, A. (2017). Antecedents of Work-Family Conflict among Frontline Bank Employees.
Pacific Business Revolution, 10, 139—147

Berde, E., & Rigo, M. (2020). Job satisfaction at older ages. A comparative analysis of
Hungarian and German data. Zeitschrift Fur Gerontologie Und Geriatrie, 53(1),
44-50. https://doi.org/10.1007/s00391-019-01547-x

Berset, M., Semmer, N. K., Elfering, A., Amstad, F. T., & Jacobshagen, N. (2009). Work
characteristics as predictors of physiological recovery on weekends. Scandinavian
Journal  of  Work,  Environment &  Health, 35(3), 188-192.
https://doi.org/10.5271/sjweh.1320

Bjarntoft, S., Hallman, D. M., Mathiassen, S. E., Larsson, J., & Jahncke, H. (2020).
Occupational and Individual Determinants of Work-life Balance among Office
Workers with Flexible Work Arrangements. [International Journal of
Environmental Research and  Public Health, 17(4), 1418—.
https://doi.org/10.3390/ijerph17041418

Blekesaune, M.& Solem, P.E. (2005). Working conditions and early retirement—A prospective
study of retirement behavior. Research on Aging, 27(1), 3-30.
https://doi.org/10.1177/0164027504271438

Blustein, D. L. (2001). The interface of work and relationships: A critical knowledge base for
21st century psychology. The Counseling Psychologist, 29(2), 179 -192.
https://doi.org/10.1177/0011000001292001

Bojanowska, A. & Zalewska, A. (2016). Lay Understanding of Happiness and the Experience
of Well-being: Are some Conceptions of Happiness More Beneficial than Others?

23


https://doi.org/10.1016/j.sbspro.2014.04.174
https://doi.org/10.1007/s00391-019-01547-x
https://doi.org/10.5271/sjweh.1320
https://doi.org/10.3390/ijerph17041418
https://doi.org/10.1177/0164027504271438
https://doi.org/10.1177/0011000001292001

Journal of Happiness Studies, 17(2), 793-815. https://doi.org/10.1007/s10902-015-
9620-1

Brauner, C., Wohrmann, A.M., Frank, K., & Michel, A. (2019). Health and work-life balance
across types of work schedules: A latent class analysis. Applied Ergonomics, 81.
https://doi.org/10.1016/j.apergo.2019.102906

Brough, P., O’Driscoll, M., Kalliath, T., Cooper, C.L., & Poelmans, S.A.Y. (2009). Workplace
Psychological Health: Current Research and Practice, UK: Edward Elgar
(Cheltenham, UK: Northampton, MA, USA)

Bulger, C. A., & Fisher, G. G. (2012). Ethical imperatives of work/life balance. In N. P. Reilly,
M. J. Sirgy, & C. A. Gorman (Eds.), Work and quality of life (pp. 181-202).
Dordrecht: Springer

Burke, R. J. (2002). Organizational values, job experiences and satisfactions among managerial
and professional women and men: advantage men? Women in Management Review,
17(5), 228-236. https://doi.org/10.1108/09649420210433184

Campos-Serna, J., Ronda-Pérez, E., Artazcoz, L., Moen, B. E., & Benavides, F. G. (2013).
Gender inequalities in occupational health related to the unequal distribution of

working and employment conditions: a systematic review. International Journal
for Equity in Health, 12(1), 57-57. https://doi.org/10.1186/1475-9276-12-57

Carlson, D. S., Grzywacz, J. G., & Zivnuska, S. (2009). Is work—family balance more than
conflict and enrichment? Human Relations, 62(10), 1459-1486.
https://doi.org/10.1177/0018726709336500

Carlson, D. S., Kacmar, M. K., Wayne, J. H., & Grzywacz, J. G. (2006). Measuring the positive
side of the work—family interface: Development and validation of a work—family

enrichment scale. Journal of Vocational Behavior, 68, 131-164.
http://dx.doi.org/10.1016/1.jvb.2005.02.002

Castle, N. G., Degenholtz, H., & Rosen, J. (2006). Determinants of staff job satisfaction of
caregivers in two nursing homes in Pennsylvania. BMC Health Services Research,
6(1), 60 https://doi.org/10.1186/1472-6963-6-60.

Casper, W.J., Vaziri, H., Wayne, J.H., DeHauw, S., & Greenhaus, J. (2018). The jingle-jangle
of work-nonwork balance: A comprehensive and meta-analytic review of its
meaning and measurement. Journal of Applied Psychology, 103(2),182-214
http://dx.doi.org/10.1037/apl0000259

Casper, W. J., Weltman, D., & Kwesiga, E. (2007). Beyond family-friendly: The construct and
measurement of singles-friendly work culture. Journal of Vocational Behavior,
70(3), 478-501. https://doi.org/10.1016/1.jvb.2007.01.001

Choi, S-H., Choi, E.Y., & Lee, H. (2020). Comparison of Job Quality Indices Affecting Work—
Life Balance in South Korea According to Employee Gender. International Journal
of Environmental Research &Public Health, 17(4819) d0i:10.3390/ijerph17134819

24


https://doi.org/10.1007/s10902-015-9620-1
https://doi.org/10.1007/s10902-015-9620-1
https://doi.org/10.1016/j.apergo.2019.102906
https://doi.org/10.1108/09649420210433184
https://doi.org/10.1186/1475-9276-12-57
https://doi.org/10.1177/0018726709336500
http://dx.doi.org/10.1016/j.jvb.2005.02.002
https://doi.org/10.1186/1472-6963-6-60
http://dx.doi.org/10.1037/apl0000259
https://doi.org/10.1016/j.jvb.2007.01.001
https://doi:10.3390/ijerph17134819

Clark, SC. (2000). “Work /family border theory: A new theory of Work /Life Balance,” Human
Relations, 53, 747- 770

Chandola, T., Martikainen, P., Bartley, M., Lahelma, E., Marmot, M., Michikazu, S.,
Nasermoaddeli, A., & Kagamimori, S. (2004). Does conflict between home and
work explain the effect of multiple roles on mental health? A comparative study of
Finland, Japan, and the UK. International Journal of Epidemiology, 33(4), 884—
893. https://doi.org/10.1093/ije/dyh155

Chang, A., McDonald, P., & Burton, P. (2010). Methodological choices in work—life balance
research 1987 to 2006: A critical review. The International Journal of Human
Resource Management, 21(13), 2381-2413. doi:10.1080/09585192.2010.516592

Dall’Ora, C., Griffiths, P., Ball, J., Simon, M. and Aiken, L.H. (2015). Association of 12 h
shifts and nurses’ job satisfaction, burnout and intention to leave: findings from a
cross-sectional study of 12 European countries, BM.J Open, 5, p. ¢008331

De Menezes, L. M., & Kelliher, C. (2011). Flexible Working and Performance: A Systematic
Review of the Evidence for a Business Case. International Journal of Management
Reviews, 13(4), 452-474. https://doi.org/10.1111/7.1468-2370.2011.00301.x

Demerouti, E., Bakker, A. B., & Voydanoff, P. (2010). Does home life interfere with or
facilitate job performance? European Journal of Work and Organizational
Psychology, 19(2), 128—149. https://doi.org/10.1080/13594320902930939

De Simone, S., Lampis, J., Lasio, D., Serri, F., Cicotto, G. & Putzu, D. (2014). Influences of
Work-Family Interface on Job and Life Satisfaction. Applied Research Quality Life,
9, 831-61 https://.doi:10.1007/s11482-013-9272-4

Dollard, M. F., Winefield, A. H., Winefield, H. R., & Dollard, M. (2003). Occupational Stress
in the Service Professions. CRC Press. https://doi.org/10.1201/9780203422809

Eby, L. T., Casper, W. J., Lockwood, A., Bordeaux, C., & Brinley, A. (2005). Work and family
research in I0/OB: Content analysis and review of the literature (1980-2002).
Journal of Vocational Behavior, 66(1), 124—197.
https://doi.org/10.1016/5.jvb.2003.11.003

Edwards, J. R. and Rothbard, N. P. (2000). Mechanisms linking work and family: Clarifying
the relationship between work and family constructs. The Academy of Management
Review, 25(1),178 — 199. https://doi.org/10.5465/AMR.2000.2791609

Elovainio, M., Forma, P., Kivimiki, M., Sinervo, T., Sutinen, R., & Laine, M. (2005). Job
demands and job control as correlates of early retirement thoughts in Finnish social
and health care employees. Work and Stress, 19(1), 84-92.
https://doi.org/10.1080/02678370500084623

Estryn-Béhar, M., & Heijden, B. I. J. M. van der. (2012). Effects of extended work shifts on
employee fatigue, health, satisfaction, work/family balance, and patient safety.
Work, 41, 4283—-4290. https://doi.org/10.3233/WOR-2012-0724-4283

25


https://doi.org/10.1093/ije/dyh155
https://doi:10.1080/09585192.2010.516592
https://doi.org/10.1111/j.1468-2370.2011.00301.x
https://doi.org/10.1080/13594320902930939
https://.doi:10.1007/s11482-013-9272-4
https://doi.org/10.1201/9780203422809
https://doi.org/10.1016/j.jvb.2003.11.003
https://doi.org/10.5465/AMR.2000.2791609
https://doi.org/10.1080/02678370500084623
https://doi.org/10.3233/WOR-2012-0724-4283

Faragher, E. B., Cass, M., & Cooper, C. L. (2005). The relationship between job satisfaction
and health: a meta-analysis. Occupational and Environmental Medicine, 62(2),
105—112. https://doi.org/10.1136/0em.2002.006734

Fekih-Romdhane, F., Ben Ali, S., Ghazouani, N., Tira, S., & Cheour, M. (2020). Burden in
Tunisian family caregivers of older patients with schizophrenia spectrum and
bipolar disorders; associations with depression, anxiety, stress, and quality of life.
Clinical Gerontologist, 43(5), 545-557.
https://doi.org/10.1080/07317115.2020.1728600

Ferguson, M., Carlson, D., Zivnuska, S., & Whitten, D. (2012). Support at work and home: The
path to satisfaction through balance. Journal of Vocational Behavior, 80(2), 299—
307. https://doi.org/10.1016/1.jvb.2012.01.001

Ford, M. T., Heinen, B. A., & Langkamer, K. L. (2007). Work and Family Satisfaction and
Conflict: A Meta-Analysis of Cross-Domain Relations. Journal of Applied
Psychology, 92(1), 57-80. https://doi.org/10.1037/0021-9010.92.1.57

Friedman, S. D. & Greenhaus, J. H. (2000). Work and Family—Allies or Enemies ?: What
Happens When Business Professionals Confront Life Choices. Oxford University
Press. https://doi.org/10.1093/acprof:0s0/9780195112757.001.0001

Frone, M. R. (2003). Work-family balance. In J. C. Quick & L. E. Tetrick (Eds.), Handbook of
occupational health psychology (pp. 143—-162). Washington, DC: American
Psychological Association. https://dx.doi.org/10.1037/10474-007

Gattrell, C. J., Burnett, S. B., Cooper, C. L., & Sparrow, P. (2013). Work-life balance and
parenthood: A Comparative Review of Definitions, Equity and Enrichment.
International ~ Journal —of  Management  Reviews, 15(3), 300-316.
https://doi.org/10.1111/].1468-2370.2012.00341.x

Gellis, Z. D. (2001). Job Stress Among Academic Health Center and Community Hospital
Social ~ Workers.  Administration in  Social Work, 25(3), 17-33.
https://doi.org/10.1300/J147v25n03_02

George, J.M. & Jones, G.R. (2008). Understanding and Managing Organizational behavior
(5th ed.). Pearson/Prentice Hall, New Yersey, p. 78.

Geurts, S. A. E., Beckers, D. G. J., Taris, T. W., Kompier, M. A. J., & Smulders, P. G. W.
(2009). Worktime Demands and Work-Family Interference: Does Worktime
Control Buffer the Adverse Effects of High Demands? Journal of Business Ethics,
84(2), 229-241. https://doi.org/10.1007/s10551-008-9699-y

Gibson, M. K., & Papa, M. J. (2000). The mud, the blood, and the beer guys: Organizational
osmosis in blue-collar work groups. Journal of Applied Communication Research,
28(1), 68—88. https://doi.org/10.1080/00909880009365554

26


https://doi.org/10.1136/oem.2002.006734
https://doi.org/10.1080/07317115.2020.1728600
https://doi.org/10.1016/j.jvb.2012.01.001
https://doi.org/10.1037/0021-9010.92.1.57
https://doi.org/10.1093/acprof:oso/9780195112757.001.0001
https://dx.doi.org/10.1037/10474-007
https://doi.org/10.1111/j.1468-2370.2012.00341.x
https://doi.org/10.1300/J147v25n03_02
https://doi.org/10.1007/s10551-008-9699-y
https://doi.org/10.1080/00909880009365554

Golden, L., & Wiens-Tuers, B. (2006). To your happiness? Extra hours of labor supply and
worker well-being. The Journal of Socio-Economics, 35(2), 382-397.
https://doi.org/10.1016/j.socec.2005.11.039

Gopalan, N., & Pattusamy, M. (2020). Role of Work and Family Factors in Predicting Career
Satisfaction and Life Success. International Journal of Environmental Research and
Public Health, 17(5096). http://doi:10.3390/ijerph17145096

Gragnano, A., Simbula, S., & Miglioretti, M. (2020). Work-Life Balance: Weighing the
Importance of Work—Family and Work—Health Balance. International Journal of
Environmental Research Public Health, 17, 907 doi:10.3390/ijerph17030907

Gragnano, A., Miglioretti, M., Frings-Dresen, M. H. W., & de Boer, A. G. E. M. (2017).
Adjustment between work demands and health needs: Development of the Work—
Health Balance Questionnaire. Rehabilitation Psychology, 62(3), 374-386.
https://doi.org/10.1037/rep0000121

Grandey, A., Cordeiro, B., & Crouter, A. (2005). A longitudinal and multi-source test of the
work-family conflict and job satisfaction relationship. Journal of Occupational and
Organizational Psychology, 78(3), 305-323.
https://doi.org/10.1348/096317905X26769

Greenhaus, J.H., &Allen, T.D. (2011). Work—Family Balance: A Review and Extension of the
Literature. In Handbook of Occupational Health Psychology (p. 165-183).
American Psychological Association. https://doi.org/10.2307/j.ctvichs29w.14

Greenhaus, J., & Foley, S. (2007). The Intersection of Work and Family Lives. In Handbook of
Career Studies, SAGE Publications, pg 131-
https://doi.org/10.4135/9781412976107.n8 accessed on_ May 30, 2021

Griggs T.L., Casper W. J., Eby L.T. (2013). Work, family and community support as predictors
of work—family conflict: A study of low-income workers. Journal of Vocational
Behavior, 82 (2013), 59-68. https://doi.org/10.1016/].jvb.2012.11.006

Grzywacz, J. G., & Marks, N. F. (2000). Reconceptualizing the Work-Family Interface: An
Ecological Perspective on the Correlates of Positive and Negative Spillover
Between Work and Family. Journal of Occupational Health Psychology, 5(1), 111—
126. https://doi.org/10.1037/1076-8998.5.1.111

Gujral H. K., Jain I. (2013). Determinants and outcomes of employee engagement: A
comparative study in information technology (IT) sector. International Journal of
Advanced Research in Management and Social Sciences, 2(5), 207-220.

Haar, J. M., Sune, A., Russo, M., & Ollier-Malaterre, A. (2019). A Cross-National Study on
the Antecedents of Work—Life Balance from the Fit and Balance Perspective. Social
Indicators Research, 142(1),261-282. https://doi.org/10.1007/s11205-018-1875-6

27


https://doi.org/10.1016/j.socec.2005.11.039
http://doi:10.3390/ijerph17145096
https://doi.org/10.1037/rep0000121
https://doi.org/10.1348/096317905X26769
https://doi.org/10.2307/j.ctv1chs29w.14
https://doi.org/10.4135/9781412976107.n8%20%20%20%20accessed%20on%20May%2030,%202021
https://doi.org/10.1016/j.jvb.2012.11.006
https://doi.org/10.1037/1076-8998.5.1.111
https://doi.org/10.1007/s11205-018-1875-6

Haar, J.M. (2009). An international perspective on work-family. Community, Work & Family
,12(3), 275—-277. https://doi.org/10.1080/1366880090296628 1

Haar, J.M.; Russo, M.; Suiie, A.; Ollier-Malaterre, A. (2014). Outcomes of work—life balance
on job satisfaction, life satisfaction and mental health: A study across seven
cultures. Journal of Vocational Behaviour, 85, 361-373.
https://doi.org/10.1016/j.jvb.2014.08.010

Hammer, C. A., & Ferrari, J. R. (2002). Differential incidence of procrastination between blue-
and  white-collar ~ workers. Current  Psychology, 21, 333-338.
https://doi.org/10.1007/s12144-002-1022-y

Harkonmaki, K., Martikainen, P., Lahelma, E., Pitkdniemi, J., Halmeenmaki, T., Silventoinen,
K. & Rahkonen, O. (2009). Intentions to retire, life dissatisfaction and the
subsequent risk of disability retirement, Scandinavian Journal of Public Health,
37(3), 252-259. https://doi.org/10.1177/1403494808100273

Hayman, J. R. (2009). Flexible work arrangements: exploring the linkages between perceived
usability of flexible work schedules and work/life balance. Community, Work &
Family, 12(3), 327-338. https://doi.org/10.1080/1366880090296633 1

Hill, E. J. (2005). Work-Family Facilitation and Conflict, Working Fathers and Mothers, Work-
Family Stressors and Support. Journal of Family Issues, 26(6), 793-819.
https://doi.org/10.1177/0192513X05277542

Hsu, Y.-Y., Bai, C.-H., Yang, C.-M., Huang, Y.-C., Lin, T.-T., & Lin, C.-H. (2019). Long
Hours’ Effects on Work-Life Balance and Satisfaction. BioMed Research
International, 2019, 5046934—5046938. https://doi.org/10.1155/2019/5046934

Humphrey, S. E., Nahrgang, J. D., & Morgeson, F. P. (2007). Integrating Motivational, Social,
and Contextual Work Design Features: A Meta-Analytic Summary and Theoretical
Extension of the Work Design Literature. Journal of Applied Psychology, 92(5),
1332-1356. https://doi.org/10.1037/0021-9010.92.5.1332

Husic, J.B., Melero, F.J., Barakovic, S., Lameski, P., Zdravevski, E., Maresova, P., ...
Trajkovik,V.(2020). Aging at Work: A Review of Recent Trends and Future
Directions. International Journal of Environmental Research and Public Health,
17(7659) doi:10.3390/ijerph17207659

Ikeda, S. (2010). Review of sociological research on work-life balance. The Japanese Journal
of Labour Studies, 52(6), 22-31 (in Japanese).

Ivancevich, Konopaske, R., Robie, C. (2009). Managerial willingness to assume traveling,
short-term and long-term global assignments. Management International Review,
49(3), 359-387. https://doi.org/10.1007/s11575-009-0147-8

Jadaskeldinen, A., Kausto, J., Seitsamo, J., Ojajarvi, A., Nygard, C-H., Arjas, E., & Leino-Arjas,
P. (2016). Workability index and perceived workability as predictors of disability
pension: A prospective study among Finnish municipal employees. Scandinavian

28


https://doi.org/10.1080/13668800902966281
https://doi.org/10.1016/j.jvb.2014.08.010
https://doi.org/10.1007/s12144-002-1022-y
https://doi.org/10.1177/1403494808100273
https://doi.org/10.1080/13668800902966331
https://doi.org/10.1177/0192513X05277542
https://doi.org/10.1155/2019/5046934
https://doi.org/10.1037/0021-9010.92.5.1332
https://doi:10.3390/ijerph17207659
https://doi.org/10.1007/s11575-009-0147-8

Journal of  Work  Environment &. Health 42, 490-499.
https://doi.org/10.5271/sjweh.3598

Joseph, J., Sebastian, J., & Deepu. (2019). Work-life Balance Vs Work-family balance—An
Evaluation  of  Scope. @ Amity  Global HRM  Review.  54-65
https://doi.org/10.13140/RG.2.2.36194. 38084

Kahn, R. L., Wolfe, D. M., Quinn, R., Snoek, J. D., & Rosenthal, R. A. (1964). Organizational
stress. New York: Wiley

Kaliski, B.S. (2007). Encyclopedia of Business and Finance (2™ ed.). Detroit: Thompson Gale,
p. 446

Kaliannan, M., Perumal K., & Dorasamy, M. (2016). Developing a work life balance model
towards improving job satisfaction among medical doctors across different
generations. The Journal of developing areas, 50(5), 343-351.
https://doi.org/10.1353/;da.2016.0035

Kalliath, P., Hughes, M. and Newcombe, P. (2012). When work and family are in conflict:
Impact on psychological strain experienced by social workers in Australia.
Australian Social Work, 65(3), pp- 355— 71.
https://doi.org/10.1080/0312407X.2011.625035

Kalliath, P. and Kalliath, T. (2015). Work-family conflict and its impact on job satisfaction of
social workers”, British Journal of Social Work, 45(1). 241-259.
https://doi.org/10.1093/bjsw/bct125

Kar S., Misra K.C. (2013). Nexus between Work Life Balance Practices and Employee
Retention—-The Mediating Effect of a Supportive Culture. Asian Social
Science,9(11), 63—69. https://doi.org/10.5539/ass.vonl11P63

Karantzas, G.C., Mellor, D., McCabe, M.P., Davison, T.E., Beaton, P. & Mrkic, D. (2012).
“Intentions to quit work among care staff working in the aged care sector. The
Gerontologist, 52(4), 506-516 https://doi.org/10.1093/geront/gnr161

Karasek, R.A. (1979). Job demands, job decision latitude, and mental strain: implications for
job redesign. Adm. Sci. Q. 24, 285-308. https://doi.org/10.2307/2392498.

Karasek, R.A., Theorell, T. (1990). Healthy Work: Stress, Productivity and the Reconstruction
of Working Life. Basic Books, New York, NY

Kaur G., & Kumar R. (2014). Organisational work pressure rings a “time-out” alarm for
children: A dual-career couple’s study. Asian Journal of Management Research.,
4(3), 583-596. https://ssrn.com/abstract=3429591

KC. P., Oakman. J., Nygérd. C-K., Siukola, A., Lumme-Sandt, K., Nikander, P., & Neupane,
S. (2019). Intention to Retire in Employees over 50 Years. What is the Role of Work
Ability and Work Life Satisfaction? [International Journal of Environmental
Research and Public Health, 16(14), 2500. https://doi.org/10.3390/ijerph16142500

29


https://doi.org/10.5271/sjweh.3598
https://doi.org/10.13140/RG.2.2.36194.%2038084
https://doi.org/10.1353/jda.2016.0035
https://doi.org/10.1080/0312407X.2011.625035
https://doi.org/10.1093/bjsw/bct125
https://doi.org/10.5539/ass.v9n11P63
https://doi.org/10.1093/geront/gnr161
https://doi.org/10.2307/2392498
https://ssrn.com/abstract=3429591
https://doi.org/10.3390/ijerph16142500

Keeney, J., Boyd, E. M., Sinha, R., Westring, A. F., & Ryan, A. M. (2013). From “work-family”
to “work-life”: Broadening our conceptualization and measurement. Journal of
Vocational Behavior, 82(3), 221-327. https://doi.org/10.1016/1.jvb.2013.01.005

Kelliher, C., Richardson, J., & Boiarintseva, G. (2019). All of work? All of life?
Reconceptualising work-life balance for the 21st century. Human Resource
Management Journal, 29(2), 97—112. https://doi.org/10.1111/1748-8583.12215

Khamisa, N., Peltzer, K., & Oldenburg, B. (2013). Burnout in relation to specific contributing
factors and health outcomes among nurses: a systematic review. International
Journal of Environmental Research and Public Health, 10(6), 2214-2240.
https://doi.org/10.3390/ijerph10062214

Khan, A. (2007). Women and paid work in Pakistan: Pathways of women's empowerment.
Scoping article for the South Asia Research Programme. Karachi: Collective for
Social Science Research

Kim, N., & Kang, S. (2017). Older and More Engaged: The Mediating Role of Age-Linked
Resources on Work Engagement. Human Resource Management, 56(5), 731-746.
https://doi.org/10.1002/hrm.21802

Kinman, G., & Jones, F. (2008). Effort-reward imbalance, over-commitment and work-life
conflict: testing an expanded model. Journal of Managerial Psychology, 23(3), 236—
251. https://doi.org/10.1108/02683940810861365

Kinnunen, U., Geurts, S., & Mauno, S. (2004). Work-to-family conflict and its relationship with
satisfaction and well-being: a one-year longitudinal study on gender differences.
Work and Stress, 18(1), 1-22. https://doi.org/10.1080/02678370410001682005

Kossek, E.E., Pichler, S., Bodner, T., & Hammer, L. (2011). Workplace Social Support and
work—family conflict: A meta-analysis clarifying the influence of general and work-

family specific supervisor and organizational support. Personnel Psychology, 64,
289-313 https://doi.org/10.1111/5.1744-6570.2011.01211.x

Kossek, E. E., Valcour, M., & Lirio, P. (2014). The sustainable workforce: Organizational
strategies for promoting work—life balance and well-being. In Chen. P., & Cooper,
C (Eds.) Work and wellbeing (pp. 295-318). Oxford: Wiley

Kuranga, M.O., Mustapha, Y.I., & Brimah, A.N. (2020). Impact of work-life balance on job
satisfaction of women entrepreneurs in SouthWestern Nigeria. Fountain University
Osogbo Journal of Management (FUOJM),5(1), 77 — 88

Lambert , E.G., Pasupuleti,S., Cluse-Tolar,T., Jennings, M., & Baker ,D.(2006). The Impact of
Work-Family Conflict on Social Work and Human Service Worker Job Satisfaction
and Organizational Commitment.Administration in Social Work, 30(3) 55-74, DOLI:
10.1300/J147v30n03_05

Landolfi, A., Barattucci, M., & Presti, A. L. (2020). A Time-Lagged Examination of the
Greenhaus and Allen Work-Family Balance Model. Behavioral Sciences, 10(9)
https://doi.org/10.3390/bs10090140

30


https://doi.org/10.1016/j.jvb.2013.01.005
https://doi.org/10.1111/1748-8583.12215
https://doi.org/10.3390/ijerph10062214
https://doi.org/10.1002/hrm.21802
https://doi.org/10.1108/02683940810861365
https://doi.org/10.1080/02678370410001682005
https://doi.org/10.1111/j.1744-6570.2011.01211.x
https://doi.org/10.3390/bs10090140

Lee, R., Mueller, L. B., & Miller, K. J. (1981). Sex, wage-earner status, occupational level, and
job satisfaction. Journal of Vocational Behavior, 18(3), 362-373.
https://doi.org/10.1016/0001-8791(81)90022-1

Linley, P. A., Harrington, S., & Garcea, N. (Eds.). (2010). Oxford handbook of positive
psychology and work. Oxford UK: Oxford University Press

Liu, P., Wang, X., Li, A., & Zhou, L. (2019). Predicting Work-Family Balance: A New
Perspective on Person-Environment Fit. Frontiers in Psychology, 10, 1804—1804.
https://doi.org/10.3389/fpsyg.2019.01804

Lunau, T., Bambra, C., Eikemo, T. A., van der Wel, K. A., & Dragano, N. (2014). A balancing
act? Work-life balance, health and well-being in European welfare states.
European Journal of Public Health, 24, 422-427. doi:10.1093/eurpub/cku010

Lundberg, U. (2005). Stress hormones in health and illness: The roles of work and
gender. Psychoneuroendocrinology, 30(10),1017-1021.
https://doi.org/10.1016/].psyneuen.2005.03.014

Lyness, K. S., & Judiesch, M. K. (2014). Gender Egalitarianism and Work-Life Balance for
Managers: Multisource Perspectives in 36 Countries. Applied Psychology, 63(1),
96—129. https://doi.org/10.1111/apps.12011

Macky, K. A., & Boxall, P. (2008). High-involvement work processes, work intensification and
employee well-being: a study of New Zealand worker experiences. Asia Pacific
Journal of Human Resources, 46(1), 38-55.
https://doi.org/10.1177/1038411107086542.

Major, D.A., Germano, L.M. (2006). The changing nature of work and its impact on the work-
home interface. In Work-Life Balance: A Psychological Perspective. (Jones, F.,
Burke, R.J., Westman, M., Eds) Psychology Press: East Sussex, UK. pp. 13-38

Makabe, S., Takagai, J , Asanuma, Y, Ohtomo, K, & Kimura, Y.(2015). Impact of work-life
imbalance on job satisfaction and quality of life among hospital nurses in Japan.
Industrial Health, 53(2), 152—159. https://doi.org/10.2486/indhealth.2014-0141

Marmot, M., Friel, S., Bell, R., Houweling, T. A., & Taylor, S. (2008). Closing the gap in a
generation: health equity through action on the social determinants of health. The
Lancet, 372(9650), 1661-1669. https://doi.org/10.1016/S0140-6736(08)61690-6

Martin, S. P., & Kendig, S. M. (2013). Childless Women’s Time with Children: A Focus on
Educational Differences. Journal of Family Issues, 34(6), 828-853.
https://doi.org/10.1177/0192513X 12443943

Martinengo, G., Jacob, J. I., & Hill, E. J. (2010). Gender and the Work-Family Interface:
Exploring Differences Across the Family Life Course. Journal of Family Issues,
31(10), 1363—1390. https://doi.org/10.1177/0192513X10361709

31


https://doi.org/10.1016/0001-8791(81)90022-1
https://doi.org/10.3389/fpsyg.2019.01804
https://doi.org/10.1016/j.psyneuen.2005.03.014
https://doi.org/10.1111/apps.12011
https://doi.org/10.1177/1038411107086542
https://doi.org/10.2486/indhealth.2014-0141
https://doi.org/10.1016/S0140-6736(08)61690-6
https://doi.org/10.1177/0192513X12443943
https://doi.org/10.1177/0192513X10361709

Martens, M. F. J., Nijhuis, F. J. N., Van Boxtel, M. P. J., & Knottnerus, J. A. (1999). Flexible
work schedules and mental and physical health. A study of a working population
with non-traditional working hours. Journal of Organizational Behavior, 20(1), 35—
46. https://doi.org/10.1002/(SICI)1099-1379(199901)20:13.0.CO:2-Z

McKie, L., Gregory, S., & Bowlby, S. (2002). Shadow Times: The Temporal and Spatial
Frameworks and Experiences of Caring and Working. Sociology, 36(4), 897-924.
https://doi.org/10.1177/003803850203600406

McGilton, K. S., Tourangeau, A., Kavcic, C., & Wodchis, W. P. (2013). Determinants of
regulated nurses’ intention to stay in long-term care homes. Journal of Nursing
Management, 21(5), 771-781. https://doi.org/10.1111/jonm.12130

McMillan, H. S., Morris, M. L., & Atchley, E. K. (2011). Constructs of the Work/ Life
Interface: A Synthesis of the Literature and Introduction of the Concept of
Work/Life Harmony. Human Resource Development Review, 10(1), 6-25.
https://doi.org/10.1177/1534484310384958

Mellner, C., Aronsson, G., & Kecklund, G. (2015). Boundary Management Preferences,
Boundary Control, and Work-Life Balance among Full-Time Employed
Professionals in Knowledge-Intensive, Flexible Work. Nordic Journal of Working
Life Studies, 4(4), 7—. https://doi.org/10.19154/njwls.v4i4.4705

Miller, P.E. (2008). The relationship between job satisfaction and intention to leave of hospice
nurses in a for-profit corporation. Journal of Hospice & Palliative Nursing, 10(1),
56-64. https://doi.org/10.1097/01.NJH.0000306711.65786.75

Mishra, P., & Bhatnagar, J. (2019). Individual, organizational and social level antecedents of
work-family enrichment: Does gender acts as a moderator? Journal of Asia
Business Studies, 13(1), 108—132. https://doi.org/10.1108/JABS-10-2017-0186

Morris, M. L. (2008). Promoting work/family balance through family life education. In D. J.
Bredehoft & M. J. Walcheski (Eds.), Family life education: Integrating theory and
practice (pp. 73-86). Minneapolis, MN: National Council on Family Relations

Morganson, V. J., Litano, M. L., & O’Neill, S. K. (2014). Promoting work—family balance
through positive psychology: A practical review of the literature. The Psychologist-
Manager Journal, 17(4), 221-244. doi:10.1037/mgr0000023

Mullins, J.L. (2005). Management and organizational behavior, (7" ed.). Pearson Education
Limited, Essex, p. 700

Neto, M., Chambel, J.M., & Carvalho, V.S. (2018). Work—family life conflict and mental well-
being. Occupational Medicine, 68, 364-369. doi:10.1093/occmed/kqy079

Nijp, H.H., Beckers, D.G.J., Geurts, S.A.E., Tucker, P., Kompier, M.A.J. (2012). Systematic
review on the association between employee worktime control and work-non-work
balance, health and well-being, and job-related outcomes. Scandinavian Journal of
Work, Environment and Health, 38(4), 299-313.
https://doi.org/10.5271/sjweh.3307

32


https://doi.org/10.1002/(SICI)1099-1379(199901)20:13.0.CO;2-Z
https://doi.org/10.1177/003803850203600406
https://doi.org/10.1111/jonm.12130
https://doi.org/10.1177/1534484310384958
https://doi.org/10.19154/njwls.v4i4.4705
https://doi.org/10.1097/01.NJH.0000306711.65786.75
https://doi.org/10.1108/JABS-10-2017-0186
https://doi.org/10.5271/sjweh.3307

Noda, H. (2020). Work-Life Balance and Life Satisfaction in OECD Countries:
A Cross-Sectional Analysis. Journal of Happiness Studies 21,1325-1348
https://doi.org/10.1007/s10902-019-00131-9

Notkin, M. (2014). Motherhood: Modern women finding a new kind of happiness. Berkeley,
CA: Seal Press

OECD. (2016). Be Flexible! Background Brief on How Workplace Flexibility Can Help
European Employees to Balance Work and Family; Organisation for Economic Co-
Operation and Development:https://www.oecd.org/els/family/Be-Flexible-
Backgrounder-Workplace-Flexibility.pdf accessed on April 8, 2021

Orkibi, H., & Brandt, Y. I. (2015). How Positivity Links with Job Satisfaction: Preliminary
Findings on the Mediating Role of Work-Life Balance. Europe’s Journal of
Psychology, 11(3), 406—418. https://doi.org/10.5964/ejop.v11i3.869

Ouchi, S. (2009). What labor law can do to achieve work-life balance. The Japanese Journal
of Labour Studies, 51(2), 30—41. (in Japanese)

Peeters, M. C. W., Montgomery, A. J., Bakker, A. B., & Schaufeli, W. B. (2005). Balancing
work and home: How job demands and home demands are related to burnout.
International ~ Journal  of  Stress  Management, 12(1), 43-61.
https://doi.org/10.1037/1072-5245.12.1.43

Pichler, F. (2009). Determinants of Work-Life Balance: Shortcomings in the Contemporary
Measurement of WLB in Large-Scale Surveys. Social Indicators Research, 92(3),
449-4609. https://doi.org/10.1007/s11205-008-9297-5

Prabhu Shankar M. R., Mahesh B. P., Nanjundeswaraswamy T. S. (2007). Employees’
Perception on WorkLife Balance and its Relation with Job Satisfaction and
Employee Commitment in Garment Industry—an Empirical Study. International
Advanced Research Journal in Science, Engineering and Technology, 3(11), 42—
46. https://doi.org/DOI 10.17148/TARJSET.2016.31108

Pramudena, S. M., & Hilda, A. F. (2019). The effect of quality of worklife and job satisfaction
on organizational commitment. The Management Journal of Binaniaga, 4(1), 23-.
https://doi.org/10.33062/mjb.v4i01.317

Rathi, N., & Barath, M. (2013). Work-family conflict and job and family satisfaction. Equality,
Diversity and  Inclusion an  International  Journal, 32(4), 438-454.
https://doi.org/10.1108/EDI-10-2012-0092

Richert-Kazmierska, A., & Stankiewic, K. (2016). Work-life balance: Does age matter? Work,
55, 679-688 DOI:10.3233/WOR-162435

Rothbard, N. P. (2001). Enriching or Depleting? The Dynamics of Engagement in Work and
Family Roles. Administrative  Science  Quarterly, 46(4), 655-684.
https://doi.org/10.2307/3094827

33


https://doi.org/10.1007/s10902-019-00131-9
https://www.oecd.org/els/family/Be-Flexible-Backgrounder-Workplace-Flexibility.pdf
https://www.oecd.org/els/family/Be-Flexible-Backgrounder-Workplace-Flexibility.pdf
https://doi.org/10.5964/ejop.v11i3.869
https://doi.org/10.1037/1072-5245.12.1.43
https://doi.org/10.1007/s11205-008-9297-5
https://doi.org/DOI%2010.17148/IARJSET.2016.31108
https://doi.org/10.33062/mjb.v4i01.317
https://doi.org/10.1108/EDI-10-2012-0092
https://doi.org/10.2307/3094827

Ruderman, M. N., Ohlott, P. J., Panzer, K., & King, S. N. (2002). Benefits of Multiple Roles
for Managerial Women. Academy of Management Journal, 45(2), 369-386.
https://doi.org/10.2307/3069352

Ryan, A. M., & Kossek, E. E. (2008). Work-life policy implementation: Breaking down or
creating barriers to inclusiveness? Human Resource Management, 47(2), 295-310.
https://doi.org/10.1002/hrm.20213

Sarwar, A., & Aftab, H. (2011). Work Stress & Family Imbalance in Service Sector of Pakistan.
International Journal of Business and Social Science, 2(13). Retrieved from
http://ijbssnet.com/journals/Vol. 2 No. 13 Special Issue July 2011/30.pdf
(Accessed on May 21, 2021)

Sav A., Harris N., & Sebar B. (2013). Work-life conflict and facilitation among Australian
Muslim  men, Equality, Diversity and Inclusion, 32(7), 671-687.
https://doi.org/10.1108/EDI-07-2012-0058

Satuf, C., Monteiro, S., Pereira, H., Esgalhado, G., Marina Afonso, R., & Loureiro, M. (2018).
The protective effect of job satisfaction in health, happiness, well-being and self-
esteem. International Journal of Occupational Safety and Ergonomics, 24(2), 181—
189. https://doi.org/10.1080/10803548.2016.1216365

Schieman, S., Glavin, P., & Milkie, M. A. (2009). When work interferes with life: Work-
nonwork interference and the influence of work-related demands and resources.
American Sociological Review, 74(6), 966-988.
https://doi.org/10.1177/000312240907400606

Sirgy, M.J., & Wu, J. (2009). The Pleasant Life, the Engaged Life, and the Meaningful Life:
What about the Balanced Life? Journal of Happiness Studies, 10(2), 183—196.
https://doi.org/10.1007/s10902-007-9074-1

Sirgy, M. J., & Lee, D.-J. (2018). Work-Life Balance: An Integrative Review. Applied Research
in Quality of Life, 13(1), 229-254. https://doi.org/10.1007/s11482-017-9509-8

Skinner, N., & Pocock, B. (2008). Work-life conflict: is work time or work overload more
important? [Paper in Special Issue: Work-life in Australasia.]. Asia Pacific Journal
of Human Resources, 46(3), 303-315. https://doi.org/10.1177/1038411108095761

Skinner, N., Hutchinson, C., & Pocock, B. (2012). The big squeeze: Work home and care in
2012. University of South Australia Research Centre for Work-Life.

http://www.unisa.edu.au/Research/Centre-for-Work-Life Accessed on May 28,
2021

Smith T. W. (2007) ‘Job satisfaction in U.S.A.’, NORC/University of Chicago, pp. 1-9.
https://www-news.uchicago.edu/releases/07/pdf/070417.jobs.pdf Accessed on Feb
8,2021

Smithson, J., & Stokoe, E. H. (2005). Discourses of work-life balance: Negotiating
‘Genderblind’ Terms in Organizations. Gender, Work and Organization, 12(2),
147-168 https://doi.org/10.1111/7.1468-0432.2005.00267.x

34


https://doi.org/10.2307/3069352
http://ijbssnet.com/journals/Vol._2_No._13_Special_Issue_July_2011/30.pdf
https://doi.org/10.1108/EDI-07-2012-0058
https://doi.org/10.1080/10803548.2016.1216365
https://doi.org/10.1177/000312240907400606
https://doi.org/10.1007/s10902-007-9074-1
https://doi.org/10.1007/s11482-017-9509-8
https://doi.org/10.1177/1038411108095761
http://www.unisa.edu.au/Research/Centre-for-Work-Life
https://www-news.uchicago.edu/releases/07/pdf/070417.jobs.pdf
https://doi.org/10.1111/j.1468-0432.2005.00267.x

Smoktunowicz, E., Cieslak, R., & Evangelia Demerouti, E. (2017). Interrole conflict and self-
efficacy to manage work and family demands mediate the relationships of job and
family demands with stress in the job and family domains, Anxiety, Stress, &
Coping, 30(5), 485-497, DOI:10.1080/10615806.2017.1329932

Starmer, A., Frintner M.P., Matos, K., Somberg,C., Freed,G., Byrne, B.J. (2019).Gender
Discrepancies Related to Pediatrician Work-Life Balance and Household
Responsibilities, Pediatrics.;144(4): €20182926

Styhre, A. (2011). The overworked site manager: gendered ideologies in the construction
industry.  Construction Management and Economics, 29(9), 943-955.
https://doi.org/10.1080/01446193.2011.588955

Stone, D. L., & Deadrick, D. L. (2015). Challenges and opportunities affecting the future of
human resource management. Human Resource Management Review, 25(2), 139—
145 https://doi.org/10.1016/;.hrmr.2015.01.003

Sziics, S., Drobni¢, S., den Dulk, L., & Verwiebe, R. (2011). Quality of life and satisfaction
with the worklife balance. In M. Back-Wiklund, T. van der Lippe, L. den Dulk, &
A. Doorne-Huiskes (Eds.), Quality of life and work in Europe: Theory, practice and
policy (pp. 95-117). London: Palgrave Macmillan. (Chapter 6)

Takrim, K., Siddig, A. (2016). Influences of work life balance practices on job satisfaction and
organisational commitment at the university of Peshawar.A gender-based study.
Pakistan Journal of Women's Studies, 23(2), 103-114

Thompson, B. M., & Cavallaro, L. (2007). Gender, work-based support and family outcomes.
Stress and Health, 23(2), 73—85. https://doi.org/10.1002/smi.1122

Tooba, A., & Zubairi, S.A. (2020). Correlation between work life balance, job satisfaction and
mental health. A study of female bankers of Karachi-Pakistan. International
Journal on New Trends in Education and Their Implications, 11(1)

Thorsen, S. V., Jensen, P. H., & Bjerner, J. B. (2016). Psychosocial work environment and
retirement age: a prospective study of 1876 senior employees. International
Archives of Occupational and Environmental Health, 89(6), 891-900.
https://doi.org/10.1007/s00420-016-1125-7

Tucker, P., Folkard, S. (2012). Working Time, Health and Safety: A Research Synthesis Paper.
International Labour Office, Geneva

Valcour, M. (2007). Work-Based Resources as Moderators of the Relationship Between Work
Hours and Satisfaction with Work-Family Balance. Journal of Applied Psychology,
92(6), 1512—1523. https://doi.org/10.1037/0021-9010.92.6.1512

Van Steenbergen, E. F., Ellemers, N., & Mooijaart, A. (2007). How work and family can
facilitate each other: Distinct types of work-family facilitation and outcomes for
women and men. Journal of Occupational Health Psychology, 12(3), 279-
300. https://doi.org/10.1037/1076-8998.12.3.279

35


https://doi.org/10.1080/01446193.2011.588955
https://doi.org/10.1016/j.hrmr.2015.01.003
https://doi.org/10.1002/smi.1122
https://doi.org/10.1007/s00420-016-1125-7
https://doi.org/10.1037/0021-9010.92.6.1512
https://psycnet.apa.org/doi/10.1037/1076-8998.12.3.279

Van Steenbergen, E. F., & Ellemers, N. (2009). Is managing the work—family interface
worthwhile? Benefits for employee health and performance. Journal of
Organizational Behavior, 30(5), 617—642 https://doi.org/10.1002/j0b.569

Vives, A., Gray, N., Gonzalez, F., & Molina, A. (2018). Gender and Ageing at Work in Chile:
Employment, Working Conditions, Work—Life Balance and Health of Men and
Women in an Ageing Workforce. Annals of Work Exposures and Health, 62(4),
475-489. https://doi.org/10.1093/annweh/wxy021

Von Bonsdorff, M. E., Huuhtanen, P., Tuomi, K., & Seitsamo, J. (2009). Predictors of
employees’ early retirement intentions: an 1l-year longitudinal study.
Occupational Medicine, 60(2), 94—100. https://doi.org/10.1093/occmed/kgp126

Voydanoff, P. (2004). The Effects of Work Demands and Resources on Work-to-Family
Conflict and Facilitation. Journal of Marriage and Family, 66(2), 398—412.
https://doi.org/10.1111/5.1741-3737.2004.00028.x

Voydanoff, P. (2005). Toward a conceptualization of perceived work—family fit and balance:
A demands and resources approach. Journal of Marriage and Family, 67(4), 822—
836. https://doi.org/10.1111/§.1741-3737.2005.00178.x

Wallace, J. (2005). Job stress, depression and work-to-family conflict: A test of the strain and
buffer hypotheses. Industrial Relations, 60(3), 510-539.
https://doi.org/10.7202/012157ar

Wayne, J.H., Randel, A.E. & Stevens, J. (2006), The role of identity and work—family support
in work—family enrichment and its work-related consequences. Journal of
Vocational Behaviour, 69(3),445-61. https://doi.org/10.1016/1.]vb.2006.07.002

Wayne, J. H., Butts, M. M., Casper, W. J., & Allen, T. D. (2017). In Search of Balance: A
Conceptual and Empirical Integration of Multiple Meanings of Work—Family
Balance. Personnel Psychology, 70(1), 167-210.
https://doi.org/10.1111/peps.12132

Weale, V.P., Wells Y.D., & Oakman, J. (2019). The work-life interface: a critical factor
between work stressors and job satisfaction. Personnel Review 48(4),880-97. DOI
10.1108/PR-09-2016-0226

Wong, K., Chan, A. H. S., & Teh, P-L. (2020). How Is Work-Life Balance Arrangement
Associated with Organisational Performance? A Meta-Analysis. International
Journal of. Enviromental Research and Public Health,17, 4446;
doi:10.3390/ijerph17124446

Welford, R. (2008). Work life balance in Hong Kong: Survey results. Hong Kong: The
University of Hong Kong and CSR Asia

Williams, F. (2001). In and beyond New Labour: towards a new political ethics of care. Critical
Social Policy, 21(4), 467—-493. https://doi.org/10.1177/026101830102100405

36


https://doi.org/10.1002/job.569
https://doi.org/10.1093/annweh/wxy021
https://doi.org/10.1093/occmed/kqp126
https://doi.org/10.1111/j.1741-3737.2004.00028.x
https://doi.org/10.1111/j.1741-3737.2005.00178.x
https://doi.org/10.7202/012157ar
https://doi.org/10.1016/j.jvb.2006.07.002
https://doi.org/10.1111/peps.12132
https://doi.org/10.1177/026101830102100405

Wilkinson, K., Tomlinson, J., & Gardiner, J. (2017). Exploring the work-life challenges and
dilemmas faced by managers and professionals who live alone. Work, Employment
and Society, 31(4), 640—656. https://doi.org/10.1177/0950017016677942

Winter,T., Roos, E., Rahkonen,O., Martikainen,P.,& Lahelma, E. (2006). Work—Family
Conflicts and Self-Rated Health Among Middle-Aged Municipal Employees in
Finland. International Journal of Behavioral Medicine 2006, 13(4), 276-285
https://doi.org/10.1207/s15327558ijbm1304 2

World Population Ageing Report. (2019). Available online: World Population Ageing 2019
(un.org)https://www.un.org/en/development/desa/population/publications/pdf/agei
ng/WorldPopulationAgeing2019-Report.pdf accessed on Jun 8, 2021.

Wright, T. A., & Bonett, D. G. (2007). Job Satisfaction and Psychological Well-Being as
Nonadditive Predictors of Workplace Turnover. Journal of Management, 33(2),
141-160. https://doi.org/10.1177/0149206306297582

Yang, L.-Q., Che, H., & Spector, P. E. (2008). Job stress and well-being: An examination from
the view of person-environment fit. Journal of Occupational and Organizational
Psychology, 81(3), 567-587. https://doi.org/10.1348/096317907X243324

Young, S. J., Sturts, J. R., Ross, C. M., & Kim, K. T. (2013). Generational differences and job
satisfaction in leisure services. Managing Leisure, 18(2), 152—170.
https://doi.org/10.1080/13606719.2013.752213

Z nidars"i¢ID, J., Mojca Bernik, M. (2021). Impact of work-family balance results on employee
work engagement within the organization: The case of Slovenia. Plos One 16(1)
https://doi.org/10.1371/journal.pone.0245078

37


https://doi.org/10.1177/0950017016677942
https://doi.org/10.1207/s15327558ijbm1304_2
https://www.un.org/development/desa/pd/sites/www.un.org.development.desa.pd/files/files/documents/2020/Jan/un_2019_worldpopulationageing_report.pdf
https://www.un.org/development/desa/pd/sites/www.un.org.development.desa.pd/files/files/documents/2020/Jan/un_2019_worldpopulationageing_report.pdf
https://www.un.org/en/development/desa/population/publications/pdf/ageing/WorldPopulationAgeing2019-Report.pdf
https://www.un.org/en/development/desa/population/publications/pdf/ageing/WorldPopulationAgeing2019-Report.pdf
https://doi.org/10.1177/0149206306297582
https://doi.org/10.1348/096317907X243324
https://doi.org/10.1080/13606719.2013.752213
https://doi.org/10.1371/journal.pone.0245078

COPY OF THE ARTICLE MANUSCRIPT
Work life balance and job satisfaction among older employees

Bidhya Acharya Adhikari'*, Clas-Hakan Nygérd', Subas Neupane'

'Unit of Health Sciences, Faculty of Social Sciences, Tampere University, Tampere, Finland

Address for the corresponding author

Unit of Health Sciences

Faculty of Social Sciences

Tampere University, FI-33014 Tampere, Finland
Email : bidhya.acharyaadhikari@tuni.fi

Phone : +358 413171314

38


mailto:bidhya.acharyaadhikari@tuni.fi

Synopsis
Study question

This study estimates the work life balance from two important life spheres: work-life and
family-life sphere including work and health related factors, sociodemographic factors and their

association with job satisfaction among older employees of Finnish postal service.

What’s already known? Work life balance is an emerging concern for a healthy work

atmosphere and job satisfaction may be associated with work life balance issues.

What this study adds? This study highlights the work-life balance indicators and its impact

on job satisfaction among older workers in a postal service sector.
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Abstract

Background

The competing demands of work and family life is an important aspect of healthy work
environment. This study investigated work life balance indicators from work and family life
domain as well as work and health related factors and their association with job satisfaction
among older employees of postal service sector.

Methods

A survey on the Finnish postal service employees was conducted among 50 years and older
employees (age range: 50-67; 60% males) in 2016 with the follow-up in 2018 (n = 1466). Job
satisfaction at follow-up was measured in a scale of 1-6 and dichotomized (yes vs. no). Work
family balance was defined by two composite variables of support at work (4 items) and work
and family time (3 items) and dichotomized (low vs. high) using their median values. Other
work and health related indicators and socio demographic information were also obtained
through questionnaire survey. Log-binomial regression model was used to calculate the odds
ratio (ORs) and their 95% confidence intervals (ClIs) for the relationship between work-life

balance and job satisfaction.

Results

About half of the employees (49%) were satisfied with their job. Work, health and socio-
demographic factors adjusted results shows that low support at work (OR 0.31, 95% CI 0.23-
0.42) and low work and family time (OR 0.26, 95% CI 0.19-0.35) was associated with job
satisfaction. Among work- and health-related factors, having regular day or two shifts work
(compared to other forms of work), very often hurry at work (compared to sometimes) were
associated with lower odds of job satisfaction while, possibility to influence work (compared
to never) was associated with higher odds of job satisfaction. No or less sickness absence at
work (compared to high sickness absence) was also associated with higher odds of job

satisfaction.

Conclusion

Poor work life balance, i.e. low support at work and low work and family time was associated
with low job satisfaction. Work and family domain are integral part of healthy work
environment; attention should be paid to the domains of work and family to improve older

workers job satisfaction.
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Background

The work life balance is an important aspect of healthy work environment * Work-life
balance (WIB) concept has been studied extensively in earlier literatures *. However,
empirical research on the construct and its definition is still limited " In general, work and
family constitute the main role domains that demands most of the time, energy and attention
and are most likely to come into conflict with each other 1. Pressures with competing demands
of work and family life have an impact in achieving equilibrium in work and family life among
people! as well as has an important implication on people’s well-being and productivity [1%11:4],
Moreover, WLB is also a social and structural problem issue that society is grappling with
(12,1331 ° A proper work family balance is therefore crucial for both work and family outcomes
such as job satisfaction, organisational commitment, job accomplishments, family satisfaction,

family performance and family functioning!!#.

Work-life balance encompasses the entirety of one's private life and focuses on "harmony or

U151 Earlier research identified work life balance as

equilibrium between work and life domains
the experience of low conflict and high enrichment!!'®!7181%] but a few recent studies have
focused work life balance as a diverse from conflict and enrichment and furthermore considered
as an inclusive assessment of the interaction between work and family roles®®! as well as viewed

(21} along different quadrants of life like work,

as a comprehensive and a broader construct
family, friends and self. A healthy work—life balance is substantial as it affects not only the
physical and mental development of an individual but also the overall sustainability of

organisations [?),

Job satisfaction is a key ingredient to recognition, income, promotion, and the achievement of
other goals that lead to a feeling of fulfillment [**) and overall happiness %! It is a complex
measure that involves the number of work and non-work-related factors ¢!, Previous research
has found a connection between job satisfaction and workload, burnout, and turnover intention
(27.28.29.30] along with professional support, team spirit, training, and pay B'22. A significant
association between work-life balance and job satisfaction was found in a study!** where work-
life balance was measured in terms of work demands, family workload, wellbeing, and spousal
support. Irrespective of personal factors such as age, tenure, or education level, a high level of

[30

work satisfaction allows employees for long term stability on the job %! Several other studies

have also found positive correlations between WLB and job and family satisfaction.
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Nevertheless, some researchers have proposed that the sensation of balance between family and
work roles is created only when individuals are extremely satisfied and successful in their

respective roles, and such that lower satisfaction will result in an imbalance 4],

Most of the prior studies have focused primarily on work family conflicts or enrichment

[35 [36].

approach in work-family interface 1>, likewise, mostly from midlife workers’ perspectives *¢l;

traditionally challenging workforce like health professionals [*7*%); and corporate sectors %47,
Though middle-aged and older work force is regarded as one of the most valuable human
resources in modern society, work life balance among older workers has not been explored
much earlier. Moreover, older employees are such generations who are mostly taking care of
their ageing parents and children both at the same time and even coping with their own ageing
and health issues. Therefore, they are more susceptible to face difficulties at work and conflicts
in everyday life that could affect their emotional and physical wellbeing “!1. Hence, this study

investigated the role of work-life balance on the job satisfaction of postal service employees

aged 50 years and older.

Materials and Methods
Study Design

This study is a part of a large study project “Towards a Two speed Finland Survey (2ts)”. A
national level survey was conducted in the year 2016 with a follow up survey in the year 2018
among Finnish Postal Service Employees. The Posti group, one of the Finland’s biggest public
sector employers, has been laying off its employees over the last few decades. The company
had undergone significant structural and organisational changes including acquisitions,

(431 along with several

mergers, sales of business parts and service and operation renewals
cooperation negotiations and emphasis to downsizings 4. The survey included questions on

health, work ability, and well-being, including work questions.
Study participants

The study participants were employees of Finnish Postal Service. Finnish Postal Service has
more than 20,000 employees [*! with a long history and business operations. The baseline

questionnaire was sent to all the workers aged > 50 years in the year 2016. In all, 2096 (response
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rate 44%), replied to the survey. The follow-up survey was completed in 2018, with a 76%
response rate from baseline respondents, n=1466. This study thus used data from 1466 subjects
who replied to both the baseline and the follow-up surveys. The mean age of study population

was (56.40+3.40) years where 60% were male.
Measurement of variables
Work-family balance

The work-family related variables were used from the baseline survey and were defined in two
main domains work life and personal/family life. Support at work > was a composite variable
created by combining four items on support from the supervisor, support from the workmates,
enough education and possibility to learn new knowledge and skills. Each item was measured
on a scale of 0 (very badly) to 10 (very well). The items were summed up together and divided
by four (the number of items included), and the final score ranged from 0 to 10. The composite

score was dichotomised into low and high using median value (6.75) as a cut-off point.

Work and family time ¢! composite variable was computed by combining three items on
present working times of the organisation, work and family life combination and enough time
and resources for friends and hobbies. Each item was measured on a scale of 0 (very badly) to
10 (very well). The items were then summed up and divided by three yielding the final score
ranging from 0 to 10. The composite score was dichotomised into low and high using a median

value (7.67) as a cut-off point.
Job satisfaction

The outcome variable, job satisfaction at follow-up was measured with a question “how
satisfied are you with your current job?” [/ in a scale of 1-6 (1= very satisfied, 2= nearly
satisfied, 3= neutral, 4= quite dissatisfied, 5= very dissatisfied, 6 = cannot say). A dichotomous
variable was created combining the responses 1 and 2 as “Yes” job satisfaction vs “No” job

satisfaction (3-6).
Work-and health-related variables

Work experience in years and in categories (<15, 15-30 or 30+ years), form of working hours

(regular day work, two shift work or other form of work hours) was asked. The variable on the
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harm caused by disease in the work was measured in a scale 1-6 (1= no disease, 2= no harm,
3= symptoms but can work, 4= forced to lighten the work pace, 5= can only work part time and
6= not able to work). A dichotomous variable was created as (no diseases =1 vs yes = (2-6)).
Sickness absence days for last 12 months was measured in four categories (no absence, 1-7
days, 8-14 days, or 15-365 days). The possibilities to influence work and work conditions were
measured on a scale of 1-4, (where,1=usually, 2=sometimes, 3=seldom & 4=never). Hurry at
work was measured on a scale of 1-5 (1= very often, 2=quite often, 3=sometimes, 4=seldom &
5= never) which was recategorized into 3 (very often =1, quite often =2 and sometimes=3 to

5).

Socio-demographic variables

Age was used both in continuous and in categories (50-55, 56-60 or 60+ years), gender (female,
male), two occupational categories white-collar and blue-collar, educational level (basic vs
college or others), marital status (married or living together vs other) as well as caretaking

someone close (no vs yes) were studied from the baseline survey.

Statistical Analysis

The difference in baseline characteristics of the study population by occupation class were
calculated as means and standard deviations (SD) for continuous variables from ANOVA test
and frequencies and percentage for categorical variables using chi squared test. The difference
in the baseline characteristics of the population were also studied among independent variables
(work-family balance, work and health related variables and sociodemographic variables) and
outcome variable (job satisfaction) using ANOVA test for the continuous and chi squared test
for categorical variables. Log-binomial models (Generalized linear models with binary logistic
assumption) was used to calculate the odds ratio (OR) and their 95% confidence intervals (Cls)
for the relationship between independent variables, work and health related variables and
sociodemographic variables and job satisfaction. Two models were fitted, Model 1 examined
bivariate associations of all studied variables with job satisfaction and Model II examined the
multivariate associations (all the variables of Model I were simultaneously adjusted). All

statistical analysis was performed using statistical software SPSS version 25.
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Results

Table 1 presents the descriptive statistics of study subjects by occupational class. The mean age
of study population was (56.40+3.40) years with no significant difference between white- and
blue-collar. A significantly higher proportion of blue-collar workers (63%) were male, whereas
60% of white-collar workers were female. Likewise, considerably more (84%) of the white-
collar workers had college or other education and 52% of blue-collar workers had basic
education. A substantial proportion of the participants, over 77% blue collars and over 72%
white collars were married. More than 80% of the participants from both occupational groups

did not have caretaking responsibilities of someone close.

Among the work-related variables, the majority of the workers (87%) in white-collar
occupation had regular day work, in contrast to 66% of the blue-collar workers. A significantly
higher proportion of blue-collar workers (58%) had low support at work, while 73% of white-
collar workers had high support at work. Work-family time was significantly higher (79%)
among white-collars than blue-collar workers (56%). Similarly, 68% of blue-collar reported
disease which caused harm in their work, which was 60% in case of the white-collar workers.
The mean sickness absence days was significantly higher among blue-collar workers (19.6
+35.6) compared to (7.64+29.70) among white-collar workers. No sickness absence was
observed by more than 36 % of white collars during a year whereas 33% of blue collars took
sickness absence days from 15 days to a year. About 45% of white collars had possibilities to
influence work and work conditions on a usual basis whereas it was limited only to 13% among

blue collars. More than 55% blue collars stated hurry in work most often than white collars

(42%).

[Table 1 about here]

Support at work

No statistically significant difference in demographic characteristics of the workers was found
between low and high support at work (Table 2). Among work and health related variables, a
significant difference between low and high support at work was found for harm caused by
disease, sickness absence, possibilities to influence and hurry in work. Significantly more
people who reported harm caused by disease at work had low support at work (71%), compared

to 62% among those with high work support. The sickness absence days was significantly
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higher among those who reported low work support. Similarly, workers with low work support

had seldom possibilities to influence at work and were found hurry in work very often.

Work and family time

Only caretaking someone close was significantly different in demographic characteristics
between workers with low or high work and family time (Table 2). A significantly higher (87%)
of the workers who reported high work and family time had none to caretaking someone close
compared to 82% in the low work and family time. Among work and health related variables,
a significant difference was observed with regular day workers having high work and family
time (72%) compared to 64% in low work and family time. Significantly higher sickness
absence was reported by workers who had seldom possibilities to influence as well as more

often hurry in work had low work and family time

[Table 2 about here]

Table 3 presents the distribution of demographic as well as work-related characteristics of
studied subjects by job satisfaction. A significant difference in job satisfaction was found
between gender, and by occupational class with more females having high job satisfaction
(43%), and more males having low job satisfaction (62%), whereas a large proportion of blue-
collar workers had low job satisfaction (94%). Similarly, regular day work contributed to low
job satisfaction among workers (70%). The mean work experience was about (28.27+ 10.70)
years and those with more than 30 years of experience had slightly high job satisfaction (51%).
Similarly, workers with high support at work and high work and family time had high job
satisfaction (67%) and (79%) respectively. Besides that, workers with long sickness absence
days had less job satisfaction (38%). Workers having seldom possibilities to influence work
reported low job satisfaction at work by (54%), likewise, workers with very often hurry at work

had significantly low job dissatisfaction (61%).

[Table 3 about here]

Work- family balance

Compared to those with high support at work workers with low support were associated with
lower odds of having job satisfaction which remained strongly significant even after adjustment

for a number of work-health related and demographic variables in Model II (OR 0.31, 95% CI
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0.23-0.42). Likewise, workers with low work and family time compared to high work and
family time were associated with lesser likelihood of having job satisfaction in both the

bivariate and multivariate model (OR from multivariate model 0.26, 95% CI 0.19-0.35).

Work and health related variables

Two shift workers had lower odds of job satisfaction in both bivariate and adjusted multivariate
model I (OR from multivariate model 0.36, CI 0.17-0.74). Workers with less than fifteen years
of work experience tend to have a higher probability of job satisfaction in both models (OR
from multivariate model 1.82, CI 1.17-2.82). Compared to those with disease, workers with no
disease that caused harm at work had significantly higher odds of having job satisfaction in the
bivariate model (OR 1.40, 95% CI 1.12-1.76), however, the association lost its significance in
the multivariate model. Likewise, compared to those with long sickness absence days, workers
having no sickness absence or less sickness absence days increased the probability of job
satisfaction. The association was much stronger in the bivariate model but remained statistically
significant in the multivariable model (OR for no sickness absence 1.52, CI 1.00-2.31) and (OR
for 1-7 days of sickness absence 1.58, CI 1.10-2.34) respectively. Those workers who had
possibilities to influence work and work conditions usually had increased odds of job
satisfaction in the bivariate model which remained strongly significant even in model II (10.79,
5.09-22.88). Similarly, being hurry at work quite often significantly decreased the odds of job
satisfaction in the bivariate model (OR 0.49, CI 0.37-0.66), however, the association lost its

significance in model II.

Among demographic variables, compared to older workers, the younger age of workers
exhibited lower odds of job satisfaction in the bivariate model, which lost its significance in the
multivariate model. In bivariate model, females (OR 1.24, CI 1.00-1.52) and white collars (OR
3.76, CI 2.65-5.35) had greater odds of job satisfaction though the association was not
significant in model II. Married or living together situations also did not show significant effect
on odds of job satisfaction in the bivariate model, however, the effect was significant after

adjustment in model II (OR 0.70, CI 0.50-0.98).

[Table 4 about here]

48



Discussion
Summary of main findings

The aim of the study was to examine the impact of work-family balance as well as other work-
related factors on job satisfaction among older employees in postal service. Less than half of
the employees (49%) had job satisfaction and was associated almost 69% lower odds with low
support at work and 74% lower odds with low work and family time when adjusted for the
effect of other work and health related and socio-demographic factors. Other work- and health-
related factors such as having regular day work or two shifts work, hurry at work were
associated with lower odds of job satisfaction, but with job experience of <15 years, possibility
to influence at work and no or less sickness absence at work was associated with higher odds
of being satisfied from the job. Among demographic factors, married workers were associated

with lower odds of job satisfaction.

Work-family balance

The study found lower odds of job satisfaction among workers with low support at work in line

[18.35.321 * A supportive work environment, better and positive relationships

with earlier findings
with management and colleagues is considered important in maintaining a good work life
balance and are the strong predictors of job satisfaction “®4°1. Earlier studies have also
highlighted positive relationship of good work life balance with higher job satisfaction. Lack
of supportive organizational culture and insufficient time with family and managing home
responsibilities among doctors was associated with low job satisfaction [*”), Studies have shown
supervisors support and supportive work-family culture are linked to job satisfaction and

affective commitment 1. Likewise, family-friendly work environment aids in minimizing

work-family conflict, fostering positive work attitudes, and hence improving job satisfaction
[51]

A higher level of perceived work time control has positive effect of reducing work related stress
while promoting both work-family balance and job satisfaction 3. Similarly, work and family
roles had a great effect on work-family balance through Work-Family Conflict (WFC) and
Work-Family Enrichment (WFE) process and is extensively associated with job and family

satisfaction ['!), Lower satisfaction will result in an imbalance when individuals are unable to
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fulfill respective roles of work and family life, therefore positive outcomes are associated with

positive work family interface %

Significant work and family outcomes like family
satisfaction and functioning and work satisfaction and performance could be gained through
work—family balance !'¥l. Likewise, it was observed from the study that colleagues support had
a direct connection with job satisfaction and spouse support had a direct association with job,
marital, and family satisfaction. Employees report greater work—family balance as a result of

social assistance from spouses and workmates. This support and balance ultimately have

positive effect of satisfaction in both work and family domains !8].
Work and health related factors

We found that two shift workers had lower odds of job satisfaction which was supported by
earlier studies where workers with long work hours were at risk of low job satisfaction [¥%33-34],
Similar to earlier findings, we found psychosocial factors such as possibilities to influence at
work were associated with increased odds of job satisfaction 8], Studies have shown flexible
work arrangements not only enhance WLB by providing more autonomy in balancing work and

33561 byt also helps in increasing worker’s happiness, optimistic work attitudes,

personal life [
job satisfaction, organisational engagement P71, job efficiency and career opportunities [71.
Flexibility and job control provided satisfaction to the majority of women entrepreneurs. Our
findings showed workers with shorter tenure had high job satisfaction, and this was back up by
the findings of earlier study which reported reduced job satisfaction with increased tenure [°%/,
This can be assumed to the fact that responsibility increases with increasing work experience
so that workers might feel more pressure towards work that would degrade satisfaction
regarding work. However, a study regarding age dependent effects of job features on job
satisfaction among older and younger employees have revealed that younger employees are
satisfied primarily by monetary rewards whereas older employees are satisfied primarily by
their task contributions and interaction with supervisors in daily jobs [°°!. This also highlights

that there is no “one size fits all” approach regarding job satisfaction facets with diverse age

work force.

Likewise, studies have also indicated wellbeing had significant effect on job satisfaction 31,
Worker with better health conditions perform tasks effectively that influence high job
satisfaction. Whereas a degrading health condition prioritise for health management care and
can conflict with work activity and efficiency !'*]. Many other studies have predicted extended

work hours as the crucial risk of low well-being that leads to poor job satisfaction 525354 A
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good quality of work life is essential in determining employee job satisfaction because
employee with high job satisfaction have strong commitment which will eventually contribute
to the enhanced productivity of both employees and companies'>l. Our study further depicted
high job satisfaction associated with no or less sickness absence days and was similar to
findings from Nordic study P! where higher odds of self-reported sickness days and more health
complications were found as outcomes of poor work life balance. Hurry in work was found to
be associated with lower odds of job satisfaction which was in line to results obtained from a
cross-sectional study that revealed more female paediatricians feeling hurried that prevented
them to balance their work and other aspects of their lives and subsequently leading to low job

satisfaction %1,
Sociodemographic factors

Although not statistically significant in multivariate model, younger workers exhibited lower
odds of job satisfaction compared to older workers. The findings related to age and job
satisfaction in the literature are mixed. Some studies have reported that job satisfaction declines
in middle years [®*] while other reported the opposite [*'} Nevertheless, our findings were in
line with earlier findings which reflected younger social workers less satisfied with their jobs
and in reverse as age increases job satisfaction also increases [°®). It is possible that younger
workers might have unrealistically high aspirations than older employees that could affect job
satisfaction whereas older employees might have less job mobility and are more likely to seek
financial security and prefer to live in a permanent residence. When these factors are considered
together, a person's job satisfaction may increase as they get older. Further studies also showed
older generations were more satisfied with their jobs compared to younger generations such as
doctors born prior to 1980 had greater job satisfaction level as they value non -work segments

of life more than the younger cohorts 6259,

The result of present study demonstrating female workers having high odds of job satisfaction
was contrary to other previous studies %634 although the association was not statistically
significant in multivariate model. This result could be linked to the study result where lower

levels of work life conflict was observed indicating a positive societal effect of Finland and

65]

Norway (¢, Likewise, the study participants were above 50 years and the caretaking

responsibilities in the whole study prevailed to some extent only that might have possibly

 [66.67]

influenced high job satisfaction among women in this study. However, studie connected
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that woman tend to have poor work life outcomes than men due to gendered patterns of work

and care-giving practice still remain more on shoulders of women regardless of hours worked.

On the other hand, married or cohabiting partners in this study were associated with lower odds
of job satisfaction which was similar to other study results [®*). However, some studies have
revealed that an employee may balance the various, often challenging demands of work and
family life with the help of a supportive partner and at the same time enrich work and life
satisfaction ['®). Though the multivariate analysis of our study did not show any significance
except higher odds of job satisfaction among white collar workers in bivariate model, however,
when viewed through the job characteristics features like job control and autonomy, studies
have shown white-collar workers more satisfied with their work duties than their blue-collar
counterparts (8], In addition, when defined blue-collar workers primarily as physical workers
and whose career paths are relatively restricted [°) and white-collar workers as professional and
semi-professional employees "’ and comparing job satisfaction between these groups, blue-
collar workers tend to have low job satisfaction than their white-collar colleagues regarding

various aspects of their jobs like pay, their supervisors and the work itself [7!],
Strength and Limitations

Our study benefited with a longitudinal design with good statistical power among older age
workers in postal service. Some limitation should be considered while interpretating our
findings. The study investigated the work family balance exposure variables from work and
family domain perspective along with few indicators of health in addition because of its
importance and association in both work and family interface. Since the indicators and variables
of work and family studied in this project are not fully comprehensive, which means that all
items of work and family interfaces are not fully captured in our study. However, the significant
size of the participating organization in this study and the forms of work undertaken in postal
services are similar in many countries, this study could offer some generalizability. Indeed,
there are many other unmeasured aspects of work like payroll, terms of employment,
promotional chances, timely training, that might have an impact on job satisfaction level.
Similarly, partner support, relatives support, social, cultural and environmental interaction
along with personal lifestyle factors also might influence work life balance perspective which

are lacking in our study.
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Conclusion

Poor work-life balance in terms of low support at work and low work and family time was
associated with poor job satisfaction among older postal service employees. Work and family
domain are an integral part of work family interface; hence effort should be put from all levels

to ensure a positive balance between these two spheres.
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Table 1: Baseline characteristics of the study population by occupational class

Total Occupational class P-value

Variables N=1456 White-collar Blue-collar

n=188 n=1268
Age (Mean, SD) 56.40 (3.40) 56.50(3.41) 56.39(3.40) 0.696
Age in categories (years)
50-55 621 84 (44.7) 537 (42.4) 0.635
56-60 627 75 (39.9) 552 (43.5)
60+ 208 29 (15.4) 179 (14.1)
Gender <0.001
Female 584 113 (60.1) 471 (37.1)
Male 875 75 (39.9) 800 (62.9)
Education <0.001
Basic education 685 30 (16) 655 (51.9)
College or others 766 158 (84) 608 (48.1)
Marital status 0.148
Married or living together 1063 145 (77.5) 918 (72.5)
other 390 42 (22.5) 348 (27.5)
Caretaking someone close
no 1181 148 (80.4) 1033 (85.1) 0.104
yes 217 36 (19.6) 181 (14.9)
Form of working hours <0.001
Regular day work 1000 162 (86.6) 838 (66)
Regular two shift work 71 8 (4.3) 63 (5)
Other form of work hours 385 17 (9.1) 368 (29)
Work experience (Mean, SD) 28.27 (10.67) 28.54 28.23(10.58) 0.716

(11.23)
Work experience in 0.521
categories
<15yrs 233 30 (16.4) 203 (16.5)
15-30 yrs 457 53 (29) 404 (32.9)
30+ yrs 720 100 (54.6) 620 (50.5)
Support at work <0.001
low 769 50 (27.3) 719 (57.5)
high 665 133 (72.7) 532 (42.5)
Work and Family time <0.001
low 592 37 (20.6) 555 (44.3)
high 841 143 (79.4) 698 (55.7)
Harm caused by disease in 0.023
work
No disease 462 73 (40.1) 389 (31.7)
yes 949 109 (59.9) 840 (68.3)
Sickness absence, (mean, 17.97 (35.11) 7.64 (29.70) 19.65 (35.64)  <0.001

SD)
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Sickness absence, categories
no sickness absence

1-7 days

8-14 days

15-365 days
Possibilities to influence
Usually

Sometimes

Seldom

Never

Hurry in work

Very often

Quite often

sometimes

341
404
168
388

251
445
618
145

780
435
244

66 (36.3)
87 (47.8)
10 (5.5)

19 (10.4)

84 (44.7)
6132.4)
41 (21.8)
2 (1.1)

78 (41.5)
67 (35.6)
43 (22.9)

275 (24.6)
317 (28.3)
158 (14.1)
369 (33)

167 (13.1)
384 30.2)
577 (45.4)
143 (11.3)

702 (55.2)
368 (29)
201 (15.8)

<0.001

<0.001

0.001
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Table 2: Distribution of study characteristics by work support and work family variables.

Total Support at work p- Total Work and family time P-value
N=1437 low high value  N=1436 low high
n=771 n=666 n=843 n=593
Age (Mean, SD) 56.42 56.44 (3.36) 56.39(3.44) 0.772 56.40 (3.30) 56.41(3.46) 0.925
(3.39)
Age (years) 0.871 0.250
50-55 609 322 (41.8) 287 (43.1) 612 241 (40.6) 371 (44)
56-60 623 337 (43.7) 286 (42.9) 619 271 (45.7) 348 (41.3)
60+ 205 112 (14.5) 93 (14.0) 205 81 (13.7) 124 (14.7)
Gender 0.120 0.066
Female 582 298 (38.6) 284 (42.6) 580 223 (37.5) 357 (42.3)
Male 858 475 (61.4) 383 (57.4) 859 372 (62.5) 487 (57.7)
Education 0.255 0.202
Basic 673 371 (48.5) 302 (45.5) 681 294 (49.7) 387 (46.2)
Others 756 394 (51.5) 362 (54.5) 748 298 (50.3) 450 (53.8)
Marital status 0.443 0.147
married/Living together 1051 558 (72.6) 493 (74.4) 1051 446 (75.5) 605 (72)
Other 381 211 (27.4) 170 (25.6) 380 145 (24.5) 235 (28)
Caretaking someone close 0.642 0.005
no 1167 628 (84.9) 539 (84) 1169 462 (81.5) 707 (87)
yes 215 112 (15.1) 103 (16) 211 105 (18.5) 106 (13)
Work exposure variables
Form of working hours 0.992 0.003
Regular day work 991 532 (69.1) 459 (69) 985 377 (63.8) 608 (72.1)
Two shifts work 70 38 (4.9) 32 (4.8) 69 35(5.9) 34 (4)
Other form of workhours 374 200 (26) 174 (26.2) 380 179 (30.3) 201 (23.8)
Work experience (Mean, SD)  28.26 28.52 (10.70) 27.96 (10.69) 0.331  28.31(10.69) 28.68 (10.65) 28.04(10.72) 0.276
(10.69)
Work experience (years) 0.874 0.722
<15 229 120 (16) 109 (17) 230 91 (15.8) 139 (17.1)
15-30 451 243 (32.4) 208 (32.4) 447 184 (31.9) 263 (32.4)
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30+ 710 386 (51.5) 324 (50.5) 711 302 (52.3) 409 (50.4)

Harm caused by disease 0.001 0.051
No disease 458 218 (28.8) 240 (37.6) 459 176 (30.1) 283 (35.1)

yes 937 538 (71.2) 399 (62.4) 933 409 (69.9) 524 (64.9)

Sickness absence 18 (35.26)  21.94(40.79) 13.36 (26.66) <0.001 17.89(34.75) 21.99 (38.41) 14.97 (31.58) <0.001
Sickness absence, categories <0.001 <0.001
No sickness absence 337 147 (21.2) 190 (32.1) 333 98 (18.4) 235(31.4)

1-7 days 398 202 (29.1) 196 (33.2) 399 153 (28.7) 246 32.9)

8-14 days 168 100 (14.4) 68 (11.5) 167 83 (15.5) 84 (11.2)

15-365 days 383 246 (35.4) 137 (23.2) 383 200 (37.5) 183 (24.5)
Possibilities to influence <0.001 <0.001
Usually 246 52 (6.7) 194 (29.1) 245 37 (6.2) 208 (24.6)

Sometimes 439 170 (22) 269 (40.3) 441 151 (25.4) 290 (34.4)

Seldom 612 422 (54.6) 190 (28.5) 610 311 (52.3) 299 (35.4)

Never 143 129 (16.7) 14 (2.1) 143 96 (16.1) 47 (5.6)

Hurry in work 0.002 <0.001
Very often 773 442 (57.2) 331 (49.6) 774 378 (63.5) 396 (46.9)

Quite often 428 205 (26.5) 223 (33.4) 429 154 (25.9) 275 (32.6)

sometimes 239 126 (16.3) 113 (16.9) 236 63 (10.6) 173 (20.5)
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Table 3: Distribution of study characteristics by job satisfaction.

Variables Total Job satisfaction (n %) p-value
N=1454 No Yes
n=745 n=709
Age (Mean, SD) 56.42 (3.41) 56.29 (3.28) 56.56 3.53) 0.133
Age category (years) 0.055
50-55 616 318 (42.7) 298 (42)
56-60 630 336 (45.1) 294 (41.5)
60+ 208 91 (12.2) 117 (16.5)
Gender 0.049
Female 584 281 (37.6) 303 (42.7)
Male 873 466 (62.4) 407 (57.3)
Education 0.162
Basic education 682 363 (48.9) 319 (45.2)
College or others 765 379 (51.1) 386 (54.8)
Marital status 0.151
Married or living together 1060 556 (74.7) 504 (71.4)
Other 390 188 (25.3) 202 (28.6)
Caretaking someone close
no 1179 595 (83.5) 584 (85.5) 0.289
yes 217 118 (16.5) 99 (14.5)
Occupational class <0.001
White collar 186 46 (6.2) 140 (19.8)
Blue collar 1266 700 (93.8) 566 (80.2)
Form of working hours 0.022
Regular day work 1000 518 (69.5) 482 (68.1)
Regular two shift work 71 46 (6.2) 25(3.5)
Other form of work hours 382 181 (24.3) 201 (28.4)
Work experience (Mean, 28.27 28.89 (10.05)  27.62(11.31)  0.026
SD) (10.70)
work experience (years) 0.001
<15 233 95 (13.2) 138 (20)
15-30 454 251 (35) 203 (29.4)
30+ 721 371 (51.7) 350 (50.7)
Support at work <0.001
low 770 543 (73.5) 227 (32.8)
high 662 196 (26.5) 466 (67.2)
Work and family time <0.001
low 593 446 (61) 147 (21)
high 838 285 (39) 553 (79)
Harm caused by disease
No disease 461 213 (29.1) 248 (36.6)
yes 949 519 (70.9) 430 (63.4)
Sickness absence days 17.96 22.35(38.21)  13.21(30.78)  <0.001
(35.12)
Sickness absence, <0.001
categories
no sickness absence 341 136 (20.1) 205 (32.8)
1-7 days 404 185 (27.4) 219 (35)
8-14 days 167 99 (14.7) 68 (10.9)




15-365 days 388 255 (37.8) 133 (21.3)

Possibilities to influence <0.001
Usually 251 43 (5.8) 208 (29.3)

Sometimes 443 178 (23.8) 265 (37.3)

Seldom 618 402 (53.8) 216 (30.4)

Never 145 124 (16.6) 21 (3)

Hurry in work <0.001
Very often 780 459 (61.4) 321 (45.2)

Quite often 435 188 (25.2) 247 (34.8)

Sometimes 242 100 (13.4) 142 (20)

Table 4: Association of work life balance with job satisfaction among postal workers. Odds ratio

(ORs) and their 95% confidence intervals (Cls) from log-binomial models.

Characteristics

OR, 95% CI

Model 1

Model 11

Age Category

50-55

56-60

60+

Gender

Female

Male

Education

Basic Education
College or others
Marital Status
married

other

Occupational Class
white collar

blue collar

Caretaking Someone close
No

Yes

Form of work hours
Regular day

Two shifts work
Other forms

Work Experience (years)
<15

15-30

30+

Support at work

low

high

Work and Family time
low

high

Harm caused by disease in work

0.73 (0.53-1.00)
0.68 (0.50-0.93)
1

1.24 (1.00-1.52)
1

0.86 (0.70-1.06)
1

0.84 (0.67-1.06)
1

3.76 (2.65-5.35)
1

1.17 (0.87-1.56)
1

0.84 (0.66-1.06)
0.49 (0.29-0.83)
1

1.54 (1.14-2.08)
0.86 (0.68-1.09)
1
0.18 (0.14-0.22)
1

0.17 (0.13-0.21)
1

0.74 (0.47-1.17)
0.75 (0.47-1.18)
1

1.33 (0.96-1.85)
1

1.07 (0.79-1.46)
1

0.70 (0.50-0.98)
1

1.56 (0.94-2.58)
1

0.89 (0.58-1.34)
1

0.56 (0.39-0.80)
0.36 (0.17-0.74)
1

1.82 (1.17-2.82)
0.95 (0.67-1.34)
1

0.31 (0.23-0.42)

0.26 (0.19-0.35)
1
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No disease

yes

Sickness absence days
no absence

1-7 days

8-14 days

15-365 days
Possibilities to influence
Usually

Sometimes
Seldom
Never

Hurry in work
Very often
Quite often
Sometimes

1.40 (1.12-1.76)
1

2.89 (2.14-3.90)
2.27 (1.70-3.02)
1.32 (0.90-1.91)
1

28.56 (16.20-
50.36)

8.79 (5.33-14.49)
3.17 (1.94-5.18)
1

1.42 (1.10-1.83)
0.49 (0.37-0.66)
1

1.20 (0.86-1.68)
1

1.52 (1.00-2.31)
1.58 (1.10-2.34)
1.19 (0.73-1.93)
1

10.79 (5.09-22.88)

4.72 (2.43-9.17)
2.76 (1.45-5.25)
1

0.54 (0.35-0.83)
0.81 (0.51-1.30)
1

Model I: bivariate analysis

Model II: Simultaneous adjustment of all variables included in the model.

67



