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Abstract 
Purpose: This study examines how work-life balance (WLB) practices affect 
employees’ work-life balance satisfaction (WLBS) and overall job satisfaction 
(JS), grounded in social exchange theory. It also investigates the mediating role 
of organisational identification (OI) in these relationships. Design/methodol-
ogy/approach: Data were collected from 528 full-time employees working in 
private commercial banks across major cities in Bangladesh, with a 66% re-
sponse rate. Analysis was conducted using SPSS and AMOS. Findings: The 
results reveal that WLB practices significantly enhance both WLBS and JS. Or-
ganisational identification partially mediates these relationships, highlighting 
its role in strengthening employee satisfaction. Originality/value: This study 
is the first to consider work-life balance satisfaction as a distinct outcome and 
to identify organisational identification as a mediating mechanism between 
WLB practices and employee satisfaction. These findings deepen understand-
ing of the psychological processes driving WLB outcomes and provide action-
able insights for organisational policy. 
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1. Introduction 

In the early 20th century, the relationship between work and personal life was 
largely unquestioned. However, this view shifted in the 1970s due to increasing 

How to cite this paper: Roy, I. (2025). Link-
ing Work-Life Balance Practices with Work-
Life Balance Satisfaction and Job Satisfac-
tion: The Mediating Role of Organisational 
Identification. Journal of Human Resource 
and Sustainability Studies, 13, 277-301. 
https://doi.org/10.4236/jhrss.2025.132016 
 
Received: May 21, 2025 
Accepted: June 16, 2025 
Published: June 19, 2025 
 
Copyright © 2025 by author(s) and  
Scientific Research Publishing Inc. 
This work is licensed under the Creative 
Commons Attribution International  
License (CC BY 4.0). 
http://creativecommons.org/licenses/by/4.0/

  Open Access

https://www.scirp.org/journal/jhrss
https://doi.org/10.4236/jhrss.2025.132016
https://www.scirp.org/
https://orcid.org/0000-0002-6248-4528
https://doi.org/10.4236/jhrss.2025.132016
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/


I. Roy 
 

 

DOI: 10.4236/jhrss.2025.132016 278 Journal of Human Resource and Sustainability Studies 
 

female workforce participation in Western countries (Rajalakshmi, 2012). Recent 
research highlights that work-life balance (WLB) has become a critical issue in 
emerging economies, with women’s employment in Iran rising to 22 percent 
(Schwab et al., 2016) and traditional family roles evolving as dual-earner house-
holds become more common (Karimi, 2009). (Valcour, 2007) notes that individ-
uals now juggle various responsibilities such as parenting, spousal duties, and 
caregiving, making the integration of professional and personal lives essential. 
Job-related stress can lead to burnout and diminished well-being, prompting or-
ganisations to support employees in managing their work-life responsibilities. 

WLB has become a significant concern for both employees and organisations, 
as imbalances can negatively affect work performance and personal life (Garg & 
Dawra, 2017). (Clark, 2000) defines WLB as achieving satisfaction and effective-
ness at work and home with minimal role conflict, while Kirchmeyer (2000) em-
phasizes the distribution of resources like time and energy across life domains. 
Greenhaus and Allen (2011) highlight the importance of satisfaction in both work 
and personal responsibilities. Additionally, WLB depends on an individual’s ca-
pacity to manage diverse roles such as career, personal life, and community en-
gagement (Haar, 2013; Pasamar & Valle, 2015). According to Yuile et al. (2012), 
WLB occurs when both work and non-work obligations are effectively managed. 

Understanding the interaction between work and family responsibilities is es-
sential for managing human resources effectively. Researchers and practitioners 
have increasingly focused on WLB due to changing family dynamics and the rise 
in dual-career couples and single-parent households (Kaya & Karatepe, 2020; Nick-
lin et al., 2019). Social shifts, such as increased female workforce participation and 
elder care responsibilities, have heightened the need for WLB practices (Butts et 
al., 2013). The COVID-19 pandemic further emphasized the importance of WLB, 
with a 74 percent drop in life satisfaction (Yang et al., 2020). Organisations must 
implement WLB measures to help employees manage work and personal roles 
(Beauregard & Henry, 2009). 

Common WLB practices include flexible work hours, remote working, job shar-
ing, part-time roles, compressed schedules, and emergency paid leave (Butts & 
Krysan, 2012). These practices allow employees to balance various responsibilities 
more effectively (Kailasapathy et al., 2014). Prior studies have linked WLB with 
job satisfaction, career success, and organisational commitment (Carlson et al., 
2009; Saraih et al., 2019). Hakanen and Schaufeli (2012) found a positive relation-
ship between work engagement and life satisfaction, while Aryee et al. (2005) 
highlighted WLB’s connection to organisational commitment and job satisfac-
tion. Effective WLB practices boost organisational efficiency and promote em-
ployee autonomy in balancing professional and personal duties (Becker & Huselid, 
2006; Felstead et al., 2000). 

Research also indicates a strong link between organisational identity and em-
ployee well-being (Matthews et al., 2014). Studies have examined how WLB affects 
job satisfaction, anxiety, and depression (Brough et al., 2014; Haar et al., 2014). 
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Despite growing interest, gaps remain in understanding the broader effects of 
WLB (Greenhaus & Allen, 2011; Hall et al., 2013). This study aims to address these 
gaps by examining WLB’s influence on job satisfaction and WLB satisfaction, with 
organisational identity as a potential mediator. 

The findings could help organisations understand how WLB practices enhance 
employee satisfaction. Focusing on the banking sector in a developing economy, 
this research aims to contribute to WLB literature in emerging markets. While 
WLB practices are well-studied in developed nations (Munn & Chaudhuri, 2016), 
there is a lack of research in countries like India and Bangladesh (Munn & Lee, 
2014). This study specifically examines how WLB impacts job satisfaction, WLB 
satisfaction, and organisational identity in the context of Bangladeshi culture. 

2. Literature Review 
2.1. The Social Exchange Theory 

Social exchange theory (Blau, 1964) is based on the principle of reciprocity, which 
is, again, based on two assumptions: 1) people should keep the ones who have 
helped them in their mind and help them, and 2) people should not injure those 
who have helped them (Gouldner, 1960). This theory suggests that employees per-
ceive positive actions for the benefit of employees as an indication that the organ-
isation cares about them (Blau, 1964). Therefore, supportive formal or informal 
organisational practices can create a feeling of obligation among employees to re-
ciprocate by exhibiting healthy behaviors, such as job satisfaction (Cropanzano & 
Mitchell, 2005). Based on this reasoning, we contend that WLB practices can im-
prove employee job satisfaction and work-life balance satisfaction. 

Social exchange theory relies on the principle of reciprocity (Gouldner, 1960), 
which posits that employees are morally obligated to contribute to their employer 
in exchange for the benefits they receive, such as work-family policies. It is imper-
ative to investigate these reciprocal relationships between employers and employ-
ees, as employers may decide to reduce or eliminate benefits such as work-family 
policies due to a lack of reciprocity. Additionally, social exchange involves recip-
rocal exchanges where the exact return for employees’ contributions is not prede-
termined. This theory provides a framework for comprehending the relationship 
between WLB practices and employee outcomes (Allen, 2001; Haar & Roche, 
2010; Haar & Spell, 2004). 

2.2. Organisational Identity Theory 

According to the Social Identity Approach (Haslam, 2004), when employees cat-
egorise themselves as members of a specific organisation, they tend to appropriate 
the organisation’s values and aims as their own and see themselves as interchange-
able with other members of the organisation (Ashforth & Mael, 1989). Thus, as-
suming that employees feel a strong sense of belonging in their organisation, and 
if this membership is psychologically relevant (salient) in a given context, they 
should show favoritism towards their organisation, in terms of more satisfaction, 
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collaboration, and extra-role behaviors (Ashforth et al., 2013).  
Identification with one’s own organisation, indeed, increases the likelihood that 

employees will show more extra-role performance, commitment, and job satisfac-
tion among other outcomes (Lee et al., 2015; Ng & Allen, 2018). The degree to 
which an employee identifies with a group, will, for instance, determine how well 
she/he will correctly interpret the received support from in-group members (Hair 
Jr et al., 2014). Also mentioned, (Häusser et al., 2020) hypothesised that group- 
and individual-level identifications could interact with each other, and this inter-
action could affect employees’ attitudes and behaviors. 

3. Hypotheses Development 
3.1. Work-Life Balance (WLB) Practices and Work-Life Balance  

Satisfaction (WLBS) 

The concept of work-life balance (WLB) plays a vital role in managing employees’ 
responsibilities across work, home, and other life domains. Work-life balance 
(WLB) refers to an individual’s perception that work and non-work activities are 
compatible and promote growth in accordance with an individual’s current life 
priorities (Greenhaus & Allen, 2011). It reflects the ability to effectively manage 
and fulfil responsibilities across both domains. Employers implement various 
WLB strategies, including flexible work hours, task sharing, part-time roles, com-
pressed schedules, remote working, and emergency paid leave (Butts & Krysan, 
2012; Perrigino et al., 2018). Though these practices vary by organisation, research 
indicates that they positively influence organisational commitment and employee 
attitudes while reducing turnover intentions. WLB also enhances job performance 
and helps employees better manage both organisational and family duties (Haar 
& Roche, 2010). Studies suggest that achieving WLB increases life satisfaction by 
allowing individuals to engage in meaningful personal and professional activities 
(Brough et al., 2014; Carlson et al., 2009). 

According to Syrek et al. (2022), WLB represents the absence of conflict be-
tween life roles. A poor balance can lead to work-life conflict, negatively impacting 
employee health and organisational productivity. Meta-analyses and reviews re-
veal that WLB practices foster positive job attitudes, enhance organisational com-
mitment, and lower turnover rates (Butts & Krysan, 2012; Kossek et al., 2011). These 
practices boost employee performance and contribute to overall well-being, in-
cluding life satisfaction and increased loyalty (Dizaho & Othman, 2013). 

Work-life balance satisfaction (WLBS) refers to an individual’s subjective eval-
uation of how well their work and personal life demands are balanced and how 
satisfied they are with this balance (Valcour, 2007). It reflects perceived success in 
fulfilling both work and non-work roles without significant conflict or strain. Re-
search highlights the organisational benefits of effective WLB interventions, such 
as reduced work-family conflict, stronger organisational citizenship behaviors, 
greater commitment, and improved job satisfaction (Baral & Bhargava, 2010; Kel-
liher et al., 2019). Employer support for WLB positively affects employee engage-
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ment and retention (Baral & Bhargava, 2010; Kelliher et al., 2019). Baral and Bhar-
gava (2010) emphasise that WLB initiatives ensure employees’ well-being and 
support their non-work needs. WLB remains crucial across cultures, influencing 
individual wellness (Kossek et al., 2014; Lyness & Judiesch, 2014). Based on this, 
the following hypothesis is proposed: 

H1: Work-life balance (WLB) practices will positively relate to Work-life Bal-
ance Satisfaction (WLBS). 

3.2. Work-Life Balance (WLB) Practices and Job Satisfaction (JS) 

Job satisfaction (JS) is defined as “a pleasurable or positive emotional state result-
ing from the appraisal of one’s job or job experiences” (Locke, 1976). It encom-
passes factors such as work conditions, pay, interpersonal relationships, and op-
portunities for advancement. Employee happiness and engagement rise when or-
ganisations implement successful WLB practices. Employees can only be de-
lighted with their employment when they integrate their personal and profes-
sional lives (Alias et al., 2018). It is stated as ‘the employees’ views of their working 
environment, relationships among colleagues, salary, and promotion opportuni-
ties’ (Belias et al., 2015). Organisations that effectively embrace work-life balance 
programmes show a gain in employee satisfaction and loyalty, asserts Arif and 
Farooqi (2014). Organisations increasingly comprehend the close relationship be-
tween employee happiness and business, which underscores the necessity of con-
centrating on developing legislation that supports work and personal concerns 
(Arif & Farooqi, 2014). 

Workplace flexibility has a major impact on job satisfaction (Kumari, 2012; Ya-
nala et al., 2023). Businesses that promote work-life balance are generating happy 
social citizens in addition to a pleased workforce. Work-life balance policies, such 
as job sharing, flexible scheduling, remote work, and task management flexibility, 
are meant to give employees autonomy over their working hours and a sense of 
fulfillment from carrying out and finishing their tasks without regard to location 
or time constraints. In this way, having a contented and happy workforce result 
in higher contributions within organisations (Arif & Farooqi, 2014). For firms, 
acquiring and sustaining valuable human capital is a challenge (Viljoen, 2022). 
Dhamija et al. (2019) believe that when job aspects and needs are satisfied, em-
ployee job satisfaction arises. According to Alias et al. (2018), workers who are 
employed by companies that strongly support work-life balance are happier in 
their positions than those who work for companies that do not distinguish be-
tween work and personal life.  

Job satisfaction provides workers with extra opportunities to meet family obli-
gations, which leads to a high degree of family-related satisfaction (Voydanoff, 
2005). In addition, WLB practices minimise psychological strain and allow people 
to please their family and their jobs. WLB techniques favor job satisfaction due to 
a more positive outlook and stress reduction (Bloom et al., 2009). Employees who 
experience WLB practices are more satisfied with their jobs. Bowling et al. (2010) 
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revealed in a meta-analysis that work satisfaction has a favorable connection with 
family functioning, happiness, positive affect, and the lack of negative affect. They 
suggested that global JS had a greater link with life satisfaction. Although work-
life balance satisfaction (WLBS) and job satisfaction (JS) are positively related, 
they represent distinct evaluative domains. WLBS refers to an individual’s subjec-
tive assessment of how well they are able to manage the demands of work and 
personal life, and their satisfaction with this balance (Valcour, 2007). In contrast, 
JS concerns an employee’s emotional evaluation of various aspects of their job, 
including tasks, work environment, and career prospects (Locke, 1976). While 
WLBS can influence JS, particularly through reduced work-life conflict, the two 
constructs are conceptually separate: WLBS spans both personal and work do-
mains, whereas JS is specific to the workplace. Acknowledging this distinction en-
sures clarity in model specification and construct validity. 

Prior research has studied the links between WLB and employee’ satisfaction 
(Brough et al., 2014; Haar et al., 2014), demonstrating that employees who expe-
rience balance are more content with their employment and lifestyles. Building on 
this research, we argue that employees who experience work-life balance (WLB) 
are likely to report higher satisfaction. This argument is based on the concept that 
attaining balance reduces tensions between work and personal life, nurturing a 
greater sense of harmony. Additionally, individuals engaged in meaningful and 
diverse activities may experience greater overall job and life satisfaction. Previous 
research indicated that WLB is positively connected to career satisfaction (Saraih 
et al., 2019) and job satisfaction (Carlson et al., 2009; Haar, 2013). Balanced indi-
viduals might sense lower stress and high satisfaction with their jobs (Warner & 
Hausdorf, 2009). Thus, it is hypothesised that work-life balance and job satisfac-
tion are positively and strongly associated. 

H2: Work-life balance (WLB) practices will positively relate to Job Satisfaction 
(JS). 

3.3. The Mediating Role of Organisational Identifications (OI) 

Organisational Identification (OI) is defined as “the perception of oneness with 
or belongingness to an organisation, where individuals define themselves in terms 
of their membership in the organisation” (Mael & Ashforth, 1992). It reflects a 
psychological attachment that influences attitudes and behaviors within the work-
place. According to the Social Identity Theory (Haslam & Ellemers, 2005), when 
employees classify themselves as members of a certain organisation, they tend to 
take the organisation’s values and purposes as their own and perceive themselves 
as interchangeable with other members of the organisation. Since organisational 
identification shows the relationship between people and their organisation, it is 
‘potentially capable of explaining and predicting many important attitudes and 
actions in the workplace’ (Edwards, 2005). According to Lee et al. (2015) and Ng 
and Allen (2018), employees who identify with their organisation are more likely 
to exhibit extra-role performance, dedication, and job satisfaction, among other 
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outcomes. Employees with work passion dedicate extensive time to work-related 
tasks and activities; they remain overtime, actively participate in organisational 
life, and regard work as a vocation (Vallerand, 2003). Because employees are often 
confined inside the setting and context of the organisation, organisational life be-
comes a part of an individual’s life, leading to a higher feeling of identification 
with the organisation (Mageau et al., 2009). 

Allen (2001) argued that firms that assist families may boost WLB as well as the 
commitment to the company since employees are more drawn to jobs that include 
flextime and work-life advantages. Additionally, a strong organisational identifi-
cation makes coworkers more connected, which increases the possibility that em-
ployees will identify with the organisation and be more likely to work together 
(Avanzi et al., 2015; Junker et al., 2019; van Dick & Haslam, 2012). Employees 
with greater degrees of OI internalise the aims and values of the organisation and 
are thus more motivated to direct efforts toward the organisational objectives 
(Efraty & Wolfe, 1988). These individuals will display a cooperative manner of 
functioning and exhibit a significant lot of effort (Carmeli et al., 2007). 

Identification occurs when employees perceive the organization’s identity as 
appealing. The larger an organization’s image is perceived by its members, the 
greater their level of identification. For this process to take place, it is crucial to 
cultivate a shared objective, active engagement, and a common narrative between 
the organization and the individual. When individuals identify themselves with 
the organisation’s organisations, the degree of work satisfaction improves, moti-
vation increases, and the turnover rate lowers (Zhou et al., 2017). It is usually 
claimed in the research that organisational identification is directly related to fa-
vorable work performance (He & Brown, 2013). Suppose the management of the 
organisation assures that the employees identify with the organisation and con-
nect to the organisation with a sense of loyalty and belonging. In that circum-
stance, the employees are happier with the tasks they perform (Akova & Hasdemir, 
2019). 

There is a vast body of evidence on the advantages of group memberships, and 
identifying with the organisation has been consistently related to better workplace 
outcomes, predicting positive organisational citizen behavior (Christ et al., 2003). 
An increasing body of knowledge, social identification, and group engagement 
promote overall well-being and work satisfaction (Haslam et al., 2009). For in-
stance, van Dick and Haslam (2012) present empirical and meta-analytical evi-
dence that relates strong organisational identification to improved work satisfac-
tion and reduced stress levels (Van Dick et al., 2008). This shows that organisa-
tional identification equips individuals with more resources to deal with the issues 
they experience jointly, resulting in more favorable working outcomes. 

It can be seen from the literature that WLB practices influence individual atti-
tudes and behavior not only directly but also indirectly via some motivational and 
socio-psychological processes (Kehoe & Wright, 2013). According to social iden-
tity theory, people are eager to affiliate themselves with renowned social groups 
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to increase their self-esteem (Abrams & Hogg, 1988). Thus, increased organisa-
tional identification is likely to result in actions that benefit the organisation and 
its employees (Brown et al., 2006). Although existing literature explores the rela-
tionship between organizational identity and work satisfaction, no study has ex-
amined the mediating role of organizational identification in the link between 
work-life balance (WLB) and job satisfaction (JS), as well as WLB and work-life 
balance satisfaction (WLBS). This research aims to address this gap. Grounded in 
social exchange theory, we propose that organizational identification (OI) serves 
as a key mechanism in understanding the impact of WLB practices on both WLBS 
and JS. Based on this, we formulate the following hypotheses. 

H3: Organisational identification mediates the relationship between work-life 
balance practices and Work-life Balance Satisfaction (WLBS). 

H4: Organisational identification mediates the relationship between work-life 
balance practices and job satisfaction (JS). 

The research model is shown in Figure 1. 
 

 
Figure 1. Conceptual model. 

4. Methodology 
4.1. Participants and Procedure 

The banking industry in Bangladesh employs approximately 195,141 individuals, 
with 126,991 working in over fifty private commercial banks (Bangladesh Bank, 
2020-21; Roy et al., 2024). This study focused on full-time employees from various 
private commercial banks across multiple major cities in Bangladesh, including 
Dhaka, Khulna, Chittagong, Sylhet, and Rajshahi. A convenience sampling tech-
nique was used to facilitate participant access due to time and logistical con-
straints. Although non-probability sampling may limit generalizability, efforts 
were made to reduce sampling bias by approaching banks of different sizes and 
geographic regions. Formal letters were sent to a randomly selected set of private 
banks in these cities, and upon receiving managerial approval, survey question-
naires were distributed during working hours to employees from diverse depart-
ments and hierarchical levels. A cover letter accompanied each questionnaire, 
clearly outlining the purpose of the study and ensuring confidentiality and ano-
nymity of responses. A total of 850 questionnaires were distributed, from which 
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566 were returned, yielding a 66.6% response rate. After data screening, 528 valid 
responses were retained for final analysis. 

To support the data collection process, five experienced research assistants were 
engaged. Their responsibilities included identifying accessible participants, ad-
ministering the questionnaires, and retrieving completed responses. The final 
sample was diverse in terms of age, gender, job roles, and geographic location, 
enhancing the representativeness of the findings within the private banking sector 
in Bangladesh. 

Data was collected between June and November 2023. This period followed the 
height of the COVID-19 pandemic, during which most organisations, including 
banks in Bangladesh, had resumed full on-site operations. Although the immedi-
ate disruptions caused by the pandemic had largely subsided, residual shifts in 
employee expectations regarding workplace flexibility and work-life balance may 
have influenced participant perceptions. These contextual factors should be con-
sidered when interpreting the findings, particularly those related to organisational 
support and employee well-being. 

Although the sample included employees from multiple private commercial 
banks, preliminary inquiries and discussions with HR managers during the ap-
proval process suggested that core human resource policies and work-life balance 
programs were broadly similar across institutions. Most banks adhered to com-
mon regulatory standards set by the Bangladesh Bank and followed comparable 
frameworks for leave entitlements, working hours, and employee welfare initia-
tives. While minor procedural differences may exist, substantial variation in WLB 
practices across banks is unlikely to have significantly influenced the results. 

4.2. Measures 

A five-point Likert scale was used to measure the questionnaire, with response 
options ranging from 1 (strongly disagree) to 5 (strongly agree). 

WLB practices (WLBP) 
To measure WLB practices, this study used an eight-item scale (Judge et al., 

1994; Syrek et al., 2013). A sample item, “I am satisfied with my balance between 
work and private life.” Cronbach’s alpha coefficient for this scale was 0.908, indi-
cating high internal consistency. 

Organisational identification (OI) 
OI was assessed using a six-item scale developed by Saks and Ashforth (1997). 

A sample statement is, “When someone criticises the enterprise, it feels like a per-
sonal insult”. The Cronbach’s alpha coefficient for this scale was 0.922. 

Job Satisfaction (JS) 
Job satisfaction (dependent variable) was measured using five items measured 

by Churchill Jr et al. (1974). A sample statement is “I feel that my job is satisfying”. 
The Cronbach’s alpha coefficient for this scale was 0.923. 

Work-life Balance satisfaction (WLBS) 
To assess work-life balance satisfaction (dependent variable), a scale by Syrek 
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et al. (2013), which consists of the five items reflecting employees’ satisfaction with 
their achieved balance between work and private life. A sample item is: “I am sat-
isfied with my balance between work and private life.” Cronbach’s alpha coeffi-
cient for this scale was 0.934, reflecting excellent reliability. 

Control variable 
Following the empirical investigation (Roy et al., 2023; Roy et al., 2024) em-

ployees’ education, age, gender, marital status and occupational role were consid-
ered as control variables. 

4.3. Data Analysis 

After the questionnaires were collected, the responses were coded and analyzed 
using the Statistical Package for Social Sciences (SPSS) version 27 and IBM SPSS 
AMOS version 24. The hypotheses were then tested using covariance-based struc-
tural equation modeling (CB-SEM) as the statistical tool. The use of this statistical 
tool owes to its popularity and preference over tools such as regression (Bollen, 
1989; Dartey-Baah & Addo, 2019); because of its ability to test hypothesised rela-
tionships as well as factor structures of the latent variables simultaneously (Gefen 
et al., 2000; Hair et al., 2016). As a second generational statistical tool, SEM deals 
with two main models; the structural model which entails the proposed relation-
ships between the independent (exogenous) and the dependent (endogenous) la-
tent variables, and secondly, the measurement model which comprises the load-
ings of the items on their respective constructs (Gefen et al., 2000). 

Thus, combining these two models allows errors in the observed variables and 
factors analysis to be included simultaneously in testing the model for proposed 
hypothesised relationships between constructs (Dartey-Baah & Addo, 2019; Gefen 
et al., 2000). Concerning the mediation analysis, although the Baron and Kenny 
(1986) approach has been widely used for testing mediation over the years, it has 
been criticised for missing some true indirect effects thus resulting in Type II er-
rors in research (MacKinnon et al., 2007). The mediation was thus tested by cal-
culating the indirect effect estimates and subsequently testing the estimates for 
significance. SEM can test such complex relationships among variables (Dartey-
Baah & Addo, 2019; Hair Jr et al., 2014; Gefen et al., 2000; Kenny, 2012). 

As such, the structural models were evaluated to estimate the indirect effects of 
work-life balance (WLB) on work-life balance satisfaction (WLBS) and job satis-
faction (JS) through organizational identity (OI). These estimates were then tested 
for significance using the percentile bootstrapping confidence interval method. 

4.4. Demographic Analysis 

The demographic analysis of the respondents offers a detailed profile of the bank 
employees surveyed to assess the effects of WLB practices on WLBS and JS. The 
sample showed a notable gender disparity, with 69.5 per cent males and 30.5 per 
cent females. Age distribution indicated a predominantly younger workforce, as 
73.1 per cent of respondents were between 20 and 40 years old, while 26.9 per cent 
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fell within the 41 to 55 age range, suggesting an early- to mid-career demographic. 
In terms of educational background, a significant majority of 85.6 per cent held a 
master’s degree, 14.0 per cent had a bachelor’s degree, and only 0.4 per cent held 
qualifications below a bachelor’s degree. Marital status analysis revealed that 83.1 
per cent of respondents were married, while 16.9 per cent were unmarried. Family 
responsibilities were also a notable factor, as 72.7 per cent of participants reported 
having more than two dependents, and 27.3 per cent had one to two dependents, 
highlighting the potential influence of family obligations on their work-life bal-
ance needs. The sample included a diverse range of occupational roles, such as 
branch manager, senior officer, officer, and junior officer, ensuring a well-rounded 
representation of the banking workforce in Bangladesh. This variation in respond-
ent demographics enhances the representativeness of the sample, offering valua-
ble insights into the interplay of work-life balance, job satisfaction, and personal 
satisfaction across the industry. 

5. Results 
5.1. Preliminary Analysis 

The dataset was initially examined for missing values and their patterns, as sys-
tematic missing data could impact the validity of the findings (Sekaran & Bougie, 
2016). Out of 566 responses, 31 cases exhibited random missing values and were 
subsequently excluded from the analysis. The remaining 535 responses were then 
assessed for outliers using the Mahalanobis distance test at a significant level of p 
< 0.000. Based on this, 7 responses with extreme values were removed (Kline, 
2011). 

Following this, the normality of the data was tested by evaluating the skewness 
and kurtosis values. All values were within the acceptable range of ±1 for skewness 
and ±3 for kurtosis (Byrne, 2016), indicating normal distribution. Lastly, Har-
man’s single-factor test was conducted as recommended by Podsakoff et al. (2003) 
to assess common method bias. The test revealed that a single factor accounted 
for 47.16% of the variance, which is below the critical threshold, suggesting that 
common method variance was not a major concern (Fuller et al., 2016). 

5.2. Descriptive and Confirmatory Factor Analysis 

To ensure the validity and reliability of the measurement model, a Confirmatory 
Factor Analysis (CFA) was conducted in accordance with the guidelines of Hair 
et al. (2010), Kline (2011), and Hu and Bentler (1999). The model fit was assessed 
using multiple indices, including χ2/df < 3.0, Comparative Fit Index (CFI) ≥ 0.90, 
Tucker–Lewis Index (TLI) ≥ 0.90, Root Mean Square Error of Approximation 
(RMSEA) ≤ 0.08, and Standardised Root Mean Square Residual (SRMR) ≤ 0.10. 
The results indicated that the measurement model fit the data well, with χ2/df = 
2.464, CFI = 0.959, TLI = 0.954, RMSEA = 0.053, and SRMR = 0.040 (see Table 
1). To further support the robustness of the model, the proposed four-factor struc-
ture was compared with alternative configurations (three-factor, two-factor, and 
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one-factor models). The hypothesised four-factor model demonstrated a signifi-
cantly better fit than the more parsimonious alternatives (see Table 1). 

Following this, descriptive statistics and discriminant validity were examined 
to assess the distinctiveness of the study constructs. As shown in Table 2, the mean 
and standard deviation (SD) values were as follows: work-life balance (WLB) (M 
= 3.23, SD = 0.899), work-life balance satisfaction (WLBS) (M = 3.22, SD = 1.062), 
job satisfaction (JS) (M = 3.08, SD = 1.081), and organisational identification (OI) 
(M = 3.28, SD = 1.083). These results provide insight into the central tendencies 
and variability of the measured variables. Discriminant validity was evaluated us-
ing the Fornell–Larcker criterion, where the square root of the AVE for each con-
struct exceeded the corresponding inter-construct correlations. Additionally, the 
Heterotrait–Monotrait (HTMT) ratio values for all construct pairs remained be-
low the conservative threshold of 0.85, further confirming adequate discriminant 
validity (see Table 2). 

In addition to discriminant validity, convergent validity was assessed by exam-
ining standardised factor loadings, composite reliability (CR), and average vari-
ance extracted (AVE). All item loadings exceeded the recommended cut-off of 0.50, 
supporting item adequacy. CR values ranged from 0.908 to 0.934, while AVE val-
ues ranged from 0.55 to 0.70, thereby satisfying the criteria for convergent validity 
(see Table 3). Collectively, these results confirm that the measurement model 
demonstrates strong psychometric properties, providing a sound basis for further 
hypothesis testing. 
 
Table 1. Confirmatory factor analysis. 

Model 
Fit Indices 

χ2 df χ2/df CFI TLI RMSEA SRMR 

Null model 10751.698 325      

One-factor 
model 

3866.667 299 12.932 0.658 0.628 0.15 0.115 

Two-factor 
model 

3284.024 298 11.020 0.714 0.688 0.138 0.104 

Three-factor 
model 

1841.429 296 6.221 0.852 0.837 0.10 0.62 

Four-factor 
model 

714.675 290 2.464 0.959 0.954 0.053 0.04 

Note: CFI = Comparative Fit Index; TLI = Tucker–Lewis index; RMSEA = Root Mean 
Square Error of Approximation; SRMR = Standardized Root Mean Squared Residual; WLB 
= Work-life balance; OI = Organizational identification; WLBS = Work-life balance satis-
faction; JS = Job satisfaction; Four-factor model: Baseline model; Three-factor model: 
WLBS and JS were combined into one factor; Two-factor model: WLB and OI were com-
bined into one factor and WLBS and JS were combined into another factor; One-factor 
model: All variables combined. 
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Table 2. Mean, standard deviation, correlations. 

Variables M SD WLB WLBS JS OI 

WLB 3.2301 0.89962 0.742 0.520 0.504 0.485 

WLBS 3.2238 1.06233 0.523 0.838 0.690 0.694 

JS 3.0849 1.08110 0.492 0.701 0.810 0.780 

OI 3.2812 1.08347 0.507 0.69 0.787 0.815 

Note: N = 528, Underlined and bold elements in diagonal are the square root of AVE. Val-
ues below the diagonal elements are the correlations between constructs. Italicized values 
above diagonal elements are the HTMT ratios. WLB = Work-Life Balance; WLBS = Work-
Life Balance Satisfaction; JS = Job Satisfaction; OI = Organizational Identification.  

 
Table 3. Factor loading, Cronbach’s alpha, Composite reliability (CR), and Average Vari-
ance Extracted (AVE). 

Factors & Items Loading 
Cronbach’s 

alpha 
CR AVE 

Work-Life Balance  0.908 0.907 0.551 

WLB1 0.657    

WLB2 0.762    

WLB3 0.795    

WLB4 0.752    

WLB5 0.801    

WLB6 0.758    

WLB7 0.648    

WLB8 0.754    

Work-Life Balance 
Satisfaction 

 0.934 0.934 0.703 

WLBS1 0.858    

WLBS2 0.837    

WLBS3 0.807    

WLBS4 0.843    

WLBS5 0.850    

WLBS6 0.835    

Job Satisfaction  0.923 0.920 0.657 

JS1 0.847    

JS2 0.842    

JS3 0.851    

JS4 0.841    

JS5 0.759    

JS6 0.713    
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Continued 

Organizational 
Identification 

 0.922 0.923 0.665 

OI1 0.720    

OI2 0.797    

OI3 0.864    

OI4 0.853    

OI5 0.859    

OI6 0.793    

Note: WLB = Work-Life Balance; WLBS = Work-Life Balance Satisfaction; JS = Job Satis-
faction; OI = Organizational Identification; CR = Composite Reliability; AVE = Average 
Variance Extracted. 

5.3. Hypothesis Testing 

The proposed structural model was tested using 5,000 bootstrap samples, with 
each hypothesis evaluated independently to ensure precise inference. Detailed sta-
tistical outcomes are presented in Table 4 and Figure 2. 

First, Hypothesis 1 (H1) posited that work-life balance (WLB) positively influ-
ences work-life balance satisfaction (WLBS). The results confirmed this relation-
ship, with WLB exerting a significant positive effect on WLBS (β = 0.241, SE = 
0.045, CR = 5.313, p < 0.01). This finding substantiates the notion that employees 
who perceive a balanced integration between work and personal life report higher 
satisfaction regarding this balance. 

Subsequently, Hypothesis 2 (H2) predicted a positive relationship between 
WLB and job satisfaction (JS). The data supported this hypothesis, demonstrating 
a significant positive effect of WLB on JS (β = 0.11, SE = 0.035, CR = 3.167, p < 
0.05). This suggests that an effective work-life balance extends beyond personal 
satisfaction to influence employees’ overall contentment with their job roles. 

The analysis then focused on the mediating role of organisational identification 
(OI) in these relationships. Regarding Hypothesis 3 (H3), which proposed that OI 
mediates the effect of WLB on WLBS, the results showed a strong positive path 
from WLB to OI (β = 0.535, p < 0.01), and from OI to WLBS (β = 0.594, p < 0.01). 
The indirect effect of WLB on WLBS through OI was statistically significant (β = 
0.326, p < 0.01), with bias-corrected confidence intervals [0.243, 0.410] excluding 
zero. This confirms partial mediation, highlighting OI’s key role in strengthening 
employees’ satisfaction with their work-life balance. 

Similarly, Hypothesis 4 (H4) posited that OI mediates the relationship between 
WLB and JS. Consistent with this, OI was positively associated with JS (β = 0.609, 
p < 0.01), and the indirect effect of WLB on JS via OI was significant (β = 0.318, p 
< 0.01), with confidence intervals [0.254, 0.417] indicating robustness. These find-
ings affirm OI as a critical psychological mechanism that links WLB practices with 
enhanced job satisfaction. 
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Table 4. Results of hypothesis testing. 

Variables 
 Bootstraps at 95% 

β S. E C. R LL CI UL CI 

WLB -> WLBS 0.241** 0.045 5.313 0.137 0.356 

WLB -> JS 0.11* 0.035 3.167 0.021 0.211 

WLB -> OI 0.535** 0.052 10.348 0.454 0.626 

OI -> WLBS 0.594** 0.048 12.311 0.462 0.717 

OI -> JS 0.609** 0.045 13.464 0.512 0.721 

Indirect effect      

WLB -> OI -> WLBS 0.326** 0.042 7.761 0.243 0.41 

WLB -> OI -> JS 0.318** 0.041 7.756 0.254 0.417 

WLB -> WLBS 0.241** 0.045 5.313 0.137 0.356 

WLB -> JS 0.11* 0.035 3.167 0.021 0.211 

Note: *p < 0.05, **p < 0.01. WLB = Work-Life Balance; WLBS = Work-Life Balance Satis-
faction; JS = Job Satisfaction; OI = Organizational Identification; SE = Standard error; CR 
= Critical ratio; BC = Bias-corrected; CI = Confidence interval. 

 

 
Figure 2. Structural model. 

6. Discussion 

This study aimed to investigate the impact of WLB practices on employees’ work-
life balance satisfaction (WLBS) and job satisfaction (JS), alongside the mediating 
effect of organisational identity (OI) on the WLB-WLBS and WLB-JS relation-
ships among employees in private commercial banks. 

The findings demonstrate a positive influence of WLB on employees’ WLBS. 
This implies that organisations implementing WLB practices—such as flexible 
hours, adaptable workstations, teleworking, job-sharing, part-time options, child-
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care support, maternity leave, and family-oriented holidays—are likely to foster 
greater satisfaction with work-life balance among employees. This aligns with ex-
isting research that highlights a positive association between WLB and WLBS in 
employees (Butts & Krysan, 2012; Haar & Roche, 2010). Moreover, achieving 
work-life balance satisfaction translates into improved job attitudes, heightened 
organisational commitment, reduced turnover, enhanced employee engagement 
and retention, minimised work-family conflict, increased organisational citizen-
ship behaviors, strengthened organisational commitment, and greater job satis-
faction (Baral & Bhargava, 2010; Kelliher et al., 2019; Kossek et al., 2011). 

Further analysis reveals that WLB has a positive effect on employees’ JS, indi-
cating that providing flexible work arrangements, task-sharing options, transi-
tions from full-time to part-time roles, compressed working hours, remote work, 
and emergency paid leave for dependents can enhance job satisfaction. These 
practices not only boost employee morale but also promote family well-being, sat-
isfaction, reduced stress, and a broader enjoyment of life (Bloom et al., 2009; Bowl-
ing et al., 2010; Voydanoff, 2005). These results are consistent with previous re-
search findings in other sectors (Hart, 1999; Iverson & Maguire, 2000; Vansteen-
kiste et al., 2007), as well as studies focused on the banking sector in various global 
contexts (Deng & Gao, 2017; Umans et al., 2018). 

Finally, the study underscores that OI mediates the relationship between WLB 
and WLBS, and WLBS and JS, suggesting that providing employees with auton-
omy and freedom in their roles enhances both work-life balance satisfaction and 
job satisfaction. This outcome is consistent with the established influence of WLB 
on WLBS and JS in this study and corroborated by prior literature (Butts & Krysan, 
2012; Haar & Roche, 2010). Additionally, the mediating role of OI in WLBS and 
JS outcomes is well-documented in other studies, further supporting these find-
ings (Carmeli et al., 2007; Kehoe & Wright, 2013; Vallerand, 2003; van Dick & 
Haslam, 2012). 

6.1. Practical Implications 

This study underscores the critical role of employees’ organisational identification 
behaviors within organisations, particularly in fields that are economically driven, 
such as the banking sector. Notably, it highlights the positive impact of organisa-
tional work-life balance (WLB) initiatives on employees’ overall work-life satis-
faction and job satisfaction. The findings suggest that the banking industry should 
prioritise providing employees with meaningful avenues to achieve a healthy 
work-life balance. Given the high-stress nature of banking roles, employees often 
feel confined within the demands of their professional lives. 

Implementing effective WLB practices can enhance employees’ motivation, job 
involvement, and commitment, while reducing burnout, as supported by prior 
studies (Baral & Bhargava, 2010; Butts & Krysan, 2012; Kelliher et al., 2019; Kossek 
et al., 2011). Furthermore, a well-balanced work-life arrangement fosters increased 
employee productivity and dedication to the organisation, thereby benefiting both 
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the individuals and the institution as a whole. 

6.2. Theoretical Implications 

The findings of this study provide a nuanced perspective on the relationships be-
tween work-life balance (WLB), work-life balance satisfaction (WLBS), job satis-
faction (JS), and organisational identification (OI), with a particular emphasis on 
the Asian context. Specifically, the research identifies an indirect effect of WLB on 
both WLBS and JS through the mediating role of OI, underscoring the broader 
impacts of WLB initiatives. 

This study offers several theoretical contributions. Firstly, it expands the exist-
ing literature on WLB and OI by emphasising the indirect influence of WLB prac-
tices on enhancing WLBS and JS. The findings corroborate the view that effective 
WLB contributes to heightened levels of positive employee satisfaction. Further-
more, while conducting an extensive review of the literature, a notable gap was 
identified in research specifically examining the relationships between WLB, 
WLBS, and JS. This study’s unique contribution thus advances the understanding 
of how WLB influences WLBS and JS in this regional setting, filling an important 
gap in current research. 

6.3. Limitations and Future Directions 

This study has certain limitations regarding the generalisability of its findings 
across the Bangladeshi banking sector, primarily due to the sample and conven-
ience sampling technique employed. This limitation aligns with observations in 
the literature, where some scholars (Simon, 2011; Sudeshna & Datt, 2016) argue 
that quantitative studies may not fully represent the target population regardless 
of the sampling method. However, despite this limitation, the study’s findings re-
main relevant and credible for application within the banking sector. 

Additionally, the study relied on self-reported measures for the variables, which 
may have introduced response bias. Future research would benefit from integrat-
ing multiple methods to assess these variables, such as supervisor ratings and be-
havioral measures, to enhance accuracy and reduce potential bias. 

A further limitation is the study’s focus on a single industry (banking). This 
specific context may limit the applicability of the findings to other industries. Ex-
panding future research to encompass a broader range of industries could provide 
insight into the generalisability of these results. Additionally, future studies could 
adopt qualitative methods to explore underlying factors influencing the relation-
ships observed between WLB, WLBS, JS, and OI. 

7. Conclusion 

This study explores the influence of work-life balance (WLB) practices on em-
ployees’ work-life balance satisfaction (WLBS) and job satisfaction (JS), while also 
examining the mediating role of organisational identification (OI) on WLB-
WLBS and WLB-JS relationships. The findings confirm that effective WLB prac-
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tices such as flexible work arrangements, part-time roles, remote work, and fam-
ily-oriented support positively impact both WLBS and JS. Moreover, the study 
affirms the mediating role of OI, highlighting that employees who identify strongly 
with their organisation are more likely to derive satisfaction from both their work 
and their personal lives. The results indicate that when organisations foster a sup-
portive and flexible environment, employees are more engaged, less stressed, and 
more satisfied with their jobs. Organisational leaders, especially in high-pressure 
sectors like banking, may adopt these practices not only to improve job satisfac-
tion but also to reinforce employees’ identification with the organisation. By in-
vesting in meaningful WLB initiatives and promoting a sense of belonging, insti-
tutions can effectively enhance both employee well-being and organisational out-
comes. 
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