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ABSTRACT  

The main purpose of this study was surveying the relationship between manager’s work and 

family-life balance factors and their job satisfaction and well-being. This has done in Oil 

industry in Khuzestan. We determined the amount of the sample size with the used of 

Cochran sampling method which the statistical sample is 196 of these managers which have 

been selected through the simple random sampling method. To gathering of data, we used 

four questionnaires. Questionnaires reliability was estimated by calculating Cronbach’s 

Alpha. In order to analyze the data resulted from collected questionnaires deductive and 

descriptive statistical methods are used. The results Kolmogorov-Smirnov Test shows the test 

distribution is Normal. So we can use Pearson Correlation coefficients to test the hypothesis 

of the research. The results show a positive correlation betweenindividual factors and 

organizational factors of manager’s work and family-life balance and job satisfaction and 

well-being of managerat oil industry in Khuzestan. 

Keywords: Individual factors, Organizational factors, job satisfaction, well-being, work and 

family-life balance. 

1. INTRODUCTION  

In a society filled with conflicting responsibilities and commitments, work/life balance has 

become a predominant issue in the workplace. Three major factors contribute to the interest 

in, and the importance of, serious consideration of work/life balance: 1) global competition; 

2) renewed interest in personal lives/ family values; and 3) an aging workforce (Lockwood, 

(2003). 

Phrases and words serve as cultural signposts to explain where we are and where we are 

going. The term “work/life balance” was coined in 1986, although its usage in everyday 

language was sporadic for a number of years. Interestingly, work/life programs existed as 

early as the 1930s. Before World War II, the W.K. Kellogg Company created four six-hour 

shifts to replace the traditional three daily eight-hour shifts, and the new shifts resulted in 

increased employee morale and efficiency (Lockwood, (2003). 
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Life is a balancing act, and in American society, it is safe to say that almost everyone is 

seeking work/life balance. But what exactly is work/life balance? We have all heard the term, 

and many of us complain that we don’t have enough of it in our lives. Among men and 

women alike, the frustrating search for work/life balance is a frequent topic of conversation, 

usually translated into not enough time and/or support to do, to handle, to manage … our 

work commitments or personal responsibilities. “Juggling competing demands is tiring if not 

stressful and brings lower productivity, sickness, and absenteeism, so work/life balance is an 

issue for all employees and all organizations.” (Kanter, 1977) 

In other hand, work-life balance means different things to different people and different 

things at different stages of life. However, any definition for anyone must include the 

problems of lack of time and exhaustion. Research indicates that failure to achieve the correct 

balance of effort and rest is linked to a feeling of lack of control over your workload, plus 

lack of energy to fulfil personal goals and commitments. If the balance is wrong, the result 

may include fatigue, poor performance and a poor quality of life (Parasuraman & Greenhaus, 

2002). 

Work-life balance entails the adjustment of “work patterns so that everyone regardless of age, 

race or gender can find a rhythm that enables them more easily to combine work and their 

other responsibilities and aspirations” (Maxwell & McDougal, 2004, p.378).Wesley and 

Muthuswamy (2005) have focused on assessing work family conflict/ work life balance 

among employees in various settings and also identified the direction of spillovers.  

Powell and Greenhaus (2006) examined how individuals manage incidents of work-family 

conflict that pose difficult choices for them. The study examines two interrelated processes: 

a) the actions that individuals take to avoid conflict in such incidents; and b) the choices they 

make when the conflict cannot be avoided. First, they may try to mobilize tangible support 

from a role sender in either the work or family domain to reschedule one of the activities. If 

successful, this strategy avoids work– family conflict by enabling individuals to participate 

fully in both activities. If support mobilization is unsuccessful or not attempted, individuals 

decide whether to participate partially in some combination of both activities or to participate 

solely in either the work or family activity. It was found that individuals use multiple cues in 

deciding how to respond to situations of potential work family conflict (Powell and 

Greenhaus, 2006). 

A study examines the relationships between perceived workplace support, perceived 

supervisory support, work-schedule flexibility, work-life balance, and employee well-being 

with employees who have children under 18 years old. The three benefits (i.e., workplace 

support, supervisory support, and work-schedule flexibility) can be provided at little cost to 

employers, so it is important to examine their effects in that many employees, in principle, 

can access them more easily than other more costly workplace policies (Jang , 2008). 

There are a number of considerations for managers when introducing work-life balance 

policies 
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Create a climate 

for flexibility 

• Be informed about flexibility options 

• Read flexible work policies 

• Discuss options with your local human resources unit 

• Inform employees of flexible work arrangements 

• Ensure employees are advised of the types of flexible work 

arrangements, including part-time work, job-sharing and variable 

working hours. 

Apply flexible 

management 

skills 

 

• Flexible work scheduling requires managers to focus on outputs and 

to think of positions in terms of outcome and performance, rather than 

the amount of time spent in the workplace 

Identify and 

apply flexible 

management 

principles 

• Take a strategic approach 

• Set a goal of successful management of flexible working 

arrangements 

• Understand individual employees’ needs and responsibilities, 

personal characteristics, and approaches to work. 

Balance 

workplace and 

individual needs 

• Identify the benefits to the work unit - Benefits must link to work unit 

goals, budget and workforce plans 

• Meet workforce-planning requirements. It is important to check the 

needs and expectations of employees in relation to work, life and 

family balance 

Build Support • Managers need to show their support and openly acknowledge 

 

Source: Work Life Balance, Flexible Work Arrangements Guide: A resource for employees 

and managers http://www.justice.qld.gov.au/ 

Barnett’s variables of job conditions and quality of life, the present quantitative study 

examines the perceived availability of workplace policies as related to employee well-being. 

Work-family conflict mediates the relationships between workplace situations and quality of 

life. The quantitative study explores work-life balance as a mediating variable that may affect 

working parents’ wellbeing. Employee’s well-being is “That part of an employee’s overall 

well-being that they perceive to be determined primarily by work and can be influenced by 

workplace interventions” (Nomaguchi et al, 2005). 

The Employee Well-being policy expands upon the organizations policy, setting out how 

they will promote the well-being of employees by: 

- Creating a working environment where potential work-related stressors as far as 

practicable are avoided, minimized or mitigated through good management practices, 

effective Human Resources policies and staff development.  

- Increasing managers‟ and employees‟ awareness of the causes and effects of stress.  

- Developing a culture that is open and supportive of people experiencing stress or 

other forms of mental ill-health.  

- Developing the competence of managers through the Knowledge, Skills and 

Behaviors framework, so that they manage staff effectively and fairly.  

- Engaging with staff to create constructive and effective working partnerships both 

within teams and across the School.  
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- Establishing working arrangements whereby employees feel they are able to maintain 

an appropriate work life balance.  

- Encouraging staff to take responsibility for their own health and well-being through 

effective health promotion programs and initiatives.  

- Encouraging staff to take responsibility for their own work and effectiveness as a 

means of reducing their own stress and that of their colleagues (LSE, 2012).  

Job satisfaction and work/life balance are more likely to drive employees to remain with their 

current employers than benefits and salary(Dunning, 2012).  People join organizations with 

certain motives like security of income and job, better prospects in future, and satisfaction of 

social and psychological needs. Every person has different sets of needs at different times. It 

is the responsibility of management to recognize this basic fact and provide appropriate 

opportunities and environments to people at work to satisfy their needs (Suriand Chhabra, 

2000). 

According to a recent poll by the Washington-based American Psychological Association. 

Sixty-seven percent of the 1,240 full- and part-time employees surveyed cited both job 

satisfaction and work/life balance among the primary reasons they've elected to stay with 

their current employer, while 60% of workers cited their employee benefits package and 59% 

listed their pay as top retention incentives, the APA's study said. The poll's findings suggest a 

growing need among employers to foster a more synergistic relationship between their 

employees' work environment and their lives beyond the jobsite. Today, top employers create 

an environment where employees feel connected to the organization and have a positive work 

experience that's part of a rich, fulfilling life (Dunning, 2012). 

In this study, separate scales for Individual factors and Organizational factors of managers 

work and family-life balance were developed and validated, and correlations were obtained 

with other variables such as job satisfaction and well-being of manager. The conceptual 

model of this study is according to figure 1. 

 

Fig 1: conceptual model of the study 

2. METHODOLOGY 

The main purpose of this study was surveying the relationship between manager’s work and 

family-life balance factors and their job satisfaction and well-being. This has done in Oil 

industry in Khuzestan. We determined the amount of the sample size with the used of 

Cochran sampling method which the statistical sample is 196 of thesemanagers which have 
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been selected through the simple random sampling method. To gathering of data, we used 

four questionnaires. The Individual factors questionnaire with 24 items,Organizational factors 

with 28 items, job satisfaction with 10 items, well-being 18 items. Questionnaires reliability 

was estimated by calculating Cronbach’s Alpha. Table 1 shows the number of question and 

Cronbach’s Alpha for each dimensions of research. 

Table 1: Number of question and Cronbach’s Alpha for each dimensions 

Alpha Dimensions 

0.716 Individual Factors 

0.851 Organizational Factors 

0.676 Well-Being  

0.775 Job Satisfaction 

In order to analyze the data resulted from collected questionnaires deductive and descriptive 

statistical methods are used. The results Kolmogorov-Smirnov Test shows the test 

distribution is Normal. So we can use Pearson Correlation coefficients to test the hypothesis 

of the research. In order to determine the relationship between the variables of the study, the 

SPSS tool has been used.  

3. HYPOTHESES RESULTS  

In this paper we have four hypotheses. The statistical way of analysis of hypotheses is two 

ways, H1 is acceptance of hypothesis and H0 is rejecting of hypothesis. In other words, it 

means that H1 has positive meaning and H0 has no meaning. 

Hypothesis 1. Managers work and family-life balance individual factor have a 

significant relationship with their job satisfaction at oil industry in Khuzestan. 

Correlation analysis has been done in order to determine the relationship between managers 

work and family-life balance individual factor as independent variable and job satisfaction 

asdependent variable. The correlation analysis resultbetween these variables is shown in table 

2.  

Table 2: Results of Correlation coefficient of Hypothesis 1. 

Variables n R P-value Result 

Individual factor and job 
satisfaction 

196 .405 .000 Confirm H1 

 

Due to the significant level achieved about variables are less than 0.05, we can reject H0 and 

accepted H1 hypothesis with 95% confidence. So, we can say that there is a direct 

relationship between manager’s work and family-life balance individual factor and their job 

satisfaction at oil industry in Khuzestan. 

Hypothesis 2. Managers work and family-life balance organizational factor have a 

significant relationship with their job satisfaction at oil industry in Khuzestan. 

Correlation analysis has been done in order to determine the relationship between managers 

work and family-life balance organizational factor as independent variable and job 

satisfaction asdependent variable. The correlation analysis resultbetween these variables is 

shown in table 3.  
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Table 3: Results of Correlation coefficient of Hypothesis 2 

Variables n R P-value Result 

Organizational factor and job 

satisfaction 

196 .659 .000 Confirm H1 

Due to the significant level achieved about variables are less than 0.05, we can reject H0 and 

accepted H1 hypothesis with 95% confidence. So, we can say that there is a direct 

relationship between manager’s work and family-life balance organizational factor and their 

job satisfaction at oil industry in Khuzestan. 

Hypothesis 3. Managers work and family-life balance individual factor have a 

significant relationship with their well-being at oil industry in Khuzestan. 

Correlation analysis has been done in order to determine the relationship between managers 

work and family-life balance individual factor as independent variable and well-being 

asdependent variable. The correlation analysis resultbetween these variables is shown in table 

4.  

Table 4: Results of Correlation coefficient of Hypothesis 3 

Variables n R P-value Result 

Individual factor and well-being 196 .387 .000 Confirm H1 

Due to the significant level achieved about variables are less than 0.05, we can reject H0 and 

accepted H1 hypothesis with 95% confidence. So, we can say that there is a direct 

relationship between manager’s work and family-life balance individual factor and their well-

being at oil industry in Khuzestan. 

Hypothesis 4. Managers work and family-life balance organizational factor have a 

significant relationship with their well-being at oil industry in Khuzestan. 

Correlation analysis has been done in order to determine the relationship between managers 

work and family-life balance organizational factor as independent variable and well-being 

asdependent variable. The correlation analysis resultbetween these variables is shown in table 

5.  

Table 5: Results of Correlation coefficient of Hypothesis 4 

Vvariables n R P-value Result 

Organizational factor and well-being 196 .534 .000 Confirm H1 

Due to the significant level achieved about variables are less than 0.05, we can reject H0 and 

accepted H1 hypothesis with 95% confidence. So, we can say that there is a direct 

relationship between manager’s work and family-life balance organizational factor and their 

well-being at oil industry in Khuzestan. 

4. CONCLUSION  

In this study had to evaluating the relationship betweenindividual factors and organizational 

factors of manager’s work and family-life balance and job satisfaction and well-being of 

managerat oil industry in Khuzestan.  
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Findings of Hypothesis one shows that managers work and family-life balance individual 

factor have a positive significant correlation with their job satisfaction at oil industry in 

Khuzestan. It is as same as the Luis (2003) and Guest (2002). 

Findings of Hypothesis two shows that managers work and family-life balance individual 

factor have a significant relationship with their well-being at oil industry in Khuzestan. It is 

as same as the Bird (2006) results and Caroline, G.  Ingrid Steinberg and Claire M. C. (2002). 

Findings of Hypothesis three shows that managers work and family-life balance 

organizational factor have a significant relationship with their well-being at oil industry in 

Khuzestan. It is as same as the Luis (2003) results. 

Findings of Hypothesis four shows that managers work and family-life balance 

organizational factor have a significant relationship with their well-being at oil industry in 

Khuzestan. It is as same as the Huemann, M.  Turner, R.  & Keegan, A. E. (2004) results. 

Finally, we find a positive correlation betweenindividual factors and organizational factors of 

managers work and family-life balance and job satisfaction and well-being of managerat oil 

industry in Khuzestan. 
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