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___________________________________________________________________________ 

Abstrak: Kajian ini meneliti perbezaan jantina dalam keseimbangan kerja dan kehidupan 

dalam kalangan kakitangan Universiti Teknologi MARA (UiTM) Seremban 3 serta 

hubungannya dengan kepuasan kerja. Objektif utama adalah untuk mengenal pasti faktor-

faktor yang menyumbang kepada ketidakpuasan kerja dan kadar pertukaran kerja yang tinggi 

dalam sektor awam. Statistik daripada MalayMail menunjukkan hanya 40% rakyat Malaysia 

berpuas hati dengan keseimbangan kerja dan kehidupan, manakala lebih separuh bekerja 

melebihi lapan jam sehari. Kajian ini menilai pemboleh ubah seperti jadual kerja fleksibel, 

persekitaran kerja sosial, ganjaran dan pengiktirafan, serta tekanan kerja. Seramai 297 orang 

responden telah terlibat, dan data dikumpulkan melalui soal selidik digital. Dapatan 

menunjukkan wujud hubungan positif antara keseimbangan kerja-kehidupan dan kepuasan 

kerja, dengan jantina sebagai faktor penyederhana. Kakitangan lelaki mencatatkan tahap 

kepuasan kerja yang lebih tinggi berbanding wanita. Ganjaran dan pengiktirafan dikenal pasti 

sebagai faktor paling signifikan yang mempengaruhi kepuasan kerja. Kajian ini memberikan 

implikasi penting terhadap dasar organisasi dalam meningkatkan kesejahteraan kerja 

berdasarkan perbezaan jantina.. 

 

Kata Kunci: Keseimbangan kerja-kehidupan, kepuasan kerja, perbezaan jantina, ganjaran 

dan pengiktirafan, tekanan kerja, persekitaran kerja sosial 

 

Abstract: This research project explores gender disparities in work-life balance among staff 

at Universiti Teknologi MARA (UiTM) Seremban 3. The study aims to identify key factors 

contributing to the high turnover and job changes among public employees, as many report 

dissatisfaction with their work-life balance. According to a MalayMail report, only 40% of 

Malaysians are satisfied with their work-life balance, with over half working beyond eight 
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hours daily. The study investigates variables such as flexible work schedules, social work 

environment, rewards and recognition, and job stress to understand their impact on employees’ 

work-life balance. The research focuses on examining how gender influences the relationship 

between work-life balance and job satisfaction. A sample of 297 staff members from UiTM 

Seremban 3 participated in the study, with data collected via digital questionnaires. The 

findings show that employees at UiTM Seremban 3 report high job satisfaction, with a positive 

correlation between gender and job satisfaction. Male employees exhibit higher levels of job 

satisfaction compared to female employees. The study also reveals that recognition and 

rewards are the most significant factors influencing job satisfaction. 

 

Keywords: Work Life Balance, Job Satisfaction, Gender Differences, Employees 

______________________________________________________________________ 

 

Introduction 

Job satisfaction is a key factor in determining overall work performance, absenteeism, and 

turnover. Vroom (1964) defined job satisfaction as an affective orientation toward one’s work, 

highlighting its influence not only on workplace outcomes but also on an individual's overall 

life quality, including social interactions, family connections, and perceived health status. Over 

the past few decades, job satisfaction has become an increasingly important area of study. 

Victoria et al. (2019) suggest that a happy and prosperous family life can lead to success and 

fulfilment in the workplace. Research by French et al. (2020) has shown that factors such as 

flexible work schedules, autonomy, and corporate policies supporting work-life balance 

contribute to higher job satisfaction. Work-life balance (WLB) has become a central topic in 

international research and is a major policy concern in many countries. Kalliath and Brough 

(2008) define work-life balance as the individual’s perception that work and non-work activities 

are compatible and contribute to personal growth in line with one’s life priorities. Greenhaus 

(1985) emphasizes that people thrive in harmonious environments, where work and personal 

life do not interfere with each other. However, when personal life is chaotic, it can negatively 

affect work, and vice versa. Obstacles such as role incompatibility, time constraints, or 

increased demands in both work and personal life can reduce productivity and satisfaction 

(Greenhaus, 1985). Despite the importance of balance, McMillan (2007) notes that 

organizations continue to face challenges in creating work-life policies that support high 

performance, employee engagement, and satisfaction. 

 

Gender plays a significant role in shaping work-life balance, with many studies exploring the 

relationship between gender and workplace dynamics. Gender roles traditionally assign men to 

focus on employment and women to prioritize family duties. These roles are culturally 

constructed and influence how individuals experience work-life balance. Even in more 

egalitarian systems, gender imbalances in work-life balance persist, with women often facing 

greater challenges in balancing both work and family responsibilities. Numerous studies have 

highlighted gender as a crucial factor in determining how employees navigate the competing 

demands of their personal and professional lives. 

 

The implementation of work life balance programs within organizations has been linked to 

several positive outcomes for both individuals and organizations. These outcomes include 

reduced work-life conflict, improved physical and mental health, increased life and job 

satisfaction, higher employee commitment, lower absenteeism and turnover, and improved 

organizational performance and productivity (Hughes & Bozionelos, 2007, Wise & Bond, 2003 

and Scandura & Lankau, 1997). Researchers have suggested that human resource management 
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should develop policies to reduce work-life conflict and enhance employee satisfaction. 

Effective strategies might include offering flexible working hours, providing mentorship and 

support, reducing workload, and implementing other measures that help employees manage 

their professional and personal lives more effectively (Cegarra-Leiva et al., 2012 and Allen et 

al., 2020). 

 

Problem Statement 

Work-life balance (WLB) has become a critical concern in Malaysia, yet recent studies show 

that only 40% of Malaysians are satisfied with their current WLB (Randstad, 2023). This 

dissatisfaction contributes to rising employee turnover, with one in three Malaysians planning 

to change jobs in 2023 as part of a wider post-COVID-19 workforce shift. Similarly, Mercer 

(2021) reported that turnover rates in Malaysia have increased, particularly at the mid-career 

level. Employee discontent with compensation was cited by 57% of employers as the primary 

cause, followed by limited career advancement (41%) and the prospect of securing better 

benefits elsewhere (32%). A 2021 survey of 1,000 professionals further revealed that 61% of 

workers intended to seek new employment in 2022, with the majority being younger employees 

aged 35 and below. These trends highlight the growing importance of structured, 

individualized, and practical WLB policies in retaining and motivating employees. 

 

Despite this, empirical studies examining gender differences in WLB, and job satisfaction 

remain limited, particularly within the context of Malaysian public universities. This research 

gap is significant, as men and women may encounter and respond to work-life demands 

differently, which could directly influence their job satisfaction. Therefore, this study aims to 

analyse the relationship between WLB and job satisfaction by comparing male and female 

employees at a Malaysian public university, addressing the gap in existing research and 

contributing to a deeper understanding of gendered workplace experiences. 

 

This study is done to answer the following research questions: 

 

Research Question 1: What is the level of job satisfaction towards work life balance according 

to gender among staff at UiTM Seremban? 

Research Question 2: What is the gap between male and female workers towards work life 

balance and job satisfaction?  

 

Literature Review  

Several studies found evidence in the work-life balance literature that when organizations or 

supervisors care about their employees’ personal and professional well-being, employees tend 

to reciprocate by helping them achieve their goals through improved performance. There are 

three points will be discussed in these sections.  

 

Definition of Work Life Balance  

Work-life balance refers to balancing one’s professional work, family responsibilities, and other 

personal activities (Keelan, 2015; Kerdpitak and Jermsittiparsert, 2020). It refers to an 

employee’s sense of a balance between work and personal life (Haar et al., 2014). It represents 

how people fulfil or should fulfil their business and personal obligations so that an overlapping 

situation is avoided (Konrad and Mangel, 2000). Work life balance is not only about being 

considerate towards the needs of the employees. Rather it is about understanding the impacts 

of these actions on the team, assessment of its impact on the organization, and reflecting upon 

the long-term impact of the actions (Jensenab, 2017). An effective work life balance can 

https://creativecommons.org/licenses/by/4.0/?ref=chooser-v1


Copyright © Academic Inspired Network 

- All rights reserved 

 

This work is licensed under  

CC BY 4.0 

 

 

 
 

 

 

1207 

 

Volume: 10 Issues: 75 Special Issue [August, 2025] pp. 1204 - 1216 

Journal of Islamic, Social, Economics and Development (JISED) 

eISSN: 0128-1755 

Journal website: www.academicinspired.com/jised 

DOI: 10.55573/JISED.107598 

 

 

 

 
improve the working efficiency, happiness and commitment level of the employees. This in 

turn can make the tasks of the manager easy, and more goal retentive. It is for this reason, there 

are no set rules with these policies. The literature underscores that WLB is multidimensional 

benefiting both individuals and organizations but lacks consensus on the best strategies to 

achieve it. 

 

Definition of Job Satisfaction  

Job satisfaction is a complex concept, often described as a combination of psychological and 

environmental factors that lead an individual to express satisfaction with their job (Rinehart & 

Short, 1993). It encompasses both cognitive and affective responses to the gap between what 

employee’s desire and what they receive, influencing their attitudes towards their work 

environment (Luthans et al., 2007; Tschopp et al., 2014; Cranny et al., 1992). Research suggests 

that job satisfaction is linked to employee behaviour, with satisfied employees being more 

committed to their work (Crede et al., 2007; Noah & Steve, 2012). Studies have also found that 

work-life balance plays a crucial role in enhancing job satisfaction by positively affecting 

psychological well-being and, subsequently, job performance (Haider et al., 2017; Dousin et 

al., 2019). Herzberg's Two-Factor Theory (1959) further categorizes factors influencing job 

satisfaction into motivators, which are task-related and lead to satisfaction, and hygiene factors, 

which are context-related and lead to dissatisfaction (Oshagbemi, 1997). In addition, 

organizational commitment to work life balance and the support provided to employees have 

been shown to foster higher job satisfaction, leading to greater investment in the organization's 

development (Krishnan et al., 2018 and Abdirahman et al., 2020). Overall, while the link 

between WLB and job satisfaction is established, less is known about how this relationship 

varies across gender in the Malaysian context. 

 

Gender Differences on Work Life Balance and Job Satisfaction 

Past research in Malaysia has highlighted the challenges women face in balancing employment 

and family responsibilities due to strong social norms, which often place the primary 

responsibility for home and child-rearing on women, while men are viewed as the main 

breadwinners. This societal expectation leads to work-family conflict, overload, burnout, and 

reduced well-being for women (Noor, 2000; Abdullah et al., 2008; Din & Noor, 2009; Noor & 

Zainuddin, 2011). Additionally, studies have shown that personal characteristics such as 

gender, age, and organizational tenure can influence organizational commitment (Meyer & 

Allen, 1997). Two models have emerged in examining the role of gender in organizational 

commitment: the job model, which posits no significant differences in work attitudes between 

men and women (Loscocco, 1990), and the gender model, which suggests that women, who 

often view family roles as a primary source of fulfilment, have a different work orientation 

compared to men (Loscocco, 1990). Empirical studies have found mixed results regarding 

gender differences in organizational commitment. Some research suggests that men exhibit 

higher levels of commitment to their organizations (Kaldenberg et al., 1995; Dodd-McCue & 

Wright, 1996), while others report that women demonstrate greater commitment (Matthieu & 

Zajac, 1990; Marsden et al., 1993; Wahn, 1998). Marsden et al. (1993) argued that men and 

women show similar levels of organizational commitment when working under equal 

conditions. A meta-analysis of studies suggests that gender differences in commitment are 

insignificant when organizations treat all employees fairly (Aven, Parker & McEvoy, 1993). 

Furthermore, other studies have found no significant relationship between organizational 

commitment and gender (Aven, Parker & McEvoy, 1993; Savicki et al., 2003; AI-Ajmi, 2006), 

while research by Ngo and Tsang (1998) showed that gender differences do not affect 

organizational commitment among business executives in Hong Kong. 
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The effect of gender on the intersection of work and family life is a compelling area of study, 

particularly given the traditional gender roles that influence the division of labor in both 

spheres. Historically, men have been seen as primary breadwinners working full-time outside 

the home, while women have been responsible for domestic and family duties, with these roles 

deeply embedded in cultural norms (Glick & Fiske, 1996). Women are often associated with 

nurturing qualities, while men are linked to authority and autonomy (Cinamon & Rich, 2002). 

Despite changing social expectations, women continue to bear a disproportionate share of 

family responsibilities (Plantenga & Hansen, 1999). Research has shown that women typically 

dedicate more hours to family activities, although both genders spend similar amounts of time 

on work tasks (Eby et al., 2005; Friedman & Greenhaus, 2000). This gendered lens has led to a 

predominant focus on women in work-life balance studies (Sujata & Singh, 2011; Delina & 

Raya, 2013; Wattis et al., 2013), and despite legislative efforts to promote gender equality, 

work-life balance remains far from neutral, particularly in countries like the UK, Norway, and 

Japan (Lewis et al., 2007). While the traditional male role has evolved, with men increasingly 

involved in family care (Evans et al., 2013), they still face significant social pressure to fulfill 

both career and family obligations, often leading to stress and role overload (Evans et al., 2013). 

Thus, gender continues to play a crucial role in shaping work-life balance dynamics, with both 

men and women navigating complex societal expectations. 

 

Achieving a higher level of work-life balance has been linked to a better quality of life, 

particularly for men who, through this balance, have become more involved and invested in 

their family roles (Greenhaus et al., 2003). However, the evidence for gender differences in 

work-life balance is mixed. Some studies across both Western and Eastern cultures, including 

Australia, New Zealand, the USA, and Eastern Europe, have found no significant gender 

differences, suggesting that work-life balance affects both men and women similarly in terms 

of job and life satisfaction (Sav & Harris, 2013; Haar, 2013; Bari & Robert, 2016; Keene & 

Quadagno, 2004; Milkie & Peltola, 1999). In contrast, other research highlights persistent 

gender differences, with men reporting better work-life balance and women experiencing 

higher levels of conflict between work and family life (Morgenroth et al., 2021; Behson, 2002; 

Nielson & Carlson, 2001; Crompton & Lyonette, 2006; Yavas et al., 2008). Women often face 

challenges in balancing work and family due to time constraints, lack of support from partners, 

and cultural and workplace gender biases (Rehman & Roomi, 2012). These challenges can 

negatively affect women’s health, causing stress, depression, and physical symptoms like 

headaches and weight gain, and may also hinder their career progression compared to men 

(Delina & Raya, 2013). Gregory and Milner (2009) argue that work-life balance models have 

traditionally focused on women’s needs, especially those with childcare responsibilities, but 

advocate for a more holistic approach that includes both men’s and women’s perspectives. They 

suggest that gender-neutral models are more likely to foster workplace support and induce 

broader organizational changes, as gender should be seen as a dynamic set of socially 

constructed relationships rather than a fixed binary category (Emslie & Hunt, 2009). 

 

Overall, the literature demonstrates that WLB strongly influences job satisfaction but findings 

on gender differences are inconsistent across contexts. In Malaysia, research has largely 

examined women’s struggles with WLB, with fewer empirical studies directly comparing men 

and women in public universities. This gap is important, as universities employ a diverse 

workforce where gender roles and expectations may influence experiences of WLB differently. 

Therefore, this study aims to examine the relationship between WLB and job satisfaction across 
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genders in a Malaysian public university, addressing the gap in comparative research and 

contributing to both theory and practice in organizational behaviour. 

 

Methodology 

 

Research Design and Sampling 

This study employed a quantitative research design using a structured questionnaire survey to 

collect data from academic and administrative staff. The population consisted of 297 staff 

members at UiTM Seremban 3. Based on Krejcie and Morgan’s (1970) sample size table, a 

total of 164 respondents were selected using the Simple Random Sampling (SRS) technique, 

ensuring that every staff member had an equal chance of being included. 

 

Validity and Reliability 

The questionnaire was structured into six sections covering demographic information, the 

dependent variable (job satisfaction), and independent variables (flexible working hours, social 

working environment, rewards and recognition, and job stress). All items were measured using 

a five-point Likert scale ranging from 1 (“Strongly Disagree”) to 5 (“Strongly Agree”). Table 

1 presents the number of items per section. 

 

Table 1: Questionnaire Structure 

Section Items Number 

of Items 

Subject/Variable 

A Gender, Age, Department/Faculty, Years 

of Experience, Education Level, Job 

Satisfaction (single item) 

6 Demographic 

B Job Satisfaction 5 Dependent variable 

C Flexible Working Hours 5 Independent variable 

D Social Working Environment 5 Independent variable 

E Rewards and Recognition 5 Independent variable 

F Job Stress 5 Independent variable 

 

To ensure content validity, the questionnaire was reviewed by academic experts in 

organizational behaviour and management studies. A pilot test was then conducted with 20 

respondents to assess clarity, relevance, and overall design. Reliability was measured using 

Cronbach’s alpha. According to Sekaran and Bougie (2016), values below 0.60 are considered 

poor, those in the 0.70 range are acceptable, and values above 0.80 indicate good reliability. 

 

Table 2: Reliability Test Results 

Variables Cronbach’s Alpha No. of Items 

Dependent Variable 
  

Job Satisfaction 0.898 5 

Independent Variables 
  

Flexible Working Hours 0.540 5 

Social Working Environment 0.742 5 

Rewards and Recognition 0.852 5 

Job Stress 0.786 5 
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As shown in Table 2, most variables achieved Cronbach’s alpha values within the acceptable 

(≥0.70) to good (≥0.80) range. Job satisfaction (0.898) and rewards and recognition (0.852) 

demonstrated high reliability. Social working environment (0.742) and job stress (0.786) were 

within the acceptable range. Only flexible working hours (0.540) recorded a lower alpha value, 

suggesting moderate reliability. However, the scale was retained as it remains theoretically 

relevant to the research objectives and contributes to a comprehensive assessment of work-life 

balance factors. 

 

Findings 

 

Findings for Demographic Profile 

A total of 164 staff members from UiTM Seremban 3 successfully participated in the survey, 

with responses collected via Google Form and manual distribution. The demographic profile of 

the respondents is summarized in Table 3. 

 

Table 3: Demographic Profile of Respondents 

Profile Frequency (n) Percentage (%) 

Gender 
  

Male 63 38.4 

Female 101 61.6 

Age 
  

21 – 30 years 66 40.2 

31 – 40 years 67 40.9 

41 – 50 years 30 18.3 

Others 1 0.6 

Department/Faculty 
  

FSPPP 63 38.4 

FSKM 35 21.3 

FSR 29 17.7 

Others 37 22.6 

Years of Experience 
  

1 – 4 years 79 48.2 

5 – 9 years 38 23.2 

10 years and above 47 28.7 

Education Level 
  

Degree 70 42.7 

Master 58 35.4 

PhD   36 
 

                 22.0 

 

The results indicate that most respondents were female (61.6%), compared to male respondents 

(38.4%). In terms of age distribution, most respondents were in the 31–40 years category 

(40.9%), closely followed by those aged 21–30 years (40.2%), suggesting that the workforce is 

relatively young. Regarding departments, the largest group of respondents came from the 

Faculty of Administrative Science and Policy Studies (FSPPP) with 38.4%, followed by the 

Faculty of Computer and Mathematical Sciences (FSKM) at 21.3% and the Faculty of Sports 

Science and Recreation (FSR) at 17.7%. The remaining 22.6% represented staff from other 

faculties or departments. Work experience data shows that almost half of the respondents 

(48.2%) had 1–4 years of working experience, while 23.2% had between 5–9 years, and 28.7% 
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had 10 years or more. This indicates a mix of early-career and experienced staff, with younger 

professionals forming the majority. In terms of education, most respondents held a bachelor’s 

degree (42.7%), while 35.4% had obtained a master’s degree, and 22.0% possessed a PhD 

qualification. This reflects a highly educated workforce, consistent with the academic setting 

of UiTM. 

 

Findings for Level of Job Satisfaction towards work life balance according to gender 

This section presents analysed data to answer research question 1: What is the level of job 

satisfaction towards work life balance according to gender among staff at UiTM Seremban? 
 

Table 4: Level of Job Satisfaction towards work life balance according to gender 

Variable Mean Value 

 Male Female 

Job Satisfaction 4.1937 3.9089 

 

Table 4 indicates that the mean value for male workers is higher than that for female workers, 

with a mean of 4.1237 for males and 3.9089 for females. 

 

Findings for the gap between male and female workers towards work life balance and 

job satisfaction. 

This section presents the analysed data to address research question 2: What is the gap between 

male and female workers towards work life balance and job satisfaction? 

 

Table 5: Gap analysis between male and female workers towards work life balance and 

job satisfaction 

Independent Variable Mean Value 

 Male Female 

Flexible Working Hours 3.6540 3.6178 

Social Working 

Environment 

4.0286 3.9723 

Rewards and 

Recognition 

4.0159 3.8099 

Job Stress 3.9619 3.7485 

 

Table 5 presents the mean values for all variables related to work-life balance and job 

satisfaction for both male and female workers. It is evident that the mean values for male 

workers are generally higher than those for female workers. However, when comparing the 

values for each variable, the differences are minimal, as most variables fall within the same 

scale range (between 6.68 and 5.00). For instance, the mean value for job satisfaction among 

male workers is 4.1937, while for female workers, it is 3.9089. The same pattern is observed 

for other work-life balance variables. Regarding flexible working hours, the mean value for 

male workers (x = 3.6540) is slightly higher than that for female workers (x = 3.6178). Male 

workers also reported higher satisfaction with the social working environment. Additionally, 

male workers had higher mean scores for rewards and recognition (x = 4.0159) and job stress 

(x = 3.9619) compared to female workers. In conclusion, for all variables, indicating that male 

workers are more satisfied than female workers with respect to work-life balance and job 

satisfaction. 
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Discussion 

The findings of this research provide valuable insights into the differences between male and 

female workers regarding work-life balance and job satisfaction. Based on the data analysis and 

comparison of mean values for both genders, it was observed that male workers generally 

reported higher satisfaction levels across all variables related to work-life balance and job 

satisfaction. These findings are consistent with several studies in the existing literature that 

suggest gender differences in work-related outcomes, particularly in areas such as work-life 

balance and job satisfaction. 

 

Firstly, the mean values for job satisfaction were higher for male workers (4.1937) compared 

to female workers (3.9089), although the difference was relatively small. This aligns with the 

research of Kaldenberg et al. (1995) and Dodd-McCue and Wright (1996), which found that 

men tend to report higher organizational commitment and job satisfaction compared to women. 

One possible explanation for this discrepancy is that men may face fewer challenges in 

balancing work and family responsibilities, as suggested by traditional gender roles that often 

place the burden of family care on women (Lewis, Gambles & Rapoport, 2007). Moreover, the 

social expectations on men to be the primary financial providers might also affect their job 

satisfaction and work commitment, as they may derive satisfaction from fulfilling this role. The 

research also indicated that male workers were more satisfied with flexible working hours, with 

a mean value of 3.6540, compared to 3.6178 for female workers. This result supports findings 

from previous studies, such as Beauregard and Henry (2009), which emphasize the importance 

of flexible work arrangements in improving work-life balance. However, it is important to note 

that the difference between male and female workers was marginal. While flexible working 

hours are often considered a solution to work-life balance challenges, the literature suggests 

that such arrangements may benefit men and women differently due to the varying social and 

cultural expectations placed on each gender (Michel, 2018). For instance, while women may 

appreciate flexible hours for managing household responsibilities, men may benefit from such 

arrangements in reducing the stress of balancing career and family obligations. 

 

In terms of satisfaction with the social working environment, male workers reported higher 

satisfaction, further supporting the hypothesis that male employees tend to experience better 

work environments, possibly due to fewer gender-related biases in the workplace (Savicki et 

al., 2003). It is also plausible that organizational structures and policies are more conducive to 

male employees’ preferences, which may reflect broader societal gender dynamics. When 

examining rewards and recognition, male workers reported higher mean scores (4.0159) than 

female workers, which suggests that male employees may feel more valued or appreciated in 

their organizations. This finding is consistent with research by Tessema et al. (2013), which 

highlighted that recognition plays a significant role in motivating employees and enhancing job 

satisfaction. However, the gender discrepancy in rewards and recognition may be linked to the 

historical underrepresentation of women in higher-paying and more prestigious roles, which 

continues to affect perceptions of fairness and value in organizations (Aven, Parker & McEvoy, 

1993). Job stress was another area where male workers reported higher satisfaction (x = 3.9619) 

compared to female workers, which may be counterintuitive considering the traditional view 

that women experience more stress in balancing work and family roles. However, it is possible 

that male employees may perceive work-related stress differently or report it in a less expressive 

manner due to social norms that discourage men from openly discussing stress and mental 

health issues (Evans, Carney & Wilkinson, 2013). 
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Overall, the findings of this study suggest that male workers report slightly higher levels of 

satisfaction with work-life balance and job satisfaction compared to female workers. These 

results align with the broader literature on gender differences in workplace dynamics, with 

males often benefiting from more favourable working conditions and societal expectations that 

support their career focus. However, the marginal differences observed in this study suggest 

that work-life balance and job satisfaction may be influenced by a variety of factors, including 

organizational culture, policies, and individual circumstances, and future research could explore 

these dimensions in greater detail to better understand the underlying causes of these gender 

differences. 

 

Conclusion 

This research aimed to examine the differences between male and female workers concerning 

work-life balance and job satisfaction. The findings revealed that male workers generally 

reported higher levels of satisfaction across all measured variables, including job satisfaction, 

flexible working hours, social working environment, rewards and recognition, and job stress. 

These results align with existing literature suggesting that gender differences in workplace 

experiences, particularly in job satisfaction and work-life balance, are influenced by societal 

expectations and organizational structures. Although the differences between male and female 

workers were relatively small, the findings underscore the importance of gender-sensitive 

policies in the workplace. Men and women may face different challenges when balancing work 

and personal responsibilities, and it is essential for organizations to adopt more inclusive 

practices that address the needs of both genders. Flexible work arrangements, recognition, and 

a supportive work environment are critical factors that can enhance job satisfaction and work-

life balance for all employees. The study’s findings contribute to a better understanding of how 

gender impacts work-life balance and job satisfaction, but further research is needed to explore 

the underlying factors contributing to these differences in more depth. Future studies could 

focus on examining the influence of organizational culture, leadership practices, and individual 

characteristics on employees' work-life balance and satisfaction levels, with a particular 

emphasis on how gender dynamics shape these experiences. In conclusion, the research 

highlights the need for organizations to create an environment that promotes fairness, 

flexibility, and recognition for all employees, regardless of gender, to foster greater job 

satisfaction and improve work-life balance. 
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