
  

 

Abstract—With increasing levels of stress, competition and 

insecurities in life, work-life balance issues have become 

extremely important. Employees are looking for ways that will 

help them balance between work and personal life effectively. 

Researchers have also identified that work-life balance leads to 

positive organizational outcomes.  

Although work-life balance has been a frequent subject of 

inquiry in the Western world, there have been no studies on 

work-life balance in the Sultanate of Oman. Human resources 

are being considered as vital for the realization of the ‘Vision 

for Oman’s National Economy: Oman 2020’ laid by the 

Sultanate, and hence, a study on work-life balance is both 

timely and relevant. It needs to be understood that teachers are 

the cornerstone of the development of any society and hence 

their well-being is important. Therefore, the present study seeks 

to explore work-life balance and its relation to job satisfaction 

of teachers in the higher education sector in the Sultanate of 

Oman. 

Findings of the study revealed that while work interference 

with personal life and personal life interference with work had a 

negative relationship with job satisfaction, work and personal 

life enhancement had a positive relationship with job 

satisfaction. Thus, the findings of the present study corroborate 

with previous research evidence. Thus, we can safely conclude 

that work and personal life needs to be integrated and balanced 

by organizations through work-life balance initiatives. 

 

Index Terms—Work-life balance, job satisfaction, teacher 

satisfaction, sultanate of Oman, higher education. 

 

I. INTRODUCTION 

Work-life balance (WLB) is about finding the right 

balance between work and life, and about feeling 

comfortable with both work and family commitments. 

Work-life balance is essentially the balance between three 

components, namely, paid work, unpaid work and personal 

time. There is no one accepted definition of what constitutes 

a WLB practice, the term usually refers to one of the 

following factors: organizational support for dependent care, 

flexible work options and family or personal leave [1]. 

Reference [2] describes WLB as juggling of five aspects of 

one’s life at any one point in time, namely, work, family, 

friends, health and self. Reference [3] defined WLB as 

awareness of different demands in relation to energy and time, 

ability to allocate the time and energy among different 
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domains of work and life and then to apply and make choices. 

WLB includes practices that have the capacity to increase the 

autonomy and flexibility of employees in the process of 

balancing different requirements. Some WLB issues are 

extremely important in the workplace, like increased level of 

stress, competition and insecurities in the workplace. All 

these factors are key and lead to disruption in WLB [4].  

Changes in the workplace and in employee demographics 

in the past decade have led to an increased concern for the 

boundary between employee work and non-work lives. 

Issues related to scheduling and reaching work may also 

create uncertainty. Job requirements, such as mandatory 

overtime, shift work, on-call requirements, and evening / 

weekend / holiday coverage often impose on employees’ 

personal time [5].  

In this regard, interference between work and non-work 

responsibilities has a number of negative outcomes. In terms 

of job attitudes, employees reporting high levels of both 

work-to-life and life-to-work conflict tend to exhibit lower 

levels of job satisfaction and organizational commitment [6], 

[7]. Both work-to-life and life-to-work conflict have also 

been associated with increased stress and burnout [8], [9], 

cognitive difficulties such as staying awake, lack of 

concentration, and low alertness [10], as well as reduced 

levels of general health and energy [11].  

WLB can be used as a key component in any organization 

as an employee retention strategy [12]. It has been found that 

if organizations want to retain their employees then they 

should have appropriate work-life balance policies. 

Reference [13] found that owing to increased work-life 

imbalance, the rate of long-term sick leave was increasing in 

Sweden rapidly. This is the reason for why those who are in 

the education and human service sectors are more prone to 

ill-health with the pressure to increase productivity, 

especially women who are middle-aged [13]. 

Work-life balance is important for life, family and job 

satisfaction and it also helps in reducing absenteeism and 

employee turnover [14]. WLB policies also affect the 

well-being of employees and may include [15]: 

 Having flexi-time options  

 Instituting job sharing 

 Working from home 

 Having parental paid leave 

 Having a nursery in work place  

It has been shown that non-standard hours of work have a 

negative bearing on WLB, and if an employee works 46 

hours or more in a week then that employee will often be 

dissatisfied and stressed. Reference [16] identified that an 

employee has to work 1900 hours per year, which is based on 

the number of working hours / week minus holidays. 

Working beyond this time, leads to work-life imbalance. 
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Compressed working weeks or compressed hours of work 

can help an employee work fewer days to achieve their 

targets and then they can manage their family responsibilities 

during the remaining days [16]. Flexi- time also has a 

positive impact on productivity [17]. In the same way, 

flexi-time enables women employees achieve greater balance 

between family and work roles [18]. 

The nature of the job, workplace environment, 

employee-friendly policies and organizational culture have a 

positive impact on WLB [19]. All employee-friendly policies 

that are beneficial to employees, increase job satisfaction and 

organizational commitment. In addition to this, [20] 

examined that family-responsive policies, flexible-work 

schedule and dependent care, as part of WLB policies, have 

had a positive impact on turnover intentions and 

organizational commitment. As a result, adopting a strategic 

WLB framework at the firm level, is pertinent [21]. 

Reference [22] suggested that WLB practices depend on 

attracting better applicants and reducing work-life conflict, 

hence, it enhances organizational performance. Reference 

[23] found that WLB policies and practices reap  benefits to 

the organization that can be measured financially, namely, 

increased productivity, lower absenteeism, reduced 

overheads, improved recruitment and retention. 

Job satisfaction is how people feel about their job. It 

depends on the extent to which people are satisfied or 

dissatisfied with their job. Reference [24] identified that job 

satisfaction is an important predictor of overall well-being 

and employee intentions to quit. As a result, there is a 

relationship between job satisfaction and employee retention 

[25]. Reference [26] too concluded that job satisfaction is a 

positive outcome of WLB. Reference [27] suggested that 

when an employee perceives that his/her employer is 

supportive and is helpful in integrating family and work 

related issues, it results in a higher level of job satisfaction 

and organization commitment. Reference [28] determined 

that there is impact of work obligations on personal life and 

that there is a link or relationship between the WLB and job 

satisfaction. Reference [29] found that if there is fairness in 

policies, then the workers are likely to be more satisfied. 

 

II. CONCEPT OF WORK-LIFE BALANCE  

Reference [30] explores the interface between work and 

family at different types of institutions from the perspective 

of women faculty who are on the tenure track and who are 

mothers of young children. Such a perspective provides 

insight into institutional variation on academic life in general, 

and for new faculty as mothers, in particular. A macro-view 

of the findings points to two major concerns, namely, time 

(and lack thereof) and its impact on the ideal worker norms 

that shape what it means to be a good mother and good 

professor at different institutional types, as well as, the idea 

of ‘choice’ as an illusion. 

Reference [31] found that making use of at least one 

work-family policy helped academic mothers increase their 

productivity (without increasing their hours of work). But it 

also appears that this help is not treated as a needs-based 

entitlement.  

For Reference [32], the presence of work-related stress and 

strain is viewed as a serious concern for faculty, particularly, 

newer and female faculty. It examined differences in levels of 

occupational stress and personal strain experienced by new 

and experienced female and male faculty. Results on the 

negative impact of role overload and avoiding coping on 

measures of personal strain are consistent with the literature 

and suggest the need for promoting different coping 

strategies in the academic workplace as well as working with 

faculty to help them prioritize and balance their daily 

workloads [32]. 

Reference [33] found that retention of female faculty is an 

important issue for higher education institutions aiming for 

excellence and diversity. The first step in understanding 

retention is to examine what contributes to career satisfaction 

for academic women. Using the reference [34] model for 

conceptualizing faculty job satisfaction, the study identifies 

domains of environmental condition, departmental climate 

and demographics play a role in female faculty's overall 

career satisfaction. 

The Sultanate of Oman has a long-standing policy of 

human resource development through education and training, 

although the Omani higher education system is relatively 

young and is in its juvenile stages of development. The 

government is taking steady strides to enhance the quality, 

pervasiveness and robustness of the education system in the 

Sultanate. Although, a large number of studies are available 

on the growth and development of the higher education 

system, minimal research has been found on the human 

resource management issues related to teachers.  

Reference [35] studied job satisfaction and organizational 

citizenship behavior both from private as well public sectors 

in Oman. Another study [36] concluded that certain 

demographic variables such as age, tenure have bearing on 

job satisfaction and organization commitment. Reference [37] 

conducted a study in Oman to test job satisfaction among 

school teachers of Oman, and in the school, turnover 

problems were checked.  

However, the researchers did not find any studies on 

work-life balance in Oman that focused specifically on the 

higher education sector. They have identified that higher 

education and training and development are the key to 

success. Human resource development is at the heart of the 

major strategies considered critical to the realization of the 

‘Vision for Oman’s National Economy: Oman 2020’, which 

is the vision laid by the Sultanate [38]. 

 

III. STUDY OBJECTIVES 

In light of the research gaps, the following objectives were 

identified  

 To measure work-life balance, teaching and job 

satisfaction of teachers in the higher education 

institutions in the Sultanate of Oman 

 To explore the relationship between work-life balance, 

teaching satisfaction and job satisfaction 

 

IV. RESEARCH CONSTRUCTS 

Reference [39] explained why WLB is significant and how 

the stressful events of life have an impact on work-life 
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balance. Reference [40] developed an instrument in the form 

of a WLB checklist. Reference [41] presented significant 

insights into the troubles of combining family aspirations 

with salaried work in relation to policy relevant agendas with 

the help of a social survey. 

Reference [42] investigate the role of time diaries in the 

study of WLB; which consider three sets of WLB measures: 

1) proportion of free time, 2) overlap of work and life, and 3) 

time spent with other people. Reference [43] reviewed 

methodological choices (sampling frames, measures used 

and constructs investigated) in 245 empirical work-life 

balance papers published between 1987 and 2006. Results 

showed that WLB studies require setting-up better reliability 

between the conceptualization of constructs and the 

operationalization of measures.  

Reference [44] defined work-home interaction by 

developing four types of work-home interaction. The 

questionnaire measured four different types of work-home 

interaction, and this four-dimensional configuration was 

largely invariant across the five samples as well as across 

relevant subgroups. Reference [45] developed a theoretical 

framework that explained how life complexity and dynamism 

affect work-life balance which were taken as independent 

variable and WLB as dependent variable. Reference [46] 

carried out the psychometric assessment of an instrument 

designed to measure work-life balance. The purpose of study 

was to evaluate a 15 item scale for assessing the construct of 

WLB with the intention to find the balance between 

life-to-work and work-to-life. For the present study, WLB 

constructs have been adopted from the study of [46].  

A. Independent Variable: Dimensions of WLB 

Work Interference with Personal Life (WIPL): According 

to [46], WIPL includes those work-related factors that impact 

the personal life of individuals. This construct tries to 

measure the impact of work on the personal life of 

individuals. It consist of items like: My personal life suffers 

because of work, I put personal life on hold for work. 

Personal Life Interference with Work (PLIW): Reference 

[46] explains PLIW as the impact of or the interference of 

personal life on work. This construct aims at measuring the 

reverse phenomenon, namely, the impact of personal life on 

the work of individuals. There were four items to measure 

this construct like: I am too tired to be effective at work. 

Work Personal Life Enhancement (WPLE): WPLE 

explains how both work and personal life enhance and 

support each other. The items listed in this construct help to 

understand the support and enhancement provided by work 

on personal life and vice versa. This was measured using four 

items, for example, my job gives me energy to pursue 

personal activities.  

B. Dependent Variable: Job Satisfaction (JS) 

Job satisfaction is seen to be related to WLB. Further, it is 

also dependent on Teaching Satisfaction (TS) as discussed 

initially. The Job Satisfaction Scale used in the present study 

was adapted from the study of [47]. The elements chosen by 

[47] to develop the job satisfaction scale were almost 

identical to those of the popular job descriptive index, which 

has been found to produce highly-reliable results [48]. The 

Job Satisfaction (JS) scale consists of items like nature of the 

job with respect to teaching and opportunities for doing 

research. The Teaching Satisfaction (TS) scale was adapted 

from [55]. 

C. Moderating Variables: Demographic Profile 

Several studies in the area [49], [50] have taken gender as 

moderating variable, whereas in some studies, age is 

considered as a moderating variable. In several studies [51], 

marital status was taken as moderating variable. Income has 

also been taken as a moderating variable in some studies [52], 

[53]. 

The moderating variables considered for the present study 

were gender, nationality, educational status, number of years 

of experience, and current grade in organization on the lines 

of [27], [34], [46]. WLB and JS were measured using a 

5-point Likert scale anchored with the end points 1=strongly 

disagree to 5=strongly agree. Reference [55] used a similar 

scale. In case of measuring JS, a 5-point Likert scale 

anchored with the end points 1=extremely dissatisfied to 

5=extremely satisfied was used. These descriptors were 

chosen to balance or neutralize any tendency to over-report 

difficult or unacceptable behaviours and conditions faced by 

the respondents at their workplace [56]. 

Reference [57] pointed out that researchers should design 

questionnaire items that capture the specific substantive 

focus of the component being assessed. Hence, efforts were 

made to keep the items as simple, specific and objective as 

possible.  Reference [58] found that a long questionnaire 

tends to have a lower response rate. For this study, the 

questionnaire length was deliberately kept at two sides of a 

single page. 

As the study was conducted in the Sultanate of Oman 

where the native language is Arabic, the complete 

questionnaire, including instructions, scale and questions 

were translated into Arabic. To avoid discrepancies in 

translation, back translation method suggested by [59] was 

used.  

  1)  Pilot testing 

A pilot study was conducted to determine if responses 

were normally-distributed or skewed. The questionnaire was 

administered to teaching staff of a higher education 

institution in Oman. In all, 63 responses were generated at 

this stage. Based on the input, minor modifications were 

incorporated in the questionnaire wording, thus enhancing its 

content validity. The responses generated during the pilot 

were also tested using SPSS version 17.0, and it was found 

that the responses were normally-distributed, thereby, 

suggesting that the instrument was appropriate for further 

data collection. 

   2)   Sampling technique 

In order to ensure a rigorous research design, care was 

exercised that a sound sampling procedure was followed. 

Sampling units, sampling elements and sampling frames 

were carefully selected. Both private and public higher 

education institutions in Oman were included in the study. 

The sampling frame was derived from the database of the 

Directorate General of Private Universities and Colleges of 

the Ministry of Higher Education (MoHE), Sultanate of 
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Oman. For the study, the respondents were teachers in both 

public and private higher education institutions in Oman. A 

total of 1769 teachers from private institutions were 

contacted, and out of the total of 2717 employees in the 

government institutions, 1500 could be approached owing to 

a refusal of certain institutions to participate in the survey. 

Data was collected from the sample organizations primarily 

through postal mails, e-mails (2000) and personal visits 

(1269). The mail methodology has also been used by other 

researchers in this area of study [60].  

Reference [61] suggested that an adequate sample size for 

CFA analysis or Structural Equation Modeling (SEM) is 

100-150 participants. Further [62] suggests that the ratio of 

sample size to free parameters should ideally be 5:1 though a 

ratio of 10:1 may be appropriate. Since the final number of 

responses was 625, the ratio was more than the recommended 

ratio, thus signaling that the sample size was appropriate to 

proceed with SEM. 

 

V. CONCEPTUAL MODEL OF RESEARCH 

 Several scholars [6], [7], [44], [46], [63], [64], [65] have 

shown that WLB affects organization commitment, 

employee loyalty and job satisfaction.  Based on the findings, 

a research model was conceptualized. Exhibit 1 illustrates the 

conceptual research model. 

 

Exhibit 1. Conceptual research model. 

 

A. Research Hypotheses 

Four sets of research hypotheses were considered in light 

of the research model: 

1) Investigating the relationship between work 

interference with personal life (WIPL), teaching 

satisfaction (TS) and job satisfaction (JS)  

H01: WIPL has a negative relationship with TS. 

H02: WIPL has a negative relationship with JS.  

2) Investigating the relationship between personal life 

interference with work (PLIW), teaching satisfaction 

(TS) and job satisfaction (JS)  

H03: PLIW has a negative relationship with TL.  

H04: PLIW has a negative relationship with JS. 

3) Investigating the relationship between work Personal 

life enhancement (WPLE), teaching satisfaction (TS) 

and job satisfaction (JS)  

H05: WPLE has a positive relationship with TS. 

H06: WPLE has a positive relationship with JS. 

4) Investigating the relationship between teaching 

satisfaction (TS) and job satisfaction (JS)  

H07: Teaching satisfaction (TS) has a positive relationship 

with JS. 

B. Analysis 

Descriptive statistics of the responses were generated 

through SPSS 17.0. After initial estimation of response rate 

Confirmatory Factor Analysis (CFA) was carried out using 

Structural Equation Modeling (SEM) capabilities of LISREL 

8.50. Indicator and scale reliability were assessed. 

Convergent and discriminant validity was ascertained. The 

relationship between dependent and independent variables 

was assessed using Maximum Likelihood Estimation (MLE) 

method in LISREL. 

C. Response Rate and Item Completion Rate 

Out of the 3269 respondents who were contacted through 

e-mails, postal mails and personal contact, responses were 

received from 625 respondents. The completed survey 

instruments totaled around 19.11 per cent response rate. The 

item completion is another important measure of 

effectiveness of the survey [66], [67]. Out of the 625 

responses initially received, four questionnaires had missing 

data, hence the item completion rate was 99.0 per cent, 

suggesting an exceptionally high survey effectiveness. 

D. Assessing Scale Unidimensionality 

Scale unidimensionality was checked using Confirmatory 

Factor Analysis (CFA). For many researchers, CFA is a more 

rigorous test of assessing the measurement model when using 

SEM [68]. Thus, it was decided to perform CFA as a test of 

scale unidimensionality, reliability and validity. 

A goodness of fit index (GFI) of 0.90 or close suggests that 

evidence for unidimensionality exists. Additionally, 

Adjusted Goodness of Fit Index (AGFI) ‘greater than 0.9’is 

acceptable [69]. Reference [70] recommend that Normed Fit 

Index (NFI), Non-Normed Fit Index (NNFI) and the 

Comparative Fit Index (CFI) should be studied to estimate 

the accuracy of the different models. Another aspect of 

evaluating the measurement model is to examine the 

direction (positive), magnitude (standard loadings of 0.70 or 

even 0.50 is acceptable) and statistical significance (t>1.96) 

of the parameter estimates between indicators and latent 

variables [70]. When the measurement model was estimated 

using CFA the scales viz. WIPL, PLIW, WPLE and TS, the 

fit indices were found to be more than the minimum accepted 

values. A summary of items in each scale with their GFI 

values are given in Table I along with loading value range. 

 
TABLE I: GFI VALUES FOR ALL SCALES 

Scale 
Number of Items with 

GFI values 

Loading Value 

Range 

WIPL 7 Items (GFI=0.90) 0.64-0.84 

PLIW 4 Items (GFI=0.95) 0.70-0.90 

WPLE 4 Items (GFI=0.93) 0.60-0.77 

TS 5 Items (GFI=0.92) 0.59-0.86 

JS 8 Items (GFI=0.90) 0.46-0.75 
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E. Assessment of Reliability 

After establishing the unidimensionality of the scales, the 

researchers tested the statistical reliability of the scales before 

proceeding with the validation analysis. Two types of 

reliability estimates were calculated, namely, (1) Indicator 

reliability and (2) Scale reliability. The indicator reliability of 

the five scales, namely, WIPL, PLIW, WPLE, TS and JS, 

used in this study were high or close to the desired values. 

Scale reliability was measured using Cronbach’s alpha as 

well as SEM-based construct-reliability and 

variance-extracted measures as suggested by [70]. All values 

were found to be acceptable. Reliability values are shown in 

Table II. 

 
TABLE II: RELIABILITY ESTIMATES 

Scale Indicator 

Reliability 

range 

Cronbach’s 

alpha 

Construct 

Reliability 

(CR) 

Variance 

Extracted 

(VE) 

WIPL 0.4-0.7 0.9  0.9 0.6 

PLIW 0.5-0.8 0.9 0.9 0.6 

WPLE 0.4-0.6 0.8 0.8 0.5 

TS 0.4-0.7 0.8 0.8 0.5 

JS 0.3-0.6 0.8 0.8 0.4 

 

F. Convergent and Discriminant Validity 

Reference [71] explained that internal consistency is a type 

of convergent validity that attempts to assure that there is at 

least moderate correlation among the indicators. For this 

study, all the scales had loadings of more than 0.5 which 

indicates convergent validity. The convergent validity of the 

five scales was also checked through the Bentler-Bonett 

Normed Fit Index (NFI). A value of 0.90 and above 

demonstrates strong convergent validity [72]. The NFI and 

NNFI coefficient for all the constructs was greater than 0.90, 

indicating high convergent validity. The values are depicted 

in Table III. 

 
TABLE III: NFI AND NNFI VALUES OF SCALES 

Scale NFI  NNFI 

WIPL 0.94 0.91 

PLIW 0.96 0.90 

WPLE 0.91 0.80 

TS 0.91 0.90 

JS 0.90 0.90 

 

For the study, the difference between the alpha value for 

each of the five constructs and the average correlation of each 

construct with other constructs was fairly large. This 

provides evidence of discriminant validity for the five scales. 

Table IV provides evidence for discriminant validity for all 

the five scales used for the present study. 

 

TABLE IV: DISCRIMINANT VALIDITY (DV) OF SCALES 

Scale 

Correlations 

Average of 

Correlations 

Alpha 

Values 

Existence of 

DV  

WIPL PLIW WPLE TS JS  

WIPL 1.0 0.57 0.21 0.45 0.45 0.4 0.9 ↑ 

PLIW - 1.00 0.12 0.41 0.43 0.4 0.9 ↑ 

WPLE 
- - 

1.00 0.29 0.22 0.2 0.8 ↑ 

TS 
- - - 

1.00 0.68 0.5 0.8 ↑ 

JS 
- - - 

- 1.00 0.5 0.8 ↑ 

 

The GFI values of all the study scales presented in Table I 

are significant and fall in line with the recommended values. 

The high values are an evidence of both convergent and 

discriminant validity since strong GFI is characteristic of 

convergence within a construct as well indicative of one 

construct being different from others.  

 

VI. STRUCTURAL MODEL ASSESSMENT   

For the present study the structural model fit was assessed 

to examine the hypothesized relationships between WIPL, 

PLIW and WPLE dimensions (independent variables) and 

TS and JS (dependent variable).  Five moderating variables 

were considered, namely, gender, nationality, educational 

status, years of experience and current grade in organization. 

To control the effect of moderating variables in the structural 

model analysis, all the moderating variables were first 

included in a correlation matrix along with the other study 

variables ( WIPL, PLIW, WPLE, TS and JS), in line with a 

method suggested by [54]. None of the moderating variables 

were found to be significantly correlated with the study 

variables. All correlation values indicated a weak correlation. 

Thus, it was concluded that the hypothesized moderating 

variables did not have a significant influence on the 

relationships and, hence, they were not incorporated in the 

final structural model.  

 
Exhibit 2. Structural model. 
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The standardized path coefficients of the structural model 

as estimated by LISREL 8.50 were used to assess the 

magnitude and direction of relationships and test the study 

hypotheses.  The structurally-assessed model is depicted in 

Exhibit 2. 

WIPL had a negative relationship with teaching 

satisfaction as indicated by the structural path coefficient 

(β=-0.19).  

WIPL had a negative relationship with job satisfaction as 

indicated by the structural path coefficient (β=-0.29).  

PLIW had a negative relationship with teaching 

satisfaction as indicated by the structural path coefficient 

(β=-0.34).  

PLIW also had a negative relationship with job satisfaction 

as indicated by the structural path coefficient (β=-0.05).  

WPLE had a positive relationship with teaching 

satisfaction as indicated by the structural path coefficient 

(β=0.29).  

As hypothesized, WPLE had a positive relationship with 

job satisfaction too as indicated by the structural path 

coefficient (β=0.01). Teaching satisfaction and job 

satisfaction have a positive relationship as is evident from the 

structural path coefficient (β=0.53). Thus, it can be seen that 

all the study hypotheses were accepted. The fit indices are 

given in Table V. All values are acceptable indicating a high 

model fit. 

 
TABLE V: CRITERION VALIDITY SEM FIT INDICES 

FIT INDICATORS Value 

Goodness of Fit Index (GFI) 0.8 

Adjusted Goodness of Fit Index (AGFI) 0.8 

Normed Fit Index (NFI) 0.9 

Non-Normed Fit Index (NNFI) 0.9 

Comparative Fit Index (CFI) 0.9 

Root Mean Square Error of Approximation 

(RMSEA) 
0.08 

 

It is interesting to note that criterion-related validity is a 

measure of how well scales representing the various 

independent (predictor) variables are related to measures of 

dependent variable (criteria) [73]. The relations between 

independent and dependent variables in this study, as 

assessed by SEM have been discussed. This is indicative of 

high criterion validity.  

 

VII. CONCLUSIONS 

The values of the structural equation model indicated that 

WIPL and PLIW had a negative relationship with teaching 

satisfaction and job satisfaction, whereas WPLE had a 

positive relationship with both teaching satisfaction and job 

satisfaction. Further, teaching satisfaction also had a positive 

relationship with job satisfaction. Thus, it was evident that 

the hypothesized model holds in the context of the present 

study as all hypotheses were accepted. 

Thus, the findings of the study corroborate with previous 

research evidences [74].  The findings from the study support 

the path-breaking research by [75] who identify the 

‘Cognitive Intrusion of Work’, which is interference of 

work-related thoughts and worrying aspects during non-work 

settings and non-work timings. Reference [75] also reports 

that cognitive intrusion of work reduces job satisfaction. This 

was hypothesized in the [46] scale too used by the 

researchers.  

Thus, we can safely conclude that work and personal life 

need to be integrated in a smooth manner and should not be 

left to impact on each other in a negative way. This balance or 

imbalance is likely to affect the overall performance of the 

teachers as well as the overall performance of the 

organization [76]. 

In organizations where employees perceive that work-life 

balance policies like flexibility, family-friendly benefits, 

work-life programmes and initiatives exist, it shows that 

employers are interested in the benefit and well-being of their 

employees. As a consequence, employees’ job satisfaction is 

enhanced leading to heightened levels of commitment and 

loyalty to the organizational objectives and mission [27], 

[77]-[81]. 

An important contribution of this study is that it adds to the 

base of information and knowledge in this domain, by 

exploring the relatively-uncharted context of Oman. It is also 

noteworthy that it is a pioneering work in Oman, and has 

significant implications for researchers as well as policy 

makers in higher education institutions in the Sultanate of 

Oman. This study validates the relationship between 

work-life balance, teaching satisfaction and job satisfaction 

in the context of higher education institutions in the Sultanate 

of Oman. It can be replicated in other contexts and cultural 

settings by future researchers. 
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