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ABSTRACT 

The purpose of the study was to examine the relationship between work-life balance, 

psychological well-being and job satisfaction of nurses in Mengo Hospital during COVID19. 

The study adopted a cross sectional and quantitative survey design. Correlation and regression 

designs were adopted to explain the relationships between the variables of study and the extent to 

which the independent variables explain the dependent variable. The study population consisted 

of 400 nurses (Human Resource  report  Mengo Hospital2020) were it was selected randomly to 

form the sample of 196 nurses who worked in the different departments of Mengo Hospital 

during the COVID19 pandemic to form the sample for this study (Krajie and Morgan,1970). The 

data was tested for reliability, analyzed using SPSS and results presented based on the study 

objectives. Though the results of analysis indicate existence of a significant association between 

work life balance and job satisfaction levels of nurses that work at Mengo Hospital in Kampala. 

It also revealed that there is a significant relationship between existence of work life balance at 

the hospital and psychological well-being of the nurses. Furthermore, this study confirms that 

Psychological well-being of a nurse enables a nurse get the feeling of being satisfied with what 

he or she does though, psychological well-being does not mediate the relationship between work 

life balance and job satisfaction. This position is supported by the literature in the medical field 

as well. Based on this, it was considered as the concluding position as far as this hypothesis is 

concerned. The study therefore recommended that there is need for work shifts of nurses to be 

followed with possibility of changes based on the needs of the nurses and the agreements 

amongst them, the nurses need to be encouraged to have a cordial relationship amongst 

themselves as well as with their supervisors and subordinates and the overall working conditions 

of nurses in Hospitals have to change with specific focus being on ensuring that the nurses are 

able to execute their duties without reservation. 
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CHAPTER ONE 

1.0 INTRODUCTION 

This chapter provides the background of the study, the background of the study, the statement of 

the problem, the purpose of the study, the objective of the study, the research questions, the 

scope of the study, the significance of the study and the conceptual frame work. 

1.1 Background to the study 

On a daily basis, physicians are exposed to situational factors that can make their work difficult. 

These include the so-called psychosocial factors, work accidents, burnout, and reduction in 

social interaction. Working conditions and other job-related risks. In 2020 the whole world was 

rocked by the Covid-19 problem and since then, almost all sectors have been affected by this 

pandemic. To reduce the transmission of COVID19, health services are the main key. The 

Nurses were required to have direct contact with patients to handle covid-19 cases (WHO, 2020). 

The results also show that the nursing care providers who had exposure to COVID-19 were more 

likely to have compassion fatigue compared to those that were not exposed. Nursing care 

providers exposed to COVID-19 cases may be particularly affected by severe emotional and 

psychological distress which is associated with the development of compassion fatigue (Alharbi 

et al., 2020). Additionally, frontline nursing care providers are susceptible to exposure to risk 

infection and are concerned with potentially contracting the virus themselves (Alharbi et 

al., 2020). The contextual factors surrounding the pandemic such as ease of transmission, limited 

personal protection equipment, and uncertainty of the pandemic trajectory affect the welfare of 

the nursing care providers (Usher et al., 2020). Sufficient personal protective equipment should 

be provided to the nursing care providers. Studies on factors influencing work-related stress in 

nursing care providers include deadly ill among others (Garrosa et al., 2010).  

https://onlinelibrary.wiley.com/doi/10.1002/nop2.1253#nop21253-bib-0002
https://onlinelibrary.wiley.com/doi/10.1002/nop2.1253#nop21253-bib-0002
https://onlinelibrary.wiley.com/doi/10.1002/nop2.1253#nop21253-bib-0030
https://onlinelibrary.wiley.com/doi/10.1002/nop2.1253#nop21253-bib-0011
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Therefore, the above instances, made people to isolate nurses because they were worried about 

the transmission Covid-19 (MOH, 2021). This has become tremendous pressure from the social 

environment (Nayaket al., 2018). Not to mention such a risky job. The task of nurses is to fulfil 

basic needs and prioritize and optimize patient safety (Harefa, 2019). They are obliged to care 

for and care for patients and to have direct contact with patients who are exposed to Covid-19, 

this is very susceptible to transmission, so they are required to comply with strict health protocol 

standards, one of which is by wearing complete personal protective equipment. Working hours, 

even during the outbreak of this pandemic, are very busy, resulting in a situation where nurses 

may not come home for a month and or stay overnight in the hospital as quoted from new vision 

news.com. This results into poor psychological well-being and job dissatisfaction (Nayaket al., 

2018). Dundas (2008) argued that work-life balance is about effectively managing the juggling 

act between paid work and all other activities that are important to people such as family 

community activities, voluntary work, personal development and leisure and recreation. 

The pandemic situation exacerbated dissatisfaction of medical staff by an increasing the number 

of patients making nurses to get overwhelmed.  When the phenomenon appeared, the Quality of 

Work Life became low, and it had an impact on Job Satisfaction (Diana et al., 2020). Work Life 

balance is very important in this covid-9 pandemic at Mengo Hospital. According to El 

Badawyet al., (2018), Work Life balance can be defined as physical and psychological well-

being in the work environment related to the integration of employees into the overall area of 

their lives. Nurses, who play an important role in healthcare services, should have a good level of 

physical and psychological well-being so that they can provide an effective care, quality and 

performance can be increased, and efficiency can be maintained (Aksu, 2020). Impaired mental 
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health reduces patient safety, quality of care and nurses’ performance (Sexton, Thomas, 

&Helmreich, 2000) and affects institutions’ profitability (Cooper & Cartwright, 1994). 

Basically, Job Satisfaction is an evaluative response related to the emotional state of nurses 

towards their work (Diana et al., 2020). According to Luthan (1998) and Eliyana&Sridadi 

(2020), a decrease in Job Satisfaction will affect the performance of nurses. Even though they are 

required to work optimally and be more intense during the pandemic state. Basedon Law no. 38 

of 2014 concerning nursing, article 29 of the duties of nurses, namely providing nursing care, as 

a counselor for patients, service managers, and as executor of medical tasks. This role is so 

important and vital. So that nurses are vulnerable to contracting COVID-19. 

Several studies (Giménez-Espert, M. D. C., Prado-Gascó, V., & Soto-Rubio, A. (2020), Soto-

Rubio, A., Giménez-Espert, M. D. C., & Prado-Gascó, V. (2020), Said, R. M., & El-Shafei, D. 

A. (2021), have attempted to study the impact of the COVID19 pandemic on the job satisfaction 

and psychological wellbeing of nurses. However, no study had looked at the mediating role of 

psychological wellbeing on the relationship between Work life balance and Job satisfaction of 

nurses during the COVID19 pandemic. Therefore, this forms the motivation of this study. 

1.2 Statement of the Problem 

A sudden onset of a potentially life-threatening illness such as Covid-19 led to an extraordinary 

amount of pressure on nursing staff coupled with an increased workload, physical exhaustion, 

inadequate personal protective equipment, fear of being infected and infecting family member 

(Pappaet al., 2020) despite the great effort made by the hospital to improve employee job 

satisfaction. The disturbance of work-life balance, neglect of personal and family needs, and lack 

of updated information on a new disease also created fears to the nurses (Raudenskáet al., 2020). 

The detrimental effect is most significant among Nurses who are directly in contact with infected 
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or suspected Covid-19 patients on the frontline (Nie, Su, Zhang, Guan, & Li, 2020). In Mengo 

hospital, nurses had to work extra hours, stay at the hospital for months without having to go 

home to their loved ones due to fear of possible infections and exposure of their families. 

According to the study conducted by the Centre for global development, 2021, they found that 

from March to April 2020, attendance to health services reduced and then rose in June or July. 

Notable reduction was in general OPD (17%), malaria-OPD (7%), ANC (8%), immunization 

(10%), hypertension (17%), and diabetes (10%). Institutional mortality reduced in same period. 

This is largely attributed to the existence of inappropriate work life balance and psychological 

well-being.  They cannot attend important functions and even celebrate with their close family 

due to strict work requirements during this pandemic. Having to wear protective gears and 

spending days in the ICU environment, watching most of their patients die helplessly despite all 

the efforts they put in, not knowing when exactly a cure was to be found and when the situation 

was getting back to normal has been overwhelming for the nurses. Yet, some complain of 

delayed allowances, inadequate supply of appropriate protective gears, increasing number of 

infections among and bad working conditions on top of the covid19 condition. Little is known 

about the mediating role of psychological wellbeing on the relationship between work life 

balance and job satisfaction during the Covid-19 pandemic. The aim of this study was to shed 

light on conditions of work during the pandemic and to identify factors associated with work life 

balance and job satisfaction.  

1.3 Purpose of the study 

This study was investigating the relationship between work-life balance, psychological well-

being and job satisfaction of nurses during COVID19 pandemic.   
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1.4 Objectives of the study 

i. To examine the relationship between Work Life Balance and Job satisfaction of Nurses in 

Mengo hospital during COVID19 in Uganda. 

ii. To examine the relationship between Work Life Balance and Psychological well-being of 

Nurses in Mengo hospital during COVID19 in Uganda. 

iii. To examine the relationship between Psychological well-being and Job Satisfaction of 

Nurses in Mengo hospital during COVID19 in Uganda. 

iv. To determine the mediating role of psychological well-being on the relationship between 

Work Life Balance and Job satisfaction of Nurses in Mengo Hospital during COVID19 in 

Uganda. 

1.5 Research questions 

i. What is the relationship between Work Life Balance and Job satisfaction of Nurses in Mengo 

hospital during COVID19 in Uganda? 

ii. What is the relationship between Work Life Balance and Psychological well-being of Nurses 

in Mengo hospital during COVID19 in Uganda? 

iii. What is the relationship between psychological well-being and Job Satisfaction of Nurses in 

Mengo hospital during COVID19 in Uganda? 

iv. What is the mediating role of psychological well-being on the relationship between Work 

Life Balance and Job satisfaction of Nurses in Mengo Hospital during COVID19 in Uganda? 

1.6 Scope of the study 

1.6.1 Subject scope 

This study focused on the relationship between work-life balance, psychological well-being and 

job satisfaction of nurses’ during COVID19 Pandemic. 
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1.6.2 Geographical scope 

This study focused on the nurses in Mengo Hospital during the first and second wave of 

COVD19 in Uganda. 

1.6.3 Time Scope 

The study was conducted among nurses in mango hospital among nurses who were in active duty 

between 2020 and 2021. 

1.7 Significance of the study 

(i) The findings of the study were used as a reference for future scholars embarking on a 

similar study, hence enhancing existing literature in the area. 

(ii) This study contributed to the existing body of knowledge on work-life balance, 

psychological well-being and job satisfaction of nurses’ during COVID19 Pandemic. 

(iii)The findings may be used as a reference for future scholars embarking on a similar study, 

hence enhancing existing literature in the area of Work life balance, psychological wellbeing 

and Job satisfaction during a pandemic. 

(iv) The study provided insights on Job satisfaction and proposed areas for further research that 

was enable future researchers build knowledge on job satisfaction of health workers. 

(v) The study may be of importance to guide the government and other policy making 

institutions when coming up with policies which can support the work life balance, 

psychological well-being and job satisfaction of health workers during a pandemic like the 

COVID19 Pandemic. 
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(vi) The study results may help nurses and health workers in their daily operations to ensure 

Work life balance, psychological well-being and job satisfaction during unprecedented 

periods like that of the COVID19 pandemic. 
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1.8 Conceptual framework 
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CHAPTER TWO 

2.0 Introduction 

This chapter presents the literature reviewed in relation to the variables of the study. It presents 

the theoretical review and conceptual review objective by objective. Discrepancy theory  was 

used to explain  the  study. 

2.1 Discrepancy Theory 

 Discrepancy theory was developed by Wilcock & Wright (1991) or as it is also called, the value-

percept disparity model. This model hypothesizes that satisfaction depends on the extent to 

which outcomes which an individual thinks he/she derives from work correspond to the 

outcomes pursued in work. The model has three essential elements namely the perception of 

some aspect of the job, an implicit or explicit value standard, and a conscious or subconscious 

judgment of the gap (discrepancy) between one's perceptions and one's values. Perception is the 

awareness that a matter existed as well as a cognitive judgment of the matter against a cognitive 

standard. A value judgment was defined as "an estimate of the relationship of some existent 

(matter) or judged relationship to one's value standards (normative standards). Rhodes & 

Hammer (2000) defined a value as "that which one regards as conducive to one's welfare".  

In the evaluation process, an individual estimate, either on a conscious or subconscious level, the 

relationship between some object, action or condition and one or more of one's values. Rode 

(2004) noted that among the most important values or conditions conducive to job satisfaction 

are: mentally challenging work with which the individual can cope successfully; personal interest 

in the work itself; work which is not too physically tiring; rewards for performance which are 

just, informative and in line with the individual's personal aspirations; working conditions which 

are compatible with the individual's physical needs and facilitate the accomplishment of his work 



10 
 

goals; high self-esteem on the part of the employee; agents in the workplace who help the 

employee to attain values such as interesting work, pay and promotions, whose basic values are 

similar to his own, and who minimize role conflict and ambiguity. Therefore, the psychological 

wellbeing of nurses during Covid19 impacts their work life balance and satisfaction derived from 

undertaking their tasks. 

2.2 Work-life balance 

Work-life balance is the degree to which an individual is involved in and satisfied equally with 

their job and personal roles (Saikia, 2011). Lack of balance in family and work life among 

academics was being harmful for all other sectors. (Greenhouse, Collins& Shaw, 2003).  

According to Beethoven (1991) effective balance in job and personal life makes a person more 

content and happier. It has been revealed in various studies that a higher desire to achieve more 

lead people to make extreme efforts that increase their working timing and they lost their work 

life balance. It ultimately reduces level of satisfaction among professional and increased the level 

of stress experienced by them. (Beehr& Newman, 1978). It is evident that integrating and 

maintain work life balance into our lives is the current need of the hour. (Mukhtar, 2012). Work-

life balance in its broadest sense is defined as a satisfactory level of involvement or fit between 

the multiple roles in a person’s life (Hudson, 2005; Jenkins, 2008).  

In essence Work Life Balance is about helping one balance their responsibilities to work and to 

their lives (Chandra, 2012; Daipuria&Kakar, 2013; Gayathiri&Ramakrishnan, 2013; Foster, 

et.al, 2014). In this case life refers to their family and personal commitments (Chandra, 2012). 

This means that people should have some control over how, when and where they work 

(Chandra, 2012; Daipuria, et.al, 2013; Gayathiri, et.al, 2012).  
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Lockwood (2003) defined work life balance as a process of managing work and personal 

responsibilities. Work-life programs require support from senior management. For work/life 

benefits in work environment it is helpful to have a corporate culture that encourages employees 

to look at business in an entirely different way and supports and accepts employees as 

individuals with priorities beyond the workplace. Work life balance programs increases 

employee motivation and productivity. Employees’ attitudes toward their organizations and life 

are affected by work-life balance. Work-life balance is especially important when organization 

has to manage highly technical professional because their high commitment and loyalty is 

needed forth success of the organization. According to Susi (2010) work life balance is drive for 

satisfaction of employees. Many organizations feel the need of work life balance which leads to 

retention of valuable work force, reduce work family conflict, and reduce employee stress, job 

satisfaction and better life balance. Strong and supportive organizational culture increase 

employee intent to remain in the organization. Employees „attitudes toward their organizations 

and life are affected by work-life balance.  

Work-life balance is especially important when organization has to manage highly technical 

professional because their high commitment and loyalty is needed forth success of the 

organization. Felicity (2013) concluded that work life balance is important in enhancing 

employee performance at work and home. Gender difference exists in work life balance needs 

because work and non-work responsibilities are different for male and females. Hamming and 

Bauer (2009) showed that female demonstrated more need for work life balance as compared to 

male. An individual derive satisfaction in life from work and family domains. 

Work-life balance is about experiencing satisfaction and having effective functioning both at 

work and family domain by avoiding role-conflict (Clark, 2000). Even distribution of time, 
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energy and commitment across different life domains lead to an experience of satisfaction among 

all domains, which altogether facilitate the attainment of work-life balance (Kirchmeyer, 2000). 

In earlier days, work life balance was conceptualized as “the extent to which an individual is 

equally engaged in and equally satisfied with his or her work role and family role” (Greenhauset 

al., 2003). So, the individuals’ interpretation of work-life balance depends upon their perception 

about how well different life-roles are balanced in their lives (Russo, Shteigman&Carmeli, 

2016). But the importance of life roles varies according to the stages of work and family lives. 

Considering the person centric approach to work-life balance, Greenhaus& Allen (2011) have 

argued that the interpretation of work-life balance was vary throughout the life of people 

depending upon the career and life stages as well as the variation in their values, goals and 

aspirations. Literature suggests that work-life balance is majorly conceptualized around themes 

like attentive engagement in multiple roles, managing time and involvement across multiple 

roles, attainment of satisfaction across multiple domains and balanced involvement and 

satisfaction across life domains (Sirgy& Lee, 2018). An individual would experience a balance 

when his/her role expectations and role effectiveness are consistent with the prevailing life 

priorities (Greenhauset al., 2011). Work-life balance literature is dominated by work-life conflict 

tradition (Sirgyet al., 2018). Work–family balance is often understood in terms of the absence of 

conflict or interference between family and work (Frone, 2003). The terms like work–family 

conflict (WFC), family–work conflict (FWC) is frequently used to represent work/ nonwork 

interference (Mellner, Aronsson, &Kecklund, 2014). WFC occurs when pressure and problems 

related to work intrude on the family life domain and negatively affect the quality of family life, 

whereas FWC happens when the family responsibilities related demands interfere with work-

duties related demands (Liu et al., 2015). Fisher (2001) has operationalized work-life balance in 
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terms of three aspects: work interference with personal life (WIPL), personal life interference 

with work (PLIW) and work/personal life enhancement. However, some studies on work-life 

balance have focused on only two dimensions: Gender difference in emotional exhaustion 707 

WIPL and PLIW (Karkoulianet al., 2016). The absence of work-life-conflict reflects work-life 

balance (Kalliath&Brough, 2008). Work–life conflicts have dysfunctional consequences for the 

well-being and health of an employee (Sirgy& Lee, 2018). A decrease in work-life balance 

increases emotional exhaustion (Lee & Kim, 2013). Balancing work life and family life while 

working from home during the lockdown could have been a challenge for many of the employed 

individuals. On one hand, official responsibilities demanded more effort, whereas, on the other 

hand, the personal/family responsibilities needed more time and energy. Many of the employed 

individuals could have experienced work-family conflict while working from home during the 

changed scenario at home at the time of lockdown. 

2.2.1 Indicators of work life balance 

Hayman (2005) developed a psychometric instrument to measure WLB in organizations. A 15-

item scale had been adapted from a 19-item scale originally developed by Fisher et al., (2003) 

that was designed to capture employee perceptions on WLB. The 15-item scale measured Work 

Interference with Personal Life (WIPL), Personal Life Interference with Work (PLIW), and 

Work Personal Life Enhancement (WPLE) as three constructs of WLB. Fisher et al., (2003) 

examined the relation between employees’ beliefs about having a balance between work and 

personal life and the feeling of job stress, job satisfaction, and reasons why an employee would 

quit his or her job. They simplified the WLB by placing three measurable dimensions, namely: 

work interference with personal life; personal life interference with work; and work and personal 

life enhancement. The dimensions indicate that interference of work in personal life and on the 
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other hand the interference of life issues in work related matters are important to study while 

understanding work-life balance related issues. Constructs of WLB are: 

2.3 Job Satisfaction 

Job Performance stems from employees' attitudes in relation to their work (Luthans, 2011; and 

Diana et al., 2020). Methodologically, Job Satisfaction is defined as an employee's affective 

reaction to work, based on a comparison between actual and desired results (Mosadegh, 2003) In 

other words, Job Satisfaction is an evaluative response related to the emotional state of nurses 

towards their work (Diana et al., 2020). So that feelings of pleasure and displeasure with what is 

done may arise (Eliyana & Sridadi, 2020). However, what is called Job Satisfaction based on 

Locke (1969) is a pleasant or positive emotional state that results from an assessment of a 

person's job or work experience and can fulfill employee needs and wants. 

Job satisfaction Job satisfaction has stimulated a great deal of research interest, partly because it 

is viewed as important in its own right and partly because of its association with other important 

outcomes. According to Aamodt (2007), job satisfaction is the attitude an employee has toward 

her or his job. Mitchell & Larson (1987) describe jobs satisfaction as reflection of viewpoints 

and positive feelings of staff of their jobs. Spector (2000) defined job satisfaction as people’s 

feelings toward their jobs. Job satisfaction is considered a purely emotional response to a job 

situation as opposed to the combination of emotional mental and behavioral components (Miner, 

1992). It is also the extent to which work is seen as providing those things that are considered. 

Conducive to one’s job welfare (Gernald, 1987).  

Job satisfaction also refers to attitudes held by individuals about their jobs (Baron and Byrne, 

1990). Spector (1997) described job satisfaction as simply how people feel about their jobs and 

different aspects of their jobs. Job satisfaction is affected by a number of factors. Factors like 
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work environment professional status, interaction and autonomy contribute the most to job 

satisfaction (Papoutsis et al., 2014). Job satisfaction could be classified into four categories: 

environmental factors, strategic employee recognition factors, individual factors and 

psychological wellbeing factors. Environmental factors include communication load and 

superior-subordinate communication. Strategic employee recognition factors include concerns of 

financial aspects and culture and society of workplace, and how these factors affect satisfaction. 

Individual factors include emotion and moods of employees, genetics of employees and their 

characteristics like ability to work with teams or individuals and solving problems, and 

personality like alienation and locus of control. Psychological wellbeing factors are related to 

primary facets of employee’s life such as work, family, 15 communities, etc. (Abraham, 2012; 

and Leiteet al., 2014). 

Job satisfaction describes how contented employees are with their current job. Research shows 

literature, a variety of similar definitions describing job satisfaction. The most popular is the one 

by Locke (2007) which describes job satisfaction as a pleasurable or positive emotional reaction 

to a person‟s job experiences). Job satisfaction can be defined as the collection of feelings and 

beliefs about a current job (Hill, 2007) as a positive attitude that is believed leads to high 

performance (Daft &Marcic, 2001), or as a reflection of an employee’s feelings about various 

aspects of work (Stone, 2005). Observing job satisfaction, it is very important to note two 

different expressions which are equally used in literature, that is, job satisfaction regarding solely 

the task itself or the crucial activity of one’s regular work, and job satisfaction in general which 

includes a range of different elements, such as satisfaction with pay, co-workers, supervision or 

working conditions. Job satisfaction has been an area of interest for many researchers over the 

past several decades (Hackman &Oldhman, 2001). 
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 In fact, job satisfaction has been one of the most researched concepts in organizational 

psychology. The interest in job satisfaction stems from its relationship with an employee’s 

effectives and long-term success. Kornhauser, (2005) noted that job satisfaction is directly linked 

to an individual’s happiness, and there is a positive relationship between job and satisfaction. 

Kornhauser, (2005) further noted 5 that there has been interest in job satisfaction because it can 

affect a worker’s productivity, absenteeism, turnover, and effectiveness (Mottaz, 2005). 

According to Podsakoffet al., (2006) job satisfaction is simply the satisfaction and gratification 

with the type of work allotted to a particular employee, which results in ever increasing 

performance of the employee. This is makes sense since in working environment, because 

excellence in any type of work is only possible when the nature of work is accepted and 

welcomed by the working individual.  

There are different factors that have an influence on an employee’s job satisfaction. Some of 

them can be described as individual factors (personality, education, marital status, age); certain 

categories can be individually affected while social factors (co-workers, team work, supervision) 

and organizational factors (company size, formal structure, management, politics and procedures, 

technologies) are less likely to be individually affected. 

2.3.1 Factors influencing job satisfaction 

An employee's overall satisfaction with his job is the result of a combination of factors; which 

include; working conditions, satisfactory salary, promotional opportunities, work output and co-

worker’s relationship. 

Working Conditions: Tamps & Piedmonte (2010) noted that employees prefer working 

conditions which are not dangerous and unpleasant. They like working conditions which are 

similar to the conditions that they have in their homes. Because employees spend so much time 
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in their work environment each week, it's important for companies to try to optimize working 

conditions. Such things as providing spacious work areas rather than cramped ones, adequate 

lighting and comfortable work stations contribute to favorable work conditions. Providing 

productivity tools such as upgraded information technology to help employees accomplish tasks 

more efficiently contributes to job satisfaction as well. 

According to Al Sumaiti (2010) the conditions under which a job is performed can be different -

from those completely comfortable to those very difficult and dangerous to employees‟ life and 

health. Difficult working conditions can be influenced by: external factors that include climate -

meteorological conditions, temperature, humidity, drafts, lighting in the workplace, noise and 

interference, gases, radiation, dust, smoke and other harmful factors; subjective factors that 

include gender and age of the worker, fatigue, monotony, unfavorable posture during work, etc.; 

factors related to the organization of production such as duration of the work shift, work 

schedule, working time, work pace, excessive strain (Gayathri & Ramakrishnan, 2013). 

2.3.2 Satisfactory Salary 

Salary or pay is a form of episodic compensation from a firm to its worker, which is completely 

stated in an employment contract. It is weighed with piece wages, where each job, period of job 

(timings) or other unit is paid distinctly, rather than on a periodic basis. Pay is perhaps striking 

good to most individuals because it offers them a corresponding level of purchasing power. 

Newsham (2014) noted that dissatisfaction with pay can lead employee to decreased job 

satisfaction, decreased interest of working, and decreased the learning level of employees, 

motivation and performance, increased absenteeism and turnover, and more pay-related 

grievances. It is also extensively studied that pay satisfaction positively influence overall job 
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contentment, motivation and enactment, performance, and lead to less absenteeism and turnover 

behaviors of employee. 

As noted by Sweet, Nelson, & Moberg (2006) there is positive influence of pay satisfaction on 

job satisfaction and it can observe in every field of life. Sweet et al., (2006) critically examined 

that the employee satisfaction level has little relationship to income and is similar across most 

variables for example working environment, professional uniqueness, amount of scientific 

activity in work, whereas income gratification showed stronger association to real income, at 

least at the higher income ranks. They also originate that the association between job satisfaction 

and pay satisfaction is high, whereas job satisfaction is not connected with years as employed. 

The customary rational of not relating monetary reward with the contentment is lessening. 

2.3.3 Promotional Opportunities 

 Promotion happens when an employee makes a shift in the upward direction in organizational 

hierarchy and moves to a place of greater responsibility (Dessler, 2008). Promotion can make a 

significant increase in the salary of an employee as well as in the span of authority and control. It 

was help the competitors to identify the most productive employees in the business world at the 

same time the employees are being recognized by their own organization. The employees 

themselves feel to be an effective contributor and thus will be more satisfied with their job. 

Employees are more satisfied with their current job if they see a path available to move up the 

ranks in the company and be given more responsibility and along with it higher compensation. 

Many companies encourage employees to acquire more advanced skills that will lead to the 

chance of promotion. Companies often pay the cost of tuition for employees taking university 

courses, for example. During an employee's annual performance review, a supervisor should map 
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out a path showing her what she needs to accomplish and what new skills she needs to develop in 

order to be on a track to advancement within the organization. 

The impact of wage raise, a result of promotion, is found to be more significant than fixed 

income on job satisfaction. According to Nadeem & Abbas (2009) the employees who are 

dissatisfied with the opportunity available for promotion show a greater intention to leave the 

organization. Bennet,(2010) established that the greater the chances of promotion, the higher was 

be the job satisfaction of employees. Apart from job satisfaction, the employee satisfaction is 

determined by satisfaction with promotion. 

When employees perceive that there are golden chances for promotion they feel satisfied for the 

respective place in the organization. 

2.3.4 Work Output 

According to Ansari &Chimani (2015) happy workers are also productive workers. Feldman 

(2010) noted that organizational level performance and individual level satisfaction are often 

connected theoretically to each other by assuming that individual level well-being leads to higher 

level of individual performance. Satisfied employees perform average better than other workers 

but it is unclear how noticeably worse the dissatisfied and exhausted employees perform 

(Felicity, 2013). For this practically important question is hard to answer, because individual-

level relationships between job satisfaction and exhaustion, and in the other hand productivity, 

are relatively weak. There is also the possibility that forces are involved in this satisfaction -

productivity relationship, for example job characteristics like job demands and job control. 

Salis&Wasiams, (2010) conducted a meta-analysis of the relationship between employee 

satisfaction and business outcomes. One of the business outcomes was productivity measure and 
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the others were customer-satisfaction-loyalty, safety, profitability and turnover rate. Their results 

showed that job satisfaction had the strongest positive effects on employee turnover, customer 

satisfaction-loyalty and safety. Results showed also positive effect on productivity and 

profitability but the correlations were not that strong. Correlation between job satisfaction and 

productivity was 0.20 when their research included 7,939 business units from 39 different 

organizations. 

2.3.5 Co-Workers Relationship 

 Employees seek to be treated with respect by those they work with. A hostile work environment 

with rude or unpleasant coworkers is one that usually has lower job satisfaction. A survey by 

Newsham (2014) in Florida, USA on co-worker’s relationship and job satisfaction showed that 

of those responding said they had personally experienced a great amount of workplace incivility. 

Fifty percent also believe morale is poor where they work. Managers need to step in and mediate 

conflicts before they escalate into more serious problems requiring disciplinary action. 

Employees may need to be reminded what behaviors are considered inappropriate when 

interacting with coworkers. 

2.4 Psychological well-being 

The term psychological well-being can refer to a sense of happiness or to a lack of psychological 

distress (Grossiet al., 2006). Additionally, the term can refer to quality of life (Hallberg, 

Ringdah, Holmes, & Carver, 2005). Psychological well-being can also refer to positive 

psychological traits, such as self-acceptance, satisfaction, hope or optimism, which are beneficial 

to well-being (Ryff& Singer, 1996; Seligman, &Csikszentmihalyi, 2000). In this case, 

psychological well-being would be synonymous with positive well-being (McNulty &Fincham, 

2012). This type of definition arose out of developmental psychology (Ryff& Singer, 1996) and 
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has influenced the creation of the theory of positive psychology (McNulty &Fincham, 2012). 

Other definitions include both positive and negative characteristics, such as optimism, 

enjoyment, self-control, depression and anxiety in relation to psychological well-being (Dupuy, 

1984; Grossiet al., 2006; Uher& Goodman, 2009). McNulty &Fincham (2012) argue the 

importance of contextualizing psychological traits as they relate to positive or negative well-

being, instead of classifying specific traits as positive or negative. 

Psychological well-being is influenced by factors such as age, employment, marital status, 

personality and negative life events (Skomorovsky & Sudom, 2011). At this time, there is little 

research to address if there is a connection between the relationship of work-life balance and 

general psychological well-being. 

For the purposes of this study, psychological well-being was defined as “self-representations of 

intrapersonal affective or emotional states reflecting a sense of subjective well-being or distress” 

as defined by Dupuy (1984) in The Psycholgocial General Well-Being Index (PGWBI). This 

definition takes into account factors such as depression, anxiety, positive well-being, self-

control, general health, and vitality (Hallberget al., 2005). This definition allows for a self-

perceived reflection of happiness and psychological distress. Psychological well-being was 

measured using the PGWBI, which measures anxiety, depression, anxiety, positive well-being, 

self-control, general health and vitality. 

2.5 Work-life balance and Job satisfaction. 

Guest (2002) noted that work life balance has always been a concern of those interested in the 

quality of working life and its relation to broader quality of life. The concept of work life has 

been abstracted from the job satisfaction level of an employee, which is an extrinsic factor of job 

satisfaction. It aimed to provide quality of life for an employee at the same time retaining the 



22 
 

productivity levels of an employee at the work place. The level of employees' job satisfaction 

increases by many factors and when employees are satisfied with their work, they feel motivated. 

The demand of employees work life balance is increased by change in trends in the business such 

as change in organizations structure, diversity of work force and female employees working in 

organizations. Organizations should provide work life balance facilities to their employees so 

that employees can perform their duties effectively and leads organization to the success 

(Parvin&Kabir, 2011). 

Employees’ attitudes toward their organizations and life are affected by work-life balance. 

Gayathri&Ramakrishnan (2013), identified number of factors which determine the satisfaction 

and dissatisfaction level of people in the organization. These factors include working conditions, 

perceived quality of supervision, reward system in work, status and seniority, age group, marital 

status, and years of experience. Nadeem & Abbas (2009) conducted a study in Pakistan to 

analyze the relationship between work life and job satisfaction. The research results indicate that 

job stress is negatively correlated to stress at job, family to work interfaces and job conflict. 

Work overload does not influence job satisfaction. Positive relationship exists between Job 

autonomy and job satisfaction 

 Nadeem and Abbas (2009) conducted a study in Pakistan to analyze the relationship between 

work life balance and job satisfaction. Data collected from 157 employees of public and private 

sector through questionnaire and analyzed through correlation, regression and descriptive 

analysis indicated that work overload does not influence job satisfaction and there is a positive 

relationship exists between work-life balance (with job autonomy as the main indicator) and job 

satisfaction. Mcnallet al., (2010), conducted the study to analyze the relationship between 

flexible work arrangement as an indicator of work-life balance and job satisfaction.  
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Data collected from 450 layoff supervisors from two large organizations in Pakistan through 

questionnaire revealed that work life balance practices and level of job satisfaction share a 

positive relationship. Rani et al., (2011) conducted the study to evaluate the relationship between 

work life balance and job satisfaction.  

Data collected from 210 respondents in IT organizations through questionnaire indicated that job 

satisfaction has a positive relationship with work life balance and negative relationship with 

work recognition, relationship with subordinate & supervisor and task at work. Varatharaj 

&Vasantha (2012) conducted the study to examine relationship job satisfaction have with work 

life balance in women. Data collected from 250 Service Sectors working women in Chennai city 

through questionnaire and analyzed through correlation, Chi-Square test, Wallis Test &Kruskals 

showed a strong positive relationship between job satisfaction and work life balance. Yadav 

&Dabhade, (2013) conducted research to analyze the relationship that exists between work life 

balance and job satisfaction of the working women.  

2.6 Work Life Balance and Psychological Wellbeing 

Psychological well-being is a complex and holistic term that includes more than just a sense of 

happiness and satisfaction (Khumalo&Wissing, 2012). The term encompasses aspects of health-

related quality of life such as anxiety, depression, vitality, self-control, general health and vitality 

(Grossiet al., 2006, Hallberg, Hallberg& Kramer, 2008). This term is more comprehensive than 

just well-being, allowing for subjective aspects of mental health to be evaluated (Grossiet al., 

2006, Serpentiniet al., 2011). In this study psychological well-being was include both positive 

and negative aspects of psychological well-being, and was measured on the following scales: 

anxiety, vitality, depressed mood, self-control, positive well-being (Grossiet al., 2006). Research 

has suggested that there is a relationship between psychological wellbeing and multiple 
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dimensions of a person’s life including marital satisfaction, general health, and possibly work-

life balance (Dush, Taylor & Kroeger, 2008; Frone, 2000; Sivik& Rose, 1994). 

 Work life balance is an important topic in both professional business practice and academic 

research. The literature indicates a number of work-life balance definitions. Clark (2000) 

describes work-life balance as “satisfaction and good functioning at work and at home, with a 

minimum of role conflict”. The focus on the domains of work and family is vital as family and 

work are regarded as the most important elements of everyone’s life, and any competing 

demands from work and family life cause conflict and negatively affect the wellbeing of workers 

(Clark, 2000; Frone, 2000). Therefore, good work-life balance and wellbeing can be achieved 

when there is no role conflict, and when people are satisfied with their work and family roles 

(Clark, 2000). 

The literature shows that common consequences of poor work-life balance are depression and 

distress, leading to lower productivity, poorer work quality, higher absenteeism and staff 

turnover (Seligman, 2011; Hill, 2005). A sample of academics in the UK felt they had little 

choice in working long hours, and over half reported that their personal lives suffered (Kinman& 

Jones, 2003). According to Shankar &Bhavnagar (2010), to understand the need of work life 

balance, one first needs to understand work life imbalance, as with the understanding of the 

origin, causes and effects of this imbalance, the balancing act becomes easier. The corporate 

world of today is exceedingly demanding. The work culture varies from organisation to 

organization. Today, the deadlines are getting tighter and an individual's job is not only to match 

that dead line but also to give quality output.  
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Due to this work pressure, it becomes exceedingly difficult to maintain a family life. It becomes 

very difficult to have the engagement of mind with the engagement of body. In every individual's 

life there are four stakeholders-own personalities, job, family and society (Gallinsky, 2005). It is 

very important to give equal importance to all the stakeholders. A person who is a workaholic 

and does not enjoy his or her family life cannot be termed a successful person. When a life 

encounters such imbalance then the peace and harmony of life vanishes and there is an adverse 

effect of it on the work life too. To avoid such a situation, one should always try to avoid this 

imbalance in life. The transition from work life imbalance to work life balance has obvious 

benefits to an organization and its employees (Collins, 2007).  

At the organizational level, balanced nature of work increases productivity and efficiency of 

employees. Employees become more creative and derive more satisfaction from work. Better 

team work and communication offer a conducive working environment. This leads to enjoyment 

at work and increased passion for it. Stress levels from the employee decrease thereby helping an 

organization to inherently develop a strong value system (Ebyet al., 2005). 

Greenhaus& Powell (2006) believe that work life balance on an individual level can bring 

phenomenal changes in his or her life and can also heavily impact a society. A balanced work 

life is of advantage to an employee's health. Stress levels decline drastically to healthy levels. 

Individuals, derive more value from their work and from life that leads to greater satisfaction and 

is also seen as a mode of self-actualization. The employee can better understand the nature of his 

work life balance as work life balance can vary among individuals. It is at this point of time that 

an employee starts resting immense trust in the organisation and his commitment levels to the 

organisation increase. On the social front, the individual gains when relationships improve. The 

individual can now willingly devote more time and energy to his social commitments, which is 
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also vital for a happy life (Greenhauset al., 2006). Thus, work-life balance can bring a huge 

transformation at the organisational and individual levels. It helps an organisation to inherently 

build a strong value system, which is attributed to the work life balance enjoyed at the employee 

level. Consequently, the organization does not have to impose a formulated framework of 

organizational values because they now become intrinsic to it.  

Collins (2007) suggests that at the individual level work life balance enjoys it success in 

addressing societal issues. It helps in healing a society of its problems such as increasing in 

fertility among working people, increasing number of divorcees and its adverse effect on 

children.  

Work-life balance is attained when individuals are equally engaged in and satisfied with the 

multiple roles in which they identify. Time balance is reached when equal amounts of time are 

devoted to the individuals’ multiple roles; involvement balance refers to equal psychological 

investment in the multiple roles; and satisfaction balance refers to an equal level of satisfaction 

with individuals’ work and social roles (Greenhauset al., 2003). With this type of definition, 

there is equity across each role (Greenhauset al., 2003; Kalliath &Brough, 2008). From a human 

resources perspective, work-life balance can be defined as any initiatives that help employees to 

balance or experience more satisfaction in work and personal domains (Darcy et al., 2012; 

Giancola, 2010). This definition fits a more situational definition of work-life balance. Both the 

absolutist and situational definitions fail to fully encapsulate or define work-life balance. 

Understandably, part of the issue with defining and quantifying work-life balance, is that work 

and life roles tend to overlap; there is not a clear cut line separating the two (Taylor, 2002). The 

term remains poorly understood in the literature. Clearly, work-life balance is not easily defined 

nor is it easily measured (Greenhauset al., 2003; Kalliath &Brough, 2008; Reiter, 2007). 
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The study of De-Nobile & McCormick (2008) showed that age is related to the job satisfaction 

and work life issues of workers. In a similar vein, the study of Firebaugh & Harley (1995) 

showed that as age is related to job issues experienced by workers. In terms of the wellbeing of 

employees, the study of Iiacqua, Schumacher & Li (1995) revealed that demographic factors 

including age have little or no impact on job satisfaction. The implication is that the satisfaction 

of respondents at the workplace including their wellbeing does not depend on their age. 

Similarly, Raju &Rahamtulla (2007) found that age does not have a significant influence on 

adjustment and satisfaction. Boohene, Charles &Agyemang (2012) studied a sample of 117 

faculty members of All Nations University, Ghana and Loyola Institute of Technology and 

Science, India and found that one hundred and seven (107) agreed to being sometimes depressed 

as a result of their current work. One hundred and fifteen (115) respondents worried about their 

work either sometimes, often or always. Six (6) variables of work life balance programme and 

policy options namely annual leave and public holiday leave, flexible working hours, training 

leave, maternity leave, study/exam leave, and work place health promotion proved to be very 

important variables capable of ensuring productivity of faculty members in the study areas. 

Again, based on parametric testing using chi-square it was revealed that productivity of faculty 

members was dependent on work life balance programmes and policies and hence this further 

suggests a positive relationship between productivity and work life balance programmes and 

policies. 

2.7 Psychological well-being and job satisfaction 

Psychological well-being is usually defined in terms of the overall effectiveness of an 

individual's psychological functioning (Gechman& Weiner, 1975; Jamal & Mitchell, 1980; 

Martin, 1984; Sekaran, 1985). More specifically, on the basis of the circumplex model of 
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emotion, psychological wellbeing measures the hedonic or pleasantness dimension of individual 

feelings (Russell, 1980; Russell, Weiss, & Mendelsohn, 1989). Clinical psychologists have long 

recognized the role of the pleasantness dimension of well-being (i.e., happiness vs. sadness or 

depression) in the determination of various individual outcomes. For example, depressed 

individuals have very low self-esteem, tend to be pessimistic, and exhibit reduced motivation and 

slowed thought processes (Holmes, 1991; Wright &Bonett, 1997). Furthermore, unlike job 

satisfaction, which is centered around the work context, psychological well-being is a broader 

construct. Most typically, psychological well-being is considered as a primarily affective-based 

"context-free" or global construct. Unlike various measures of job satisfaction, well-being is not 

tied to any particular situation (Kornhauser, 1965; Warr, 1987, 1990).According to the last 

finding of the research, it was noticed that there was no significant difference between 

psychological well-being and job satisfaction scores of the employees in terms of the 

professional time. In literature review, different results related to the well-being and job 

satisfaction of the employees in terms of their professional service time were determined. In their 

study upon life and job satisfaction of the police officers, Yiğitet al., (2011) observed that there 

was a significant difference in job satisfactions core averages of the security staff according to 

the variable of service period, but there was no significant difference in life satisfaction score 

averages.  

In a research finding obtained by Baştemur (2006), it was proved that there was no statistically 

significant difference between job satisfaction and professional time. In another study upon the 

employees of four- and five-star hotels, Özel (2015) proved that there was no significant 

difference between life and job satisfaction levels of the employees in terms of the professional 

service time. These findings were noticed to be supporting the findings of our research. 
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However, studies revealing the contrast of the research findings were also found to be present in 

the literature. Mersin (2007) found in his study that as the employment period of the religious 

officials increased, their job satisfaction increased as well. Fosam, Grimsley, & Wisher (1998) 

carried out a study upon English police officers, and argued that the employees who carried out 

their duty in their occupation for less than two years had higher job satisfaction levels rather than 

the ones who worked for more than two years.  

2.8 Psychological wellbeing mediates the relationship between Work life balance and Job 

satisfaction. 

Employee wellbeing is greatly embedded in a system of social exchange among supervisors, 

subordinates, and coworkers (Kim, Lee, & Wong, 2016; Obschonka&Silbereisen, 2015), and for 

that reason is facilitated and constrained by support from supervisors and coworkers. It implies 

that employees’ satisfaction with supervisors and colleagues allows them to obtain feelings of 

empathy, respect, and trust (Haider, Fernandez-Ortiz, & de Pablos, 2017) which lead towards 

greater psychological wellbeing (Kim et al., 2016). This viewpoint suggests that employee 

satisfaction with supervisors and coworkers is simply as important as other human resource 

practices to enhance employee wellbeing. However, employee satisfaction with supervisor and 

its effect on individual and organizational outcomes has been widely studied in past research 

(Sturman& Park, 2016; Tepper& Tylor, 2003). The variable of satisfaction with coworkers has 

received relatively less attention (Oshagbemi, 2000). So, we focus on satisfaction with 

coworkers and argue that work-life balance is likely to have a greater influence on employee’s 

psychological wellbeing if it interacts with his or her satisfaction with coworkers. The effect of 

satisfaction with coworkers, its interplay with employee’s work-life balance, and the mediating 

mechanisms through which this interplay improves employee job performance has received little 
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attention in past research. We understand that the reason for this lack of attention is that the 

effect of work-life balance on employee’s psychological wellbeing has been examined in 

isolation from employee’s satisfaction with coworkers. Consequently, the interconnectedness of 

work-life balance and satisfaction with co-workers remains poorly understood. We believe that 

both the researchers and managers need to know these issues to understand the phenomena 

affecting the metaphorical relationship between work-life balance and psychological wellbeing, 

and consequently, job Satisfaction. 

Employees’ work-life balance allows organizations to enhance performance of their employees 

mainly because a supportive and flexible work environment positively affects their psychological 

wellbeing (Greenhouse al., 2006). The happy/productive worker hypothesis (Lucas &Diener, 

2003) suggests that psychologically-well people perform better (Wright &Cropanzano, 2004). 

Organizations’ ability in minimizing work-life conflicts enables them to create a positive 

psychological capital in their employees which enhances their creative performance (Liu et al., 

2015). So, any link between employees’ work-life balance and job performance passes greatly 

through psychological processes related to employee wellbeing. The affective events theory 

(AET) (Weiss &Cropanzano, 1996) can also be used as a tool for explaining the mediating effect 

of psychological wellbeing. According to the AET, human emotions have many personal and 

work related consequences. Positive emotions emerge from many internal and external forces, 

and one of them is work-life balance (Pradhan, Jena &Kumari, 2016). Psychological wellbeing is 

a direct response of a person’s positive emotions (Fredrickson, 2001). So, it can be stated that 

positive emotions emerging from a person’s work-life balance enhance his or her wellbeing 

which, in turn, improves that person’s job performance. Thus, a greater work-life balance is 
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likely to enhance positive psychological capital and emotions which increase an employee’s job 

performance by strengthening her/his psychological wellbeing.  
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CHAPTER THREE 

METHODOLOGY 

3.0 Introduction 

This section covers the way the research was carried out in line with the research design, the 

procedures of sampling, source of data, methods of data collection, processing and analysis as 

well as measurement of study variables. 

3.1 Research Design 

A cross sectional and a quantitative research designs was adopted for this study. A cross 

sectional design is preferred because the time period of focus for evidence gathering for this 

study is less than two years and it is based on a specific period of time in the lives of the nurses 

considered in the study. The study used of quantitative information which makes it necessary for 

quantitative research design to be used (Van, 2008). Quantitative research is a systematic 

investigation of phenomena by gathering quantifiable data and performing statistical, 

mathematical, or computational techniques. Information was collected from the nurses at Mengo 

Hospital using a survey questionnaire and the results were used to depict and predict the future in 

the numerical form.  

3.2 Population 

This study focused on the nurses working with Mengo Hospital during the first and second wave 

of COVID 19 pandemic. However, the target population for this study was 400 people 

comprising nurses, midwives, theatre assistants, and nursing aides. These were targeted because 

they are deemed the most relevant to the study topic. Using the Krejcie and Morgan tables for 

sample size determination, a sample population for this study was determined to be 196 

respondents as detailed in the sections below. 
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Table 1: 

Population category Population (N) Sample (n) 

Nurses 185 90 

Midwife 99 49 

Theatre assistant 73 36 

Nursing aids 43 21 

Total 400 196 

Source: Primary data 

3.3 Sample Size 

A total population of 400 nurses was selected randomly to form sample size of 196 nurses for 

this study (Krajie and Morgan, 1970).  Therefore, the 196 nurses were considered in this study to 

form the representative sample of the study. The study focused on Mengo Hospital because 

Kampala had the highest percentage of COVID 19 registered cases (45%) as compared to other 

COVID19 treatment centers in the country according to the Ministry of health report June, 2021. 

Mengo Hospital has a well-established nursing Department and it’s easy to get information about 

the nurses in the Hospital as compared to other hospitals in the region.  Further to that, the 

hospital is in Kampala which was the most affected district due to COVD19 and lockdown 

measures according to the 2020 impact COVD19 on business report by UN as provided below:  

The outbreak of corona virus, also known as COVID-19, began in Wuhan, China in December 

2019. The virus is spreading globally at an alarming rate, with 1,341,907 confirmed infections 

and 74,476 deaths as of April 7, 2020. Although COVID- 19 has been slow to take root in 

Africa, cases are now spreading rapidly. Since the first case was recorded on the continent on 

February 14, 2020, Africa has registered 10,018 cases and 484 deaths as of April 7 (Figure 1). 

Within Eastern Africa and the Great Lakes Region, the Democratic Republic of Congo (DRC) 

and Rwanda have the highest number of confirmed cases, respectively 161 and 105, followed by 



34 
 

Kenya (158), Uganda (52), Ethiopia (44) and Tanzania (24). South Sudan also registered its first 

case on April 5.2 The number of new infections and deaths is expected to continue to rise on a 

daily basis as long as there is continued contact, both direct and indirect, between infected 

persons and uninfected members of the population, and the number of uninfected potential hosts 

within the population is large. 

In Uganda, the number of COVID infections has risen sharply (Figure 2). Only nine days since 

the first case was recorded on March 21, 2020, by March 30 the cases had risen to 33. As 

witnessed in other African countries, the number of new infections is likely to continue to rise; 

this was seen in countries such as Ghana (27 cases on March 24, increased to 137 on March 29) 

and Rwanda (17 on March 23, increased to 60 on March 29). 

3.4 Sampling Technique 

The sampling technique used in selecting the 196 nurses to participate in this study is simple 

random sampling method.  This is because it gave all nurses an equal chance of being selected in 

the sample to take part in this study. The simple  random sampling  method was  practically used  

by  identifying  the  nurses which  is  the  element  of  the  population  and giving  out  the  

questioner  at random.  

3.5 Unit of Analysis and Unit of Inquiry 

The unit of analysis and unit of inquiry for this study were the nurses. The Unit of inquiry 

were196 nurses.  

3.6 Data type and source 

In this study, the focus was on the primary data. This was obtained directly from the field where 

individual respondents were found. The respondents therefore formed the main source of the data 

that was collected in this study. This is in accordance with the writings of Churchill (1979). 
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3.7 Data collection 

Data was collected using self-administered structured questionnaires. This means that the method 

of data collection that was be used in this study is questionnaire method. The questionnaires were 

hand delivered to the respondents and later collected from the respondents after a period of 5 

days. 

This method of data collection is considered in this study because of its ability to enable a 

researcher to collect data from a wide geographical area in a short time (Sekaran, 2003). This fit 

the description of the geographical coverage that this research is focused on. It is therefore 

appropriate for this study.  

3.8 Measurement of variables 

Work–life balance. The scale used to measure two chosen dimensions of WLB, namely, WIPL 

and PLIW, was built upon the scale given by Hayman (2005). To measure WIPL, three items 

were adapted from the scale of Hayman (2005). Developed by psychologist Carol D. Ryff, the 

Psychological Wellbeing (PWB) Scale measures six aspects of wellbeing: autonomy, 

environmental mastery, personal growth, positive relations with others, purpose in life, and self-

acceptance (Ryff et al., 2007; adapted from Ryff, 1989). Job satisfaction was measured using 

five aspects: Working conditions, satisfactory salary, Promotional opportunities, Work output 

and Co-workers relationship by Smith, Kendall, and Hulin (1969). 

3.9 Validity and reliability analysis 

Both validity and reliability tests were conducted for the data collection tool (questionnaire) that 

was used. Validity of instruments was obtained using the Content Validity Index (CVI). The 

questionnaires were assessed to ensure that the scale items are meaningful; the statements are 

generally understandable and capture the issues under study. Reliability of the instruments was 
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ascertained using the Cronbach’s coefficient alpha to test for the internal consistence of the 

scales used to measure the variables. Alpha coefficient of above 0.7 for individual test variables 

was accepted meaning the instrument was reliable (Nunnally, 1978).  

Table 2: Reliability and validity analysis results 

  

Cronbach's Alpha 

Coefficient (CAC) 
Content Validity Index (CVI) 

Job Satisfaction 0.818 0.773 

Psychological Well-Being 0.835 0.733 

Work-Life Balance 
0.826 0.765 

Source: Primary data 

3.10 Ethical Considerations 

An introductory letter for seeking permission to proceed for data collection was obtained from 

Makerere University Business School and this was the basis for the informed consent of 

respondents. Furthermore, respondents were assured of utmost confidentiality of the data given 

to the researcher, because these data were treated for purposes of academic only and nothing else 

and this was explained to respondents. The researcher tried to guard against plagiarism. The 

researcher will not (as promised to respondents) reveal any information of confidential nature (as 

this may expose certain businesses to an unhealthy competition) after the study.  
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CHAPTER FOUR 

DATA ANALYSIS AND PRESENTATION OF FINDINGS 

4.1 Introduction 

Chapter four is divided into five other sections. These other sections include the sample 

characteristics, results about work life balance and job satisfaction, results about work life 

balance and psychological well-being, results about psychological well-being and job 

satisfaction as well as the results about the mediating role of psychological well-being in the 

relationship between work life balance and job satisfaction. In this section, there is a presentation 

of the different characteristics of the respondents that were involved in this research study. These 

characteristics are presented in the subsections below. 

4.2 Response rate 

To collect data for the study 196 questionnaires were issued out. However, only 188 questionnaires were 

ticked and returned causing a response rate of 97%. The response rate of the study is quite enough to give 

more accurate results in the study. (Krajie and Morgan 19). 

4.2.1 Gender distribution of the respondents 

In this section, there is a presentation of the number of nurses that were male and female that got 

involved in this study. The results are presented in Table 4.1. 

Table 3: Gender distribution of respondents 

Gender Frequency Percent Cumulative Percent 

Female 100 53.0 53.0 

Male 88 47.0 100.0 

Total 188 100.0   

Source: Primary data 

The results indicate that the number of male and female nurses that were involved in this study 

were almost the same. Out of the total of 188 nurses involved in the study, 53% were female 
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while 47% were male. This means that a possibility of having gender bias in the responses 

provided in this study was avoided. Perceptions of both, male and female respondents were 

captured by their inclusion in this study. The aspect of gender bias was, therefore, avoided. 

4.2.2 Relationship status of the nurses involved in this study 

Results about the relationship status focused on whether a respondent was married, divorced, 

separated or widowed. Additional to marriage, the status of being committed in a relationship 

was also captured. These results are presented in Table 4.2. 

Table 4: Relationship status of respondents 

Relationship status Frequency Percent Cumulative Percent 

Single 65 34.6 34.6 

Committed relationship 3 1.6 36.2 

Married 112 59.6 95.7 

Divorced/separated 4 2.1 97.9 

Widowed 4 2.1 100.0 

Total 188 100.0   

Source: Primary data 

The results obtained indicate that majority of the respondents were married. This category of 

respondents composed 59.6% of all the respondents involved in this study. This group of 

respondents was followed by those who were single representing 34.6% of all the respondents. 

The other categories of the respondents that were involved in this study were the respondents 

who were divorced and or separated (2.1%), the widowed (2.1%) as well as those in committed 

relationships (1.6%).  

Getting respondents from all the five groups of respondents enabled the researcher to get 

comprehensive information considering that the different groups of respondents perceived job 

satisfaction differently depending on their different points of view. Getting their responses, 
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therefore, enabled the researcher to get relevant and rich set of responses from the nurses that 

were involved in this study. 

4.2.3 Amount of time spent at work in a week 

With regards to amount of time spent in the hospital in a week during COVID time, the results 

presented in Table 4.3 were presented. These results present time spent in a hospital in terms of 

hours in a week. 

Table 5: Time spent at work in a week 

Hours worked Frequency Percent Cumulative Percent 

Less than 20 hours 5 2.7 2.7 

20 - 31 hours 71 37.8 40.4 

32 - 40 hours 70 37.2 77.7 

40 - 50 hours 29 15.4 93.1 

50 - 80 hours 12 6.4 99.5 

More than 80 hours 1 0.5 100.0 

Total 188 100.0   

Source: Primary data 

The results indicate that majority of the nurses worked for 32 to 40 hours a week. This category 

of the respondents represented 37.8% of the respondents. Following this group of respondents 

was the group that worked for a period of 20 to 31 hours a week representing 37.2% of all the 

respondents. Next to this is the category of respondents that worked for a period of 40 to 50 

hours in a week representing 15.4% of all the respondents. The least represented group of 

respondents was that of nurses that worked for more than 80 hours a week. These represented 

0.5% of all the respondents that were involved in this study.  

Based on the results obtained, majority of the nurses worked for a period between 20 hours and 

50 hours a week. This means that a nurse picked at random from the group of respondents, could 

have worked for a period between 4 hours and 7 hours a day. This further means that the nurses 
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have been working hard in their service to Mengo Hospital during COVID-19. Responses from 

these respondents are, therefore, relevant for consideration in this study considering their high 

level of involvement in the operations of Mengo Hospital. 

4.3 Correlation analysis results 

4.3.1 Correlation 

Correlation analysis was carried out to establish the existence and extent of association between 

work life balance, job satisfaction and psychological well-being. The results of this analysis are 

presented in Table 6 below.  
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Table 6: showing correlation coefficients results  

 1 2 3 4 5 6 7 8 9 10 11 12 

Work life balance (1)  1            

Work Interference with 

Personal Life (2) 

 .806** 1           

Personal Life Interference 

with Work (3) 

 .906** .649** 1          

Work Personal Life 

Enhancement (4) 

 .718** .367** .462** 1         

Psychological  

wellbeing (5) 

 .757** .617** .743** .453** 1        

Autonomy (6)  .463** .457** .443** .217** .614** 1       

Environmental 

Mastery (7) 

 .573** .477** .546** .358** .805** .435** 1      

Personal growth (8)  .580** .462** .566** .362** .786** .363** .563** 1     

Positive relations with 

others (9) 

 .573** .507** .560** .306** .772** .449** .595** .523** 1    

Purpose in life (10)  .657** .439** .677** .438** .814** .302** .575** .613** .537** 1   

Self-acceptance (11)  .573** .473** .557** .343** .733** .370** .454** .490** .419** .565** 1  

Job satisfaction (12)  .532** .398** .425** .497** .506** .291** .382** .391** .291** .408** .515** 1 

**. Correlation is significant at the 0.01 level (2-tailed). Source: Primary data 
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Results from correlation analysis indicate that all the associations that were tested were 

positive, strong and statistically significant. This means that existence of all the associations 

that were tested in this study was confirmed.  

4.3.2 Work life balance and job satisfaction 

Assessing the relationship between work life balance and job satisfaction was the first 

objective that was tested in this research. It was necessary to establish whether work life 

balance is associated with job satisfaction as well as whether it (work life balance) has 

influence on job satisfaction amongst the nurses that work at Mengo Hospital in Kampala. 

The results from this assessment are divided into two main parts; correlation output and 

regression output. Correlation output is presented in Table 4.4. 

The correlation results indicate that there is indeed an association between work life balance 

and job satisfaction amongst the nurses who work at Mengo Hospital. This association is 

further reported to be statistically significant (r =0.532, p-value <0.01). The results mean that 

enhancement of work life balance standards amongst the nurses at the hospital is likely to 

happen at the same time when there is an improved levels of job satisfaction. This outcome 

further suggests that work life balance changes amongst the nurses at the hospital could have 

a significant influence on the levels of job satisfaction of the nurses.  

4.3.3 Work life balance and psychological well-being 

Related to the job satisfaction is the concept of psychological well-being. In this research, it 

is hypothesized that when there is effective work life balance, a nurse will be able to realize a 

state of psychological well-being. This was the second objective that was considered in this 

study. Based on this objective (and or hypothesis), there was a need to test whether there is a 

relationship between work life balance and psychological well-being of the nurses working at 
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Mengo Hospital. This involved assessing the association as well as the influence aspects of 

the objective. 

Association was tested using the correlation analysis technique. Results from correlation 

analysis are presented in Table 4.4. Results from correlation analysis indicate that there is 

indeed a positive and significant association between work life balance and psychological 

well-being of the nurses at Mengo Hospital (r =0.757, p-value<0.01). This means that the 

nurses get the feeling of being psychologically well at the same period of time when there is 

an improvement in work life balance as far as their work is concerned. This, however, 

suggested that the psychological well-being of the nurses could be brought about by the 

presence of the conditions of effective work life balance for the nurses at Mengo Hospital.  

4.3.4 Psychological well-being and job satisfaction 

Considering the importance of psychological well-being of a nurse towards job satisfaction, 

there was a need to assess whether there is a relationship between the two. This relationship 

was assessed and results presented in this section. The test of association was carried out 

using the correlation analysis test. Results from this are presented in Table 4.4. 

The results from correlation analysis indicated that indeed psychological well-being was 

associated with the levels of job satisfaction positively and significantly (r=0.506, p-

value<0.01). This means that when there is an enhancement of psychological well-being of 

nurses at Mengo well-being, the levels of improvement in job satisfaction of the nurses is also 

experienced. It is worth-noting; therefore, that psychological well-being of the nurses could 

have influence on the level of job satisfaction of the nurses at the hospital.   

4.4.1 Regression 

Regression analysis, on the other hand, was carried out to establish the influence of work-life 

balance and psychological well-being on job satisfaction as well as influence of work life 
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balance on psychological well-being amongst the nurses of Mengo Hospital in Uganda. The 

focus of this analysis was on the period during which the nurses were working hard to 

support COVID 19 patients who were sought refuge at Mengo Hospital. The results from the 

regression analysis that was carried out are presented in Table 4.5. 

  



45 
 

Table 7: showing regression coefficients 

 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 2.000 .238  8.401 .000 

Work life balance .261 .070 .349 3.729 .000 

Psychological 

wellbeing 

.238 .092 .241 2.573 .011 

 R                 = 

R2               = 

Adjusted R2= 

F                 = 

Sig              = 

.555 

     .308 

     .300 

      41.112 

      .001 

    

a. Dependent Variable: Job satisfaction  

 

The  beta value of 0.349 in  the  1st  objective  mean  that work life  balance   was  the  only  

significant   predictor of  job  satisfaction (Beta 0.349 ,p value 0.001 and  psychological  

well-being   were  found  not  a significant  predictor  of  job satisfaction. The beta  value of 

0.241 for  psychological  well-being   mean that  psychological  well-being were  found  not  

a significant  predictor of  Job  satisfaction.  Model fit significance levels further indicated 

that all the predictors were significant. This means that the results presented by this model 

can be trusted for consideration in the decision making process at Mengo Hospital.  

The results from regression analysis from the above table indicate that work life balance 

indeed has influence on job satisfaction (Beta = 0.349). The influence is further reported to be 

significant (Sig = 0.000). This means that when there is an improvement in work life balance 

levels of the nurses at Mengo Hospital, there will be enhancement of their levels of job 

satisfaction as well. This confirms that work life balance has the capacity to boost job 

satisfaction amongst nurses at Mengo Hospital in Uganda. 
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The results from regression analysis confirmed that work life balance has a significant 

influence on the feeling of psychological well-being that the nurses at Mengo Hospital feel 

from time to time (Beta = 0.241, Sig = 0.011). This further means that when there is effective 

work balance arrangement for nurses at Mengo Hospital, the nurses will be able to feel 

psychologically well.  

From the percentage point of view, the influence of work life balance and psychological well-

being on job satisfaction accounted for only 30%. This means that there could be other 

factors that bring about psychological well-being of the nurses which were not considered in 

this analysis. The results indicate that psychological well-being of nurses working at Mengo 

Hospital influences up to 24.1% of the changes in their level of job satisfaction. In 

comparison with “work life balance” the results indicate that job satisfaction levels of the 

nurses are more influenced by presence of work life balance (34.9%) than presence of 

psychological well-being of the nurses at Mengo Hospital.  

4.7 Mediating role of psychological well-being in the relationship between work life 

balance and job satisfaction 

The regression results indicated that both work life balance and psychological well-being had 

influence on the level of job satisfaction of the nurses at Mengo Hospital. Additionally, the 

results from regression analysis indicated that presence of work life balance at the hospital 

had influence on the existence of psychological well-being of the nurses. These results 

suggested that psychological well-being of the nurses could have a mediating influence in the 

relationship between work life balance and job satisfaction of the nurses. To assess this, 

mediation analysis was carried out using the Med-Graph approach. The results from this 

analysis are presented in Figure 4.1. 
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Figure 4.1: Mediation analysis output 

 

Results from mediation analysis indicated that psychological well-being of the nurses had a 

mediating influence in the relationship between work life balance of the nurses and their level 

of job satisfaction at the hospital. This influence was however weak and statistically 

insignificant (Sobel z-value = 1.540137; p-value = 0.123527). These results concur with the 

results from regression analysis indicating that work life balance has a higher percentage 

influence on job satisfaction as compared to the influence from psychological well-being of 

the nurses on their level of job satisfaction. Based on these results, psychological well-being 

of the nurses cannot mediate the relationship between work life balance of the nurses and 

their level of job satisfaction at Mengo Hospital.  

This  mean  that  the  influence   of  psychological  well-being   in  the  relationship  between  

work life  balance    and  job  satisfaction  is  weak   and  not strong. 
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CHAPTER FIVE 

DISCUSSION OF FINDINGS, CONCLUSION AND RECOMMENDATION 

5.1 Introduction 

This  chapter  discusses   the  findings   in  relation  to the  objectives  of  the  study,  it  

presents  the  discussions  , recommendations   and  conclusions   in  relation to  the  study  

objectives.  

5.2 Discussion of findings 

In this section, there is a presentation of findings that were obtained from the analysis that 

was conducted in the research. The discussion is based on the three research objectives that 

were focused on this research study. They are presented in the subsections below. 

5.2.1 Work life balance and job satisfaction 

Based on the results obtained, there was a significant relationship between work life balance 

and job satisfaction. This means that when there is effective work life balance at a Mengo 

Hospital, the nurses was become more satisfied in the job they do at the hospital as compared 

to when there is no work life balance. In the context of a hospital setting, having work life 

balance means that the nurses are able to balance between the time they spend while working 

and the time they spend while doing personal activities (Rothbard et al., 2021). In this case 

life refers to their family and personal commitments. This means that people should have 

some control over how, when and where they work (Kelliher et al., 2018). 

Findings from the research study are in line with the literature that was reviewed in the 

preparation for this research study. The literature indicated that official responsibilities of 

nurses are good. They are helpful to ensure that they save lives by working competently with 

the doctors. Though this is the case, it is important to note that the nurses are also human 

beings and need to have some time off to attend to personal matters (Sánchez-Hernández et 

al., 2019) such as being with family and carrying out activities that can develop themselves as 
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human beings (Jayasingam et al., 2021). This point of view concurs with the findings in this 

research study. This, therefore, means that the research findings confirm what was earlier 

documented in the literature. It adds to the body of knowledge that supports the existence of 

work life balance in a work place. 

5.2.2 Work life balance and psychological well-being 

Psychological well-being was also involved in the study of work life balance of nurses and 

how the work life balance could enhance the psychological well-being of the nurses. The 

findings revealed that there was a significant and positive relationship between work life 

balance and psychological well-being of the nurses at Mengo Hospital. This means that with 

work life balance implemented in a hospital setting, the nurses have a high chance of 

increasing their sense of happiness at the hospital as well as reducing incidences of 

psychological stress. These two have the capacity to enhance the overall performance of the 

nurses in the hospital. 

Realizing psychological well-being has been emphasized in a hospital setting because of the 

need for a nurse or a doctor to be in a right frame of mind to help others become healthy. Not 

being in the right frame of mind has a high negative potential of administering a wrong type 

of medicine or making a mistake of forgetting dispensing medicine to a patient who is 

admitted in a hospital. All these have fatal outcomes when it comes to a life of a patient (Li et 

al., 2020). It is, therefore, of great importance for a nurse to be psychologically well. 

Considering that the psychological well-being could be as a result of work-related stress, 

having effective work life balance in place is instrumental in the realization of the 

psychological well-being of nurses (Li & Hasson, 2020). This, therefore, means that the 

findings are in line with the already available literature and hence support the existing 

literature linking work life balance to psychological well-being of those at work. 
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5.2.3 Psychological well-being and job satisfaction 

Like in the case of work life balance, psychological well-being of nurses in a hospital setting 

was found to have a significant influence on job satisfaction. This means that when the nurses 

are psychologically fine, they are in position to love their job. This is mainly reflected 

through the improved work performance and attitude towards work. Instead of being moody 

and with a tendency of absconding from work, they are display a behavior of loving their job 

and performing effectively reflecting their high job levels of job satisfaction at work. 

Findings obtained are in support with the already documented information in the literature 

which indicates the findings are supported by the existing literature material. It is worth 

noting, however, that psychological well-being may not be enough to make a person get 

satisfied with a job but it is crucial in bringing about that joy and determination to work 

harder. These are the important ingredients that indicate the level of job satisfaction of an 

employee (Kundi et al., 2020). Focusing on nurses, the results confirm that they have the 

potential of getting satisfied with the jobs they have as long as they are able to become 

psychologically well (Yu et al., 2021).  

5.2.4 Mediation of psychological well-being in the relationship between work life 

balance and job satisfaction 

In this study, psychological well-being was considered to be the mediating variable in the 

relationship between work life balance and job satisfaction. This means that there was a need 

to test whether there was a need to have psychological well-being by a nurse in order for 

work life balance to have an impact on job satisfaction. The results from this test indicated 

that psychological well-being does not have a mediating influence in the relationship between 

work life balance and job satisfaction. This means that presence of work life balance in a 

hospital setting has the ability of making nurses get satisfied with their job whether they 

become psychologically well or not.  
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These findings do not support the hypothesis that was formulated based on the literature that 

was reviewed. Though this is the case, the findings are supported by other researchers in the 

medical field in the world. For instance, research by Boamah et al (2022) revealed that in the 

medical field, psychological well-being has the ability to bring about job satisfaction but it 

may not have the ability to mediate the relationship between work life balance and job 

satisfaction since the existence of work life balance is at the same time associated with 

psychological well-being. The mediation, therefore, may be there but is likely to be weak.  

5.3 Conclusion 

From  the  findings  of  the  study , results   showed  that   there  is  a  significant  relationship  

between work  life balance  and  job  satisfaction   of  nurses  in  Mengo  hospital.  The  

regression analysis   results  predicted  that  out  of  the  independent  variable  and the 

mediating  variable work  life balance  came  out   as  the  highest significant  predictor   of  

job  satisfaction.  Psychological  well-being   were  found  not  predictors  of  job  satisfaction 

because  it  has  a  weak mediation. Hence   the  study  emphasizes  the  importance  of  work 

life  balance   when  it  comes   to  improving  employee  job  satisfaction  therefore, for  

organization   to improve  employee  job  satisfaction  there is  need  to understand   that  

ensuring   effective  work  life  balance   could  bring  out  job  satisfaction  of  employees 

(nurses  in  Mengo hospital).  The  paper  also quotes  previous studies   and  suggest further   

studies   on measures   that   could  predict  work  life  balance  and  job  satisfaction. There is 

a significant relationship between work life balance and job satisfaction levels of nurses that 

work at Mengo Hospital in Kampala. This finding is supported by the literature material that 

was documented by previous researchers. The findings in the current research, therefore, add 

to the greater body of knowledge about the relationship between work life balance and job 

satisfaction with specific focus on nurses working in a public hospital in Uganda. Operations 

of nurses at Mengo Hospital in Kampala Uganda also revealed there is a significant 
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relationship between existence of work life balance at the hospital and psychological well-

being of the nurses. Though these findings were about a research that was conducted in 

Uganda, they were supported by the literature that was reviewed in this study. This means 

that the findings were validated and findings present a valid conclusion. Psychological well-

being of a nurse enables a nurse get the feeling of being satisfied with what he or she does. 

This is because, the psychological well-being is an indicator of something good happening 

which is turn reflects that the happiness or joy that a nurse may have as a result of an external 

stimuli, which in the context of this research is the level of satisfaction with what the nurse 

does. Based on this, it was concluded that psychological well-being has the ability to enhance 

job satisfaction amongst nurses at Mengo Hospital in Uganda. Specifically, for human 

relations at work place in a medical field, psychological well-being does not mediate the 

relationship between work life balance and job satisfaction. This position is supported by the 

literature in the medical field as well. Based on this, it was considered as the concluding 

position as far as this hypothesis is concerned. 

5.4 Recommendations 

Following the conclusions that were made for each of the research objectives and hypotheses 

that was tested in this research study, recommendations were made. These are points of 

actions to be considered by the management members as well as the nurses of Mengo 

Hospital so that there is a significant enhancement in the level of job satisfaction of the nurses 

at the hospital. These recommendations are; 

The  study  recommends  that  the  organization  should  endorse   work  life  balance   as  one  

of  the   cores  of  improving   job  satisfaction. . This  was  evidently supported  by the  

regression  findings .The  study  also  recommends   that  organizations should  embrace and 

upheld employees   job satisfaction . For  instance   the  nurses  needs  to  encouraged   by  

the  management  to  have  a  cordial  relationship  among   themselves   as  well  as   with  
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their  supervisors  and  subordinates. This  has  the  power  to  enhance   the  psychological  

well- being  of  the  nurses   at  the   hospital. The  regression  results  showed  that  

psychological  well-being  were  not predictors  of job  satisfaction.  The  researcher  

recommends  that   the  study  could  be  carried  out   in  a  different   setting   other  than   

Mengo  hospital   to  prove  or  disapprove   the  findings. Management need to ensure work 

shift hours of the nurses to be followed with possibility of changes based on the need of their 

nurses and agreement amongst them. This will help the nurse to feel more involved in 

determining their time of being off duty. Further to that, it will enhance their perceptual of the 

time they spent at work and the time they spent doing personal activities. This course of 

action will enhance the work life balance situation in the hospital. The nurses need to be 

encouraged by the management to have a cordial relationship amongst themselves as well as 

with their supervisors and subordinates. This has the power to enhance the psychological 

well-being of the nurses at the hospital. 

5.5 Areas of further research 

The current research focused on nurses at Mengo Hospital located in Kampala in Uganda. 

Based on this scope, some aspects of the research that could have been included were left out. 

These are suggested in this section, for consideration by future researchers. 

i) Work life balance, psychological well-being and job satisfaction of medical workers 

in Uganda. 

ii) Existence of psychological well-being of medical workers in health centers of 

Uganda. 

iii) Presence and implementation of work life balance policy in health centers of Uganda. 

iv) Job satisfaction and work performance of health workers in Ugandan health centers. 
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5.6 Limitation of the Study  

The researcher had anticipated some of the following limitations: Limited time for the study, 

constraints in convening respondents for focus group discussions, fear of being allowed to 

access confidential data. The costs of the study were rather too high since it involved a big 

respondents’ number. 
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Appendix I: 

Questionnaire 

Dear respondents,  

I am Attachegbe Eleojo Mercy (2019/HD10/29853X) a student of Makerere University 

Business School pursuing a Master’s in Human Resource Management. This is to politely 

request you complete the attached questionnaire, that was enable the researcher to study the 

relationship between” Work-Life Balance, Psychological Well-Being and Job Satisfaction of 

Nurses in Mengo Hospital During COVID19.”. Be assured beyond reasonable doubt that the 

information you are going to provide was be treated confidentially and strictly used for 

academic purposes. Please kindly respond diligently and with honesty as your responses was 

be analyzed for compiling the report. 

SECTION A: Demographic Questions 

1. What is your gender?   

Male                            

Female  

2. What is your relationship status? 

Single 

Married 

Committed Relationship 

Divorced/Separated 

Widowed 

3. How many hours do you currently work each week? 

Less than 20 hours 

20-31 hours 

32-40 hours 

40 - 50 hours 

60 – 80 hours 

More than 80 hours 

4. How many children do you have? ……………………………. 
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SECTION B: Work-life Balance 

The following questions are related to work-life balance. For the following items, 

please evaluate feelings in regards to your career and personal life 1-5: (5 being 

strongly agree (SD), 4 Agree (A), 3 Not sure (NS), 2 Disagree (D), and 1 strongly 

disagree (SD). 

 

  

 
WORK-LIFE  BALANCE S

D
 

D
  

N
 S

 

A
  

S
A

  

WIPL Work Interference with Personal Life (WIPL) 

WIPL1 A great deal of satisfaction comes from my role as a parent 1 2 3 4 5 

WIPL2 I am very much personally involved in my family members 

lives 

1 2 3 4 5 

WIPL3 I enjoy talking about my family with other people 1 2 3 4 5 

WIPL4 The most important things that happen to me are related to my 

family role 

1 2 3 4 5 

WIPL5 A great satisfaction in my life comes from my role as a spouse 

or significant other 

1 2 3 4 5 

WIPL6 I have so much work to do that it takes away from my personal 

interest 

1 2 3 4 5 

WIPL7 My family and friends dislike how often I am preoccupied with 

my work while at home. 

1 2 3 4 5 

WIPL8 My work takes up time that I would like to spend with family 

and friends 

1 2 3 4 5 

WIPL9 Feeling that your job interferes with your family life? 1 2 3 4 5 

PLIW Personal Life Interference with Work (PLIW) 

PLIW1 I would be less fulfilled without my role as spouse or significant 

other 

1 2 3 4 5 

PLIW2 I am often tired at work because of things I have to do at home. 1 2 3 4 5 

PLIW3 My personal demands are so great they often take me away 

from work 

1 2 3 4 5 

PLIW4 My superiors/peers dislike how often I am preoccupied with my 

personal life at work 

1 2 3 4 5 

PLIW5 My personal life takes up time that I would like to spend at 

work 

1 2 3 4 5 

PLIW6 During working hours, I feel more pressurized due to family 

responsibilities 

1 2 3 4 5 

WPLE Work Personal Life Enhancement (WPLE) 

WPLE1  1 2 3 4 5 

WPLE2 I am satisfied and supported by the authority over me at work 1 2 3 4 5 

WPLE3 The most important things that happen to me involve my work 1 2 3 4 5 

WPLE4 I am very much personally involved with my work 1 2 3 4 5 

WPLE5 I live, eat and breath my job 1 2 3 4 5 
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SECTION C: Psychological Well-Being 

The following questions are related toPsychological Well- Being. For the following 

items, please evaluate feelings in regards to your career and personal life 1-5: (5 being 

strongly agree (SD), 4 Agree (A), 3 Not sure (NS), 2 Disagree (D), and 1 strongly 

disagree (SD). 

 
Psychological Well- Being S

D
 

D
  

N
 S

 

A
  

S
A

  

AT 
Autonomy 

AT1 My decisions are not usually influenced by what everyone else 

is doing. 

1 2 3 4 5 

AT2 I am not afraid to voice my opinions, even when they are in 

opposition to the opinions of most people. 

1 2 3 4 5 

AT3 I tend to worry about what other people think of me 1 2 3 4 5 

AT4 I have confidence in my opinions, even if they are contrary to 

the general consensus 

1 2 3 4 5 

AT5 I judge myself by what I think is important, not by the values of 

what others think is important 

1 2 3 4 5 

AT6 It's difficult for me to voice my own opinions on controversial 

matters. 

1 2 3 4 5 

EM Environmental mastery 

EM1 In general, I feel I am in charge of the situation in which I live 1 2 3 4 5 

EM2 The demands of everyday life often get me down. 1 2 3 4 5 

EM3 I do not fit very well with the people and the community around 1 2 3 4 5 

EM4 I am quite good at managing the many responsibilities of my 

daily life. 

1 2 3 4 5 

EM5 I often feel overwhelmed by my responsibilities 1 2 3 4 5 

EM6 I have been able to build a home and a lifestyle for myself that 

is much to my liking. 

1 2 3 4 5 

EM8 I have difficulty arranging my life in a way that is satisfying to 

me. 

1 2 3 4 5 

PG Personal growth 

PG1 I am not interested in activities that was expand my horizons. 1 2 3 4 5 

PG2 I think it is important to have new experiences that challenge 

how you think about yourself and the world. 

1 2 3 4 5 

PG3 When I think about it, I haven't really improved much as a 

person over the years. 

1 2 3 4 5 

PG4 I have the sense that I have developed a lot as a person over 

time. 

1 2 3 4 5 

PG5 I do not enjoy being in new situations that require me to change 

my old familiar ways of doing things. 

1 2 3 4 5 

PG6 For me, life has been a continuous process of learning, 

changing, and growth. 

1 2 3 4 5 

PG7 I gave up trying to make big improvements or changes in my 

life a long time ago. 

1 2 3 4 5 

PR Positive relations with others 
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PR1 Most people see me as loving and affectionate. 1 2 3 4 5 

PR2 Maintaining close relationships has been difficult and frustrating 

for me. 

1 2 3 4 5 

PR3 

I often feel lonely because I have few close friends with whom 

to share my concerns. 

1 2 3 4 5 

PR4 

I enjoy personal and mutual conversations with family members 

or friends. 

1 2 3 4 5 

PR5 People would describe me as a giving person, wasing to share 

my time with others. 

1 2 3 4 5 

PR6 I have not experienced many warm and trusting relationships 

with others 

1 2 3 4 5 

PR7 I know that I can trust my friends, and they know they can trust 

me. 

1 2 3 4 5 

PL Purpose in life 

PL1 I live life one day at a time and don't really think about the 

future. 

1 2 3 4 5 

PL2 I have a sense of direction and purpose in life. 1 2 3 4 5 

PL3 My daily activities often seem trivial and unimportant to me. 1 2 3 4 5 

PL4 I don't have a good sense of what it is I'm trying to accomplish 

in life. 

1 2 3 4 5 

PL5 I enjoy making plans for the future and working to make them a 

reality. 

1 2 3 4 5 

PL6 Some people wander aimlessly through life, but I am not one of 

them 

     

PL7 I sometimes feel as if I've done all there is to do in life.      

SA Self-acceptance 

SA1 When I look at the story of my life, I am pleased with how 

things have turned out. 

1 2 3 4 5 

SA2 In general, I feel confident and positive about myself. 1 2 3 4 5 

SA3 I feel like many of the people I know have gotten more out of 

life than I have. 

1 2 3 4 5 

SA4 I like most aspects of my personality. 1 2 3 4 5 

SA5 In many ways, I feel disappointed about my achievements in 

life. 

1 2 3 4 5 

SA6 My attitude about myself is probably not as positive as most 

people feel about themselves. 

1 2 3 4 5 

SA7 When I compare myself to friends and acquaintances, it makes 

me feel good about who I am. 

1 2 3 4 5 
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SECTION D: Job Satisfaction 

The following questions are related to Job -Satisfaction. For the following items, 

please evaluate feelings in regards to your career and personal life’ 

 1-5: (5 being strongly agree (SD), 4 Agree (A), 3 Not sure (NS), 2 Disagree (D), and 

1 strongly disagree (SD). 

S/N Item SD D SD SA A 

JS1 I am satisfied by a clear understanding of my job 

responsibilities 

1 2 3 4 5 

JS2 I feel challenged and satisfied by the work I do 1 2 3 4 5 

JS3 I am satisfied with the total compensation package I receive 

from my job 

1 2 3 4 5 

JS4 I am motivated by the opportunities for promotion at this job 1 2 3 4 5 

JS5 I am satisfied by  the useful feedback given by my supervisor 

on how I can improve my performance 

1 2 3 4 5 

JS6 I like my co-workers 1 2 3 4 5 

JS7 I am satisfied by my hospital’s objectives and goals 1 2 3 4 5 

JS8 I think my performance at the job is evaluated fairly 1 2 3 4 5 

JS9 I am satisfied by an atmosphere of respect and trust within my 

department 

1 2 3 4 5 

JS10 I am satisfied with the top Management of this Hospital 1 2 3 4 5 

JS11 Working hours at this Hospital are satisfactory. 1 2 3 4 5 

JS12 I am satisfied by the necessary authority given to us as 

employees to perform our duties effectively 

1 2 3 4 5 

JS13 I am satisfied by the counseling programs regularly organized 

by my hospital for the employees 

1 2 3 4 5 

JS14 I am satisfied by the appreciation and rewards given to us as 

employees when the desired work / targets are accomplished 

1 2 3 4 5 

JS15 I am satisfied by this hospital’s good career prospect for its 

employees 

1 2 3 4 5 

JS16 Physical working condition in this University are satisfactory 1 2 3 4 5 

JS17 I am motivated by top management involving us as employees 

in the decision making 

1 2 3 4 5 

JS18 Welfare facilities provided to the employees by this hospital 

are satisfactory 

1 2 3 4 5 

 

THANK YOU 

 

 

 


