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Abstract
Work has occupied an essential place in human life, and this has caused many employees to spend a substantial amount 
of their time at workplaces. The purpose of this study is to assess the moderating role of work-life balance on the effect of 
job stress on employees’ job satisfaction. A survey method is used to collect the necessary data for this research. A total of 
308 respondents from 90 manufacturing SMEs operating in Konya took part in the study. The data gathered are analyzed 
using SPSS 23 program and Hayes PROCESS macro v.3.4.1. The results of the analyses reveal a statistically significant 
negative effect of job stress and positive effect of work-life balance on job satisfaction. Moreover, work-life balance is 
found not to have a moderating role on the effect of job stress on job satisfaction. It is recommended that policy makers 
and managers of SMEs need to institute stress management techniques that have the propensity of reducing the negative 
consequences of job stress while maximizing its merits, as well as formulating strategies that will enable employees to 
have a balance between their personal and work lives.
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Introduction

Job stress and work-life balance (WLB) are significant factors with the potential of deter-
mining the level of employees’ job satisfaction in an organization. In view of the fact that the 
kinds of job employees do and how they do them in an organizational setting have changed 
drastically, many academicians and practitioners are increasingly becoming aware of the need 
to give considerable attention and interest to job stress and job satisfaction. Some researchers 
also have thrown some light on the tendency of high job stress leading to employees’ job dis-
satisfaction and intention to leave the business entity (Fairbrother & Warn, 2003). Job stress 
has a number of consequences on both the employee and the organization as a whole, such as 
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affecting the safety, emotional and health status of individual employee. Employees who are 
highly stressed are most likely to engage in absenteeism, become less productive, dissatis-
fied and show low job performance. On the other hand, when job stress is properly managed 
and controlled, it could provide employees with energy and passion to effectively and effi-
ciently execute their tasks (Kenworthy et al., 2014). As changes in business environment are 
causing stress on employees by altering the nature of jobs that employees have to do in an 
organization, policy makers shall have to focus their attention on measures to limit or reduce 
employees’ job stress. Proper job design, avoidance of role conflict, unambiguous job goals, 
effective organizational structure and good superior-employee relationships are some of the 
measures that can be instituted to curtail the negative consequences of workplace stress. Job 
satisfaction shall be proposed to be the result of low job stress. As long as employees have 
lower stress levels, they can have more positive feelings and may end in higher job satisfac-
tion because their jobs are no longer a stress factor in their lives. 

In recent times, WLB has received continuous interest and being discussed in both academ-
ic and business milieus. Many researchers now center their focus on WLB than work-family 
conflict to accommodate employees who are not parents but wish to get time for their personal 
activities. Several people on daily basis formulate schedules to deal with their professional and 
personal activities and time. Thus, employees are more oriented and working towards having a 
good fit between their personal lives and professional lives. Even nowadays, some applicants 
in the course of making job applications consider whether the prospective workplace has WLB 
programs in place. Organizations that have measures and programs instituted to enable employ-
ees have good equilibrium between their work and personal lives are viewed to be better orga-
nizations than those without (Mas-Machuca et al., 2016). Employees working in organizations 
that recognize and ensure that there is a good harmony between career life and personal life, 
are more productive and satisfied (Greenhaus et al., 2003). When job satisfaction is achieved, 
employees then develop desirable attitudes and positive feelings towards their work. 

This study is the first of its kind to attempt to examine whether there is a moderating 
role of WLB on the effect of job stress on job satisfaction or not. A survey of the literature 
indicates that most of the existing studies employed a bivariate approach to examine the rela-
tionships between these variables. This study is therefore important to the extent that it does 
not only fill the gap identified in the literature by introducing WLB as a moderator into the 
model but also adopts an approach that focuses on the three variables. The structure of the ar-
ticle is as follows; the first section presents a review on job stress, WLB and job satisfaction, 
accompanied by review of empirical findings on these variables. The next immediate section 
discusses the methodology of the study in detail. The subsequent section presents analysis 
and empirical results on the moderating role of WLB on the effect of job stress on job sat-
isfaction. The final section touches on conclusion and managerial implications of the study.
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Review of Literature

This section entails conceptual review and discussion of empirical findings on the three 
study variables with an aim of hypothesizing.

Job Stress
The prevalence of stress among employees has received considerable attention and inter-

est for the past decades. A considerable amount of researchers from diverse fields such as psy-
chology, management, medicine and sociology have made emphatic efforts to understand the 
nitty-gritty of job stress, its causes, consequences and techniques of managing it (Travers & 
Cooper, 1993). Researchers from these fields offer different perspectives and interpretations 
to the concept of stress and this arguably complicates the subject. Thus, the meaning of stress 
is different for different people under diverse circumstances. Perhaps, the first and the most 
concise and clear definition of stress is the one provided by Hans Hugo Bruno Selye (popular-
ly referred to as father of stress). Selye (1973: 692) refers to stress as the unspecific reaction 
of the body to demands placed upon it. Stress focuses on how our body responds to physical 
and emotional conditions or events that place demands on it. These circumstances could be 
internal or external with the propensity of frightening, irritating or stimulating us. Stress takes 
place as the body makes effort to react to both internal and external stimuli. Stress in itself is 
not necessarily bad since it has the tendency of resulting in creativity, innovation and entre-
preneurship. In the view of Kathirvel (2009) stress is the response exhibited by people as a 
result of undue pressure or other demands on them. It occurs when people are perturbed that 
they cannot deal with internal or external force placed on them.

Nowadays, work-related stress or job stress is of major concern among practitioners, em-
ployers and researchers. Job stress takes place in the event of an inequality between require-
ments of work and resources, needs and abilities of employees to fulfill demands on them. 
When there is a mismatch between people’s abilities and the job demands, they tend to show 
response that can cause stress on them (Leka & Griffiths, 2003). Job stress encapsulates a 
sequence of psychological, behavioral and physiological reactions as a result of an ongoing 
impact of one or more stressors on employees in a business setting (Yan & Xie, 2016). It 
describes a person’s response to some attributes at workplace that may be physically and 
psychologically frightening (Jamal, 2005). Job stress poses physical and mental impact on 
employees and could generate negative/positive feelings on them. Job stress can happen in 
a diverse range of situations. That is to say that, the causes or sources of job stress is broad 
in perspective of circumstances. Causes of stress could be broadly categorized into organi-
zational, environmental and individual factors. The focus of this paper is on organizational 
factors as it talks about stress at workplace. Organizational factors that lead to stress among 
others include; poor job design, role conflict, goals ambiguity, too much workloads, poor 
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organizational structure, poor superior-employee relationship and lack of employees involve-
ment in decision making. Leka and Griffiths (2003) opine that job stress could be worse when 
employees have less control on their jobs or how they can manage its pressures and when they 
have the feelings that their superiors and colleague employees give them small assistance 
towards their jobs.

Job stress has a broad range of effect on both individual employee and the organization. 
Job stress can result into employee absenteeism, low productivity, sleeplessness, depression, 
turnover and overall distraction of smooth functioning of the organization. Hussain et al. 
(2003) indicate that higher stress leads to lesser satisfaction, which results to intentions to quit 
work. Short-term products of job stress have behavioral and physiological impacts resulting 
in bad performance on job (Williams et al., 2001). Conversely, the right job stress can offer 
employees with positive vitality and enthusiasm to properly engage in the job with enhanced 
efficiency and effectiveness (Kenworthy et al., 2014; Chen et al., 2017). Stress can hardly be 
avoided or ignored so far as one is still alive and kicking. Even when a person is asleep, the 
body needs some energy to make sure that the organs function properly. People rather need to 
focus on how to apply some stress management techniques such as physical exercise, hypno-
sis, relaxation, meditation and effective time management to curb the negative consequences 
of stress while maximizing its merits.

Work-Life Balance (WLB)
WLB is a broader concept in scope and more current in the literature than work-family con-

flict. The attention of many researchers and organizations is now on WLB so as to accommodate 
employees who are not parents and do not have responsibilities from dependents but aspire to 
find time to address their non-earning/personal activities such as learning, entertainment and 
embarking on trips. Work-family conflict deals with a sort of inter-role conflict that arises due 
to irreconcilable role pressures emanating from work and family domains (Yildirim & Aycan, 
2008). Whereas, work-family balance characterizes satisfaction, happiness, fulfillment and effi-
cient functioning at work and home with a least amount of role conflict (Clark, 2000). 

It is logical for every employee to desire to have a good fit between their personal lives 
and work lives. Managing work and personal life is challenging and not as simple as it may 
seem to be. It is not surprising these days to see organizations instituting programs to help 
employees attain equilibrium between their private lives and professional lives, as doing so 
enhances employee performance, efficiency, loyalty and satisfaction in both personal and 
professional lives. As Karthik (2013) indicates, firms can use WLB programs to promote 
sustainability, decrease turnover and exhaustion level. Hence, putting measures in place to 
sustain a healthy balance between special and work life gives the chance for long-term bene-
fits. A proper balance between professional and personal life provides a business firm with a 
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creative and effective employees (Greenhaus et al., 2003), while variation in the WLB could 
result in depressed, disgruntled and dissatisfied employees (Kofodimos, 1993). 

Although, WLB as a concept has received too much attention and often discussed in recent 
times, it however, has no universally accepted definition. As Kalliath and Brough (2008) rightly 
point out that literature on WLB does not entail one obvious definition of the concept and full 
meaning of the concept is complex to be captured with a simple general measure. It appears 
that difficulty in getting a clear definition for the concept is due to its broad nature as it merges 
‘work’, ‘life’ and ‘balance’. Nonetheless, some existing definitions for WLB are explored. Dun-
das (2008) posits that WLB is about how people manage their paid work life and every other 
thing that is significant to them, such as voluntary activities, community and family issues, per-
sonal advancement and recreational activities. In the view of Kalliath and Brough (2008) WLB 
is how a person perceives work and non-work activities to be in harmony and assist progress in 
consistent with the person’s present life priorities. Though, these two definitions emphasize the 
need for a harmony between professional activities and personal activities, a line of departure 
exists between them. The line of distinction between them is anchored on the fact that the latter 
definition extends its scope to capture the possibility of effective WLB leading to favourable 
growth and progress in the context of work and or non-work circumstances. Another explana-
tion of WLB worth presenting here is that of Greenhaus et al. (2003), who describe it as the 
degree to which people are equally involved in and evenly satisfied with their job and family 
roles. The focus of this definition is on how people can attain equilibrium of satisfaction across 
multiple life roles. WLB is a desirable but tricky goal to achieve. It refers to the individual’s 
perceptions of how properly work and non-work activities are compatible and are tackled in line 
with their personal value system, aims and ambitions (Casper et al., 2018). Thus, WLB deals 
with how personal life interacts or interferes with professional life to result in a good fit between 
the two. A good equilibrium between the two may be evident in quality of work not being de-
teriorated and life satisfaction of an individual enhanced. It is also invaluable to point out the 
fact that WLB is not something static for a long period of time. It is a concept that is dynamic 
and changes over time based on the circumstances or the needs of persons or business entities. 

Job Satisfaction 
Empirical studies and investigation on job satisfaction can be traced back to 1935, where 

Robert Hoppock has written a groundbreaking book on the topic, followed by an article on 
job satisfaction of psychologists in 1937. He can well be credited as the pioneer of job satis-
faction research. Another early researcher on the topic that comes to mind is Donald E. Super. 
Super (1939) assessed the link between job satisfaction and occupational level of 273 mem-
bers of vocational groups in New York City. The deductions drawn from this study assisted 
and shaped the direction of future researchers on job satisfaction. Since then, several articles 
examining different facets of job satisfaction have been published (Judge et al., 2001).
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Job satisfaction is a concept that concerns employees, employers and academicians. It is 
perhaps no wonder job satisfaction continues to receive incessant attention from these three 
parties, given the positive outcomes likely to result from it. Job satisfaction is basically a de-
sirable feeling people have about their jobs emanating from their assessment of the features 
of the jobs. People tend to have positive or negative feelings about their work after they eval-
uate the characteristics of the job. According to Robbins and Judge (2016: 116) a person with 
less job satisfaction has negative feelings towards his/her job, whereas, a person with greater 
job satisfaction has positive feelings towards the work. Job satisfaction is a broader concept 
which is related to all or most attributes of the job and the working environment under which 
the employees are evaluated, rewarded, fulfilled and satisfied (Weiss, 2002). Some research-
ers use how employees perceive the rewards received from work done to explain job satisfac-
tion. For instance Daehlen (2008) and Koh and Boo (2001) view the concept as the disparity 
between the amount of rewards employees receive and the amount they believe is due them. 
In this scenario, employees’ satisfaction with the job is likely to be high if the reward received 
matches their expectations, values, needs and performance, as well as whether the reward is 
perceived fair, just and equitable. The nature of the job in general and expectations employ-
ees have on their jobs can determine whether a job could be satisfying or dissatisfying (Yiu 
& Lee, 2011). Job satisfaction can also be viewed in terms of it being a multidimensional 
concept encompassing different aspects of the job in relation to working hours, pay, profes-
sional opportunities, fringe benefits, organizational practices and relationship with colleague 
employees and superiors. Thus, job satisfaction is a variety of job facets (Friday & Friday, 
2003). Job satisfaction refers to the general behavior employees have relating to their work. 
Those who are satisfied with their work exhibit positive attitudes towards their work, whilst 
those who are not display negative attitudes towards the work (Armstrong, 2006).

Job satisfaction or dissatisfaction has a number of ramifications that need to be given great 
attention in order to institute measures that will tackle its adverse side. The effect of job satis-
faction or dissatisfaction can be looked at from the perspective of workforce or organization 
as a whole. On the part of employees, the focus is on how job satisfaction or dissatisfaction af-
fects their psychological well-being, whereas, on the organization side, the concern is on how 
it influences efficient and effective functioning of the business entity. A critical evaluation of 
literature concerning job satisfaction signals a favorable relationship between job satisfaction 
and customer satisfaction, job performance and organizational citizenship behavior (Goode 
& Moutinho, 1995; Hoffman et al., 2007; Robbins & Judge, 2016). That is to insinuate that 
satisfied employees tend to be more productive, perform well on their job, engage in citizen-
ship behavior and increase customer satisfaction. Job dissatisfaction on the other hand causes 
employees to indulge in counterproductive work behavior such as absenteeism, tardiness, 
gossiping and turnover. When people dislike or are not satisfied with their work they are in-
clined to engage in workplace misbehavior or deviant behavior that can potentially harm the 
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smooth functioning of the business (Riketta, 2008; Scroggins, 2008; Page & Vella-Brodrick, 
2009). Therefore, employers or managers could center their attention on those factors that 
have demonstrated to be pleasant to high levels of job satisfaction. These factors encompass 
providing equitable rewards, allowing for participation in decision making process, providing 
challenging and scintillating work, good relations and building supportive working environ-
ment (Saari & Judge, 2004).

Review of Empirical Findings on Job Stress, WLB and Job Satisfaction
In this part, first, empirical review findings for job stress and job satisfaction presented, 

followed by WLB and job satisfaction and the combined relationship between WLB, job 
stress and job satisfaction.

Job stress caused as a result of favoritism, cronyism and nepotism in the workplace has 
the propensity of increasing dissatisfaction among staff in an organization (Arasli & Tumer, 
2008). In a study conducted by Keleş and Fındıklı (2016) to determine the effect and cor-
relations among job satisfaction, job stress and intention to leave on employees in insurance 
sector in Istanbul, a significant negative relationship has found between job stress and job 
satisfaction. Goswami and Dsilva (2019) have also found negative influence of job stress on 
job satisfaction of employees working in Mumbai’s hospitality sector. In a related research 
by Ahsan et al. (2009) on 300 academic staff of a public university in Malaysia, job stress is 
significantly negatively related to job satisfaction.

Business enterprises should offer their employees with WLB facilities to enable them to 
be more effective and productively perform their duties (Parvin & Kabir, 2011). Mas-Ma-
chuca et al. (2016) have conducted a study on the relationship of WLB with organizational 
pride and job satisfaction in Spanish pharmaceutical organization and have found WLB to 
be positively linked to job satisfaction. The results of a study by Hussein et al. (2016) on 
employees of Northern Rangelands Trust in Kenya have also revealed a strong positive rela-
tionship between WLB and job satisfaction. In another study done by Ueda (2012) on 2972 
Japanese employees with the main purpose of ascertaining the influence of WLB programs 
on employee satisfaction, a significant positive effect of WLB programs on employee satis-
faction has depicted.

It has been revealed in a study carried out by Saeed & Farooqi (2014) on 171 university 
teachers that there exists a relationship between WLB, job stress and job satisfaction. Specif-
ically, the results of the study have showed a moderate positive relationship between WLB 
and job satisfaction and an insignificant relationship between job stress and job satisfaction. 
Kanwar et al. (2009) have also conducted a study on 313 respondents from IT and IT enabled 
services industries in New Delhi with the main aim of ascertaining the effect of WLB and 
burnout (prolonged job stress) on job satisfaction. The findings of the study reveal a positive 



Istanbul Business Research 49/2

208

link between WLB and job satisfaction, while burnout is negatively related to job satisfaction. 
Also, an empirical research by Kazmi & Singh (2015) on a sample of 350 police personnel 
show a significant prediction of WLB and operational stress on job satisfaction. A deduction 
is made from a survey of the literature that there exists no empirical study about a moderating 
role of WLB on the effect of job stress on job satisfaction. This prompted the researchers to 
evaluate whether people with WLB may feel the effect of their job stress reduced in relation 
with their job satisfaction or not. Moderating role occurs when the size, sign, or strength of the 
relationship between an independent variable and a dependent variable depends on a third vari-
able or can be predicted by that variable. In that sense, the third variable is considered to be a 
moderator of the independent variable’s effect on the dependent variable or that the moderator 
and the predictor variable interact in their effect on the outcome variable (Hayes, 2017: 220).

Methodology

The aim of this study is to establish the moderating role of WLB on the effect of job stress 
on job satisfaction of employees working in SMEs operating in Büsan Organized Industrial 
Zone in Konya, Turkey. Specifically, this study is limited to manufacturing SMEs in the area 
of automotive spare parts with the intention that the number of employees is higher than that 
of organizations in other sectors and also there is more work load density when compared to 
others. In order to achieve the research objective, quantitative analyses are employed.

Model and Hypotheses of the Study
The kind of association between the dependent variable, the moderator and the indepen-

dent variables is displayed diagrammatically in Figure 1 and 2 below. 

Figure 1. Conceptual model of the study
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Model 1 developed by Hayes (2017: 584) and its statistical structure is used to test the 
moderator effect. The statistical diagram of the model is presented in Figure 2.

Figure 2. Statistical diagram of the study
Source: Adapted from Hayes (2017)

The proposed conceptual model in Figure 1 and the statistical diagram of the study in 
Figure 2 are both inspired by Model 1 of Hayes (2017). In view of this, three hypotheses are 
developed and presented below.

H1: There is a significant negative effect of job stress on job satisfaction.

H2: Work-life balance has a significant positive effect on job satisfaction.

H3: Work-life balance has a moderating role on the effect of job stress on job satisfaction.

Research Population and Sample
The research population is made up of employees working in automotive spare parts man-

ufacturing SMEs in Büsan Organized Industrial Zone located in Konya. In total, ninety (90) 
manufacturing SMEs are included in the study. The whole number of people in these SMEs at 
the time of conducting this research stays at 1240. Information on the number of employees in 
each enterprise is derived from firms’ manuals and face to face interactions. The study sample 
size is calculated by applying Yamane (1967) sampling formula (n = N/(1+Ne2), with 95% 
confidence interval and 5% error level. A sample size of 302 is found out to be required size 
through the application of the formula. So, 308 questionnaires received can be said to have 
the power to represent the main population.
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In choosing the sample size, both purposive sampling and simple random techniques are 
used. The former sampling technique is used to choose the sector of focus of the study (Man-
ufacturing SMEs), while the latter is used in selecting the employees who participated in 
the research. This sector is chosen with the intention that the number of employees is higher 
than that of other organizations in the area and also, there is more workload density when 
compared to. 

Data Collection Procedures and Measures
Questionnaires are administered as the main instrument of data collection. Three hundred 

and fifty (350) questionnaires are distributed to the respondents after an explanation of the 
aim of the study and how to fill the instrument. There are four main sections in the research 
questionnaires with a total of 46 questions. The first part is for collecting data on the demo-
graphic attributes of the respondents. The second and third parts are dedicated to the predictor 
variable and the moderator respectively. The last section contains questions concerning the 
outcome variable. A total of three hundred and eight (308) questionnaires are properly com-
pleted and received. This constitutes a total response rate of 88%. The remaining 12% are 
either unreturned ones or rejected due to incomplete responses. 

A 7-item scale developed by House and Rizzo (1972) and translated into Turkish by 
Efeoğlu and Özgen (2006) is used to measure job stress. These items are measured using 
5-point Likert type; starting from 1=Strongly Disagree to 5=Strongly Agree. The work-life 
balance scale consists of 13 items developed by Fisher (2001) and translated into Turkish 
Apaydın (2011) is adopted to measure WLB. The 13 items are measured on a 5-point Likert 
scale; starting from 1=Not at all to 5=Almost all of the time. The short form of Minnesota 
Satisfaction Questionnaire (MSQ) designed by Weiss, Dawis, and England (1967) is used to 
measure job satisfaction. This questionnaire form consists of 20 items and is translated by 
Baycan (1982) into Turkish. All the 20 items are adapted into the current study and measured 
on a 5-point Likert type; starting from; 1=Very Dissatisfied to 5=Very Satisfied. 

Analysis and Findings
The data gathered from the participants are analyzed using SPSS 23 program and Hayes 

PROCESS Macro v.3.4.1. 

Demographic Data of Respondents
The demographic data collected includes gender, age, marital status, educational level, job 

title and duration of work experience. The results are presented on Table 1.



Attar, Çağlıyan, Abdul-Kareem / Evaluating the Moderating Role of Work-Life Balance on the Effect of Job Stress on Job Satisfaction

211

Table 1
Demographic Data
Variables Frequency Percent
Gender Male 207 67.2

Female  97 31.5
Missing 4 1.3
Total 308 100.0

Marital Status Married 200 64.9
Single 102 33.1
Missing 6 1.9
Total 308 100.0

Age Below 21 years 9 2.9
21-30 127 41.2
31-40 114 37.0

41-50 45 14.6

51-60 5 1.6
Above 60 years 1 0.3
Missing 7 2.3
Total 308 100.0

Educational Level Primary Sch. 24 7.8
Middle Sch. 38 12.3
Senior High Sch. 79 25.6
Vocational High Sch. 31 10.1
Associate Degree 42 13.6
Degree 85 27.6
Master’s Degree 8 2.6
Doctorate 1 0.3
Total 308 100.0

Job Position Owner/Partner 14 4.5
Gen. Manager/Assistant Gen. Manager. 9 2.9
Supervisor/Foreman 42 13.6
Department/Unit/Assistant Department 
Manager

27 8.8

Employee/Officer 198 64.3
Other 17 5.5
Total 308 100.0

Overall Years of Work 
Experience

Less than 1 year 6 1.9
1-5 75 24.4
6-10 101 32.8
11-15 66 21.4
16-20 25 8.1
Above 20 years 35 11.4
Total 308 100.0

It is obvious from Table 1 that a large portion of the respondents are male representing 
67.2% and 64.9% of the participants also indicated they are married. In the age group catego-
ry, majority of the respondents are 21-30 and 31-40 age groups with 41.2% and 37% respec-
tively. On educational level, greater parts of the participants are bachelors’ degree holders and 
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senior high school graduates with 27.6% and 25.6% respectively. In terms of job position, 
majority (64.3%) of them indicated they are employees, followed by 13.6% of them occupy-
ing the position of a supervisor/foreman. A large percentage (32.8%) of the participants has 
total working experience ranging from 6-10 years.

Assessment of Scale Reliability
The scales used in this study are subjected to reliability and validity tests by previous 

researchers (Weiss, et al., 1967; House & Rizzo, 1972; Baycan, 1982; Fisher, 2001; Apaydın, 
2011). In an attempt to find out how reliable and valid these scales are in the case of this study 
too; the necessary reliability and validity tests are performed. The overall reliability result of 
all the items used in this study in their respective scales is presented on Table 2 below.

Table 2
Reliability Test

 Scale Measurement
Interval

Number of 
Items

Cronbach Alpha
Value

Job Stress 
Dimension 1
Dimension 2

5-point Scale
7
3
3

0.835
0.803
0.788

Work-Life Balance
Dimension 1
Dimension 2
Dimension 3

5-point Scale

13
4
5
3

0.932
0.931
0.926
0.867

Job Satisfaction 
Dimension 1
Dimension 2
Dimension 3

5-point Scale

20
7
7
5

0.896
0.850
0.893
0.851

Notes: (i) In the job stress scale, the 7th item “I often ‘take my job home with me’ in the sense that I think about it when doing other things” 
has been removed. The scale is evaluated with a total of 6 items. (ii)The item “My job gives me energy to pursue personal activities” 
has been eliminated from the WLB scale. The scale is evaluated with a total of 12 items. (iii) In the job satisfaction scale, the 15th item 
“The freedom to use my own judgment” has been removed from the scale. The scale is evaluated with a total of 19 items. These items are 
removed from their respective scales due to the fact that their corrected-item total correlations are less than 0.5. These eliminated items 
are also not included in all subsequent analyses of this study.

The above Table 2 demonstrates that the Cronbach alpha values of all the scales used are 
beyond the ideal point of 0.7. Therefore, it can be said that the internal stability and consis-
tency of the scales used are adequate. 

Validity Test and Descriptive Statistics
For the purpose of determining the validity of the scales used, a varimax rotation principal 

component factor analysis is applied. The results of factor analysis for job stress are presented 
on Table 3 below.
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Table 3
Factor Analysis of Job Stress Scale

Scale Items 1 2
Job Tension My job tends to directly affect my health. 0.839

I work under a great deal of tension. 0.826
I feel fidgety or nervous because of my job. 0.772

Work Anxiety If I had a different job, my health would probably improve. 0.632
Problems associated with work have kept me awake at night. 0.852
I feel nervous before attending meetings held in my company. 0.874
Eigenvalue  3.298  1.024
Variance Explained (%)  37.776  34.750
Cronbach Alpha  0.803  0.788
Total Variance (%) 72.026

Note: (i) Varimax rotation principal component factor analysis (ii) KMO: 0.809, Bartlett test = 710.825, df = 15; P<0.001

As displayed on Table 3, the results of the principal component factor analysis reveal 
two dimensions of job stress. Dimension 1 explains a total variance of 37.776%, dimension 
2 explains a total variance of 34.750% and total variance on job stress that can be explained 
by these two dimensions is 72.026%. The eigenvalues of the items are greater than 1 and all 
factor loadings are greater than 0.50. However, the dimensions of the factor structure (job 
tension and work anxiety) found on the job stress scale in this study differs from that of some 
others (Mengenci, 2015; Deveci & Avcıkurt, 2017), that found it as a one-factor structure.

Table 4 below presents descriptive evaluation of the participants’ job stress level. 

Table 4
Respondents View on their Job Stress (Jstr) Level
Scale Items Mean Std. Deviation
Jstr_1 3.12 1.25
Jstr_2 2.88 1.22
Jstr_3 2.80 1.15
Job Tension 2.93 1.02
Jstr_4 2.87 1.17
Jstr_5 3.23 1.29
Jstr_6 3.04 1.24
Work Anxiety 3.05 1.04
Total Job Stress 2.99  0.902
Note: (i) n=308 (ii) Based on Friedman’s two-way Anova test χ2=120,908; p<0,001, the results are statistically significant.

The above Table 4 shows the average value (mean) of responses to the questions on the job 
stress scale. When the table is examined, the dimensions of job stress; job tension and work anx-
iety have means of 2.93 and 3.05 respectively. The overall job stress mean is 2.99. This result 
implies that the respondents’ level of job stress is moderate or average on a 5-point likert scale.

The scale used to measure WLB is also subjected to a varimax rotation principal compo-
nent factor analysis. The results of factor analysis on this scale are shown on Table 5 below.
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Table 5
Factor Analysis of Work-Life Balance Scale

Scale Items 1 2 3
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I have difficulty getting my work done because I am preoccupied 
with personal matters. 0.753   

My personal life drains me of the energy I need to do my job. 0.775   
I am too tired to be effective at work because of things I have going 
on in my personal life 0.779   

My work suffers because of everything going on in my personal 
life. 0.812   

When I am at work, I worry about things I need to do outside of 
work. 0.793

W
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k 
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 I often neglect my personal needs because of the demands of my 
work. 0.804

I have to miss out on important personal activities because of my 
work. 0.827

My job makes it difficult to maintain the kind of personal life I 
would like. 0.818

Put personal life on hold for work. 0.758
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or
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Better mood at work because of personal life. 0.850
Because of my job, I am in a better mood at home. 0.821
My personal life gives me the energy to do my job. 0.750
Eigenvalue 7.452 1.144 1.045
Variance Explained (%) 31.728 27.969 20.649
Cronbach Alpha 0.931 0.926 0.867
Total Variance (%) 80.346

Note: (i) Varimax rotation principal component factor analysis (ii) KMO: 0.929, Bartlett test = 3135.192, df = 66; P<0.001

 As shown in Table 5, the results of the factor analysis corroborate the three dimensions 
of WLB. Dimension 1 explains a total variance of 31.728%, dimension 2 explains a total 
variance of 27.969%, dimension 3 explains a total variance of 20.649%, and total variance 
on WLB that can be explained by these three dimensions is 80.346%. All the factor loadings 
are very well beyond 0.50 and their eigenvalues are greater than 1. The three-factor structure 
found on this scale in the present study is similar to what is discovered by other studies (Fish-
er, 2001; Hayman, 2005; Erben & Ötken, 2014).

A descriptive evaluation of the participants’ WLB is presented on Table 6.

Table 6 above shows the average of the responses to the questions on the WLB scale. 
When the table is examined, the dimensions of WLB; work interference with personal life 
(3.26), personal life interference with work (2.72) and work/personal life enhancement (3.29) 
is seen. In general, it can be said that the total WLB of the participants is above average level 
on a 5-point likert scale as shown by the overall mean of 3.13.

A varimax rotation principal component factor analysis is also applied on the job satisfac-
tion scale. The findings on this scale are presented on Table 7 below. 
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Table 6
Respondents View on their Work-Life Balance (WLB) Level
Scale Items Mean Std. Deviation
WLB_1 3.22 1.37
WLB_2 3.28 1.35
WLB_3 3.10 1.36
WLB_4 3.09 1.38
Work Interference with Personal Life 3.26 1.29
WLB_5 2.79 1.35
WLB_6 2.89 1.43
WLB_7 2.79 1.44
WLB_8 2.61 1.43
WLB_9 2.68 1.38
Personal Life Interference with Work 2.72 1.28
WLB_10 3.29 1.34
WLB_11 3.14 1.39
WLB_12 3.49 1.40
Work/Personal Life Enhancement 3.29 1.25
Total Work-Life Balance 3.13 1.14
Note: (i) n=308 (ii) According to the Friedman’s two-way Anova test χ2=388,161; p<0,001, the results are statistically significant.

Table 7
Factor Analysis of Job Satisfaction Scale
Scale Items 1 2 3

In
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The way my job provides for steady employment. 0.749
The chance to do things for other people. 0.655
The chance to tell people what to do. 0.743
The chance to do something that makes use of my abilities 0.787
The way company policies are put into practice 0.801
My pay and the amount of work I do. 0.757
The chances for advancement on this job. 0.745

G
en
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c-
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n

Being able to keep busy all the time. 0.790
The chance to work alone on the job. 0.735
The chance to do different things from time to time. 0.636
The chance to be “somebody” in the community. 0.730
The way my boss handles his/her workers. 0.748
The competence of my supervisor in making decisions. 0.677
Being able to do things that don’t go against my conscience. 0.630

Ex
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ic

 Jo
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tis
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n

The chance to try my own methods of doing the job 0.718
The working conditions. 0.709
The way my co-workers get along with each other 0.784
The praise I get for doing a good job 0.780
The feeling of accomplishment I get from the job. 0.715
Eigenvalue 6.726 2.801 1.695
Variance Explained (%) 22.576 19.740 16.742
Cronbach Alpha 0.850 0.893 0.851
Total Variance (%) 59.058

Note: (i) Varimax rotation principal component factor analysis (ii) KMO: 0.879, Bartlett test = 2921.026, df = 171; P<0.001
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As shown on Table 7, three dimensions of job satisfaction are revealed from the principal 
component factor analysis. Dimension 1 explains a total variance of 22.576%, dimension 2 
explains a total variance of 19.740%, dimension 3 explains a total variance of 16.742%, and 
total variance on job satisfaction that can be explained by these three dimensions is 59.058%. 
The three-factor structure discovered in this study concurs with that of Tan & Hawkins (2000) 
who also reports a 3-factor structure of the scale. 

Table 8 below presents a descriptive assessment of the respondents’ job satisfaction level. 

Table 8
Participants View on their Job Satisfaction (Jsat) Level
Scale Items Mean Std. Deviation
Jsat_1 3.47 0.99
Jsat_2 3.53 0.98
Jsat_3 3.66 1.01
Jsat_4 3.69 1.00
Jsat_5 3.53 1.05
Jsat_6 3.46 1.04
Jsat_7 3.49 0.99
General Job Satisfaction 3.55 0.73
Jsat_8 3.60 0.95
Jsat_9 3.72 0.93
Jsat_10 3.63 0.95
Jsat_11 3.75 1.01
Jsat_12 3.46 1.09
Jsat_13 3.32 1.14
Jsat_14 3.36 1.13
Intrinsic Job Satisfaction 3.55 0.80
Jsat_16 3.70 1.00
Jsat_17 3.40 1.13
Jsat_18 3.63 1.14
Jsat_19 3.51 1.12
Jsat_20 3.84 1.06
Extrinsic Job Satisfaction 3.62 0.86
Total Job Satisfaction 3.57 0.61
Note: (i) n=308 (ii) Based on Friedman’s two-way Anova test χ2=196,899; p<0,001, the results are statistically signifi-
cant.

Table 8 above shows the average value of responses given to the questions on job sat-
isfaction scale. When the table is examined, the dimensions of job satisfaction; general job 
satisfaction, intrinsic job satisfaction and extrinsic job satisfaction have means of 3.55, 3.55 
and 3.62 respectively. The overall job satisfaction mean is 3.57. This indicates that the re-
spondents’ level of job satisfaction is above average on a 5-point likert scale.
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Correlation Analysis
The nature of relationship that exists among the study variables is established through Pear-

son’s correlation coefficient. The results of the correlation analysis are displayed on table 9.

Table 9
Correlation Results
Variable Job Stress Work-Life Balance Job Satisfaction
Job Stress 1
Work-Life Balance -0.041

0.469
1

Job Satisfaction  -0.250**
0.000

 0.502**
0.000

1

** Cor. is significant at 0.01 level (2-tailed). n = 308

It is apparent from correlation matrix above that there is a statistically insignificant weak 
negative relationship between job stress and WLB. Results of previous studies support the 
negative relationship between these two variables (see Sirajunisa & Panchanatham, 2010; 
Bell, et al., 2012). Furthermore, a statistically significant low negative relationship between 
job stress and job satisfaction is found. This finding concurs with those in the literature (see 
Ahsan et al., 2009; Keleş & Fındıklı, 2016). It can also be deduced from the same table that 
the relationship between WLB and job satisfaction is a statistically significant moderate posi-
tive relationship. This result shows a good congruence with existing findings in the literature 
(see Kanwar, et al., 2009; Saeed & Farooqi, 2014; Mas-Machuca, et al., 2016).

Findings Relating to the Hypotheses of the Research
This section presents inferential statistics on hypotheses testing. In an attempt to deter-

mine the effect of job stress on job satisfaction, the following linear regression analysis is 
carried out. Prior to this, the regression model below is proposed. 

Where b0 is the constant value and є is the error term, which is valid in classical regression 
assumptions.

Table 10
Regression Results of the Effect of Job Stress on Job Satisfaction
Dependent Variable Adjusted R2 Independent Variable B Std. Error t F

Job Satisfaction 0.059
Constant 4.074 0.117 34.722*

20.367*
Job Stress -0.170 0.038 -4.513*

Note: *p<0.001.

From Table 10 above, an adjusted R2 of 0.059 implies that 5.9% of the variances in job 
satisfaction can be explained by job stress. An F value (degree of significance of the regres-
sion model) of 20.367, t-value of -4.513, beta value of -0.170 and a p-value of 0.00 clearly 
indicate that the model is significant. These results support the first hypothesis which states 
that “There is a significant negative effect of job stress on job satisfaction”. Consequently, H1 
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is accepted based on the results. This result coincides with findings of other researchers in the 
literature (Ahsan et al., 2009; Bemana et al., 2013; Goswami & Dsilva, 2019).

The following linear regression analysis is carried out to assess the effect of WLB on job 
satisfaction. The regression model below is first proposed.

Table 11
Regression Results for the Effect of WLB on Job Satisfaction
Dependent Variable Adjusted R2 Independent Variable B Std. Error t F

Job Satisfaction 0.249
Constant 2.722 0.089 30.730*

102.904*
WLB 0.270 0.027 10.144*

Note: *p<0.001.

From a statistical point of view, the proposed model is significant (p<0.001). According 
to the results of the regression analysis displayed on table 11, an R2 value (percentage of ex-
plained variance), F statistic, t-value and the B value clearly reveal that WLB has a significant 
positive effect on job satisfaction. On the basis of this result, H2 is also accepted. The findings 
of the current study concurs with that of literature (Kanwar, et al., 2009; Saeed & Farooqi, 
2014; Mas-Machuca et al., 2016).

To determine the moderating role of WLB on the effect of job stress on job satisfaction, 
Hayes (2017: 220) moderation statistical method is employed. The moderation model and the 
results of the moderator analysis are shown below. 

Job Satisfaction = b0 + b1 Job Stress + b2 WLB + b3 Job Stress × WLB + ɛ ...............3

Table 12
Regression Results of Moderating Role of Work-Life Balance
Dependent Variable R2 Variables B Std. Error t F P

Job Satisfaction 0.31

Constant 2.91 0.29 10.008*

44,91*

0.00
Job Stress -0.06 0.09 -0.59 0.55

WLB 0.35 0.08  4.27* 0.00
Job Stress × WLB -0.03 0.03 -1.12 0.26

Note: *p<0.001.

 As seen from Table 12 above, the overall model is significant (p<0.001). However, the in-
teraction term (product of job stress and WLB) is found out not to be statistically significant. 
Its beta value of -0.03, t-value of -1.12 and p-value of 0.26 clearly depict that the interaction 
effect is not statistically significant. This implies that the effect of job stress on job satisfac-
tion does not depend on WLB. Hence, WLB does not have a moderating role on the effect of 
job stress on job satisfaction in this study. Based on this result, H3 is rejected. Therefore, no 
further investigation or probe of the interaction effect was conducted.
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Conclusion and Managerial Implications of the Study

The consequences that job stress poses on employees and organization in terms of its 
negative impact on productivity, effectiveness, safety, health, job satisfaction, among others 
call for high premium to be placed on it by creating congenial organizational climate and 
instituting workable stress management techniques so as to alleviate its ramifications. A good 
fit between employees’ personal and professional lives having the propensity to affect their 
job satisfaction demands measures for enhancing WLB. 

This study is conducted to determine the moderating role of WLB on the effect of job 
stress on job satisfaction of people working in manufacturing SMEs operating in Büsan Or-
ganized Industrial Zone in Konya, Turkey. In the descriptive analyses and evaluations, it is 
generally observed that the participants’ level of job stress is moderate while their WLB and 
job satisfaction levels are a little above average. Based on the results of inferential statistical 
analyses, it is concluded that job stress has a statistically significant negative effect on em-
ployees’ job satisfaction and weak negative relationship exists between them. In addition, the 
findings of this study reveal WLB having a statistically significant positive effect and rela-
tionship with job satisfaction. Furthermore, WLB is found not to have a moderating role on 
the effect of job stress on job satisfaction. This result implies that without WLB, job stress can 
influence or affect job satisfaction. In other words, the impact of job stress on job satisfaction 
is not dependent on WLB. Thus, the moderator (WLB) and the predictor variable (job stress) 
do not interact in their effect on the outcome variable (job satisfaction). In general, on the face 
of the empirical findings obtained, the first and second hypotheses are accepted and the third 
hypothesis is discarded. The reason may well be that job stress experienced by employees is 
such an intense feeling that once it is experienced it may not be irremediable in terms of job 
satisfaction even if the employees have found a balance between their work and life. 

The findings of the study have relevant implications for policy makers of SMEs in their pur-
suit to increase employees’ job satisfaction at workplace. On the premise of the above results, 
there is the need for policy makers/managers of SMEs to institute stress management techniques 
that could curtail the negative consequences of employees’ job stress while maximizing its mer-
its. Having a work environment that provide and encourage employees to practise or participate 
in measures such as physical exercise, outdoor activities, cognitive restructuring, hypnosis, re-
laxation, meditation and effective time management shall be a crucial option for organizations. 
Also, formulation of policies or strategies that will enable employees to have a good equilibrium 
between their work and personal lives are required. This could be realized through implementa-
tion of flexible work arrangements such as job sharing, part-time, telecommuting, flexible work 
hours, among others. In brief, the findings of this study will help create the awareness of man-
agers and policy makers on the consequences of job stress and on the need to assist employees 
have a balance between their personal and professional lives thereby leading to job satisfaction.
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Limitations
It cannot be declared that the current study is free of certain limitations. This study is re-

stricted to only spare parts manufacturing SMEs operating in Konya, Turkey. Hence, it is not 
clear to what degree one can generalize the findings of this study to other institutions across 
the country and elsewhere. Consequently, it is proposed that future researchers should focus 
on other kind of institutions in varying sectors. Besides, the current study did not make use of 
mediating variable(s) in the conceptual model but rather a moderating variable, it is therefore 
an avenue for future researchers to add other related variables and examine their effects on 
job satisfaction. 
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