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Abstract: Women'’s work has been acknowledged as an important tool towards effective leadership and economic development in
Nigeria and Africa in general. Itis important therefore, to accept their presence and encourage the active role they play in the labour
force which at the long run impacts the economy positively knowing full well that they make up noticeable portion of the world’s
population. This study evaluated the contribution of job autonomy, workload and home-work conflict to the job satisfaction of
employed women in universities in Ogun State, Nigeria. A descriptive survey design was used to draw 200 women through multi-
stage sampling technique. Standardized questionnaires were used to obtain responses from respondents. Four hypotheses
postulated were analyzed using correlation matrices and multiple regression analysis and the level of significance was at 0.05 level.
Findings show that job autonomy, workload, and home-work conflict jointly contributed to job satisfaction with 10.1% variance
(Adj.R2 =.101) while workload predicted female employees job satisfaction the most. It was concluded that university management
should introduce flexibility in work schedules and restructure job descriptions to allow female employees have more autonomy so
as to reduce the effect of home-work conflict and pressure associated with workload.
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Introduction

Women all over the world are enterprising people who desire to contribute to the growth of their various families as well
as their nations. Hence, despite their numerous engagements at the home front where they assume the role of mothers
and wives, women are still engaging in paid work outside their homes. In Nigeria, the number of women who are working
outside their homes in paid work has risen tremendously (Ofuani, 2010). In 2006 there were 39% and 28.3% of women
employed in public and private sectors respectively (Ogwumike et al.,, 2006) making a total of 67.3% of employed women
in the formal sector in 2006 and in 2015, the percentage including women aged between 15 - 64 years increased to 78.4
% (National Bureau of Statistics, 2016). In Ogun State to be specific, 76% of women are in full time employment (National
Bureau of Statistics, 2016).

Women have joined the workforce in great numbers for various reasons. According to Ofuani (2010) and Wambua (2014)
they are more educated now, have more training, increased urbanization and economic conditions as well as desire to
have income, enjoy better life, personal satisfaction and use their skill and talents. In addition, in Nigeria, more girls have
enrolled in secondary schools and the number indicate an increase from 45.3% in 2010 to 45.7% in 2015 (Jannah, 2017)
while in Ogun State the level of the literate young women between ages 15 - 24 presently stood at 80.1% (Jannah, 2017).
To this end, job satisfaction of professionally employed women becomes a subject of interest.

However, it is important to note that every employer desire to get the best from his employees who are being
remunerated at the end of every month and without getting their best, the objectives of that employer which is to boost
productivity will not be achieved. Hence, public and private organizations desire for their workers to be satisfied with
their jobs since this can be related to increase in their productivity. In some situations, however, employers have failed
to achieve this purpose especially among the female employees who are finding it difficult balancing their assignments
at work and home (Ajayi et al,, 2015) and considering the number of hours women spend on their full-time jobs every
day, it becomes important to consider its interference with home chores (Ilies et al., 2007). Uwannah (2017) observes
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that many managers may be reluctant to hire women because of their high rate of absence and lateness to work as a
result of getting their children ready for school in the morning, doing school runs and catering for their children when
they fall sick. It is along this background that Badawi (2006) submit that an employee that is not satisfied may not be
productive and could become useless to the organization.

Job satisfaction is a feeling of contentment which a worker feels internally and reflects externally in the way he or she
handles situations surrounding his or her job (Uwannah, 2017). Job satisfaction may push an individual to like more
aspect of her job than she dislikes it or to have a positive orientation about the work role which she is engaging in
presently (Ladebo, 2008; Medina, 2012). It could reflect her feelings about various aspects of her work setting (Eslami &
Gharakhani, 2012). Job satisfaction is based on the link between what workers want from their jobs and what they
actually get (Medina, 2012) and could be influenced by gender, education, level, workplace environment, income and
timing of work (Sisodia & Dasa, 2013).

Regrettably the Nigerian female workforce has not been accorded enough support by government to boost their job
satisfaction. Ofuani (2010) laments that unannounced retrenchment could be one of the factors accounting for low job
satisfaction. Furthermore, Ali and Farooqi (2014) found in their studies that females are less satisfied from their jobs in
relation to role work overload due to both home and family responsibilities.

University employees in general have complex and sensitive assignments which they battle with each working day. These
assignments are complex and crucial since they have to do with the future of the students in terms of quality academic
achievement. In like manner, the universities in Ogun State are operating in a competitive industry especially as the
government have already accredited several private universities. As at date, there are three (3) public and ten (10)
private universities in Ogun State alone (Legit, 2018) hence the job satisfaction of these workers is crucial since it can
impact organizational success in great measure. On that note however, in a study carried out among men and women
employees in education sector, it was discovered that female employees in the education sector are not happy doing their
jobs because of too much assignments, overtime work and poor remuneration (Vukonjanski et al., 2014). Despite the
above, being a woman makes the assignment more complex because they have to attend to both family and work
responsibilities and their attitude to work will have direct impact on them, their families and on their jobs. If they are
dissatisfied, they may not effectively perform their jobs properly.

Job satisfaction in this study therefore takes into account how happy and contented employed women will be with their
jobs with consideration to those variables that may likely affect them which may not likely affect their male counterparts
such as caring for their children as well as their husbands which may culminate to home-work conflict. Hence, there are
differences between what make male and female workers become satisfied. For women employees, work conditions, job
security, flexible work arrangements and stress affect them more than men. Ali and Farooqi (2014) submit that work
load, stress at work due to overload could negatively impact job satisfaction. In addition, the degree of independence
female employees is given in scheduling their duties may have an influence on their job satisfaction. On this note
therefore, job autonomy, work load and the extent of home-work conflict experienced by employed women may likely
affect their level of job satisfaction.

Many universities do not provide for adjustment to work schedules in form of flexible working arrangements and
extended maternity leave for female employees with young children. Lack of recognition that female employees with
young children will need support to assist them find a middle ground while attending to work and family roles may create
more conflicts with resultant effects like work dissatisfaction and poor job performance. However, with respect of being
a working mother, there is the likelihood that one of the assignments may suffer, hence the need for this study.

In Nigeria, most studies have linked job satisfaction with performance, work environment, work ethics, welfare packages,
pay, working conditions and turnover intentions (Asekun, 2015; Okeke, 2010). Others like Sydney-Agbor et al. (2014)
studied how job satisfaction is linked with emotional intelligence and gender among local government personnel in
Owerri while Iroegbu (2015) considered the link between age and gender on job satisfaction of Nigerian public sector
employees, but there is scarcity of research where female employees job satisfaction are linked with workload, job
autonomy and home-work conflict, hence the justification for this study.

Literature Review
Job Satisfaction

According to Terason (2018), job satisfaction is a positive state of emotion that directs an individual to respond
effectively to a situation. It is a feeling of pleasure that enables one display signs of happiness when evaluating the
situations surrounding one’s job (Edem & Lawal, 2006) or the feeling a worker has about his entire job or some unique
aspects of his job like how salaries and wages are fixed, level of independence given him to carry out his assignments or
coworkers (Adeniji et al., 2018). Ali and Farooqi (2014) see it as the perception that employees have about their work
which could be negative or positive and determine to a great extent their level of happiness or satisfaction with their
jobs. Lower levels of job satisfaction may adversely impact workers’ life (Ahmad et al., 2015), in form of lower life
satisfaction, poor health, poor performance and attendance (Al-Zabir, et al., 2018). Job satisfaction which is viewed as the
satisfaction with situations surrounding one’s job or feelings of happiness towards one’s work conditions, it is then
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related to “an employee’s profession in terms of work substances, gender, educational level, workplace environment,
location, colleagues, income, timing of work, payment, benefits, promotion, relation with supervisors, etc (Al-Zabir et al,,
2018)".

In line with the above, job satisfaction of women in full time paid work, will be affected by job autonomy. Job autonomy
allows a worker to exercise discretion while carrying out her tasks (Breaugh, 1999). When autonomy is granted, stress
from workload and family demands will be well catered for and performance of assigned tasks becomes effective because
motivation will be increased as well as satisfaction (Sisodia & Dasa, 2013). However, when management do not deem it
necessary to provide autonomy in the three key areas as identified by Breaugh (1999) as work methods, work scheduling
and work criteria, a working woman may not be satisfied with her job because of her inability to cope with home-work
conflict as well as overload.

Some researches in the past have however established that there is a strong link between job satisfaction and workload
(Al-Zabir, et al.,, 2018; Svedberg et al., 2018), job satisfaction and home-work conflict (Chiappo & DiDona, 2014;
Mukarram et al,, 2012), and job satisfaction and job autonomy of employed women (Saragih, 2011; Sisodia & Dasa, 2013;
Thompson & David, 2005).

Job Autonomy

Job autonomy is an important feature of every work organization. It means the degree to which one’s job give him enough
freedom to decide and use his initiative in arranging the order in which to carry out assigned duties and choosing the
procedures to be used in getting the job done (Saragih, 2011). It is the initiative a worker is expected to display in carrying
out job assignments which could occur in three dimensions as autonomy in relation to methods of carrying out the work
assignment, how work is scheduled and criteria set for work (Breaugh, 1999). Job autonomy is explained as having free
hand to determine how to do your job and freedom to make decisions on your own. Job performance is always enhanced
when people are given the free hand to determine how to get their jobs done because the more autonomy employees
have at work, the more committed and satisfied and less likely they are to seek for other jobs outside the organization
(Ahakwa et al., 2021). Saragih (2011) further asserted that job performance is improved because with autonomy,
workers feel that their efforts and actions are appreciated and that they are given autonomy because the organization
trusts them to do their jobs effectively. Breaugh (1999) opine those feelings of being competent and confident that come
from autonomy make employees job interesting and as a result they become more satisfied, enjoy better mental and
physical health, have less stress, live longer, have positive feelings of self-efficacy and self-worth because employees
perceive themselves as able, resourceful and innovative enough to carry out their assigned tasks with confidence and
efficiency. Sisodia and Dasa (2013)’s report of their findings in a study conducted on how job autonomy influences
workers’ dedication proves that employees who have autonomy in their jobs are less absent whereas those with less
autonomy reported low job satisfaction and poor commitment. In like manner, Yang and Zhao (2018) discovered among
workers who lack autonomy, less efforts invested in their jobs, less value placement on their jobs, and lower
psychological satisfaction.

Despite the benefits associated with autonomy, most managers prefer to remain passive simply because they feel it could
lead to some unethical behaviours and may not allow them to exercise full control over their employees (Saragih; 2011;
Zhou, 2020). Despite the above, the nature of a job may affect the extent of autonomy that it can allow and levels of
autonomy may vary depending on occupations and gender. Women prefer flexibility on time and location of work which
is more beneficial to them in order to balance family responsibilities (Fuadiputra & Novianti, 2020). Therefore, women'’s
satisfaction on their job depends to a greater extent on the organization where they work. For a working woman to
effectively combine her work and family responsibilities effectively and be satisfied at work, she will depend on the
support provided by her employer in form of autonomy. Women who lack support from their employers in form of
freedom to schedule their work to suit both roles may have home-work conflict and are not able to combine family roles
with full time work and so may quit their jobs. Therefore, the connection between autonomy and employees job
satisfaction cannot be over-emphasized in the life of a working woman. The freedom to select how to work, how to get
the job done and when to do it to a large extent affect a working woman'’s performance (Breaugh, 1999). This is of utmost
importance because job autonomy could lead to reduced stress because with it working women can perform their
assigned tasks in such a way that threat is reduced while ability to cope is enhanced, motivation is increased, company
success is enhanced, and satisfaction is heightened (Sisodia & Dasa, 2013). Saragih (2011) emphasize that people have
different ways of managing the stress they encounter from the workload they carry. When the job is regimented to the
extent that flexibility in scheduling task becomes hard, then workers may not be able to cope with their responsibilities
and this could lead to poor performance.

Work Load

Scheduled work constitutes a greater proportion of people’s life (Jannah, 2017), therefore work activities affect an
individual’s psychological well-being and could be physical as well as mental (Svedberg et al, 2018). Based on the
transactional stress theory aspect of occupational stress, it is believed that the work environment influences how a
worker appraises a condition as either important, limiting or challenging. This evaluation is followed with physical,
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mental and attitudinal displays that could result into an experience of strain when the job task is difficult or not pleasant
(Ford & Jin, 2015). Work load may also result to strain when it is perceived by the employees as unfair, illegitimate
(Elovainio et al.,, 2006; Ford, 2012) or not equitably distributed (Skarlicki & Rupp, 2010). When workers feel that their
workload is not fair, they experience a feeling of strain which may result to depression (Ford & Jin, 2015).

Job satisfaction which is the feeling that workers have towards their jobs, is a reflection of the health of the worker in
terms of physical, mental and psychological aspect of life (Sahin & Sahing6z, 2013). Both individual and organizational
factors can affect a worker’s job satisfaction. The individual factors could be genetic, family, level of education,
perceptions, work experience, socio-economic background and environment while organizational factors encompass the
complexity of the task, the pay, job security, working conditions, level of autonomy etc (Sahin & Sahingoéz, 2013). Job
satisfaction is only achieved when the personal attributes match with the organizational attributes. Therefore, work load
could affect worker’s motivation and performance (Ahmad et al., 2015). When workload is not equitably distributed it
could adversely affect job satisfaction of employees especially females whereas equitably distributed workload results
in satisfaction (Al-Zabir et al., 2018). Work load can be described as the quantity of work that should be carried out in a
given period with certain quality (Sahin & Sahing6z, 2013). Casner and Gore (2010) is of the view that when workload is
too high or too low, it may be detrimental to the organization as well as the individual. It could affect quality of work
delivery and satisfaction (Adeniji et al., 2018; Ahmad et al., 2015). For instance, employees who experience the two may
become irritable, tired, frustrated, and may commit more mistakes while low workload could go further to result in
boredom and inattention. In a study carried out by $ahin and $ahingéz (2013) among workers of nutrition and
accommodation departments, it was found that female employees perceive their workload as high and that affected their
job satisfaction.

Workers in the university setting are expected to work with high morale and enthusiasm while attending to students and
customers so as to achieve organizational goal. Therefore, there is need to cope with the heavy workload that are inherent
in their jobs. Contrarily, an increase in a worker’s workload may result in less satisfaction of job (Sahin & Sahingo6z, 2013)
which may culminate to tension, tiredness, irritability and depression (Svedberg et al, 2018). When the worker
experiences the above, there will be more mistakes on the job, poor concentration, ill health and poor attendance. Hence,
Ahmad et al. (2015) laments that increase in workload will definitely affect job satisfaction. This is evident in a study
conducted among teaching staff of a private university where workload was found to adversely affect their research
capabilities with 1/3 of them agreeing that their workload has decreased their productivity and the pharmacy practice
academicians reported mild to moderate job satisfaction (Ahmad et al,, 2015).

Home-work Conflict

In recent times, both couple work so as to raise income with which to cater for the family (Abbott et al, 2005;
Namayandeh et al., 2011) especially in these times of recession in Nigeria. This is in contrast with what happened in the
past when women only stayed at home to nurse their children and cater for the domestic well-being of the entire
household. As more women enter paid work, they are bound to experience conflict (Namayandeh et al., 2011). Home-
work conflict is “defined as a type of inter-role conflict in which the general demands of time devoted and strain created
by the family interferes with performing work-related activities” (Chiappo & DiDona, 2014). Home-work conflict could
result to higher levels of absenteeism, turnover intentions, and physical symptoms (Olorunfemi, 2009), increased
depression, unhappiness, poor family functioning and less energy available for investment into other activities (Kossek
etal, 2011) which may affect the achievement of the organizational goals since they could be counterproductive. Home-
work conflict can be traced to excessive family demands (Namayandeh et al,, 2011). Marital tension, lack of spousal
support, lack of accessibility to child care facilities (Chiappo & DiDona, 2014) and feelings of inability to cope efficiently
with the home duties due to present workload at work (Greenhaus & Powell, 2003) are some of the reasons for home-
work conflict among female employees and this could be detrimental to their productivity because they may have excuses
to be absent, make more work-related mistakes, lack focus and may not concentrate.

It has been established that the pressure an individual experience from work can affect other areas of that individual’s
life. For instance, when a woman who is engaged in paid employment carries out two roles that are incompatible from
the job and home, stress could arise leading to conflict which may adversely affect health as well as satisfaction
(Mukarram et al., 2012) and they went further to opine that most females actively taking part in full time work are also
the ones doing most of the house work at home. In a bid therefore to manage the two assignments successfully, conflict
could arise (Ajayi et al., 2015). This conflict is eminent due to work scheduling, work orientation, marriage experience,
presence of children and spouse engagement in paid work, marital tension and lack of child-care facilities (Chiappo &
DiDona, 2014; Mukarram et al., 2012) hence home-work conflict could adversely affect job satisfaction among female
employees. Chiappo and Didona (2014) strongly believe that work role interference with family roles may leave the
worker in question to handle the family role before the work role and this may likely lead to absenteeism, lack of
concentration, costly mistakes, accidents and injuries. Svedberg et al. (2018) in their studies conclude that home-work
conflict could be the result of sickness absence excuses among men and women employees due to stress-related mental
diagnosis.
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Research Hypotheses

HO:1. Job autonomy, workload, home-work conflict and job satisfaction will not have any significant bivariate
relationship among female university employees

HO2.  Job autonomy, workload and home-work conflict will not have any significant joint contribution on female
university employees’ job satisfaction.

HOs. Job autonomy, workload and home-work conflict will not have any significant relative contribution on female
university employees’ job satisfaction.

HO4. Status (teaching and non-teaching) will not have any significant moderating influence on the combined
contribution of job autonomy, workload and home-work conflict on job satisfaction of female university
employees.

Methodology
Research Design

The ex-post facto design of the descriptive research design was used. This is because variables were not manipulated but
rather the effect of already occurring independent variables (job autonomy, workload and home-work conflict) on the
dependent variable (job satisfaction) were explained by the researcher.

Population/Sample Size

All female employees (comprising of academic and non-academic staff) working in tertiary institutions in Ogun State,
Nigeria make up the population of this study. Multi-stage sampling procedure was adopted to pick four (4) universities
(two (2) private and two (2) public) that were used for the study. Subsequently, stratified simple random sampling
technique was used to select the universities based on ownership (private and public). All categories of workers in the
institutions comprising of academic and non-academic staff were part of the sample in order to give room for objectivity
since it is believed that both female academic and non-academic staff job satisfaction is important as they all contribute
to the achievement of organizational goal. The sample for this study is comprised of 200 female university employees
(100 faculty and 100 staff members).

Sampling Procedure

Informed consent was obtained by the researcher who personally explained the objective of the study to the respondents
after which the questionnaire was given to them in their different work units. This exercise lasted for two weeks.

Instruments

Job Satisfaction Questionnaire (Dubinsky & Hartley, 1986): This scale was adopted. It consists of 5 items including items
like “generally speaking, | am very satisfied with this job” and the participants were required to choose their answers
arranged on 5 points from strongly disagree to strongly agree. A Cronbach’s alpha of 0.608 was obtained by the author.

Job Autonomy Scale (Breaugh, 1999): A nine (9) item questionnaire measured on a 5-point likert scale arranged from
strongly disagree to strongly agree was adopted to assess the perception of female university employees on the extent
to which management provided them with autonomy in their jobs by asking questions like “I am allowed to decide how
to go about getting my job done” etc. The statements are rated on a scale of 5-point likert scale ranging from strongly
disagree to strongly agree. As reported by the authors, job autonomy scale has a reliability coefficient of 0.915.

Workload Scale: A self-developed scale of 5 items with questions like “I am always made to work extra time after normal
closing time” etc was used to gather responses from the participants on their workload. This scale has 5-point responses
ranging from strongly disagree to strongly agree to which the respondents were asked to tick on their choices. A
Cronbach’s alpha of 0.71 was obtained showing that the scale is suitable for the study.

Home-work Conflict Scale (Netemeyer et al., 1996): The researches adopted this scale which has 5 items ranging from
strongly disagree to strongly agree, to which participants were asked to tick the extent to which they have experienced
home-work conflict like “The demands of my family or children interfere with work-related activities; I have to put off
doing things at work because of demands on my time at home” etc. The statements are rated on a scale of 5 ranging from
strongly disagree to strongly agree. According to the developers, this scale has internal reliability of 0.86. However, to
control common method bias which may likely occur, the researcher added explanatory statements that served as a guide
to assist the understanding of the respondents as to what is meant by some of the questions that seem complex in the
scales used.
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Method of Data Analysis

The data obtained were analyzed using correlation matrices and multiple regression analysis at the 0.05 level of
significance. The statistical techniques used were suitable and were not affected by outliers.

Findings/Results
Checking for Assumption of Linear Relationship
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Lines of best fit can be fitted to these scatter plots. This indicates that there is a linear relationship between each
independent and the dependent variables.

Table 1: Checking for Assumption of Multicollinearity

Variable Job Autonomy Workload Home-Work Conflict
Job Autonomy 1.000 .037 -.148*
Workload 1.000 .253*
Home-Work Conflict 1.000

*Correlation is significant at 0.05 level (2-tailed)

The bivariate correlation coefficients between the independent variables are all low: Job autonomy and workload (r =
.037), job autonomy and home-work conflict (r = .148) and workload and home-work conflict (r = .253). These signify
that the assumption of multicollinearity was not violated.

Hypothesis One

Ho1:]Job autonomy, workload, home-work conflict and job satisfaction will not have any significant bivariate relationship
among female university employees

Table 2: Correlation Matrix for the Bivariate Relationships among variables of study

Variable Job Autonomy Workload Home-Work Conflict Job Satisfaction
Job Autonomy 1.000 .037 -.148* .381*
Workload 1.000 253* -.392%*
Home-Work Conflict 1.000 -271*
Job Satisfaction 1.000

*Correlation is significant at 0.05 level (2-tailed)

Table 2 showed both significant and non-significant results. There were significant positive relationships between job
autonomy and job satisfaction (r =.381, p <.05) and workload and home-work conflict (r =.253, p <.05). There were
significant and negative relationships between workload and job satisfaction (r = -.392, p <.05), home-work conflict and
job satisfaction (r=-.271, p <.05), and job autonomy and home-work conflict (r = -.148, p <.05). Finally, there was a non-
significant positive relationship between job autonomy and workload (r=.037, p >.05).
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Hypothesis Two

Ho2: Job autonomy, workload and home-work conflict will not have any significant combined contribution on female
university employees’ job satisfaction.

Table 3: Multiple Regression for Combined Contribution of the variables to Job Satisfaction

R=.326

R Square =.106
Adjusted R Square =.101
Std. Error = 12.73105

Source of Variation Sum of Squares Df Mean Square F Sig.
Regression 2185.058 3 728.353 40.604 .000
Residual 3515.846 196 17.938

Total 5700.904 199

Dependent Variable: Job Satisfaction

Predictors: (Constant), Job Autonomy, Workload, and Home-Work Conflict

Table 3 revealed significant results (F(3,196) = 40.602, p <.05). The null hypothesis was consequently rejected in favour of
the alternative hypothesis leading to the conclusion that there is a significant combined contribution of job autonomy,
workload, and home-work conflict to female university employees’ job satisfaction. Results further revealed that job
autonomy, workload, and home-work conflict accounted for 10.1% of the variance in job satisfaction (Adj. R2=.101).

Hypothesis Three

Ho3: Job autonomy, workload and home-work conflict will not have any significant relative contribution on female
university employees’ job satisfaction.

Table 4: Multiple Regression for Contribution of independent variables to Job Satisfaction

Model B Std. Error B T Sig.
(Constant) 13.036 572 20.933 .000
Job Autonomy .038 .056 .091 5.774 .000
Workload .019 013 -275 16.260 .000
Home-Work Conflict 113 .028 -.225 14.639 .000

Dependent Variable: Job Satisfaction

Predictors: (Constant), Job Autonomy, Workload, Home-Work Conflict

Table 4 revealed significant results. Job autonomy, workload, and home-work conflict were significant relative predictors
of job satisfaction. Workload was the strongest predictor of job satisfaction ( = -.275, t = 16.260, p < .05). This was
successively followed by home-work conflict (f = -.225, t = 14.639, p < .05) and job autonomy (8 =.091,t=5.774, p <
.05). Job satisfaction can be predicted from the predictor variables of this study by the multiple regression equation:

Job Satisfaction =.038 x Job Autonomy +.019 x Workload +.113 x Home-Work Conflict + 13.036.

Hypothesis Four

Ho4: Status (teaching and non-teaching) will not have any significant moderating influence on the combined contribution
of job autonomy, workload and home-work conflict on job satisfaction of female university employees.
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Table 5: Regression for the Moderating Role of Job Status to Job Satisfaction

Teaching Staff

Model Source of Sum of df Mean F Sign
Variation Squares Square

R=.560 Regression 453.619 3 151.206 10.277 .000

R?2=.314 Residual 1412.416 96 14.713

Adj.R2=.308 Total 1866.035 99

Model Source of Sum of df Mean F Sign
Variation Squares Square

R=.541 Regression 19234.065 3 6411.355 23.311 .000

R2=.293 Residual 26403.646 96 275.038

Adj. R2 =.287 Total 45637.711 99

Dependent Variable: Job Satisfaction

Predictors: (Constant), Job Autonomy, Workload, Home-Work Conflict

Table 5 indicated that with the predictor variables entered into the model simultaneously, there was a significant
prediction of job satisfaction of teaching staff (F (3,96) = 10.277, p <.05) and that all the variables accounted for 30.8% of
the variance in job satisfaction (Adj. R? =.308). The table also showed that with the predictor variables introduced into
the model simultaneously, there was a significant prediction of job satisfaction of non-teaching staff (F96 = 23.311, p
<.05). The null hypothesis was therefore accepted leading to the conclusion that job status will not significantly moderate
the combined contribution of job autonomy, workload, and homework conflict to job satisfaction of female university
employees.

Discussion

Hypothesis one was tested to find out if there are bivariate relationships among job autonomy, workload, home-work
conflict and job satisfaction of female university employees. The outcome of the analysis showed both significant and
non-significant results. It was revealed that the relationship existing between job autonomy and job satisfaction and
workload and home-work conflict was positive and significant. Furthermore, the relationships between workload and
job satisfaction and home-work conflict and job satisfaction is negative while there was a a non-significant positive
relationship between job autonomy and workload.

This finding is in line with Saragih (2011) who found that the relationship between job autonomy and job satisfaction is
positive and concluded that being in control of one’s work reduces stress-related outcomes leading to greater satisfaction
on the job. Also, this research outcome is in agreement with that of Fuadiputra and Novianti (2020) who discovered a
high level of job satisfaction among workers that were given freedom related to autonomy in their jobs and Sisodia and
Dasa (2013) in their studies also discovered that managers given higher autonomy were less absent from work.

The analysis also revealed a that the relationship between workload and home-work conflict is positive meaning that a
rise in workload led to an increase in home-work conflict. llies et al. (2007) had earlier discovered that work overload
was related to challenges of home-work conflict in their study on the relationship among workload, affective distress,
cognitive, physical and emotional fatigue and work-family conflict among school employees. This study also came out
with the evidence of a negative relationship between workload and job satisfaction. In tandem with this finding is Ahmed
et al. (2015) and Casner and Gore (2010) who also found the relationship between workload and satisfaction to be a
negative explaining that when job assignment is not equally distributed, it could be perceived as frustrating having
adverse effects on well-being and satisfaction. Also, Svedberg et al. (2018) found that a one-unit increase in home-work
conflict and workload led to higher cases of sickness absences due to stress-related illnesses which lowered their level
of satisfaction to their jobs. Schieman et al. (2003) in their studies found that workload significantly affected female
workers experience of home-work conflict especially among women on routine jobs.

The analysis of hypothesis one was followed with the discovery of home-work conflict and job satisfaction being
negatively related. In their findings Chiappo and DiDona (2014) reveal that employees experiencing home-work conflict
paid more attention to solve the family needs and this affected their activities at work leading to reduced productivity
and satisfaction. Finally, the relationship found between job autonomy and workload non-significantly positive and this
could be linked to the fact that most women in paid employment struggle to accommodate both family and work roles
and in a situation where it becomes difficult, they quit in preference of self-employment where they will be in control of
their time and have enough opportunity to handle their family roles. In line with this therefore, Saragih (2011) in their
studies found that in the presence of long work hours or work load, control over work activities in form of autonomy
could actually reduce work stress. Therefore, when autonomy is granted, female staff may combine their workloads with
their family roles conveniently.
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The second hypothesis postulated that there is no significant combined contribution of job autonomy, workload, and
home-work conflict to female university employees’ job satisfaction. This hypothesis was tested and found to be
untenable. It was therefore not accepted while the alternative hypothesis was rather accepted and it was concluded that
there is a significant combined contribution of job autonomy, workload, and home-work conflict to female university
employees’ job satisfaction. This finding also corroborated the results in a study by Sisodia and Dasa (2013), Terason
(2018) who found that more autonomy contributed to greater job satisfaction among workers corroborating the
researchers’ opinion that working females who have family commitments need flexibility and independence in planning
how to get their jobs done without neglecting their roles as mothers and wives. Therefore, when the organization gives
them autonomy, job satisfaction will be enhanced and the reverse will also be the case when autonomy is lacking. These
findings were in line with that of Vukonjanski et al. (2014) who found among female employees in manufacturing and
education that they have low job satisfaction as a result of work overload, extended working times and poor salaries. Also
supported by these findings was that of Sahin and Sahing6z (2013) and Ahmad et al. (2015) who in their different studies
found workload strongly associated with workers’ job satisfaction. This research outcome supported the works of Karimi
and Nouri (2009) who noticed the close link between job satisfaction and family work conflict and found that the later
could affect the former. Aryee et al. (1999) also found that home-work conflict has negative effect on job satisfaction of
dual career family employees of Chinese origin.

As noted by Nameyandel et al. (2011), when workers family roles clash with work roles, the job satisfaction of the
employee in question will be lowered. On the contrary however, Namasivayam and Mount (2004) in their studies among
Hispanic lower-income employees, found that home-work conflict contributed to higher job satisfaction as lower income
Hispanic women may see work as a release from family commitment issues. This finding also confirmed the contention
of this researcher that when a working woman'’s workload is difficult and much and she is not given any autonomy in
terms of scheduling her work time as well as having the flexibility she desires from work, she may experience home-work
conflict which will negatively contribute to her job satisfaction.

Hypothesis three stated that there is no significant relative contribution of job autonomy, workload, and home-work
conflict to female university employees’ job satisfaction. This hypothesis was tested and rejected while the alternative
hypothesis was therefore accepted and it was concluded that there is a significant relative contribution of job autonomy,
workload, and home-work conflict to female university employees’ job satisfaction. Further analysis revealed that among
all the variables of study, that workload predicted job satisfaction strongly, seconded by home-work conflict while job
autonomy was the least predictor among the variables on female university employees. The reason for this is not far-
fetched. Svedberg et al. (2018) has earlier reported in their studies among twins of Swedish origin that unevenly
distributed home duties coupled with heavy workload is the reason why women experience home-work conflict more
than men. This finding is in tandem with Ilies et al. (2007) who explained that workload is a job stressor which reflects
the demands placed on employees on their jobs that is associated with negative outcomes since meeting up with work
with high demands needs much effort. They further opined that such instances could result to decrease in well-being and
affect. Ahmad et al. (2015) supports that work load could affect worker’s motivation and performance and Al-Zabir et al.
(2018) found that when workload is not equitably distributed it adversely affected job satisfaction of employees whereas
equitably distributed workload resulted in satisfaction.

Among the variables, it was found that home-work conflict was the second predictor of job satisfaction of female
university employees in Ogun State. Home-work conflict has been found to result to poor job attachment and dedication,
hostile behaviour at home as well as psychological and physiological health challenges (llies et al., 2007). This finding
agrees with that of Olorunfemi (2009). He found that home-work conflict resulted to higher levels of absenteeism,
turnover intentions, and physical symptoms, increased depression, poor satisfaction with life, poor quality of family life
and less vitality and Kossek et al. (2011) discovered that home-work conflict could lower satisfaction at work affecting
the achievement of the organizational goals because he saw home-work conflict as counterproductive. Finally, job
autonomy was revealed as the least predictor of job satisfaction among female university employees in Ogun State. The
reason for this could be that most university employees are given free hand to carry out their jobs especially the academic
staff who may come in at will and close when their classes are over for the day and may decide to carry some scripts
home to mark. With this arrangement, they can still cater for their children’s and other family needs while attending to
their official duties. In line with this therefore, Ahakwa et al. (2021) found that job satisfaction is improved when workers
are allowed to decide how to complete their assigned tasks explaining that the more autonomy employees are given at
work, the more satisfied and less likely they are to seek for other jobs outside the organization. In support also, Saragih
(2011) discovered that job performance im-proved among employees who were granted autonomy averring that they
feel that their efforts and actions are appreciated by management and that and that they are trusted to do their jobs
effectively.

Finally, the fourth hypothesis which stated that job status will not significantly moderate the combined contribution of
job autonomy, workload, and home-work conflict to job satisfaction of female university employees was accepted and it
was concluded that job status will not significantly moderate the combined contribution of job autonomy, workload, and
home-work conflict to job satisfaction of female university employees. It can therefore be asserted that whether academic
or non-academic, the independent variables contributed the same way to female university employees’ job satisfaction.
This supports the earlier assertion of the researcher that university employees in general have complex and sensitive
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assignments which they battle with each working day and being a woman makes the assignment more complex and
despite being an academic or non-academic staff, a woman remains a woman with the pressing needs of attending to
both family and work responsibilities. Conclusively, this finding agrees with Ali and Farooqi (2014) who found in their
studies that females are less satisfied from their jobs in relation to role work overload due to both home and family
responsibilities.

Conclusion

The findings revealed that job autonomy, workload and home-work conflict contributed significantly to female university
employees’ job satisfaction. Specifically, workload was found to predict their job satisfaction most. This have implications
for university administration because despite the fact that not much has been done in this topic in this part of the world,
it is important that management motivate female workers to reach their full potentials as employees.

Recommendations

Based on the outcome of this research, it is recommended that University management should put in place some
intervention programmes like flexibility in work schedules and restructuring of job descriptions of working females to
allow them have more autonomy so as to reduce situation leading to home-work conflict as well as pressure associated
with workload. With this, they can achieve heightened job satisfaction which at the long run will impact positively on
their performance as employees while at the same time positioning them effectively as leaders in their various
universities, homes and communities. Future researchers can extend the scope of this research to include employed
women in establishments such as banks and manufacturing companies in Nigeria where job demands are highly tasking.
The boundaries of this research can be extended to include assess the influence of job autonomy, workload and home-
work conflict on the job satisfaction of employed men in universities in Nigeria as a whole.

Limitations
This research work was carried out among female workers in universities in Ogun State of Nigeria alone. Hence, the
findings cannot be generalized to other universities in other parts of Nigeria.
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