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Achieving career aspirations while managing personal responsibilities is a global challenge for
women, especially in Asian countries. Despite extensive research on work-life balance, many
aspects remain unexplored. This study examines the influence of psychological capital and
personality traits on work-life balance, identified as an area needing further investigation.
Using a blended approach, the study integrates quantitative data from online surveys of Sri
Lankan government and private bank employees and qualitative insights from online inter-
views. The ordered Probit regression model revealed that self-efficacy, optimism, and resi-
lience significantly impact work-life balance, while hope does not. Among personality traits,
neuroticism and conscientiousness are most influential. Thematic analysis found resilience to
have the greatest impact, with personality effects varying by individual preference. Metho-
dological triangulation was used to avoid research bias. Coping strategies for promoting
work-life balance are discussed. This study is valuable for female bankers seeking work-life
balance and offers insights for banking sector personnel and policymakers to develop
effective strategies, contributing to the sector’s performance and economic growth.
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Introduction

n today’s competitive environment, achieving an effective

balance between work and personal life is crucial for both

employees and organizations. Work-life balance (WB) is not
only an individual concern but also a strategic factor influencing
job satisfaction, productivity, and employee retention. Organiza-
tions that foster WB initiatives benefit from reduced absenteeism,
turnover, and workplace conflicts, while employees experience
improved well-being, health, and career sustainability. Despite
extensive research on WB, psychological capital (PsyCap) and
personality traits as key determinants of WB remain under-
explored, particularly in developing countries like Sri Lanka.

This remains a persistent challenge globally, especially in
developing countries, amidst significant shifts in the labor market,
the prevalence of dual-earner and three-generation households,
and rapid advancements in communication technology.

Women globally shoulder 76.2% of unpaid caregiving, high-
lighting significant gender imbalances. Despite working hours,
women spend 4 h and 25 min daily on unpaid care, compared to
men’s 1 h and 23 min (ILO, 2018). This double burden syndrome
hinders women’s leadership opportunities, with only 29% repre-
sentation in OECD government jobs, despite holding over 50% of
positions (OECD, 2014). In many Asian countries, women face
challenges balancing unpaid care responsibilities, reinforcing
traditional gender roles. In Sri Lanka, 87.3% of women participate
in unpaid domestic and caregiving duties, compared to 59.7% of
men (DCS, 2017). These challenges impact women’s time man-
agement and professional roles significantly.

Considering the current situation, the Sri Lankan economic
crisis has driven millions of people into poverty. Women, as the
primary caregivers, struggle more with care demands amidst
limited resources, hindering their ability to engage in income-
generating activities. Even though more than half the graduates in
Sri Lanka are female graduates, the female labour force partici-
pation rate in Sri Lanka is 32.1% in 2022, the 14th highest
worldwide (DCS, 2022).

A survey by Sri Lanka’s Women and Media Collective revealed
that housekeepers, caregivers, and women facing societal stigmas
are most negatively impacted by employment losses due to the
currency crisis. Over 30% of women and 25% of men cited
household responsibilities as the reason for their inability to work
(Rodrigo, 2023). This underscores the need to create a positive
work-life culture and address each employee’s specific needs to
improve WB, boost productivity, and support company growth.
Balancing work and life is especially challenging in developing
nations like Sri Lanka, Bangladesh, and India, compared to
developed countries with high WB indexes such as Italy, Den-
mark, Norway, Spain, and the Netherlands. A review by Rashmi
and Kataria (2022) found that over half of WB studies focus on
developed countries, with only 21% on developing countries.

The need for this research arises from the increasing workforce
participation of women, particularly in the banking sector, where
job demands are high. Women continue to shoulder a dis-
proportionate burden of unpaid caregiving responsibilities,
making it challenging to maintain WB. Sri Lanka’s economic
crisis has further intensified these struggles, with many female
employees experiencing increased stress while balancing profes-
sional and domestic obligations. Although previous studies have
explored WB in developed contexts, there is limited research on
how PsyCap and personality traits influence WB in the banking
industry of developing nations. This study addresses this gap by
examining how hope, self-efficacy, optimism, resilience, and
personality traits contribute to WB among female banking pro-
fessionals in Sri Lanka.

While existing research has examined WB in developed
economies, few studies have investigated how personality traits
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and psychological capital affect WB in the context of under-
developed countries. In particular, there is a lack of empirical
evidence on these psychological constructs among women pro-
fessionals employed in high-demand environments, such as the
banking sector in South Asia.

After performing an exhaustive literature analysis, the
researcher identified the research gap in which recent studies
proposed as the future avenues for researching the effect of
psychological capital (PsyCap) on WB (Haar and Brougham,
2022; Rashmi and Kataria, 2022; I. Sharma and Tiwari, 2023) and
the impact of personality traits on individuals’ WB (Le et al.
2020). Furthermore, the study performed by Sarwar et al. (2021)
emphasised a dearth of research on PsyCap and how it links to
workers’ satisfaction with their work—family balance.

Consequently, this study directly addresses these gaps by
examining the influence of each dimension of psychological
capital and personality traits on WB among female banking
employees in Sri Lanka. It contributes new insights to an
under-researched population and context. This gap is parti-
cularly noteworthy given the specific challenges women face
in Sri Lanka, where the demanding nature of the banking
sector, structural barriers, and traditional gender norms make
it more difficult to manage personal and professional
obligations.

Accordingly, the study offers fresh theoretical and empirical
understanding of how psychological factors and personality traits
impact WB by focusing on this underrepresented group. It sheds
light on the unique challenges faced in balancing high-pressure
work environments with traditional gender roles. It also provides
practical value by informing the development of gender-sensitive
policies and interventions aimed at improving female labour force
participation and supporting women’s career advancement in
South Asia and beyond.

In today’s dynamic environment, PsyCap is regarded as the
most significant factor in achieving sustainable competitive
advantage in the organisation. PsyCap is key to personal and
professional success, shaping perspectives and well-being. Female
professionals often struggle more with balancing work and car-
egiving responsibilities due to societal expectations of them as
primary caregivers. In family-centric economies like Sri Lanka,
women play key roles in income generation and household
management. As female labor force participation rises across
Asia, recent studies highlight the need to understand and support
working women’s experiences in achieving WB (Le et al., 2020).

In Sri Lanka, banks play a critical role in the financial system,
holding the largest share of total assets. As of 2021, the labor force
participation rate stood at 49.9%, with the banking sector
employing 2.2% of workers. Notably, 40.3% of women are
engaged in financial and insurance activities, highlighting sub-
stantial female participation (DOL, 2021). Studies by Malik
(2011) and Poddar and Divakaran (2020) underscore increasing
occupational stress in commercial and public banks, particularly
affecting women’s WB. Kumar et al. (2022) further stress the
significant issue of work stress among bank personnel. Therefore,
investigating the influence of PsyCap and personality on the well-
being of female banking employees is crucial.

The primary objective of this study is to examine the impact of
PsyCap and personality traits on WB among female banking
employees in Sri Lanka. Compared to previous studies, this study
provides a novel perspective in three ways. The way that psy-
chological capital and personality traits interact with the parti-
cular challenges faced by the banking industry is an undeveloped
topic in the literature on work-life balance, which makes this
study crucial. The paper explains this research gap in detail,
which supports its focus on the banking industry and provides a
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basis for creating focused curricula and policies to help staff
members in this demanding setting.

Secondly, it has become essential to conduct research on
work-life balance for women in Sri Lanka’s banking sector,
considering the particular social, cultural, and professional
obstacles they encounter. The rigorous nature of the banking
sector, coupled with traditional gender norms, creates addi-
tional pressure on women to strike a balance between profes-
sional and caregiving obligations. Global theories and the
creation of gender-sensitive policies to promote women’s suc-
cess and well-being in the workforce are motivated by the
insights this research provides into the ways that structural
hurdles and cultural norms affect women’s career advancement
and well-being.

Additionally, the low proportion of female labor force parti-
cipation in Sri Lanka emphasizes the importance of investigating
the ways in which these dynamics affect women’s well-being and
career advancement. This study contributes global thoughts on
work-life balance and offers organizations and policymakers
useful information.

This study contributes to the existing literature in three key
ways. First, it explores the interaction between PsyCap and per-
sonality traits in shaping WB, a topic that remains under-
developed in WB research. Second, it provides empirical insights
into the unique WB challenges faced by female employees in Sri
Lanka’s banking sector, considering social, cultural, and occupa-
tional factors. Third, it offers practical recommendations for
policymakers and HR professionals to enhance WB through
targeted interventions.

Using a mixed-method approach, the study collected quanti-
tative data from 357 female banking employees and qualitative
insights from in-depth interviews with banking professionals. The
findings reveal that resilience, self-efficacy, optimism and con-
scientiousness significantly contribute to better WB, whereas
neuroticism negatively affects it. These insights provide valuable
implications for organizations seeking to implement strategies
that foster WB and improve employee well-being. The study’s
findings not only contribute to academic discourse but also serve
as a foundation for policymakers to develop gender-sensitive
workplace policies that support female professionals in achieving
a sustainable work-life balance.

Literature review

For selecting articles appropriate for the current study, titles and
abstracts were reviewed and the literature search flow diagram is
shown in Fig. 1.

Psychological capital and work-life balance. In a volatile and
uncertain business environment, PsyCap serves as a vital intan-
gible resource. Tefera and Hunsaker (2021) highlighted that
PsyCap is a potential factor for achieving sustainable competitive
advantage, and it is essential to the development of the organi-
sation (Mutonyi, 2021). As per the empirical studies, PsyCap
impact on positive outcomes such as improved job performance
(Abbas and Raja, 2015), enhances organisational commitment
(Yu et al. 2019), psychological well-being (Grover et al. 2018) and
more importantly to reduce family-work conflict, work-family
conflict (Karatepe and Karadas, 2014).

Luthans et al. (2004) identified PsyCap’s core components—
hope, self-efficacy, resilience, and optimism—as being linked to
improved performance and outcomes like increased productivity
and staff retention. Hope, as described by Snyder, Irving, and
Anderson (1991), entails positive expectations for desired events,
comprising goal-directed energy and pathways to achieving goals.
Bandura (1977) defines self-efficacy as the belief in one’s ability to

accomplish tasks necessary for performance goals. Resilience,
according to Luthans et al. (2015), is the ability to recover quickly
from challenges and continue working toward organizational
success. Optimism involves a positive attitude toward current and
future achievements. Cavus and Gokcen (2015) found that
positive PsyCap, emphasizing an individual’s strengths, has
greater significance than the sum of its parts, including hope,
resilience, self-efficacy, and optimism.

During and after the COVID-19 pandemic, several studies
explored PsyCap’s role in supporting work-life balance (WB). For
instance, found that PsyCap became an invaluable tool for
managing psychological stress during the pandemic, especially
among female workers who faced increased difficulties balancing
professional and caregiving responsibilities. However, their study
was limited by a small sample size and basic analytical methods,
focusing solely on public sector employees working from home
(Daraba et al. 2021). Blenkinsopp and Owens (2010) underscored
how spousal support within copreneurship contributes to
entrepreneurial outcomes, highlighting the interaction between
gender roles, psychological support, and family dynamics in
shaping work experiences. Though from different organisational
contexts, both studies point to the critical role of psychological
and familial support in navigating professional challenges.
Similarly, the study by Salamzadeh et al. (2024) examined the
psychological aspects of entrepreneurship and highlighted that
entrepreneurs frequently face a variety of emotional and
psychological difficulties, such as depression, anger, violence,
and other mental health conditions.

Rahman et al. (2024) conducted a study focusing on
Generation Y managers, illustrating how work-family balance,
digital leadership, and family support influence well-being,
drawing upon spillover and conservation of resources (COR)
theories. Further, Shahruddin et al. (2023) investigated the
relationship between work engagement and quality of work life
from the perspective of Generation Y employees, with particular
attention to the mediating role of psychological capital. While
their study focused on young, private-sector managers using a
quantitative design, the current study targets female banking
professionals, adopting a mixed-methods approach and focusing
on PsyCap and personality traits. While both studies recognise
the importance of support systems, the present study provides a
deeper, gender-sensitive analysis with relevant implications for
policymaking in similar socio-cultural settings.

Similarly, the study by Jalil et al. (2023) and the current
research both highlight the influence of PsyCap on women’s
professional outcomes but differ in scope and methodology. The
Malaysian study employed a quantitative structural model to
examine how PsyCap, social capital, and entrepreneurial attitudes
influence female entrepreneurs’ business aspirations. In contrast,
this study uses a mixed-methods approach to investigate the
relationship between PsyCap, personality traits, and WB among
female bankers. Despite differing contexts, both studies confirm
the importance of psychological resources in promoting women’s
professional success across varying cultural settings.

Alat et al. (2023), in a study conducted during COVID-19 in
India with a predominantly female sample, found that PsyCap
positively influenced stress reduction and WB. However, their
cross-sectional design limited causal interpretation. The current
study addresses this by employing a more comprehensive,
context-specific, mixed-methods approach that examines both
PsyCap and personality traits in shaping WB. Research by Shaikh
et al. (2023) in the Pakistani banking sector post-COVID-19 also
found that PsyCap improved employee WB. Parray et al. (2023)
examined healthcare administrators in India and revealed a
strong positive correlation between PsyCap and WB, using
structural equation modelling (SEM). However, their study’s
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Search databases: Science Direct, Emerald Insight, Taylor and Francis online,
Research Gate, IEEE Xplore and Google Scholar

Search Key Terms: ("work-life balance" or “work-family conflict” or “work-family
enrichment” or "psychological capital" or "personality traits" and "banking sector")

quality of work life
social aspects

vigor

psychological distress.

psychological wellbeing
abusive supervision

job satisfaction

18 publications excluded:
- Insufficient information - 8
-Overlapping - 4
-Not relevant - 6

68 publications found after search key terms
through the search databases

v

Publications associated to the search term of
Psychological Capital - 22

v

Publications associated to the search term of Personality Traits - 11

'

Publications associated to the search term of Work-life Balance - 17

A

50 Publications are included in the current study

Fig. 1 Literature search flow diagram, source: based on authors’ observations.

generalisability was limited by convenience sampling, low
response rates, single-source data, and a relatively young sample.

Similarly, Nanjie and Hongmei (2023) demonstrated that
higher PsyCap was associated with better WB, based on a study of
young faculty members across ten universities in Sichuan
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Province, China. Most existing research has focused on the
aggregate impact of PsyCap, with limited attention to the
influence of its individual dimensions on WB.

For example, research on frontline hotel employees in Romania
showed that higher levels of self-efficacy, hope, optimism, and
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Table 1 Dimensions of personality.

Dimension Characteristics

Definition

Intellectual ability, high imagination, curiosity,
creativity

Openness to experience

Conscientiousness High self-discipline, well-organised,
accountable, goal-oriented

Extraversion Easy-going, chatty, energetic, assertive

Agreeableness Cooperative, sympathetic, forgiving, trusts

Neuroticism Envious, emotional, anxious, secure, jealous,

unenvious, moody, unemotional

Individuals with an openness to experience personality type will be more
creative, seek out unconventional solutions to problems rather than sticking
with the same old methods, and be more tolerant of change.

An individual with this personality type typically plans, chooses, and uses his
or her time wisely.

An extrovert will be less likely to experience conflict between the
responsibilities of family and job because they can adjust better to pressures
and changing circumstances.

Individuals with low agreeableness frequently prioritise their own interests
over those of others. Being agreeable can reduce interpersonal conflict and
lower the degree of work-family conflict.

Reactive group members frequently exhibit annoyance, irritation, and
introversion. These traits may cause an individual to encounter more
conflicts between their personal and professional lives.

Author's compilation based on literature.

resilience were associated with reduced work-family conflict
(Karatepe and Karadas, 2014). Their longitudinal design, using
three waves of data, highlighted the importance of using rigorous
methodologies when studying psychological constructs. The
study also found that PsyCap indirectly reduced turnover and
absenteeism by mitigating family-work conflict.

In Bangalore, Feleen et al. (2021) found that entrepreneurs’
PsyCap, particularly self-efficacy and mental resilience, had a
significant impact on their WB.

In the Sri Lankan context, limited research has examined
PsyCap’s influence on WB. Anushi et al. (2022) studied
employees in the apparel industry and found positive links
between WB and dimensions such as hope, self-efficacy, and
resilience. However, optimism showed weak evidence. The study
employed partial least-squares structural equation modelling
(PLS-SEM), a methodological advancement over earlier research.
Their quantitative study used a mixed-gender sample from the
manufacturing sector and also examined job satisfaction as an
outcome.

While most researchers acknowledge the critical role of PsyCap
in managing WB, current studies often rely on descriptive
statistics or basic analytical methods. Although many focus on
PsyCap’s overall effect on WB across different contexts, few delve
into how each dimension independently influences this balance.
Therefore, the following hypotheses are proposed in the
current study:

H,. There is a significant positive impact of hope on WB
among female employees in the banking sector in Sri Lanka.

H,. There is a significant positive impact of resilience on WB
among female employees in the banking sector in Sri Lanka.

H;. There is a significant positive impact of optimism on WB
among female employees in the banking sector in Sri Lanka.

H,, There is a significant positive impact of self-efficacy on WB
among female employees in the banking sector in Sri Lanka.

Personality traits and work-life balance. Personality is a long-
standing psychological construct developed over time by various
scholars. The Big Five personality traits—openness to experience,
conscientiousness, extraversion, agreeableness, and neuroticism—
were formalised by Digman (1990), and remain widely accepted
in personality research (see Table 1).

Research on personality traits and work-life balance (WB) has
primarily focused on Western populations. A study of employed
individuals across Europe and Asia found that perceived WB is
significantly influenced by personality, particularly neuroticism
and conscientiousness. Other traits such as agreeableness,

openness, and extraversion showed no statistically significant
relationships. Their study also expanded the understanding of
work-life conflict by exploring eight non-work domains and
noting regional variations in the strength of associations (Leka
and De Alwis, 2016).

In India, N. Sharma (2023) found a strong correlation between
WB and personality traits among IT sector employees, identifying
agreeableness as the most influential. Using the fuzzy relational
mapping model, the study demonstrated that openness to
experience positively affects WB, while neuroticism poses
significant challenges. It also emphasised the complexity of
evaluating personality due to behavioural variation across
different contexts. While that study presents a comprehensive
overview across multiple industries, the present research focuses
on the banking sector with attention to gender-specific concerns
and coping strategies.

Devi and Rani (2012) conducted a study involving 300 female
employees in Chennai’s business process outsourcing sector. They
found a positive relationship between agreeableness and WB but
no significant links with openness, conscientiousness, extraver-
sion, or emotional stability. They also noted variations in WB
across age groups and job designations. Similarly, Kose et al.
(2021), in the Turkish service sector, identified a positive impact
of extraversion, conscientiousness, openness, and emotional
stability on life satisfaction and WB. In another study, Soni and
Bakhru (2019) confirmed that all five personality traits influenced
WB. Their research extended the concept to include eudaimonic
well-being, positioning WB as a mediating factor. Although this
study focused on the education sector, the current research
integrates PsyCap for a more sector-specific and gender-sensitive
analysis.

In the Sri Lankan context, Wickraniaaratchi and Perera (2016)
found that extraversion, conscientiousness, openness, and agree-
ableness support the achievement of WB, while neuroticism
contributes to imbalance. However, findings across studies are
not always consistent, with Zahoor et al. (2021) attributing these
differences to respondent characteristics and Thalgaspitiya (2016)
highlighting individual preferences as possible explanatory
factors. Research on personality traits and WB in Sri Lanka
remains limited. Accordingly, this study proposes the following
hypotheses:

Hs. There is a significant positive impact of openness to
experience on WB among female employees in the banking sector
in Sri Lanka.

Hg. There is a significant positive impact of agreeableness on
WB among female employees in the banking sector in Sri Lanka.
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Fig. 2 Number of publications by year and discipline.

H;. There is a significant positive impact of conscientiousness
on WB among female employees in the banking sector in
Sri Lanka.

Hg, There is a significant positive impact of extraversion on
WB among female employees in the banking sector in Sri Lanka.

Ho. There is a significant positive impact of neuroticism on WB
among female employees in the banking sector in Sri Lanka.

In summary, this study targets female employees in Sri Lanka’s
banking sector—a context that has received limited attention in
scholarly discourse—and positions itself at the intersection of
psychological capital, personality traits, and work-life balance.
Going beyond traditional quantitative research, it adopts a mixed-
methods approach to gain deeper, context-specific insights into
how psychological and personality factors affect one’s ability to
manage work and personal responsibilities.

In contrast to earlier research focused predominantly on age,
entrepreneurial aspirations, or job satisfaction, this study offers a
psychologically rich and gender-sensitive perspective on
work-life dynamics in a formal, service-oriented context. Its
findings are expected to enhance theoretical understanding and
inform evidence-based policymaking aimed at improving orga-
nisational performance and employee well-being in comparable
socio-cultural settings.

Work-life balance. Researchers use various terms like
work-family conflict, work-family balance, integration, and
facilitation interchangeably to introduce the concept of WB. WB
is defined as “the ability of an individual to meet work and family
commitments, as well as other non-work responsibilities and
activities” (Hill et al. 2001). Typically, it is seen as the absence of
conflict or incompatibility between work and family responsi-
bilities (Parasuraman and Greenhaus, 2002).

Greenhaus et al. (2003) propose that work-family balance
consists of three components: time balance (equal time allocation
to work and family), involvement balance (equal psychological
attention to both roles), and satisfaction balance (equal content-
ment in work and family roles). Additionally, Nizam and Kam
(2018) identify five components of WB: working schedule,
workplace environment, reward and incentive system, workloads,
and leave rules.

Spillover theory. Work-life studies draw on theories such as role
theory, compensation theory, boundary management theory, and
spillover theory. Spillover theory suggests that the relationship
between work and family can result in positive or negative effects
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(Hill et al. 2001). Positive spillover, or work-family enrichment,
occurs when workplace autonomy and social support improve job
performance and WB. Negative spillover arises from unfavorable
work schedules and overload, leading to family problems and
health issues, especially with a lack of spousal support.

Figure 2 illustrates the evolution of the literature on personality
traits and psychological capital since 2007 and how they promote
work-life balance. After remaining low (0-2) until 2020, PsyCap
had an enormous increase in 2021 (PsyCap = 8), most likely as a
result of other factors like the COVID-19 pandemic. From 2022
onward, it stabilized at moderate levels (3-4). Personality traits
likewise increased steadily, reaching a peak of five in 2022 before
significantly decreasing to three in 2024. The relationship
between PsyCap and personality qualities is highlighted by their
concurrent rise after 2021, and these results highlight how
organizational tactics are necessary to build personality traits and
psychological resources in order to promote long-term work-life
balance.

The cross-national analysis depicted in Fig. 3 reveals notable
differences in the contributions of personality traits and PsyCap
to work-life balance. Strong integration of these elements is
demonstrated by India’s highest score of 14 (total = 14), which is
followed by China and Indonesia (total =5 each). Conversely,
nations like Australia, Kenya, and Istanbul exhibit less attention
(total =1 each). Developed countries with a moderate emphasis,
such as the United States (total =4) and the United Kingdom
(total = 2), show disparities in workplace culture. These results
highlight the significance of improving personality traits and
PsyCap, particularly in developing nations, for long-term
work-life balance.

As described above, the conceptual model’s dependent
variable is WB. There are nine independent variables in the
model; hope, resilience, optimism, self-efficacy, openness,
agreeableness, conscientiousness, extraversion, and neuroticism
as depicted in Fig. 4.

Data and methodology

Research philosophy. This study adopts a pragmatic research
philosophy, which integrates both positivist and interpretivist
perspectives. Pragmatism is well-suited for mixed-method
research as it allows for the combination of quantitative and
qualitative approaches to generate a comprehensive under-
standing of the research problem. The positivist approach, typi-
cally associated with quantitative analysis, enables the
identification of patterns and statistical relationships within the
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data, while the interpretivist approach, often linked to qualitative
methods, provides deeper insights into individual experiences and
perceptions. Given the study’s focus on WB and its relationship
with PsyCap and personality traits among female banking pro-
fessionals, this philosophical stance ensures a balanced exam-
ination of both objective trends and subjective experiences.

Data. The SLIIT Ethics Review Board and Business School
evaluated and approved this study. More recently, scholars have
proposed that future studies might take a blended approach,
combining both positivist and interpretivist methodologies to
advance and promote the subject of WB (Anushi et al. 2022).
Hence, the study employs a mixed-method research design,
combining quantitative survey analysis and qualitative interviews
to provide a holistic perspective on the research problem. This
approach ensures methodological triangulation, enhancing the
reliability and validity of the findings. The quantitative compo-
nent involves structured surveys to gather numerical data on
PsyCap, personality traits, and WB, while the qualitative aspect
comprises semi-structured interviews with banking professionals
to explore deeper contextual insights. This integration allows for a
more nuanced understanding of how these factors influence WB.

Data collection process. The study’s population consists of per-
manent female employees working in licensed domestic com-
mercial banks in Sri Lanka. Consequently, a female employee will
be an element, while the banking sector will be the unit of ana-
lysis. The sampling frame of the study is the licensed domestic
commercial banks in Sri Lanka.

Based on the market share derived from bank deposits
(Muhammad Hassan, 2022), banks were classified into four
categories: extra-large, large, medium, and small banks. Con-
sidering the customer base and number of bank branches
available in the extra-large banks, the sample for the current
study was derived from these banks, which represented the
population. A cluster sampling technique was used to select 357
respondents from both private and government banks, ensuring
diverse representation. The survey was distributed online and
included a structured questionnaire measuring WB, PsyCap, and

personality traits using a 5-point Likert scale. The questionnaire
was adapted from validated models in existing literature.

However, 392 data have been collected for the sample, which is
critical to the study’s reliability and validity. a=0.05 was
considered for the significance level.

For the qualitative phase, semi-structured online interviews
were conducted with female managers who had over 5 years of
experience in the banking profession. The purposive sampling
method ensured that participants had relevant experience
balancing work and personal responsibilities. A total of six
interviews were conducted, with responses recorded and
transcribed for analysis.

Questionnaire design. A self-administered questionnaire was
used as the quantitative data collection tool, and primary data was
collected through a survey from the respondents. All items in the
questionnaire were developed using the well-proven models that
had already been used in previous studies, as shown in Table 2,
and the questionnaire used is enclosed in S1 Appendix.

The first section of the questionnaire includes the items derived
from literature, and the second section will consist of demo-
graphic variables such as age, civil status, job category, Spouses’
job and the number of dependents. All items are graded on a
5-point Likert scale (1 = strongly disagree, 5= strongly agree)
and are available in the English language. The questionnaire was
distributed among respondents via Google Form.

For the qualitative analysis, semi-structured interviews were
conducted, and a saturation point was reached at six interviews.
Interviews lasted for 15-20 min with all participants after taking
verbal and written consent for audio recording. Following the
completion of all the interviews, the recordings were reviewed
meticulously to discern pertinent themes. The sample included
three Assistant Managers, two Branch Managers, and a Deputy
Manager with over nine years of experience; all respondents, with
the exception of one, were married.

Data analysis quantitative data analysis. The quantitative data
were analyzed using Ordered Probit regression to examine the
relationships between PsyCap, personality traits, and WB. This
model was selected due to its ability to analyze categorical
dependent variables, such as the different levels of WB among
participants. The regression results were interpreted using mar-
ginal effects to understand the likelihood of different WB out-
comes based on variations in PsyCap and personality traits.

Data analysis was conducted using STATA 12.0 and SPSS, with
data entry and tabulation conducted in Microsoft Excel.

Group 1 (y=0): Low = mean value of the responses on WB
lies <2.5 (mean value of responses on WB < 2.5)
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Table 2 Operationalisation of constructs.

Variable type Variable Dimensions

Items

References

Time balance
Involvement balance
Satisfaction balance
Hope

Resilience
Optimism
Self-efficacy
Openness
Agreeableness
Consciousness
Extraversion
Neuroticism

Dependent variable Work-life balance

Independent variables ~ Psychological capital

Personality

7 items

8 items

12 items

Greenhaus et al. (2003)

Luthans et al. (2006), Jalil et al. (2023), Sahoo and Sia (2015)

John and Srivastava (1999)

Authors’ compilation based on literature.

Group 2 (y =1): Moderate = mean value of the responses on
WB lies between 2.6 and 3.5 (2.6 < mean value of the responses
on WB<3.5)

Group 3 (y=2): High=mean value of the responses on
WB =5 (mean value of responses on WB > 5)

Below is an illustration of the ordered probit general equation.

yi=xp+e (6]
where y; is the latent variable measuring the impact of ith on WB;
a vector of independent variables denoted as x; and f is a vector
of the unknown parameters, and ¢; is a random error term that
has a zero mean and is normally distributed. Researchers estimate
B such that Pr [y;=1|x;] = §[x;8], where ¢ is the cumulative
distribution function, by applying the maximum likelihood
technique. Thus, the detailed specification of the ordered probit
model is as follows. Consequently, the following is the ordered
probit model’s detailed specification.

Y(SAdo = 0,1, 2) = X;(B, + B,Hope + B,Resilience + p,Optimism
+p,Self — efficacy + B;Openess to experience
+BgAgreeableness + ,Conscientiousness
+BgExtraversion + B,Neuroticism + ¢;

2)

The regression model represented by this equation, where Y

stands for WB (scale: 0-2), x; represents all independent variables
associated in the model (hope, resilience, optimism, self-efficacy,
openness to experience, agreeableness, conscientiousness, extra-
version, neuroticism). Each trait’s effect on WB is quantified by
the coefficients (f), and the error term (¢) takes unexplained
variability. Examining these equations provides insights into how
a person’s psychological composition and personality qualities
affect their perceptions of WB.

Qualitative data analysis. The qualitative data were analyzed
using thematic analysis, following a systematic coding approach.

Initially, tailored interviews were conducted with selected bank
managers to collect their responses. These responses were
diligently transcribed, with careful attention paid to the
recordings. Subsequently, a systematic multi-step procedure was
employed to analyse the data. Through data coding, recurrent
themes and significant insights were identified from each
response. Initial coding drew upon insights from prior research,
followed by deeper analysis using second-level coding to explore
the depth of the findings. These codes were then combined to
form sub-themes, which were further redefined into main themes
emerging originally from the data. This comprehensive approach
facilitated a thorough understanding of how bank managers

8

perceive the impact of psychological capital and personality traits
on formulating strategies to enhance the work-life balance of
employees.

Figure 5 outlines the research methodology, including the main
phases of data collection, analysis, and interpretation, in order to
study the effects of personality traits, psychological capital, and
work-life balance in developing countries.

Results and discussion

The findings of this study provide significant insights into the
relationship between PsyCap, personality traits, and WB among
female banking professionals in Sri Lanka. A critical synthesis of
the results with existing literature highlights both consistencies
and divergences, offering a deeper understanding of these
dynamics.

Reliability is achieved in this research. As shown in Table 3, the
outcome of the internal consistency analysis produced by SPSS,
every item under every dimension of PsyCap and personality trait
exceeds the standard value of Cronbach’s alpha, indicating the
reliability of each item in the study.

Content validity: A rigorous content validity process was
undertaken for the questionnaire, involving an extensive litera-
ture review to identify key dimensions and relevant items for each
variable. Recent studies were consulted to select the most suitable
items, resulting in a final set of 27 items. Each item was carefully
reviewed for representativeness, relevance, and clarity, with
adjustments made to ensure comprehensive coverage of the
content domain.

Construct validity: The degree to which the questionnaire
assesses the theoretical constructs it is meant to evaluate accu-
rately is known as construct validity. The observed variables are
guaranteed to accurately reflect the latent constructs. Con-
firmatory factor analysis was performed using SPSS to assess
construct validity. To ascertain how strongly each item was
connected to its corresponding construct, the study assessed
factor loadings. Some items did not sufficiently contribute to the
construct assessment, as evidenced by the fact that their factor
loadings were initially below a recommended threshold of 0.70. In
order to increase the validity of the model, the low-loading
components were eliminated. CFA was carried out once again,
once the underperforming elements were eliminated. Strong
construct validity was confirmed by the fact that all remaining
items in the updated model had factor loadings >0.70.

Discriminant validity: In order to determine whether the
constructs are indeed distinct from one another, discriminant
validity ensures that their correlations are low enough to suggest
that each construct should be considered independent in the
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Fig. 5 Research summary.

study. The Heterotrait-Monotrait Ratio and the Fornell-Larcker
Criterion were two commonly employed techniques used to
evaluate discriminant validity. One of the most popular methods
for assessing discriminant validity among them is the HTMT
ratio, which is used in the current study. Based on the results
from SPSS, all of the constructs’ HTMT values were below the
0.85 threshold, indicating that the constructs are separate and not
unnecessarily associated. This outcome demonstrates the dis-
criminant validity of the study’s constructs.

The sample demographics (as shown in Table 4) indicate that
over 70% of female employees are married, primarily from the
private sector (61%), in executive roles, and aged between 31 and

v

Conclusion and Policy implications

40 years. About 39.6% of the sample has one child, and notably,
over 50% express uncertainty about spending sufficient time with
their family, suggesting a potential work-life imbalance.

Findings from ordered Probit regression analysis. Initially, all
nine independent variables were included in the first Probit
model, detailed in S2 Appendix. Using the forward stepwise
technique, variables for the final ordered Probit model were
selected based on a significance threshold of p <0.10. Variables
like hope (PsyCap), openness to experience, extraversion, and
agreeableness (personality traits) were excluded if their p-values
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Table 3 Internal consistency.

Factor name No. of items Cronbach’s alpha value
Psychological capital

Hope 2 0.792
Self-self-efficacy 2 0.702
Resilience 2 0.831
Optimism 2 0.756
Personality traits

Extraversion 2 0.859
Agreeableness 3 0.715
Conscientiousness 2 0.691
Neuroticism 2 0.696
Openness to experience 3 0.902
Work-life balance 7 0.774

Authors’ calculation based on primary data.

Table 4 General description of the demographics of the

exceeded 0.15. Table 5 displays the expected outcomes of the final
ordered Probit regression model.

Marginal effects are used to interpret the significant effects of
independent variables across low, moderate, and high groups.
Additionally, the number of observations, adjusted log-likelihood
index ratio, and a goodness-of-fit statistic are provided.

The marginal effect of self-efficacy shows that a 1% increase
reduces the probability of low WB by ~0.09%. Higher self-efficacy
correlates with a 14.51 percentage point decrease in the likelihood
of moderate WB and a 12.66 percentage point increase in the
likelihood of high WB, significant at a 5% level. Overall, the
analysis indicates a positive association between self-efficacy and
improved WB, with individuals more likely to achieve high WB
than moderate or low categories.

Individuals with higher self-efficacy are more assured of their
capacities to prioritise and balance their obligations to their
families and jobs, which eventually results in greater balance.
They are also more proactive in making plans and capable of
facing obstacles. These findings are consistent with the study
undertaken by researchers (Feleen et al. 2021), which demon-

respondents. strated how an entrepreneur’s self-efficacy can improve their WB.
. . In the Sri Lankan context, the current study’s findings align with

Demographics Categories N__ Percentage those of a subsequent study, Anushi et al. (2022), which found

Sector Government/Public 153 314 that self-efficacy is essential for preserving a healthy WB among
Private 239 610 employees in the apparel industry. Essentially, these studies

Age category 20-30 years 82 209 demonstrate the general importance of self-efficacy; our research
31-40 years 262 66.8 . h C .. . . .
41-50 years 18 122 add§ to this knowledge by investigating its effech in dgmandmg

Job category Non-executive 74 189 environments such as the banking 1pdqstry. This provides fresh
Executive 266 67.9 perspectives because it uses a quantitative approach to measure
Manager and above 52 133 the marginal effects of self-efficacy on well-being (WB), which

Civil status Single 13 288 yields accurate statistical evidence of its influence. This study
Married 278 709 measures the degree to which self-efficacy influences various
Divorced 1 03 degrees of WB, in contrast to other research that mainly

If married, does the spouse  Yes 236 849 investigated self-efficacy and WB through qualitative or correla-

do a job? No 42 151 tional analysis.

No. of children No. of children 76273 Increasing optimism reduces the likelihood of falling into the
Only 1 child 1o 396 “Low” WB category by ~0.06% per unit. A 1% rise in optimism
ﬁgr;:?:j;eg ?11 2210 de;reases the probabi}ity of moderate. WB by 9.6 percentage
children : points and slightly increases the. l1l.<e.11hood of high . WB,

Sufficient time to spend with Yes 80 204 mgmﬁcant at a 10% level. 'Optlml_snc 1n_d_1v1dua!s tend_ to maintain

family No 89 227 higher WB levels, reflecting their positive attitude in managing
Not sure 223 5690 personal and professional responsibilities effectively.

The results of this study indicate the beneficial effects of

Authors” caleulation based on primary data. optimism for an individual’s ability to handle both personal and

Table 5 Final ordered Probit regression results.

Variable Estimate Robust SE Marginal effects (in percentages)

Low (y =0) Moderate (y =1) High (y=2)

Self-efficacy 0.4203*** 08 —0.0009 —0.1452** 0.1266**

Optimism 0.2804** 0.1068 —0.0006 —0.0968** 0.0845*

Resilience 0.5006*** om —0.00Mm —0.1729** 0.1508***

Conscientiousness 0.2857** 0.105 —0.0006 —0.0986"* 0.0861**

Neuroticism 0.4470*** 0.084 —0.001 —0.1543*** 0.1347***

Ancillary parameters Marginal effect after stepwise

7 27482 0.3083 0.0006 0.2993 0.681

72 5.4426 0.4137

73 8.042 0.5138

Ya 10.0953 0.6613

Pseudo-R? 0.4155

Log-likelihood —267.9774

Number of observations 392

Authors’ calculation based on primary data.
***Significant at the 1% level; **Significant at the 5% level; *Significant at the 10% level.
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professional obligations, which is consistent with previous
research on the topic of optimism’s involvement in well-being
(WB). In particular, our findings concur with those of Karatepe
and Karadas (2014), who discovered that optimism, in conjunc-
tion with other elements, lessens work-family problems among
front-line hotel staff. According to this, optimism is essential for
improving work-life balance, which enhances general well-being.
However, our results are in contrast to those of Anushi et al.
(2022), who found inadequate evidence to support a substantial
association between WB and optimism. This discrepancy could
be the result of variations in sample attributes, business
environments, or methodology. Our research provides a more
accurate assessment of the ways in which optimism affects well-
being across many categories by quantifying the effect of
optimism on WB through marginal effects, in contrast to
previous studies. Increasing resilience by 1% reduces the
probability of poor WB by 0.11 percentage points and moderate
WB by 17.29 percentage points. Individuals with lower resilience
may struggle to balance personal and professional lives, while
those moderately resilient face significant challenges. A 1%
increase in high resilience corresponds to a 15.08 percentage
point increase in the likelihood of achieving high WB, significant
at a 1% level. Resilient individuals can effectively manage
challenges, recover quickly, and prioritize well-being, contribut-
ing to a healthier WB.

The results of the study are consistent with the hypotheses 2-4,
which hypothesize that resilience, optimism, and self-efficacy all
have a positive influence on female professionals’ work-life
balance in the banking industry in Sri Lanka. It was discovered
that optimism and self-efficacy in particular greatly enhance well-
being, and that those who possess these qualities are more likely
to have healthy WB. Additionally, resilience was found to be
crucial for preserving a healthy WB. The findings, however, did
not support Hypothesis 1, which proposed that hope would have
a positive impact on WB. This suggests that although resilience,
optimism, and self-efficacy all have a substantial positive
influence on work-life balance, hope might not have the same
effect in this environment.

As per the findings, the marginal effects of neuroticism, one’s
likelihood of falling into the low WB group decreases by 0.10
percentage points, and the possibility of falling into the moderate
WB category decreases by 15.43 percentage points for every unit
increase in neuroticism. Further, the probability of falling into the
high WB group increases by 13.47 percentage points at a 1%
significance level.

In summary, those who possess strong emotional stability can
efficiently manage stress, which promotes contentment at work
and in life. These findings, consistent with the previous study
findings, revealed that WB was found to be positively impacted by
emotional stability (Fatima et al. 2024). Further, according to the
findings of Devi and Rani (2012), people with high emotional
stability scores report feeling more satisfied with life and
experiencing more happy feelings than the average person. When
examining the negative aspect of neuroticism, experts found that
WB was negatively impacted (Devadoss and Minnie, 2013;
Wickraniaaratchi and Perera, 2016). These findings hold
significant implications for workplace well-being programs, stress
management interventions, and mental health policies designed
to promote emotional resilience. By combining these statistical
insights with observed psychological theories, this study provides
a more nuanced perspective on the emotional stability-WB
relationship, indicating that interventions aimed at improving
emotional stability may be effective strategies for improving
overall life satisfaction.

Conscientiousness shows marginal effects of —0.0006 for the
low group and —0.0986 for the moderate group, suggesting that a

1% increase reduces the likelihood of being in the low group by
0.06 percentage points and the moderate group by 9.86
percentage points. Conversely, there is an 8.61 percentage point
increase in the probability of being in the high WB group.
Conscientiousness and neuroticism (emotional stability) are
found to be the personality traits that have the greatest influence
on female banking professionals’ work-life balance, supporting
Hypotheses 7 and 9 while rejecting other hypotheses.

Soni and Bakhru (2019) proved that WB is influenced by all
five big personality traits; this finding is consistent with the study
of Wickraniaaratchi and Perera (2016) based on the responses
from academics of Western Province public universities, accord-
ing to Kose et al. (2021). Extraversion, conscientiousness,
openness to new experiences, and Neuroticism affect WB except
agreeableness. It has been emphasised by Zahoor et al. (2021) that
inconsistent findings in these studies may be due to the
respondent’s profile, individual differences (Thalgaspitiya,
2016), and geographical regions (Leka and De Alwis, 2016).
These variations imply that the influence of personality on WB
varies by context, depending on things like cultural circum-
stances, professional backgrounds, and demographics. Further-
more, these disparities reflect the claim that respondent-specific
characteristics influence how personality affects WB. By con-
centrating on one particular professional group, this study offers
empirical support for this assertion. It shows that among female
banking professionals, conscientiousness and emotional stability
are key factors in work-based behavior (WB), a finding that might
not apply to other demographic or occupational groups.

Findings from thematic analysis. Three main themes were
identified from the interview outcomes, capturing managers’
perspectives on crafting strategies to foster WB while considering
the impact of PsyCap and personality. These themes encompass
the importance of PsyCap, the influence of personality traits, and
the adoption of coping strategies to promote WB practices. Table
6 provides summaries of these themes and corresponding codes.

Theme 1—Significance and relevance of the PsyCap on WB. In
examining managers’ perspectives on PsyCap and personality’s
role in promoting WB practices in Sri Lanka’s banking sector,
several themes emerged. A key theme is the perceived importance
of PsyCap in WB. Due to the demanding nature of banking roles,
employees often face persistent stress at work. Managers high-
lighted factors such as fast-paced transactions, deadline pressures,
and regulatory demands as frequent sources of stress in the
workplace. They expressed this as

As I said before we are working in a really stressful environment.
If we take an example of the officers who are working as cashiers,
they are more stressful mostly at the peak hours. When there’s a
long queue of customers, even they don’t have enough time to take
their lunch break as well. (Respondent 1)

I believe we are working on challenging circumstances, is that
the obligation of handling enormous sums of money adds another
layer of stress for banking staff. (Respondent 2)

Managers acknowledge the stress challenges employees face in
the demanding banking environment, especially with customer
service and rapid technological changes. They emphasize the
importance of fostering positive PsyCap to help employees
manage stress effectively, build resilience, and foster a supportive
work culture.

Respondents highlighted the positive impact of PsyCap on WB,
noting that employees who exhibit resilience and confidence in
workload management can effectively control and maintain a
healthy PsyCap. Essentially, resilience emerges as the most
influential factor affecting WB.
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Table 6 Summary of codes and themes.

Theme Sub-theme

Second-level coding

1.Significance and relevance of the PsyCap
on WB

2.Influence of personality on WB
home demands

3.Coping strategies to promote WB 3.1 Emotional management
practices (in relation to PsyCap and

personality)

support

1.1 Necessity of positive PsyCap

1.2 Influence of PsyCap on WB
2.1 The way of managing work and

2.2 Different personality abilities

3.2 Supportive culture and peer

1.1.1 To manage stress.

1.1.2 To face customer service challenges

1.1.3 To adapt to technological changes

1.2.1 Ability to bounce back from adversity (Resilience)

1.2.2 Confident workload management (Self-efficacy)

2.1.1 Depends on employees’ expectations.

2.1.2 Depends on individual preferences for living patterns
2.2.1 Emotional stability to reduce stress (Neuroticism)

2.2.2 Creativity to problem solving (Openness to experience)
2.2.3 Conscientiousness aiding in planning and prioritising tasks
3.1.1 Building resilience through training and workshops

3.1.2 Implement skill development programmes

3.1.3 Promote mindful practices

3.2.1 Encouraging open dialogue about stress and workload.
3.2.2 Employee assistance programmes (Counselling,
personalised coaching)

3.2.3 Encourage WB culture

Author's creation.

In my experience, 1 believe resilience is the most influential
factor on WB among my subordinates because resilient employees
are adaptable and flexible, able to adjust to changes in the banking
environment, such as new technologies, regulations, or market
conditions, without becoming overwhelmed. (Respondent 1)

Based on what I've observed, resilience plays a central role in
determining how well my team members can maintain a healthy
WB. Also, resilience employees always capable with more works at
one time, they can face stress situations and never bring the burden
of work to their homes. (Respondent 2)

Theme 2—Influence of personality on WB. Personality sig-
nificantly influences WB among banking sector employees, as
highlighted by over 50% of the participants. They noted that
balancing work and home obligations vary based on individual
preferences and expectations. This suggests that WB is shaped by
employees’ personality traits, with approaches to managing
obligations differing according on their specific preferences and
expectations.

Each of the five personality types, in my opinion, has a unique
impact on WB, and the ideal balance will rely on personal
preferences,  job  requirements, and life  circumstances.
(Respondent 3).

In my experience as a banker, individual perceptions of the
perfect WB might vary widely based on their own perceptions, the
demands of their jobs, and their personal circumstances. While
some employees prioritise their personal time for hobbies, family,
or relaxation, others may emphasise career progress and are willing
to put in more time and effort at work. (Respondent 4)

Additionally, they mentioned how each personality traits, such
as emotional stability to lower stress, creative problem-solving
skills, and conscientiousness to help with task planning and
prioritisation, helps manage work at the bank while freeing up
time for obligations at home.

Theme 3—Coping strategies to promote WB (in relation to
PsyCap and personality). Managers emphasized the challenging
work environment in banking and the pervasive issue of work
stress, causing imbalance. They stressed the importance of
implementing strategies to reduce stress by developing PsyCap
and enhancing personality traits, crucial for improving employee
well-being and sector performance.

12

As a sub-theme, emotional management stresses the impor-
tance of providing employees with resources to control their
emotions effectively at work. Creating an environment that values
open communication, empathy, and emotional support can
reduce stress and enhance psychological well-being. Prioritising
emotional intelligence ultimately leads to a satisfied workforce,
improved retention, productivity, and organisational success. The
manager’s perspective regarding emotional management strategy
is further elucidated in the following thoughts.

As I said before we are working in really stressful environment.
.............................. Sometimes, it feels like the pressure is
overwhelming. So considering the nature of the duties at the
bank, I propose we should more concentrate on building resilience
among our employees to manage stress successfully like we can
conduct workshops on stress management techniques such as
mindfulness, relaxation exercises, meditation as well as to
personality develop programmes. (Respondent 1)

As 1 said before more resilient employees are capable of
balancing work and life demands successfully, so It would be great,
in my opinion, if we could foster a culture of development mindset
among staff members, where they are inspired to take on new
challenges, grow from their mistakes, and always improve. This can
help foster resilience and adaptability, enabling employees to
navigate WB challenges more effectively. (Respondent 2)

Managers emphasised the importance of creating a supportive
work environment and peer support as coping mechanisms to
promote WB in the banking sector. They advocated for fostering
open discussions about stress and strain among staff and
management, along with implementing initiatives such as
individual coaching and counselling, to enhance WB for all
employees.

We spend more than eight hours a day out of a 24-hour day
with our co-workers at work. Thus, I believe if we can set up buddy
systems or peer support networks where workers can get in touch
with co-workers going through similar struggles. This enables staff
members to counsel one another, exchange experiences, and offer
emotional support. (Respondent 4)

I hope we should pay more attention to developing personalised
wellness programs that cater to individual personality traits and
preferences. For example, introverted employees may prefer self-
paced activities like meditation or journaling, while extroverted
employees may benefit from group fitness classes or social events.
(Respondent 5)
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Fig. 6 Word cloud analysis.

In summary, managers suggest that personality impacts WB
differently based on individual preferences, with resilience being
the most significant element. This analysis offers insights into
how personality and PsyCap influence WB and recommends
strategies to enhance it among banking industry personnel.
Additionally, the researcher utilised N-vivo software to conduct a
word cloud analysis of the descriptive words provided by
respondents. This method visually represents word frequency,
with larger words indicating higher prominence.

Terms such as “individual preferences,” “resilience,” and
“expectations” were recurring, highlighting their significance in
influencing WB, as depicted in Fig. 6.

This study contributes to the current existing knowledge of
how psychological capital and personality factors affect work-life
balance by offering fresh perspectives that have not been
thoroughly examined in earlier studies. Our study adopts a novel
strategy by quantifying the marginal effects of these attributes on
work-life balance, whereas a large portion of the literature
currently in publication has relied on qualitative or simple
quantitative methodologies. More accurate and statistically sound
proof is provided by this quantitative method, especially in high-
pressure settings like the banking industry. The study also offers
fresh theoretical and practical viewpoints by highlighting the
significance of emotional stability and conscientiousness in
preserving well-being. The comprehension of these interactions
is further enhanced by the qualitative evaluation. These results
imply that industry-specific treatments aimed at these character-
istics may enhance worker well-being, with important workplace
ramifications.

Conclusion and recommendation

Conclusion. This study aimed to investigate the influence of
PsyCap and personality traits on WB among female banking
employees in Sri Lanka. The findings reveal that optimism, resi-
lience and self-efficacy are critical components of PsyCap that
significantly enhance WB, while hope does not show a significant
impact. Similarly, neuroticism and conscientiousness emerge as
the most influential personality traits. These insights provide
valuable guidance for HR professionals and policymakers seeking
to foster a balanced work-life environment through strategic
interventions.

Theoretical implications. This study makes several important
contributions to the theoretical understanding of work-life bal-
ance (WB), particularly within the context of developing coun-
tries such as Sri Lanka. By integrating two psychological
frameworks—Psychological Capital (PsyCap) and the Five-Factor
Model of Personality—this study significantly enhances the the-
oretical comprehension of WB among women in the banking
profession, a sector and demographic often underrepresented in
existing WB literature.

time-management
management
stress

individual-preferences

prioritization

life-balance personalized

personality-traits
banking-sector

This research broadens the theoretical scope by positioning
individual-level psychological capital and stable personality traits
as key predictors of WB. While prior theories have predomi-
nantly examined WB from organisational or sociocultural
perspectives, this study provides a more nuanced understanding
by focusing on individual psychological dimensions. Moreover,
situating the research in a South Asian, gendered workplace
extends the literature beyond the Western-centric frameworks
that currently dominate the discourse.

Firstly, this study addresses a significant gap by exploring the
individual dimensions of PsyCap—namely hope, resilience,
optimism, and self-efficacy—in relation to WB. Whereas prior
studies often treated PsyCap as a composite construct, our
findings reveal that resilience and self-efficacy are particularly
influential in enhancing WB, while hope does not show a
statistically significant impact. This insight suggests that future
research should investigate the distinct and context-specific
effects of individual PsyCap components rather than relying
solely on aggregate measures.

Secondly, the study extends the application of the Big Five
personality traits to the banking sector in Sri Lanka—a context
that has received limited scholarly attention. Our results under-
score the influential roles of neuroticism and conscientiousness in
shaping WB, confirming trends in existing literature while also
highlighting the role of contextual factors such as societal
expectations and workplace norms. By focusing specifically on
female employees, the research integrates a gender-sensitive
perspective into existing theoretical frameworks on WB.

These findings enrich gender-focused theoretical models by
illustrating how internal psychological resources and personality
traits help women navigate competing professional and familial
responsibilities within high-pressure, traditional work environ-
ments. The study also demonstrates the adaptability of psycho-
logical traits such as resilience and conscientiousness to
demanding, performance-driven contexts like the banking sector.

Furthermore, the use of a mixed-methods design—combining
quantitative and qualitative approaches through methodological
triangulation—grounds abstract psychological constructs in real-
world experiences. This methodological integration not only
strengthens the validity and robustness of the findings but also
contributes to theory development by offering deeper, contextual
insights.

Overall, this research advances theoretical discourse in gender
studies, organisational psychology, and work-life balance by
presenting a culturally sensitive, empirically grounded model of
how psychological capital and personality traits interact to
influence WB. It opens pathways for future theorisation that
recognises both individual agency and structural influences,
particularly in under-researched socio-cultural contexts.

Managerial/Policy recommendations. From a managerial per-
spective, the findings of this study offer valuable insights for
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enhancing work-life balance (WB) among female banking
employees in Sri Lanka by fostering Psychological Capital (Psy-
Cap)—particularly optimism, resilience, and self-efficacy. Orga-
nisations should prioritise implementing targeted interventions
that strengthen these psychological resources. Such initiatives not
only enable employees to manage personal and professional
demands more effectively but also contribute to higher job
satisfaction, improved retention, and a more empowered and
supported workforce.

1. Resilience-building  workshops:  Training programmes
focused on resilience can include practical tools such as
time management techniques, emotional regulation strate-
gies, and mindfulness practices. These initiatives equip
employees with coping mechanisms to manage work-
related stress, adapt to challenges, and recover from
setbacks—thus improving their capacity to balance work
and personal responsibilities.

2. Programs for stress management: Workshops and seminars
on stress-reduction techniques—including mindfulness
meditation, deep relaxation, and time management—can
mitigate the adverse effects of stress on employees’ mental
health. These programmes foster long-term emotional well-
being, which supports sustainable WB.

3. Training in leadership and empowerment: Leadership
development initiatives that enhance self-efficacy can
significantly boost employee confidence. By cultivating
empowerment, such programmes enable employees to feel
more competent in managing both professional duties and
personal life challenges.

Second, the study highlights the importance of accounting for
individual differences in personality traits when designing WB-
related policies. Tailoring interventions to personality profiles
allows organisations to offer more personalised and effective
support:

1. Structured schedules for conscientious professionals:
Employees high in conscientiousness thrive in environ-
ments where expectations are clear and responsibilities are
well defined. Providing structured job roles, prioritised task
lists, and consistent schedules can help these individuals
manage work-life demands efficiently and reduce stress.

2. Personalised wellness programmes: A one-size-fits-all
approach is often insufficient for diverse workforces. For
instance, employees with high emotional stability (i.e., low
neuroticism) may benefit less from basic stress-
management resources and more from opportunities for
personal growth, such as leadership challenges or career
advancement seminars. Designing wellness initiatives that
reflect personality diversity improves engagement and
effectiveness.

Beyond organisational initiatives, the study underscores the
importance of addressing broader societal and policy-level
challenges, particularly the disproportionate caregiving burden
borne by women in Sri Lanka. Policymakers and institutions
must tailor strategies to address these systemic issues and
promote meaningful improvements in WB:

1. Flexible work schedules: Introducing policies that allow
remote work, flexible hours, job sharing, or compressed
workweeks can significantly ease the burden on women
balancing professional duties with childcare and other
caregiving responsibilities. Flexibility supports better time
management and reduces burnout.

2. Rules and regulations for parental leave: Promoting shared
parental responsibility through equitable maternity and

paternity leave policies can reduce the pressure on women
to serve as sole caregivers. Such reforms promote gender
equity in caregiving, improve women’s career continuity,
and enhance long-term workplace equality.

3. Accessible and affordable childcare services: The high cost of
childcare in Sri Lanka is a significant barrier for working
women. Providing on-site childcare or partnering with local
providers to offer subsidised daycare services can alleviate
caregiving burdens and allow women to focus more
effectively on their professional responsibilities.

These managerial and policy-level interventions not only
promote gender equality and employee well-being but also
enhance economic empowerment and increase female labour
force participation in Sri Lanka and other developing countries.
By aligning workplace practices with individual psychological
needs and broader socio-cultural realities, organisations and
policymakers can create supportive environments that foster
sustainable work-life balance and inclusive growth.

Ideas for future research. While this study provides valuable
insights into the relationship between PsyCap, personality traits,
and WB, several opportunities exist for future research. First,
future studies could explore the role of environmental and
organizational factors, such as workplace culture, leadership
styles, and technological advancements, in shaping WB. Under-
standing how these external influences interact with individual
characteristics like PsyCap and personality traits would provide a
more holistic view of the factors affecting WB.

Second, the current study focuses exclusively on female
employees in the banking sector, which limits the generalizability
of the findings. Future research should examine the experiences
of male employees and individuals in other industries, such as IT
or healthcare, to identify similarities and differences in how
PsyCap and personality traits influence WB across diverse
populations.

Third, longitudinal studies could investigate the long-term
effects of PsyCap and personality traits on WB, as well as the
potential for interventions to enhance these attributes over time.
Such research would provide deeper insights into the causal
relationships between these variables and inform the development
of more effective strategies for promoting work-life balance.

Limitations of the study. Despite offering valuable insights into
the work-life balance of female banking professionals in Sri
Lanka, this study is subject to several limitations resulting from
time and resource constraints.

One key limitation is the restricted scope of the sample, which
includes only female employees from the banking sector in Sri
Lanka. As a result, the findings may not be generalisable to male
employees, professionals from other industries, or women
working in different organisational or cultural contexts. While
the study’s focus on female participants allows for a deeper
understanding of gender-specific work-life balance challenges, it
excludes the perspectives of other demographic groups, such as
men or single individuals, who may also face unique difficulties in
managing work and personal responsibilities.

Another limitation arises from the reliance on self-reported
data, which increases the potential for bias. Respondents’
assessments of their psychological capital and personality traits
may be shaped by personal perceptions or influenced by social
desirability, leading them to present themselves more favourably.
Consequently, there is a risk of overestimating or underestimating
certain traits, which could compromise the accuracy, objectivity,
and reliability of the results.
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Furthermore, the cross-sectional design of the study means that
data were collected at a single point in time, thereby limiting the
ability to explore causal relationships or observe how work-life
balance may evolve over time. This temporal constraint prevents
the analysis of long-term changes or fluctuations that may arise
due to changes in life circumstances, organisational practices, or
socio-economic conditions.

In addition, the study does not account for a range of external
factors that could also influence employees’ work-life balance.
These include familial relationships, economic pressures, and
workplace policies, which may play a significant role in shaping
individual experiences but fall outside the scope of this research.

To address these limitations, future studies may consider
employing a longitudinal approach to track changes over time,
involving more diverse and representative samples across
different genders, industries, and regions. Additionally, using
data sources beyond self-reports and integrating wider contextual
factors could improve the validity, generalisability, and theoretical
richness of research on work-life balance.

Data availability
The datasets generated and analysed during the current study are
available from the corresponding author on reasonable request.
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