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Abstract 
Organizational literature has demonstrated remarkable attention to the relationship between job 
and life satisfaction. Approaching the relationship between job and life satisfaction from an attitu-
dinal perspective, the present study was conducted to examine the relationship between job and 
life satisfaction in Southern Saudi Arabia. It also aimed to investigate the contribution of demo-
graphic and socioeconomic variables in predicting job and life satisfaction. The results of Pearson 
correlation analysis and hierarchical regression analysis revealed a statistically significant rela-
tionship between job and life satisfaction, even after controlling for demographic and socioeco-
nomic variables. The results also suggested that job satisfaction and life satisfaction were posi-
tively and reciprocally related. Having controlled for demographic and socioeconomic variables, 
the age variable was uniquely predicted job satisfaction. Additionally, Tukey’s post-hoc test showed 
that participants whose age ranged from 40 to 50 were more satisfied with their jobs (M = 3.73; SD 
= 0.35) than those from 18 to 28 and from 29 to 39. That is, older employees were more satisfied 
with their jobs than younger employees. 
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1. Introduction 
In recent times, job satisfaction and life satisfaction have been preeminently studied by researchers interested in 
such topic, especially those in the field of organizational behavior. Employees with high levels of job satisfac-
tion and life satisfaction are likely to be highly motivated, and to work more effective and efficient, resulting in 
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high levels of job performance [1]-[3]. Job satisfaction is a central construct in organizational behavior and 
therefore associated with important outcomes including, but not limited to, productivity, job performance, orga-
nizational citizenship behaviors, absenteeism, and life satisfaction. It can directly influence social, physical, and 
mental health of organizational members [4] [5]. 

Generally, the concept of job satisfaction was understood only in 1930s and 1940s and hence began to be a 
topic of interest in several sub-disciplines of social sciences. Even though job satisfaction has been a topic of in-
terest to researchers for years, it is still a key factor in modern management mentality [5]. The concept of job sa-
tisfaction has been defined in many ways. However, [6] claimed that the most widely used definition in organi-
zational research was that of Locke [7], who described job satisfaction as “a pleasure or positive emotional state 
resulting from the appraisal of one’s job or job experiences” (p. 1304). 

[8] claimed that three separable components of subjective well-being have been identified: positive affect, 
negative affect, and life satisfaction. The former two components refer to the affective, emotional aspects of the 
construct, whereas the latter refers to the cognitive-judgmental aspects. Life elapses and individuals have dif-
ferent expectations, needs, desires, and priorities, to name a few. [9] defined life satisfaction as “a global as-
sessment of a person’s quality of life according to his chosen criteria” (p. 478). It should be noted that the judg-
ment of satisfaction is dependent on a comparison of one’s circumstances with what is assumed to be a proper 
standard. Having said that, the judgment of how satisfied individuals are with their current state of affairs is 
based upon a comparison with a standard, whereby each individual sets for himself or herself. Most importantly, 
it concentrates on the person’s own judgments, not on some criterions judged to be important by the investigator. 
As such, researchers need to ask the individuals for their overall evaluation of their life, instead of summing 
across their satisfaction with particular domains [8] [10] [11] pointing out that “…happiness requires total satis-
faction that is satisfaction with life as a whole” (p. 8).   

2. Relationship between Job and Life Satisfaction 
The relationship between job and life satisfaction was initially investigated by [12]. This relationship has re-
ceived substantial attention in the organizational research [4] [13] [14]. As a result, three traditional paradigms 
have been put forth to explain the relationship between job and life satisfaction, namely the spillover model, the 
compensatory model, and the segmentation model. Conceptualization of the overlap between job and life satis-
faction [15] was initially planned to mirror activities instead of emotions or attitudes. This study will approach 
the relationship between job and life satisfaction from an attitudinal perspective. 

From an attitudinal perspective, the spillover model indicates that one domain spills over onto other such that 
employees who are dissatisfied with their jobs will be dissatisfied with their lives, and vice versa, suggesting a 
positive relationship exists between the two variables. The compensatory model proposes that employees who 
are dissatisfied with their jobs seek out more pleasurable experiences in their non-work lives, and vice versa, 
suggesting a negative relationship exists between the two variables. Finally, the segmentation model assumes 
that there is no relationship between job and life satisfaction. They are independent of one another, suggesting a 
weak or non-significant relationship between the two variables [3] [4] [16]. Moreover, there are two fundamen-
tally different models that can be used to interpret the relationship between job and life satisfaction: the bot-
tom-up model and top-down model. The former is a situational explanation, assuming that since the job is an 
important part of adult daily life, employees who enjoy their jobs will report greater overall satisfaction with 
their lives. On the other hand, the latter is a dispositional explanation, suggesting that basic differences in per-
sonality and affectivity incline people to be differentially satisfied with various aspects of their lives, their jobs 
included [10] [17]. 

A number of studies have been conducted to examine the relationship between job and life satisfaction. Most 
contemporary research inclines to support the spillover model (e.g., [3] [4] [16] [18]-[22]). Unfortunately, to the 
best of my knowledge, there is scant attention, if not, has been paid to examine the relationship between job and 
life satisfaction in Saudi Arabia, particularly Albaha province, and hence the current study was planned to be 
made.   

Based upon the foregoing discussion, the current study was designed to address two main research questions:  
1. Are job and life satisfaction significantly positively related while controlling for demographic and socioe-

conomic variables? 
2. What is the relative contribution of demographic and socioeconomic variables in predicting job and life sa-

tisfaction? 
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3. Methodology 
3.1. Sample 
The target population for this study consists of all male and female employees in different organizations Albaha 
province, Saudi Arabia. The participants included in this study must meet the three main criteria: 1) full-time 
employees, 2) working for pay at least 30 hours per week, and 3) at the age of 18 years or above. Self-em- 
ployed individuals were not included. In maintaining confidentiality for all participants, the informed consent 
was obtained from all participants before the process of collecting the data; and the anonymity of all participants 
was preserved as well. A cover letter providing some information about the importance of the study, participants’ 
rights, as well as explaining how to respond to the questionnaire items was attached. The sample of the study 
was selected using the convenience sampling technique. The questionnaire includes three parts: demographic 
and socioeconomic information, life satisfaction scale, and job satisfaction scale. There were 186 questionnaires 
distributed to participants who met the criteria mentioned above. Trained employees worked with the researcher 
have been assigned to distribute the questionnaires to potential subjects and then collect all questionnaires that 
have been filled out. Of distributed questionnaires, 153 were returned and useful for carrying out the study anal-
ysis, with response rate of 82%. 

3.2. Instrument 
The current study applied a descriptive cross-sectional method, using the 5-item satisfaction with life scale 
SWLS; [8] to assess overall life satisfaction. This scale has been one of the most widely used scales for the 
measurement of the construct. Research has established acceptable psychometric properties for the scale, in-
cluding high internal consistency, test-retest reliability, and convergent validity [23]-[26]. This instrument has 
been applied and validated in several different cultural settings with different socio-demographic groups of indi-
viduals [27]-[30]. Next, this study measures overall job satisfaction with five items, 4-item of which were taken 
from the Brayfield-Rothe’s job satisfaction scale [31], and 1-itme was taken from the Mak and Sockel’s job sa-
tisfaction scale [32]. One item (Brayfield-Rothe, 1951) stated “I consider my job rather unpleasant” is reverse 
scored that addressed before computing the scores on the instrument. It should be noted that Brayfield-Rothe’s 
(1951) job satisfaction scale is commonly used and reliable (i.e., internal consistency α at 0.80 or above) five- 
item version [6]. 

The response was recorded on a five-point scale wherein “1” indicates “strongly disagree” and “5” indicates 
“strongly agree”. Both scales were translated from English language to Arabic language, which is the official 
language for all potential participants, using a back-translation technique. In doing so, a professor at Albaha 
University translated the modified questionnaire into Arabic language and then another professor at the same 
university translated back to English language without references to the original English version. Both profes-
sors are fully bilingual. After that, the researcher went carefully over both versions and made revisions needed in 
order to ensure a complete and accurate meaning of the original text of the modified questionnaire. In addition to 
that, the researcher wanted to ensure that an appropriate level of formality for all potential participants can be 
achieved. 

4. Data Analysis 
Descriptive statistics were used to summarize data. Cornbach alpha analysis was used to determine the internal 
consistency of the scales via alpha coefficient. Pearson correlation analysis was applied to examine the relation-
ship between job and life satisfaction. Moreover, hierarchical multiple regression analysis was used to examine 
the bidirectional effects. This helped determine how other variables influence the two types of satisfaction and to 
see whether the satisfaction variables were still significantly related while controlling for all other variables. All 
statistical analyses were conducted using SPSS for Windows (version 19.0, 2010, Chicago, IL). Statistical signi-
ficance at P ≤ 0.05 was used for all tests. 

5. Results 
Table 1 indicates that 63 (41.2%) respondents were male while 90 (58.8%) respondents were female. The ages 
of respondents ranged from 18 to 61 years old; a majority of respondents (83.6%) were aged between 18 and 39 
years old. As for the income that measured in Saudi Riyal, the respondents’ income was ranged from less than  
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Table 1. Demographic and Socio-economic characteristics of participants (N = 153).                                  

Variable Category N % 

Age    

 18 - 28 64 41.8 

 29 - 39 64 41.8 

 40 - 50 21 13.7 

 51 - 61 4 2.6 

Gender    

 Male 63 41.2 

 Female 90 58.8 

Income (RS)    

 Less than 4999 50 32.7 

 5000 - 9999 61 39.9 

 10,000 - 14,999 35 22.9 

 15,000 - 19,999 7 4.6 

Sector    

 Public employee 105 68.6 

 Private employee 48 31.4 

Marital status    

 Married 102 66.7 

 Single 46 30.1 

 Other 5 3.3 

Educational level    

 Less than high school 4 2.6 

 High school 13 8.5 

 Diploma 7 4.6 

 Bachelor or above 129 84.3 

 
4999 to 19,999; a majority of respondents’ income ranged from less than 4999 to 14,999, with a total rate of 
72.6%. Respondents worked in public organizations were 105 (68.6%), whereas 48 (31.4%) respondents were in 
private organizations. Of respondents, 102 (66.79%) were married and 46 (30.1%) were single. Finally, respon-
dents who had bachelor degree or above presented the majority of the sample (129), showing a total rate of 
84.3%. 

The Cronbach alpha of internal consistency was calculated in order to demonstrate the reliability of the sur-
vey’s scale, namely job and life satisfaction scales. The analysis indicated that reliability test for job satisfaction 
scale ranged from 060 to 0.76. As for life satisfaction scale, the analysis indicated that reliability test ranged 
from 0.56 to 0.68. The summed scale showed a 0.69 and 0.65 coefficient alpha, respectively. Hence, the internal 
consistency for both questionnaires deemed substantially reliable [5]. 

To examine the correlation between job and life satisfaction, Pearson correlation analysis was carried out. As 
shown in Table 2, there was a statistically significant positive relationship between job and life satisfaction (r = 
0.35; P = 0.000). The strength of the relationship considered moderate [33]. The correlation is in the range (0.31 
to 0.44) reported in the literature [2] [34]. 
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Table 2. Mean, stranded deviation, and correlation between job and life satisfaction (N = 153).                         

Variables Mean SD 1 2 

1. Job satisfaction 3.51 0.55  0.35** 

2. Life satisfaction 3.33 0.64 0.35**  

**Correlation is significant at the 0.01 level (1-tailed). 
 

The study research questions were addressed using hierarchical regression models (see Table 3 and Table 4). 
First, the study variables were regressed on life satisfaction through entering demographic variables (i.e., age, 
gender, and marital status), then socioeconomic variables (i.e., income, sector, and educational level), and, fi-
nally, job satisfaction. These equation models were repeated, using job satisfaction as the dependent variable, 
the entering the predictors just described, followed by life satisfaction. Hence, each type of satisfaction served as 
a dependent and independent variable in order to assess the bidirectional effects. This enabled to determine how 
the other variables influence the two types of satisfaction and to see whether the satisfaction variables were still 
significantly associated when controlling for all other variables. 

The first study question considered job and life satisfaction relationship while controlling for demographic 
and socioeconomic variables. Having looked at Table 3 and Table 4, results indicated support for the first study 
question. There was a statistically significant relationship between job and life satisfaction (β = 0.33, P < 0.01), 
accounting for an incremental variance of 10% (F for change = 17.4, P < 0.01), over and above the influence of 
all other variables (Table 3, Model 3). In the same vein, as shown in Table 4, there a statistically significant re-
lationship between life and job satisfaction (β = 0.32, P < 0.01), for the second time, accounting for an incre-
mental variance of 9% (F for change = 17.4, P < 0.01). 

The second study question investigated the pertinent contribution of the other predictor variables (Table 3 and 
Table 4) on life and job satisfaction. Going over to the R2 change values showed that in Model 1, age variable 
made the strongest contribution to predicting job satisfaction (7% of the variance, Table 4). The age variable (β 
= 0.22, P < 0.01) uniquely predicted job satisfaction (Table 4, Model 3). 

Because this study showed that age variable (β = 0.22, P < 0.01) uniquely predicted job satisfaction, further 
examination was carried out, using analysis of variance (ANOVA), followed by Tukey’s post hoc test. As 
shown in (Table 5), there was a statistically significant difference between age and job satisfaction (P = 0.009). 

Tukey’s post hoc test (Table 6) revealed that participants whose age ranged from 40 to 50 were more satisfied 
with their job (M = 3.73; SD = 0.35) than those from 18 to 28 and from 29 to 39. Participates ranged in age from 
29 to 39 were more satisfied with their job (M = 3.61; SD = 0.48) than those in age ranged from 18 to 28. 

6. Discussion 
Because this study is the first of its kind in Southern Saudi Arabia, it paves the way for interested researchers to 
further examine the relationship between job and life satisfaction. The first study question addressed the rela-
tionship between job and life satisfaction while controlling for the influence of demographic and socioeconomic 
variables. Pearson correlation analysis showed a statistically significant positive relationship between job and 
life satisfaction. Hierarchical regression analysis confirmed that relationship, even after controlling for other va-
riables. This finding lends support to the spillover model [3] [4] [16], and it is in parallel to preceding studies on 
job and life satisfaction relationships. Participants who reported being satisfied with their job would report being 
satisfied with their life and vice versa [3] [4] [16] [18]-[22]. 

Moreover, the result of hierarchical regression analysis proposed that there was a bidirectional correlation 
between job and life satisfaction. That is, job satisfaction significantly influenced life satisfaction, and life satis-
faction significantly influenced life satisfaction. The influence of job satisfaction on life satisfaction (β = 0.33, P 
< 0.01) was slightly and significantly stronger than the influence of life satisfaction on job satisfaction (β = 0.32, 
P < 0.01). This implied that job satisfaction is the central aspect of life satisfaction and life satisfaction is the 
central aspect of job satisfaction. Job can contribute to life satisfaction by providing income, a sense of identity, 
and a network of supportive relationships, to name a few. Life, on the other hand, can contribute to job satisfac-
tion by providing strong family support, emotional stability, and social intelligence, to name a few [6] [35]. 

Age variable (β = 0.22, P < 0.01) uniquely predicted job satisfaction. Participants whose age ranged from 40 
to 50 were more satisfied with their job (M = 3.73; SD = 0.35) than those from 18 to 28 and from 29 to 39. Par- 
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Table 3. Hierarchical regressions results predicting life satisfaction (N = 153).                                       

 Model 1 Model 2 Model 3 

 B SEB β B SEB β B SEB β 

Age in years 0.13 0.08 0.16 0.10 0.08 0.12 0.03 0.08 0.04 

Gender 0.15 0.11 0.11 0.19 0.12 0.14 0.15 0.12 0.12 

Marital status 0.06 0.11 0.05 0.06 0.12 0.02 0.07 0.11 0.06 

Income (SR)    0.07 0.09 0.09 0.04 0.09 0.05 

Sector    0.10 0.17 0.07 0.08 0.16 0.05 

Educational L.    −0.10 0.08 −0.12 −0.11 0.08 −0.12 

Job satisfaction       0.39 0.09 0.33** 

R2   0.03   0.05   0.15 

R2 Change   0.03   0.01   0.10 

F Change in R2   1.7   0.66   17.4** 

**P < 0.01. 
 

Table 4. Hierarchical regressions results predicting job satisfaction (N = 153).                                       

 Model 1 Model 2 Model 3 

 B SEB β B SEB β B SEB β 

Age in years 0.20 0.07 0.29** 0.18 0.07 0.26 0.16 0.07 0.22** 

Gender 0.12 0.09 0.11 0.08 0.10 0.08 0.03 0.09 0.03 

Marital status 0.00 0.09 0.00 −0.20 0.09 −0.02 −0.04 0.09 −0.04 

Income (SR)    0.09 0.08 0.14 0.07 0.08 0.11 

Sector    0.07 0.14 0.03 0.04 0.14 0.03 

Educational L.    0.02 0.07 0.03 0.05 0.06 0.07 

Life satisfaction       0.28 0.07 0.32** 

R2   .07   0.08   0.18 

R2 Change   .07   0.01   0.09 

F Change in R2   3.8**   0.56   17.4** 

**P < 0.01. 
 

Table 5. ANOVA results showing differences between age and job satisfaction (N = 153).                              

 Sum of Sq. DF Mean Sq. F Sig. 

Between groups 3.43 3 1.14 3.98 0.009** 

Within groups 42.8 149 0.29   

Total 46.3 152    

**P < 0.01. 
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Table 6. Post hoc Tukey HSD results showing multiple comparisons (N = 153).                                      

(I) Age (year) (J) Age (year) Mean SD Mean Diff. (I-J) Sig. 

18 - 28 29 - 39 3.34 0.64 −0.27* 0.03 

 40 - 50   −0.38* 0.03 

 51 - 61   −0.28 0.74 

29 - 39 18 - 28 3.61 0.48 0.27* 0.03 

 40 - 50   −0.12 0.82 

 51 - 61   −0.02 1.0 

40 - 50 18 - 28 3.73 0.35 0.38* 0.03 

 29 - 39   0.12 0.82 

 51 - 61   0.10 0.99 

51 - 61 18 - 28 3.63 0.43 0.28 0.74 

 29 - 39   0.02 1.0 

 40 - 50   −0.10 0.99 

*The mean difference is significant at the 0.05 level. 
 

ticipates ranged in age from 29 to 39 were more satisfied with their job (M = 3.61; SD = 0.48) than those in age 
ranged from 18 to 28. That is, older participants were more satisfied with their job than younger participants. 
The relationship between age and job satisfaction was positive [36]-[38]. This positive relationship implied that 
employees were able to better adjust to their expectations to what job environment provides. The more time em-
ployees have been in a job, the more accurately they can predict and avoid frustration. It might imply that older 
employees basically earn more than younger employees, result in reporting a higher level of job satisfaction. 
Beside from that, employees are more likely to stay in jobs that provide them with high levels of autonomy and 
flexibility [39]. 

This study is not without limitations. First, the study sample is limited in that it was selected from one prov-
ince in Southern Saudi Arabia, which has thirteen provinces. Hence, the results may not represent all these 
provinces. The second limitation regards generalizability of the findings when using a non-random sampling to 
collect the data. Finally, using a cross-sectional deign would not allow for confident casual conclusions asso-
ciated with collecting all data concurrently. 

7. Conclusions 
The findings of this study indicate that spillover (positive relationship) is the predominant model of relationship 
between job and life satisfaction among employees, working in Albaha province, Saudi Arabia. It should be 
noted that the relationship between job and life satisfaction was statistically significant, even after controlling 
for demographic and socioeconomic variables. Some researchers regarded life satisfaction as extra-work varia-
ble and hence it should be excluded when examining the impact of some variables on organizational behavior. 
Nevertheless, findings of the current study claim that life satisfaction is rather related to behavior at work, in-
cluding job satisfaction, which in turn, influences employees’ mental and physical health and well-being. 

The result also shows that the age variable was uniquely predicted job satisfaction. That is, new employees 
were less satisfied with their job than older employees. Accordingly, public and private organizations should pay 
more attention to newcomer adjustment during organizational socialization that is associated with important 
employee and organizational outcomes such as job satisfaction and performance.  
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