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Abstract: This study systematically analyses the influencing factors of work-life balance and their mechanisms of action
for employees in the Chinese banking industry. It is found that the degree of fulfillment of the psychological contract, the
level of employees’ resilience, and decent work practices have a direct impact on work-life balance; employees’ self-
regulation ability plays a moderating role between stress and work-life balance, and perceived job satisfaction is an
important mediator of the above factors affecting work-life balance. Taking into account the special cultural context and
institutional environment of China's banking industry, this paper proposes an integrative theoretical framework that
emphasizes the systematic improvement of employee well-being through optimizing the psychological contract, enhancing
employee resilience, refining decent practices, and focusing on culturally appropriate policies.
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1. Introduction

In the current high-pressure and fast-paced workplace environment, work-life balance of employees has become
an important issue in organizational management research and practice. Especially in China's banking industry,
employees are often caught in work-life conflicts in the face of long-term high-intensity labour, intense
performance appraisals and customer service pressures. According to the China Banking Association (2022), bank
employees generally work long hours and have a worrying mental health condition, which makes the work-life
imbalance problem more and more prominent.

Based on the existing literature, this paper compiles and reviews the main factors affecting work-life balance
among Chinese banking employees, focusing on the direct impact of psychological contract, employee resilience,
and decent work practices on work-life balance, and further exploring the moderating role of employees' self-
regulation ability and the mediating role of perceived job satisfaction. The study aims to deepen the understanding
of the mechanisms of work-life balance among employees in the banking industry, and to provide theoretical
support and practical insights for improving employee well-being and organizational performance.

2. Theoretical Foundations and Research Status of Work-Life Balance
2.1 Concept of Work-life Balance

Work-Life Balance is usually defined as an individual's ability to allocate time and energy between roles (e.g.,
work and family roles) and to feel subjectively fulfilled (Khatri & Shukla, 2024). Clark (2000) put forward the
‘Boundary Theory’, which suggests that individuals achieve work-life balance by creating and managing
boundaries between different areas of their lives. Clark (2000) proposed ‘boundary theory’, which suggests that
individuals achieve work-life balance by creating and managing boundaries between different areas of their lives.
Work-life balance has been measured in a variety of ways, including time balance, participation balance, and
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satisfaction balance (Voydanoff, 2005).
2.2 Current Situation and Challenges of Work-life Balance of Employees in the Banking Industry

The banking industry is a labour-intensive service industry that faces problems such as long overtime work and
harsh performance appraisals. Research shows that the work pressure of Chinese banking employees is
significantly higher than that of other industries (Cooke et al., 2019), and their work-life balance satisfaction is
generally low due to burnout and the lack of a flexible working hour system (Fuadiputra & Novianti, 2020).

3. The Impact of the Psychological Contract on Work-Life Balance
3.1 Theoretical Connotation of Psychological Contract

Psychological Contract refers to the informal, psychological expectations and commitments of employees to an
organization (Botha & Steyn, 2021). Its dimensions include transactional and relational contracts, with the latter
emphasizing long-term commitment, care and support (Coyle-Shapiro et al., 2019).

3.2 The Relationship between Psychological Contract and Work-life Balance

The degree of fulfillment of the psychological contract is considered to be an important variable influencing
employees' work attitudes and behaviors. It has been found that when employees feel that the organization has
fulfilled its promises, such as providing career development opportunities and respecting their personal time, their
job satisfaction and work-life balance perceptions are significantly higher (Keai & Shuai, 2024).

In the Chinese banking industry, psychological contract imbalance is often manifested as a disconnect between
employees' expected career security and development paths and reality, leading to emotional exhaustion and a
decline in work-life balance (Xiang, 2017). Therefore, strengthening the fulfillment of the psychological contract,
especially the relational contract, can help to enhance employees' perceptions of organizational support, which in
turn promotes work-life balance.

4. The Role of Employee Resilience in Work-life Balance

4.1 Definition of Employee Resilience

Employee resilience refers to the ability of an individual to maintain or restore a positive psychological state when
facing stress and challenges (N&wall et al., 2019). It is generally measured through tools such as the Connor-
Davidson Resilience Scale (CD-RISC).

4.2 The Impact of Resilience on Work-life Balance

Highly resilient employees are more likely to deal with stressful events in work and life and adopt positive coping
strategies (Al-Hawari et al., 2020). They often have good time management and self-regulation abilities, so they
are more flexible when switching between work and life roles.

In the context of the banking industry, highly resilient employees can remain calm and effectively regulate their
emotions when facing high-intensity tasks, customer complaints and emergencies, thereby alleviating conflicts in

work-life balance (Cooke et al., 2019). Organizations can improve employee resilience through training and
psychological support, thereby indirectly improving work-life balance.

5. Decent Work Practices and Work-life Balance

5.1 Definition of Decent Work Practices

The International Labor Organization (ILO) defines decent work as a form of work that "promotes employment,
ensures social protection, respects labor rights and social dialogue" (Deranty & MacMillan, 2012). In practice,

decent work includes reasonable working hours, occupational safety, fair pay and development opportunities (Brill,
2021).
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5.2 The Impact of Decent Work Practices on Work-life Balance

Research has found that good decent work practices help employees to obtain material and spiritual satisfaction,
thereby reducing the conflict between work and life roles (Al-Quran, 2024). Especially in the banking industry,
the implementation of flexible working hours, telecommuting and employee health support programs can
significantly improve work-life balance (Kabir et al., 2023).

Decent work practices can also enhance employees' organizational identity and work engagement, so that
employees feel more control and support when facing high-intensity tasks, thereby improving the level of work-
life balance (Huang et al., 2022).

6. The Mediating Role of Perceived Job Satisfaction

6.1 The Composition of Job Satisfaction

Job satisfaction refers to the overall satisfaction of employees with various aspects of their work (such as salary,
development, relationships, etc.) (Joanna & Jerzy, 2020). It is generally measured using Spector's (1985) Job
Satisfaction Survey (JSS).

6.2 The Mediating of Perceived Job Satisfaction between Various Factors and Work-life Balance

Previous studies have shown that psychological contracts, resilience, and decent work practices all indirectly affect
employees' work-life balance by affecting their perceived job satisfaction (Hasan et al., 2021). For example, when
employees feel that the organization fulfills its promises and the working environment is safe and comfortable,

their satisfaction increases, thereby reducing the negative emotions about work from spilling over into family life.

As a mediator, perceived job satisfaction helps explain how external organizational factors are transformed into
employees' subjective quality of life experience.

7. The Moderating Role of Self-regulation

7.1 Definition of Self-regulation

Self-regulation refers to the ability of an individual to set goals, monitor behavior, and regulate emotions to adapt
to the environment (Baumeister & Vohs, 2004). This ability plays a key role in coping with stress, emotional
regulation, and goal-oriented behavior.

7.2 The Moderating Role of Self-regulation

The ability to self-regulate buffers the adverse effects of work stress on work-life balance. Individuals with strong
self-regulation can maintain psychological balance through self-reflection and cognitive restructuring even when
their psychological contract is damaged or their resilience is weak (Czyzkowska, 2018).

Studies have shown that employees with high self-regulation tend to adopt positive time management, problem
solving, and cognitive restructuring strategies when facing work-life conflicts, thus enhancing work-life balance
(Hyde, (2021).

8. Comprehensive Analysis and Practical Implications

Based on the above literature review, this paper analyses the factors affecting employees’ co-work-life balance:
the psychological contract, employee resilience and decent work practices have a direct impact on work-life
balance; perceived job satisfaction mediates the relationship between the above three and work-life balance; and

employees’ self-regulation ability plays a moderating role in the above path.

The complexity of work-life balance for employees in the Chinese banking sector stems from its unique cultural
and institutional pressures. On the one hand, Confucianism's emphasis on loyalty and diligence (e.g., the
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professional ethic of ‘practicing what one preaches’) may exacerbate employees' tendency to ‘overwork’, which
reflects a deep conflict between cultural values and organizational policies; on the other hand, the strategic
orientation of state-owned banks to ‘prioritize scale’ often comes at the expense of employee well-being, forcing
the remaining employees to bear the burden of the dual pressures of skill reshaping and workload surge. In this
context, the mechanisms of the psychological contract, employee resilience and decent practices need to be re-
examined in the context of the dual logic of system and culture: the optimization of the psychological contract
needs to reduce the risk of transactional contract breakdown through two-way communication and resilience
cultivation needs to be constructed with a dual support system of ‘individual-organization’, for example, the China
Construction Bank (CCB) has established a ‘personal-organizational’ support system to help employees develop
their skills. Resilience development requires a dual individual-organizational support system, e.g., China
Construction Bank (CCB) integrated mindfulness training and Al stress monitoring tools to improve employees'
physiological stress indicators by 58.8%. Future research should further track the long-term non-linear impact of
digital transformation on work-life balance, explore the feasibility of technological interventions, and reveal the
context-dependency of the relationship between the psychological contract and work-life balance through cross-
cultural comparisons, so as to provide theoretical support for the construction of a system of employee well-being
that takes into account cultural sensitivity and institutional resilience.

In order to enhance the work-life balance of employees in the Chinese banking industry, organizations should:

Improve psychological contract management and focus on responding to employees' emotional and career
expectations;

Enhance employee resilience, including through mental health training and emotion management courses;
Implement a decent work system and optimize working hours arrangements and welfare systems;
Strengthening satisfaction assessment and feedback mechanisms to enhance employees' perceived value;

Cultivating employees' self-regulation ability and encouraging them to develop self-awareness and regulation
strategies.

9. Conclusion and Future Research Direction

This paper has reviewed a number of key variables affecting the work-life balance of employees in the Chinese
banking industry, revealing the complex relationship between organizational factors, individual psychological
mechanisms and environmental interactions. The work-life balance of Chinese banking employees is affected by
the interaction of multiple factors and needs to be systematically improved through the optimization of the
psychological contract, the provision of resilience resources, the institutionalization of decent practices and
culturally appropriate policies. Future research could adopt a longitudinal design with multiple sources of data to
examine the causal mechanisms between variables in depth and expand to different industries and cultural contexts
to enhance the breadth and depth of work-life balance research.

References

[1] Al-Hawari, M. A., Bani-Melhem, S., & Quratulain, S. (2020). Do frontline employees cope effectively with
abusive supervision and customer incivility? Testing the effect of employee resilience. Journal of Business
and Psychology, 35(2), 223-240.

[2] Al-Quran, M. M. (2024). Decent Work Practices and their Reflections for Sustainable Performance: The
Roles of Strategic Human Resources Management as a Moderating Variable (Doctoral dissertation, Middle
East University).

[3] Baumeister, R. F., & Vohs, K. D. (2004). Self-regulation. Character strengths and virtues: A handbook and
classification, 499-516.

[4] Botha, L., & Steyn, R. (2021). Conceptualisation of psychological contract: Definitions, typologies and
measurement. Journal of Social Science Studies, 8(2), 1-20.

[5] Brill, L. (2021). What is decent work? A review of the literature. Decent work: Opportunities and challenges,
11-26.

[6] Clark,S. C. (2000). Work/Family Border Theory: A New Theory of Work/Family Balance. Human Relations,
53(6), 747-770.

18



Wu, S., & Fauzi, N. F. S. B. N. (2025). Journal of Theory and Practice in Economics and Management, 2(3), 15-19.

[7] Cooke, F. L., Cooper, B., Bartram, T., Wang, J., & Mei, H. (2019). Mapping the relationships between high-
performance work systems, employee resilience and engagement: A study of the banking industry in China.
The International Journal of Human Resource Management, 30(8), 1239-1260.

[8] Cooke, F. L., Cooper, B., Bartram, T., Wang, J., & Mei, H. (2019). Mapping the relationships between high-
performance work systems, employee resilience and engagement: A study of the banking industry in China.
The International Journal of Human Resource Management, 30(8), 1239-1260.

[9]1 Coyle-Shapiro, J. A. M., Pereira Costa, S., Doden, W., & Chang, C. (2019). Psychological contracts: Past,
present, and future. Annual Review of Organizational Psychology and Organizational Behavior, 6(1), 145-
169.

[10] Czyzkowska, A. (2018). The role of self-regulation in work—life balance. Studia Psychologica: Theoria et
praxis., 18(2), 15-24.

[11] Deranty, J. P., & MacMillan, C. (2012). The ILO's Decent Work Initiative: Suggestions for an Extension of
the Notion of 'Decent Work'. Journal of Social Philosophy, 43(4).

[12] Fuadiputra, I. R., & Novianti, K. R. (2020). The effect of work autonomy and workload on job satisfaction
of female workers in the banking sector: mediating the role of work life balance. Journal The Winners, 21(2),
85-91.

[13] Hasan, T., Jawaad, M., & Butt, I. (2021). The influence of person—job fit, work—life balance, and work
conditions on organizational commitment: investigating the mediation of job satisfaction in the private sector
of the emerging market. Sustainability, 13(12), 6622.

[14] Huang, W., Shen, J., & Yuan, C. (2022). How decent work affects affective commitment among Chinese
employees: the roles of psychological safety and labor relations climate. Journal of Career Assessment, 30(1),
157-180.

[15] Hyde, S. A. (2021). Self-Regulation of Boundaries for Thriving, Enrichment, and Balance Across the Work-
Nonwork Interface. The University of Texas at Arlington.

[16] Joanna, W., & Jerzy, K. (2020). Conceptualizing job satisfaction and its determinants: A systematic literature
review. Dxonomuueckas coyuonoeus, 21(5), 138-167.

[17] Kabir, I., Gunu, U., & Gwadabe, Z. L. (2023). Decent work environment and work-life balance: Empirical
analysis of banking sector of hostile environments. Journal of Family and Economic Issues, 44(2), 297-312.

[18] Keai, L., & Shuai, L. (2024). Work-Life Balance and Organizational Citizenship Behavior in China:
Influence of Psychological Contract Fulfillment on Millennials. ITUP Journal of Organizational Behavior,
23(3).

[19] Khatri, P., & Shukla, S. (2024). A review and research agenda of work-life balance: an agentic approach.
Community, Work & Family, 27(3), 286-320.

[20] N&wall, K., Malinen, S., Kuntz, J., & Hodliffe, M. (2019). Employee resilience: Development and validation
of a measure. Journal of Managerial Psychology, 34(5), 353-367.

[21] Spector, P. E. (1985). Measurement of human service staff satisfaction: Development of the Job Satisfaction
Survey. American journal of community psychology, 13(6), 693.

[22] Voydanoff, P. (2005). Toward a conceptualization of perceived work-family fit and balance: A demands and
resources approach. Journal of Marriage and Family, 67(4), 822-836.

[23] Xiang, Y. (2017). The interconnection of supervisor-subordinate guanxi and psychological contract
processes in the context of Chinese banking call center (Doctoral dissertation, Durham University).

Disclaimer/Publisher’s Note: The statements, opinions and data contained in all publications are solely those of the individual
author(s) and contributor(s) and not of Woody International Publish Limited and/or the editor(s). Woody International Publish
Limited and/or the editor(s) disclaim responsibility for any injury to people or property resulting from any ideas, methods,
instructions or products referred to in the content.

19



