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Abstract 

The study examines the effects of perceived work-life balance and job satisfaction on 

organizational commitment among healthcare employees. It was predicted that perceived 

work-life balance fosters job satisfaction which leads to the organizational commitment 

among employees in the long run. The degree of work-life balance  is measured using the 

five statements from Chaney (2007) and eight statements from Gutak et. Al. (1991). Short 

version of the Minnesota Satisfaction Questionnaire (MSQ) was used to measure job 

satisfaction. Organizational commitment was measured by selecting 11 items from Blau 

et.al.’s (1993) work commitment index. 275 respondents completed the survey. Results 

showed that respondents have moderate level of perceived work-life balance, job satisfaction 

and commitment.  Significant relationship is found among work-life balance, job 

satisfaction and organizational commitment. A regression analysis revealed that 37% variance 

in organizational commitment and job satisfaction is attributed to work-life balance. 

Keywords: Work life balance, job satisfaction, organizational commitment 

 

1. Introduction and Review of Literature  

Due to the privatization in healthcare sector in India, hospitals are confronting great 

competition. They are confronted with variety of challenges posed by the business 

environment internally and externally. In spite of having such challenges, hospitals are 

competing to achieve their goals effectively and efficiently. Hospital employees are also 

affected by workforce changes due to technological advancement and high rate of 

competition in the sector.  Changes in the work style, work culture, family needs, work 

demands, are rapidly taking place which eventually increased the population of dual earner 
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couples, single parent families and eldercare responsibilities. These increased changes can 

have adverse impact on employees’ as well as organizational performance. Increased pressure 

at workplace negatively affects the work-life balance, job satisfaction and organizational 

commitment (Kossek, 2005; Bragger et al., 2005; Anderso et al., 2002).  . 

Employees’ attitudes toward their organizations and life are affected by work-life balance. 

Work-life balance is especially important when organization has to manage highly technical 

professional because their high commitment and loyalty is needed for the success of the 

organization (Scholarios & Marks, 2006). In case of hospital employees, work-life balance 

and their commitment influence the performance and productivity of the hospital (Sakthivel 

& Kamalanabhan, 2011; Sakthivel & Jayakrishnan, 2012) 

On the other hand, several research findings have identified number of factors which 

determine the satisfaction and dissatisfaction level of people in the organization. These 

factors include working conditions, perceived quality of supervision, reward system in work, 

status and seniority, age group, marital status, and years of experience (Mosadeghrad et al., 

2008; Okpara, 2004; Oshagbemi, 2003;  Robbins et al., 2003; Kuo & Chen, 2004; Cimete et 

al., 2003; Peterson et al., 2003; Smucker et al., 2003; Wech, 2002;  Feather & Rauter, 2004) 

Customers’ satisfaction largely depends on the satisfaction of the employees and it is 

considered to be the key success factor for the organization (Organ, 1997; Bailey & Dandrade, 

1995). In the present business scenario, jobs are changing with the pace of changing 

technological advancement which is developing new trends in employment terms and 

conditions. This change is badly affecting the level of satisfaction as well as physical and 

mental health of the Workers (Cooper, 1999; Kenny et al., 2000).  

Another very important concept which has been studied widely and proven to be effective 

for organizational performance is organizational commitment. It has been defined as the 

extent to which an employee is loyal to his organization by accepting its values, willing to put 

high level of efforts and wish to maintain his membership in the organization. Mowday et al 

(1982) define the organizational commitment as a relative strength of an individual’s 

identification with and involvement in a particular organization. 

For every human being, work as well as family are of utmost importance. It was found 

that work with family and family with work are often in conflict. This conflict arises due to 

long working hours, reduced presence at home, missing social activities, child sicknesses 

(Gutek et.al., 1991). 

It is reported that the more a person involved in his job, the higher the work family 

conflict which eventually leads to increase job burnout, low satisfaction and reduced 

commitment (Adams et.al., 1996). According to Gutek et al.(1991) the more a person 

preoccupied the higher the rate of work family conflict. There is a disproportion in the degree 

of conflict reported by gender. It is noted that as experience grows, regardless of gender, 

work-life conflicts decline (Cinamon & Rich, 2005). Those who are work-oriented make 

accommodations that meet their need for challenges while allowing for career enrichment and 

those who are family-oriented will seek accommodations to minimize conflicts with family 

requirements (Cinamon & Rich, 2005). 

Social exchange theory clearly explains the relationship between work life balance and 

commitment. This theory supports the possibility that work life balance policies promote 
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employee participation in the organization to the extent that the employees feel obligated to 

exert “extra effort” in return for these “extra benefits”. These are extra role activities that 

employees perform and are not mandated to do, but are beneficial towards the organization, is 

a further indication of their organizational commitment (Lambert, 2000).  

 

On the basis of literature scan following model (Figure 1) has been proposed for the study.  

The objective of this study is to explore the influence work life balance and job satisfaction 

has on organizational commitment among healthcare employees. 

 

Figure 1. Conceptual Model of Work life Balance, Job Satisfaction and Organizational 

Commitment. 

 

2.  Methodology 

This study is a descriptive research procedure to accomplish the purpose. The variables 

used in the study are work life balance, job satisfaction and organizational commitment 

experienced by hospital staff. The target population for this study is defined as doctors, nurses, 

and other staff  in public and private hospitals.  

2.1 Sample 

Respondents are selected through convenient sampling method from easily approachable and 

supportive public and private hospitals in Uttar Pradesh State of India. 

2.2 Tools 

In order to obtain the data on the chosen variables, following scales were used: 

The degree of work-life balance is measured using 5 statements from Chaney (2007) 

and 8 statements from Gutak et.al (1991). Total 13 items measuring the perceived work-life 

balance on seven point scale. Where (7) means strongly agree and (1) means strongly 

disagree. Job Satisfaction: The degree of job satisfaction is measured by short form of the 

Minnesota Satisfaction Questionnaire (Weiss et al., 1967). The questionnaire consist of 20 

items with 5-point Likert scale ranging from (1) very dissatisfied to (5) very satisfied. A 

portion of Blau et.al.’s (1993) work commitment index is used to measure respondents’ 

commitment. The questionnaire consists of 11 items with 7 point scale. 
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3. Result and Discussion 

Table 1. Descriptive Statistics 

Variables Mean 

Perception of Work Life Balance 5.27 

Perception of Work Interfering with Family Life 4.50 

Family Interfering with Work Life 3.60 

Perception of Organizational Commitment 3.20 

Job Satisfaction 3.43 

 

Moderate level of work-life balance is obtained from the results. The mean value of 

perception of work-life balance is 5.27 , perception of work interfering with family life is 

4.50, and family interfering with work life 3.6. Mean values of perceived organizational 

commitment and job satisfaction are 3.20 and 3.43. Mean values indicate the moderate level 

of job satisfaction and commitment among the healthcare workers. 

Coefficient of correlation is calculated to find out the relationship among work-life 

balance, job satisfaction and commitment.  Perception of work-life balance is found to be 

positively related with commitment (r=.734, p=.001) and job satisfaction (r=.544, p=.000). 

Which means that 54% commitment among the respondents is influenced by their perception 

of work-life balance and 30% of their job satisfaction. Perception of work interfering with 

family life is negatively related with work commitment (r= -.681, p=.001) and job 

satisfaction (r= -.488, p=.001). which means that 46% commitment and 24% job satisfaction 

are affected by work interfering with family life. Family interfering with work life is found 

again negatively related to work commitment (r= -0.573, p=.05) and job satisfaction (r= 

0.569, p=.05). Surprisingly, 32% commitment and 32% job satisfaction are influenced by 

family interfering with work life among the respondents.  

 

Table 2. Correlation Matrix 

Variables 1 2 3 4 5 

Perception of Work Life Balance 1 .633
**

 .683
**

 .734** .544
**

 

Perception of Work Interfering with Family Life  1 .718
**

 -.681** -.488
*
 

Family Interfering with Work Life   1 .573* .569
**

 

Perception of Organizational Commitment    1 .783** 

Job Satisfaction     1 

** Significant at .01 level, * Significant at .05 level 

The regression analysis indicates that perception of work-life balance, family 

interfering with work life influence and satisfaction among the respondent significantly . R 

square is 0.37 which means 37% variance in work commitment is explained in terms of the 

influence of work-life balance, work interfering family life, family interfering work life and 

job satisfaction. 
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Table 3. Regression Analysis 

Variables B Beta T Significant 

Perception of Work Life Balance .28 .09 2.19 .000 

Perception of Work Interfering with Family Life -.24 .05 -2.06 .001 

Family Interfering with Work Life -.21 .08 -.21 .090 

Job Satisfaction .35 .13 3.81 .031 

R= .61, R
2
 = 0.37, F=4.2 

 

4. Conclusion 

In the light of current and previous findings, a conclusion is drawn that work life balance 

and job satisfaction are important for developing and enhancing organizational commitment 

among healthcare workers (Scholarios & Marks, 2006; Sakthivel & Kamalanabhan, 2011; 

Sakthivel & Jayakrishnan, 2012). Healthcare workers are considered to be the image builders 

for the hospitals whether they are doctors, nurses and other staff. The job of healthcare 

workers is undoubtedly very challenging and demanding too. Organizations must realized 

these facts and take necessary steps toward developing work life balance policies in order to 

enhance job satisfaction and commitment among workers. Management support and 

commitment are essential toward work life balance initiatives (Tombari & Spinks, 1999). 
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