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Purpose: The objective of the study is to determine the extent to which job
satisfaction (JS) serves as a mediator in the relationship between work-life balance
(WLB) and organisational commitment (OC). This will enable the administration
of Bangladeshi banks to concentrate on enhancing their overall performance and
productivity by ensuring a harmonious balance between their personal and
professional lives.

Data and Methodology: This study employs a convenience sampling strategy to
gather data from 120 bankers. The questionnaire items were evaluated using a
5-point Likert scale. The data is evaluated using SPSS version 25, which makes
use of regression, correlation, and ANOVA.

Findings: Studies indicate that work-life balance has a substantial impact on
organisational commitment. Additionally, JS effectively mediates the relationship
between WLB and OC. The findings indicate that an increased emphasis on
cultivating an optimal work-life balance and job satisfaction is essential for
enhancing employees' organisational commitment in the banking sector.

Practical Implications: This study has significant implications for the banking
sector in Bangladesh. Senior management should implement policies and
processes to institutionalise work-life balance across both dimensions, likely
leading to an increase in job satisfaction and organisational commitment among
bankers within their organizations.

Originality/Value: Insufficient attention has been given to work-life balance and
its effects on organisational commitment. The impact of work-life balance on
organisational commitment, mediated by job satisfaction, seems to be inadequately
researched in Bangladesh. This research will investigate the influence of work-life
balance on employee organisational commitment, with job satisfaction serving as a
mediator, within the banking sector of Bangladesh.

Limitations: Notable limitations of the study encompass the use of a convenience
sampling method for data collection, a restricted sample size, and a concentration
on a particular geographic area.
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1. Introduction

Most organizations nowadays work in a highly competitive, dynamic, diverse, complicated, and unstable
environment, and they frequently deal with issues that have not yet surfaced (Tarique & Schuler, 2010;
Luna-Arocas et al., 2020). To create and preserve long-term competitive advantages in this environment,
businesses must rise to the challenge of managing their human capital wisely (Dries, 2013; Ulrich, 2008;
Luna-Arocas et al., 2020). Human capital is undoubtedly one of the most significant resources when
evaluating the efficacy of business organizations worldwide today (Valenti & Horner, 2020; Baset,
2023), and any organization's performance depends on how well it uses its resources (Ghare & Hesami,
2016; Baset, 2023). Achieving growth and competitive advantage, resulting in improved business
outcomes, depends on having a committed, competent, and motivated workforce (Thunnissen &
Gallardo-Gallardo, 2017; Luna-Arocas et al., 2020). Moreover, employee commitment is essential to
any business's success, as they are fast emerging as the most valuable assets and the primary factor
influencing an organization's efficacy in a challenging environment (Agus & Selvaraj, 2020; Baset,
2023). A critical factor in determining a company's long-term performance is employee commitment,
which is determined by workers' emotional involvement in their jobs. Here, the idea of organizational
commitment (OC) takes centre stage. Employees’ organizational commitment results in greater
productivity, lower employee turnover, and improved work satisfaction. Consequently, it is critical to
understand the variables influencing workers' organizational commitment. Elements that impact
organizational commitment include corporate ethics, pay, challenging tasks, work environment, staff
retention, job stress, organizational culture, etc. Additionally, data indicates that work-life balance
(WLB) affects employees' OC (Hutugalung et al., 2020; Oyewobi et al., 2022; Akter et al., 2019).
Balancing work and personal life can improve workers' affective commitment, which reflects their
emotional connection to the company (Marseno & Maofi, 2021). WLB is an important research subject
that is connected to topics such as worker productivity, wellness, and corporate citizenship activity
(Aruldoss et al., 2021; Abdirahman et al., 2020). WLB helps workers balance their professional and
personal lives, caregiving duties, and commitments to their families (Chung & Van der Lippe, 2020).
According to Clarke, Koch, and Hil (2004), the WLB is the juncture at which an individual’s personal
and professional spheres are harmonised. The objectives of WLB include preserving workers' job
happiness, confidence in the company, employee cohesiveness and collaboration, and a safe working
environment (Saraji and Dangahi, 2006). It is asserted that employees with a WLB are healthier, more
productive, and more inclined to support their companies (Joo and Lee, 2017; Nielsen et al., 2008). In
addition, employee growth and development is a critical component of organizational efficiency and
performance. Without considering the best potential utilization of employees' abilities and dedication to
the company, increasing productivity inside an organization is both impractical and impossible (Barati,
2000). Work-life balance (WLB) is therefore essential for promoting a culture of commitment and
involvement inside the company and preserving organizational performance and individual well-being.
Thus, the relationship between OC and WLB is examined in this study.

Moreover, job satisfaction (JS) is considered to be a significant mechanism. As the saying goes,
"A happy worker is an effective one," and a happy worker is satisfied with his work. JS is crucial because
the majority of individuals devote nearly half of their awake hours to their occupations (Moghimi, 2006).
One of the critical components of job achievement is job satisfaction, which leads to increased efficacy,
efficiency, production, and emotions of personal fulfillment (Mosaddegh-rad, 2004). JS is defined as an
employee's emotional attitudes toward their work (Landy & Conte, 2007) or feelings toward the job and
its features (Gunlu, Aksarayli, & Per¢in, 2010). According to Qazi et al. (2017), an employee's level of
JS affects the success or failure of the company since it has a significant impact on raising customer
happiness, employee dedication, retention, and organizational success (Abdulkhaliq & Muhammad Ali
2019; Ghayas & Hussain, 2015). Furthermore, Mahmood (2013) hinted that when workers are happy in
their jobs, they successfully commit to their companies and help them survive in the long run (Islam &
Islam, 2021).
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However, the factors influencing job satisfaction are numerous, including leadership style, opportunity
for career progress, recognition, and appealing rewards (Wai et al., 2024). In addition, employee job
satisfaction increases with a healthy WLB (Straatmann et al., 2020). The employee's competence needs
are met when their skills and the job requirements align, which leads to job satisfaction (Greguras &
Diefendorff, 2009). On the other hand, recent research indicates that JS and affective OC are positively
correlated, with JS having a significant and favourable influence on affective OC (Islam & Islam, 2021).

WLB is a fundamental requirement for an organization to operate well and for people to be
satisfied with their jobs, both of which affect the commitment and dedication of the workforce. The
research's conclusions will enable us to assess the viability of the propositions and ascertain the degree
to which WLB affects workers' OC through the mediator JS. Therefore, the principal objective of this
research is to investigate the influence of WLB on OC through the mediator JS on the employees of
commercial banks in Dhaka, Bangladesh. However, the particular objectives are as follows:

i. To evaluate the impact of WLB on OC on bankers in Bangladesh.

ii. To ascertain the relationship between WLB and JS among bank staffs in Bangladesh.
iii. To determine how JS affects OC.

iv. To assess the impact of WLB on OC on bankers via the intermediary JS.

Even though WLB, JS, and OC are all widely recognized as necessary, a dearth of data remains in
the published works about how these variables interact and relate to one another in the particular context
of Bangladesh's banking sector. Over the past few decades, Bangladesh's banking industry has expanded
and changed, strengthening the financial system and promoting economic progress. However, the
industry has faced significant difficulties because of fraud, theft, corruption, and other misdemeanours
(CPD, 2024). Furthermore, turmoil has engulfed the financial industry at a moment when massive loan
defaults beset several banks and have poor asset quality (The Daily Star, Sept. 5, 2024). In this scenario,
a bank's ability to provide excellent customer service will be crucial to its survival in a competitive
market. Adequate attention to bank personnel's well-being is necessary to improve customer service
(Barkat-e-Khuda, 2019). To address the crisis, these institutions must maintain a long-term workforce of
committed, capable, and experienced employees (Hosain, 2016). Due to its high job demands, long
working hours, and diverse workforce, the banking sector is an excellent place to examine this research.
As a result, this study attempts to bridge this gap by analysing the mediating function of JS in the link
between WLB and OC in the banking sector of Bangladesh.

2. Evaluation of Literature and Formulation of Hypotheses

An overview of the literature on WLB, OC, and JS is provided in the section that follows. In addition,
the creation of the hypotheses and research framework is the main topic of the following section of the
literature review.

2.1 Work-Life Balance (WLB)

The term ‘work/life balance’ was initially introduced in 1986, but it took several years for it to gain
widespread usage in discourse. Work/life programs have their origins in the 1930s. The W.K. Kellogg
Company implemented a shift change prior to World War 11, replacing the traditional three eight-hour
shifts with four six-hour shifts, resulting in enhanced worker morale and productivity. The concept of
WLB has received much attention in recent years, but it seems that not much thought has gone into
actually examining the idea. According to Greenhaus et al. (2003), WLB is the satisfaction of personal
obligations in a balanced manner in addition to professional roles. It means maintaining a sense of
steadiness and consistency in the professional and personal commitments essential to people, such as
leisure activities, community service, and family responsibilities. Moorhead (2013) defined WLB as an
individual's ability to achieve equilibrium between the requirements of their job and their personal and
family obligations.
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2.1.1 Features or Dimensions of Work-Life Balance (WLB)

Fisher-McAuley et al. (2003) investigated the correlation among employees' stress levels, job
satisfaction, and turnover intentions, alongside their assessments of the ability to maintain separation
between personal and professional lives. Three elements were quantified to enhance the understanding
of work-life balance: the interference of work with personal life, the interference of personal life with
work, and the mutual interference between work and personal life. Investigating work-life balance
necessitates an analysis of how work impedes personal life and how personal life hinders work. The
constructs of WLB are shown in the following table:

Table 1. Dimensions of the WLB

Terms Definitions

Personal life interference Hayman (2005) claims that this concept encompasses the influence

with work (PLIW) of one's job on one's private life. [t examines how much of a toll one's
job takes on one's personal life.

Work interference with The second concept is the influence of one's private life on one's

personal life (WIPL) professional responsibilities, as Hayman (2005) described. It gauges

the opposite phenomenon, that is, how people's personal lives affect
their employment.

Source: Authors’ Derived
2.2 Job Satisfaction (JS)

A large number of companies began using anonymous surveys to measure job satisfaction (JS) on the
workplace in the 1930s (Latham & Budworth, 2007). Furthermore, it is noted that Hoppock conducted a
study in 1935 that specifically investigated the influence of relationships with colleagues and
supervisors, as well as job characteristics, on JS. According to Locke (1976), "a pleasurable or positive
emotional state resulting from the appraisal of one's job or job experiences" (p. 1304) is one of the
definitions of JS that is most frequently used in organizational research. According to Ranayi-ashkiki
(2003), JS reflects an employee's attitude towards their work and how well their expectations match the
benefits that their employer or place of employment offers.

However, Islam & Islam (2021) stated that numerous organizational outcomes, including
work-related stress (Judge, Ilies, & Zhang, 2012), absenteeism (Borgogni, Dello Russo, Miraglia, &
Vecchione, 2013), turnover (Thatcher, Stepina, & Boyle, 2002), and job performance (Azadeh &
Ahranjani, 2014), have been linked to JS, according to research. Therefore, it is essential to guarantee
that workers are happy. Conversely, there are several discussions about the causes of JS. That being said,
Ezzat and Ehab's (2018) argument makes sense in this context. They contend that three types of factors
affect an employee's level of JS: financial considerations (pay and benefits); job features (flexibility, job
security, stability, working hours, paid and sick leave, and firm size); and personal factors (gender, age,
marital status, and level of education).

2.3 Organizational Commitment (OC)

Mowday et al. (1979) developed the idea of OC in the late 1970s and early 1980s. Establishing
organizational commitment as workers' psychological attachment or loyalty to their organizations, they
created one of the concept's first and most significant models. Their work highlighted three aspects of
commitment: emotional attachment (affective dimension), perceived costs of quitting (continuance
dimension), and obligation to stay (normative component).

Later, Meyer and Allen (1991) proposed a commitment model that consists of three
components, building on the preceding research conducted by Mowday et al. (1979). Meyer and Allen's
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classification of OC comprises three elements: affective, continuation, and normative. According to
these writers, OC is "the psychological bond between employees and their employer that makes it
difficult for employees to leave their employers on their desire." OC is when a person wants to stay a
member of the organization and is in line with its goals (Robbins & Judge, 2015).

OC is described as an attitudinal approach, with three definitions: 1) a profound inclination to
remain inside the organisation, 2) a desire to work following the organization's wishes, and 3) acceptance
and having faith in the principles and objectives upheld by the company (Hermanto, Srimulyani, &
Pitoyo, 2024).

2.3.1 Features or Dimensions of OC

Employee commitment to the organisation, characterised as the state of employees who support a
specific organisation and plan to maintain their membership within it (Blau & Boal, 1987), is further
developed into the concept of organisational commitment. There are three aspects of commitment that
Meyer and Allen (1997) name: affective, continuance, and normative.

Table 2. Dimensions of OC

Terms Definitions

Affective Commitment Employees who strongly identify with and support their company's
goals and values have an affective commitment (Kim et al., 2016).

Continuance Commitment Fair pay encourages workers to work hard. This element can be
measured by worker sentiment. (Hadi & Tentama, 2020).

Normative Commitment Internalized pressure to match aims with organizational principles
and interests is called normative commitment (Meyer & Allen,
1997).

Source: Authors’ Derived
2.4 Work-Life Balance (WLB) and Organizational Commitment (OC)

An increasing amount of scholarly literature emphasizes the beneficial correlation between WLB and
OC (Shabir & Gani, 2020; Deery & Jago, 2015; Kopp, 2013; Malone & Issa, 2013; Smeaton et al., 2014;
and Tayfun & Catir, 2014). Workers who feel that their personal and work lives are well-balanced are
likelier to show greater loyalty to their companies. Effective WLB strategies, for example, have
considerably improved employees' affective engagement because they make them believe that their
employers value and support them more (Yee, Fah, & Qi, 2024). Achieving WLB may enhance
employees' affective commitment, reflecting their emotional attachment to the organization (Marseno &
Maofi, 2021). These results highlight how crucial it is to put supportive policies and flexible work
schedules into place to increase employees' emotional ties to their companies. Numerous studies have
reported a favourable link between WLB and employees' OC (Akter et al., 2019; Hutugalung et al.,
2020; Oyewobi et al., 2022). Therefore, the following hypothesis can be formed:

H,: Workers in Bangladesh's banking industry have a strong correlation between WLB and OC.
2.5 Work-Life Balance (WLB) and Job Satisfaction (JS)

According to recent research, WLB and JS are positively connected, indicating that workers who
successfully manage their personal and professional lives typically have higher JS (Yusnita, Gursida, &
Herlina, 2022; Marzuki, Supriadi, & Ritonga, 2022). For example, a study conducted by Gudep (2019)
discovered that workers with flexible work schedules had far more significant job satisfaction levels; he
attributed this to lower stress and improved well-being. Prior studies have employed WLB methods such
as flexible work schedules, compact work hours, childcare facilities, part-time jobs, and being capable
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of working from home (Prasetio et al., 2017). The impact on JS will be more favourable if the WLB is
higher. The idea is corroborated by Haar et al. (2014). Concurrently, Rantanen et al. (2011) clarified that
the rise of WLB will impact JS.

Therefore, in consideration of the aforementioned material, the following correlation was proposed:
H,: WLB and JS have a noteworthy correlation among workers in Bangladesh's banking industry.
2.6 Job Satisfaction (JS) and Organizational Commitment (OC)

Some recent studies have concentrated much attention on the relationship between JS and OC, showing
a positive correlation between the two dimensions (Jabeen et al., 2018; Alrawadich et al., 2020).
Workers who are happier in their jobs tend to be more committed to their companies. The increase in
satisfaction would increase the level of commitment toward the organization (Prasetio et al., 2017).
Furthermore, studies have shown that satisfied staff members are more committed to their employers and
contribute to their success and longevity (Mahmood, 2013). The positive relationship between JS and
OC has been highlighted in many studies (Cherif, 2020; Islam & Islam, 2021; Gharib & Khairy, 2019;
Gheitani et al., 2019; Moon et al., 2014; Mwesigwa, Tusiime, & Sekiziyivu, 2020; Saimir & Jonida,
2013; Sang et al., 2019). These realizations generate the following hypothesis:

H,: A favourable correlation exists between higher JS levels and higher OC among Bangladeshi banking
industry employees.

2.7 Job Satisfaction (JS) as a Mediator between Work-Life Balance (WLB) and Organizational
Commitment (OC)

Current studies emphasize the function of JS as a mediator between OC and WLB, indicating that OC is
enhanced by JS, which positively influences WLB. According to Marzuki, Supriadi, and Ritonga (2022),
workers with higher WLB also reported higher JS, which, in turn, greatly enhanced their commitment to
the company. Similarly, Prasetio et al. (2017) found that strong OC in employees is the end outcome of
more JS from efficient WLB methods. Moreover, JS considerably modulates the relationship between
WLB and OC in various organizational contexts, as shown by Hasan et al. (2021), who investigated the
dynamic among WLB, JS, and OC. Furthermore, several studies have provided evidence in favour of the
hypothesis that JS acts as a mediator in the WLB-OC interaction, indicating that raising WLB can raise
JS, which in turn can raise OC (Bakker & Demerouti, 2017). So, the following hypothesis can be formed:

H,: In Bangladesh's banking industry, JS acts as a mediator between WLB and OC.

2.8 Literature Gap

Employee growth and development, organizational efficiency and performance, and retention of
talented workers are critical challenges, but maintaining a work-life balance and a perceived fit between
oneself and the organization has become increasingly crucial (Lumley et al., 2011). Thus, work-life
balance has been emphasized in modern HR management because it helps people balance their personal
and professional responsibilities. Furthermore, employee commitment—measured by individuals'
emotional investment in their work—is a critical component of a company's long-term success. WLB is
crucial in affecting employees' overall JS and, consequently, their commitment to the organization as
they attempt to manage the demands of their personal and professional lives.

Nonetheless, the association mentioned above seems to involve an indirect process in addition
to WLB's direct impact on OC. This study suggests JS as an intervening mechanism because there are
not enough studies on the mechanism via which WLB promotes OC, and it still appears to be unsettled.
It makes sense to believe that workers with better work-life balance will probably feel happier and more
satisfied at work (job satisfaction), increasing their commitment to the organization. Thus, in addition to
investigating the direct impact of WLB on OC, this study attempts to investigate the function of
mediation of JS between WLB and OC.
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2.9 The Study's Theoretical Framework

The objective of this investigation is to ascertain and evaluate the influence of the liberated variable,
WLB, and the mediator of JS on the dependent variable, OC, as indicated in the theoretical
framework below.

T

Personal life

interference éffectiye
with work e Work- . ommitment
life Organizational Continuance
Work Commitment Commitment
A Balance ;
interference —> Normajuve
with personal Commitment
life
+
Hl
Independent . Dependent
Variable Mediator Variable

Figure 1. The Theoretical Foundation of the Study.
Source: Authors’ Derived

3. Methodology
3.1 Population, Sample, and Data Collection

The personnel of banking institutions located in Dhaka, Bangladesh, are the subjects of this study. A
total of 150 structured questionnaires were collected using the drop-off/pick-up method and convenience
sampling. Out of the 150 questionnaires that were initially sampled, 138 were returned. A total of 120
questions were deemed appropriate for analysis, meaning that 80% of the inquiries were answered.
There are 120 people in the sample overall. Due to time restrictions and the absence of a complete
sample frame, the authors decided to employ a convenience sampling strategy. Closed-ended questions
are used as the survey tool in this research.

3.2 Profile of the Respondents

Table-3 shows that the study's sample, consisting of 120 front-line and mid-level bank employees,
comprises 20% women and 80% men. Of them, half are wed. Those aged 21 to 40 make up the majority
of the workforce (77.8%). Each of them is under 60 years old. Of those who took the survey, 93.3%
possess a master's degree but lack a PhD. The following is a list that details the duration of each of their
services.



26 Baset and Maya (2025). Job Satisfaction as a Mediator: Work-Life Balance and Organizational Commitment...

Table 3. Profile of the Surveyed Individuals

Age 21-30 31-40 41-50 51-60
47.8% 30% 16.7% 5.5%

Gender Male Female

80% 20%
Marital Status Married Unmarried

50% 50%
Education Honours Masters Others

6.7% 93.3% 0%
Length of service in the 1-5 6-10 11-15 16-20 21-25 Over 25
current organization 63.4% 20% 13.3% 3.3% 0% 0%
Length of total 1-5 6-10 11-15 16-20 21-25 Over 25
service in life 52.7% 26.7% 10.7% 10% 0% 0%

Source: Authors’ Calculation.
3.3 Measures

This inquiry's questionnaire was created using a total of 30 items. The work-life balance (WLB) was
assessed using 10 questions based on the research of Banu & Duraipandian (2014), which had a
reliability coefficient of 0.670. Job Satisfaction (JS) is calculated using 10 items from the Mishra &
Shrestha (2019) study, and the composite reliability for this measure was 0.926. The remaining 10 items
are utilized in Magsood et al. (2012) research, originally adopted from Allen & Meyer (1990): “The
assessment and precursors of affective, continuance, and normative commitment to the organization” to
measure organizational commitment (OC). This calculation had a composite reliability of 0.606. A scale
made up of five Likert points is utilised to assess each question, where 'strongly disagree' (1) indicates
the minimum score and 'strongly agree' (5) signifies the maximum.

Table 4. Measurement Items

Constructs No of Items Measurement Items Source
Work 04 WIPL1: For my job, I have to work after hours to finish my regular tasks.
interference with WIPL2: The amount of time I spend working worries me.
personal life WIPL3: Because of work, I often have to cancel plans with friends or
(WIPL) family.
WIPL4: Having stress at home and with my family makes me restless at
work.

. - Banu &
Personal life 06 PLIWI: I get home from work too late to take care of my family Duraipandian
interference with responsibilities.
work (PLIW) PLIW2: I do my office duties, and then I have some "Me Time." (2014)

PLIW3: I am frequently preoccupied with work-related duties when
I am at home.
PLIW4: I frequently feel sleep-deprived due to the quantity of work
I must be completed each day.
PLIWS: My family is unhappy because I am always thinking about work

PLIW6: The responsibilities that come with my job cause stress in my
personal life.

Job Satisfaction 10 JS1: 1 eagerly anticipate going to work on Sunday morning Mishra
JS) JS2: Most of the time when I am working, I feel good and happy. &
JS3: 1 am happy to tell people that I belong to this Bank. Shrestha
JS4: I can learn what I want (2019)

JS5: At work, I sense my appreciation and recognition.
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JS6: 1 feel acknowledged and valued

JS7: 1 get compensated fairly.

JS8: The people I work with are pleasant.

JS9: My values align with those of the organization.
JS10: My boss cares about me as an individual.

Affective 04 AC1:1 possess a profound sense of affiliation with this Bank.
commitment AC2: 1 possess a mental attachment to this bank.
(AQC) AC3:1 would be pleased to remain employed here until my retirement.
AC4: Working at this Bank is of great personal interest to me.
Continuance 03 CCI: Leaving my organisation at this time would result in significant
commitment disruption to various aspects of my life.
(CO) CC2: Departing from my organisation at this time would be quite
: f . Magsood
challenging, even if | had the desire to do so. ctal
CC3: Currently, remaining with my organisation is driven by necessity as @ 01'2)
well as desire.
Normative 03 NC1: It is not acceptable to leave this Bank right now because of my
commitment obligation to the people in it.
(NO) NC2: A primary reason for my continued employment with this

organization is my belief in the importance of loyalty, which
engenders a sense of ethical responsibility to stay.

NC3: I would find it inappropriate to depart from my company, even in the
event of a superior job offer.

Source: Authors” Compilation.

3.4 Data Analysis Technique

Through JS as a mediator, the study explores the effect of WLB on employee OC. Evaluation of survey
responses is carried out using SPSS version 25.0 to support the study system's hypotheses. The study
considers the descriptive statistics for the dependent variable, OC, as well as for the independent
variable, WLB, and the mediator, JS. The effects of a variable that is independent of a dependent variable
and the mediating role have been examined using inferential statistics such as regression, correlation,
and analysis of variance. Since self-reported information from a single source was used in the study,
therefore, Harman's single-factor test was used by the researchers to see whether the replies might have
any common method variance (CMV). According to Harman's single-factor test, a maximum of
37.245% of the variance may be explained by a single factor. This is substantially below the 50%
threshold. Consequently, the information is regarded as CMV-free. Additionally, the analysis revealed
that the independent variables were not multicollinear, with VIF values ranging from 1.000 to 2.077.

4. Results
4.1 The Interaction and Statistical Analysis for the Variables

Table 5 displays the correlation, JS, and OC, including the three OC dimensions (i.e., AC, CC, and NC),
as well as the means, standard deviations, skewness, and kurtosis for WLB and its two dimensions
(WIPL & PLIW). The findings indicate that the average values of the variables are either over 3.00 or
very near 3.00 when considering all of the WLB and OC dimensions. For each variable, Skewness and
kurtosis were used to evaluate the data's normalcy. In this concern, Z values are far below the essential
values (Hair et al., 1998). All the variables have values for skewness and kurtosis ranging from -2 to +2,
supporting the normal distribution. The similarities between the variables and all the aspects of WLB
and OC are also illustrated in Table 5. The results show a reasonably favourable correlation between the
three primary variables: WLB, JS, and OC. Moreover, the Cronbach's alpha (o) coefficients for each key
variable are higher than 0.6. Taber (2018) states that a Cronbach's alpha value between 0.60 and 0.95 is
deemed adequate.
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Table 5. Means, standard deviations, Skewness, Kurtosis, and correlation

Latent Mean  Std. Skewness  Kurtosis Correlations
Variables Deviation
o WIPL PLIW WLB IS AC CcC NC OC

WIPL 3.17 0.69 0.393 0.368 0.446 1

PLIW 3.13 0.501 0.256 0.678 0.495 421 1

WLB 3.1 0.475 0.307 1.252 0.670 .667 792 1

IS 3.57 0.807 -0.611 -0.253 0.926 .553 AT7 465 1

AC 3.27 1.002 -0.152 -0.556 0913 421 .196 226 .685 1

cc 3.03 0.66 0.677 1.418 0.567 -.086  -.115 =225 -414  -420 1

NC 2.63 0.798 0.359 1.358 0.718 .173 207 186 325 543 -614 1

ocC 3.03 0.549 0.021 0.397 0.606 .429 228 245 412 717 -189 565 1

Notes..o.= Cronbach's alpha coefficient estimate; Correlations are significant at the 0.01 level. Here, WIPL = Work interference with personal
life, PLIW = Personal life Interference with work, WLB = Work-Life Balance, JS = Job Satisfaction, AC = Affective commitment, CC=
Continuance commitment, NC = Normative commitment, & OC = Organisational Commitment

Source: Authors’ Calculation

4.2 Inferential Statistics: ANOVA and Regression Analysis
4.2.1 Work-Life Balance (WLB) and Organizational Commitment (OC)

There is a positive association between WLB and OC, as shown by R=0.432 in Table 6. The dependent
variable OC (Y) has a variance of 18.7%, as explained by the predictor variable WLB (X), as indicated
by the value of R?=0.187.

Table 6. Coefficients, R2, and ANOVA Table for WLB and OC

Coefficients
Unstandardized Standardized T Sig.
Model Coefficients Cocfficients
B Std. Error Beta
(Constant) 1.413 0.306 5.931 <.001
1 Work-Life 0.322 0.073 0.432 4.400 <.001
Balance
R R Square F Sig
0.432 0.187 13.424 <.001
ANOVA?*
Model Sum of Squares df Mean Square F Sig.
Regression 2.155 1 2.155 13.424 <.001
1 Residual 33.711 118 286
Total 35.867 119

a. Predictors: (Constant), Work-Life Balance
b. Dependent Variable: Organizational Commitment
c. The model is significant at the 0.001 level

Source: Authors’ Calculation
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Currently, the predictor variable WLB's coefficient is (b=0.322), meaning that WLB would rise
t0 0.322 of OC. We calculate the Y-intercept as (a=1.413). Furthermore, the model has a computed value
of't (=4.400) > the threshold of t (=1.645) and is significant with p<.001. (Gupta & Gupta, 2010). OC =
1.413+ (0.322 x WLB) is the linear regression equation that results from this. According to the estimated
F (1,208) =13.424 > F (1,208) = 3.89 in the tabulation (Gupta & Gupta, 2010) and p<.01, the model is
significant in this case. Consequently, it suggests that the employee's WLB and OC have a substantial
positive linear relationship. Thus, it is decided to accept hypothesis (H,).

4.2.2 Work-Life Balance (WLB) and Job Satisfaction (JS)

By utilizing R= 0.465 and R? = 0.216 from Table 7, we can determine a positive correlation between
WLB and JS. This indicates that 21.6% of the variation in the dependent variable JS can be explained by
the predictor variable WLB. WLB has a coefficient of (B= 0.791), which indicates that the value of JS
increases by 0.791 for each unit increase in WLB. (a=1.114) is the formula for the Y-intercept. Given
that the computed value of t (=5.710) is higher than the critical value of t (=1.645), the model can be
concluded to be statistically significant (p<.001). So, the linear regression equation is JS = 1.114 +
(0.791 x WLB). The model is significant in this instance since F (1,125) =32.603> F (1,125)=3.916 in
the Table and p <.001. For this reason, it is reasonable to presume that a healthy WLB and JS have a
favourable correlation. Thus, we are in favour of H,.

Table 7. Coefficients, R2, and ANOVA Table for WLB and JS

Coefficients”
Unstandardized Standardized T Sig.
Model Coefficients Coefficients
B Std. Error Beta
(Constant) 1.114 0.434 2.565 <.001
1 Work-Life 0.791 0.139 0.465 5710  <.001
Balance
R R Square F Sig
0.465 0.216 32.603 <.001
ANOVA*
Model Sum of Squares df Mean Square F Sig.
Regression 16.770 1 16.770 32.603 <.001°
1 Residual 60.697 118 514
Total 77.467 119

a. Predictors: (Constant), Work-Life Balance
b. Dependent Variable: Job Satisfaction
c. The model is significant at the 0.001 level

Source: Authors’ Calculation

4.2.3 Job Satisfaction (JS) and Organizational Commitment (OC)

Table 8§ represents R=0.412, which means a moderate positive correlation exists between JS and OC.
The value of R* = 0.170 means the predictor variable JS (X) explains 17.0 % of the variance in the
dependent variable OC (Y).
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Table 8. Coefficients, R2, and ANOVA Table for JS and OC

Coefficients?
Model Unstandardized Standardized T Sig.
Coefficients Coefficients
B Std. Error Beta
1 (Constant) 2.033 0.209 9.743  <.001
Job 0.281 0.057 0.412 4916  <.001
Satisfaction
R R Square F Sig
0.412 0.170 24.169 <.001
ANOVA?
Model Sum of Squares df Mean Square F Sig.
Regression 6.097 1 6.097 24.169 <0010
1 Residual 29.769 118 252
Total 35.867 119

a. Predictors: (Constant) Job Satisfaction

b. Dependent Variable: Organizational Commitment

c. The model is significant at the 0.001 level
Source: Authors ’ Calcul ation

In this case, the predictor variable JS's coefficient is (b=0.281), meaning that JS will rise to 0.281
of OC. The formula for the Y-intercept is (a=2.033). Furthermore, the model is significant with p<.001
and its calculated value of t (=4.916) is greater than the crucial value of t (=1.645). Therefore, OC =
2.033+ (0.281 x JS) would be the linear regression equation. The calculated F (1, 208) = 24.169>
tabulated F (1, 208) = 3.89 and p<.001 indicate that the model is significant in this case. Consequently, it
suggests that JS and OC have a strong positive linear association. Therefore, hypothesis (H3) is approved.

4.2.4 Work-Life Balance (WLB) and Organizational Commitment (OC) through the Mediator Job
Satisfaction (JS)

The summary of the regression model (table 9) with the relation of WLB and OC through mediator JS
has found that the R of the model is 0.417 and the R?= 0.174, which means that the predictor variables
WLB and JS (X, X)) explain 17.4% of the variance in the dependent variable OC(Y). The standard error
is computed as 0.503, which is relatively low.

Table 9. Model summary with R, R2 of WLB and OC through the mediator JS

Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate

1 0.417 0.174 0.159 0.503

a. Predictors: (Constant), Work-Life Balance, Job Satisfaction

ANOVA?

Model Sum of Squares Df Mean Square F Sig.
Regression 6.227 2 3.114 12.291 <.001°

1 Residual 29.639 117 253

Total 35.867 119

a. Dependent Variable: Organizational Commitment
b. Predictors: (Constant), Work-Life Balance, Mediator (Job Satisfaction)

Source: Authors’ Calculation
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Moreover, the F Test, which measures the ratio of Mean Square Regression to Mean Square
Residual, indicates that the model is significant as computed F (2,124) = 12.291> tabular F (2,124) =
3.069 and p<.001 (table 4.5).

The coefficient for predictor variable WLB with mediator JS is (b , b,=0.079, 0.259), indicating
that WLB with JS (X1, X2) would result in an increase towards OC (Y). The calculation of the
Y-intercept is (a=1.866). This suggests that the banking sector in Bangladesh could achieve the
anticipated Organisational Commitment (OC) by utilising the mediating variable Job Satisfaction (JS) in
conjunction with Work-Life Balance (WLB). Lastly, the calculated value of t (=3.233 & 4.009) is more
than the critical value of t (=1.646); in addition, the model is significant with p<.001. Consequently, the
following would be the Linear Regression Equation:

Y=a+b X +b,X,
OC= 1.866+ (0.079 x WLB) + (0.259 x JS).

Table 10. Coefficients Table of WLB and OC through the mediator JS

Coefficients”
Model Unstandardized Standardized T Sig.
Coefficients Coefficients
B Std. Error Beta
(Constant) 1.866 0.313 5.955  .000
1 Work-Life Balance 0.079 0.110 0.268 3.233  <.001
Mediator (Job 0.259 0.065 0.381 4.009 <.001
Satisfaction)

a. Dependent Variable: Organizational Commitment
b. Predictors: (Constant), Work-Life Balance, Mediator(Job Satisfaction)
¢. The model is significant at the 0.001 level

Source: Authors’ Calculation

Consequently, it suggests that there is a considerable positive linear association between WLB
and OC with the mediator JS, as indicated by the positive value of the slope for (X1, X2). Thus, the last
hypothesis (H,) is likewise agreed upon.

Table 11. Hayes Process Macro Table of WLB and OC through the mediator JS

Model Y X M
4 ocC WLB JS
Effects SE p LLCI ULCI
Total effect 2836 .1032 0.000 .0791 4880
Direct effect 1215 .0896 0.000 .561 .2990
Indirect effect 1621 .0536 0.000 .0664 2754

Note: In this case, LLCI represents the lower level of the confidence interval, and ULCI represents the
upper-level confidence interval. These parameters pertain to indirect effects in Bootstrap

Source: Authors’ Calculation
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After controlling with the mediator JS, the total effect has reduced to .1215 from .2836. The LLCI and
ULCI values are positive, not 0. Also, the indirect effect is significant. Hence, H, is accepted.

4.3 Summary of Hypotheses

The impact of WLB on employees' OC and the mediation function of JS was studied and evaluated in
this study, employing four critical assumptions. The T-test and F-test vital or tabular values are
compared to these assumptions, which are assessed using the P-value approach. The supposition behind
all of the hypotheses is that the independent and dependent variables have positive correlations and
effects on one another. The results show that all variable mean values exceed or close to 3.00. Since the
skewness and kurtosis values of all the variables fall between -2 and +2, they can all be used to illustrate
the normal distribution. The t-test was utilized to assess acceptability, and Cronbach's alpha (o) values
were employed to ascertain acceptance reliability. The results show that all significant variables have
good reliability, with the majority falling between 0.60 and 0.95 (Taber, 2018). Furthermore, according
to Harman's single-factor test, a single component could only account for 37.245% of the variation,
which is far less than the 50% threshold. As a result, the data is no longer categorized as CMV-infected.
Additionally, VIF values ranging from 1.000 to 2.077 were found during the investigation, proving that
the independent variables were not multicollinear. The implications of these theories are displayed in
Table (12) that follows:

Table 12. Summary of Hypotheses Testing

Hypotheses Path Correlation  Regression F T Results
& R Square Equation Value Value

Hi WLB=0C  R=0432 OC=1413+(0.322 x WLB) 13.424 4.400 Supported
R?=0.187

H, WLB=JS R=0.465 JS=1.114+(0.791 x WLB) 32.603 5.710  Supported
R2=0.216

H; JS=0C R=0412 0OC=2.033+(0.281xJS)  24.169 4916 Supported
R?=0.170

H, WLB=JS=0C R=0417 OC= 1.866+ (0.079 x WLB) 12.291 3.233 & Supported
R2=0.174 +(0.259 x JS). 4.009

Note: All the values are significant as the critical values for p <0.001, F > 3.89, and T > 1.645 meet the standards.
WLB = Work-Life Balance, JS = Job Satisfaction, and OC = Organisational Commitment.

Source: Authors’ Calculation

5. Discussion

One of the primary industries that contributes significantly to Bangladesh's economy is banking, and
almost every other organization depends on it somehow (Islam & Rahman, 2016). Over the previous two
to three decades, Bangladesh's banking industry has experienced significant success. As a result, there is
now fierce competition in this industry. However, several serious issues are plaguing this industry these
days, including market saturation, falling interest rates, poor asset quality, fraud, theft, corruption, and
significant loan defaults (CPD, 2024; The Daily Star, Sept. 5, 2024). For modern public and private
commercial banks to survive and thrive in the market, it is crucial to have satisfied and committed
employees in addition to having talented and knowledgeable staff to meet this challenge.
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Furthermore, attaining growth and a competitive edge that will improve business outcomes
depends on having a committed, competent, and motivated team (Thunnissen and Gallardo-Gallardo,
2017). WLB may be crucial in developing employees' JS and, consequently, influencing their decision
to commit to their companies (Marzuki, Supriadi, & Ritonga, 2022; Prasetio et al., 2017). Thus, this
study's objective is to assess WLB's impact on employee OC as well as JS's function as a mediating
component. The finding demonstrates that workers in Bangladesh's commercial banks are more
probably commit to their present employer over the long run if they are allowed to practice WLB, which
maintains a sense of stability and consistency in the professional and personal commitments that are
important to people, like family responsibilities, leisure activities, and community service. Moreover,
the study's findings show that JS and WLB have a favourable relationship. Conversely, JS significantly
improves employees' OC in Bangladeshi commercial banks.

An effective indicator of an organization's health is the degree of satisfaction among its
employees. The organization's success largely depends on its employees' contentment, dedication, and
work-life balance. The results of this study indicate that WLB is a significant factor in JS and employees'
OC. By assisting workers in reaching greater WLB levels, employers can enhance their workforce's
productivity and well-being. Employees who are happy and at ease in their jobs are more inclined to
contribute to the business's success. Employees who are happy in their professional and personal lives
are more likely to stay with the same company. Promoting a healthy work-life balance has advantages
for both the organization and its staff. These findings suggest that organisations should implement new
initiatives and policies to assist employees in achieving a better balance between their personal and
professional lives.

In this sense, managers are urged to enhance workers' work-life balance by offering family and
individual support. Managers ought to offer flexible work schedules, part-time positions, parenting
resources, lactation assistance, and support for child and elder care to aid individuals, particularly
women, who in developing nations such as Bangladesh must reconcile earning a livelihood with familial
responsibilities (Hasan, Jawaad, & Butt, 2021). Individuals can reduce work demands through
commuting facilities, health and wellness initiatives, employment autonomy, and job role clarity (Sirgy
& Lee, 2018).

Additionally, this research has significant practical ramifications for bank executives.
According to the findings, bankers feel required to return the favour and stay committed to their
organizations if they are satisfied with their jobs and if they are treated fairly, equally, and ethically by
their administration and organisation. Thus, to institutionalize the WLB and JS, senior management
should create policies and procedures that will probably boost bankers' desire to remain committed to
their company. For the benefit of Bangladesh's banking industry, JS's mediating role in the effect of
WLB on employees' OC should also be considered.

However, this type of research is not without its flaws. The study has a few significant
limitations, including the use of a convenience sampling approach for data collection, a limited sample
size with a single sector as the subject, and respondents who were front-line and mid-level officials; the
research would have been enhanced informative if the researchers had been able to include all worker
categories fairly; the samples were obtained from commercial banks in Dhaka city; and finally, the
research was limited by temporal duration, financial resources, profundity, spatial separation, and
physical distancing regulations preventing the survey from being conducted totally in person. The results
may not be applicable to other industries because the research was restricted to one industry.

6. Conclusion and the scope of future research.

The study's findings supported JS's mediating role and the beneficial impacts of WLB on employees' OC
concerning the commercial banks of Bangladesh. The findings indicate that JS significantly improves an
employee's OC. WLB and JS also have a strong working relationship. Additionally, this finding provides
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fresh directions for future research. Lastly, the study's conclusions suggest that, in Bangladesh's banking
industry, WLB and JS should be given full attention to support bankers' OC and intention to continue
working, which will probably result in increased productivity for both individuals and organizations.

This study validates several unexplored subjects for upcoming studies on the effects of WLB
on employees' OC and the mediating role of JS. This study aims to gain more insight into WLB in the
financial sector. The primary focus of the study was reduced to the dependent variable, employees' OC,
and the mediating variable, JS, to make it more comprehensible. Numerous elements, including
perceived organizational support, leadership style, corporate ethical culture, organizational justice, etc.,
might have an impact on employees' OC. Further studies should examine the mediating role of
significant variables in the current setting, such as organizational culture, pay satisfaction, organizational
citizenship behaviour, intention to stay, etc. In light of the study's limitations, future researchers can
decide to improve the results by employing a probability sampling strategy.

References

Abdulkhaliq, S. S., & Mohammadali, Z. M. (2019). The impact of job satisfaction on employees’
performance: A case study of Al Hayat Company - Pepsi employees in Erbil, Kurdistan region
- Iraq. Management and Economics Review, 4(2), 163—176.

Abdirahman, H. I. H., Najeemdeen, I. S., Abidemi, B. T., & Ahmad, R. (2020). The relationship between
job satisfaction, work-life balance and organizational commitment on employee performance.
Advances in Business Research International Journal, 4(1), 42-52.

Agus, A., & Selvaraj, R. (2020). The mediating role of employee commitment in the relationship
between quality of work-life and the intention to stay. Employee Relations: The International
Journal 42 (6), 1231-1248.

Akter, Arifa., Hossen, M.A., & Islam, Md. N. (2019). Impact of Work Life Balance on Organizational
Commitment of University Teachers: Evidence from Jashore University of Science and
Technology. International Journal of Scientific Research and Management (1ISRM), 7(4),
1073-1079.

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective, continuance and
normative commitment to the organization. Journal of Occupational Psychology, 63(1), 1-18.

Alrawadich, Z., Cetin, G., Dincer, M. Z., & Istanbullu Dincer, F. (2020). The impact of emotional
dissonance on quality of work life and life satisfaction of tour guides. Service Industries
Journal, 40(1-2), 50—64. https://doi.org/10.1080/02642069.2019.1590554

Aruldoss, A., Kowalski, K. B., & Parayitam, S. (2021). The relationship between quality of work life and
work-life-balance mediating role of job stress, job satisfaction and job commitment: evidence
from India. Journal of Advances in Management Research, 18(1), 36-62.

Azadeh, A., & Ahranjani, P. M. (2014). The impact of job security, satisfaction, and stress on
performance assessment and optimization of generation companies. Journal of Loss Prevention
in the Process Industries, 32(1), 343-348.

Bakker, A. B., & Demerouti, E. (2017). Job demands-resources theory: Taking stock and looking
forward. Journal of occupational health psychology, 22(3), 273.

Banu, A. R., & Duraipandian, K. (2014). Development of an instrument to measure work life balance of
it professionals in Chennai. International Journal of management, 5(11), 21-33.

Barati, S. A. (2000). Study of the relationship between managers leadership style (based on the Likert



BUFT Journal of Business & Economics (BJBE), ISSN 2664-9942 (Print) 2025, Vol. 6 35

theory) and staff satisfaction in resuscitation Steel Industrial Complex Guards and affiliated
companies [MS thesis]. Isfahan: Isfahan University.

Barkat-e-Khuda. (2019, January 11). Economic growth in Bangladesh and the role of the banking sector.
The Financial Express. Retrieved August 2, 2020, from: https://bit.ly/37cdNgY.

Baset, M. A. (2023). Impact of Organizational Justice on Employees’ Intention to Stay: A Study on
Private Commercial Banks of Bangladesh. BUFT Journal of Business & Economics (BJBE), 4,
25-42.

Blau, G. J., & Boal, K. B. (1987). Conceptualizing how job involvement and organizational commitment
affect turnover and absenteeism. Academy of management review, 12(2), 288-300.

Borgogni, L., Dello Russo, S., Miraglia, M., & Vecchione, M. (2013). The role of self-efficacy and job
satisfaction on absences from work. Revue Europeenne de Psychologie Appliquee, 63(3),
129-136.

Cherif, F. (2020). The role of human resource management practices and employee job satisfaction in
predicting organizational commitment in Saudi Arabian banking sector. International Journal
of Sociology and Social Policy, 40(7/8), 529-541.

Chung, H., & Van der Lippe, T. (2020). Flexible working, work-life balance, and gender equality:
Introduction. Social indicators research, 151(2), 365-381.

Clarke, M. C., Koch, L. C., & Hill, E. J. (2004). The work-family interface: differentiating balance and
fit. Family and consumer sciences research journal, 33(2), 121-140.

Deery, M., & Jago, L. (2015). Revisiting talent management, work-life balance and retention strategies.
International Journal of Contemporary Hospitality Management, 27(3), 453-472.

Dries, N. (2013). The psychology of talent management: a review and research agenda. Human Resource
Management Review, 23(4), 272-285.

Ezzat, A., & Ehab, M. (2018). The determinants of job satisfaction in the Egyptian labor market. Review
of Economics and Political Science, 4(1), 54-72.

Fisher-McAuley, G., Stanton, J., Jolton, J., & Gavin, J. (2003, April). Modelling the relationship
between work life balance and organisational outcomes. In Annual conference of the society for
industrial-organisational psychology. Orlando (Vol. 1, No. 26, pp. 1-30).

Ghare, M. A., & Hesami, L. (2016). Managerial styles and motivation for career advancement and job
stress in employees of the Ministry of Sport and Youth. Scientific Journal of Organisational
Behaviour Management in Sport Studies, 3(3), 65-74.

Gharib, R. H. M., & Khairy, H. A. (2019). An examination of the relationships among organizational
cynicism, organizational commitment, and psychological contract in the hotel industry.
International Journal of Heritage, Tourism and Hospitality, 13(2), 87-106.

Ghayas, M. M., & Hussain, J. (2015). Job satisfaction, service quality and customer satisfaction in the it
sector of Karachi. IJASOS- International E-Journal of Advances in Social Sciences, 1(3),
443-451.

Gheitani, A., Imani, S., Seyyedamiri, N., & Foroudi, P. (2019). Mediating effect of intrinsic motivation
on the relationship between Islamic work ethic, job satisfaction, and organizational
commitment in the banking sector. International Journal of Islamic and Middle Eastern
Finance and Management, 12(1), 76-95.

Greenhaus, J. H., Collins, K. M., & Shaw, J. D. (2003). The relation between work-family balance and
quality of life. Journal of Vocational Behavior, 63(3), 510-531.



36 Baset and Maya (2025). Job Satisfaction as a Mediator: Work-Life Balance and Organizational Commitment...

Greguras, G. J.,, & Diefendorff, J. M. (2009). Different fits satisfy different needs: linking
person-environment fit to employee commitment and performance using self-determination
theory. Journal of applied psychology, 94(2), 465-477.

Gudep, V. K. (2019). An empirical study of the relationships between the flexible work systems (FWS),
Organizational commitment (OC), work life balance (WLB) and job satisfaction (JS) for the
teaching staff in the United Arab Emirates (UAE). International Journal of Management,
10(5).

Gunlu, E., Aksarayli, M., & Per¢in, N. S. (2010). Job satisfaction and organizational commitment of
hotel managers in Turkey. International Journal of Contemporary Hospitality Management,
22(5), 693-717.

Gupta, S. P., & Gupta, M. P. (2010). Business statistics (16th Enlarged Edition ed.). New Delhi:
Education Publication.

Haar, J. M., Russo, M., Suiie, A., & Ollier-Malaterre, A. (2014). Outcomes of work—life balance on job
satisfaction, life satisfaction and mental health: A study across seven cultures. Journal of
vocational behavior, 85(3), 361-373.

Hair, J. F., Black, W. C., Babin, B. J., Anderson, R. E., & Tatham, R. L. (1998). Multivariate data
analysis. 5(3), 207-219. Upper Saddle River, NJ: Prentice hall.

Hadi, N., & Tentama, F. (2020). Affective commitment, continuance commitment and normative
commitment in reflecting organizational commitment. American International Journal of
Business Management, 3(8), 148-156.

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.

Hayman, J. (2005). Psychometric assessment of an instrument designed to measure work life balance.
Research and practice in human resource management, 13(1), 85-91.

Hermanto, Y. B., Srimulyani, V. A., & Pitoyo, D. J. (2024). The mediating role of quality of work life
and organizational commitment in the link between transformational leadership and
organizational citizenship behavior. Heliyon, 10(6).

Hoppock, R. (1935). Job satisfaction. Harper and Brothers, New Y ork, p47

Hosain, M. S. (2016). Impact of best HRM practices on retaining the best employees: A study on
selected Bangladeshi firms. Asian Journal of Social Sciences and Management Studies,
3(2),108-114. DOL: 10.20448/journal.500/2016.3.2/500.2.108.114.

Hutagalung, Inge., Soelton, Mochamad., & Octaviani, Ayu. (2020). The Role of Work Life Balance for
Organizational Commitment. Management Science Letters, 3693-3700.

Islam, M., & Islam, S. (2021). Mediating Effect of Employee Engagement in the Relationship between
Employee Job Satisfaction and Affective Organizational Commitment: Evidence from Hotel
Industry in Bangladesh. BUFT Journal of Business & Economics (BJBE), 2, 81-96.

Islam, M., & Rahman, T. (2016). Relationship between job satisfaction, organizational commitment and
turnover intention among bank employees: A study on selected banks of Bangladesh. Scholar
Journal of Business and Social Science, 2(1), 7-18.

Jabeen, F., Friesen, H. L., & Ghoudi, K. (2018). Quality of work life of Emirati women and its influence on
job satisfaction and turnover intention: Evidence from the UAE. Journal of Organizational
Change Management, 31(2),352-370. https://doi.org/10.1108/JOCM-01-2017-0016/FULL/XML



BUFT Journal of Business & Economics (BJBE), ISSN 2664-9942 (Print) 2025, Vol. 6 37

Joo, B. K., & Lee, 1. (2017, August). Workplace happiness: work engagement, career satisfaction, and
subjective well-being. In Evidence-based HRM: A global forum for empirical scholarship, 5
(2), 206-221, Emerald Publishing Limited.

Judge, T. A., Ilies, R., & Zhang, Z. (2012). Genetic influences on core self-evaluations, job satisfaction,
and work stress: A behavioral genetics mediated model. Organizational Behavior and Human
Decision Processes, 117(1), 208-220.

Kanter, R. M. (1989). Work and family in the United States: A critical review and agenda for research
and policy. Family Business Review, 2(1), 77-114.

Khatun, F., Saadat, S. Y., Hasan, 1. (2024). What Lies Ahead for the Banking Sector in Bangladesh?
Independent Review of Bangladesh’s Development, The Centre for Policy Dialogue (CPD).

Kim, K. Y., Eisenberger, R., & Baik, K. (2016). Perceived organizational support and affective
organizational commitment: Moderating influence of perceived organizational competence.
Journal of Organizational Behavior, 37(4), 558-583.

Kopp, L. R. (2013). The effects of perceived supervisor work-life support on employee work-life balance,
job satisfaction, organizational commitment, and organizational citizenship behavior
(Doctoral dissertation, University of Wisconsin--Stout).

Latham, G. P., & Budworth, M. H. (2007). The study of work motivation in the 20th century. In L. L.
Koppes (Ed.) Historical perspectives in industrial and organizational psychology, (pp.
353-381). Mahwah, NJ: Lawrence Erlbaum.

Landy, F. J., & Conte, J. M. (2007). Work in the 21st century: 4n introduction to industrial and
organizational psychology (2nd ed). Malden, Mass: Blackwell.

Locke, E.A. (1976). The nature and causes of job satisfaction. In Dunnette, M.D. (Ed.), Handbook of
Industrial and Organizational Psychology, Rand McNally, Chicago, pp. 1297-1349.

Lumley, E. J., Coetzee, M., Tladinyane, R., & Ferreira, N. (2011). Exploring the job satisfaction and
organisational commitment of employees in the information technology environment. Southern
African business review, 15(1), 100—118.

Luna-Arocas, R., Danvila-Del Valle, 1., & Lara, F. J. (2020). Talent management and organizational
commitment: the partial mediating role of pay satisfaction. Employee Relations: The
International Journal, 42(4), 863-881.

Mahmood, A. (2013). Evaluation of the degree to which employee satisfaction is related to internal
marketing within Pakistani universities (Doctoral dissertation, University of Salford,
UK).Retrieved from https://search.proquest.com/docview/1687701050?accountid=16059.

Malone, E. K., & Issa, R. R. (2013). Work-life balance and organizational commitment of women in the
US construction industry. Journal of Professional Issues in Engineering Education and
Practice, 139(2), 87-98.

Mansur, A. H. (2024, September 05). BB will safeguard depositors’ interests. The Daily Star.

Marseno, W. A., & Muafi, M. (2021). The effects of work-life balance and emotional intelligence on
organizational commitment mediated by work engagement. International Journal of Business
Ecosystem & Strategy (2687-2293), 3(2), 01-15.

Marzuki, F., Supriadi, Y. N., & Ritonga, M. (2022). The Mediating Role of Job Satisfaction in the
Relationship between Quality of Work Life and Organizational Commitment: Evidence From
SMEs Restaurant. Calitatea, 23(191), 183-188.



38 Baset and Maya (2025). Job Satisfaction as a Mediator: Work-Life Balance and Organizational Commitment...

Magsood, A., Hanif, R., Rehman, G., & Glenn, W. (2012). Validation of the Three-Component Model
of Organizational Commitment Questionnaire. FWU Journal of Social Sciences, 6(2).

Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of organizational commitment.
Human Resource Management Review, 1(1), 61-89.

Meyer, J. P. & Allen, N. J. (1997). Commitment in the Workplace. Sage Publications, Thousand Oaks,
California.

Mishra, S. & Shrestha, R. (2019). Job satisfaction of employees working in Nepalese private college. Nepal
Journal of Multidisciplinary Research, 2(2): 21-26. https://doi.org/10.3126/njmr.v2i2.26282

Moghimi, S. M. (2006). Organization and management research approach. Terme Publication, Tehran,
Iran, 401-403.

Moon, K., Cho, H., Lee, K., & Oah, S. (2014). Effect of pay satisfaction on organizational commitment.
Korean Journal of Industrial and Organizational Psychology, 27(3), 585-615.

Moorhead, G. (2013). Perilaku Organisasi, edisi ke 9. Salemba Empat, Jakarta Selatan.

Mosaddegh-rad, A. M. (2004). Investigation of the relationship between personnel’s job satisfaction and
management style of managers in Isfahan hospitals. Isfahan University of Medical Sciences:
Research report.

Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). The measurement of organizational commitment.
Journal of Vocational Behavior, 14(2), 224-247.

Mwesigwa, R., Tusiime, I., & Ssekiziyivu, B. (2020). Leadership styles, job satisfaction and
organizational commitment among academic staff in public universities. Journal of
Management Development, 39(2), 253-268.

Nielsen, K., Randall, R., Yarker, J., & Brenner, S. O. (2008). The effects of transformational leadership
on followers’ perceived work characteristics and psychological well-being: A longitudinal
study. Work & Stress, 22(1), 16-32.

Oyewobi, L. O., Oke, A. E., Adeneye, T. D., Jimoh, R. A., & Windapo, A. O. (2022). Impact of
work—life policies on organizational commitment of construction professionals: role of
work-life balance. International Journal of Construction Management, 22(10), 1795-1805.

Prasetio, A., Yuniarsih, T., Ahman, E., & Sary, F. (2017). Mediating Role of Job Satisfaction in the
Relation of Work-Life Balance and Organizational Commitment. International Journal of
Business and Management Invention, 6(2), 37-43.

Qazi, S., Miralam, M. S., & Bhalla, P. (2017). Organizational culture and job satisfaction: A study of the
organized retail sector. Journal of Business and Retail Management Research, 12(1), 215-224.

Ranayi-ashkiki, F. (2003). Study of hospital managers and job satisfaction in Rasht city. In Proceeding
of 1st Conference of national resource management in the hospital. Tehran.

Rantanen, J., Kinnunen, U., Mauno, S., & Tillemann, K. (2011). Introducing theoretical approaches to
work-life balance and testing a new typology among professionals. Creating balance?
International perspectives on the work-life integration of professionals, 27-46.

Robbins, S. P., & Judge, T. A. (2015). Perilaku Organisasi (Enam Belas). Salemba Empat.

Saimir, S., & Jonida, L. (2013). Job satisfaction and organizational commitment: the Case of Shkodra
Municipality. European Scientific Journal, 9(17), 41-51.



BUFT Journal of Business & Economics (BJBE), ISSN 2664-9942 (Print) 2025, Vol. 6 39

Sang, L., Xia, D., Ni, G., Cui, Q., Wang, J., & Wang, W. (2019). Influence mechanism of job satisfaction
and positive affect on knowledge sharing among project members: Moderator role of
organizational commitment. Engineering, Construction and Architectural Management, 27(1),
245-269.

Saraji, G.S. and Dangahi, H. (2006). Study of quality of work life (QWL). Iranian Journal of Public
Health, 35 (4), 8-14.

Shabir, S., & Gani, A. (2020). Impact of work-life balance on organizational commitment of women
health-care workers: Structural modeling approach. International Journal of Organizational
Analysis, 28(4), 917-939.

Sirgy, M. J., & Lee, D. J. (2018). Work-life balance: An integrative review. Applied Research in Quality
of Life, 13,229-254.

Smeaton, D. Ray, K. & Knight, G. (2014). Costs and benefits to business of adopting work life balance
working practices: a literature review. Available at:
www.psi.org.uk/images/uploads/bis-14-903-costsand-benefits-to-business-of-adopting-work-1
ife-balance-working-practices-a-literature-review.pdf.

Straatmann, T., Konigschulte, S., Hattrup, K., & Hamborg, K. C. (2020). Analysing mediating effects
underlying the relationships between P-O fit, P-J fit, and organisational commitment. The
International Journal of Human Resource Management, 31(12), 1533-1559.

Taber, K. S. (2018). The use of Cronbach’s alpha when developing and reporting research instruments
in science education. Research in science education, 48(6), 1273-1296.

Tarique, 1. and Schuler, R.S. (2010). Global talent management: literature review, integrative
framework, and suggestions for further research. Journal of World Business, 45 (2), 122-133.

Tayfun, A., & Catir, O. G. O. (2014). An empirical study into the relationship between work/life balance
and organizational commitment. ISGUC The Journal of Industrial Relations and Human
Resources, 16(1), 20-37.

Thatcher, J. B., Stepina, L. P., & Boyle, R. J. (2002). Turnover of information technology workers:
examining empirically the influence of attitudes, job characteristics, and external markets.
Journal of Management Information Systems, 19(3), 231-261.

Thunnissen, M., & Gallardo-Gallardo, E. (2017). Talent management in practice: An integrated and
dynamic  approach.  Emerald  Publishing  Limited,  Leeds,  pp. 127-163.
https://doi.org/10.1108/978-1-78714-597-920171011.

Ulrich, D. (2008). The talent trifecta. Development and Learning in Organizations: An International
Journal, 22(2), 32-33. https://doi.org/10.1108/d10.2008.08122bad.003

Valenti, A., & Horner, S. V. (2020). Leveraging board talent for innovation strategy. Journal of Business
Strategy, 41(1), 11-18. https://doi.org/10.1108/JBS-12-2018-0207.

Wai, L. C,, Isa, M. B. M., Bhandari, P., Senathirajah, A. R. B. S., Haque, R., Devasia, S. N, ... &
Al-Hunaiyyan, A. (2024). Factors Influencing Job Satisfaction to Ensure Sustainable Growth
amongst Family-Owned Organizations in Malaysia. Kurdish Studies, 12(1), 3144-3173.

Yee, C. M., Fah, B. C. Y., & Qi, L. (2024). The Role of Work-Life Balance in Enhancing Employee
Loyalty. Accounting and Corporate Management, 6(1), 43-47.

Yusnita, N., Gursida, H., & Herlina, E. (2022). The Role of Work-Life Balance and Job Satisfaction as
Predictors of Organizational Commitment. Jurnal Economia, 18 (1), 103-114.




40 Baset and Maya (2025). Job Satisfaction as a Mediator: Work-Life Balance and Organizational Commitment ...

W,
Ssityof as\'\‘oﬂs



