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Abstract 

Organizations have increasingly implemented work-life balance (WLB) policies in recent 

years to foster employee well-being and enhance job satisfaction and commitment. This 

study investigates employee perceptions of WLB policies about organizational 

commitment and job satisfaction. Using a qualitative approach, data were collected through 

semi-structured interviews with employees across various departments in a medium-sized 

organization. Key findings reveal that perceptions of WLB policies are closely linked to 

job satisfaction and organizational commitment, with positive perceptions enhancing 

loyalty and productivity. In contrast, negative perceptions are linked to increased job 

dissatisfaction. The findings underscore the importance of supportive leadership, 

flexibility, and transparency in policy implementation. This research contributes to 

understanding the role of WLB in organizational success and offers practical 

recommendations for enhancing employee satisfaction through effective WLB practices. 

Keywords: Work-life balance, organizational commitment, job satisfaction, employee 

perceptions, qualitative study 

1 Introduction 

Work-life balance (WLB) policies are organizational measures aimed at helping employees 

maintain a healthy balance between their work responsibilities and personal lives. With growing 

awareness of the negative impact of work-related stress and burnout, many companies have 

adopted WLB policies as part of their commitment to employee well-being (Brough & O’Driscoll, 

2018). Effective WLB policies have been shown to reduce stress and absenteeism, improve job 

satisfaction, and strengthen organizational commitment (McCarthy et al., 2020). However, the 

success of these policies largely depends on employee perceptions, as employees’ individual 

experiences shape their sense of job satisfaction and loyalty (Kossek et al., 2019). 

Understanding employees' perspectives on WLB policies is essential for organizations seeking to 

improve engagement and retention rates. Positive perceptions of WLB policies are often associated 
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with higher levels of job satisfaction and organizational commitment, while negative perceptions 

can diminish these outcomes (Allen et al., 2021). Furthermore, an employee's level of commitment 

may reflect how well the organization supports their work-life needs. This study seeks to 

understand how employees perceive WLB policies and how these perceptions relate to their levels 

of job satisfaction and commitment to the organization. 

2 Literature Review 

2.1 Work-Life Balance Policies and Job Satisfaction 

WLB policies encompass flexible working arrangements, family leave policies, remote work 

options, and employee wellness programs, all designed to help employees better balance their 

personal and professional lives (Kelliher & Anderson, 2018). Job satisfaction has been widely 

recognized as a key outcome of effective WLB policies, with studies indicating that employees 

who feel supported in balancing work and life are more likely to report higher job satisfaction 

(Greenhaus & Allen, 2019). For instance, a meta-analysis by Allen et al. (2021) highlighted that 

organizations offering flexible work options see an improvement in employee satisfaction levels. 

Job satisfaction, in turn, is linked to increased productivity, lower turnover, and a greater 

commitment to organizational goals (Shockley et al., 2017). 

WLB policies have the potential to improve job satisfaction by providing employees with the 

flexibility to manage their work and personal responsibilities effectively. For instance, flexible 

work arrangements allow employees to accommodate family needs, reducing work-related stress 

and enhancing job satisfaction (Brough & O’Driscoll, 2018). However, employees’ perceptions of 

these policies vary significantly based on their experiences, departmental culture, and the level of 

support they receive from their supervisors. A study by Hill et al. (2019) emphasized that a 

supportive work environment enhances the effectiveness of WLB policies in promoting job 

satisfaction. 

2.2 Organizational Commitment and Work-Life Balance Policies 

Organizational commitment reflects an employee’s emotional attachment and dedication to their 

organization, and it is an important predictor of job performance and retention (Cicei, 2019). 

Research indicates that employees who perceive WLB policies as beneficial are more likely to 

demonstrate higher organizational commitment (Kim & Beehr, 2018). Supportive WLB policies 

foster a positive work environment, making employees feel valued and respected by their 

employer. 

Employee commitment is also influenced by the consistency and fairness with which WLB 

policies are implemented. Studies suggest that when organizations apply these policies equitably, 

employees experience greater commitment and loyalty, enhancing overall organizational 

performance (Kossek et al., 2019). For instance, a longitudinal study by Kinnunen et al. (2020) 

showed that consistent application of WLB policies led to increased organizational commitment 

over time. Conversely, employees who perceive WLB policies as ineffective or inequitable may 

feel undervalued, leading to decreased organizational commitment (Gajendran & Harrison, 2018). 

2.3 Factors Affecting Employee Perceptions of WLB Policies 

Employee perceptions of WLB policies are influenced by various factors, including organizational 

culture, leadership style, job roles, and individual work values. Employees in supportive 

organizational cultures are more likely to perceive WLB policies as effective and beneficial (Allen 

et al., 2021). Moreover, managers who prioritize WLB and offer flexible solutions significantly 

impact employees' perceptions of these policies (McCarthy et al., 2020). For instance, a study by 

Shockley et al. (2017) found that employees with supportive supervisors were more likely to feel 

satisfied with their work-life balance, which in turn enhanced their organizational commitment. 
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Furthermore, individual differences among employees, such as family responsibilities, career 

aspirations, and personal values, can affect perceptions of WLB policies. A study by Tims et al. 

(2016) noted that employees with significant family obligations tend to value WLB policies more 

highly than those without such responsibilities. This indicates the need for organizations to tailor 

their WLB offerings to meet the diverse needs of their workforce. 

3 Methodology 

3.1 Research Design 

This study employs a qualitative research design to capture the nuanced perspectives of employees 

regarding WLB policies and their impacts on job satisfaction and organizational commitment. A 

case study approach was selected, focusing on employees from a medium-sized organization that 

recently implemented comprehensive WLB policies. The case study method is particularly 

effective in exploring complex phenomena in their real-life context, allowing for an in-depth 

understanding of employee perceptions (Yin, 2018). 

3.2 Sample and Data Collection 

The sample consisted of 20 employees from various departments within the organization, 

including human resources, marketing, and operations. Participants were selected through 

purposive sampling to include a diverse range of experiences with WLB policies. Semi-structured 

interviews were conducted to allow participants to express their views on WLB policies and their 

experiences with job satisfaction and commitment. Each interview lasted approximately 30–45 

minutes and was conducted in a private setting to ensure confidentiality. 

To further enhance data richness, supplementary data were gathered through focus group 

discussions, allowing employees to interact and discuss their experiences with WLB policies in a 

collective setting. This method facilitated a deeper exploration of shared experiences and 

perceptions (Krueger & Casey, 2015). 

3.3 Data Analysis 

Data were analyzed using thematic analysis to identify common patterns and themes related to 

WLB perceptions, job satisfaction, and organizational commitment. Interview and focus group 

transcripts were coded to identify recurring themes and subthemes, allowing for a detailed 

exploration of employee perspectives. Thematic analysis follows a systematic approach that 

includes familiarization with data, coding, theme development, and reviewing themes (Braun & 

Clarke, 2006). 

4 Analysis and Findings 

4.1 Theme 1: Flexibility and Job Satisfaction 

Many participants cited flexibility as the most important element of WLB policies. Employees 

reported higher job satisfaction when they were allowed flexible work arrangements, such as 

remote work and adjustable hours, which allowed them to better manage their personal 

responsibilities. These findings align with previous research indicating that flexible arrangements 

can reduce stress and improve job satisfaction (Kelliher & Anderson, 2018). 

One participant noted, "Having the option to work from home when I need to is a game-changer 

for me. It helps me manage my family responsibilities without feeling overwhelmed at work." This 

sentiment was echoed by several others, who described how flexible arrangements contributed to 

their overall well-being and job satisfaction. 

4.2 Theme 2: Supervisor Support and Commitment 

Supervisor support emerged as a key factor influencing organizational commitment. Employees 



38 Raza 

 

 

who felt that their supervisors genuinely supported their WLB needs expressed higher commitment 

to the organization. Conversely, employees who experienced unsupportive leadership reported 

feeling undervalued, leading to lower commitment levels. This theme is consistent with Kossek et 

al. (2019), who emphasize the importance of supportive supervisors in fostering positive WLB 

perceptions. 

A participant shared, "My manager understands when I need to adjust my schedule for personal 

matters. It makes me feel appreciated and committed to the company." This relationship between 

supportive leadership and organizational commitment highlights the critical role of management 

in fostering an engaged workforce. 

4.3 Theme 3: Organizational Culture and Policy Consistency 

Participants highlighted the importance of an organizational culture that values WLB. Employees 

in departments where WLB policies were consistently applied reported higher satisfaction and 

commitment, while those in departments with inconsistent policy application expressed frustration 

and dissatisfaction. This finding supports the view that organizational culture and equitable policy 

implementation play a critical role in employee perceptions of WLB policies (Allen et al., 2021). 

For example, one participant noted, "In my department, we all support each other in using our 

flexible hours. It creates a culture where we all feel we can take advantage of these policies without 

judgment." Such collective support within teams reinforces the effectiveness of WLB policies and 

promotes a more committed workforce. 

4.4 Theme 4: Personalization of WLB Policies 

Some participants expressed a desire for more personalized WLB options, noting that a "one-size-

fits-all" approach was insufficient. Employees in unique roles or with specific personal needs felt 

that tailored WLB policies would better support their work-life balance. These findings align with 

Brough and O’Driscoll (2018), who argue that personalized WLB policies are more effective in 

enhancing job satisfaction and organizational commitment. 

One employee remarked, "I wish there were options for part-time work or job-sharing. My 

responsibilities at home are different from my colleagues, and a personalized approach would help 

me more." This feedback underscores the necessity for organizations to adapt their policies to cater 

to the diverse needs of their workforce. 

5 Discussion 

The findings reveal that employees’ perceptions of WLB policies significantly influence their job 

satisfaction and organizational commitment. Flexibility emerged as a fundamental component, 

with flexible work arrangements contributing to higher job satisfaction. This result aligns with past 

studies showing that employees who can balance work and personal responsibilities report higher 

well-being (Shockley et al., 2017). Additionally, supportive supervisors play a vital role in 

enhancing organizational commitment, as employees feel more loyal when they perceive their 

supervisors as understanding and accommodating. 

Organizational culture and consistent policy application also contribute to positive WLB 

perceptions. The findings underscore the importance of fostering an organizational culture that 

values work-life balance and applies policies equitably. This is particularly relevant in diverse 

work environments where the understanding and implementation of WLB policies can vary 

significantly across departments (Kinnunen et al., 2020). 

Finally, personalized WLB policies were highlighted as a potential improvement, suggesting that 

organizations may benefit from customizing policies to address the unique needs of individual 

employees. Such customization can enhance employee satisfaction and organizational 
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commitment, ultimately leading to better retention rates and productivity. 

5.1 Conclusion and Recommendations 

This study contributes to the understanding of how employee perceptions of WLB policies 

influence job satisfaction and organizational commitment. The findings underscore the importance 

of flexibility, supportive supervision, and consistent policy application in shaping positive WLB 

perceptions. To enhance job satisfaction and commitment, organizations should Offering options 

like remote work and flexible hours can significantly enhance employee satisfaction and reduce 

stress. Training supervisors to recognize and support WLB needs can improve employee loyalty 

and commitment. A culture that values WLB ensures consistent application of policies, which 

positively influences employee perceptions. Customizing policies to accommodate individuals. 
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