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ABSTRACT 

The relationship between work-life balance and job satisfaction remains a critical area of inquiry in 

organizational research. This study aims to identify the relationship between work-life balance and job 

satisfaction among Malaysian nurses. In order to achieve the objectives of this research, a study was conducted 

in a private hospital in southern Malaysia with a total of 56 respondents. This study used a quantitative 

research design, a questionnaire to collect data, and a non-probability sampling technique. To measure the 

level of work-life balance, a questionnaire of 10 items was conducted, while, for the level of job satisfaction, 

the Individual Job Satisfaction Questionnaire was used. The data was then analyzed using the Statistical 

Package for Social Sciences (SPSS) version 27. The findings revealed a high level of work-life balance and a 

moderate level of job satisfaction among the respondents. In addition, a weak positive correlation exists 

between work-life balance and job satisfaction. This study's limitation, such as the relationship between work-

life balance and job satisfaction, urges for a recommendation for future research that it should be interpreted 

cautiously due to methodological constraints including its cross-sectional design, reliance on self-reported 

measures, limited sample size (N=56), questionable representativeness, and analytical approach that did not 

control for potential confounding variables or explore subgroup differences.  
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INTRODUCTION 

Work-life balance (WLB) is defined as a state of equilibrium where individuals manage professional 

responsibilities and personal pursuits without overpowering the other (Dhas, 2015). According to Maharani 

and Haeha (2024), WLB refers to being aware of the different demands on time and energy, having the ability 

to allocate time and energy, and knowing what values need to be translated in making choices. WLB is a broad 

concept, including the right priority between work, ambitions, life, health, fun, leisure time, family 

development, and spirituality.  

At the individual level, WLB means combining work with other aspects of human life such as home, family, 

health, social activities and personal interests. From this perspective, WLB provides psychological well-being, 

self-worth, satisfaction levels, and overall harmony in an individual's life. Individuals who balance work and 

personal life are happier, healthier, and more creative. They also fulfil their desire for achievement and 

satisfaction in life. Arnott (2019) adds that an individual will only successfully deal with three areas of life 

simultaneously, namely in the family, at work, and in the local community, if he/she is provided with the 

appropriate psychological development and balance. However, the balance point is not the same for all 

individuals. The coordination of professional and non-professional life is possible if family and colleagues 

support the individual. 

At the organizational level, WLB means a suitable and conducive management system and personnel policy to 
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maintain a WLB for employees. It is also a source of solutions for organizations aiming to improve work-life 

quality. It means more development opportunities and increases in productivity and employee innovation. The 

most common instruments employers offer to help employees maintain a WLB are flexible working time, 

leave and allowances, and bonuses. 

Meanwhile, job satisfaction refers to the extent to which an employee is self-motivated and satisfied in his/her 

job. It occurs when employees feel they have a stable job, room to develop their career, and a good mix 

between work and personal life. That means they feel pleasant at work because the work meets their standards. 

Based on previous studies (Butler et al., 2009; Duffield et al., 2010), it is important to address how nurses' 

work environment, particularly scheduling flexibility and WLB, will affect job satisfaction. There is limited 

research in understanding and documenting nurses' job satisfaction and what can help improve it. It is vital to 

explore the potential impact of WLB on nurses' job satisfaction because there is a possible decline in the 

number of people joining such a profession. As employers and organizations understand what impacts job 

satisfaction, they may better understand if specific changes are needed to be implemented to retain their staff 

and improve the quality of their service. 

RESEARCH OBJECTIVES 

The study aims to achieve the following objectives: 

1. To identify the level of WLB among nurses at a private hospital in Southern Malaysia. 

2. To examine the level of job satisfaction among nurses at a private hospital in Southern Malaysia. 

3. To identify the relationship between WLB and job satisfaction among nurses at a private hospital in 

Southern Malaysia. 

LITERATURE REVIEW 

WLB has emerged as a critical determinant of employee well-being, organizational performance, and societal 

health, with research indicating an effective equilibrium between professional responsibilities and personal 

pursuits. At the individual employee level, it leads to improved physical and mental health (Aliasah et al., 

2020; Chakrabarty et al., 2020), enhanced job productivity and performance (Dousin et al., 2019; Krishnan & 

Loon, 2018), increased job satisfaction (Fidhdho & Larrasaty, 2024; Abdirahman et al., 2018), and developed 

spirituality and religiosity (Hashim & Fakhruddin, 2025; Aziz et al., 2021). On the other hand, at the 

organizational level, it increases employee retention (Sindhuja & Subramanian, 2020; Ambrose et al., 2020), 

reduces cost (Aziz et al., 2023; Rodríguez-Sánchez et al., 2020), and elevates organizational growth (Tkalych 

et al., 2020). 

Recent literature highlights the importance of WLB among nurses, a profession characterized by high stress 

and demanding responsibilities. Initially, WLB was a significant challenge for nurses, and various factors 

influenced it. Job demands, including high workloads, long hours, and psychological pressures, contribute to 

work-life imbalance (Ng et al., 2017; Son & Jung, 2019). In contrast, a study in Padang, Indonesia reported 

high levels of WLB among female nurses, indicating their ability to effectively manage time between work and 

personal life (Luthfia et al., 2021). 

Additionally, studies on understanding and improving job satisfaction among nurses are vital to enhancing 

organizational performance and patient care. Research on job satisfaction among nurses has shown varying 

levels, from low to moderate (Khunou & Davhana-Maselesele, 2016; Haile et al., 2017). Work environment, 

spiritual factors, and motivation significantly impact nurses' job satisfaction, with high satisfaction leading to 

improved patient care quality and reduced burnout (Yanriatuti et al., 2019). In critical care settings, factors 

such as shift patterns, autonomy, staffing resources, and teamwork positively affect job satisfaction, while job 

stress and emotional exhaustion negatively impact it (Dilig-Ruiz et al., 2018). 

Further, recent studies have explored the relationship between WLB and nurse job satisfaction. Although not 
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always significantly positive, WLB has been found to influence job satisfaction. A positive correlation between 

quality of work-life and job satisfaction has been observed, with factors such as professional status and work 

context playing important roles (Dargahpour et al., 2022; Morsy & Sabra, 2015). WLB has also been linked to 

nurse retention, with job satisfaction partially mediating this relationship (Aamir et al., 2016). However, 

studies indicate that only a small percentage of nurses report high levels of WLB and person-job fit (Badran & 

Khalaaf, 2022). These findings suggest that healthcare organizations should consider implementing policies to 

improve WLB and job satisfaction to enhance nurse retention and overall job performance. 

METHODOLOGY 

Research Approach 

This study uses a quantitative approach. Allison (2002) states that the quantitative approach is the best way to 

avoid error. Furthermore, the quantitative approach is more widely accepted, making it easier for respondents 

to make assessments to establish reliability and validity. In addition, the quantitative approach is appropriate 

for measuring the relationship between WLB and job satisfaction among nurses (McBurney, 1994). 

Sample and Sampling Techniques 

Sampling is a crucial process in research that involves selecting a subset of units from a larger population to 

conclude the whole group (Van Haute, 2021). There are two primary sampling methods: probability sampling, 

which uses random selection, and non-probability sampling, based on convenience or other criteria. The choice 

of sampling technique and sample size determination are critical decisions that affect the accuracy and 

generalizability of research results (Singh & Masuku, 2014). This study's target population consists of nurses at 

a private hospital in Southern Malaysia. In order to determine the sample size, the researchers used Krejcie and 

Morgan's (1970) table. As a result, the sample in this study involved 56 nurses in the said hospital. The sample 

was determined using a non-probability sampling technique with saturated sampling. This technique involves 

all population members are used as a sample. A saturated sample can also be referred to as a census because all 

members of the nursing population involved are sampled.  

The Questionnaire 

This study uses primary data. Primary data is obtained through surveys using questionnaires. Nurses from a 

private hospital in Southern Malaysia were approached to complete the survey through a Google Form. The 

questionnaire used Google Forms because it is practical, convenient, and transparent. Respondents are required 

to answer all questions. The questionnaire has 31 questions. Part A covers the respondents' demographic 

information, including their gender, age, job experience, and level of education. Part B covers 10 questions 

related to WLB regarding their ability to manage time and energy to meet personal and professional 

responsibilities. There are three factors included in the question which are the balance factor, the life factor, 

and the environment factor at the workplace. Finally, Part C covers a total of 14 questions that are related to 

job satisfaction, which measures job contentment and associated elements. All questions are closed-ended. The 

responses were measured using the 5-point Likert scale, which ranges from strongly unlikely to strongly likely. 

Data Analysis 

The researchers used Statistical Software Package for Social Sciences (SPSS) version 27 to analyze data entry 

and statistical analysis. Descriptive analysis of frequency, percentage, mean, and standard deviation is used to 

compare demographic information with job satisfaction. The relationship between quantitative variables was 

evaluated using the Pearson correlation coefficient. A value of P ≤ 0.05 was used to determine statistical 

significance.  
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Fig. 1 Value of Pearson’s correlation 

RESEARCH FINDINGS 

Level of Work-Life Balance 

TABLE I FINDINGS ON THE DESCRIPTIVE ANALYSIS FOR LEVEL OF WORK-LIFE BALANCE 

 N Minimum Maximum Mean Std 

Deviation 

Mean B 56 1.40 4.80 3.7054 .54687 

Valid N 

(listwise) 

56     

 

Table I shows the findings on the level of WLB among the respondents. The data reveals that the mean score 

of WLB as high, at 3.70, and the standard deviation at .546. The high score means the respondents could 

effectively divide work time and rest time, particularly regarding physical, mental, personal life, and work 

environment. 

Level of Job Satisfaction 

TABLE II FINDINGS ON THE DESCRIPTIVE ANALYSIS FOR LEVEL OF JOB SATISFACTION 

 N Minimum Maximum Mean Std Deviation 

Mean C 56 1.71 5.00 3.4401 .62860 

Valid N 

(listwise) 

56     

 

Table II shows the findings on the respondents' job satisfaction levels. The data reveals a mean score of 3.44 

on a 5-point scale, indicating a moderate level of job satisfaction. The standard deviation is .628, suggesting 

relatively consistent responses among participants with limited variability in job satisfaction levels.  

Relationship between Work-Life Balance and Job Satisfaction 

TABLE III COEFFICIENT CORRELATION BETWEEN WORK-LIFE BALANCE AND JOB SATISFACTION 

Work-Life Balance and Job Satisfaction r Sig N 

0.132** .332 56 

**Correlation is significant are over 0.01 level 

Table III shows the relationship between WLB and job satisfaction among respondents. The statistical analysis 

revealed a weak positive correlation between WLB and job satisfaction (r = 0.132, p < .01, N = 56). This 

correlation coefficient indicates that while there is a statistically significant relationship between these two 
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variables, the strength of this association is relatively modest. The significance level (p < .01) confirms that 

this weak relationship is unlikely to have occurred by chance. 

RESEARCH DISCUSSION 

Level of Work-Life Balance 

The findings of this study show that although the respondents have too much work to do, they do not consider 

that their work puts pressure on their personal lives. This shows that they have a balanced WLB and stay 

healthy. Even though they are bound by daily and overtime works, that does not prevent them from doing the 

things they like after the end of working hours. They were able to spend time on personal matters without 

being tied to matters at work. This finding however, differ from those reported by Ng et al. (2017) and Son and 

Jung (2019). Nonetheless, it parallels with the study found by Luthfia et al. (2021). 

Level of Job Satisfaction 

The research findings (M = 3.44, SD = 0.628) indicate a moderate level of job satisfaction among the 

respondents studied. This finding provides valuable insight into the workplace climate, suggesting neither 

widespread dissatisfaction nor exceptional enthusiasm but a generally positive outlook. There are two types of 

job satisfaction found in the dimension, i.e., affective and cognitive. Affective job satisfaction refers to the 

individual's emotional reaction to their job while cognitive focuses on the level of the respondents’ satisfaction 

in certain aspects of their job such as overtime, personal matters, or family matters. These findings correspond 

to those observed in previous studies such as Haile et al. (2017) due to various factors such as work 

environment, spiritual factors, motivation (Yanriatuti et al., 2019), shift patterns, autonomy, staffing resources, 

and teamwork (Dilig-Ruiz et al., 2018). 

Relationship between Work-life Balance and Job Satisfaction 

The weak positive correlation (r = 0.132) suggests that WLB is associated with job satisfaction, but the 

relationship is not as strong as expected. The low r-value (0.132) indicates that WLB, while significant, 

explains approximately 1.74% (r² = 0.0174) of the variance in job satisfaction among respondents. This finding 

corroborates with previous studies by Dargahpour et al. (2022) and Morsy and Sabra (2015). The finding 

further suggests that job satisfaction is a complex construct influenced by multiple factors beyond WLB alone. 

Context factors such as the industry-specific dynamics might influence the modest correlation. The sample (N 

= 56) may represent a specific sector, i.e., a private hospital in Southern Malaysia where WLB affects job 

satisfaction differently than in other industries. Besides, cultural or organizational norms, such as prevailing 

attitudes toward work in the said organization, moderate how WLB translates to satisfaction. Finally, 

differences in personal values and career priorities among respondents could affect how strongly WLB 

influences their job satisfaction. 

Research Limitation 

 

The present research provides valuable insights into the relationship between WLB and job satisfaction. 

However, several important limitations must be acknowledged to contextualize the findings appropriately. 

First, in terms of methodological limitation, the correlational nature of this cross-sectional study represents a 

significant limitation as it captures only a snapshot of the WLB and job satisfaction relationship at a single 

point in time. This design prevents the establishment of causal relationships and temporal ordering between 

variables. WLB may influence job satisfaction, but job satisfaction could also affect perceptions of WLB, and 

unmeasured third variables could influence both. The temporal dynamics between these constructs remain 

unexplored, limiting our ability to understand how the relationship evolves or responds to changing life and 

career circumstances. The study relied heavily on self-reported WLB and job satisfaction measures, 

introducing potential response biases, including social desirability and common method variance. Respondents 

may have consciously or unconsciously responded in ways they perceived as socially acceptable or desirable 

rather than reflecting their true experiences. 
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Additionally, the specific instruments used to measure these constructs may capture only certain dimensions 

while potentially overlooking others, leading to an incomplete assessment of these multifaceted concepts. 

WLB, in particular, is a complex construct encompassing objective conditions and subjective perceptions, and 

our measurement approach may not have adequately captured this complexity. With a relatively small sample 

size (N = 56), the statistical power of the analysis may be insufficient to detect more minor effects or more 

complex relationships between variables. This limitation is particularly relevant when considering potential 

moderating or mediating factors influencing the primary relationship under investigation. The modest sample 

size increases the risk of missing meaningful relationships that exist in the population but were not detected in 

this study's analysis. The sample size also limited the ability to conduct more sophisticated analyses that might 

have revealed subtle patterns in the data. 

Second, the sample size of 56 respondents raises substantial questions about how representative the findings 

are of the broader working population. The demographic composition of the sample may not adequately reflect 

the diversity of workforce characteristics across different sectors, regions, or cultural contexts. This limitation 

to representativeness affects the external validity of the study's findings and constrains the ability to generalize 

beyond the specific characteristics of the sample. Without a diverse and representative sample, important 

variations in how different demographic groups experience the relationship between WLB and job satisfaction 

remain unexplored. The sample may be drawn from similar organizational contexts or industries, limiting the 

generalizability of findings across diverse workplace settings with varying norms, expectations, and structures 

related to work-life policies. Organizational culture and industry-specific practices can significantly influence 

WLB and job satisfaction, yet this study may not have adequately captured this contextual diversity. Without 

representation from various workplace environments, understanding how organizational factors influence the 

relationship between WLB and job satisfaction remains incomplete. 

Finally, in terms of analytical limitations, the study's analysis did not control for potentially confounding 

variables such as demographic factors (age, gender, family status), career-related variables (job tenure, 

hierarchical position, career stage), organizational factors (company size, industry, organizational culture), or 

individual difference variables (personality traits, coping mechanisms, resilience). These omissions may result 

in an incomplete understanding of the relationship between WLB and job satisfaction. These unmeasured 

variables may influence the observed correlation coefficient, potentially masking more complex relationships 

or even spurious associations. Without controlling for these factors, the study cannot isolate the unique 

contribution of WLB to job satisfaction. The study did not investigate whether the relationship between WLB 

and job satisfaction differs across subgroups based on demographic or professional characteristics, potentially 

masking important variations within the sample. Different demographic groups or professional cohorts may 

experience the relationship between WLB and job satisfaction differently, but this study's analysis treated the 

sample as homogeneous. This approach may obscure meaningful differences between subgroups and limit 

understanding of how personal and professional characteristics moderate the relationship between our variables 

of interest. 

Moreover, the analytical approach assumed a linear relationship between variables, potentially overlooking 

more complex nonlinear patterns or threshold effects in how WLB relates to job satisfaction. There may be 

critical thresholds or inflexion points in the relationship that this study's correlation analysis could not detect. 

For instance, WLB may have diminishing returns or even curvilinear effects on job satisfaction that would 

require more sophisticated analytical techniques to identify. While appropriate for an initial investigation, the 

simplicity of this study's analytical approach limits the ability to uncover more refined relationships between 

the variables.  

RECOMMENDATION 

Future studies should employ robust longitudinal research designs with multiple measurement points to better 

understand the directionality of the relationship between WLB and job satisfaction. Longitudinal approaches 

allow researchers to examine how this relationship evolves over time and across career stages, whether 

interventions to improve WLB yield subsequent changes in job satisfaction and the stability or volatility of 

both constructs over extended periods. By collecting data at multiple time points, researchers could establish 

temporal precedence and provide more substantial evidence for causal relationships, addressing a fundamental 
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limitation of the current cross-sectional design. 

In addition, researchers should develop more comprehensive measurement approaches that capture the full 

complexity of WLB and job satisfaction. This would involve utilizing multi-dimensional measures that 

acknowledge the various facets of these constructs and incorporating both subjective and objective indicators 

where possible. Experience sampling methods could capture real-time experiences rather than relying solely on 

retrospective assessments, which are subject to recall biases. Additionally, measurement instruments should be 

validated across diverse populations and contexts to ensure they function equivalently across different 

demographic groups and cultural settings, enhancing the generalizability of findings. 

Future studies would also benefit from applying more sophisticated analytical techniques to account for the 

complex relationship between WLB and job satisfaction. Structural equation modelling could simultaneously 

test complex relationships among multiple variables, including potential mediators and moderators. 

Hierarchical linear modelling would be valuable for accounting for nested data structures, such as employees 

within teams and teams within organizations. Latent profile analysis could identify distinct patterns in how 

individuals experience and manage work-life boundaries, moving beyond simple linear relationships to 

recognize different typologies of WLB experiences and their differential effects on job satisfaction. 

Additionally, future research should investigate the mediating mechanisms through which WLB influences job 

satisfaction. Potential exploration pathways include reduced role conflict and stress, enhanced recovery 

experiences, improved psychological detachment from work, greater control and autonomy, and better physical 

and mental health outcomes. Understanding these mediating processes would provide valuable insights into 

why and how WLB affects job satisfaction, moving beyond simple bivariate relationships to a more process-

oriented understanding. This knowledge would be particularly valuable for designing targeted interventions 

focusing on the most influential pathways. Also, studies should explore moderating factors that may strengthen 

or weaken the relationship between WLB and job satisfaction. These moderators could include individual 

difference variables (such as work centrality, family involvement, and boundary management preferences), 

organizational factors (including supportive supervision, organizational culture, and formal policies), 

occupational characteristics (job demands, job resources, schedule flexibility), and life stage and family 

structure variables. Identifying these moderating influences would help explain the heterogeneity in how 

individuals experience the connection between WLB and job satisfaction, potentially accounting for the 

relatively modest correlation observed in the current study. 

Furthermore, future research should investigate industry-specific dynamics to understand how WLB and job 

satisfaction vary across different industries and sectors, various occupational groups with different work 

demands and structures, and organizations with different sizes, structures, and resource constraints. Different 

professional contexts may create unique challenges and opportunities for achieving WLB, and understanding 

these contextual factors would enhance the practical relevance of research findings. Industry-specific studies 

allow for more tailored recommendations that account for the particular characteristics of different work 

environments. 

Future studies should adopt mixed-methods approaches to complement quantitative findings with qualitative 

insights. This methodological integration would provide a richer contextual understanding of how individuals 

experience work-life balance, capture the complexity and subjectivity of work-life balance and job satisfaction 

constructs, identify novel factors and relationships not captured by existing quantitative measures, and generate 

new theories and hypotheses for further testing. Qualitative approaches, such as in-depth interviews and focus 

groups, could uncover detailed aspects of the WLB experience that may be missed by standardized 

questionnaires, offering a more holistic understanding of these phenomena. 

By addressing these recommendations, future research can develop a more comprehensive understanding of 

the complex relationship between WLB and job satisfaction. This enhanced knowledge would inform more 

effective organizational policies and individual strategies for enhancing both domains, benefiting employees, 

organizations, and societies more broadly. The modest correlation observed in the current study suggests there 

is much more to learn about this relationship, and these recommended research directions provide a roadmap 

for advancing our understanding in meaningful ways. 
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CONCLUSION 

In conclusion, the data obtained from this study will help the organization and the respondents measure their 

WLB and job satisfaction. Even so, for the next generation of researchers, a suggestion that can be added is to 

consider the intricacies of a multiracial work environment. The ability of these results to provide constructive 

feedback on the relationship between the two dimensions, as found in the research conducted, in addition to 

fostering higher work performance in the organization, highlighting the need and balance between work and 

life. 

REFERENCES 

1. Aamir, A., Hamid, A. B. A., Haider, M., & Akhtar, C. S. (2016). Work-life balance, job satisfaction 

and nurses retention: Moderating role of work volition. International Journal of Business Excellence, 

10 (4), 488-501. 

2. Abdirahman, H. I. H., Najeemdeen, I. S., Abidemi, B. T., & Ahmad, R. (2018). The Relationship 

between Job Satisfaction, Work-Life Balance and Organizational Commitment on Employee 

Performance. https://ir.uitm.edu.my/id/eprint/29378/1/29378.pdf  

3. Aliasah, M. W. S., Abdullah, Z., & Shafee, S. (2020). The impact of the work-life balance on work 

motivation among the non-academic employees of public higher learning institutions in malaysia. The 

Malaysian Journal of Social Administration, 14(2), 1–18. 

https://jati.um.edu.my/index.php/MJSA/article/view/26984/12345  

4. Allison, D. B. (2002). Quantitative Methods in Psychology. In H. E. Adams & P. B. Sutker (Eds.), 

Comprehensive Handbook of Psychopathology (3rd ed., pp. 3-49). Springer. 

5. Ambrose, D., Nazri, M., Khin, E. W. S., & Lee, S. T. (2020). The Relationship Between Work-Life 

Balance and Employees Retention Among Employees at Klang Valley Area in Malaysia. International 

Journal of Multidisciplinary and Current Educational Research (IJMCER). 

https://www.ijmcer.com/wp-content/uploads/2023/07/IJMCER_WW02504240426.pdf  

6. Arnott, J. (2019). Work-Life Balance: A Case Analysis of Coping Strategies Adopted by Nigerian and 

British Working Mothers. PhD thesis, University of Huddersfield. 

7. Aziz, N. N. A., Yazid, Z. N. A., Tarmuji, N. H., Samsudin, M. A., & Majid, A. A. (2021). The Role of 

Religiosity on Work-Family Conflict, Work-Family Enrichment and Well-Being among Muslim 

Women Academicians in Malaysia. International Journal of Academic Research in Business and Social 

Sciences, 11(3). https://doi.org/10.6007/ijarbss/v11-i3/8807  

8. Aziz, R. A., Munap, R., Nor, S. M., Zakir, N. F. M., Jufri, N. N., & Kadir, M. N. A. (2023). A case 

study of a service organisation in malaysia: employees’ work-life balance, work commitment & 

leadership style on job satisfaction during remote working. Advanced International Journal of Business, 

Entrepreneurship and SMEs, 5(15), 31–40. https://doi.org/10.35631/aijbes.515004  

9. Badran, F. M. M., & Khalaaf, D. A. (2022). Work-life balance and its relation to person-job fit among 

staff nurses. Evidence-Based Nursing Research, 4(3), 87-93. 

10. Butler, S. S., Brennan-Ing, M., Wardamasky, S., & Ashley, A. (2009). Determinants of longer job 

tenure among home care aides: What makes some stay on the job while others leave? Journal of 

Applied Gerontology, 28(6), 733-754. 

11. Chakrabarty, D., Chatterjee, S., & Giri, A. (2020). Impact of Work Life Balance on Economic and 

Sustainable Growth of Teaching Staff: An Empirical Study with reference to Higher Education 

Institutions in India. In Journal Of Critical Reviews. 

https://www.jcreview.com/admin/Uploads/Files/61ceaeaecc1c43.54705151.pdf  

12. Dargahpour, M., Jalali, P., & Mohammadi, M. (2022). The relationship between quality of work life 

and job satisfaction among nurses in a teaching hospital in 2020. Evidence Based Health Policy, 

Management and Economics, 6 (3), 188-196. 

13. Dhas, D. B. (2015). A report on the importance of work-life balance. International Journal of Applied 

Engineering Research, 10(9), 21659-21665. 

14. Dilig-Ruiz, A., MacDonald, I., Varin, M. D., Vandyk, A., Graham, I. D., & Squires, J. E. (2018). Job 

satisfaction among critical care nurses: A systematic review. International journal of nursing studies, 

88, 123-134. 

http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS | Volume IX Issue VI June 2025 

Page 120 www.rsisinternational.org 

 

 

 

 

15. Dousin, O., Collins, N., & Kler, B. K. (2019). Work-Life Balance, Employee Job Performance and 

Satisfaction Among Doctors and Nurses in Malaysia. International Journal of Human Resource Studies, 

9(4), 306. https://doi.org/10.5296/ijhrs.v9i4.15697  

16. Duffield, C., Roche, M., O'Brien-Pallas, L., Catling-Paull, C., & King, M. (2010). Nursing unit 

managers, staff retention and the work environment. Journal of Clinical Nursing, 19(1-2), 23-33. 

17. Fidhdho, E. A., & Larrasaty, A. L. (2024). The effect of work life balance on job satisfaction moderated 

by work motivation. Mantik Journal, 7(4), 2685–4236. 

https://www.ejournal.iocscience.org/index.php/mantik/article/view/4611  

18. Haile, D., Gualu, T., Zeleke, H., & Dessalegn, B. (2017). Job satisfaction and associated factors among 

nurses in East Gojjam Zone public hospitals northwest Ethiopia, 2016. Journal of Nursing and Care, 6 

(3), 1-6. 

19. Hashim, N. A. & Fakhruddin, F. M. (2025). Work-Life Balance in the Workplace: A Case of S 

Company in Beranang, Selangor, Malaysia. International Journal of Research and Innovation in Social 

Science (IJRISS), 9 (2), 4012-4026. 

20. Khunou, S. H., & Davhana-Maselesele, M. (2016). Level of job satisfaction amongst nurses in the 

North-West Province, South Africa: Post occupational specific dispensation. curationis, 39 (1), 1-10. 

21. Krejcie, R. V., & Morgan, D. W. (1970). Determining sample size for research activities. Educational 

and psychological measurement, 30(3), 607-610. 

22. Krishnan, R., & Loon, K. W. (2018). The Effects of Job  Satisfaction and Work-Life Balance on 

Employee Task Performance. International Journal of Academic Research in Business and Social 

Sciences, 8(3). https://doi.org/10.6007/ijarbss/v8-i3/3956  

23. Luthfia, S.A., Rahmi, F., & Sembiring, L.S. (2021). Work-Life Balance Perawat Wanita di RSUP 

Padang. Journal of Management Sciences, 1(3), 113-123. 

24. Maharani, R., & Haeba Ramli, A. (2024). The Roles of Family-Supportive Supervisor Behaviour, 

Work-Life Balance, Job Satisfaction, Motivation, and Job Performance Among Married Private 

Employees. Journal of HRM, 27(1). 

25. McBurney, D. H. (1994). Research Methods (3rd ed.). Brooks/Cole Publishing Company. 

26. Morsy, S. M., & Sabra, H. E. (2015). Relation between quality of work life and nurses job satisfaction 

at Assiut university hospitals. Al-azhar assiut medical journal, 13(1), 163-171. 

27. Ng, L. P., Chen, I. C., Ng, H. F., Lin, B. Y., & Kuar, L. S. (2017). Influence of job demands and job 

control on work–life balance among Taiwanese nurses. Journal of nursing management, 25(6), 438-

448. 

28. Rodríguez-Sánchez, J.-L., González-Torres, T., Montero-Navarro, A., & Gallego-Losada, R. (2020). 

Investing Time and Resources for Work–Life Balance: The Effect on Talent Retention. International 

Journal of Environmental Research and Public Health, 17(6), 1920. 

https://doi.org/10.3390/ijerph17061920  

29. Sindhuja, K., & Subramanian, S. S. (2020). Impact of Work-Life Balance on Employee Retention- A 

Study on Banking Sector. Shanlax International Journal of Management, 7(3), 78–81. 

https://doi.org/10.34293/management.v7i3.1629  

30. Singh, A. S., & Masuku, M. B. (2014). Sampling techniques & determination of sample size in applied 

statistics research: An overview. International Journal of economics, commerce and management, 

2(11), 1-22. 

31. Son, D.M. & Jung, Y.I. (2019). The Effect of Work-Life Balance on Job Satisfaction and Turnover 

Intention of Hospital Nurses: Compared to Female Wage Workers. Korean Journal of Stress Research 

2019;27(3):268-276. DOI: https://doi.org/10.17547/kjsr.2019.27.3.268 

32. Tkalych, M., Snyadanko, I., Guba, N., & Zhelezniakova, Y. (2020). Social and Psychological Support 

for Personnel in Organisations: Work-Life Balance Programmes. Journal of Intellectual Disability - 

Diagnosis and Treatment, 8(2), 159–166. https://doi.org/10.6000/2292-2598.2020.08.02.10  

33. Van Haute, E. (2021). Sampling techniques: Sample Types and Sample Size. Research Methods in the 

Social Sciences: An A-Z of Key Concepts; Oxford University Press: Oxford, UK, 247. 

34. Yanriatuti, I., Fibriola, T. N., Beni, K. N., & Patarru’, F. (2019). Work Environment, Spiritual, and 

Motivational Factors Affecting Job Satisfaction among Hospital Nurses: A Systematic Review. Journal 

Ners, 14(3), 227–230. https://doi.org/10.20473/jn.v14i3.17107 

http://www.rsisinternational.org/

