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Abstract
The aim of this study is to examine the mediating effect of organizational commitment on the relationship
between work-life balance and intention to leave. The study population consists of (800) working women in
King Abdullah University Hospital (KAUH). To collect the primary data a questionnaire survey was distributed
to (200) working women, from them (144) questionnaires were returned. The study used linear regression and
path analyses to test hypotheses. The study findings revealed that; there is a significant relationship between
work-life balance and intention to leave, there is a significant relationship between work-life balance and
(affective, continuance and normative) commitment, but not with continuous commitment, there is a significant
relationship between (affective, continuance and normative) commitment and intention to leave. Finally,
affective commitment fully mediates the relationship between work-life balance and intention to leave, while
normative commitment partially mediates the relation. In light of these findings, the study recommends;
adoption of the work-life balance program in Jordanian hospitals to improve the commitment of working women,
and encourages Jordanian organizations to enhance the participation of employee in decision making and locus
of control to improve organizational commitment.
Keywords: intention to leave, organizational commitment, work-life balance
1. Introduction
Today, women occupy an important position in modern societies and contribute effectively in advancing and
developing their countries’ economy. Women have become a key partner of success in their organizations.
However, they face a big challenge due of their roles at work and home, they should do their best at work and
taking care their families when baking home. According to Ramos et al. (2015), work-family issues significantly
impacts employees’ quality of life and their workplace.
However, the work boundaries are changing rapidly. Nature of business, social structure and pace of
globalization have changed the approaches towards the business. Organizations are required in the modern
countries to perform their services in 24 × 7 hours. This creates ultimate pressures on employees which came
from increasing and extending working hours. This pressure results imbalance in the personal life of the
employees. Incompatibility between career responsibilities and the home obligations create stress and pressure,
especially among women that take home responsibilities their main priorities.About 40% of women married to
partners they don’t have adequate earning opportunities (Khatri et al., 1999). So they work for the purpose of
improving the financial situation of the family (Hattar-Pollara & Dawani, 2006). Many of the problems began to
appear in most of the families in which both husband and wife are working due to the fatigue experienced by
women. Most studies have indicated that working mothers are more vulnerable to conflict than non-working
mothers (Biller, 1993).
The conflict between work and family life is "a form of conflict between the roles where pressures in work and
family life are not compatible with each other in some respects (Lyness & Judiesch, 2008). So, the participation
in the work or family role will be more difficult as a result of participating in the role of the family or work
(Greenhaus & Beutell, 1985).
Because of this, women made strides to have a more flexible treatment in the workplace in terms of working
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hours and the establishment of units for the care of children in the workplace and work-sharing arrangements;
but they still face social pressure to comply with standards that force them to be ideal mother and ideal employee
and so on a daily basis (Hattar-Pollara & Dawani, 2006). According to Kaur (2004), there is a growing trend for
women to leave the work at marriage and the birth of children to take care of their husband and children in Asian
countries. Women working in the Middle East are not an exception to the rule, the perfect balance between work
and personal life remains the most important challenge faced by women as they are first responsible for the
welfare of their families and care for their children (Abu Raddaha et al., 2012).
Hence, this study came to highlight the impact of work-life balance practices on intention to leave through
organizational commitment among Jordanian women working in King Abdullah University Hospital (KAUH).
1.1 Research Problem and Research Questions
Labor market in Jordan is described as unfriendly women environment. Jordan was ranked No. 140 out of 142
countries in the global gender gap report as the rate of the gender participating in the Jordanian labor market is
14% women against66% of men. Most of those working women (95%) concentrated in three economic sectors
out of thirteen which are: education and health; social work and public administration (Tamkeen fields for aid,
2015). These figures, logically, can indicate that much attention should be posed to working women, especially
in the health sector which seeks to achieve the superior position in the Middle East region, as those unemployed
women will become waste potentials.
More specifically, three reasons can be outlined for increasing attention and studying work-life balance: First,
technological advances focus on achieving flexibility in workplace and pressures faced by the employees at work
(Guest, 2001).Second, due to the great growth of – in particular - female employees who are married and have
children there is an increased research attention on how these families balance between work and family roles and
how these roles influence each other (Tatman, 2001). Finally, work values and attitude are changing with younger
generations putting less importance on their career and more interest to achieving a balance between work-life and
personal-life (Sturges & Guest, 2004).
Thus, the study seeks to answer questions that were formulated as follows:
1. Does the work-life balance influence intention to leave among working women in KAUH?
2. Does the work-life balance influence organizational (affective, continuance and normative) commitment
among working women in KAUH?
3. Does the organizational (affective, continuance and normative) commitment influence intention to leave for
employee among working women in KAUH?
4. Does the organizational (affective, continuance and normative) commitment mediate the relationship
between work-life balance and intention to leave among working women in KAUH?
1.2 Significance and Contribution
The significant of this study derived from the importance of the topic “the practice of work-life balance and its
impact on intention to leave among working women”. The main factor that leads to success of women in their
work is the ability of achieving balance between family obligations and work demands. The failure to achieve
this balance will negatively influence their duties towards home and work, which lead them to leave their job.
Moreover, the conflict between work and family is considered as an important issue for organizations and
individuals due to its association with negative results for both (Lyness & Judiesch, 2008). For example;
increased absenteeism and labor force turnover, low performance in the work place, and poor physical and
mental health (Lakshmi & Gopinath, 2013). Add to this, all organizations try to retain their employees, as losing
them means losing competent and knowledge or more specifically the competitive advantage that came from the
tacit knowledge. Medical field is the most field where tacit knowledge is considered very important for effe ctive
service (Aamir et al., 2016).
However, certain female pre-dominant occupations such as; nurses and teachers, does not afford to offer flexible
operating rights as part-time or varying time schedule, they are not supported in these positions. Cultural, social
norms and perceptions play an important role in the evolution or failure of the flexible working, the reason being
the prejudice purpose, which might be solved through the legislative means if already available or can be
created.
One important challenge face healthcare services is sustaining workforce, as the increasing trend in the
population worldwide increasing the demand for healthcare (Aamir et al., 2016). For this reason, current studies
in the health industry are paying attention to how to address the high cost of labor turnover and staff shortage
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(Chaaban, 2006). According to (Strachota et al., 2003), the cost of replacing one hospital nurse has been
estimated to be around $42,000 in Canada.
Despite of the significance of work-life balance, little attention is paid to this issue in the Arab world. A limited
number of studies have been conducted in Arab countries (include Jordan) to investigate the effect of work-life
balance on intention to leave among working women. Therefore the current study is carried out to fill the gap in
literature by investigating the impact of work-life balance on intention to leave and investigating the mediating
effect of organizational commitment on the relationship between work-life balance and intention to leave in
KAUH.
Therefore, the theoretical and practical importance of the study centered on the following points:
1. The study provides some valuable insights on organizational commitment and intention to leave among
working women in KAUH.
2. The study seeks to provide some knowledge to enrich the Arabic library and literature, which is a starting
point for new studies.
3. The content also may be of an interest to academic studies to fill the gap in the literature by focusing on
issues related to working women in Jordan.
4. The study findings can help managers in the reporting and decision making concerning knowledge
management practices.
2. The Objectives of This Study
The following specific objectives are set for this study:
1. Identify the influence of work-life balance on intention to leave among working women in KAUH.
2. Identify the influence of work-life balance on organizational (affective, continuance and normative)
commitment among working women in KAUH.
3. Identify the influence of organizational (affective, continuance and normative) commitment on intention to
leave among working women in KAUH.
4. Identify whether the organizational (affective, continuance and normative) commitment mediates the
relationship between work-life balance and intention to leave.
In conclusion, it can be said that a few studies have been conducted, considered all these three terms together.
However, they did not focus on female worker separately. In addition, most of the studies were based onwestern
developed countries. Thus, this study, which focused on female workers in Jordan, is different from these studies
as it aims to examine the relationship between work-life balance and intention to leave through organizational
commitment among working women in KAUH.
3. Literature Review
3.1 Theoretical Framework and Research Hypotheses
3.1.1 Work-life Balance
Work-life balance concept has caught fire in recent years, both in understanding and in public awareness. The
media, consultants and employers show a high level of interest in the policies of work-life balance. Moreover, it
has observed high growth in academic areas as well as other disciplines, which include; psychology, health, human
resource management, industrial relations, sociology, feminism, social policy, and economics (Shankar &
Bhatnagar, 2010).
Various researchers defined work-life balance in various ways. For example, Clark (2001) defines work-life
balance as a sense of satisfaction and accomplishment, what is required in the workplace and home better without
conflict or overlap between roles. According to Felstead et al. (2002) work-life balance is “the relationship
between cultural and institutional spaces and times of work and non-work in civilizations where income is
primarily created and distributed through labor markets”. Whereas, Voydanoff (2005) defines
work-family-balance as “a global assessment that work and family resources are sufficient to meet work and
family demands such that participation is effective in both domains”.
Another definition of the work-life balance was introduced by the Rigby and O'Brien-Smith (2010) that work-life
balance is a split of time between the work and personal life based on the priorities. In this definition, there are
clear indication between the time management for both lives, one is personal life and other is official life. The
priorities of the people may be different based on their perceptions, but the main thing is the consideration of both
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lives rather just focusing on the single one. Because if the focus is shifted to the single side of the life only, it is
likely that balance would go out and effectiveness of the life may be compromised (Owusu-Poku, 2014).The
balance between the work and life is essential for health and happy life, because extra time spend on the work leads
to work stress and extra time spend at home leads to the unsuccessful life.
3.1.2 Organizational Commitment
The concept of the organizational commitment has taken a considerable importance over years and become an
essential feature of the researches that are concerned with employees and organizations.
There are several definitions being introduced about organizational commitment. According to (Allen &
Meyer,1990) organizational commitment is a psychological state that combines an employee to an organization
that lead to reduce the turnover of employees. While (Meyer & Herscovitch ,2001) defined the organizational
commitment as a multidimensional approach in nature which intends to analyze the attitude of the employee for
the achievement of the organizational goals in addition to the membership’s willingness. Also, it has been defined
as a strong belief and acceptance of organization goals and principles with good performance and a strong desire to
stay in the organization (Elizur & Koslowsky, 2001).
As per the analysis of all these definitions presented above, there are several things which are common among
these definitions. One important factor, is the commitment of the employee to stay in the organization for a longer
period of time by providing a quality work with continuity. The other thing is the goal of the organization and goal
congruence. Organizational goals are the aims of the organizations, but the goal congruence is basically the unity
of goals, the goal of the employee and of the organization (Vigoda and Cohen, 2003). This means that employees
act in such a way that their goals are also attached to the goals of the organizations.
3.1.3 Organizational Commitment Models
3.1.3.1 Affective Commitment
According to Meyer and Allen (1997) affective commitment is “the employee’s emotional attachment to
identification with and involvement in the organization”. Affective commitment has been linked to positive
work-related behaviors like organizational citizenship behavior (Meyer et al., 2002). Affective commitment model
is linked with the wish of the employee to stay in the organization due to multiple reasons perceived by the
employees themselves. It is associated positively with organizational citizenship behaviors and negatively with
turnover cognitions. One important thing in this model is the concentration on the employee where the employee is
attempting to link his goals with the goals of the organization which is known as goal congruence (Aryee et al.,
2005).
3.1.3.2 Continuance Commitment
Continuance commitment occurs when an employee remains in organization because there are largely out of need,
as lack of alternatives or costs associated with leaving, such aslost income, or an inability to transfer skills and
education to another organization are the primary antecedents of continuance commitment (Meyer et al., 2002).
Continuance commitment is more focused on the analysis of the gains and losses that are associated with the
turnover, it is logical to assume that this restriction of options facing a choice to stay in organization. An individual
perceives the leaving of an organization a very costly, which can deprive him of the relations he or she had in the
organization, social costs with the decrease the loyalty of the person and high cost of getting a new job so there is
clear that too much costs are associated with the leaving an organization (Amble, 2006).
3.1.3.3 Normative Commitment
Normative commitment is more emotional and sense of liability based model as compared to the other than two
models discussed above. The basis of this model is different from the other two models and results in a more
positive way for the organization. Meyer and Allen
(1997) explain normative commitment as “a feeling of obligation to continue employment”. The employees
feeling of moral obligation to stay in the organization because they feel that the organization has spent a lot of the
resources in the grooming and the teachings of the employee. Which has put a liability on the employee to work for
the organization in the course of achievement of its objectives. The employees perceive themselves as owe the
organization to be loyal and work in achievement of the organizational objectives (Batt and Valcour, 2003). So,
factors such as; organizational socialization, a feeling of indebtedness, and need for reciprocity force employees to
be loyal and committed with the organization (Meyer and Allen, 1991).
3.1.3.4 Intention to leave
The increasing turnover has become the most critical issue in the organizations. Once the intention is created, it
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further develops, as long as the circumstances are not changed to favorable situation. This intention is called
intention to leave which is a state of mind where the person want to quit current working at a place in the
consideration of getting the other one in the near future.
The most important and immediate antecedent of turnover is the intention to quit (Elangovan, 2001). That drives
the most researchers to focus on turnover intention rather than actual turnover. The desire to leave the workplace
and the intent to quit are considered a strong indicator of labor turnover (Griffeth et al., 2000).
There are several definitions being introduced for intention to leave. According to Barak et al. (2001) intention to
leave means that a serious consideration of leaving the job at present. Meyer et al. (2002) justified turnover
intention as deliberate intent was already taken to leave the organization to find other alternatives in other
organizations. Aiken et al. (2002) defined it as a prediction of the future behavior because the intent is linked with
the future action, which is based on the behavior so it is very much integrated definition. It is clear that there have
been similarities in the definitions being proposed by the plenty of researchers.
3.1.3.5 Working Women in Jordan
Jordanian women reinforced their presence and participation in the field of economy and labor. The employment
statistical data in Jordan indicated that the participation rate of women aged 15 years and over has increased from
12.3% in 2002 to 14.9% in 2009. While
the rate of unemployment among female rose from 19.9% in 2004 to 26% in 2010 despite the high proportion of
educated females in Jordan.
Jordan human development report (2011) depicted that the Middle East and North Africa (MENA) territory
women make over 28 % of the total labor force which is very less compared to the figure of 43 %in the developing
countries on average. Jordanian Workers Observatory believes that the lack of tangible progress in the role of
women economically is due mainly to the repellant working conditions afflicting the Jordanian labor market
such as; long or irregular or non-elastic working hours, increased workloads, conflicts between people at work,
travel for long periods, job movements, presence of uncooperative supervisor or work in a non-supportive
organization (Abu Raddaha et al., 2012).
Generally, in the MENA area, the women in the private sector face challenges, such as; social habits the lack of
chance to get worthy jobs, lack of training and the money designated for that aim, restriction on movements and
discrimination in the workplace. The participation of women in the labor force is much less than men. Besides, the
rate of females possessing degrees, but still unemployed is three times more than males. This means wastage of the
resources. The advancement of the Jordanian female in academic perspective as compared to the males has been of
no use since the wage difference based on gender still prevails. Another matter of regret is the fact that the labor
market does not consider that men are paid more than the women, regardless the education level (Jordan human
development report, 2011).
In summary, the report displays the fact that men as employee are preferred more in the Jordanian labor market for
some reasons such as their ability to work for more and extensively long hours, no household duty is attached to
them and they can stay outside home for a longer period. On the other hand, women in Jordan opt for lesser
physical and lesser travelling jobs, which keep them closer to their houses. Female prefer to work within the
territory closer to their houses so that work and family could be managed.
3.2 Previous Studies
Kim (2014), “Work-Life Balance and Employees’ Performance: The Mediating Role of Affective Commitment”.
The study examined how work-life balance can affect the affective commitment and in-role performance in
Korea. Furthermore it was examined the role of affective commitment in work-life balance and in-role
performance. 520 questionnaires were distributed among the industrial workers in Korea, among them 293
contained valid responses. using structural equation modeling (SEM) and regression analysis to reach the
objectives. From the analysis, the study concluded that there is a direct relationship betwee n work-life balance
with affective commitment but not with in-role performance. However, affective commitment can affect the
in-role performance and hence, there is an indirect relationship between work-life balance and in-role
performance.
Padma and Reddy (2013), “Work Life Balance: Women Police Constables”.
The study examined the relationship between demographic features of women police constables with their work
life balance in India. The study also aimed to find out the demographic factors that affect the work life balance of
women police in India. 56 police constables were taken as sample for data collection, from whom required data
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was collected using a structured questionnaire. To accomplish the study objectives, Percentages, Factor Analysis,
One Sample t-test and ANOVA tests were used. The study identified three factors named Family issues, Personal
care issues and Work issues that affect work life balance.
Lee et al. (2013), “Predicting Quality of Work Life on Nurses’ Intention to Leave”.
The research examined the relationship between quality of work life and nurses’ intention to leave their
organization in Taiwan. The sample of the study was 1283 nurses from seven hospitals, which was selected
through purposive sampling. Data on demographic feature, intention to leave organization and others was
collected through a questionnaire, to analyze. The study used Descriptive analysis, Pearson’s correlations, and
the ordinal regression model to reach the findings. The study found that individual related features such as
marital status, education level etc. and work related features such as Work unit and teaching hospital are
correlated with nurses’ intention to leave their organization.
4. The Study's Hypotheses
The study hypotheses were formulated as follows:
H01: There is no significant relationship between work-life balance and intention to leave among working women
in KAUH.
H02: There is no significant relationship between work-life balance and organizational (affective continuance and
normative) commitment among working women in KAUH.
H03: There is no significant relationship between organizational (affective, continuance, and normative)
commitment and intention to leave among working women in KAUH.
H04: Organizational (affective, continuance and normative) commitment are not mediating the relationship
between work-life balance and intention to leave among working women in KAUH.
4.1 The Study Model
Based on previous literature, the following model is developed to discuss the relationship between work-life
balance and intention to leave in KAUH (Figure 1). In this model the independent variable is (work-life balance),
the dependent variable is (intention to leave). While the mediating variable is (organizational commitment).

Independent variable
Work-life balance

H1

Dependent variable
Intention to leave

Moderate variable
Organizational commitment
- Affective commitment
- Continuance commitment
- Normative commitment

H2

H3

Figure1. Research model based on theoretical framework
4.2 Research Methodology
4.2.1 Sample and Data Source
The target population of this study is the female employees in KAUH, which was approximately (800) working
females at the time of the study (according to KAUH human resource department). The sample frame comprised of
working women in KAUH at all degree levels, all departments, single and married, with at least one year experience
of being employed with KAUH. The sample of the current study consists of 200 employees, which represent 25% of
the study population. In this study, working women were chosen as a unit of analysis to achieve the goal of this study.
Out of (200) distributed questionnaires (160) were completed and returned. Then, 16 questionnaires were excluded
because of many missing information. Hence, (144) fully answered questionnaires were remained and furthered
used for analysis, yielded a response rate of (72%).
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4.2.2 Survey Instrument
Based on previous studies and empirical review, a questionnaire was developed to explore the relationship
between the work-life balance, organizational commitment and intention to leave using a sample of female
employees in KAUH.The questionnaire items were extracted from previous studies as shown in Table 1.
Table 1. The sources of the research variables
Variable
Work-life balance
Organizational commitment
Intention to leave

Source
Hayman (2005)
Meyer et al. (1993)
Miller (2007)

After developing the questionnaire in English language, the questionnaire was translated to Arabic language and
then back translated to ensure that the measures were translated correctly. Then, three business academics at
Yarmouk University reviewed the questionnaire in both languages. Some changes were done according to the
academic recommendations to get more clarity on the questionnaire wording. All constructs were measured
using five-point scale (Likert type) that ranged from (5) which refers to the highest degree, to (1) which refers to
the lowest degree. The final form of questionnaire was a 4 pages questionnaire in Arabic or English comprised
from two sections: The first section: Demographics: The demographic section was used to identify the
characteristics of the respondent (age, years of experience, job position, academic level, current marital st atus ,
number of children ) for descriptive purposes. The second section: Questionnaire main body: This section
includes the three variable dimensions: (2) dimensions of work-life balance (11 questions), (3) dimensions of
organizational commitment (18 questions), and intention to leave (6 questions).
4.2.3 Statistical Tools
The Statistical Package for Social Science (SPSS) version 20.0 was used to analyze the survey data. Several types
of statistical analysis have been performed; simple regression analysis used to test the main variables, and path
analysis used to test the effect of moderate variable.
4.2.4 Validity and Reliability
To examine the validity of the survey and to ensure no biases with multiple interpretations or inappropriate and
unclear wording, the items of the survey instrument were extracted from previous studies, translated from English
to Arabic then back translated and evaluated by three academics in business administration. Their comments and
recommendations were taken into consideration to improve some of the questionnaire items in a manner that fits
the study.
Reliability of the survey construct was established by calculating Cronbachs' Alpha coefficient .Obtaining (α ≥
0.60) considered in practice for management science and Humanities is acceptable in general (Sekaran and Bougie,
2003). Table (2) shows the results of Cronbachs Alpha for each dimension. As illustrates in Table (2), all variables
show satisfactory value of reliability. The reliability coefficient for the main content of the questionnaire values
ranged between (0.69) and (0.87), hence it is acceptance values.
Table 2. Cronbachs' Alpha coefficient results
Measured Variable
Work-life balance

Organizational commitment
Intention to leave

Dimensions
Work interference with
personal life
Personal life interference
with work
Affective commitment.
Continuance commitment.
Affective commitment.
Intention to leave

No. of items

Cronbachs' Alpha coefficient

7

0.87

4

0.71

6
6
6
6

0.80
0.78
0.79
0.69

5. Results and Analysis
5.1 Demographic Characteristic of the Sample
Six demographic characteristics were included in this study (age, educational level, marital status, position, years
of experience, and the number of children). The descriptions of demographic statistics are shown in Table (3). The
majority of the sample (69.5%) is less than 35 years of age. The percentage of bachelor degree respondents was
(58.3%) which is more than other respondents who have Diploma, Master and Doctorate (20.8%, 18.1%, and 2.8%
respectively). Table 3 also shows that the majority of the sample are married with 74.3%.
Most of the respondents work in nursing, which is normal, because the number of women who work in nursing
exceed other positions. More than half of respondents having 5 years’ experience and more. Almost half of the
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sample doesn’t have kids or they have one child only which may indicate that organizations in Jordan favored non
mother working women or mothers with more than one child prefer to stay home (Descriptive analysis ) .
The descriptive statistics are shown in Table (4). The mean of all the variables came moderately (close to three).
The level of work-life balance is medium, with a mean scores of work-life balance equals to (M = 3.40) and
standard deviation (SD = 0.83). The mean score of work-life balance two dimensions are (M = 3.76) and (M = 1.87)
which means that the respondents goes with work interference with personal life dimension of work-life balance.
The level of organizational commitment is medium (M = 3.32) and (SD = 0.54), and the level of intention to leave
is medium too (M = 3.32) and (SD = 0.78).
Table 3. Sample descriptive characteristics (n= 144)
Demographic elements
Age

Educational level

Marital status

Position

Years of experience

Number of children

Category
Less than 25
25- less than 35
35- less than 45
45 years and more
Diploma
Bachelor
Master
Professional degree (Doctorate)
Single
Married
Divorced
Widowed
Physician
Nurse
Managerial employee
Others
Less than 5
5- less than 10
10 years and more
None
One child
Tow Childs
Three Childs and more

Frequency
20
80
34
10
30
84
26
4
34
107
1
2
30
67
31
16
55
36
53
49
17
29
49

Percentage (%)
13.9
55.6
23.6
6.9
20.8
58.3
18.1
2.8
23.6
74.3
0.7
1.4
20.8
46.5
21.5
11.1
38.2
25.0
36.8
34.0
11.8
20.1
34.0

M
3.40
3.76
1.87
3.32
3.12
3.55
3.28
3.32

SD
0.83
0.91
0.47
0.54
0.71
0.78
0.76
0.78

Table 4. Descriptive Statistics for sample size (n=144)
Measured Variable
Work-life balance
Work interference with personal life
Personal life interference with work
Organizational commitment
Affective commitment.
Continuance commitment.
Affective commitment.
Intention to leave

n
144
144
144
144
144
144
144
144

5.2 Hypotheses Testing
Before conducting regression analysis skewedness and Kurtosis of the data was checked to ensure normality. The
results of skewedness and Kurtosis showed that none of the data set deviated from (Z = ±1.96).
5.2.1 The test of the First Hypothesis
Simple regression was used to test whether work-life balance predicts participant’s intention to leave. The result of
this test shown in Table (5). According to Table (5), the effect of work-life balance on intention to leave among
working women in KAUH is significant at level (α ≤ 0.05) (Sig = 0.000), this means that the work-life balance
affects the intention to leave among working women in KAUH. Based on this analyzing H 01 is rejected. The β
coefficient (Regression coefficient) equal to (β = 0.355). The positive sign for β coefficient indicate a positive
relationship between the two variables. Which means that; increasing in one unit in work-life balance will
increase in the level of intention to leave among working women in KAUH. The results also indicated that
work-life balance explained 11.5% of the variance in the intention to leave (R 2 = 0.115).
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Table 5. Simple regression test for the influence of work-life balance on intention to leave (n= 144)
Independent Variable
βconstant
βcoefficie nt
R
R2
Work-life balance
2.135
0.355
0.339
0.115
Dependent variable: Intention to leave (* significant level ≤ 0.05)
5.2.2 The Test of the Second Hypothesis

׀t׀
4.298

Sig.
0.000*

F
18.477

Sig.
0.000*

Simple regression was used to test whether work-life balance predicts participant’s (affective, continuance and
normative) commitment, the results of the tests are shown in Table (6). According to Table (6), the effect of
work-life balance on (affective and normative) commitment among working women in KAUH is significant at
level (α ≤ 0.05) (Sig. = 0.000) and (Sig. = 0.043) respectively. While the effect of work-life balance on
continuance commitment among working women in KAUH is not significant at level (α ≤ 0.05) (Sig = 0.650).
This means that the work-life balance affects the (affective and normative) but does not affect normative
commitment among working women in KAUH. Based on this results H02 is rejected for both (affective and
normative) commitment and accepted for continuance commitment.
The results showed that β coefficient for both (affective and normative) commitment equal to (β = -0.705) and (β =
-0.194) respectively. The negative sign for β coefficient indicates a negative relationship between independents
and dependent variables. While β coefficient for continuance commitment equal to (β = 0.045). The positive sign
for β coefficient indicates a positive relationship between independent and dependent variables.The results also
indicated that work-life balance explained 33.6 % of the variance in affective commitment (R 2 = 0.336), whereas it
explained 0.1 % of the variance in continuance commitment (R2 = 0.001) and it explained 2 % of the variance in
normative commitment (R2 = 0.020)
Table 6. Simple regression test for the influence of work-life balance on organizational commitment (n= 144)
Dependent variable
βconstant
βcoefficient
R
Affective commitment
5.297
-0.705
0.579
Continuance commitment
3.193
0.045
0.038
Normative commitment
3.845
-0.194
0.169
Independent variable: Intention to leave (* significant level ≤ 0.05)

R2
0.336
0.001
0.02

׀t׀
8.468
0.455
2.044

Sig.
0.000*
0.650
0.043

F
71.714
0.207
4.176

Sig.
0.000*
0.650
0.043

5.2.3 The Test of the Third Hypothesis
Simple regression was used to test whether participant’s (affective, continuance and normative) commitment
predicts participant’s intention to leave. The results of the tests are shown in Table (7).According to Table (7), the
effect of (affective, continuance and normative) commitment on intention to leave among female employees in
KAUH is significant at level (α ≤ 0.05) (Sig. = 0.000), (Sig. = 0.004) and (Sig. = 0.009) respectively. This means
that (affective, continuance and normative) commitment affects intention to leave among working women in
KAUH. Based on this results H03 is rejected. The results showed that β coefficient for (affective, continuance and
normative) commitment equal to (β = -0.334), (β = -0.211) and (β = -0.198). The negative sign for β coefficient
indicate a negative relationship between independents and dependent variables.
The results also indicated that affective commitment explained 15.2 % of the intention to leave (R2 = 0.152). While
continuance commitment explained 5.8 % of the variance in the intention to leave (R 2 = 0.058). Finally, normative
commitment explained 4.7 % of the variance in the intention to leave (R 2 = 0.047).
Table 7. Simple regression test for the influence of organizational commitment on intention to leave (n= 144)
Independent variable
βconstant
βcoefficient
R
Affective commitment
4.31
-0.334
0.389
Continuance commitment
4.046
-0.211
0.24
Normative commitment
3.97
-0.198
0.217
Independent variable: Intention to leave (* significant level ≤ 0.05)

R2
0.152
0.058
0.047

׀t׀
5.038
2.944
2.654

Sig.
*0.000
*0.004
*0.009

F
25.38
8.664
7.042

Sig.
*0.000
*0.004
*0.009

5.2.4 The Test of the Fourth Hypothesis
In order to test the fourth hypothesis, structural analysis (path analysis) has been used. The results are presented in
Table (8). As illustrated in the Table (8), the Sig. value, for mediation effects of affective commitment in the
relationship between work-life balance and intention to leave, turn out to be insignificant (Sig. = 0.071); this means
that affective commitment fully mediates the relation. While the Sig. value, for mediation effects of normative
commitment in the relationship between work-life balance and intention to leave, turn out to be significant (Sig. =
0.000); this means that normative commitment partially mediates the relationship between work-life balance and
intention to leave. So, Hypothesis 04 is rejected for both affective and normative commitment.
Because the result of regression test for the relationship between work-life balance and continuance commitment
was not significant the dimension (continuous commitment) excluded from path analysis.
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Table 8. Path analysis for the mediating effect of normative commitment between work-life balance and intention
to leave
The mediator

Predictors
Work-life balance

Affective
commitment

Work-life balance
Work-life balance +
Affective commitment
Work-life balance

Normative
commitment

Work-life balance
Work-life balance +
Normative commitment
(*significant level ≤ 0.05)

Dependent
variable
Affective
commitment
Intention to leave

Β coefficient

R2

׀t׀

-0.705

0.336

8.468

0.000*

71.714

0.000

0.355

0.115

4.298

0.000*

18.477

0.000

Intention to leave

0.179

0.171

1.82

0.071

14.553

0.000

-0.194

0.029

-2.044

0.043*

4.176

0.043

0.355

0.115

4.298

0.000*

18.477

0.000

0.325

0.141

3.934

0.000*

11.62

0.000

Normative
commitment
Intention to leave
Intention to leave

Sig.

F

Sig.

6. Discussion
The tests of the first hypothesis showed that there is a significant and positive relationship between work-life
balance and intention to leave, this means that the working women who have a balance between life and work
have intention to leave work, which considered contradictory result. Looking back to our measures of work-life
balance and the results of Table (4) can tell that the respondents believe that their work interference with their
personal life not the opposite. Which means that this result can be explained by the fact the respondents believe
that at any point of time when their work interfere with their personal life their intention to leave the organization
will become inevitable. The low value of R2 (R2 = 11.5%) indicates that there another factors rather than the
work-life balance influencing intention to leave. These results are similar to previous studies of (Huang et al., 2007)
and Noor (2011).
While the test of the second hypothesis showed that there are significant relationship between work-life balance
and (affective and normative) commitment but not with continuance commitment. Also, the results showed a
negative relation between work-life balance and (affective and normative) commitment. This result can be
explained by the fact that the respondents believe that their work interference with their personal life will decrease
their loyalty, and goal congruence Sakthivel and Jayakrishnan (2012). Similar result of the relationship between
work-life balance and continuance commitment was achieved by Kinnoin (2005) study. Finally, this study finding
of the relationship between work-life balance and normative commitment is consistent with Turnley and
Feldman(1999) findings. The results of R2 showed that affective commitment has the highest R2 compared with the
other two commitment models. Which means that work-life balance explained most of the variance in the affective
commitment.
Whereas the test of the third hypothesis showed that the relationship between the three models of commitment
(affective, normative and continuance) and intention to leave were significant and negative. This result can be
explained by the fact that; loyal and more attached employees with a consistent personal and organizational
objectives will definitely decrease employee’s intention to leave the organization. Add to this, the results showed
that affective commitment explains only (15.2%) of the variance in intention to leave, which was the highest R 2
among other models of commitment. This indicates that other factors affect this relation. The study of Kamel
(2013) showed similar results of this study regarding the relationship between affective commitment and intention
to leave.
Finally, path analysis that used to test the Forth hypothesis revealed that affective commitment fully mediate the
relation between work-life balance and intention to leave while normative commitment partially mediates this
relation. This result implies that the care granted from the organizations to their employees to develop them and to
help them to reach their personal objectives with regard that their work not interfere with their personal lifeis not
the only things that can guarantee that employees have no intention to leave. But parallel objectives that can be
found between employees and their organizations with no interfere of their job with their personal life can
guarantee that employees will remain in the organization. The full mediation result of affective commitment was
supported by Kamel (2013).
7. Conclusion
As stated earlier, the aim of this research is to investigate the mediating effect of organizational commitment on the
relationship between work-life balance and intention to leave among working women in KAUH.
This study raised a number of questions, and de veloped hypotheses related to the study variables. The study
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reached many results that contributed to solve the study problem, answer the study questions and its hypotheses.
The main results can be summarized as follows:
1. There was a significant relationship between work-life balance and intention to leave among working women
in KAUH.
2. There was a significant relationship between work-life balance and (affective and normative) commitment,
but the relationship was not significant with continuance commitment among working women in KAUH.
3. There was a significant relationship between (affective, continuance and normative) commitment and
intention to leave among working women in in KAUH.
Affective commitment has fully mediated the relationship between work-life balance and intention to leave,
while normative commitment has partially mediated the relationship between work-life balance and intention to
leave among working women in KAUH.
8. Recommendations
Based on the study results the researcher suggests the following recommendations:
1. The Jordanian hospitals should adopt work-life balance program, to improve the motivation and commitment
of women employees for better organizational performance. The recommended programs as safety, reward,
promotion, flexible hour, training, payment, childcare support, and parental leave.
2. Provide work-life balance program is necessary for women in Jordanian hospitals to increase job satisfaction
that leads to enhance commitment for organization and reduce intention to leave The Jordanian hospitals can
improve the financial support like salary level for employee to reduce the intention to leave.
3. The organizations must enhance the participation of employee in decision making and locus of control to
improved organization commitment.
4. Organization should give special attention to commitment its vision and goals in such a way that is consistent
with the employee values to enhance affective commitment.
5. Mangers should give special attention to the level of organizational commitment since it has a s ignificant
effect on intention to leave. The Jordanian hospitals can improve the financial support like salary level for
employee to reduce the intention to leave.
6. The organizations must enhance the participation of employee in decision making and locus of control to
improved organization commitment.
7. Organization should give special attention to commitment its vision and goals in such a way that is consistent
with the employee values to enhance affective commitment.
Mangers should give special attention to the level of organizational commitment since it has a significant effect
on intention to leave.
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