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Abstract: The work-life balance has become a much-discussed 

topic in today ‘s context in relation to many groups that are 

affected by many complexities and the highly demanding nature 

of the modern world. This research focused on doctors’ work-life 

balance in the Southern and Uva provinces in Sri Lanka. The 

study emphasized the impact of Time Management, Job 

Autonomy, Work Demands, and Family Demands on the work-

life balance of doctors. A quantitative questionnaire survey was 

conducted at Hospitals in Southern and Uva provinces which 

consisted of 128 respondents. The collected data were subjected to 

descriptive and inferential statistics. It is concluded that all the 

variables have a significant relationship with the work-life balance 

of doctors in these provinces. 
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I. INTRODUCTION 

he idea of WLB has gained significant attention in recent 

years in the literature on HRM. It places a focus on 

managing an individual's professional career, family 

obligations, and other personal activities well (Keelan, 2015). 

Furthermore, changes due to globalization, people's roles at 

work have also evolved (Joshi et al., 2002). Even if it is still 

viewed as being necessary, work is also important for 

increasing personal fulfillment. Therefore, the implementation 

of work-life benefits and programs in organizations is one of 

the driving forces that aid in the achievement of personal and 

professional goals (Joshi et al., 2002). This research 

emphasizes on the work-life balance of doctors in Sri Lanka 

considering a study conducted at National Hospital Kandy 

(A.J.P Jeyaseelan, P.P Premkumar, 2018). The survey 

highlights a significant relationship between the work 

environment, family environment, family and community 

groups, physical well-being, and mental well-being on the 

work-life balance of medical officers. 

The purpose of this study is to evaluate doctors' work-life 

balance in the context of the many difficulties they deal with on 

a daily basis while performing their professional duties. Sri 

Lanka’s healthcare system plays a vital role in view of 

economic development of the country by assuring the optimal 

health of its citizen. In addition, Sri Lanka is an excellent 

destination for medical tourism owing to high-quality medical 

expertise and care, minimal waiting lines, and affordable and 

freely accessible health care. In addition, it is a peaceful and 

popular tourist destination, with an ideal climate which makes 

it the perfect place to improve recuperation. 

The duties of a healthcare professional are extremely 

demanding. In general, this strongly demands long working 

hours, high stress, and limited work flexibility, with resulting 

adverse impacts on work-life balance, performance at work, 

and eventually on overall well-being. 

The medical profession has long been recognized as one of the 

most respected and prestigious professions. However recent 

studies suggest that increasingly lesser number of doctors 

believe their profession as desirable or satisfying and this trend 

is worsening (Taylor et al., 2005, Schernhammer and Colditz, 

2004, Clarke and Singh, 2004, Firth-Cozens, 2003, Burbeck et 

al., 2002). High work load, increased demands from patients 

and relatives, interference with family life, poor remuneration, 

restricted autonomy in practice and repeated exposure to 

extremes of human suffering have been cited as possible 

sources of discontent within the medical profession (Taylor et 

al., 2005, Schernhammer and Colditz, 2004, Clarke and Singh, 

2004, FirthCozens, 2003, Burbeck et al., 2002). Understanding 

the importance of work-life balance is crucial since it helps the 

Sri Lankan healthcare sector's human resource policy and WLB 

practices. 

This study's main assumption is that demands from the 

workplace invade employees’ personal lives and that these 

pressures are managed by achieving a balance between 

personal and professional responsibilities. Work-family 

conflict can arise as a result of the hard nature of balancing 

obligations such as childcare and housework with those at 

work. Doctors are likely to experience work-family conflict 

frequently. Yet, they must always make the correct clinical 

judgment Since this ultimately determines the fate of their 

patient. 

II. PURPOSE OF THE STUDY 

The purpose of this study was to analyze the factors influencing 

the work-life balance of the doctors working in hospitals of 

Southern and Uva provinces, Sri Lanka. Based on the discussed 

areas determining the work-life balance of professionals, we 

selected the following four factors for our study to establish the 

relationship with work-life balance. 

Objectives of the Study 

1. To identify the impact of Time Management on Work-

Life balance 

2. To identify the impact of Job Autonomy on Work-Life 

balance 

T 
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3. To identify the impact of Work Demands on Work-

Life balance 

4. To identify the impact of Family Demands on Work-

Life balance 

III. THEORETICAL BACKGROUND 

Work-Life Balance practices 

According to Gryzwacz and Carlson (2007), work-life balance 

is the accomplishment of role-related expectations that are 

discussed and shared by individuals and their role-related 

partners in their families and places of employment. The 

process of successfully maintaining a balance within an 

individual's three life spheres, such as employment, 

relationships, and personal life (Poulose & Sudarsan, 2014; 

Keelan, 2015). The primary WLB practice constructs and their 

results were emphasized in a number of research. According to 

the researchers' recommendations (Cegarra-Leiva et al., 2012; 

Greenhaus et al., 2003; Haar, 2013; Morganson et al., 2010; 

Noor, 2011), workplace policies and assistance in the form of 

WLB plans will improve employee well-being, organizational 

commitment, and job satisfaction. Workers may have the 

tendency to face personal conflicts if they are unable to balance 

the demand of their work and personal life. Moen et al. (2008) 

defined conflict as interference between work and family roles 

which generates tensions for the individuals as a direct outcome 

of incompatible pressures from an individual’s work and family 

role. Thus, organisations are encouraged to provide workplace 

policies that will enhance employee WLB which improves 

well-being and eventually boost organisational productivity 

and performance (Haar, 2013). 

There are few empirical investigations on WLB among Sri 

Lankan medical experts.The shift in the healthcare system from 

clinician-centered to patient-centered, which increased work 

pressure on doctors, was researched by Sibbald et al. in 

2000.their exhaustion and stress from job. Due to a lack of 

medical experts, an increase in patients, and a high-intensity 

daily clinical routine that includes lengthy work hours and 

working under time constraints, this problem is getting worse 

in Sri Lanka.  

Time Management 

In order to be successful person, ones should improve their self-

discipline maybe by managing personal schedule well. Roberts 

(1998) stated that most people think there are more things they 

need to do, or would like to do, than they have time for in their 

life. This happens a lot at work, and often results in working 

overtime, frustration and stress and feelings of guilt or panic if 

deadlines are not met. Good time management will not remove 

the inevitable pressures and conflicts that arise in most jobs. 

But it should help make the working day more satisfying and 

calm. Never mind being tied with several works, time 

management is a key to work-life balance (WLB). The more 

people understand Time Management the more they know how 

to touch WLB.  

 

Job Autonomy 

Job autonomy is expressed as the extent of freedom the 

employee has in their work and working pattern (Bailey, 1993). 

According to Ahuja and Thatcher (2005), autonomy and 

flexibility enable employees to balance the competing demands 

of work-life. Job autonomy will enhance WLB (Johari et al., 

2018). 

Work Demands 

Organizations expect employees to multi-task, causing role 

overload (Bacharach et al., 1991). The increasing intensity of 

work and tight deadlines negatively influenced WLB (Allan et 

al., 1999). The shorter time boundaries make it challenging to 

balance professional and family life (Jenkins and Harvey, 

2019). Job demands negatively predicted WLB (Haar et al., 

2019). 

Family Demands 

An employee spends most of the time commuting (Denstadli et 

al., 2017) or meeting their work and family responsibilities. 

Dual career couple in the nuclear family finds it difficult to 

balance work and life without domestic help (Dumas and Perry-

Smith, 2018; Srinivasan and Sulur Nachimuthu, 2021). 

Difficulty in a joint family is elderly care (Powell et al., 2019). 

Thus, family demands negatively predict WLB (Haar et al., 

2019).  Spouse support enables better WLB (Dumas and Perry-

Smith, 2018). Family support positively impacted WLB, 

especially for dual-career couples, with dependent 

responsibilities (Groysberg and Abrahams, 2014). 

IV. METHODOLOGY 

Data collection was done by the Questionnaire survey targeted 

doctors working at hospitals in Southern and Uva provinces. 

The study population was the doctors, aged around 28 years to 

60 years.. Data were collected using cluster sampling through 

a sample of 128 medical doctors in the above provinces. The 

questionnaires were distributed, to be answered at their 

convenience. The questionnaire was comprised of 2 sections. 

Section I consisted of demographic attributes (age, gender, 

marital status etc.). Section 2 related to time management, job 

autonomy, work demands, family demands, and work-life 

balance. The respondents were asked to indicate their 

perception on a 5- point Likert Scale ranging from “strongly 

disagree” 1 to “strongly agree” 5. The reliability of the 

questionnaire was measured through Cronbach’s Alfa 

coefficient. The values of the coefficient are ranging are above 

0.7 for all the variables, considered to be relatively high and 

internally consistent. The data were analyzed by using 

descriptive statistics and inferential data analysis methods; this 

was done with the aid of Statistical Package for Social Science 

(SPSS).   

Taking into account the aforementioned details, a conceptual 

framework is derived from earlier literature in order to 

accomplish the research's objectives by developing research 

hypotheses. 
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Figure 01: Theoretical Framework 

Hypotheses  

H1: There is a relationship between Time management and the 

work-life balance of doctors.  

H2: There is a relationship between Job autonomy and the 

work-life balance of doctors. 

H3: There is a relationship between Work demands and the 

work-life balance of doctors. 

H4: There is a relationship between Family demands and the 

work-life balance of doctors. 

V. FINDINGS AND ANALYSIS 

The majority of the respondents were male (68.2%), and aged 

between 41 -50. Also it is noted that 72.7% of them were 

married and having children. Furthermore, many of them were 

committed to family responsibilities and did not perform their 

duties from home. Due to the nature of duty, most of the 

respondents had to work 6 to 12 hours daily. Based on the 

survey results nearly 60% of respondents were away from their 

home location i.e. more than 50 km. It is noted that more than 

60% of the sampled medical officers are not following any post 

graduate studies at present. 

The relationship between independent and dependent variables 

was checked with the Pearson bivariate correlations. 

Table 1: Hypothesis testing using correlation analysis 

Hypothesis 

Pearson 

Correlation 

coefficient 

p- value 
Correlation 
directions 

H1: There is a relationship 

between Time management and 

the work-life balance of doctors 

0.381 0.00 Positive 

H2: There is a relationship 
between Job autonomy and the 

work-life balance of doctors 

0.303 0.02 Positive 

H3: There is a relationship 

between Work demands and 
the work-life balance of doctors 

0.299 0.00 Positive 

H4: There is a relationship 

between Family demands and 
the work-life balance of doctors 

0.384 0.00 Positive 

All variables of this study were reliable and valid. In addition, 

the results also indicated that there was a direct and significant 

relationship between all variables. Time management, Job 

autonomy, Work demands, and Family demands are 

significantly related to the work-life balance of doctors. 

VI. CONCLUSION 

The research objectives were met with all hypotheses being 

supported. In view of the practical implications of this study, a 

significant fundamental reform of the WLB policy at the 

Ministry of Health would promote a positive WLB among 

doctors. In developing this policy, critical employment aspects 

such as parental and marital status, job position and demand, 

the number of doctors in a hospital, and, the ratio of medical 

professionals per population in each region. This could be 

addressed by a WLB policy tailored based on individual needs 

and requirements or accommodating a wide range of 

employees and job positions. This will effectively reduce work-

life and family conflict, and improve individual motivation 

which ultimately increases employee attraction and retention. 

Besides, a total commitment from the administration of 

hospitals is crucial to ensure this policy which could then be 

effectively implemented and sustained. They must recognize 

the importance and influence of WLB on doctors’ job 

performance, satisfaction, and well-being. Policymakers 

should also be willing to invest their time and effort in 

developing a supportive culture that helps in implementing an 

efficient WLB policy.  

REFERENCES 

[1] Allan, C., O’Donnell, M. and Peetz, D. (1999),“More tasks, less 

secure, working harder: three dimensions of labour utilization”, 

Journal of Industrial Relations, Vol. 41 No. 4, pp. 519-535, doi: 

10.1177/ 002218569904100403. 

[2] Australian Medical Association, 2008. Doctors Want Better Work-
life Balance. Australian Medical Association Work-Life Flexibility 

Survey. [Online] Available at: http://www.ama.com.au/node/2998 

[Accessed 1 February 2016]. 
[3] Bacharach, S.B., Bamberger, R. and Conely, S. (1991), “Work-

home conflict among nurses and engineers: mediating the impact of 

stress on burnout and satisfaction at work”, Journal of 
Organizational Behavior, Vol. 12 No. 1, pp. 39-63, doi: 

10.1002/job.4030120104 

[4] Bailey, T.R. (1993), “Discretionary effort and the organization of 
work: employee participation and work reform since Hawthorne”, 

Teachers College and Conservation of Human Resources, 

Columbia University. 
[5] Beauregard, T.A. & Henry, L.C., 2009. Making the link between 

work-Ǧlife balance practices and organizational performance. 

Human Resource Management Review, 19(1), pp.9-22. 
[6] Clark, S.C., 2000. Work/family border theory: A new theory of 

work/family balance. Human Relations, 53(6), pp.747-70. 

[7] Denstadli, J.M., Julsrud, T.E. and Christiansen, P. (2017), “Urban 
commuting – a threat to the work-family balance?”, Journal of 

Transport Geography, Vol. 61, pp. 87-94, doi: 

10.1016/j.jtrangeo.2017.04.011. 
[8] Dumas, T.L. and Perry-Smith, J.E. (2018), “The paradox of family 

structure and plans after work: why single childless employees may 

be the least absorbed at work”, Academy of Management Journal, 
Vol. 61 No. 4, pp. 1231-1252, doi: 10.5465/amj.2016.0086. 

[9] Groysberg, B. and Abrahams, R. (2014),“Manage your work, 

manage your life”, Harvard Business Review, Vol. 92 No. 3, pp. 58-
66, available at: https://hbr.org/2014/03/manage-your-work-

manage-your-life. 

https://hbr.org/2014/03/manage-your-work-manage-your-life
https://hbr.org/2014/03/manage-your-work-manage-your-life


International Journal of Research and Innovation in Social Science (IJRISS) |Volume VI, Issue XII, December 2022|ISSN 2454-6186 

www.rsisinternational.org                                                                                                                                                  Page 668 

[10] Grzywacz, J. G., & Carlson, D. S. (2007). Conceptualizing work—

family balance: Implications for practice and research. Advances in 

developing human resources, 9(4), 455-471. 

https://doi.org/10.1177/1523422307305487 

[11] Jenkins, K. and Harvey, S.B. (2019),“Australian experiences”, 
Mental Health in the Workplace, pp. 49-66. Springer, Cham. 

[12] Jeyaseelan A.J,P  , Premkumar P.P.(2018). The validation of 

selected criteria on work-life balance of medical officers at teaching 
hospital Kandy, Sri Lanka, Journal of the Faculty of Graduate 

Studies, Vol.6, 2018, University of Kelaniya, Sri Lanka. 

[13] Johari, J., Yean Tan, F. and TjikZulkarnain, Z.I. (2018), 
“Autonomy, workload, work-life balance, and job performance 

among teachers”, International Journal of Educational 

Management, Vol. 32 No. 1, pp. 107-120, doi: 10.1108/IJEM-10-
2016-0226. 

[14] Joshi, S., Leichne, J., Melanson, K., Pruna, C., Sager, N., Story, C. 

J., & Williams, K. (2002). Work life balance: A case of social 

responsibility or competitive advantage?, Georgia Institute of 

Technology, Georgia, US. 

[15] Keelan, R. (2015). A Māori perspective of well-being. He Kupu 
Vol, 

[16] Michtalik, H.J., Yeh, H.C., Pronovost, P.J. and Brotman, D.J. 

(2013) 'Impact of Attending Physician Workload on Patient Care: 
A Survey of Hospitalists', JAMA Internal Medicine, Vol. 173(5), 

pp. 375-377. 

[17] Poulose, S., & Sudarshan, N. (2014). Work Life Balance: A 
conceptual Review, International Journal of Advances in 

Management and Economics, 3(2), 1-17. 

[18] Taylor et al., 2005, Schernhammer and Colditz, 2004, Clarke and 
Singh, 2004, Firth-Cozens, 2003, Burbeck et al., 2002 

 

 

 

  

https://doi.org/10.1177/1523422307305487

