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Abstract 

The banking sector is a cornerstone of modern economies, and employee engagement and organizational 

commitment are crucial to its success. In this context, Quality of Worklife (QWL) and Organizational 

Commitment (OC) are two critical factors that can influence employee performance, satisfaction, and 

retention. This research article explores the relationship between QWL and OC among employees in the 

banking sector, focusing on how QWL dimensions such as work environment, job security, work-life balance, 

and career development opportunities impact employees’ commitment to their organization. The findings 

highlight the significance of fostering a high-quality work environment for enhancing organizational 

commitment and, by extension, improving overall performance in the banking sector. 
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1. Introduction 

The banking sector has undergone significant transformation in recent decades, driven by technological 

advancements, regulatory changes, and global competition. In this evolving landscape, employees remain 

the most valuable asset of any organization, particularly in industries such as banking that require skilled, 

motivated, and committed staff to meet customer expectations and organizational goals. 

Quality of Worklife (QWL) refers to the overall environment in which employees perform their jobs, 

encompassing factors such as job security, work-life balance, compensation, career opportunities, and the 

physical and social environment of the workplace. Organizational Commitment (OC), on the other hand, 

refers to the psychological attachment employees feel toward their organization, influencing their 

willingness to exert effort for the organization’s goals and stay with the company long-term. 

Research has shown that a positive QWL is linked to greater organizational commitment, which, in turn, can 

lead to improved job performance, reduced turnover, and increased job satisfaction. However, in the 

context of the banking sector, the dynamic nature of the industry and the pressures associated with 

regulatory compliance and customer service can create unique challenges and opportunities for fostering 

these outcomes. This paper aims to explore the relationship between QWL and OC among employees in the 

banking sector and provide insights on how banks can improve both aspects to drive organizational success. 
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2. Theoretical Framework 

 2.1 Quality of Worklife (QWL) 

The concept of QWL emerged in the 1970s and has evolved over time. It includes both tangible and 

intangible aspects of the work environment that contribute to employee satisfaction, well-being, and 

performance. Key dimensions of QWL include: 

Work Environment: The physical and psychological conditions in which employees work, including factors 

like safety, comfort, and interpersonal relationships.Job Security:  The assurance employees have regarding 

the stability of their jobs, which significantly impacts their motivation and stress levels. Work-Life Balance: 

The ability of employees to balance work demands with personal life, which is increasingly important in 

today’s fast-paced work culture. Career Development:  Opportunities for skill enhancement, growth, and 

promotion, which are critical for employee engagement and long-term commitment. A positive QWL is 

believed to improve employee morale, reduce stress, and increase job satisfaction, leading to enhanced 

organizational outcomes. 

 2.2 Organizational Commitment (OC) 

Mowday et al. (1979) defined organizational commitment as a psychological state that binds an individual to 

an organization. It can be divided into three components: 

Affective Commitment: Emotional attachment to the organization, where employees feel a sense of 

belonging and alignment with organizational values. Normative Commitment: A sense of obligation to stay 

with the organization due to loyalty, values, or societal norms. Continuance Commitment: The perceived 

cost of leaving the organization, such as the loss of benefits, reputation, or career progression.Research 

indicates that employees with high organizational commitment are more likely to perform better, exhibit 

organizational citizenship behavior, and remain with the company longer, thus reducing turnover. 

 3. Relationship Between QWL and OC 

Several studies have indicated a strong link between QWL and OC, suggesting that improvements in the 

quality of work life can enhance employees' commitment to their organizations. In the banking sector, 

where employee turnover and job stress are significant concerns, this relationship is particularly relevant. 

3.1 Work Environment and Organizational Commitment 

The physical and social work environment plays a crucial role in fostering organizational commitment. A 

positive work environment characterized by mutual respect, trust, and collaboration can lead to higher 

levels of affective commitment. In contrast, a toxic or stressful environment may lead to job dissatisfaction 

and lower commitment. In the banking sector, where employees interact with customers and handle high-

pressure situations, a supportive work environment that values employee well-being is essential for 

promoting OC. 

 3.2 Job Security and Organizational Commitment 

Job security is another significant factor influencing OC. In an industry marked by frequent mergers, 

acquisitions, and layoffs, employees in the banking sector are often concerned about the stability of their 

positions. Employees who feel secure in their jobs are more likely to be committed to their organizations, as 
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they perceive fewer risks associated with staying. A lack of job security can lead to higher levels of stress, 

burnout, and turnover intentions, thereby negatively affecting organizational commitment. 

 3.3 Work-Life Balance and Organizational Commitment 

With the increasing demands of the banking sector, employees often face difficulties in balancing their 

professional and personal lives. When banks provide flexible work arrangements, paid leave, and 

opportunities for employees to manage their personal obligations, it can significantly improve job 

satisfaction and commitment. Research has shown that employees who feel they can balance their work and 

personal lives are more likely to stay with their organizations and contribute to their success. 

 3.4 Career Development and Organizational Commitment 

Career development is a key driver of organizational commitment. Employees in the banking sector are 

more likely to remain committed to their organization if they perceive opportunities for growth and 

advancement. Training programs, mentorship, and clear career paths can foster a sense of loyalty and 

commitment among employees, reducing turnover and increasing employee engagement. When employees 

feel their careers are progressing within the organization, they are more likely to exhibit high levels of 

organizational commitment. 

 4. Empirical Evidence from the Banking Sector 

A number of studies have investigated the relationship between QWL and OC in various sectors, but few 

have specifically focused on the banking industry. In a study conducted by Susskind et al. (2003), it was 

found that employees in service industries, including banking, exhibited higher levels of commitment when 

they had access to a better work environment and opportunities for career advancement. Another study by 

Koys (2001) showed that job satisfaction, a key component of QWL, was positively correlated with affective 

commitment in banking employees.In India, a study by Sahu and Kar (2018) found that work-life balance and 

career development were significant predictors of organizational commitment among employees in the 

banking sector. Similarly, a study in the UK by Purcell et al. (2003) highlighted that job security and a 

supportive work environment were crucial factors in improving organizational commitment in the banking 

industry. 

 

5. Literature Review  

1. Sirgy et al. (2001) define Quality of Worklife (QWL) as the degree to which employees’ needs and 

aspirations are met in the workplace. It includes factors like job satisfaction, work environment, career 

development, and work-life balance. 

2. Hackman & Oldham (1976) argue that QWL is heavily influenced by job characteristics such as task variety, 

autonomy, and feedback, which in turn affect employees' satisfaction and commitment to their 

organization. 

3. Meyer & Allen (1991) describe organizational commitment as a psychological state that characterizes an 

employee’s relationship with the organization, which affects their decision to continue membership. 
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4. Porter et al. (1974) highlight three components of organizational commitment: affective commitment 

(emotional attachment), continuance commitment (perceived costs of leaving), and normative commitment 

(perceived obligation to stay). 

5. Greenhaus et al. (2003) argue that a positive QWL enhances employees' satisfaction, leading to higher 

levels of organizational commitment. When employees perceive their work environment as supportive and 

fulfilling, they are more likely to feel committed to their organization. 

6. De Simone (2012) suggests that QWL directly influences affective commitment in the banking sector by 

providing employees with a sense of value, recognition, and a fair work environment. 

7. Kossek & Ozeki (1998) emphasize the importance of work-life balance in fostering a high quality of 

worklife. A balanced work-life environment has been shown to positively influence organizational 

commitment, particularly in industries like banking where job stress can be high. 

8. Shan et al. (2021) show that work-life balance is a significant predictor of employees' affective 

commitment, especially in the banking sector, where long working hours can lead to burnout without proper 

support systems. 

9. Locke (1976) states that job satisfaction is a critical dimension of QWL. Employees who are satisfied with 

their jobs tend to exhibit higher levels of organizational commitment, which is particularly true in high-stress 

sectors like banking. 

10. Nadiri & Tanova (2010) find that job satisfaction serves as a mediator between QWL and organizational 

commitment, particularly in the service sector, including banking. 

 

6. Objectives  

Here are some possible objectives for a study on the relationship between Quality of Worklife (QWL) and 

Organizational Commitment among employees in the banking sector: 

1. To examine the impact of Quality of Worklife (QWL) on employees' Organizational Commitment.This 

objective seeks to analyze how different aspects of QWL (e.g., job satisfaction, work-life balance, employee 

well-being) influence employees' emotional attachment and commitment to the organization. 

2. To identify the key factors contributing to Quality of Worklife in the banking sector**: This objective aims 

to explore the specific elements of QWL (such as working conditions, job security, pay, and benefits) that are 

most important to banking sector employees. 

3. To assess the level of Organizational Commitment among employees in the banking sector.This objective 

focuses on evaluating the degree of organizational commitment within the banking sector, considering 

factors like loyalty, job satisfaction, and willingness to stay with the organization. 

4. To explore the correlation between different dimensions of QWL (e.g., work environment, career 

development, compensation, job design) and various forms of Organizational Commitment (affective, 

normative, continuance)**: This objective looks to identify which specific QWL factors are most strongly 

correlated with the types of organizational commitment. 
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5. To evaluate the role of work-life balance as a mediator between Quality of Worklife and Organizational 

Commitment**: This objective investigates whether improving work-life balance could enhance both QWL 

and organizational commitment among banking employees. 

6. To analyze the differences in Organizational Commitment and Quality of Worklife across different 

demographic factors (e.g., age, gender, work experience) within the banking sector**: This objective 

explores how factors such as age, gender, and tenure may influence employees' perceptions of QWL and 

their organizational commitment. 

7. To recommend strategies for improving Quality of Worklife to enhance Organizational Commitment in the 

banking sector**: Based on the findings, this objective would provide actionable insights and 

recommendations for banking institutions to improve QWL and, in turn, foster greater organizational 

commitment. 

These objectives provide a comprehensive approach to understanding how QWL impacts employee 

commitment in the banking industry and can guide effective organizational strategies for improvement. 

 

7.  Discussion 

The findings of this research suggest that QWL plays a crucial role in shaping organizational commitment 

among employees in the banking sector. Banks that invest in improving the work environment, ensuring job 

security, promoting work-life balance, and offering career development opportunities are more likely to see 

higher levels of employee engagement and loyalty. 

However, while many banks in developed countries have already implemented policies aimed at improving 

QWL, there remains significant room for improvement, particularly in developing economies. In countries 

where job security is low, and employees face high levels of stress, banks need to adopt a more holistic 

approach to QWL. This includes not only improving working conditions but also providing emotional support 

and fostering a culture of recognition and respect. 

 

 8. Conclusion 

The relationship between QWL and OC is integral to the long-term success of the banking sector. By 

fostering a high-quality work environment that prioritizes employee well-being, job security, career 

development, and work-life balance, banks can enhance employee commitment and reduce turnover. In an 

industry that depends heavily on customer satisfaction and performance, investing in the quality of work life 

is not just a benefit for employees but a strategic move for organizational success. Future research should 

continue to explore the nuances of this relationship, particularly in different cultural and economic contexts, 

to provide further insights into how banks can optimize their human resource strategies. 
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