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Abstract
Work life balance even though has been a contemporary topic 
in recent years but still there are organisations and job profiles 
which do not allow a good work life balance. Most researchers 
focused on female doctors or female nurses for their research 
but researchers have proved that work life balance impact 
equally irrespective of gender. During pandemic we are hearing 
a greater number of cases where medical professionals are work-
ing in difficult conditions. Even during pandemic work life bal-
ance should be given importance. Questionnaire was circulated 
through social media and 80 responses were received. Finding 
of this study reveals that medical professionals’ work life balance 
is greatly affected by organisational factors as well as emotional 
and physical wellbeing. This research will have social implications 
in terms of understanding challenges faced by medical profes-
sionals in terms of managing their work- life–balance. 
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Introduction
Work life balance concept is one of the important 

factors that employees look for before joining an or-
ganisation as it is one of the factors that contributes to 
quality of life. As the workforce is rapidly changing so 
are their preferences. The work life balance programs 
have a positive impact on employee morale, absentee-
ism of employees so using programs which helps in 
improving the work life balance is a win-win situation 
(Lock wood 2003). Work life balance initiatives is ben-

eficial for both employee and organisation (Purohit, 
2013). Factors like taking rest, spending time with 
family has direct positive impact on satisfaction and 
on the contrary increased working hours has an in-
verse impact on satisfaction (Madhavi, 2016).

Coronavirus cases initially started in the China. 
Later, this has travelled to almost entire world and all 
countries. Currently, there are no specific vaccines or 
treatments for COVID-19. However, there are many 
ongoing clinical trials evaluating potential treatments.

The current count of covid-19 cases as of first Au-
gust 2020 is 17,30,295 in which 11,26,825 have recov-
ered which is a high number of recoveries compared 
to other countries. This was only possible because of 
strict measures taken by government and medical pro-
fessional working round the clock. Since the medical 
professionals had to work for long hours so their work 
life balance should be investigated.Health workers are 
also considered as frontline key workers while man-
aging COVID 19 crisis. During this crisis, most of the 
countries, be it developing or developed nations, their 
healthcare systems are being put to the ultimate test, 
while healthcare professionals are putting their lives 
at risk to control spread of coronavirus (Nagesh & 
Chakraborty,2020).

While doing literature review it was found that 
many papers were published on medical professionals 
of western countries but for India there were limited 
number of papers and most of them focused on med-
ical professionals with gender specific sample popu-
lation. 

There were some suggestions given by researchers 
like job sharing, limited working hours, compulsory 
vacation days per year but these can’t be used to med-
ical professionals during pandemic because they have 
to work for long hours as the number of COVID cas-
es are increasing in an exponential level in India. It is 
pertinent to understand what factors can help medical 
professionals to have a better work life balance even 
during a pandemic as men and women both face is-
sues with managing work life balance.

Literature review
A comparative Research conducted to find burn-

out of US physician to that of other US workers 
pointed that US physician burnout was considerably 
more than other US workers were. This suggests that 
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something should be done to reduce their burnout. 
(Shanafelt, et al., 2011)

Work life balance have been worsening over the 
years and there should be some interventions to im-
prove it for physicians studied in US (Shanafelt, et al., 
2014)

Burnout and depression were major problem for 
resident in paediatrics. (Fahrenkopf,. et al., 2008). 
Work life balance of doctors were substandard when 
compared to employees in other professions. With 
5-day work in a week and job sharing would help the 
doctors to have a better work life balance. (Young, 
2013)

There are both organisational and individual 
factors that impacts work life balance of physicians. 
(Chan, 2018). There is a strong impact of occupa-
tional stress on work life balance. (Zaheer, 2016).  
One of the recent researches that focused on female 
doctors and nurse concluded that employee friend-
ly policies should be kept in place for more flexibil-
ity perspective. (Goyal, 2014). Family friendly pol-
icies would produce significant difference in work 
life balance of medical professionals. (Sharma et al., 
2016).

Only those professionals had a positive work life 
balance who were satisfied with their patients and 
family life where as professionals who were satisfied 
with their profession had negative impact on work life 
balance. (Madhav, 2016).

If there are work life balance practices it would be 
more impactful if it gives more autonomy to employ-
ees and more control over their work. Building a cul-
ture in an organisation that supports work life balance 
is not a small task but has to be achieved in order to 
have a better performance of employees. (Lazăr et al., 
2010).  Certain factors like participation of employees 
in policy framing and decision making on important 
things, organisation conveying their policies effective-
ly van help in achieving balance between work and 
personal life of employees. (Chaitra et al, 2016). Only 
34.17% women doctors of Kanyakumari district were 
satisfied with their work life balance. Policies like pa-
rental leave, job sharing and child care will help female 
doctors to have a better work life balance. (Malar et al., 
2018).

Recurring review of work and personal life satis-
faction would help in understanding the work life bal-
ance of female nurses. (Boohen et al., 2012).Factors 
that have positive impact on work life balance are or-

ganisational support, job engagement and emotional 
intelligence while the factors having negative impact 
are unrestricted workload and excessive used of ad-
vanced technology. (Kumarasamy, et al., 2015)

A recent study focused on Nigerian doctors sug-
gested that long working hours have adverse effect on 
work life balance and institutional culture plays an im-
portant role as it can put more importance on people 
working in shifts and for a particular number of hours 
a day. (Adisa, et al., 2017). Work life balance varies 
from person to person as it depends on socio-econom-
ic resources, gender and cultural upbringing.  (Emslie 
& Hunt, 2009)

A supportive work environment plays an important 
role in maintaining the resiliency of clinicians during 
COVID-19. Asserting the importance of wellness of 
clinicians would help them give the best services pos-
sible during pandemic. (Dewey et al., 2020)

All the medical staff would be more stressed during 
covid-19 so it would be helpful if the organisation can 
have transparent communications with them so that 
their anxiety is under control and provisions like get-
ting their family check on priority should be given 
since they have a high chance of transmitting covid-19 
virus. (Adams et al., 2020). Reward and recognition 
strategies for employees would help them to be more 
motivated and thus reduce attrition. (Sood & Jain, 
2020).

Methodology 
Primary data was collected from the respondents 

consisting of 60 doctors, 8 nurses, 2 medical assis-
tants and 10 medical students who were working 
in hospitals. Data was collected through a well-de-
signed questionnaire which was distributed through 
online mode as the research was conducted during 
lockdown due to Covid-19 to observe and comply 
social distancing.  

A set of 24 questions were designed with 6 ques-
tions for basic details like name, age, gender, marital 
status and profession. 18 questions were constructed 
with 5-point Likert scale from Agree (5) to Disagree 
(1). These questions were based on stress, satisfaction, 
working hours, family time and organisational factors. 
The data was analysed using SPSS software.

Results and discussion
For this research self-made questionnaire was sent 

to medical professional through online and snow ball 
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sampling was done. Questionnaire items were selected 
from literature review. Respondents had 5 options, 1: 
Strongly Disagree, 2: Disagree, 3: Neutral, 4: Agree, 5: 
Strongly Agree. A total of 80 responses were received 
out of which 63% were female and 37% male. All of 
them were from different age categories and 60% of 
them were not married. 

A work life balance scale was constructed using 2 
items from the questionnaire. Higher score indicated 
higher level of work life balance. The items are:

I am satisfied with my daily work schedule.
I am able to balance work-life and personal life
Reliability analysis was conducted 

Table 1 
Cronbach’s Alpha

Cronbach’s Alpha N of Items
.845 2

The alpha coefficient for the two items is .845, sug-
gests that the items have relatively high internal con-
sistency.

Further the items from questionnaire was divided 
into two components: 

A. Organisational factors 
B. Emtional and physical wellbeing

A. Organisational factors 
Table 2 
Descriptive statistics for organisational factors for 
Organisational factors

Mean Std. 
Deviation

N

WLB 2.917 1.1492 80
Workplace_facilities_
relaxation

3.438 1.3857 80

Flexible_working_hours 4.438 .9119 80
Holidays_paid_timeoff 4.663 .7282 80
Return_job_after_
maternity_paternity

4.825 .5223 80

Organisation_open_
communication

3.500 1.4142 80

Working_culture 2.788 1.5153 80
Adequate_breaks 3.413 1.2396 80

Table 3 
Correlation- Organisational factors

Correlations
 WLB 1 2 3 4 5 6 7

Pearson 
Correlation WLB 1 0.37 0.059 -0.15 -0.01 0.039 -0.33 0.294

1 0.37 1 0.127 -0.08 -0.05 0.236 -0.37 0.365
2 0.059 0.127 1 0.378 0.136 0.103 -0.05 0.085
3 -0.15 -0.08 0.378 1 0.442 0.08 0.198 0.1
4 -0.01 -0.05 0.136 0.442 1 0.034 0.096 -0.08
5 0.039 0.236 0.103 0.08 0.034 1 -0.09 0.025
6 -0.33 -0.37 -0.05 0.198 0.096 -0.09 1 -0.37
7 0.294 0.365 0.085 0.1 -0.08 0.025 -0.37 1

Sig. 
(1-tailed)

WLB . 0 0.3 0.092 0.463 0.366 0.001 0.004
1 0 . 0.131 0.247 0.329 0.018 0 0
2 0.3 0.131 . 0 0.114 0.181 0.327 0.228
3 0.092 0.247 0 . 0 0.241 0.039 0.189
4 0.463 0.329 0.114 0 . 0.381 0.198 0.233
5 0.366 0.018 0.181 0.241 0.381 . 0.21 0.412
6 0.001 0 0.327 0.039 0.198 0.21  0
7 0.004 0 0.228 0.189 0.233 0.412 0  

N

WLB 80 80 80 80 80 80 80 80
1 80 80 80 80 80 80 80 80
2 80 80 80 80 80 80 80 80
3 80 80 80 80 80 80 80 80
4 80 80 80 80 80 80 80 80
5 80 80 80 80 80 80 80 80
6 80 80 80 80 80 80 80 80
7 80 80 80 80 80 80 80 80

1 – Workplace_facilities_relaxation; 2 – Flexible_working_hours; 3 – Holidays_paid_timeoff; 4 – Return_job_after_maternity_paternity; 
5 – Organisation_open_communication; 6 – Working_culture; 7 – Adequate_breaks
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There is enough evidence to suggest that My work-
place has sufficient facilities for relaxation and I am giv-
en adequate number of breaks during work has a posi-
tive correlation with Work life balance which suggests 
that if these two factors are increased which means 
better facilities and more number of breaks during 
work will have a positive impact on work life balance.
Table 4 
ANNOVA - Organisational factors

Model Sum of 
Squares

df Mean 
Square

F Sig.

1
Regression 22.883 7 3.269 2.890 .010b
Residual 81.450 72 1.131
Total 104.333 79

B. Emotional and physical wellbeing
Table 5
Descriptive -Emotional and Physical wellbeing

Mean Std. 
Deviation

N

WLB 2.917 1.1492 80
Stressed_at_work 3.538 1.1357 80
No_time_care_my_health 3.650 1.2739 80
Sense_of_personal_
achievement

4.200 1.0361 80

Appreciation_from_
society_others

3.975 1.2115 80

I_feel_to_take_break 2.900 1.5476 80
I_don’t_take_initiative_at_
work

2.638 1.5282 80

Personal_health_wellbeing 4.575 .8385 80
I_take_vacation_year 3.325 1.5733 80

Table 6 
Correlation - emotional and physical wellbeing

Correlations
 WLB 1 2 3 4 5 6 7 8

Pearson 
Correlation

WLB 1 -0.5 -0.6 0.21 -0.1 0 -0.2 0.2 0.1
1 -0.46 1 0.62 -0.3 0.1 1 0.4 -0.1 -0.3
2 -0.56 0.6 1 -0.1 0.1 0 0.3 -0.3 -0.2
3 0.21 -0.3 -0.1 1 0.2 0 -0.3 0 0.2
4 -0.05 0.1 0.08 0.18 1 0 -0.1 0.23 0.1
5 -0.33 0.5 0.42 -0.3 0.1 1 0.5 -0 -0.2
6 -0.17 0.4 0.34 -0.3 -0.1 1 1 -0.2 -0.3
7 0.2 -0.1 -0.3 0 0.2 0 -0.2 1 0
8 0.08 -0.3 -0.2 0.21 0.1 0 -0.3 -0 1

Sig. (1-tailed)

WLB . 0 0 0.03 0.3 0 0.1 0.04 0.2
1 0 . 0 0 0.3 0 0 0.18 0
2 0 0 . 0.27 0.2 0 0 0.01 0
3 0.03 0 0.27 . 0.1 0 0 0.49 0
4 0.33 0.3 0.23 0.06 . 0 0.2 0.02 0.1
5 0 0 0 0 0.2 . 0 0.39 0
6 0.06 0 0 0.01 0.2 0 . 0.07 0
7 0.04 0.2 0.01 0.49 0 0 0.1 . 0.4
8 0.24 0 0.02 0.03 0.1 0 0 0.37 .

N

WLB 80 80 80 80 80 80 80 80 80
1 80 80 80 80 80 80 80 80 80
2 80 80 80 80 80 80 80 80 80
3 80 80 80 80 80 80 80 80 80
4 80 80 80 80 80 80 80 80 80
5 80 80 80 80 80 80 80 80 80
6 80 80 80 80 80 80 80 80 80
7 80 80 80 80 80 80 80 80 80
8 80 80 80 80 80 80 80 80 80

1 – Stressed_at_work; 2 – No_time_care_my_health; 3 – Sense_of_personal_achievement; 4 – Appreciation_from_society_others;  
5 – I_feel_to_take_break; 6 – I don’t_take_initiative_at_work; 7 – Personal_health_wellbeing; 8 – I_take_vacation_year.
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There is enough evidence to suggest that these fac-
tors 

I feel stressed at work
I do not get time to take care of my health
Due to absence of work- life - balance I feel to take a 

break or change my profession
I do not feel like taking initiative at work
have negative correlation with Work Life Balance 

which means that more of these factors persists more 
it will have negative impact on Work Life Balance.

On the contrary there is enough evidence to sug-
gest these factors

My job provides a sense of personal achievement
Personal health and well-being provides support for 

career development
I take at least one consecutive full week of vacation 

each year
Have positive correlation with Work Life Balance 

which means that more these factors increase better 
will be Work Life balance.
Table 7
ANOVA for emotional and physical wellbeing

Model Sum of 
Squares

df Mean 
Square

F Sig.

1
Regression 39.388 8 4.923 5.382 .000b
Residual 64.945 71 .915
Total 104.333 79

This research has highlighted that organisation 
factors and physical wellbeing plays a significant role 
in work life balance (Dewey et al., 2020). This research 
used correlation to understand the relationship exist 
between factors taken from literature review and sam-
ple responses. This study has consistent results with 
literature review (Kumarasamy, et al., 2015). This 
study also holds greater significance as in today’s pan-
demic situation, not only hospitals and related staff, 
but also general public should value the medical pro-
fessionals who are going extra miles in managing the 
lives of common men.  

Conclusion
Even though there has been a lot of research done 

on Work Life Balance but most of it has not being ap-
plied to organisations. No doubts some organisations 
are looking into it and are coming up with various 
organisational initiatives to improve it. But during a 
pandemic organisation are not giving importance to 
work life balance for medical professionals. The anal-

ysis clearly suggests that organisations have to look 
into individual factors which are causing stress among 
employees. There should be constant counselling of all 
the employees. It is pertinent to create a healthy work-
ing environment especially during pandemic. The 
frontline workers are at high risk of catching covid-19 
so they may get demotivated to work so keeping em-
ployee moral up is important during pandemic. Or-
ganisation should regularly send employees mails 
regarding importance of Work life balance. There are 
limitations to this study like due to lockdown ques-
tionnaire was sent through social media and due to 
the current pandemic situation, there were limited 
number of responses that were received. Not many re-
searchers have focused on work life balance of medical 
professionals during a pandemic so researchers should 
work on it after the pandemic is over as there would be 
more clarity on the issues and solution.
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