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Abstract: The commitment of lecturers to the orgamization is needed for the development and sustainability of
universities in the global era. The purpose of this study 1s to determine the effect of work life balance, job
satisfaction and work engagement to the commitment organizatation of lecturers. Data were collected using
questionnaires developed based on the dimensions or indicators of each variable. The research method used
a quantitative descriptive approach and path analysis. The results showed that there 13 a positive and
significant mfluence between work life balance, job satisfaction and work engagement on orgamzational
commitment. Increased commitment organization of lecturers with the policy of work life balance between family,
social and to fulfill the desire and requirement of lecturer in working to increase lecturer’s engagement.
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INTRODUCTION

Human resources are an mmportant factor for
organizational survival, so, efforts are needed to motivate
and maintain qualified human resources as assets or
human capital and key partners for busmess actors in the
production of goods and services mcluding educational
institutions. Higher education is one of the educational
institutions where the achievement of vision, mission and
objectives requires qualified human resources, especially
lecturers with academic qualifications and competencies.
Lecturers are professional educators and scientists with
the primary task of transforming, developing and
disseminating science, technology and the arts through
education, research and community service.

The existence of lecturers and educational staff in
universities with the number and quality according to the
standard 1s a requirement of the study program to get
permission from the government. Profile of lecturer
qualification based on Ministry of Research and
Technology Year 2014 Anmual Report,
qualification 1s still below standard with education level
S1 2014 (29.7%) and year 2015 (24.44%). Inthe quantity of
higher education providers are required to meet the
standard ratio of lecturers and students according to, the
rules, otherwise it will be subject to sanction of revocation
of study permit license. The global era such as the
ASEAN economic community and the advancement in
information technology, enables the organization’s human

lecturer

resources to easily move from one organization to
another. Therefore, it needs a committed lecturer
management strategy, through the fulfillment of the need,
desire and involvement of the lecturer in working. Based
on this background then this research is done.

Work life balance, job satisfaction, work engagement
will affect orgamizational commitment and lecturer
performance. The performance of lecturers is measured
from activities consisting of education and teaching,
research and community service. Research activities,
especially the international publications of Indonesian
lecturers in 2014 are still relatively low (5.499) compared to
Thailand (12.061) and Malaysia (25.330). This is of
particular concern to universities and governments
through research and technology ministries of higher
education with their policies to improve the publication of
international lecturers. The low umversity’s attention to
social needs, family needs and career paths can reduce
work engagement and lecturer commitment to urmversities.
Based on the background of the problem, this research is
important to increase the commitment of lecturers to
universities, institutions and countries in the era of Asian
Economic Community (AEC). The purpose of this study
15 to analyze: the influence of work life balance to
organmizational commitment; Analyze the effect of job
satisfaction on organizational commitment; Analyze
the influence of job involvement on organizational
commitment and analyze the effects of work-life balance,
job satisfaction and work engagement on organizational
commitment.
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Organizational commitment: According to Cohen (2003),
commitment is a form of trust, friends, program,
commumty which 1s the decision and purpose of an
employee. The importance of attention to the commitment
because it can improve the productivity and quality of
goods and services produced labor. Schermerhorn and
Richard, 2011), defines organizational commitment as
mdividual loyalty to the orgamzation. Orgamizational
commitment is defined as the desire of an employee to
remain a member of the organization, according to
Colquitt et af. (2015) and Gibson et al. (2012) defines the
commitment of a sense of identification, loyalty and
involvement expressed by an employee to an organization
or organizational unit. Commitment is characterized by a
person’s sense of attachment to the orgamzation due to
shared values and interests. The three characteristics of
commitment are: a strong desire to remain a member of the
organization (loyalty), strong belief in acceptance of value
and intention to survive, readiness to mobilize a large
business orgamzation (discretionary effort) (Armstrong,
2010).

Work life balance: Work at Work defines the concept of
work-life balance as the state of employees achieves a
satisfactory balance between work and non-work
activities (i.e., parental responsibilities and wider social
tasks as well as other activities and interests). Therefore,
daily business practices should be able to design work
that suits the needs of employees such as flexible working
time arrangements. Flexible, case-by-case work hours can
mcrease employee engagement. Work life balance as the
satisfaction of its function and role m workplace and at
home with minimal role conflict. Work life balance is a
working condition that 1s able to provide a balance
between work goals and individual goals. Companies that
are able to create mtegration between family and work can
bring positive working relationships to mutually beneficial
outcomes (Harvard Business Essential, 2005). Over 30
years ago, the orgamzation was traditionally designed
where workers had no family, so, there was no problem
with family absences, delays and responsibilities. But
today some workers have families, so, there is a
discrepancy between job demands and worker needs
(Kossek and Lambert, 2005).

Job satisfaction: Job satisfaction is the result of
employee’s perceptions of how well their research is
mnportant (Luthans, 2011). Studies of attitudes in
organizational behavior that many do, job satisfaction by
MeShane (2013), job satisfaction is the evaluation of a
person about the context of work and work. Schermerhomn
and Osborn defining job satisfaction is the level at which

a person feels positive or negative about a job. The ability
of a manager to create a work environment according to,
the expectations of employees can improve employee
performance. Colquitt et al. (2015) adopted the general
work values of R.V. Davis as follows: Pay (high salary,
salary  safe); (frequent  promotion,
promotional-based capabilities), Supervision (good
supervisory relationship, praise for good deeds);
Coworkers (pleasant coworkers, responsible coworleers),
Workers themselves (utilization of ability, freedom,
wntellectual stimulation, creative expression, sense of
achievement); Altruism (helping others, morals), Status
(prestige, power over others, fame) and environment
(comfort, security).

Promotions

Work engagement: Engagement 1s creating opportunities
for employees to connect with their broader partners,
managers and organizations. It’s also about creating an
environment where employees are motivated to get in
touch with their research and are very concerned to do a
good job. In the 21st century, engagement is a concept
that applies the flexibility, change and continuous
improvement that is at the core of an employee’s
relationship and workplace boss, according to the
(Anonymous, 2009, 2011). By Bakker (2011), job
engagement is a positive working condition, characterized
by vigor, dedication and absorption. Spirit refers to high
energy levels and mental endurance at work. While
dedication refers to strong involvement in work and feels
important, enthusiastic and challenged. Absorption is
characterized by concentrated, excited and engrossed
work as time passes. Work engagement is a predictor of
job  satisfaction. Federici and Skaalvik (2011) and Lin
(2010) work engagement is defined as a positive,
satisfying and comnected state of mind that 1s
characterized by strength, dedication and absorption.
Schaufeli et al. (2009) work engagement as a positive,
fulfillment, work from the center of mind. Based on the
background and theoretical framework, the hypothesis is
designed as follows:

¢+  H;: work life balance has a direct positive effect on
organizational commitment

s+ H, job satisfaction has a direct positive effect on
organizational commitment

»  H. work engagement has a direct positive effect on
organizational commitment

¢+  H, work life balance has a direct positive effect on
work engagement

¢+  H, job satisfaction has a direct positive effect on
worl engagement and

»  H; work life balance has a direct positive effect on
job satisfaction
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MATERIALS AND METHODS

This research uses quantitative approach with
survey method. The research variables in this study,
namely work life balance, job satisfaction, work
engagement as dependent variable and organizational
commitment as ndependent variable. The research
population 1s private umversity lecturer in Bogor. Using
Slovin sampling technique and proportional random
sampling with « 0.1, questionnaires distributed to 125
lecturers and 100 questionnaires that can be used for data
analysis. The response rate of lecturers to the
questionnaire of this research is 80%.

The data in this study was measured using the scale
of orgamzational commitment, the scale of Ultrech’s work
engagement, the scale of job satisfaction and the scale of
work life balance. This scale uses the Likert Model with
five answer choices consisting of Strongly agree (SS),
agree (), Neutral (N), disagree (T'S) and Strongly disagree
(STS). Interpretation scale of 1.00-1.79 (very low); 1.80-
2.59 (low), 2.60-3.39 (Medium); 3.40-4.19 (High) and
4.20-5.00 (Very High).

The validity of the measuring instrument 1s measured
by using construct validity designed to measure whether
certain factors are actually capable of fulfilling its
function. Validity indicates the extent to which the
nstrurmnent can be used to measure what will be measured,
in the validity test of this research is done by calculating
the correlation between each statement related to the
research variables. By criterion, if the number of r
arithmetic 1s greater than r table at alpha 0.05 then item of
statement 15 valid and if r count smaller or equal to r table,
then statement item declared invalid, hence, must be
removed from statement list in questionnaire.

Ttems within the scale of organizational commitment
are selected accordng to the three-dimensional
commitment model designed by Colquitt ez al. (2015),
these dimensions are affective commitment, continuance
commitment and normative commitment. [tems on a work
life balance scale are chosen according to four dimensions
(Armstrong 2010, Waumsley et al., 2010) flexibility, social
support, financial support, vacations. The scale of job
satisfaction 1s chosen according to the eight dimensional
satisfaction models (Colquitt ef af., 2015), 1t is promotion,
payments, supervision, co-workers, the work itself]
altruism, status and work environment. The scale items of
work engagement are selected according to the three
dimensional of engagement model (Bakker, 2011), namely
vigor, dedication and absorption.

The results of the analysis of variables and
sub-variables in this study indicate that all Pearson
correlation values for each statement against the total

score is greater than the value of r table for df =N-2 = 98
at o 5% (r tab = 0.196). So, there is no question that needs
to be discarded. Data analysis method used to test the
hypothesis is path analysis.

Reliability test is done to know the extent to which
the measurement results to the item statement whether it
remains consistent when measured two or more similar
symptoms with the same measuring instrument. Test
reliability can only be done on statements that have
passed the validity test and have been declared valid.
Test of reliability using alpha Cronbach technique where
an instrument can be said reliable if 1t has a coefficient of
reliability or alpha of 0.6 or more. Result of reliability test
of work life balance variable (0.861), job satisfaction
(0.952), job mvolvement (0.926) and orgamzational
commitment (0.959). All the variables in this study are
reliable because alpha Cronbach all research variables are
more than 0.6.

RESULTS AND DISCUSSION

In terms of age, most participants (45%) included
in the productive age category (25-40 vears). In terms
of sex, most participants were women (54%). Most
of them have academic positions of expert assistants
(45%). In terms of education, most participants have
master education (84%). In marital status, most
participants were married (81%) and m terms of number of
children, most participants had two children (76%)
(Table 1).

Table 1: Description of subjects characteristics (N = 100)

Subjects characteristics profile Percentage
Age (vears)

25-30 25
31-40 20
41-50 25
51-60 27
above 63 3
Gender

Male 46
Female 54
Academics level

Instructor 45
Assistant Professor 32
Associate Professor 21
Professor 2
Education

Post graduade 84
Doctoral 16
Hushand’s or wile’s job

Working 60
Not working 40
Marital status

Maried 81
Single parent 11
Single 8
No. of children

<2 children 76
More than 3 children 14
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Table 2: Summary responses of respondents

Variables/Dimensions Mean Interpretation
Work life balance

Flexibility 2.95 Normal
Social support 3.68 High
Financial support. 3.10 Normal
Vacation 3.18 Normal
Average 3.27 Normal
Joh satisTaction

Pay 372 High
Promotion 3.97 High
Supervision 3.88 High
Co-woker 3.78 High
Work it self 4.57 Very high
Altruism 4.47 Very high
Status 4.31 Very high
Work environment. 3.95 High
Average 4.08 High
Work engagement

Vigor 4.28 Very high
Dedication 4.19 High
Absorption 3.41 High
Average 3.96 High
Organizational commitment

Affective commitment 3.97 High
Continuance comrmitiment 4.04 High
Normative commitment 3.81 High
Average 3.94 High

Response results: Lecturer’s response to work life
balance, job satisfaction, job 1ivolvement and
organizational commitment, measured by interpretation of
frequency ratio and number of respondents. Tn general,
the responses of respondents to the dimensions of work
life balance are normal, the lowest value of flexibility and
the highest social support. Respondent’s response to job
satisfaction is a high interpretation, the lowest value of
the offender and the highest 1s the job it self. Response of
respondents to the dimensions of work involvement 1s
high, the lowest value is absorption and the highest is the
spirit. And the response of lecturers of dimensions of
organizational commitment 13 high, the highest value 1s
the normative commitment and the highest commitment
is continuity (Table 2).

Statistical analysis results
Model structure 1
Dependent variable: Organizational commitment (Y ):

*  H,: work life balance has a direct positive effect on
organizational commitment

Test statistical hypothesis:
«  H;p,=0
« H;:pB,<0

The result of the analysis such as Table 3, obtained
the path coefficient contained m the standardized
coefficient (Beta) column, that the path coefficient

py, = 0.234; , = 3.27; p = 0.000<0.005, so, reject H; and
accept H,. This means that worl life balance (X,) has a
direct and positive on organizational
commitment (Y ):

influence

s+ H, job satisfaction has a positive direct effect on
organizational commitment.

Test statistical hypothesis:
»  Hy P20
+  H;p,<0

The results of the analysis such as Table 3, obtained
the path coefficient contained in the standardized
coefficient {Beta) column, that the path coefficient p,, =
0.255; t,= 3.22; p = 0.006<0.05, 50, reject H, and accept H,.
This means job satisfaction (X,) has a direct and positive
influence on organizational commitment (Y ):

»  H,; work engagement has a positive direct impact on
organizational commitment

Test statistical hypothesis:
*+  HyB=0
»  H;p,<0

The results of the analysis such as Table 3, obtained
the path coefficient contained m the standardized
coefficient (Beta) column, that the path coefficient p,, =
0.424; t,=3.07;, p = 0.019<0.05, s0, reject Hyand accept H,.
This means that work engagement (3{;) has a direct and
positive influence on organizational commitment (Y)

Dependent variable: Work engagement (X;):

»  H,: work life balance has a direct positive effect on
work engagement

Test statistical hypothesis:
«  Hy P20
s Hppy<0

The results of the analysis such as Table 4, obtained
the path coefficients contained m the standardized
coefficient (Beta) column, that the path coefficient p;, =
0.302; t; = 3.134; p = 0.002<0.005, so, reject H, and accept
H,. This means that work life balance (X,) has a direct and
positive influence on worlk engagement (X,):

»  H, job satisfaction has a direct positive effect on
work engagement

Test statistical hypothesis:
s Hy Ps20
o HypPy=0
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Table 3: Coefficients®

Unstandardized coefficients

Standardized coefficients

Variables B SE 8 t-test Sig.
Constant 25.059 12.431

Work life balance (X;) 0.112 0.053 0.234 3.27 0.000
Job satisfaction (X3) 0.144 0.067 0.255 3.22 0.006
Work engagement (X;) 0.502 0.107 0.424 3.07 0.019

Table 4: Coefficients®

Unstandardized coefficients

Standardized coefficients

Variables B SE B t-test Rig.
Constant 96.118 7176 13.394 0.000
Work life balance (X;) 0.321 0.103 0.302 3.134 0.002
Job satisfaction (X5) 0.209 0.043 0.440 4.855 0.000

Table 5: Coefficients®

Unstandardized coefficients

Standardized coefficients

Variables B SE 8 t-test Sig.
Constant 142.077 10.178 13.960 0.000
Work life balance (X;) 1.233 0.145 0.650 8474 0.000

a; Significant values

N
Job satisfaction [
3 7o

Fig. 1: Path analysis

The results of the analysis such as Table 4, obtaned
the path coefficient contained in the standardized
coefficient column (Beta), that the path coefficient p;, =
0.440; t, = 4855 p = 0.000<10,05, s0, reject H; and accept
H,. This means job satisfaction (¥,) has a direct and
positive influence on work engagement (X,).

Structure model 3
Dependent variable: Job satisfaction (X, ):

*  H;: work life balance has a direct positive effect on
job satisfaction

Test statistical hypothesis:
o H;: B, =0
¢ HpiPy<0

The results of the analysis such as Table 5, obtained
the path coefficient contained m the standardized
coefficient (Beta) column, that the path coefficient

P2 = 0.650; t; = 8.474; p = 0.000 <0.05, so, reject H; and
accept H,. This means work life balance (X,) has a direct
and positive effect on job satisfaction (X,) (Fig. 1).

The study found that the lecturer’s organizational
commitment was high. Colquitt et al. (2015), affective
commitment reflects some of the emotional reasons for
staying with the orgamzation today including feelings
about friendship, the atmosphere or corporate culture and
a sense of fim when it comes to job to do. Orgamzational
commitment is human capital to achieve organizational
strategies and goals. Organizational commitment reflects
the extent to which a person identifies with an
organization and its commitment to its goals (Robert and
Angelo, 2010). Commitment to the organization mvolves
three attitudes: sense of 1dentification with orgamzational
goals, feelings of involvement in organizational tasks and
feelings of loyalty to the organization. Evidence suggests
that lack of commitment can reduce organizational
effectiveness (Gibson er al., 2012). The commitment of
lecturer’s organizations 1s the competitive advantage of
private universities i the global era.
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The balance of working life between the lecturers is
normal, meaning that being in bad condition but also not
bad. Management policies are needed to improve work life
balance to enhance organizational commitment. The
balance of working life balances the demands of work,
family and community life (Mawrya et al, 2014). The
non-traditional work arrangements have been mtroduced
by many companies such as the division of labor,
telecommuting and flexitime and flexiweek to ensure
employee flexibility. Flexibility can be implemented to
lecturers to wnprove work life of lecturers, to increase
organizational commitment.

Job satisfaction of lecturers is high, especially
against the work itself and altruism. Lecturers are satisfied
with their work because the job as a lecturer in accordance
with the education and ability and desires. Luthans (2011)
found that the essential characteristics of job satisfaction
are the job itself, payments, promotional opportunities,
supervision and co-workers. This study found that to
umprove the job satisfaction of lecturers, management and
leadership should be able to create a better academic
atmosphere and provide tasks according to education and
field of expertise.

Work engagement among private umniversities
lecturers are high, especially vigor and dedication.
Lecturers are eager to do the activities of teaching,
research and community services as a part of the task of
educating the nation. To mcrease work engagement
especially absorption dimension, leader and management
can improve professionalism of lecturer with proud to the
universities and enjoy with their job. To increased work
engagement in addition to paying attention to work-
related factors as well as welfare and workplace situation
i the workplace (Bakker, 2011). Rita McGee and Ann
Rennie found some institution or industry has low work
engagement, 1.e, academics or higher education (23%),
high technology (24%), chemical (24%), retail (24%) and
government (25%).

The effect of work life balance on organizational
commitment: The balance of working life has a direct and
positive effect on organizational commitment. This means
that the more balanced working life of the lecturer, the
organization’s commitment will increase. The results of
this study are in line with Poulese and Sudarsan (2014)
against police, drivers, teachers and call center staff,
finding that work-life balance can lead to a decline in
organizational commitment. Work life balance 1s expected
to reduce the conflict between work and family, lower
personal stress levels and improve emplovee work
behavior (Omar, 2013). If more than 54% of respondents
are women where more women work, it 13 prone to work

and family conflicts due to workload and family
expectations, especially in caring and raising children
(O Neil, 2008; Zulkarnain et af., 2015).

Some conditions that could explaimn the effect of work
life balance to the commitment of lecturer’s organizations.
First, the balance of working life is closely related to
culture. Countries like the United States with an
individualistic culture, then conflicts caused by job
demands that can lead to worl-life-balance disputes tend
to be weak. But on the contrary in a country with
collectivist culture like Indonesia, the demand for work life
and family hfe balance 13 mcreasing. Second,
developments and changes in the workplace such as
advances in information technology and off-the-job life
that 1s changing sociceconomic environments, single
parent families and increasing women’s participation in
the workforce can be the cause of an imbalance between
work and home or family life (Wessels, 2012). Third in an
era where some workers have family, dual-career and
single parent role demands that individuals can adjust
their time and effort to work and family, otherwise there
should be a sacrifice (Mukhtar, 2012). Tmbalance of work
life of the lecturer can cause stress and desire to find
alternative job, so, it takes policy known as family
friendship.

The influence of job satisfaction on organizational
commitment: The results showed that job satisfaction has
a direct and positive influence on the lecturer’s
organizational commitment. Everyone expects to get job
satisfaction from work because satisfaction will affect the
spuit and motivation of work for lecturers to achieve
company goals. Therefore, every manager or leader must
be able to know what factors affect the satisfaction of his
workforce in order to fulfill it for the achievement of
common goals. Important characteristics of job
satisfaction are: the job itself, payments, promotional
opportunities, supervision and co-workers (Luthans,
2011). Job satisfacton depends on the individual,
workplace and city where the employee 1s located. In line
with Colquitt ez al. (2015) say that job satisfaction affects
organizational commitment. This is because satisfied
employees prefer to remain m the company (affective
commitment) and do not want to leave the company
because of the normative commitment, satisfaction does
not require the cost to stay together with the organization
(continuance commitment).

The influence of work engagement on organizational
commitment: Work engagement refers to employee
relationships with work. Wessels (2012) describes
employees engaged physically, cogmtively and
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emotionally with their job roles. Engagement refers to
energy that focuses on organizational goals, the
employees involved will work harder to increase energy in
work. Kahn (1990) has found that three psychological
conditions, courage, security and availability have an
influence on individual involvement and disengagement.
Most people choose the professions of lecturers because
they meet three psychological conditions. Work
engagement is a positive work situation that can improve
organizational performance as it significantly affects
employee performance, job satisfaction, turnover,
customer satisfaction, organizational success and
corporate profitability (Lu et al., 2016)

Effect of work life balance on work engagement: There 1s
a direct and positive influence between the balance of
working life with job involvement, the more balanced
working life of the employee, hence, the work involvement
will merease. Kangure (2014) showing there 1s a linear and
positive relationship between work life balance policies
with employee engagement in some state-owned
enterprises in Kenya.

The influence of job satisfaction on work engagement:
The results of this study indicate, job satisfaction has a
direct and positive effect on lecturer’s involvement. The

higher the lecturer’s satisfaction with payment,
supervisor, co-worker, promotion, work  itself,
environment, altruism and status then lecturer’s
engagement in achieving organizational goals is

increasing. This 1s 1in the opimon of Gatenby ef al. (2009),
that engagement brings a positive mfluence on
organizational performance through positive
contributions through intellectual ability and experience
and good relationships with colleagues. So that, satisfied
employees will ncrease engagement in work.

Effect of work life balance on job satisfaction: The
balance of working life has a direct and positive effect on
the lecturer’s job satisfaction. The more created the
balance between worlk and family then increasing the job
satisfaction of lecturers. This study is in line with
Maurya ef al. (2014) finding that work-life balance policy
15 a predictor of job satisfaction, performance and
productivity.

CONCLUSION

Worlk life balance, job satisfaction, work engagement
have an effect on commitment orgamzation of lecturer.
College managers can increase lecturer’s commitment to
the orgamzation by balancing work life and non-work life

(personal, family). Increasing the lecturer’s satisfaction
with the work can be done by giving lecturers the
opportunity to develop lecturer’s career according to their
field of science through teaching activities, research and
community service engegement of lecturers in realizing
orgamzational goals can be improved by allowing
lecturers to use creativity and innovation in learning and
research.

RECOMMENDATIONS

For further research, it can add rational variables of
commitment and emotional commitment as well as analysis

of individual diversity as factors that enhance
organizational commitment.
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