International Journal of Advanced Multidisciplinary Application | [JAMA
Volume 3 Issue 1 January 2026
ISSN No: 3048-9350

Quality of Work Life and Its Impact on Employee
Retention in Healthcare Organizations

Siddharth Mehra’, Nitin Khosla®, Ruchika Malhotra®, Vaibhav Saxena’ and Aditi Narang®
134 Department of Management Studies, Northern School of Business Management, Ludhiana, Punjab, India

Abstract

The healthcare sector faces increasing challenges related to workforce shortages, job stress, and high employee
turnover due to extended working hours, emotional labor, and rising patient expectations. Quality of Work Life (QWL)
has emerged as a critical factor influencing employee retention, job satisfaction, and organizational stability in
healthcare institutions. This study examines the impact of quality of work life on employee retention in healthcare
organizations in North India. Primary data were collected from 225 healthcare professionals through a structured
questionnaire. The study analyzes the influence of work environment, work—life balance, compensation fairness,
career growth opportunities, and organizational support on employee retention intention. The findings reveal a
significant positive relationship between quality of work life and employee retention, highlighting the importance of
employee-centric HR practices in reducing turnover and strengthening workforce sustainability in healthcare
institutions.
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1. Introduction

The healthcare sector plays a vital role in ensuring public health, social welfare, and economic productivity. In recent
years, healthcare organizations have experienced rapid growth due to population increase, technological advancements,
and expansion of private and public medical facilities. However, healthcare institutions are also facing significant
challenges related to workforce shortages, emotional labor, work overload, long working hours, and increasing patient
expectations. These challenges have resulted in high levels of occupational stress and employee turnover, making
workforce retention a major managerial concern.

Quality of Work Life (QWL) refers to employees’ overall perception of their work environment, including physical
working conditions, job security, compensation, work—life balance, career growth opportunities, and organizational
support. In healthcare settings, where professionals often work in emotionally demanding environments, QWL plays a
crucial role in shaping job satisfaction, commitment, and retention behavior. Employees who experience a higher quality
of work life demonstrate stronger loyalty, improved job involvement, and reduced intention to leave their organizations.
Employee retention is particularly critical in healthcare organizations, as high turnover not only increases recruitment and
training costs but also affects service continuity, patient safety, and organizational reputation. Retaining skilled healthcare
professionals ensures consistency in patient care, improves organizational stability, and enhances healthcare outcomes.
Although several studies have examined job satisfaction and turnover in healthcare settings, limited empirical research
has focused on the comprehensive role of QWL in determining employee retention in North Indian healthcare
organizations. Most existing studies emphasize workload and compensation issues while overlooking holistic QWL
dimensions. Therefore, this study aims to examine the impact of quality of work life on employee retention and to identify
key QWL factors that influence workforce stability and sustainability in healthcare organizations.

2. Literature Review

Quality of Work Life has been widely recognized as a key determinant of employee well-being, satisfaction, and retention.
Walton (1975) conceptualized QWL as a multidimensional construct encompassing adequate compensation, safe working
conditions, growth opportunities, and work—life balance. His framework highlighted the importance of employee-centered
organizational policies.

Sirgy et al. (2001) emphasized that QWL directly influences employee satisfaction, commitment, and performance. Their
study established that employees experiencing better QWL demonstrate stronger organizational loyalty and lower
turnover intention.
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In healthcare contexts, Lu et al. (2005) reported that nurses experiencing higher QWL levels showed greater job
satisfaction and stronger intention to remain in their organizations. Similarly, Hayes et al. (2012) observed that poor
working conditions and workload stress significantly increase turnover among healthcare professionals.

In the Indian healthcare sector, Sharma and Dhar (2016) found that work—life balance, supervisor support, and career
growth opportunities significantly influence retention among healthcare employees. Recent studies by Kapoor et al.
(2021) emphasized that organizational support and fair compensation practices improve workforce stability in private
hospitals.

The reviewed literature consistently confirms that QWL positively influences employee retention and organizational
stability. However, empirical studies focusing on comprehensive QWL dimensions in North Indian healthcare institutions
remain limited. This study seeks to bridge this gap by examining how QWL factors shape retention behavior among
healthcare professionals.

3. Methodology

3.1 Research Design, Population, Sample and Variables

The present study adopted a descriptive and analytical research design to examine the impact of quality of work life on
employee retention in healthcare organizations in North India. A quantitative research approach was employed to collect
objective and statistically measurable data regarding healthcare professionals’ perceptions of work life quality and their
retention intentions. This design was considered appropriate as it enables empirical testing of relationships between QWL
dimensions and retention outcomes within healthcare work environments.
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Figure 1. Quality of Work Life and Employee Retention in Healthcare Organizations

The population of the study comprised healthcare professionals including doctors, nurses, laboratory technicians,
administrative staff, and support staff working in private and public healthcare institutions located in Punjab, Haryana,
and Chandigarh. These regions were selected due to their growing healthcare infrastructure and increasing workforce
demand. Convenience sampling technique was adopted due to accessibility and time constraints. A total of 250
questionnaires were distributed through both online and offline modes. After eliminating incomplete and inconsistent
responses, 225 valid questionnaires were considered for final analysis, yielding a response rate of 90 percent. The sample
included respondents across multiple functional departments, ensuring representation of clinical and non-clinical staff.
Quality of work life was treated as the independent variable and employee retention as the dependent variable. Quality of
work life was conceptualized through work environment, work—life balance, compensation fairness, career growth
opportunities, and organizational support. Employee retention was examined through intention to remain, organizational
loyalty, job satisfaction, and commitment to organizational goals. These dimensions collectively represent workforce
stability and retention behavior in healthcare organizations.

3.2 Instrumentation, Data Collection and Data Analysis

Primary data were collected using a structured questionnaire developed based on extensive literature review and
consultation with healthcare management experts. The questionnaire comprised three sections: demographic information,

www.ijama.in Page | 20


http://www.ijama.in/

International Journal of Advanced Multidisciplinary Application | [JAMA
Volume 3 Issue 1 January 2026
ISSN No: 3048-9350

QWL dimensions, and employee retention indicators. A total of 40 statements were included in the instrument and
measured using a five-point Likert scale ranging from Strongly Disagree to Strongly Agree. The questionnaire was
carefully designed to ensure clarity, content relevance, and consistency.

A pilot study was conducted with 35 healthcare professionals to test the reliability and clarity of the instrument.
Cronbach’s alpha coefficients ranged between 0.84 and 0.96, indicating excellent internal consistency. Content validity
was ensured through expert review, and construct validity was verified through factor analysis.

Data collection was carried out over a period of four months. Respondents were informed about the purpose of the study
and assured of confidentiality and anonymity. Participation was voluntary and informed consent was obtained prior to
data collection. Both printed questionnaires and Google Forms were used to enhance accessibility and response rates.
The collected data were coded and analyzed using SPSS software. Descriptive statistics such as mean, standard deviation,
and percentage analysis were used to summarize respondent profiles and variable distributions. Pearson correlation
analysis was applied to examine the relationship between quality of work life and employee retention. Multiple regression
analysis was employed to determine the predictive influence of QWL dimensions on employee retention. These statistical
tools enabled robust testing of research hypotheses and facilitated meaningful interpretation of findings.

4. Results and Discussion

The responses collected from 225 healthcare professionals were analyzed to examine the relationship between quality of
work life and employee retention in healthcare organizations. Descriptive analysis revealed that a large proportion of
respondents perceived their work environment, compensation systems, and organizational support mechanisms to be
moderately satisfactory. However, concerns were expressed regarding workload pressure, shift timings, and limited
opportunities for career growth, highlighting the importance of comprehensive QWL initiatives.

Correlation analysis indicated a strong positive relationship between quality of work life and employee retention (r =
0.81), confirming that employees experiencing better work conditions, supportive management, and balanced work—life
arrangements demonstrate stronger intention to remain with their organizations. This finding underscores the strategic
role of QWL in strengthening workforce stability in healthcare institutions.

Multiple regression analysis identified work-life balance as the most influential predictor of employee retention (B =
0.39), followed by organizational support (f = 0.34), compensation fairness (f = 0.29), career growth opportunities ( =
0.25), and work environment (§ = 0.22). These results suggest that healthcare professionals are more likely to remain with
organizations that provide flexible scheduling, emotional support, and transparent compensation policies.

Employees who perceived high organizational support reported stronger job satisfaction, reduced stress levels, and greater
organizational loyalty. Fair compensation and promotion opportunities contributed to reduced turnover intentions and
improved morale. Improved physical working conditions enhanced job involvement and performance quality. The
findings are consistent with prior studies by Sirgy et al. (2001) and Sharma and Dhar (2016), confirming that QWL
significantly influences employee retention in healthcare settings.
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Figure 2. Impact of Quality of Work Life Dimensions on Employee Retention in Healthcare Organizations
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5. Conclusion

The present study clearly establishes that quality of work life significantly influences employee retention in healthcare
organizations. Healthcare professionals experiencing favorable working conditions, balanced work—life arrangements,
fair compensation practices, and strong organizational support exhibit higher levels of organizational loyalty and intention
to remain with their institutions. Work—life balance and organizational support emerged as particularly dominant factors
influencing retention behavior.

The findings emphasize that healthcare administrators must prioritize employee-centric HR policies, wellness programs,
flexible scheduling practices, and transparent compensation systems to reduce workforce turnover and enhance
organizational stability. By strengthening QWL practices, healthcare institutions can not only retain skilled professionals
but also improve service quality, patient satisfaction, and long-term organizational sustainability.
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