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A Study on the Impact of Work-life Balance and Smart Work Environment on
Job Satisfaction and Organizational Commitment among Employees

dolg, MBS
st drtskd &%

n
o}
oﬂ%
Ol
g

Mi-yeon Kim(mykim@engstok.com), Young-Wook Seo(ywseo@dju.ac.kr)

2P| Pfet AT TR Hopold AW glk. 5] 2A L5} U JRAsiel B B AT
7} ol ojx| 3 S e, gehio] YU ZH A vk gl it AL vln|er Hgolct. weby
2 dFE TRUI9 Al dopn Yt ARY AHEYS B 34719, FB/IB, 7| ISR 5
463732 o 2% THUES Yeplo] ZATA] oW AFL vlA|n ol AN HTEie
o Ezo] o) A% RAGAT ERF T2 19 Aol AR AR Fejel AutED BHo| ARk}
2ARN WAL Il el 27102 Al BTk 24 A% A, APRe ARuize] FHA
A9 FFL VAL A2 BYHGT, ARUEL FHAS) PN 2= 2 (@) 9T
& Yehith B4, AFUSL Y2l 2HUAL WA L71E 23} 2HUA BANAE @ o)
A, BRI 2B BANAE FE oS A0 R HERI A, AolEYaRAL qRnks)
2% @A) A9 9FL AL A0 Felsoith B AT AUE BEl F2uHoN R oo Maehs
RE ol 24 FHAE] ATHel 42 e P ARHE YIS, -0t U4 F9o] 1]
$ 388 adlols, Yzl AnlEfla BR9 24 TFHOE 2 MY FHL sl FEHoloF
T eyl %eg At

W SO0 © | Q2K | SRS | ZEBN | ADIEYTE |

Abstract

Lots of studies have been conducted on work-life balance in various fields. In particular, while a
plethora of studies on the work-life balance have focused mainly on organizational culture and work
performance, research to investigate the impact of work-life balance on employees' organizational
commitment is scarce. This study aims to empirically analyze how work-life balance of employees
affects organizational commitment and mediation effects of job satisfaction on the relationships through
a survey of 463 employees working in small and medium-sized enterprises, public institutions, and
conglomerates in the COVID-19 era. Also, it examines the impact of a smart work environment as a
new way of working during the COVID-19 pandemic on job satisfaction and organizational commitment.
The findings of the study are summarized as follows. First, work-life balance was shown to positively
affect job satisfaction, and job satisfaction had a positive influence on emotional organizational
commitment of employees. Second, job satisfaction was found to be completely mediated both in the
relationship between work-life balance and organizational commitment and in the relationship between
work-family balance and organizational commitment, and partially mediated in the relationship between
work-growth balance and organizational commitment. Third, the smart work environment had a positive
effect on job satisfaction and organizational commitment. The results of the study show that work and
family, work and leisure, and work and growth balance are significantly important factors to improve
employees’ work attitudes in the changing work environment as a result of COVID-19. The present
results suggest that the introduction of work-life balance and the smart work environment is required
to increase organizational productivity.

M keyword : | Work-life Balance | Job Satisfaction | Organizational Commitment | Smart Work Environment |

HAQUR} ;20214 01 262 AR 2021E 02& 239
AT} 20214 02¥ 23 WMKKE - MYL, e-mail © ywseo@dju.ac.kr



1. ool 2% U may

A FEe ZEUIE R ARRE Aolrtal QL
ot Z2U1AIH S F24 Hiol2 A Sl Fayst
= AR FZEUHelEA AEE-19 B= ZEY9
2 E79m, 20199 12€¥ S5 |3olA Hx2 T4
Sto] 20209 1¢¥€ols Sejuete] F4stA gHiten
AL, 20209 3¥€ 119 F2UEP[HATAS 199]
ticte] HRFE ) A skt 20219 1€ &
A SAEA] G2 AHE A ZAZ gFEL Y
om, A, 23}, A, 185 B RopollA HIE
7HA et

A3} 4ko] #¥(Work & Life Balance)olgt= A%
ofQl Y AR E Hot= 719 R 23T £
A F/gYollA vl Fa37F ARQleltt HLo] F&21H9
AFE A7|E 204 s dote WHAle] HskE
SHA EQL o= LS bl ek Al
FA7le 847 =Rt AAR i AHEAS
At 471 H di7Idoll SAh 24 YL A
A19] A3t 4, 183l 7RSS of 7P| it #
S o B2 IE 7180la Ut EFE PR
Mz Ehie 913t AREEEAL ALt &
FALFAE AlFsh= 719S AYstal =t &
Ao g gkl HA A AT bl YR
Ha AU 52 AAlste] 2R I3t 4ol x5}
22 3ol 71945t Sl AAolth2l.

ZA9] epll 152 FFH0E LAHUEY 274
o thgt 378AQ1 7191E ol&o] W7l el o=
trl] APATE B ASEOIA gom i
et STt 22 E 99 AFRES0] #olA
L, o]t A Msk= 7149 AFAQl A oF
A3 A FAAYES 220 gt A4S o]Eo]
4 QlTH4l

T3 AFeEo] 220 gt 24 340 &

ol

W orlo 2 o

o2l

of wAE ot Y5 A7gol ol Fa 2elo]
o, 2% THY9 PPIHE 2HANS B 94
HAR oheh Mo WES 9L 4 9] ol
[51l6l.

T YePRe B ATUES FFT AU
A 7190] @& 4 gl
Q1 Tol 4 Anicte
T4 8 v QPgEQ) Al BV 7EE 4 ks A
ol oloh 2 4T %
T4 B} Qlebpe A5k Slet e Bk 9l
.

E3F =9 A7k 3715} Bell wket Wol Yepzt
o7k ol vl e 257k ol =
A zotega $739) Baio] 2T QL7

£5] u71eg VIOE S 7MY Y 7 4
32 Aurkzo] MeE glon(s], e ITAY
Mo s AnEYSSL HREEe] F3H
FL vA0 Uobrt A219] AHeIE P B3

oAk @7Ee] Bs3 QIeHol
o147 o Phet A W Pary 70 B
L od /gt B AEo] & FARA HRnise
A9l AP Pl FHHL JeFS vHL aglow
4

of Mo

au

[o)

o

2

J
(o]

[e]

TAE9] RS} F4LE o]Zo] 7] 93t A=
kS whsk: U2 229 YRolAE BET A
o}, wEhd ATEQE Sgo] LAY
Eo] ¥ Zolzt /Mgt AntESA 87

0] AutETt 2R MXE A A

ol
>
o

(]

>
2,
9
=)
_?15
%
ol
s
=)
B
rr
B
i)
oN
e
1%
_(315
k1
2
o
O

Il. OI2X WiZ A 7t24¥



Qatiar ADFEQ|T S0 =& 1M

Ol_—‘

k]
40
ra
1M
=
P
bal
-Qh
r=
=2
a
ﬂ
rir
08
oolI
2
r

ot ¢ B07

2. O|2H H{iEF

2.1 Y2 (WLB:Work & Life Balance)

=P8 (Work & Life Balance)2 ZZAoJA FAH
o] A|Zteh= BE AYE 7Ho] 73T} XIE KETH14L

Marks & MacDerm1d~ S AE T2 4
A19] A= sk %%1?} TS 201 AZES Sofist
= A& Aot QIrH15]. B2 U|E AR E= T
Folle 4715 G, 49 49 3 5ol l=d £
ATollM= Hebdolghs &ol= AREstA §ith. of
Mo At 715 49, 43t o7 79, It A
49 37HA SHIFFeE FAHETHI6L.

232 499 4t 71, 1t o7F, DIt A Atol
oA Yehh= ookt EA19 452 S55H7] Yt A
gdo=z 9El(Work & Life Balance)ol2l= 7ol
4 Fom o= 49 A Y AI7I7] Agt A
Hog ddsa IrH17].

A3} 4] #¥(Work & Life Balance)2 71Q19] 4F
9] Aoy A%, 181 AFEgFoly, A& 22
ATAA 234 *éﬂ‘oﬂ JFE FH(18], I3 49 25

RABHA =H 71dolA = fsd
QA =12[19], o]t 01141}1
o)1, BA-AE 7HH2TH201.
AFEE BT Q1Y w2 XA

FFE vZITH21]. Y2 olvR|et Alto] & EHlE

EUYET} EoA WA DIt 4, & AlelolA BT
WE4E 27A H=t ol HAA vEETt #of

A 24 @Ibo] b ATE wde ATl B
o AYHRULB]. olo] ZHeIAE B} vhe 22 4
B2 9ltel 24 FHUSY HAY HES Wb

7] 95to] Y=(Work & Life Balance)ol] thst B4k
< 7sketal ot

2.2 X20tE(Job satisfaction)

ZJE—EéOl% 7H°1°1 zvu 49 32 250 §

r
W

31’%”&5—"1] EH%} ’dﬁg‘ﬂ-?% H AR A7
o] ofe] 840 that WE Fustel AUA @ M
Oﬂ "ﬂ?} ‘—g-,_-/];_(:]‘ \_]_ E]-Z‘]O]Fq'j__ 7‘4—/]0]'ﬁr’H23]

A HOp=0o. (j

So] A9 HRo] grEiThs

2 A0 A5t A7l AU B 98 &
o 2748 A A B 4 9IcH2s). A4E
SREe AR 1 ARt AHel 489 &,
T8, Qhs el 45 9 AAele] B, 54

SOl iRt 8450 Higt IR TS <fuiRitH20l.
2 W 4B et AN YRS
e 8R102 AT Fo] FTH27]. Aol
Al A EH xl.‘;f‘ql—é 12 279 59 9 AL A
ojztal FstltH28]. 2 A
Tof A awﬁ:—m B 22 TYAS Yt
A Jerton ARuEmt
FHBAZE ATH291.

2.3 ZXI512(Organizational commitment)

Alojghe o] AP oulE AmEY E3t ok
< "4 Sle & dole Zolghe ROo& o' g
H4l5] 7101 Sk A 9ujgith & ALl =
FA5] 719 sh= A& ofulgith.
Ldoﬂ g A 229 Y _71:31‘ A
Faoll A Ueh= AlE]A ozt ”EHS’Jr
Bl FR9Ie gz ARSE QITH301[31

A4l gt e ATE "EHﬁE“" z228
A19] 7idoll= 71t gt ouiet S84 2 o
Aol AE)d A WA= FYAI9 U7t 2gE o
UTH= A7t 9lar32], AH4lo] &agls 229 714
£ WAistoto] 22]9] Uofl disf 5202 AYst=
Ao, Ao gt FUAIU S HPoR & &
Atk 457 = SFATH33).

A4S 2Fo] ok 7HX| 9 Eapol| oigt

l[‘ oko _I>;‘

3F Aol 428 2ZS 95t AAGst =3}t o]%], 18]
W 249 FHPoRA @o}moa%b et Aol =
o fdoRE Helsiirk33). & 2R =
o

=
g3t 244 Qor %29 7= HPO}EO]_V_ 3z
< QI3 7R mFFelar AeH301. ol AY 2]

roh NN



Allen & Mayer©] 9Jshd 22 #41

o A7

&AW, EAALoR TR 4 gkt 444 @

Ae 24 APE o) YA 240 o F44

REIg, AR, a5, B2, B, A WY 52

2 49l 2w ek, 244 A4S 749
N

2.4 AOIELQIF&ZA(Smart work environment)

HEFA] 7]eo] WEotHA 71E 459 WA
o] IR 1 Qltt. H&o] ZEH 97t 75 FHHA
H|t A A9] JReF ARLEQS 32 U4 Q4R
A A Qe AREQI T JRFAS 7|5Eo R 7]
E9] AFRA JdS gste] A ot AL a&Z0]
I HEoHA LT 4= =S Sh= mHAFER] dFS
7ot

AUEQF = HREA 7[eE ARgSto] ARFR7t
7heet BN MERE E FEAFE S Sk
Alo|w[35], AlZk A49] Aok glo] JFE £ &
= Qe Ao 1[30], B oEAR] Y Hh=
T £ = FHE TITHITL & AvE I EY
o|AE AT ARE JF FefolH, F2 1940
AR 9 vt ARE 93] Slo], I 84
2 A A I M2 45 FHolrz st
AUEQIF O] AIGE ATEH AAE A F
S AR 4= A oK ol et SARS A
517] tiZol] AMEQIAE &8 Sl A9l 1 JT
4ol gk TS =2 A g1 & 4= UrH30l

AUEQF = 22 LAolA 334
A ZAHgEE Fojoto] Z2of| Higt fA8S S7HIA
AR SR AIZITH3S). ES AutE QT3 o)A
9] ARNEL JEHSA &S 7R & st 7R
o] F2 A=A At o= Ao ostH
AUELQIF7) ARG 384 JE v, A7
T2 i1 Ak E RAEQ, 224, 2A A}

of ¥F= vIRIHAL FATH11-13](39][40].

N

¢

rlo ol

3. 7K oy

3.1 Qlzpen xRorE

SJehlt ARRise Wyst BAYE sk gt
W3t o] PAl] dhat AP T TR
ofollA] ofe] Yz aElo] Siei4l)

AepBe 9% 229 o] 2 FHU AT
o] FHA FFL Tk AF AT b 24
st 242 QlebBe BANEo RN 24 THUS
o] ARYHEI} Fh 2L JheHA BeH4zl 2
o] Sleh BAE 9o LT ke AL LA
H 24 THUSS 229 4R S4 iRt 3
B8 JAE LA sl an fuE 3E PAE
T4 ARt o R o]ojxtH43][44]. AHH R

A ARt 239 A€ FHdo] 230 F44

QS 2 e ded 5 s 5o 4%
vl 33H9 R VA7 HrH44l

Qo] NPATLES uletoz Yahmlo] 27 LAY
o) Awrzo] FHH L vd Ao
et 2 THae 4yt

7Ha1. APt do) FF)o] FHUY AR
o 3 HHY JeFS v1A Aol

11 9b5E9 e 7499 AR FAe
B9 FFL )3 Holek,

1-2. -olkFge P HResd] P29
B9 FFL 013 Holrt,

13, D-HHFFE YA ARas] FHH

Y FFe vE Aol

[o)

o T T
A4S, 22 THUo] T TR HHRS 7]
A Ew L 7 AeelA] ARese BrksA =3
ARREETE e THAS A0 AFeAe] 3%



Q2pdut ADEQIFSA0| X2 Yol Z2R0E RAHM0| OjX= o &8 g7 509

AN £ 5= ITHA7]48]. E3 2AFAS 24 ES FHYES ALY St 2| Fo] it ghEo] w)
‘d7to] gt Al&o] 7hsste] 24 FLAHUER stola ZA o gt 3784 B7HE skl olof Wt 223
384 71918 A= 4 Aths SHlA 7HA7E A Al/go] =orA 22T ol 719 sHAl "rH551.
0, ofof] gt A7t ] A= JITH491. QoA At wieh o] EpllS B AR
2A ¥4, &, organizational commitment®] th3t A EL ulslo] PAE T A 44]eH He

MNdE =W AtolA=
29 502 £gste] AHgeka
organizational commitmentE %32

oz %%16}04 Ag st s,

AT, AR, 24

B AFoHE

.

-71‘-31"3#01] gk “ﬂzol 7}—0} H:V\E
o 719 GolA mdof g £Q3 W4oly| % slr}
[49]. A 10¥ S9F 71 wo] Aty 2 A9 &
B2 Allen & Meyer7} AN Al 714 §8, & 94

Z FA, ;Gk];a A _TH-I:HX-I Sl Alo|tH33]. AAH

=
bl

A ool 2 °4¥O1WL xwa*. 63_

o7 AR "kFo] %

2} git,
AF7HA Ao A

7Hae 44 sk

(CVEECERERETY
FE v Aot
3.3 AF0ES| j7HE At
Lambert= H2hdE 53
A= Bi= FAA HolA Y ©E J’]’ FAEY 3=
olekn FAALH5 1. & ek £ 7 23
L 28 elo] AA9] Uzt 4] #BE 99
AAZ AL 7HA] T QIAJste] A2 EE 2|5 T

24 74o] B &

E
-

3 2 WELE 7P sl ZoleH52)(53]. ol
2APHS THUY A Fol 24 2Y, 24 A
A3} g ATHES ol FHA ANE AL
9IeH52).

E3 lehle B 24 WEEs Fobuows
Q% 22 I} GYEIR ol HlEr} gasteh54l

w0l as BHore ) 24 74U ARRiEe 4
AH 2H40) 3342 FFS F A0 st

Thedt 22 7HES AAsit

7Hd3. YY) AR EhE 2234 119
TAE FAHZ o A Holt},

3-1. T4 Y9 RS A-71E FPT A4
7re] FAE FHFHo= /g AHolct.

3-2. YY) AFAES L-o7t 4P 2HAA
7] BAS FAHHoR wj/E Ao|t}

3-3. AUl A HukEo Q-2 FFT 2 A4l
9] #AE AR vz Aot

3.4 ADIEQTSAL XROE ZXFY

42} AdEEAId R HolsHA o JRIsia AF =
419l AntEQIF(Smart Work)7} #X=3 Qltk. SK
BRAAATL ot A2 19AHE Hobka
N HAEoIAE AT, BdiE 45 52 20t
Eas WAL AF &5t F Aol Hof 7haL
At ol AFHQ R I} YFEZ WA E ¢

AAHOITHGT7). T2 UHOR EaiA] QA AP A
Hane AgeiEA Avtegande 44 o A
Aokt Sk,
20004 °lF A7E AvtEglac] wo Awmw,
AREQITE TAHUY AFRES folx 27)
AS PN A0 UeThB8IIS6][5T].
AnEQIZIE AL Fj9le] Qo] Bast Azt
3} e A9EA ez P A
4e A FoRM THU AR o] FHH

SEO. o]jx=.0 [e)
e FEL AULEY

mlm J

A

=)

O:

"_—/\OI__
@%TNI

el

B
_lg
-LI
o?t,

AgHow BAL 4 AL,

FolA Lt 4] 201E B
F % 61,

s
T



b10 3BI=2ZEI=SS[=EX| 21 Vol. 21 No. 3

ESH ANFERIF S o] ARHET} RAEY, 243
S N9 AV 4 k9] TAl] IS AT
o] Qith= AL 7|E AgdTE Bl AT =Hol &
tH10-13]. 1At AU}E"HM Jhar siA &
£ ARRFEC] A4l Aol thsf w5g Aolzke gyt
ARl A= G| FARUEE L)Y Yejile o2
F7H8 4% Fasith= A AT A+ A
tH571. ARFERIT IS 7AR1 oA =95t A
T AFRESo] 245 FAA38], § Yot 24E
o 2 A a 22 A4S Aok 58 27 Wele
2 ®BrrH2s].
webA E ArofAfs Z2U19 ARE Aot
£ AdRIEA I dFegos et

slEYagge] 28 THUSY HREEY 27
o oW G vIAA] Awns] 98] chet 2
7Hae AAS WA} sk

e
oo 3o

74, ANEQISAE 2 Y] AETET 24
3l Alo| FA Aol I3RS ujA Aolc},

4-1. AMFEQITHL2 YUY FRuEo| 7 F
%l BAHY FFE A Aol

4-2. ATEQIRAL A9 2 A4 3784
QI A+ FFE vE Aok

WLB(work life balance)

smart work

Environment

Work-Famiy

Hé-1 H4-2

— ] [ g ]
: Job Satisfaction crgam.za o
13 i ommitment

H3

Work-Leisure

[ Work-Growth

H3:WLB - JS - OC

H3: Work-Life Balnnce— Job Satisfaction— Organization commitment

J8 1. 972

# W1 ow 5 clot 249) ;u;%g— oz
AES WesioTt 20209 119 3083 129 7
A GFUL Y S o] SoIsic
g 479499 S8 3 HAW Y 1648 A

46359 AZAE ez FAEAHS AFsHAH.

2. Bi%0| Holot é’“
AFo] A8E HS=E Likertd] 54 AT E AMRSIY
o 71 vi4el 2YYEE et Uek

otel  ADFEQIT SHA(SEIHS)
EguiZo] gaple oA FAYo] X Zeh=
SE g 0] FYT 2IAL AL, A9
J-7l= #8. A-o7} F8, A-P¥FHo = J1Ha}

of 717429 A(2008)[62], B ¥-&91](2005)[63],

AET0l27(2009)[64], FH=(2015)[58]12] 12719]

AR B ARSI, SETS [® 113 2o
AUFEQFSE S FREAV|EY Azt Juko

N,

tat AJzEe) Aok glo] HE Wk |43 H
B 584 AFE 7o ok BAAAE
o2 AHoJ5lal Ahuja et al.(2007)[65], Ayyagari et
al.(2011)[66], A1°F¥(2012)[38]1% AE-=(2015)[58]
9] ATE EUE stof AR, [TAZA, ITEY
g, ITHSEE S Ueills gd3ds 4 235 A&
shoiTh

c

L
ol oK
b

22 KPS L S48

LR R
g Pl Ae
I FAUIG Fe R Ty
Locke(1976)(2517} A%
W, A9 FEMA, 55
o 5ol ) BEEVE A8SlAT

- o



2.3 ZEBUESHS)
/\

q ‘:HOH L7le AAR o, 34, A4 g A
9J5lal Allen&Mayer(1990)[5019] FAAHAAL, A&
A4, A4 B F 2 Aol Fet ZAE
A 87 BFS HAES ARESHATH

E 1. Definition of variable

variable Measurement References
- Work-family Blance maintain
balance
WLB - Spend enough time with family

(Work-family) |after work
- Satisfied with work and family
- cares a lot about MY family

- Spent enough time on leisure
- Satisfied with leisure life

WLB - Spending enough time on
(Work-leisure) |leisure activities and health care
- Maintaining a balance between
work and life

Kim-Park(2008)
Park-Son(2005)
Kim-Lee(2009)
Kim(2015)

- Work and self-development

- Trying to implement my
self-development plan

- Distribute time appropriately in
both areas

- people around you say I'm
doing a good job and
self-development in a good

WLB
(Work-growth)

balance
Ahuja et
- Job autonomy al.(2007)
- IT Connectivity Ayyagari et
Smart Work | _ i1 complexity al(2011)
~ IT Speed of change Kim(2015)
Seo(2012)
- Fair compensation
- supportive work environment
Job ~ supportive peer relationship  |Locke(1976)
Satisfaction | = working conditions Jo(2008)

- relationship satisfaction
compared to the same industry—
- happy to spend the rest of my
carrer with this organization.

- enjoy discussing about my
organization with people outside
it.

- feel as if this organization's
problem are my own.

- easily become as attached to|Allen & Mayer
Organization |another organization as | am to|(1990)
commitment |this one. jaros(2007)

- do not feel like ‘part of the|Yoon(2020)
family’ at my organization

- do not feel ‘emotionally
attached’ to this organization.

- great deal of personal meaning
for me.

- do not feel a ‘strong’ sense of
belonging to my organization.
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E 2. Reliability of the Questionnaires

Factor Loading C/R AVE Crobach’s
0.873
\{Zgﬁ; 0.836 870 601 865
0.783
0.887
Work- 0.884
leisure 0877 914 779 937
0.903
0.841
Work- 0.872
growth 0918 924 752 923
0.835
0.743
0.812
Smart Work 0.890 .889 .667 .871
0.816
0.690
) . 0.810
Job Satisfaction 0749 .850 .587 .886
0.809
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Organization ™01 849 655 844
0.684
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W.F W.L W.G SwW J.S 0.C

W.F 1

W.L .682*** 1

W.G B36***| BAg*F* 1

S.W L2BB**X| - 2271%%x% | 304x** 1

J$ AQAXxx | ATTR* | BOTX** | 45gx** 1

0.C 376***| 365*** | 453*** | BOO*** | .676*** 1

*p<.05, **p<.01,***p.001
* W.F: Work—family, W.L: Work-leisure, W.G: Work-growth, S.W:
Smart Work, J.S: Job Satisfaction, O.C: Organization commitment
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E 5. Hypothesis Validation Results

Hypo Path Results

H1-1 Work-family Blance — job satisfaction accepted

H1-2 Work-leisure Blance — job satisfaction accepted

H1-3 Work-growth Blance — job satisfaction accepted

H2 job satisfaction — organization commitment accepted

H3-1 Work-family — job sat\_sfact\on — organization accepted
commitment

H3-2 Work-leisure — job sat_lsfactlon — organization Reject
commitment

H3-3 Work-growth — job sat}sfaotlon — organization accepted
commitment

H4-1 smart work — job satisfaction accepted

H4-2 smart work — organization commitment accepted
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