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Abstract

Abstract in English :

Background:

Balancing the working and healthy life | an employee is important for health and psychological, as it
increases the employee’s passion for working with all activity and vitality, resulting in an increase in
production, and increase customer satisfaction when visiting a health facility, therefore it is necessary to
provide appropriate requirements to achieve satisfaction that leads to the desired result .

Objective :

This research aims to study the tangible impact of the work environment and health on employee
performance in health facilities in the private sector in the Kingdom of Saudi Arabia .

Methodology :

The method of collecting information was applied, in a quantitative way, with employees of the private
health Field in the Kingdom of Saudi Arabia .

Results :

The results indicate agreement among the individuals o the study sample regarding the assessed aspects
of workload and employment, since the majority of the sample indicated that their workload is
reasonable and manageable.

These results indicate that participants are generally aware of the positive aspects of culture and
communication in the workplace, with higher scores in areas such as comfort in discussing work-related
issues and encouraging open communication and collaboration. However, there may be room for
improvement in promoting a healthy work-life balance, as the majority agreed that they are at ease when
discussing their affairs with their superiors or supervisors, and this is one of the most important means of
communication at work and enhances the work environment.

As for the workload and it’s requirements, a sample of the study agreed that they are able to schedule
their work and arrange priorities to complete it perfectly, and that they have specific and clear duties, so

itis easy for them to arrange their priorities .



In the item of purification and remote work, most of the sample agreed that they have the ability to
communicate with co-workers to finish all work duties, when working remotely, which saves time and
effort in going to work and the speed of completion required to finish the work, which does nit require
the presence of the employee at the workplace .

In terms of job security, the majority of the sample felt that their job positions are very important at the
workplace and contribute to the success of the health facility, as a result, they have job security and are
not afraid of being laid off .

Conclusion:

The study referred to 5 important items, which are as follows:

- Workload and staffing .

- Work environment and communication .

- Workload and job requirements .

- Technical and remote work .

- Security of career growth .

- Security of career growth .
The majority of the employees agreed that the working environment of the employee in the
private health facility should be dominated by cooperation and facilitation, by harnessing
modern technology to serve the employee, which facilitates the process of accurate information
collection without repetition, as a result, urges the completion of all tasks to the fullest, when
there is a stimulating and flexible environment for the employee, which helps in enhancing the

balance between the working life and the health of the employee .



Abstract in Arabic :
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Chapter (1) Introduction

Introduction:

Achieving a harmonious work-life balance and prioritizing employee well-being are critical factors in the
success of any organization, including private medical fields in Saudi Arabia. As the demands and
challenges of the healthcare industry continue to grow, it becomes increasingly important for employers
to focus on creating a supportive work environment that values the well-being of their employees. This
is particularly significant in the context of private medical fields in Saudi Arabia, where healthcare
professionals often face high levels of stress and long working hours.

Private medical fieldsin Saudi Arabia play a crucial role in providing healthcare services to the population,
complementing the services offered by the public sector. These organizations encompass a wide range of
healthcare providers, including hospitals, clinics, specialized medical centers, and research institutions.
The private sector has witnessed substantial growth in recent years, driven by factors such as increasing
demand for quality healthcare services, advancements in medical technology, and a growing population.
However, the rapid growth and competitive nature of the private medical sector can resultin demanding
work environments that may potentially affect the work-life balance and well-being of employees. Long
working hours, high patient loads, and the need to keep up with continuous advancements in medical
knowledge and practices can place significant pressures on healthcare professionals, potentially leading
to burnout, decreased job satisfaction, and compromised patient care.

Recognizing the importance of work-life balance and employee well-being, many private medical fields
in Saudi Arabia are now prioritizing initiatives aimed at promoting a healthier and more supportive work
environment. These initiatives encompass a variety of strategies, including flexible work arrangements,

1



employee assistance programs, wellness initiatives, and professional development opportunities. By
addressing the individual needs and challenges faced by their employees, organizations can foster a
greater sense of satisfaction, engagement, and productivity.

In addition to the internal efforts made by private medical fields, the Saudi Arabian government has also
recognized the significance of employee well-being. It has introduced various labor reforms and
regulations aimed at improving work conditions, promoting a healthy work-life balance, and
safeguarding the rights of employees. These reforms include measures such as limiting working hours,

ensuring adequate rest periods, and providing access to medical and mental health support.

Research Problem:

In private medical fields in Saudi Arabia, healthcare professionals often face significant challenges that
impact their work-life balance and overall well-being. Factors such as long working hours, high patient
loads, and the need to keep up with continuous advancements in medical knowledge and practices
contribute to high levels of stress and potential burnout among healthcare professionals. These
challenges canresultin decreased job satisfaction, compromised patient care, and difficulties in achieving
a healthy work-life balance.

While private medical fields in Saudi Arabia have recognized the importance of addressing work-life
balance and employee well-being, there is a need to assess the effectiveness and impact of workplace
interventions aimed at mitigating these challenges. It is crucial to understand the types of interventions
being implemented, their perceived effectiveness from the perspective of healthcare professionals, and

the overall impact on employee satisfaction, engagement, and productivity. Additionally, exploring the



relationship between work-life balance, employee well-being, and patient care outcomes will provide
valuable insights into the significance of prioritizing employee well-being in private medical fields.
Therefore, the problem statement for this research | is as follows:

What is the impact of workplace interventions on work-life balance and employee well-being in private
medical fields in Saudi Arabia, and how does this impact employee satisfaction, engagement, and
productivity? Furthermore, whatis the relationship between work-life balance, employee well-being, and

patient care outcomes in the context of private Saudi medical fields?

The Importance of Research :

The proposed research on assessing the impact of workplace interventions on work-life balance and
employee well-being in private Saudi medical fields holds significant implications for various
stakeholders, including healthcare professionals, organizations, policymakers, and the overall healthcare
system. The research contributes to the understanding of work-life balance and employee well-being in
the context of private medical fields in Saudi Arabia and provides practical recommendations for

improving the well-being of healthcare professionals.



Aim of Study:

The research aims to achieve the following objectives:

1. Identify the types of workplace interventions implemented by private medical fields in Saudi Arabia
to improve work-life balance and employee well-being.

This objective focuses on understanding the various strategies, programs, and initiatives implemented by

organizations in the private medical sector to address work-life balance and enhance employee well-

being. Itinvolves identifying specificinterventions such as flexible work arrangements, employee support

programs, wellness initiatives, and professional development opportunities.

2. Assess the perceived effectiveness of workplace interventions from the perspective of healthcare
professionals.

This objective aims to gather the perceptions and experiences of healthcare professionals regarding the

effectiveness of the workplace interventions. By conducting surveys and interviews, the research will

explore how healthcare professionals perceive the impact of these interventions on their work-life

balance, overall well-being, job satisfaction, and stress levels.

3. Examine the impact of workplace interventions on employee satisfaction, engagement, and
productivity.

- This objective focuses on evaluating the outcomes of workplace interventions in terms of employee

satisfaction, engagement, and productivity. By analyzing quantitative data gathered through surveys, the

research aims to determine the extent to which these interventions contribute to positive outcomes and

improved employee well-being.



4. Explore the relationship between work-life balance, employee well-being, and patient care
outcomes.

- This objective aims to investigate the interconnectedness between work-life balance, employee well-

being, and patient care outcomes. By correlating data on work-life balance and employee well-being with

patient care outcomes, the research seeks to identify any associations or relationships between these

variables. This exploration will provide insights into how employee well-being impacts the quality of

patient care in private medical fields.

5. Provide recommendations for improving work-life balance and employee well-being in private
medical fields.

- Based on the findings from the research, this objective aims to provide practical recommendations for

private medical fields in Saudi Arabia to enhance work-life balance and employee well-being. These

recommendations may include strategies for implementing effective workplace interventions, promoting

asupportive work culture, and addressing the specific challenges faced by healthcare professionals in the

private medical sector.



Research Questions:

1. What types of workplace interventions are implemented in private medical fields in Saudi Arabia to
improve work-life balance and employee well-being?

2. How do healthcare professionals perceive the effectiveness of these workplace interventions in
achieving work-life balance and enhancing their overall well-being?

3. Whatis theimpact of workplace interventions on employee satisfaction, engagement, and productivity
in private medical fields in Saudi Arabia?

4. How does work-life balance and employee well-being in private medical fields relate to patient care
outcomes?

5. What are the recommendations for improving work-life balance and employee well-being in private
medical fields in Saudi Arabia based on the findings of the study?

1. Healthcare Professionals:

The research findings will directly benefit healthcare professionals working in private medical fields in
Saudi Arabia. By assessing the effectiveness of workplace interventions, the study will provide insights
into strategies that can enhance work-life balance and overall well-being. This can lead to improved job
satisfaction, reduced burnout, and enhanced personal and professional fulfillment among healthcare
professionals. Ultimately, the research aims to support the well-being of healthcare professionals, which
can have positive effects on their mental health, job performance, and quality of patient care.

2. Organizations:

Private medical fields in Saudi Arabia will benefit from this research by gaining a better understanding of
the impact of workplace interventions on their employees. The findings will highlight the importance of

creating a supportive work environment and implementing effective interventions to promote work-life



balance and employee well-being. Organizations can use these insights to develop tailored strategies,
policies, and programs that address the specific needs and challenges faced by healthcare professionals.
By prioritizing employee well-being, organizations can attract and retain talented healthcare
professionals and create a positive work culture that fosters productivity and patient satisfaction.

3. Policymakers:

The research outcomes will be relevant to policymakers and government entities responsible for shaping
labor regulations and healthcare policies in Saudi Arabia. By providing evidence on the impact of
workplace interventions on work-life balance, employee well-being, and patient care outcomes, the
research can inform policy discussions and decision-making processes. Policymakers can use these
findings to develop and implement regulations that support employee well-being in the private medical
sector, such as setting limits on working hours, promoting flexible work arrangements, and ensuring
access to healthcare and mental health support.

4. Healthcare System:

The research has implications for the broader healthcare system in Saudi Arabia. By highlighting the
relationship between work-life balance, employee well-being, and patient care outcomes, the study
emphasizes the interconnectedness of these factors. An improved work-life balance and enhanced well-
being among healthcare professionals can positively impact patient care quality, safety, and outcomes.
The research outcomes can inform discussions and initiatives aimed at creating a sustainable and resilient

healthcare system that prioritizes the well-being of both healthcare professionals and patients.



Chapter (11) literature View

Work Live Balance :

In the first half of the 20™ century, the relationship between work and non-work activities was largely
based on two assumptions: firstly, that full-time employment was primarily held by men, and secondly,
that women's roles primarily involved unpaid caregiving and domestic work (Crompton, 1999).
However, in the 1970s, these assumptions were challenged in Western societies with the increasing
participation of women in the workforce. The shift towards equality policies in Western society led to a
growing need for work-life balance (WLB) policies (Sparks, Faragher, and Cooper, 2001). This shift also
made work-life balance a priority within the European Union (Crompton & Lyonette, 2006). More
recently, work-life balance has become an importantissue in developing countries as well (Swarnalatha
& Rajalakshmi, 2012).

Today, both men and women pursue professional careers and share domestic responsibilities in many
countries, replacing traditional gender roles. As a result, organizations need to support and promote the
balance between work and non-work roles for their employees (Cengiz & Er, 2018). Working individuals
have multiple roles to fulfill, including being an employee, a son/daughter, a husband/wife, a
father/mother, and more (Arun, 2013). However, the interactions between these roles can lead to
dissatisfaction, increased stress, or burnout. Multi-role tensions have become a common part of people’s
lives, especially as work demands continue to intensify (Backhaus, 2015).

Various factors contribute to work strain, such as technological advancements, the need for quick client
responses, and improving customer service quality (Guest, 2002). These increasing work demands can

resultin longer working hours, exhaustion, or the need to work from home. Role tensions are particularly



pronounced in dual-earner couples or single parents, making it challenging to balance different
responsibilities (Perrons etal., 2005). Balancing job and personal domains has become a critical challenge
for individuals in general (Valcour, 2007). Despite the growing research attention to the work and non-
work interface, there is still a lack of comprehensive studies on this topic (Greenhaus & Allen, 2011). Most
existing studies focus on work-family conflict (Hall, Kossek, Briscoe, Pichler, & Lee, 2013). However, this
study focuses on work-life balance from an individual's perspective, considering multiple roles beyond
just work and family (Greenhaus & Allen, 2011; Haar, 2013).

Exploring the outcomes of work-life balance involves investigating employees' perspectives on their
careers, fulfillment, and well-being (Brough et al., 2014). There is a need for further research to explore
the effects of work-life balance across different countries (Kossek, Valcour, & Lirio, 2014). This study aims
to contribute to filling this research gap by examining work-life balance in two different countries and its
impact on organizational commitment, job satisfaction, and overall life satisfaction.

The topic of work-life balance (WLB) has garnered significant attention from researchers and is a major
concern for both employers and employees. Garg and Dawra (2017) emphasized the relevance of WLB,
noting that a lack of balance can negatively impact individuals' performance at work and their personal
lives. Eby et al. (2005) suggested that exploring WLB should address the compatibility of individuals'
expectations regarding their job and life roles.

There are various definitions of WLB in the literature. Clark (2000) defined WLB as the satisfaction and
effective functioning in both work and home domains with minimal conflict. Kirchmeyer (2000)
described WLB as achieving a satisfactory sense of well-being across all life domains and effectively
allocating resources such as time, energy, and commitment. Greenhaus and Allen (2011) defined WLB as

the degree of satisfaction an individual experiences in their work and life roles. Kalliath and Brough



(2008) provided a broad definition of WLB, encompassing the individual's perception of harmony
between work and non-work activities and personal growth. WLB is influenced by an individual's ability
to manage multiple roles, including work, personal life, sports, community involvement, and more (Haar,
2013; Pasamar & Valle, 2015). Yuile et al. (2012) described WLB as a situation in which demands from
work and non-work roles are met by allocating equal time to both responsibilities. It is important to note
that WLB is a subjective concept that varies for each person based on their goals, priorities, and
perspectives (Kossek et al., 2014).

Some studies have examined the concept of work-family balance, which is closely related to WLB, and its
relationship with careersatisfaction (Saraih etal., 2019), job satisfaction, and organizational commitment
(Carlson, Grzywacz, & Zivnuska, 2009). Greenhaus, Collins, and Shaw (2003) identified three forms of
work-family balance: time balance (equal time allocation between work and family), involvement
balance (equal psychological engagement in work and family), and satisfaction balance (equal
satisfaction with work and family). Aryee et al. (2005) found a positive relationship between work-family
balance and higher organizational commitment and job satisfaction. Similarly, Clarke et al. (2004)
reported that work-family balance is associated with greater marital satisfaction. Therefore, it can be
inferred that higher levels of WLB may lead to positive outcomes in both personal and work domains.
Achieving WLB is a challenge for all employees due to various factors, such as social and technological
changes, as well as job and life demands (Aryee et al., 2005). Social changes, including dual-career
parents, working women with young children, dual-income families, and single parents, can create
tensions between different life roles (Duxbury & Higgins, 2001; Beauregard, 2011). In response,

organizations have implemented family-friendly policies such as marital support, emotional assistance,
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and flexible schedules, which contribute to enhancing WLB (Richardsen, Burke, & Mikkelsen, 1999;
Thomas & Ganster, 1995).

Some researchers argue that it is more appropriate to focus on work-life balance rather than work-family
balance, as not all employees have traditional family structures. For example, some employees may be
single or childless. The concept of life in WLB encompasses all life domains, extending beyond the family
domain (Lambert & Kossek, 2004). WLB offers broader opportunities to understand the interface
between work and other life roles compared to the narrower focus of work-family balance (Haar, 2013).
While some studies have explored the relationships between WLB and employee satisfaction, anxiety,
and depression (Haar et al., 2014), there is limited research on the potential associations between WLB,
burnout, and the mediating role of organizational commitment. This study aims to address these gaps by
examining the relationships between WLB and life satisfaction, job satisfaction, and burnout, as well as
investigating the mediating role of organizational commitment. The study is supported by the fit and
balance theory

According to the balance theory proposed by Voydanoff (2005), individuals experience a sense of
balance when they perceive a fitbetween the resources available to them and the demands of their social
environment. In this context, balance is linked to reduced tensions and decreased strain. Based on this
theory, we propose thatindividuals who perceive balance between their various life roles are more likely
to experience satisfaction and effectively cope with tensions and strain.

When individuals perceive a balance between their work and personal life, they are better equipped to
handle the demands and expectations in both domains. This balance allows them to allocate their time,

energy, and resources effectively, resulting in greater satisfaction and well-being. By managing multiple
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roles and achieving harmony between work and personal life, individuals can experience a sense of
fulfillment and contentment.

Furthermore, when individuals perceive balance in their life roles, they are more likely to cope with the
tensions and strains that arise from conflicting demands. They can navigate challenges and stressors
more effectively, leading to reduced negative outcomes such as burnout. The ability to manage these
tensions and strains contributes to overall satisfaction and well-being.

Overall, the balance theory suggests that perceiving a balance between different life roles is associated
with lower tensions, reduced strain, and increased satisfaction. By aligning the available resources with
the demands of the social environment, individuals can experience greater harmony and well-being in

both their work and personal lives.
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Theoretical Framework :

1.

Conservation of Resources (COR) Theory : COR theory suggests that individuals strive to acquire
and protect resources, including physical, psychological, and social resources. Workplace
interventions can be seen as resources that contribute to work-life balance by reducing job demands
and enhancing personal resources. This theory can help explain how interventions impact employee
well-being.

Job Demands-Resources (JD-R) Model : The JD-R model posits that job demands and resources
influence employee well-being and work outcomes. Job demands, such as workload and time
pressure, can negatively affect work-life balance, while job resources, such as social support and
autonomy, can positively impact work-life balance and well-being. This model can provide insights
into the mechanisms through which workplace interventions affect employee outcomes.

Social Exchange Theory : Social exchange theory examines the relationships and exchanges
between individuals in social contexts. Workplace interventions can be seen as social exchanges
between employers and employees. According to this theory, when employees perceive that their
needs for work-life balance are met through interventions, they are more likely to reciprocate by

demonstrating increased commitment, engagement, and well-being.

13



Workload and Staffing

Workload and staffing are important considerations for any organization or business.

Properly managing workload and ensuring adequate staffing levels are crucial for

maintaining productivity, meeting deadlines, and preventing employee burnout. Here are

some key points to consider:

1. Workload Assessment : Begin by assessing the workload requirements of your
organization or department. Identify the tasks, projects, and responsibilities involved, and
estimate the time and resources required to complete them.

2. Staffing Needs : Based on the workload assessment, determine the number of staff
members needed to effectively handle the workload. Consider factors such as expertise,
experience, and skill sets required for different tasks.

3. Staffing Levels : Evaluate your current staffing levels and compare them to the identified
needs. Determine if you have a surplus or shortage of staff members. A surplus may lead
to underutilization of resources, while a shortage can result in overworked employees
and decreased productivity.

4. Hiring and Recruitment : If there is a staffing shortage, consider hiring new employees
to fill the gaps. Develop job descriptions, advertise positions, and conduct interviews to
identify suitable candidates. Collaborate with HR or recruitment teams to streamline the

hiring process .
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Training and Development : Ensure that your staff members have the necessary skills
and knowledge to handle their workload effectively. Provide training programs,
workshops, and resources to enhance their capabilities. Encourage professional
development and continuous learning to keep up with evolving demands.

Workload Distribution : Distribute the workload among team members in a fair and
balanced manner. Consider individual strengths, skills, and experience levels when
assigning tasks. Avoid overburdening specific individuals and promote collaboration and
teamwork.

Time Management : Implement effective time management strategies to optimize
productivity. Encourage employees to prioritize tasks, set realistic deadlines, and manage
their time efficiently. Utilize tools such as project management software, task tracking
systems, or to-do lists to streamline workflows.

Communication and Feedback : Maintain open lines of communication with your staff
members. Encourage regular check-ins, team meetings, and one-on-one discussions to
address any concerns, provide feedback, and ensure that workload is manageable.
Actively listen to your team and make adjustments as necessary.

Flexibility and Adaptability : Be prepared for fluctuations in workload due to changing
circumstances or unforeseen events. Foster a flexible work environment that allows for
adjustments in staffing levels, task assignments, and priorities. Cross-training employees

can also help in redistributing workload during peak periods or absences.
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10. Monitoring and Evaluation : Continuously monitor the workload and staffing levels to
identify any issues or imbalances. Regularly assess employee performance, productivity,
and job satisfaction. Use feedback and performance metrics to make informed decisions

regarding workload adjustments and staffing changes.

Workplace Culture and Communication :

Workplace culture and communication play a critical role in the overall success and well-

being of an organization. A positive and effective workplace culture fosters productivity,

collaboration, employee engagement, and satisfaction. Here are some key considerations for
building a strong workplace culture and improving communication:

- Define and Promote Core Values : Clearly define the core values that reflect the desired
culture of your organization. Communicate these values to employees and ensure they
align with the organization's mission and goals. Encourage employees to embrace and
embody these values in their daily work.

- Foster Open and Transparent Communication : Establish a culture of open and
transparent communication where employees feel comfortable expressing their ideas,
concerns, and feedback. Encourage dialogue, active listening, and constructive
discussions. Use various communication channels such as team meetings, email, instant

messaging, and collaborative platforms to facilitate effective communication.
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Lead by Example : Leaders and managers should model the desired communication
behavior. Demonstrate active listening, respect, and transparency in your own
interactions. Encourage managers at all levels to maintain open-door policies and be
approachable to employees.

Encourage Collaboration and Teamwork : Foster a collaborative work environment
where employees are encouraged to work together, share knowledge, and leverage each
other's strengths. Implement collaborative tools and platforms that facilitate teamwork,
such as project management software or shared document repositories.

Recognize and Celebrate Achievements : Acknowledge and appreciate the
accomplishments of individuals and teams. Celebrate milestones, recognize outstanding
performance, and show gratitude for employees’ contributions. Regularly provide
feedback and recognition to motivate and engage employees.

Promote Work-Life Balance : Support a healthy work-life balance to prevent burnout
and promote employee well-being. Encourage employees to take breaks, use their
vacation time, and maintain boundaries between work and personal life. Flexible work
arrangements and wellness programs can also contribute to a positive workplace culture.

Provide Opportunities for Professional Growth : Support employees' professional
development by providing opportunities for learning, training, and career advancement.
Offer mentorship programs, workshops, and resources that enable employees to enhance

their skills and knowledge. Encourage employees to set and pursue their career goals.
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- Address Conflict and Difficult Conversations : Create a culture that addresses conflict
in a constructive manner. Encourage employees to address issues directly and

professionally .

- Provide conflict resolution training and support managers in handling difficult
conversations : Foster an environment where diverse perspectives are respected and

differences are seen as opportunities for growth.

- Regularly Solicit Employee Feedback : Actively seek feedback from employees through
surveys, suggestion boxes, or regular check-ins. Use this feedback to identify areas for
improvement and make necessary changes. Involve employees in decision-making
processes to promote a sense of ownership and inclusion.

- Continuous Improvement : Cultivate a culture of continuous improvement by
encouraging innovation, experimentation, and learning from mistakes. Embrace change
and adapt to new technologies and trends. Encourage employees to share ideas, propose

process improvements, and contribute to the organization's growth.

Technology And Remote Work:

Technology has played a crucial role in enabling and supporting remote work. It has provided
the tools and infrastructure necessary for employees to collaborate, communicate, and
perform their work effectively, regardless of their physical location. Here are some key

aspects of technology's impact on remote work:
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Communication and Collaboration Tools : Technology has provided a wide range of
communication and collaboration tools that facilitate remote work. Platforms such as video
conferencing software (e.g., Zoom, Microsoft Teams), instant messaging apps (e.g., Slack,
Microsoft Teams, and Google Chat), and project management tools (e.g., Trello, Asana) allow
remote teams to connect, communicate, share information, and collaborate in real-time

Cloud Computing and File Sharing : Cloud computing technology has made it easier for
remote workers to access and share files and documents. Cloud-based storage services (e.g.,
Google Drive, Dropbox, OneDrive) enable employees to store, access, and collaborate on
files from anywhere, enhancing productivity and eliminating the need for physical file
storage.

Virtual Meetings and Webinars : Technology has made it possible to conduct virtual
meetings, webinars, and training sessions, bringing remote teams together in a virtual
environment. Video conferencing tools with features like screen sharing, whiteboarding, and
recording capabilities facilitate interactive and engaging virtual gatherings, enabling effective
communication and knowledge sharing.

Task and Project Management : Remote work often requires efficient task and project
management to ensure coordination and progress tracking. Project management software
and tools (e.g., Basecamp, Jira, Monday.com) provide remote teams with centralized
platforms for organizing tasks, setting deadlines, tracking progress, and assigning
responsibilities.

Remote Access and VPN : Virtual Private Network (VPN) technology allows remote workers

to securely access their organization's network and resources. It ensures data privacy and
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encryption, enabling employees to connect to company servers, databases, and applications
remotely, as if they were working from within the office premises.

Productivity and Time Management Tools : Various productivity tools and applications
help remote workers manage their time, track their tasks, and stay focused. Time-tracking
software (e.g., Toggl, RescueTime) and project tracking tools (e.g, Harvest, ClickUp) assist in
monitoring and optimizing productivity, ensuring that remote employees stay on track with
their work.

Remote Security and Data Protection : With remote work, ensuring the security of
sensitive data and protecting against cyber threats becomes paramount. Organizations
deploy technologies such as firewalls, antivirus software, data encryption, and multi-factor
authentication to safeguard remote workers' devices and data.. Virtual Onboarding and
Training: Technology has facilitated the virtual onboarding and training of remote
employees. Online learning platforms, webinars, and virtual training sessions allow
organizations to provide new hires with the necessary information, resources, and training
remotely, ensuring a smooth transition into their roles Remote Supportand IT

Infrastructure : Remote work necessitates reliable IT support to address technical issues and
ensure smooth operations. Helpdesk software, remote desktop tools, and IT service
management platforms enable IT teams to provide remote assistance, troubleshoot

problems, and maintain the IT infrastructure required for remote work.Well-being and
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Employee Engagement : Technology has also contributed to supporting the well-being and
engagement of remote employees. Virtual wellness programs, employee engagement
platforms, and communication tools with features like virtual water cooler channels or team-
building activities help foster a sense of connection, engagement, and social interaction

among remote teams.

Job Secretary And Career Growth :

As a secretary, there are several avenues for career growth and advancement. Here are some
potential paths you can consider:

Specialization : You can specialize in a particular industry or field, such as legal, medical,
executive, or administrative. By gaining expertise in a specific area, you can become an
invaluable asset to employers within that field.

Advanced Education : Pursuing further education in areas such as business administration,
management, or executive assistance can enhance your skills and qualifications, opening up
opportunities for higher-level positions.

Networking : Building a strong professional network can provide you with access to new job
opportunities and mentorship. Attend industry events, join professional organizations, and
connect with colleagues and leaders in your field.

Proactive Learning : Stay updated with the latest trends, technologies, and best practices in
your industry. Take advantage of training programs, online courses, and workshops to

expand your skill set and stay ahead of the curve.
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Seek Additional Responsibilities : Take initiative and seek out additional responsibilities
within your current role. This could involve leading projects, taking on supervisory roles, or
assisting with higher-level tasks. Demonstrating your capabilities and willingness to take on
more responsibility can lead to promotions or advancement opportunities.

Move to a Larger Organization : Consider working for a larger organization that offers more
opportunities for growth and advancement. Larger companies often have more hierarchical
structures, which can provide a clear path for career progression.

Transferable Skills : Identify and develop transferable skills that can be valuable in various
roles and industries.  Effective communication,  organization, problem-solving, and
adaptability are examples of skills that can be applied in different contexts and increase your

marketability.
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Chapter (111) Results, Conclusions, and Recommendations

Results :

The research was based on quantitative data collection, as we obtained a sample of 420 male and female
employees in the private health field in the Kingdom of Saudi Arabia.

The majority of the participants were aged 35 and above and had a bachelor’s degree

(see table I, table II, and table II')

Table I Distribution of the Study Sample According to Gender :

Gender Frequency Percent
Male 193 46.0

Female 227 54.0
Total 420 100.0

Table Il Distribution of The Study Sample According to Age :

Age Frequency Percent
20-25 50 11.9
26-30 98 233
31-35 84 20.0

35 and Above 188 44.8

Total 420 100.0
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Table 1l Distribution of the study sample according to Qualifications

Qualifications Frequency Percent
High school 12 29
Diploma 84 20.1
Bachelor Degree 224 53.6
Master Degree 70 16.7
Doctorate 30 8.7
Total 420 100
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Effect on Workload and Staffing :

The highest percentage was observed in question: "l feel that my workload is reasonable and manageable.”

With an average score of 3.40 and a standard deviation of 1.02%.

The lowest percentage was observed in question : "There are enough staff members in my department to

handle the workload effectively.” With an average score of 3.11 and a standard deviation of 1.02.

(see Table V).

Table( IV )show Descriptive Statistics for Workload Staffing :

=
en o o e 8 —:g 8 = e
. c Q Q A = - = - -
Questions 2 50 5 & 5 = - 8 2
a ® 3 < S S = 2
(] w a
The workload in my department | N 62 140 136 60 22
| 3.38 1.06
is well-distributed among staff % 14.8 33.3 324 14.3 5.2
There are enough staff members | N 52 128 106 84 50
II'| in my department to handle the 3.1 1.2
% 12.4 30.5 25.2 20.0 11.9
workload effectively
| feel that my workload is N 58 150 128 70 14
11 3.40 1.02
reasonable and manageable % 13.8 35.7 30.5 16.7 3.3
My workplace provides N 52 110 152 70 36
IV | adequate support and resources 3.17 1.11
% 12.4 26.2 36.2 16.7 8.6
to manage workload effectively
My department has enough staff | N 62 144 108 54 52
V | members with the necessary 3.26 1.2
% 14.8 343 25.7 12.9 12.4

skills and expertise to perform
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Effect on Workplace Culture and Communication :

The highest percentage was observed in question: "l feel comfortable discussing work-related issues with my
supervisor or colleagues.” With an average score of 3.56 and a standard deviation of 1.18.

The lowest percentage was observed in question : "My workplace promotes a healthy work-life balance.” With
an average score of 3.07 and a standard deviation of 1.19.

(see Table V).

Table(V )show Descriptive Statistics for Workplace Culture and Communication :

o
o
Eﬂ Q Tﬂ 8 _>\ 8 c 5
Questions =X g = &h 2 5 g = 8
£ s 3 3 g 3 £ w3
2 < a " T 2
n
My workplace fosters a positive N 68 136 124 70 22
| 3.38 1.10
and supportive culture % 16.2 32.4 29.5 16.7 5.2
My workplace values diversity N 68 134 126 78 14
Il 3.39 1.06
and inclusion % 16.2 31.9 30.0 18.6 3.3
My workplace promotes a N 58 92 136 88 46
11 3.07 1.191
healthy work-life balance % 13.8 21.9 324 21.0 11.0
My workplace encourages open N 70 132 132 72 14
IV | communication and 3.41 1.059
% 16.7 31.4 31.4 171 3.3
collaboration
| feel comfortable discussing N 98 152 86 54 30
V | work-related issues with my 3.56 1.184
% 233 36.2 20.5 12.9 71
supervisor or colleagues
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Effect workload and Job Demands:

The highest percentage was observed in question: "I have enough control over my work schedule and tasks."

With an average score of 3.63 and a standard deviation of 0.904

The lowest percentage was observed in question: "l am required to work overtime or take work home with me

in order to complete my job duties." With an average score of 3.11 and a standard deviation of 1.19.

(see Table VI).

Table( VI )show Descriptive Statistics for Workload and Job Demands :

®
0 c
on (3 “® g —:B 8 c 2
Questions o g 5 &b S on g u 8
e on ° @ 2 & £ v 3
2 £ a n T 2
= (=]
n
My workload is manageable N 52 150 160 42 16
| 343 .961
% 12.4 35.7 38.1 10.0 3.8
I am required to work overtime or take | N 40 102 108 112 58
1.19
Il | work home with me in order to 3.1
% 13.8 26.7 25.7 24.3 9.5
complete my job duties
I have enough control over my work N 66 180 134 32 8
11 3.63 904
schedule and tasks % | 15.7 429 31.9 7.6 1.9
My job duration and responsibilities N 76 158 102 62 22
\Y) 3.49 1.106
are clearly defined % | 18.1 37.6 24.3 14.8 5.2
I have the necessary resources and N 54 140 138 58 30
V 3.31 1.086
support to perform my job effectively % | 12.9 33.3 329 13.8 71
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Effect on Technology and Remote Work :
The highest percentage was observed in question: "l am able to communicate effectively with my colleagues
while working remotely.” With an average score of 3.70 and a standard deviation of 1.04.
The lowest percentage was observed in question: "I have been provided with the necessary technology and
resources to work remotely ."With an average score of 3.07 and a standard deviation of 1.29. (see Table VII).

Table( VIl )show Descriptive Statistics for Technology and Remote Work:

)
o c
> g | F L BE| o= | .S
Questions on gn 5 2 S g I
5 o o 4] 5 v £ 2
- (o) (Vp] © o
-
)
I have been provided with the
N 70 102 90 104 54
necessary technology and resources to 3.07 1.292
work remotely
% | 16.7 | 24.3 214 24.8 12.9
108
Remote work has had a positive impact | N 126 112 48 26
3.58 1.167
on my work-life balance
% | 25.7 | 30.0 26.7 11.4 6.2
I am able to communicate effectively N | 108 | 142 116 42 12
with my colleagues while working 3.70 1.049
% | 25.7 | 33.8 27.6 10.0 29
remotely
The technology and tools provided by N 88 118 108 78 28
my workplace facilitate effective 3.38 1.196
% | 21.0 | 281 25.7 18.6 6.7
remote collaboration
| feel that my productivity is not 12
P v N 112 138 110 48
negatively impacted while working 3.69 1.072
remotely % | 26.7 | 329 26.2 1.4 2.9
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Effect on Job Security and Career Growth :

The highest percentage was observed in question: "l feel that my job is essential to the company's success.” With

an average score of 3.98 and a standard deviation of 0.937.

The lowest percentage was observed in question: "l am satisfied with the opportunities for career growth and

developmentin my current job." With an average score of 3.10 and a standard deviation of 1.19.

(see Table VIII).

Table( VIIl )show Descriptive Statistics Job Security and Career Growth :

my curre nt

(9]
o c
2P 9 e S ® 9 s | o S
Questions oh 5,3 § ‘%h § %n g & -E
e = a h T a
-
)
| feel secure in my job at this N 76 132 130 50 32
| 3.40 1.141
company % | 18.1 31.4 31.0 11.9 7.6
| feel that my job is essentialto | N | 138 170 86 18 8
I 3.98 937
the company’s success % | 329 40.5 20.5 43 1.9
| feel that my job is at risk due | N 96 120 96 76 32
[l | to potential layoffs or 3.41 1.234
% | 229 28.6 229 18.1 7.6
restructuring
My employer provides N| 46 | 130 | 134 78 32
IV | opportunities for career 319 1.098
% | 11.0 31.0 319 18.6 7.6
growth and development
| am satisfied with the
N 52 116 122 80 50
opportunities for career
\% 3.10 1.197
growth and development in %
12.4 27.6 29.0 19.0 11.9
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Conclusions:

- These findings indicate agreement among the study sample regarding the assessed aspects of
workload and staffing.

- These findings indicate that overall, the respondents perceive positive aspects of
workplace culture and communication, with higher scores in areas such as comfort in
discussing work-related issues and encouragement of open communication and
collaboration. However, there may be room for improvement in promoting a healthy
work-life balance, as indicated by the lower score in the third question.

- These findings indicate that the respondents generally perceive a reasonable level of
control over their work schedule and tasks, as well as clearly defined job duties and
responsibilities. However, there may be room for improvement in terms of managing
workload and providing necessary resources and support. The lower score in the second
question suggests that some individuals feel the need to work overtime or take work
home to fulfill their job duties, indicating potential challenges in balancing workload and
job demands.

- These findings suggest that overall, the respondents perceive positive aspects of
technology and remote work. They feel that they can effectively communicate with
colleagues and maintain productivity while working remotely. Remote work is also seen
as having a positive impact on work-life balance. However, there may be some room for
improvement in terms of providing necessary technology and resources for remote

work, as indicated by the lower score in the first question.
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- These findings indicate that respondents feel that their jobs are essential to the
company's success and generally feel secure in their positions. However, there is some
concern about job security due to potential layoffs or restructuring. The perception of
opportunities for career growth and development is somewhat lower, with respondents
indicating that there is room for improvement in this area. Additionally, satisfaction with

current opportunities for career growth and development is moderate.

So, the study examines whether work-life imbalance due to long working hours, and elaborates the

antecedents and consequences of working for long time .

The study explores how the working life affects and adapts with self-demanding and family
responsibilities. The design is a study of relationship of work place support, flexible work schedule, and
work life balance on the well-being. The challenges and initiatives related to work-life balance and
employee well-beingin Saudi private sectors, the long working hours could affect the employee and lead
to burnout, stressful and other health problems with negatively impact in employee’s productivity and
well-being. However, many private in Saudi Arabia have started implementing flexible working
arrangements, comprehensive healthcare benefits, and wellness programs to address these issues. Al
Saudi private sectors’ initiative have been improved the employee’s satisfaction and reduce stress levels
by creating more supportive work environment that benefits both, the employees and organization.

Saudi private sectors are contributing to the success of the local economy.
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Recommendation :

1. Provide platforms or mechanisms for employees to share ideas, concerns, and feedback
easily.

2. Develop and implement initiatives that promote diversity and inclusion within the
workplace. This may include providing diversity training, fostering a culture of respect
and inclusivity, and actively seeking diverse perspectives in decision-making processes.

3. Assess the current policies and practices related to work-life balance and identify areas
for improvement. Consider implementing flexible work arrangements, providing support
for employees’ personal well-being, and encouraging a healthy work-life balance culture.

4. Regularly monitor workload levels and proactively address

5. Assess the technology and tools provided to employees for remote work and identify
areas for improvement. Consider investing in reliable communication platforms,
collaboration tools, and equipment that support remote work efficiency.

6. Explore and implement technologies that facilitate seamless remote collaboration among
team members.

7. Based on these findings, here are some general recommendations:

8. Conduct an assessment to identify the specific technology and resources employees need
to effectively work remotely.

9. lInvest in communication tools that facilitate effective remote communication and

collaboration.
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Summary

Summary in English :

The study explores how working life affected and coping with self-demanding responsibilities and family
responsibilities. The study is formed in the way of studying the relationship of support in the workplace,
flexible work schedule and work-life balance between the well-being of employees in the Saudi private
health field, and long working hours can affect the employee and lead to fatigue and other health
problems that negatively affect the employee’s productivity and well-being. However, many established
in the Saudi private field have started implementing flexible working arrangement, comprehensive
healthcare benefits, and treatment programs to address these issues.

The Saudi private field initiative has contributed to improving employee satisfaction and reducing stress
levels by creating a more supportive work environment that benefits both employees and the

organization, making the Saudi private health field contribute to the success of the local economy .

Summary in Arabic:

S5y Ayl ldggadly ol ) cllars (S0 ldggad ) e @l Auleatl Blisdl 30 40auS Ayl o diSiiud
gLl 2ualdyg sleoedl s Jaall 031959 Ol Jeadl Jguzg Jeadl (11806 § el 28Me 2uolys goni e dulyull
SSLalls Blagdl I sa339 calsgll e dbghll Jaall cilelun 1355 0 Sy« go9udl gmall (oliedl ¢ llaall §
gllaall § 3Ladll (o dpall iy aad 23 pag drialyy cabssll Azl (e Ul 335 31 63 2umpanll

MSEL s dstlal Aedle EA‘J".@ ol Az ley Lljag cdipn Joe ilsys .J._i.a_d‘z‘; ‘2;.35.\_5«.” el

Jee A 315 D o0 39l Slbigrue Judaty nabyell Lay (s § gogaudl (olsdl g llaall 8yslue cuvalu
7=l 8 e g 2udl mall (ol g Laall Of Jax Les cdalasdly crals gl oo JS e 305LalL sgai lacs 4ST
RRESSIRIDNL Y
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Appendices ( Questionnaire )

Table( IV )show Descriptive Statistics for Workload Staffing :

and expertise to perform

=
gﬂ ) () T& g _:l; § < ’g
Questions s ¢ o = eh S &b 5 g =
S ®| » | 3 | § | g F| & | & %
o C a h o 8
The workload in my N 62 140 136 60 22
I | departmentis well- 3.38 1.06
% 14.8 33.3 324 14.3 52
distributed among staff
There are enough staff N 52 128 106 84 50
members in my
Il 3.11 1.2
department to handle the | % 12.4 30.5 25.2 20.0 11.9
workload effectively
| feel that my workload is N 58 150 128 70 14
Il | reasonable and 3.40 1.02
% 13.8 35.7 30.5 16.7 3.3
manageable
My workplace provides N 52 110 152 70 36
adequate support and
v 317 1.11
resources to manage % 12.4 26.2 36.2 16.7 8.6
workload effectively
My department has N 62 144 108 54 52
enough staff members
V 3.26 1.2
with the necessary skills % 14.8 34.3 25.7 12.9 12.4
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Table(V )show Descriptive Statistics for Workplace Culture and Communication :

o
g ) > ) S
= 2 )
Questions X o £ ‘g’,, = gn g - =
on - = ] ) < [ ] s
= e ) ® = a| E n >
2 < =) a T 2
n
My workplace fosters a N 68 136 124 70 22
I | positive and supportive 3.38 1.10
% 16.2 324 29.5 16.7 52
culture
My workplace values N 68 134 126 78 14
I 3.39 1.06
diversity and inclusion % | 16.2 319 30.0 18.6 3.3
My workplace promotes | N 58 92 136 88 46
[l | a healthy work-life 3.07 1.191
% 13.8 219 324 21.0 11.0
balance
My workplace N 70 132 132 72 14
encourages open
v 3.41 1.059
communication and % | 16.7 31.4 31.4 171 3.3
collaboration
| feel comfortable N 98 152 86 54 30
discussing work-related
V 3.56 1.184
issues with my % 233 36.2 20.5 12.9 71
supervisor or colleagues
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Table( VI )show Descriptive Statistics for Workload and Job Demands :

o
et c
B | o | E s | B | g
Questions on e E P S 5 -
g & 2 @ 5 2 £ w3
: () wv) © o
n
My workload is N 52 150 160 42 16
| 343 961
manageable % | 12.4 35.7 38.1 10.0 3.8
I am required to work N 40 102 108 112 58
overtime or take work 1.19
I 3.1
home with me in order to % | 13.8 26.7 25.7 24.3 9.5
complete my job duties
I have enough control N 66 180 134 32 8
Il | over my work schedule 3.63 .904
% | 15.7 429 319 7.6 1.9
and tasks
My job duration and N| 76 158 102 62 22
IV | responsibilities are clearly 3.49 1.106
% | 18.1 376 24.3 14.8 52
defined
| have the necessary N 54 140 138 58 30
V | resources and support to 3.31 1.086
% | 129 333 329 13.8 71
perform my job effectively
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Table( VIl )show Descriptive Statistics for Technology and Remote Work:

remotely

)
o c
2 | s | E | £ | B8 | < -
uestions = = on c on © ]
R > | » | § | F | g8 F || % 3
g = ) w o a
)
I have been provided
with the necessary N 70 102 90 104 54
| 3.07 1.292
technology and resources
to work remotely %| 167 | 243 | 214 | 248 12.9
Remote work has had a 108
N 126 112 48 26
Il | positive impact on my 3.58 1.167
work-life balance % | 25.7 30.0 26.7 11.4 6.2
| am able to communicate | N | 108 142 116 42 12
effectively with my
1l 3.70 1.049
colleagues while working | % | 25.7 33.8 27.6 10.0 29
remotely
The technology and tools | N 88 118 108 78 28
provided by my
IV | workplace facilitate 3.38 1.196
% | 21.0 28.1 25.7 18.6 6.7
effective remote
collaboration
| feel that my productivity 12
N 112 138 110 48
is not negatively
\% 3.69 1.072
impacted while working
% | 26.7 329 26.2 11.4 2.9
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Table( VIIl )show Descriptive Statistics Job Security and Career Growth :

)
g —_ ) > ) 5
Questions i ] g gn 3 gn g L g
= o - 3 s 3| ¢ a3
S ® € 8 & o E
a
| feel secure in my job at N| 76 132 130 50 32
| 3.40 1.141
this company % | 18.1 314 31.0 11.9 7.6
| feel that my job is N | 138 170 86 18 8
Il | essential to the 3.98 .937
% | 329 40.5 20.5 4.3 1.9
company’s success
| feel that my jobisatrisk | N | 96 120 96 76 32
Il | due to potential layoffs or 3.41 1.234
% | 22.9 28.6 229 18.1 7.6
restructuring
My employer provides N | 46 130 134 78 32
opportunities for career
\Y) 3.19 1.098
growth and % | 11.0] 31.0 31.9 18.6 7.6
development
| am satisfied with the N | 52 116 122 80 50
opportunities for career % | 124 | 27.6 29.0 19.0 11.9
\ 3.10 1.197
growth and development
in my current
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