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ABSTRACT

The growing prevalence of employee side-hustles has ftransformed the traditional
employer—employee relationship, raising important questions aboul organizational
commitment and workplace aflitudes. This study examines the impact of employee side-
hustles on organizational commitment, with particular focus on the mediating role of job
satisfaction. While side-hustles may enhance financial security, skill development, and
personal fulfillment, they may also create role conflict, fatigue, and divided loyalty, potentially
influencing employees’ psychological attachment to their primary organization. The findings
indicate that side-hustles have a significant indirect effect on organizational commitment
through job satisfaction. Employees who perceive their side-hustles as skill-enhancing and
personally meaningful report higher job satisfaction, which in turn strengthens their
commitment to the organization. Conversely, when side-hustles generate work—life
imbalance or stress, job satisfaction declines, leading to reduced organizational
commitment. The study contributes to emerging literature on gig economy participation and
employee behavior by highlighting the nuanced role of job satisfaction as a mediating
mechanism. Practical implications suggest that organizations should adopt flexible policies
and supportive work environments to accommodate employees'entrepreneurial aspirations
while sustaining commitment and performance. The findings provide valuable insights for
HR managers, policymakers, and organizational leaders navigating the evolving dynamics
of modern employment.

Keywords: Side-hustles, Organizational Commitment, Job Satisfaction, Work—Life
Balance, Employee Behavior, Gig Economy.

I.INTRODUCTION

The rise of the gig economy and digital platforms has significantly transformed contemporary

employment patterns. Increasingly, full-time employees engage in side-hustles—income-

generating activities pursued alongside primary employment. These side-hustles may

include freelancing, online businesses, consulting, content creation, or part-time
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entrepreneurial ventures. While such
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activities provide financial security, skill enhancement, and personal autonomy, they may
also influence employees' attitudes toward their primary organizations.

Organizational commitment, defined as an employee's psychological attachment to the
organization, remains a critical determinant of retention, productivity, and performance.
Simultaneously, job satisfaction reflects employees' overall evaluation of their job
experiences. The interaction between side-hustle engagement, job satisfaction, and
organizational commitment has received limited empirical attention. Therefore, this study
examines whether job satisfaction mediates the relationship between employee side-
hustles and organizational commitment.

II.REVIEW OF LITERATURE
* Slde-Hustles and the Gig Economy

The expansion of digital platforms such as Uber, Upwork, and YouTube has facilitated the
normalization of secondary employment. Scholars argue that side-hustles promote skill
development and entrepreneurial orientation. However, concerns exist regarding role
conflictand divided work engagement.

» Organizational Commitment

According to John P. Meyer and Natalie J. Allen (1991), organizational commitment
comprises three dimensions: affective, continuance, and normative commitment. High
commitment is associated with reduced turnover intention and increased organizational
citizenship behavior.
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e Job Satisfaction as a Mediator

Research suggests job satisfaction plays a central role in linking work-related experiences to
organizational outcomes. Employees experiencing work-life balance and meaningful work
demonstrate higher satisfaction and stronger commitment.

Although existing studies examine gig work and employee attitudes separately, limited
research integrates these variables within a mediation framework.

lll. RESEARCH GAP

Despite growing participation in side-hustles, there is insufficient empirical research
examining:

® Thedirect effect of side-hustles on organizational commitment.
® The mediating role of job satisfaction in this relationship.

® Whether side-hustles enhance or diminish commitment in formal employment
settings.

This study addresses these gaps by empirically testing a mediation model.
IV.OBJECTIVES
® Toexamine the impact of employee side-hustles on organizational commitment.
® Toanalyze the relationship between side-hustles and job satisfaction.

® To determine whether job satisfaction mediates the relationship between side-
hustles and organizational commitment.

V.HYPOTHESES

H1: Employee side-hustles significantly affect organizational commitment.
H2: Employee side-hustles significantly affect job satisfaction.

H3: Job satisfaction significantly affects organizational commitment.

H4: Job satisfaction mediates the relationship between employee side-hustles and
organizational commitment.

VI.RESEARCHMETHODOLOGY (RM)

@ Research Design

Aquantitative, descriptive research design was adopted.
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Sample

Data were collected from 250 full-time employees engaged in side-hustles across [T,
education, banking, and service sectors. Convenience samplingwas used.

 Data Collection
Primary data were gathered using a structured questionnairewith a 5-point Likertscale.
» MeasurementScales

» Side-Hustle Engagement Scale (self-developed items)

« Job Satisfaction Scale (adapted from standardized measures)

Organizational Commitment Scale (based on Meyer &Allen’s model)

* Statistical Tools

»  SPSSfor reliability and con-elation

»  Structural Equation Modeling (SEM) for mediation testing
VII. DataAnalysis

Reliability analysis showed Cronbach's alpha values above 0.70 for all constructs, indicating
intemal consistency.

Conrelation analysis revealed:

e  Side-hustles andjob satisfaction: r=0.42 (p<.01)

* Job satisfiaction and organizational commitment: r=0.58 (p<.01)
Side-hustles and organizational commitment: r=0.30 (p< .05

Mean Scores of Key Variables

DOI: 10.17697/ibmrd/2026/vI5il/174510 www.ibmrdjoumal.in


http://www.ibmrdjoumal.in

“EXAMINING THE IMPACT OF EMPLOYEE SIDE-HUSTLES ON 61
ORGANIZATIONAL COMMITMENT: THE MEDIATING ROLE OF
JOB SATISFACTION”

SEM results indicated that job satisfaction partially mediates the relationship between side-
hustles and organizational commitment. The indirect effect was statistically significant (p <
.05).

VIII. FINDINGS

® Employees who engage in skill-enhancing side-hustles report higher job
satisfaction.

® Job satisfaction positively predicts organizational commitment.

® Side-hustles indirectly influence organizational commitment through job
satisfaction.

® Negative experiences (e.g., burnout) weaken satisfaction and commitment.
IX. DISCUSSION

The findings suggest that side-hustles are not inherently detrimental to organizational
commitment. When managed effectively, they may enhance employees' motivation and
personal growth, contributing to higher job satisfaction. However, excessive workload may
create stress and reduce psychological attachment to the organization.

Organizations should recognize the evolving employment landscape and implement flexible
policies that support employee development while maintaining performance standards.

X.CONCLUSION

This study confirms that job satisfaction mediates the relationship between employee side-
hustles and organizational commitment. The impact of side-hustles is context-dependent
and influenced by worklife balance and perceived organizational support. Organizations
that foster supportive environments can leverage employees' entrepreneurial engagement
positively.

XI. SUGGESTIONS
® Develop clear HR policies regarding side-hustle engagement.
e Offerflexible work arrangements.
® Promote work-life balance initiatives.
® Encourage skill development aligned with organizational goals.

XIl. LIMITATIONS
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® Convenience sampling limits generalizability.

® Cross-sectional design restricts causal inference.

o Self-reported data may introduce response bias.
Xlll. SCOPEFORFUTURE RESEARCH

® Comparative studies across industries or countries.

® Longitudinal research to examine long-term effects.

® Inclusion of moderating variables such as organizational support or work stress.
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