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ABSTRACT 

 

This study takes a simplistic approach to understand the interplay between work life 

balance, age and employee retention while looking at the moderating effect of employees’ job 

experience in Bangladesh context. Quantitative analysis has been carried out using SPSS on 

the complete data of 233 respondents (employees) from the pharmaceutical industry of 

Bangladesh. The results show that young employees place more importance on work life 

balance whereas senior employees are comparatively less sensitive towards work life balance 

issue. Moreover, job experience of employees is moderating the basic work life balance and 

employee retention relationship. This phenomenon is taking place probably due to the deep 

rooted employee loyalty and affective & continuance employee commitment towards the 

organization which is well explained by the social exchange theory. Interestingly, there is no 

significant result variation once the analysis has been carried out for the women respondents 

separately. It, perhaps, strengthens the fact that work life balance is important to both male 

and female group of employees in Bangladesh context. However, the data represents the 

pharmaceutical industry of Bangladesh only and hence generalization is subject to questions. 

Hence, scope for future research remains strong for broader generalizability.  

 

Keywords: Work Life Balance, Job Satisfaction, Employee Turnover, Employee Retention, 

Bangladesh Context. 
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INTRODUCTION 

 

In today’s competitive business environment, the challenges an organization face are to 

balance work and personal lives of employees (Kim, 2014; Helpern, 2005) and to retain quality 

employees (Terera and Ngirande, 2014) in managing the human resources to become 

competitive and profitable (Chen, 2014; Arthur, 2001). Recent research shows work life 

balance has become essential concern for academic, practitioner and policy maker (Kim, 2014; 

Fleetwood, 2007; MacInnes, 2008; Greenhaus & Powell, 2006; Hammer et al, 2005) due to the 

changes in society and workplace (Singh, 2014). The absence of work life balance causes poor 

performance, high labor turnover and absenteeism of employees (Anderson, 2002; Frone et al, 

1997). High employee turnover increases the cost up to 200% of an individual employee’s 

annual salary (Cloutier et al., 2015; Hebenstreit, 2008) and have a negative impact on 

innovation (Abbasi and Hollman, 2000), satisfaction of the internal and external customers and 

profitability of the organization (Ramlall, 2003). Work life balance in workplace has become 

crucial as it influences positive results such as reduced tardiness, absenteeism and turnover, 

and improved employee morale, effort, job satisfaction and increased organizational 

performance (Hussain & Muztaba, 2012; Lee & DeVoe, 2012; Ortega, 2009; Wang & 

Walumbwa, 2007). 

 

 

RESEARCH PURPOSES AND PROBLEMS 

 

Work life balance and retaining the best employee are getting a great deal of attention from 

employers, employees, government, academic researchers (McPherson & Reed, 2007) as 

human resource managers find it very difficult in retaining the key employees in their 

organizations(Litheko, 2008). Employees migrate to competing organizations every six years 

on average (Stovel and Bontis, 2002) and with the knowledge and trade assets of their former 

employers which is critical for the latter (Abbasi and Hollman, 2000). In today’s globalized 

world, as companies aim to reduce costs, and attract, motivate and retain a highly skilled, 

flexible and adaptive workforce, it is very important for the Human Resource Professional to 

understand the critical issues of work life balance. Bangladeshi organizations are competing 

globally and employees are facing an increased level of stress and conflict between their 

personal and professional life just like any other person around the world. If the employees 

unable to find a balance between their personal and work lives, they become unhappy and tend 

to leave the organization (Schuler and Jackson, 2006). 

There are not many researches on work life balance in Bangladesh though there are few 

researches in the Asian countries. People in this region consider work as a source of earning 

and social status and family is a social institution that provides not only emotional support but 

also stands beside in times of crisis (Baral & Bhargava, 2011). This scenario is also relevant in 

Bangladesh (Newaz & Zaman, 2012). The context of most of the studies on work life balance 

to date is in the United States and other Western countries that are not similar to the cultural 

characteristics and individual structures of the Asian countries (Spector et al, 2004). The United 

States and other Western countries are characterized as individualistic society whereas Asian 

countries like Bangladesh is characterized as collectivistic society and therefore the study 

conducted on work life balance in individualistic society may show a different result from the 

collectivistic society (Kim, 2014). 
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In responding to these research problems and situational issues of Bangladesh, this study 

takes a simplistic approach to understand the interplay between work life balance, age and 

employee retention while looking at the moderating effect of employees’ job experience. 

 

 

SPECIAL SCOPE 

 

Retaining high performing employees, irrespective of gender, is important for any 

organization. However, in the context of a society like Bangladesh retaining high performing 

female employees might be even more difficult. In one side due to the consequence of 

development of economy and the changes of attitudes and aspirations, more Bangladeshi 

women are entering into the job market and they are contributing to meet the rising living cost 

of the family (Esping-Anderson, 1999; 2002) and it is considered as one of the biggest social 

change (Beninger, A., 2010). On the flip side of the coin, in Bangladesh women are highly 

responsible for childcare and all other facets of running a home (Uddin et al, 2013) and thus 

many female employees may even leave jobs for the sake of better work life balance. So this 

paper is set to measure the impact of work life balance on employee retention with an additional 

angle to see whether there is any significant change for the female employees. The study is also 

set to investigate the moderating effect of job experience on the work life balance and employee 

retention relationship. 

 

 

RATIONALE 

 

This paper will contribute to the work life literature and it will help the policy makers to 

understand the influence of work life balance in retaining the best employees for the 

organization in Bangladesh context. Different research has shown that retaining the employees 

helps the firm to reduce the cost and improve the performance of the firm. However, it would 

be difficult to generalize the findings since the study is carried out only in the pharmaceutical 

industry of Bangladesh. 

 

 

LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT 

 

Work Life Balance 

 

All the stakeholders i.e. employees, organizations, trade unions, local communities and 

government need to be aware of Work life Balance (Kozjek et al., 2014). Since its 

popularization in 1959 work life balance has been defined by different authors (Ransome, 

2007). Recent research on work life balance focus on the positive and negative relationships 

between the work and non-work domains which may facilitate and enhance some outcomes 

(Hanson et al., 2006; Brough et al., 2006; Wayne et al., 2007; Odle-Dusseau et al., 2012; 

Ratanen et al., 2013). Brough et al. (2014) defines work life balance is how an individual would 

adjust to his/her work and non-work activities and life more easily. Work life balance usually 

refers to organizational support for dependent care, flexible work options, and family or 

personal leave (Estes & Michael, 2005). Different organization offer different work life policy 

options include flexible working hours, job sharing, part-time work, compressed work weeks, 

telecommuting, and on-site child care facility but are not limited to these (Grover and Crooker, 

1995; Ioan & Patricia, 2010). 
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Greenhaus et al. (2003) defined work family balance as how an individual can engage and 

satisfy his and her work role and family role consisting three components: time balance (equal 

time shared in work and family), involvement balance (equal involvement in work and family) 

and satisfaction balance (equal satisfaction with work and family). The demands from work 

and family are the key negative antecedents of work life balance (O'Driscoll et al. 2007; Brough 

et al., 2007) If individuals do not feel they have a ‘good’ blend of work and non-work roles, 

they may experience negative or conflicting outcomes. (Frone et al., 1996; Frone et al., 1997). 

The consequences of work life balance can be grouped in work related outcomes (job 

satisfaction, turnover intentions, absenteeism and performance), non-work related outcomes 

(marital, family and life satisfaction, and family performance) and stress related outcomes 

(psychological strain and burnout) (Allen et al., 2000). Employees become strongly attached 

to their organizations when their need and expectations are satisfied (Meyer et al. 1993; Kim, 

2014). Therefore employees experiencing chronic imbalance try to find employment with a 

more family friendly employer (Brough et al., 2008; O’Driscoll et al., 2011). Work life balance 

practices can help an organization to gain competitive advantages by developing committed 

and dedicated employees (Huselid et al., 1997; Wang and Verma, 2012). 

 

Employee Retention 

 

In today’s business world the critical employees are the major differentiating factor 

(Samuel and Chipunza, 2009) for organizations to gain competitive advantage over its current 

and potential competitors (Ramlall, 2003; Umamaheswari and Krishnan, 2015; Campbell et 

al., 2012) and that is why retaining the high performers is critical for organization (Gering and 

Conner, 2002; Smith, 2009). 

Employee retention, is an intentional move made by the organizations to create an 

environment which will instigate the employees to stay within the organization for a longer 

period of time (Chaminade, 2007), enabling them to exercise or develop their capabilities and 

contributes to the success of the organization (Grobler and Diedericks, 2009). It is often 

measured by employee turnover and employee attrition (Hausknecht et al., 2008; Kar et al., 

2011). But the researchers asserted that turnover and retention are not simply two sides of the 

same construct (Holtom et al., 2008; Lee et al., 2004; Mitchell et al., 2001). The factors that 

might stimulate an employee to stay may be different from the factors that lead an employee 

to leave an organization (Steel et al., 2002).  Employee turnover is detrimental to the 

organization’s performance when dysfunctional turnover occurs that is good performers leave 

and bad performers stay (Abassi and Hollman, 2000). However, turnover can be helpful when 

bad performers leave and good performers stay that is functional turnover takes place and 

reduce suboptimal performance (Stovel and Bontis, 2002). 

Employees’ intention to stay in the organization by a number of factors like the individual’s 

age, family situation (Haider et al., 2015), organization commitment (Nasyira et al., 2014; 

Hussain and Arif, 2012), supervisor support (Shoib et al., 2009; Gentry et al., 2007), training 

and development (Chew and Chan, 2008; Hassan et al., 2013; Raghupati, 2013; Chen, 2014), 

hiring practices, lack of recognition, lack of job security, inadequate workplace environment 

(Abassi and Hollman, 2000; Sherman et al., 2006), work life balance (Hytter, 2007), 

Compensation (Gardner et al., 2004), leadership (Fang et al., 2009). 

The main purpose of retention is to preserve the knowledge and prevent happening the 

knowledge gap within an organization as competent employees are in great demand and very 

difficult to source (Hendricks, 2006). 

 

Work Life Balance, Job Experience, Age and Employee Retention 
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According to social exchange theory (Blau, 1964) when employees obtain economic and 

socio-emotional benefits from their organizations, they feel obligated to respond in the same 

way by staying with the organization. Person-organization fit which consists of employee’s 

perception of compatibility and flexibility within the organization enhances employee retention 

(Dawley et al., 2010). Retention of high performers for the organization is critical to get 

competitive advantage. Different researchers have shown that work life balance has becoming 

increasingly important for employee retention (Boxall et al., 2003; Walker, 2001). It 

encourages employees’ decision to remain with the organization (Shoaib et al., 2009). But 

Hytter (2007) found that balance between professional and personal lives have an indirect 

influence on employee retention. The thought that came to our mind is that does the need for 

work life balance changes, with increased job experience of the employees, or not; is there any 

impact of biological age in that regard? Those queries led us to our hypothesis building. 

 

H1: Work Life Balance and the age of the employee positively affect Employee Retention 

H2: Job experience of the employees moderates the relationship of Work Life Balance and 

Employee Retention 

 

 

 

CONCEPTUAL FRAMEWORK 

 

Conceptual framework defines the outline or the pattern for the conduction of the research 

(Ravitch & Riggan, 2011) and hypothize that there is a relationship between work life balance 

and organizational performance. According to Kothari (2008), the independent variable is the 

variable being manipulated or being changed and the dependent variable is the observed result 

of independent variable being manipulated. Thus there is interaction between independent 

variables and dependent variables which is summarized in the figure below: 

 

 

 

 

 

 

 

 

RESEARCH METHODOLOGY 

 

The study used a questionnaire method to collect data from the employees working in the 

pharmaceutical companies of Bangladesh. Data was collected from ten top tier pharmaceutical 

companies of Bangladesh. The paper has used mainly questionnaire based primary data. 

Questionnaire was first tested to check the reliability of the variable measured on the sample. 

To determine the reliability of the constructs Cronbach’s alpha was used. For age, clustering 

(age wise grouping) was done to run the tests separately and monitor significant changes 

compared to the group data (entire data set) analysis. The same analysis was done for the 

women respondents as well. Significant changes, when applicable, were reported in the 

analysis part accordingly. 

 

Work Life Balance 

 

Employee 

Retention 
Age 

Job Experience  

H2 

H1 
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SAMPLE 

 

Secondary data was used to develop the literature review of the study. A total of 310 

questionnaires were distributed among the employees of major pharmaceutical companies of 

Bangladesh. Random sampling method was used. However, personal links of the researchers 

were exploited to create access to the organizations. 275 filled up questionnaires were returned 

(around 69%) but 233 were completely filled up which were eventually considered after the 

data cleaning process. Around 42% respondents were female while the rest were male. The age 

of the respondents ranges from 22 years to 45 years where the average age is around 28 years. 

 

Data Analysis, Presentation & Interpretations 

 

SPSS was used for data analysis. To determine the reliability of the constructs, Cronbach’s 

alpha was used which measures the internal consistency. Cooper & Schinder (2008) has 

indicated 0.7 to be an acceptable reliability coefficient. Table 1 shows the alpha to be 0.708 

which is considered to be reliable. 

 

Table I: Reliability Statistics 

Cronbach's Alpha N of Items 

.708 10 

 

 

RESULTS 

 

This study attempts to understand the relationships among work life balance, employee age 

and experience, and employee retention.  Table II presents the means, standard deviations and 

zero-order correlation among all the variables in the study. Work life balance is correlated 

significantly with employee retention (r= 0.39;  p < .01) 

 
Table 2: Mean, Standard Deviations and Zero-Order Correlation 

Group Data 

 Variables Mean S.D. 1 2 3 

1. Age 2.41 0.87    

2. Total Experience 2.92 1.07 .578**   

3. Work Life Balance 3.48 0.52 .037 .074  

4. Employee Retention 3.68 0.88 .226** .127 .393** 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

As table III shows, we used two models to explain the relationship of work life balance, 

employee age and experience, and employee retention. Model 1 refers to the impact of work 

life balance and employee age on employee retention and model 2 includes the moderating 

effect of employee experience on the impact of work life balance on employee retention. 

In model I the results shown that work life balance along with the age of the employees 

explained 19% of the variables of employee retention under work life balance head. The model 



71 
 

was significant with an F-statistic 28.58, p<.000.  The standardized beta for work life balance 

and age is .39 and .21 respectively. 

Model II was designed to investigate the moderating effect of employee experience on the 

relationship of work life balance, age and employee retention. The results showed the beta of 

work life balance increases by .02 and increment in adjusted R2 by 3%. In addition F=23.19, 

p<.000. 

Table II: Two Models and Results 

Model R2 Adjusted 

R2 

F-Stat Sig. F Standardized 

Beta 

Sig. 

Model I       

WLB 

Age 
.20 .19 28.58 .000   

WLB     .39 .000 

Age     .21 .000 

Model II       

WLB*Exp 

Age 
.23 .22 23.18 .000   

WLB     .41 .000 

Age     .21 .000 

WLB*Exp     -.18 .002 

Note: WLB: Work Life Balance, Exp: Experience, ER: Employee Retention 

 

The model showed moderating effect of experience on the relationship between work life 

balance, age and employee retention. The experience of employees negatively moderates the 

relationship of work life balance and employee retention (β= -.18, p< .002). 

The analysis was carried out for different age groups and women group of respondents 

separately. The results on the women data do not show any significant deviation from the group 

data analysis and hence is not discussed further. However, the analysis on age clusters does 

show significant variation and hence it is shown in table IV below: 

 

Table IV: Age Clusters 
Model II R2 Adjusted R2 F-Stat Sig. F 

WLB        ER     

Below 25 .58 .54 12.56 .006** 

25-35 .26 .25 54.04 .000** 

35-40 .00 -.03 .09 .763 

40-45 .07 .02 1.49 .237 

     

  **Results are significant 

 

It is quite evident from the table that work life balance gets more importance to the young 

employees compared to their senior counterparts. For the below 25 age cluster the result 

ER 

ER 
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explains as much as 54% of the variables of employee retention, where 25% variables are 
explained for the 25-35 age group. 

 

DISCUSSIONS 

 

The analysis results establish the need for work life balance for ensuring effective employee 

retention in Bangladesh context. It is quite evident from the age cluster wise data analysis that 

young employees place more importance on better work life balance and hence it is important 

for the policy makers to pay attention in this regard and design different facilities to ensure 

work life balance. Many other researches talk about many such benefits. Benefits and facilities, 

for work life balance, may include flexible working hours, job sharing, part-time work; 

compressed work weeks, telecommuting, and on-site child care facility but are not limited to 

these (Grover and Crooker, 1995; Ioan & Patricia, 2010; Mas-Machuca et al., 2016). 

 The analysis results also reveal that senior employees are comparatively less sensitive 

towards work life balance issue. Which is in line with the research of Kundnani & Mehta 

(2016). Moreover, job experience of employees is moderating the basic work life balance and 

employee retention relationship. This phenomenon is taking place probably due to the deep 

rooted employee loyalty and affective & continuance employee commitment towards the 

organization which takes place gradually over time. Similar findings were reported by Shore, 

L. M., & Wayne, S. J. (1993) under the social exchange theory framework.  

Interestingly, there was no significant result variation once the models were tested for the 

women respondents only although in Bangladesh women are highly responsible for childcare 

and all other facets of running a home (Uddin et al, 2013). It establishes the fact that work life 

balance is important to both male and female group of employees in Bangladesh context. 

From managerial perspective, the results show that relation between work life balance and 

employee retention is moderated by age of the employees. So the policy makers of the 

pharmaceutical companies in Bangladesh should incorporate differentiated benefits and perks 

for different level of employees such as for the young professionals (25-35), mid level (35-40) 

and senior level (Above 40) because Maslow (1943) stated that people are motivated to achieve 

certain needs. When one need is fulfilled a person seeks to fulfill the next one, and so on. 

Therefore, it is needed to implement work life policies in companies in an effective way. In 

this sense, there are a number of different policies and practices such as flexible work hours, 

autonomy in employee decision making, telecommuting, on-site child care facility and 

supervisor support on work life balance can be implemented in these organizations.  

 

 

FUTURE RESEARCH SCOPE 

 

The data represents the pharmaceutical industry of Bangladesh only and hence 

generalization is subject to questions.  Moreover In this study only work life balance is 

considered as a determinant for employee retention. More variables like educational 

background of employees, family background, career development opportunities, perceived 

organizational support etc. can play a part. Hence, the scope and need for future researches are 

established here.  



73 
 

REFERENCES 

 

 

Abbasi, S. M., & Hollman, K. W. (2000). Turnover: The real bottom line. Public Personnel 

Management, 29(3), 333-342. 

Allen, T. D., Herst, D. E., Bruck, C. S., & Sutton, M. (2000). Consequences associated with 

work-to-family conflict: a review and agenda for future research. Journal of occupational 

health psychology, 5(2), 278. 

Arthur, D. (2001). The employee recruitment and retention handbook. AMACOM Div 

American Management Association. 

Beninger, A. (2010). Women in academia: a cross-cultural perspective on work/life 

balance. Unpublished Ph. D Dissertation, London School of Economics, London, UK. 

Baral, R., & Bhargava, S. (2011). Predictors of work-family enrichment: moderating effect of 

core self-evaluations. Journal of Indian Business Research, 3(4), 220-243. 

Blau, P. M. (1964). Exchange and power in social life. Transaction Publishers. 

Boxall, P., Macky, K., & Rasmussen, E. (2003). Labour turnover and retention in New Zealand: 

The causes and consequences of leaving and staying with employers. Asia Pacific Journal 

of Human Resources, 41(2), 196-214. 

Brough, P., Holt, J., Bauld, R., Biggs, A., & Ryan, C. (2008). The ability of work—life balance 

policies to influence key social/organisational issues. Asia Pacific Journal of Human 

Resources, 46(3), 261-274. 

Brough, P., O'Driscoll, M., & Kalliath, T. (2006). Work-family conflict and facilitation. 

Brough, P., Timms, C., O'Driscoll, M. P., Kalliath, T., Siu, O. L., Sit, C., & Lo, D. (2014). 

Work–life balance: a longitudinal evaluation of a new measure across Australia and New 

Zealand workers. The International Journal of Human Resource Management, 25(19), 

2724-2744. 

Campbell, B. A., Coff, R., & Kryscynski, D. (2012). Rethinking sustained competitive 

advantage from human capital. Academy of Management Review, 37(3), 376-395. 

Cegarra-Leiva, D., Sánchez-Vidal, M.E. and Cegarra-Navarro, J.G. (2012), “Understanding 

the link between work life balance pract ices and organizational outcomes in SMEs”, 

Personnel Review, Vol. 41 No. 3, pp. 359-379. 

Chaminade, B. (2007). A retention checklist: how do you rate? Retrieved,11(25), 2011. 

Chen, M. (2014, January). The Effect of Training on Employee Retention. In 2014 

International Conference on Global Economy, Commerce and Service Science (GECSS-

14). Atlantis Press. 

Chew, J., & Chan, C. C. (2008). Human resource practices, organizational commitment and 

intention to stay. International Journal of Manpower, 29(6), 503-522. 

Cloutier, O., Felusiak, L., Hill, C., & Pemberton-Jones, E. J. (2015). The Importance of 

Developing Strategies for Employee Retention. Journal of Leadership, Accountability and 

Ethics, 12(2), 119. 

Cooper, D. R., and Schindler, P.S. (2006). Business Research Methods (3rd Ed.). New York: 

MaGraw –Hill. 

Dawley, D., Houghton, J. D., & Bucklew, N. S. (2010). Perceived organizational support and 

turnover intention: The mediating effects of personal sacrifice and job fit. The Journal of 

Social Psychology, 150(3), 238-257. 

Esping-Andersen, G. (1999). Social foundations of postindustrial economies. Oxford 

University Press. 

Esping-Andersen, G., Gallie, D., Hemerijck. And Myles, J. (2002), Why we need a new welfare 

state. Oxford University Press. 

Fang, C. H., Chang, S. T., & Chen, G. L. (2009). Applying Structural Equation Model to Study 

of the Relationship Model among leadership style, satisfaction, Organization commitment 



74 
 

and Performance in hospital industry. In 2009 International Conference on E-Business and 

Information System Security (pp. 1-5). 

Fleetwood, S. (2007), Re-thinking work-life balance: editor’s introduction, International 

Journal of Human Resource Management, Vol. 18 No. 3 pp. 351-359 

Frone, M. R., Russell, M., & Barnes, G. M. (1996). Work–family conflict, gender, and health-

related outcomes: A study of employed parents in two community samples. Journal of 

occupational health psychology, 1(1), 57. 

Frone, M. R., Yardley, J. K., & Markel, K. S. (1997). Developing and testing an integrative 

model of the work–family interface. Journal of vocational behavior,50(2), 145-167. 

Gardner, D. G., Dyne, L., & Pierce, J. L. (2004). The effects of pay level on organization-based 

self-esteem and performance: A field study. Journal of Occupational and Organizational 

Psychology, 77(3), 307-322. 

Gentry, W. A., Kuhnert, K. W., Mondore, S. P., & Page, E. E. (2007). The influence of 

supervisory-support climate and unemployment rate on part-time employee retention: A 

multilevel analysis. Journal of Management Development, 26(10), 1005-1022. 

Gering, J., & Conner, J. (2002). A strategic approach to employee retention.Healthcare 

Financial Management, 56(11), 40-44. 

Greenhaus, J. H., Collins, K. M., & Shaw, J. D. (2003). The relation between work–family 

balance and quality of life. Journal of Vocational Behavior, 63(3), 510-531. 

Grobler, P. A., & Diedericks, H. (2009). Talent management: An empirical study of selected 

South African hotel groups. Southern African Business Review, 13(3). 

Haider, M., Rasli, A., Akhtar, C. S., Yusoff, R. B. M., Malik, O. M., Aamir, A., ... & Tariq, F. 

(2015). The Impact of Human Resource Practices on Employee Retention in the Telecom 

Sector. International Journal of Economics and Financial Issues, 5(1S), 63-69. 

Halpern, D.F. (2005), “Psychology at the intersect ion of work and family: Recommendations 

for employers, working families, and policymakers”, American Psychology, Vol. 60 No. 

5, pp. 397-409. 

Hammer, L.B., Neal, M.B., Newson, J.T., Brockwood, K.J. and Colton, C.L. (2005), “A 

longitudinal study of the effects of dual-earner couples’ utilizat ion of family friendly 

workplace supports on work and family outcomes”, Journal of Applied Psychology, Vol. 

90 No. 4, pp. 799-810. 

Hanson, G. C., & Hammer, L. B. (2006). Development and validation of a multidimensional 

scale of perceived work-famly positive spillover. Journal of occupational health 

psychology, 11(3), 249. 

Harrington, B. and Ladge, J. (2009), “Present dynamics and future direct ions for 

organizations”, Organizational Dynamics, Vol. 38 No. 2, pp. 148-157. 

Hassan, W., Razi, A., Qamar, R., Jaffir, R., & Suhail, S. (2013). The effect of training on 

employee retention. GJMBR-A: Administration and Management, 13(6). 

Hausknecht, J. P., Rodda, J., & Howard, M. J. (2009). Targeted employee retention: 

Performance- based and job-related differences in reported reasons for staying. Human 

Resource Management, 48(2), 269-288.. 

Hebenstreit, R. P. (2008). A call to apply the principles of the enneagram in organizations to 

attract, retain and motivate employees. Enneagram Journal, 4-21. 

Holtom, B. C., Mitchell, T. R., Lee, T. W., & Eberly, M. B. (2008). 5 turnover and retention 

research: a glance at the past, a closer review of the present, and a venture into the 

future. The Academy of Management Annals, 2(1), 231-274. 

Huselid, M. A., Jackson, S. E., & Schuler, R. S. (1997). Technical and strategic human 

resources management effectiveness as determinants of firm performance. Academy of 

Management journal, 40(1), 171-188. 



75 
 

Hussain, T., & Asif, S. (2012). Is employees’ turnover intention driven by organizational 

commitment and perceived organizational support. Journal of quality and technology 

management, 8(2), 1-10. 

Hussain, R. I., & Mujtaba, B. G. (2012). The Relationship between Work-Life Conflict and 

Employee Performance: A Study of National Database and Registration Authority Workers 

in Pakistan. Journal of Knowledge Management, Economics and Information 

Technology, 2(6), 1-11. 

Hytter, A. (2007). Retention strategies in France and Sweden. Irish Journal of 

Management, 28(1), 59. 

Ioan Lazar & Patricia Ratiu, 2010, “The Role of Work-Life Balance Practices in Order to 

Improve Organizational Performance”, in European Research Studies, Vol. XIII, Issue (1). 

Jyothi, V. Sree & Jyohti, P. (2012). “Assessing Work-Life Balance: From Emotional 

Intelligence and Role Efficacy of Career Women”. Advances in Management. 5(6), 35-43. 

Kar, B. P., Sharma, A., & Borah, S. B. (2011). Attrition in SMEs: The Cause. European Journal 

of Business and Management, 3(5), 5-16. 

Kim, H.K. (2014), “Work-Life Balance and Employees’ Performance: The Mediating Role of 

Affective Commitment”, Global Business and Management Research: An International 

Journal, 6(1), 37-51. 

Kundnani, N., & Mehta, P. (2016). Identifying the Factors Affecting Work-Life Balance of 

Employees in Banking Sector. PARIPEX-Indian Journal of Research, 4(6). 

Lee, T. W., Mitchell, T. R., Sablynski, C. J., Burton, J. P., & Holtom, B. C. (2004). The effects 

of job embeddedness on organizational citizenship, job performance, volitional absences, 

and voluntary turnover. Academy of Management Journal, 47(5), 711-722. 

Litheko E (2008). Training them young is the way to up the skills base. Sunday/Business 

Times, 29 June, p. 26. 

MacInnes, J. (2008), Work-life balance: three terms in search of a definition, in Warhurst, C., 

Eikhof, D.R. and Haunschild, A. (Eds), Work less, Live More? Critical Analysis of the 

work-life Boundary, Palgrave, Basingstoke. 

Maslow, A. H. (1943). A Theory of Human Motivation. Psychological Review, 50(4), 370-96. 

Mas-Machuca, M., Berbegal-Mirabent, J., & Alegre, I. (2016). Work-life balance and its 

relationship with organizational pride and job satisfaction. Journal of Managerial 

Psychology, 31(2), 586-602. 

McPherson, Mervyl & Reed Phillippa, (2007), “The role of managers in work life balance 

implementation. Labor, Employment and Work in New Zealand”. 

Mitchell, T. R., Holtom, B. C., Lee, T. W., Sablynski, C. J., & Erez, M. (2001). Why people 

stay: Using job embeddedness to predict voluntary turnover. Academy of management 

journal, 44(6), 1102-1121. 

Nasyira, M. N., Othman, M., & Ghazali, H. (2014). Predictors of intention to stay for 

employees of casual dining restaurant in Klang Valley area.International Food Research 

Journal, 21(3), 863-871. 

Nelson, D.L., Quick, J.C., Hitt, M.A. and Moesel, D. (1990), “Politics, lack of career progress, 

and work/home conflict: Stress and strain for working women”, Sex Roles, 23(3/4), 169-

185. 

Newaz, M.T. & Zaman, K.F. (2012), “Work-life balance: Is it still a new concept in private 

commercial banking sector of Bangladesh?” in International Journal of Research Studies 

in Management, 1(2), 57-66. 

Odle-Dusseau, H. N., Britt, T. W., & Greene-Shortridge, T. M. (2012). Organizational work–

family resources as predictors of job performance and attitudes: The process of work–

family conflict and enrichment. Journal of occupational health psychology, 17(1), 28. 



76 
 

O'Driscoll, M., Brough, P., & Biggs, A. J. (2007). Work-family balance: Concepts, 

implications and interventions. 

O'Driscoll, M. P., Brough, P., & Haar, J. (2011). The work-family nexus and small to medium 

enterprises: Implications for worker well-being. 

Ortega, J. 2009. “Why do Employers Give Discretion? Family Versus Performance Concerns”, 

in Industrial Relations, 48(1), 1-26. 

Parkes, L.P. and Langford, P.H. (2008), “Work-life balance or work-life alignment? A test of 

the importance of work-life balance for employee engagement and intention to stay in 

organizations”, Journal of Management & Organization, 14(3), 267-284. 

Ragupathi, D. (2013). The Employee Retention Practices of MNCS in Hyderabad. Research 

Journal of Management Sciences ISSN, 2319, 1171. 

Ramlall, S. (2003). Organizational Application Managing Employee Retention as a Strategy 

for Increasing Organizational Competitiveness. Applied HRM Research, 8(2), 63-72. 

Ransome, P. (2007). Conceptualizing boundaries between ‘life’ and ‘work’. The International 

Journal of Human Resource Management, 18(3), 374-386. 

Rantanen, J., Kinnunen, U., Mauno, S., & Tement, S. (2013). Patterns of conflict and 

enrichment in work-family balance: A three-dimensional typology.Work & Stress, 27(2), 

141-163. 

Richman, A. (2006). Everyone wants an engaged workforce how can you create it. Work 

span, 49(1), 36-9. 

Samuel, M. O., & Chipunza, C. (2009). Employee retention and turnover: Using motivational 

variables as a panacea. African Journal of Business Management, 3(8), 410-415. 

Scandura, T.A. and Lankau, M.J. (1997), “Relationships of gender, family responsibility and 

flexible work hours to organizational commitment and job satisfaction”, Journal of 

Organizational Behavior, 18(4), 377-391. 

Schuler, S. R., & Jackson, S. C. (2006). Managing human resources. Cengage learning, 

Sociology, 66(1), 32-40. 

Sherman, D., Alper, W., & Wolfson, A. (2006). Seven things companies can do to reduce 

attrition. Journal of South African Institute of People Management, 24(3), 8-11. 

Shore, L. M., & Wayne, S. J. (1993). Commitment and employee behavior: comparison of 

affective commitment and continuance commitment with perceived organizational support. 

Journal of applied psychology, 78(5), 774. 

Shoaib, M., Noor, A., Tirmizi, S. R., & Bashir, S. (2009). Determinants of employee retention 

in telecom sector of Pakistan. Proceedings of the 2nd CBRC, Lahore, Pakistan, 14. 

Singh, S. (2014), Measuring Work-life Balance in India, International Journal of Advance 

Research in Computer Science and management Studies, 2(5), 35-45 

Smith, R. C. (2009). Greed is good. Wall Street Journal, W1. 

Spector, P.E., Cooper, C.L., Poelmans, S.A.Y., Allen, T.D., O’Driscoll, M., Sanchez, J.I., Siu, 

O.L., Dewe, P., Hart, P., Lu, L., De Moraes, L.F.R., Ostrognay, G.M., Sparks, K., Wong, 

P., and Yu, S. (2004), “A Cross-National Comparative Study of Work–Family Stressors, 

Working Hours, and Well-Being: China and Latin America Versus the Anglo World,” 

Personnel Psychology, 57(1),119–142. 

Steel, R. P., Griffeth, R. W., & Hom, P. W. (2002). Practical retention policy for the practical 

manager. The Academy of Management Executive, 16(2), 149-162. 

Stovel, M., & Bontis, N. (2002). Voluntary turnover: knowledge management-friend or 

foe?. Journal of intellectual Capital, 3(3), 303-322. 

Terera, S. R., & Ngirande, H. (2014). The impact of rewards on job satisfaction and employee 

retention. Mediterranean Journal of Social Sciences, 5(1), 481 - 487. 



77 
 

Uddin, M. R., Mamun, A. M. A., Hoque, N., and Uddin, M. S., (2013), Work-Life Balance: A 

Study on Female Teachers of Private Education Institutions of Bangladesh, European 

Journal of Business and Management, 5(13), 10-17. 

Umamaheswari, S., & Krishnan, J. (2015). Retention Factors and Their Relative Significance 

in Ceramic Manufacturing Industries in India. Asian Social Science, 11(13), p 260. 

Wang, P. and Walumbwa, F.O. (2007), “Family friendly programs, organizational commitment 

and work withdrawal: The moderating effect of transformational leadership”, Personnel 

Psychology, 60 (2), 397-427. 

Wang, J., & Verma, A. (2012). Explaining organizational responsiveness to work‐life balance 

issues: The role of business strategy and high‐performance work systems. Human Resource 

Management, 51(3), 407-432. 

Wayne, J. H., Grzywacz, J. G., Carlson, D. S., & Kacmar, K. M. (2007). Work–family 

facilitation: A theoretical explanation and model of primary antecedents and 

consequences. Human resource management review, 17(1), 63-76. 


