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Abstract

This paper investigates whether the practice of R\die Balance (WLB) within an organization canweias a
means of committing employees and discourage th&ntions of quitting. The study further explorée
factors of work life balance practices that shoblel implemented through policy to enhance employee
commitment and reduce turnover intentions. Theyssampled one hundred and thirty five (135) empdsye
from a tertiary institution in Ghana. Quantitatidata was collected through the administering ostjornaires
and data was analyzed using SPSS. Findings indicatelthough WLB has a strong and negative matiip
with employee turnover intentions, it does not cibote to employee commitment. It was also obsetbhed
among the WLB practices, schedule flexibility hastranger impact on employee turnover intentiorige $tudy
focused on employees in the tertiary educatioroseatd thus the research findings cannot be génedadcross
the educational sector nor other economic seato&hana.

Management should focus on practicing work lifeabak in their organizations so as to ensure better
commitment in organizational activities and alsgtevent employees from quitting. Further, managéasuld

try to continue improving the conditions of work fheir employees since it significantly discoursgenployee
from quitting. The study makes a significant cdmition to the concept of WLB and its direct impact
employee outcomes.

Keywords Work Life Balance (WLB), Employee turnover intemts (TI), Employee commitment (EC),
Schedule flexibility (SF), Job autonomy (JA), Maaagupport (MS).

1. Introduction

In today’s working environment, greater job satitifan (experiencing greater work life balance) nwkiee
worker behave in a favorable way (Rife et al. 20T%)ough employers look up to workers for committremd
lower turnover, the employer’s ability to promoteakthy work life balance for workers entreat woskér act
favorably (Hofmann & Stokburger-Sauer 2017). Thie af the employer in creating a work life balamcdture
and designing policies to support work life balamugiatives cannot be over emphasized. In modee of
technology-oriented organizations and the searchume of convenience, organizations have begunigingyv
workers with helpful strategies to balance theirkvand non-work roles (Rife et al. 2015).

Work life balance signifies the extent to which arker experiences feeling fulfilled and having treeds met

in both work and non-work facet of life (McCarthiyyad. 2013). Most workers are of the view that émeployer

is capable in supporting the work and non-workwititis. However, workers feel pressured for worlkewtwork

life balance programs are inadequate (Kamau &tCdl3). More so, the provision of such benefits ofkuife
balance is not enough, according to the SIOP 28@ért the organization must support the provisibbemefits
with policies (Rife et al. 2015). Work life balanas widely researched has become popular for itarddgeous
outcome to the employer and worker such as roldlicgnow work stress and depression, job satitifeg
family satisfaction, employee commitment and lowntwer intentions among others (McCarthy et al. 201
Opie & Henn 2013; Kamau et al. 2013). Encouragiraykwliife balance may attract competent workersp hel
reduce discipline and absenteeism, promote caremmtly and increase the employer's chance in the
competitive market (Baral & Bhargava 2011; Poul@s&usdarsan 2014). A number of work life balance
programs drive workers affective commitment anduoedturnover intentions (Laz et al. 2010). The worker
has been viewed as the more important asset &ntipdoyer, and therefore the employer develops waystain

the worker and also enhance on the commitment ligedgTsai & Wu 2010; Kaur 2013). In order to wilne
competitive market, the focus should be on the worlResearch has been conducted on areas of rgducin
turnover (McCarthy et al. 2013).

A worker is faced with a competing demand of wonkl daome responsibilities, and the challenge of megga

these responsibilities. Workers therefore sometimigsdraw their work duties for family responsikigis or are
not able to fully commit to work duties due to f&nresponsibility pressures. In order to encourége
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improvement of implementing such policies that wgillpport the worker in his or her commitment argbal
reduce turnover intentions, this article examines tole of work life balance practices. The empiogan
implement various work life balance practices tinady support the worker with their work and family
responsibilities, gain improvement in their wellfigg and benefit the organization through increasek
commitment and turnover intentions. Research caedut the area of work life balance has continjous
highlighted on the benefits of work life balancagices to the organization (McCarthy et al. 20B)julose &
Susdarsan, 2014; (Rife et al. 2015).

However, many employers who offer work life balarpractices do not support the practice with docustk
policies, thereby making it not a core strategicefalt is explored that the practices of work lifalance has
been on humanitarian grounds by the employer. @ffesuch work life benefits is not enough, the exgpt and
the organization must stand behind the practicesrésting a culture as such and designing politiassupport
the practice (Rife et al. 2015). Thus, this stugplere the factors of work life balance practickattshould be
implemented through policy to enhance work committmand reduce turnover intentions in a tertiary
institutions of Ghana, West Africa. This is an impot issue worth exploring considering the besetiitat
organizations incur when they focus on their empésy The aim of this paper is therefore to coverathove-
mentioned gaps in the WLB research agenda by exagnithe effect of WLB on turnover intentions and
employee commitment; the factors of WLB that hawrereffect on employee turnover intentions and eyes
commitment.

2. Literature Review, Theoretical and Conceptual Famework

2.1 Work Life Balance (WLB)

Work life balance (WLB), sometimes also called wark family conflict (Boswell & Olson-Buchanan 200
Wootton 2011) has been growing in concern amonggti@mics and practitioners and is at the corespleis
crucial to human resource development (Shuck & B@@14). Balancing the demands of the workplaceaand
personal life is an important issue across indestfMohanty & Mohanty 2014). According to Lowe (ZQ®he
meeting of interesting trends in the early'2&ntury has enabled employers to rethink their dmmesource
strategies. This as such have led many businessewulcate work life balance strategies in therermall
business policy (Mohanty & Mohanty 2014).

The term work life balance has now evolved to erass not only what can be described as “familyattig
policies” but including those policies which taked account the wide implications of family respbiigies.
According to Redmond, Valiulis & Drew (2006), wolike balance pertains to policies such as flexitark
arrangement that bestow upon the employees workiogisions that will be able to strike a balanceboth
responsibilities at work and at home (Mohanty & Moty 2014). For Clarke et al (2004), WLB is defiriedh
satisfactory level of involvement or fit betweeretmultiple roles in a person’s life, and it linkedth the
concept of equilibrium, that maintain an overalhse of harmony in life. WLB is the mutual relatibips of
work and family (Saeed et al. 2013). Again, Adamd dex (1999) argued that WLB emerged when inctkase
attention was given by researchers seeking to figate the clash that can arise when an individuabrk
interferes with his/her family role and vice ve(béee Choo et al. 2016).

Following World War I, early talk about work andrhily clashes gained legitimacy when women started
flood into the workforce (Saeed et al. 2013). Thacept of WLB further ignited when women were sglirig
to balance their dual roles of wives and motheroone hand and as professional career women ontliee o
(Suifan et al. 2016). On the face of it, accordim@/loore (2007) WLB was seen as women's issue. ileless,
not only did the dual family and work responsii@i take a toll on women, men too were sufferingrvtvork
and career aspirations took priority over famierds, social affairs and leisure activities (8aiét al. 2016).

One of the most vital factors determining the sasa&f organizations are the work life policies ané defined
as the base intensity indicators of an organizatfyoviding balanced time to work and family resgibilities
go in the favor of employees and the organizat®mwall (Saeed et al. 2013). The main focus of sucfk life
policies is to provide flexible work timings anddreing the rate of employees leaving the orgaropati
(Noorziah Mohd Salleh et al. 2015; Javed et al.42208ubsequently, the importance of the work liédigies
appears in the form of reduced job stress and theugtive work environment and this ultimately Iead the
success of organizations (Ahmad & Omar 2012). Husording to Peterson (2004) is quite like a two/ wa
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communication where organizations provides the fsestdly and autonomous environment to their empés
and this in turn will make employees more satisfigductive and loyal to their jobs (Javed efall4).

Extant literature show that WLB can be categorirgd formal and informal (Ahmad & Omar 2012; Suifan
al. 2016; Field et al. 2002). The formal WLB piees consist of Schedule flexibility whist the infeal
practices consist of job autonomy and manager stigptudayo et al. 2018; Ahmad & Omar 2012; Javedle
2014; Baral & Bhargava 2011). Schedule flexibiliyso known as 'flextime' represents a formal WLB
dimension and refers to the flexibility grantedetoployees in choosing their starting and finistinges usually
around a band of core hours where each employetelrayzresent (Oludayo et al. 2018; Ahmad & Omar2201
Mee Choo et al. 2016). Job autonomy representsyairfermal WLB practice and refers to the degree of
freedom and discretion provided to employees tedale work and choose the appropriate proceduraseton
carrying out the job (Suifan et al. 2016; Oludagtoal. 2018) whilst manager support representshandey
informal WLB practice and refers to the degree myans support and understand their subordinatesregard

to personal and family life issues. Manager's supisoexpected to considerably improve satisfactiomong
employees (Suifan et al. 2016). Based on the readeliterature, this study identified the formal WigBactice
as schedule flexibility and the informal practi@ssjob autonomy and manager support as the maireats of
WLB.

2.2 Work Life Balance (WLB) and Turnover Intenti¢hi

The issue of employee turnover is one of the ma@guently examined in the field of management bseant its
negative influences on organizational climate aadggmance (Kamau et al. 2013; Sheppard 2016)elation
to this, Hom (2011) opines that how and why peoplét jobs has intrigued practitioners and scholars.
Nonetheless, in the 21st century, turnover consirtoedraw attention globally (Sheppard 2016). Faeesl et al
(2013), turnover is considered as the disjointihgraployees from the company or the organizati@eés et al.
2013). Many organizations are giving much imporeatefind out the impact and reasons why emplojemge
the organization. Many factors are involved in thover of employees and one of it is the issubadncing
work and family that organizations need to conastron. Turnover and its intentions are considered
important issue in organizations (Saeed et al. pOlénce, it has become critical by reducing it ray
introducing employee friendly policies in the orgation (Ueda 2012). The role of work life balarftas a
direct relation in employee’s decision to stayeave the organization (Nwagbara & Akanji 2012).

A study conducted in Japan by Yanadoria and Kafil@) examining the way in which Japanese firms
implement policies that support work—family balanfiads a significant links between the employeppsrt
policies in place and the levels of female emploftgeover (Equations & Functions 2012). Similayng
(2012) argue that the intentions of employees iggita job will be strengthened when inter role diohfwill
decrease their job satisfaction (Javed et al. 20Id)add to this Javed (2014) emphasized that graplo
turnover rate will be negatively affected by thegaeéved and the actual services rendered by emgotie the
organization towards accomplishment of specific. jdthus, the higher levels of job stress will depriv
employees of their creative ideas and also redheeotganizational and job enrichment and empowetrmen
(Javed et al. 2014).

In a study to bring out the relationship betweenBNAnd employee retention by (Mee Choo et al. 2016)
revealed that there is a significant positive iefehip between WLB and employee retention. Thhis, means
that the WLB policies of organizations can make lyges to stay or have the intentions to leaves Tihdings
is no different from that of Oosthuizen and Mun&916); In their study among 79 information techiggio
employees, it was revealed that WLB have an infteeon the intentions of employees leaving the drgaion
(Oosthuizen et al. 2016). Based on the reviewestalitre on the link between WLB and Turnover, we
hypothesized:

H,: There is a significant negative relationship beém WLB and turnover intention

2.3 Schedule Flexibility (SF), Job Autonomy (JAdnsiger Support (MS) and Turnover Intentions (TI)

Work Life Balance are categorized into formal antbimal. The formal WLB practices consist of ScHedu
flexibility whist the informal consist job autononand manager support (Ahmad & Omar 2012; Oludayal.et
2018); Suifan et al. 2016; Koubova & Buchko 2018formal initiatives/support (job autonomy and mgea
support) is the support given by family memberdleegues and supervisors to decrease the loadrastcess of
work-life interface and which is not part of writteules and regulations (Oludayo et al. 2018). iBtigdhows
that the informal support is generally more acdelptdhan the informal support. According to Thompso
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Beauvais & Lyness (1999), informal support from ¢inganization was operational as the organizatipostive
attitude toward combining work and family life suab the family-responsive culture (Mee Choo eRall6).
According to Taghrid et al. (2016), the informal ®/Ipractices (managerial support and job autonorag) the
most significant effect and are the determinantsufover intentions (Oludayo et al. 2018). Ander§p002) is
also with the assertion that informal practices superior to formal WLB practices (Ahmad & Omar 2D1
Hammer (2005) also opined the superiority of tHerimal practices over the formal as it gives thepkayee
better balance across all aspects of life (Oludsayal. 2018; Ahmad & Omar 2012).

In a study by Suifan, Abdallah and Diab (2016), abhaimed at investigating the effects of work-lfalance
(WLB) practices more specifically, using scheduéibility, manager support and job autonomy on kyibie
conflict and turnover intentions among medical fstafi a private hospital at Jordan. The study readeghat
manager support was the only WLB practice that &ainificant negative direct effect on turnoveteitions
(Suifan et al. 2016). However, the study furtheresded that Job autonomy had a negative indirdetiebn
turnover intentions through work-life conflict. I8dule flexibility had insignificant effect on tuwer
intentions. Thus, this study shows that managepati@nd job autonomy had the most significantaféad are
the determinants of turnover intentions. This figd concurs with that of the findings of Ahmad awhar's
(2012) who argued in favour of informal WLB praetic(Ahmad & Omar 2012). Their article presents aeho
which examines the mechanism through which inforsugdport, provided by organizations to help empésye
manage work and family roles, affects employeel’ gerformance using the conservation of resoufoesry,
social exchange theory and related studies.

Using a stratified and simple random techniqueelect 339 respondents across the top five commédraizks

in Lagos State, Nigeria, in a study to ascertagngktent to which work-life balance initiative pietd employee
behavioral outcomes by Oludayo et al, (2018), figdi showed that organizations’ readiness to make wo
arrangement more flexible will likely affect rubfafn the employees’ level of satisfaction and theiention to
stay (Oludayo et al. 2018). Again, Kroll and Nueg2017) noted that flexible work practices is cahin
building acceptable and appropriate workplace wattis that will help in achieving the strategic goal
organizations more especially in this highly contpet business environment that is regarded by the
evolvement of sophisticated technology (Kroll & gk 2017).

In their study, to enhance the understanding optitential benefits of flexibility for employee Hdgmand well-
being (Casey & Grzywacz 2008). The results fromgltudinal data obtained from a large multinational
company showed that increased flexibility was aisged with decreased sickness absence and wotiedela
impairment and improved job commitment and thistum reduce the intentions of employee leaving the
organization. In another study by Jang et al. (20tte interaction effects of scheduling contratavork-life
balance programs on job satisfaction and mentdthieghe results add to the evidence regardingpbsitive
relationship between the availability of schedulsaptrol and work-life balance policies on the dwaed, and
job satisfaction and mental wellbeing which latifects turnover intentions (Jang et al. 2011).

Furthermore, a study by Annink & den Dulk (2012t “Autonomy: the panacea for self-employed wolsen
work-life balance"which aimed to increase our knowledge of the wifkdbalance (WLB) of self-employed
workers in the Netherlands, found out that autonisran important resource, allowing women to coraliheir
work more easily with childcare, household duti@sd social and personal life (Annink & den Dulk 2p1
Based on this reasoning from existing literature hypothesized that:

H,: There is a significant negative relationship beém schedule flexibility and turnover intention
Hs: There is a significant negative relationship beém job autonomy and turnover intention
H,4: There is a significant negative relationship beém manager support and turnover intention

2.4 Work Life Balance (WLB) and Employee Commitr{te@})

According to Beloor, Nanjundeswaraswamy and Swa@@17), employees who are committed to their
organizations generally feel connected with thegamization, feel that they fit in and, feel theyderstand the
goals of the organization. Usually such employessl tto be more determined in their work, show ettt
high productivity and are more proactive in offegritheir support. In their research, employee comeiitt is
defined as the employees’ decision to stay witlirra fegardless of the organizational climate or ¢thange
there in. According to the researcher, commitmemiveys the significance of a relationship betwearingrs
and their will to proceed with the relationshipthe future. However when employees sense uncertahmir
will to continue working for the firm dissolves (Ber et al. 2017).
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Several studies have brought out the nexus betWédh and employee commitment. For instance, NwagBara
Akanji (2012) studies, analyzed the impact of wifé&-balance on the commitment and motivation ofj@tian
Women Employees. This study concluded that motivatind commitment are basic elements needed for
organizations to perform better as well as for Naye female employees to be incentivized for better
organizational commitment and productivity, thusl.BVin organizations influences the commitment |leviel
employees (Nwagbara & Akanji 2012). Another studyiols was aimed at investigating the relationshipwvieen
work-life balance and organizational commitment,SANGI Foundation, Pakistan concluded that thera is
significant relationship exists between work lif@dnce and organizational commitment (Ali Ch. el 4).

More so, a study by Chahenza (2017) which adopteésariptive research design examine the effegtavk-
life balance on employee commitment at Toyota Kehyaited found out that flexible work schedules and
flexibility to work in another location were vergnportant to them. The study established that tepamdents
disagreed that work-life balance programs are gamimmunicated to all employees. The study furtegealed
that the respondents were in agreement to a geeahtethat they tell their friends the goodnessthuir
organization.

Ali Ch. et al. (2014) analyzed the relationshipwedn WLB and organizational commitment in Pakistan.
According to the results, the study found a sigaifit relationship between WLB and commitment in
organizations. Again, Otieno (2014) who investigatge influence of WLB on job satisfaction and coitnment
of women employees at the Commercial banks in Kisuity, Kenya, WLB has a positive influence on
employee commitment and satisfaction. In view @f,tthe study recommended that banks should conwthp
work life policies since the results are positivel gields higher commitment levels from the empky/eBased
on this reasoning from existing literature, we hyyesized that:

Hs: There is a significant positive relationship beem WLB and employee commitment

2.5 Schedule Flexibility (SF), Job Autonomy (JAdnksiger Support (MS) and Employee Commitment (EC)

A study by Mee Choo et al. (2016) examining theatiehship between flexible working arrangements and
organizational commitment and work-family conflictvealed that a flexible working arrangement was
significantly and positively related to organizaitdd commitment. Oludayo et al. (2018) also agreehis
inference that flexible working arrangement doepanis positively on organizational commitment aedew
literature that ratifies these findings, as conellidhat flexible work creates favorable impactseomployee’s
well-being and reducing work—family conflict.

Another study by Ng et al. (2006) in the Southeasté the United States also concluded in theidifigs that
schedule flexibility have a positive relationshiftwcommitment. Another study d#Perceived organizational
support and organizational commitment: The modegagéiffect of locus of control and work autonomy$ca
showed that work autonomy plays a role in the i@hship between perceived organizational suppod an
affective commitment (Aubé et al. 2007). It wasdisund that whenever organizations support thajpleyees,
there is always a good commitment on the pathegthployees.

Further, in their study to explore alternative tielaships between perceived supervisor supporteanployee
outcomes in the form of attitudes, thus, affectbeanmitment and turnover intention and work perfonoea
among 331 employees from a Norwegian telecommuoitairganizations suggests that line managersfare
vital importance in implementing developmental HRqtices, either because they influence how suabtioes
are perceived by employees, which, in turn, affeciployee affective commitment and intentions tvéethe
organization (Shahzadi et al. 2014). Joseph (2@ld®) attest to this that manager leadership fosmployee
commitment in organizations. Based on this reagpfriom existing literature, we hypothesized that:

He: There is a significant positive relationship betm Schedule flexibility and employee commitment
H.: There is a significant positive relationship betm Job autonomy and employee commitment
Hg: There is a significant positive relationship betm Manager support and employee commitment

2.6 Work Life Balance (WLB), Turnover Intention§ @ihd Employee Commitment (EC)

According to Brown et al. (2011), high employee coitment towards organization increases the job
satisfaction among employees, job performance,ativeroductivity, sales and also high employee catmant
decreases employee turnover, intention to leaveadnsénteeism. Also, Beloor et al. (2017)study rsvtsat
organizational factors like dependability, sociedgesses and organizational climate enhance indiVifhctors

to employee commitment. According to Brown et aDX1) high employee commitment towards organization
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increases the job satisfaction among employees,pgformance, overall productivity, sales and ahégh
employee commitment decreases employee turnovention to leave and absenteeism.

Further studies by Munir et al. (2012) on ‘medigtthe effects of work—life conflict between tramshational
leadership and healttare workers’ job satisfaction and psychologicalllveing’ concluded that managers who
reported higher levels of organizational commitmeste less likely to intend to leave the compakg lower
career consequences and greater managerial suppork-family balance, more family-friendly time
expectations, and fewer career consequences fog usirk-family benefits).

A study by Zin (2004) on professional engineerMiaysia indicates that an individual’'s perceptairquality

of work life has a significant influence in explaig his organizational commitment, which may affés
turnover intention towards the organization. A &mistudy on auditors by Fayyazi and Aslani (20480
indicates that there is a significant relationdtween quality of work life towards organizatiosaimmitment
and turnover intentions. Employee commitment isrdftge important because high levels of commitment
through good WLB practices by organizations withdeto several favorable organizational outcome the
intentions of employees leaving the organizatidmg, we hypothesized that:

Ho: Employee commitment will have a negative relaiop on turnover intentions

HL
H?
H6
SF
H3 —
v lw V&
H7 Ho
WLB >
A - EC TI

j A
MS _ H8

t H4
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Figure 1: Conceptual Framework of constructs
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3. Methodology

3.1 Research method and design

The study employed a cross sectional survey desigha quantitative method to collect data. A surdesign
allows the collection of primary data at a singténp in time and generalization of research findiraptained
from a small group to the wider group (Devetak4£0Rgain, a cross sectional survey produces ap'simat” of

a population at a particular point in time (Bukcti& Cohen 2013). The study also adopted the quaiviit
method to collect data. Bhattacherjee (2012) migid that quantitative methods ensure objectivity i
interpretation of responses through a standardizedsure. Similarly, Dudwick et al. (2006) emphasieat
quantitative approaches ensure accuracy and pi@diat outcomes, testing and validating construdtesbries
of how a phenomenon occurs.

3.2 Population, Sample Size and Sampling Selection

The target population of the study is comprise@mployee from the tertiary institutions in GhanaeTarget
population was thus, employees of Ghana Technoldgjversity College comprising both faculty and
administrative staff. Convenience sampling techaiquas used to select employees from the university.
Convenience sampling technique was used to sefegtogees who were willing to participate in thedstuln
view of this, a sample size of 135 respondentswgas for the study. Accordingly, Dillman (2003) drapized
that a sample size more than hundred (100) iscgerffi to provide a fair representation of the stpdgulation.

The measurement used for this study were adoptad frublished literature. Work Life Balance is measu
using three items, schedule flexibility, job autonoand manager support. Schedule flexibility waspaed
from Shockley and Allen (2007) based on the meadaxeloped by Hyland (2000). For manager suppait a
job autonomy, Anderson et al. (2002) scale and Tisam & Prottas (2005) scale were used, respectildlg
scale of the study is shown in Table 2 below. Ak tquestions were answered on a five-point Likeales
ranging from 1 “strongly disagree” to 5 “strongigree”. Cohen and Golan (2007) scale for turnoveemtion
was adapted to measure employee retention. Thastisee item on a five-point likert scale rangimgni 1
“strongly disagree” to 5 “strongly agree. Employ€emmitment was measured using the original scale of
employee commitment by Allen and Meyer (1990).

Data coding and analysis were done through thiststal tool and computer software Statistical Raygkfor the
Social Sciences “SPSS. A simple linear regressiatyais was used. The test was conducted to chectottent
to which the variables simultaneously change ovay; as well as, understand the simple associatiuh
causality between them

3.3 Reliability Analysis

Overall Cronbach’s alpha of WLB questionnaire iteans 0.772. This shows that all the 25 items alialle
and valid to measure the effects of work life ba&on turnover intentions and employee commitmeuid in
Table 1 below.

Table 1: Reliability analysis

Scale Items Cronbach’s Alpha

Schedule Flexibility 4 0.736

Manager Support 0.929

Job Autonomy 0.736

6

4
Turnover Intentions 3 0.953
Employee Commitment 8 0.717
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Table 2: Scale of Measurement

No. Variable Items Reference
1 Schedule Flexibility 1. Ihave the freedom to vary my work schedule (orshié | work on). (Shockley and
2. | can change the start and finish time (or thetshiif needed.
3. Ican easily switch shifts with my colleagues. Allen, 2007)
4. | have a say when it comes to my work schedule
2 Manager Support 1. My manager is supportive when | have a work problem (Anderson et al.
2. My manager is fair and doesn’t show favoritismesponding to employees’
personal or family needs. 2002)

3. My manager accommodates me when | have family mopel business to
take care of.

4. My manager is understanding when | talk about peabkor family issues thal
affect my work.

5. | feel comfortable bringing up personal or fam#guies with my manager.

6. My manager really cares about the effects that wderkands have on my
personal and family life.

3 Job Autonomy 1. Ihave the freedom to decide what | do on my job. (Thompson &
2. | have a lot of say about what happens on my job.
3. I decide when | take breaks Prottas 2005)
4.  Itis basically my own responsibility to decide hawy job gets done.

4 Turnover Intention 1. Ithink a lot about leaving the organization. (Cohen & Golan
| am actively searching for an alternative to thgamization.
As soon as it is possible, | will leave the orgatian. 2007)

wnN

5 Employee
Commitment

1 would be very happy to spend the rest of my qanéth this organization. (Allen & Meyer
| enjoy discussing about my organization with peapltside it.
| really feel as if this organization’s probleme any own 1990)
| think that | could easily become as attachednimtfzer organization as | am|
to this one.

1 do not feel like ‘part of the family’ at my orgemation

1 do not feel ‘emotionally attached’ to this orgzation

This organization has a great deal of personal mgdar me.

| do not feel a ‘strong’ sense of belonging to mygamization.

Eal N

© NG

3.4 Data Analysis
3.4.1 Profile of Respondents
Personal and demographic information of the respoiwdis presented in Table 3 below.

Table 3: Profile of Respondents

Variable Category Frequency Percentage
Gender Male 79 58.5
Female 55 40.7
Age 20-29 21 15.6
30-39 93 68.9
40 - 49 17 12.6
50 - 59 2 15
Educational Level First degree 56 41.5
Postgraduate degree 79 58.5
Length of work Less than 3years 18 13.3
3years — less than 6 years 86 63.7
6years — less than 9years 23 17.0
9years & above 8 5.9
Staff Category Administrative 94 69.6
Academic 39 28.9
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3.4.2 Work Life Balance (WLB) and Turnover intemtfd!1)

The regression results of the study confirm thatdhs a significant negative relationship betwgénB and
turnover intention (Beta= -0.415) and (p<0.01) hsve in Table 4. According to these results, WLE laa
inverse relationship with turnover intention of doyges. Thus, it can be inferred that, WLB practiae an
organization have an influence on employee’s in@ndf leaving the organization. In other words,péoyees’
intention to leave an organization depends on thd3\fractices that organizations undertake. Theegftiie

results, support; which states thatthere is a significant negative relationship betwe&LB and turnover
intentiort.

Table 4: WLB & Tl

Coefficients’
Model Standardized T Sig. 95.0% Confidence Interval for B
Coefficients
Beta Lower Bound Upper Bound
(Constant) 25.341 .000 53.577 62.658
! Tl -.415 -5.018 .000 -1.621 -.704

Source: Field survey,
2018

3.4.3 Schedule flexibility and Turnover intention

According to the resulighere is a significant negative relationship betwesehedule flexibility and turnover
intention,in the regression analysis results as shown ineTal{Beta= -0.353; p<0.01) and this suppbtisT his
shows that schedule flexibility has an inversetia@teship with employee turnover intention.

Table 5: SF & Tl
Coefficients'
Model Standardized T Sig. 95.0% Confidence Interval for B
Coefficients
Beta Lower Bound Upper Bound
(Constant) 20.432 .000 14.400 17.487
! Tl -.353 -4.312 .000 -.499 -.185

a. Dependent Variable: schfex

Source: Field survey, 2018

3.4.4 Job autonomy and Turnover intention
Regression analysis results confirms thatre is a significant negative relationship betwgeb autonomy and
turnover intentionas shown in Table 6 with (Beta= -0.277) and (p&.0he results suggest that there is an

inverse relationship between job autonomy and eyegaturnover intention. Hence, the result of thedwgt
supportHs.
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Table 6: JA & TI
Coefficients’
Model Standardized t Sig. 95.0% Confidence Interval for B
Coefficients
Beta Lower Bound Upper Bound
(Constant) 19.856 .000 14.983 18.299
! Tl =277 -3.294 .001 -.449 -.112

a. Dependent Variable: JobAuto
Source: Field survey, 2018

Manager support and Turnover intention

According to the findingsthere is a significant negative relationship betweeanager support and turnover
intentionas shown in the Table 7 wiBeta= -0.216) and (p=0.01). The results suggestttiere is an inverse
relationship between manager support and emplay@ever intention and thus, the result of the stadyport
H..

Table 7: MS & Tl
Coefficients’
Model Standardized t Sig. 95.0% Confidence Interval for B
Coefficients
Beta Lower Bound Upper Bound
(Constant) 16.039 .000 21.132 27.081
! Tl -.216 -2.473 .015 -.683 -.076

a. Dependent Variable: Mansup

Source: Field survey, 2018
3.4.5 Work Life Balance and Employee commitment
The regression results of the study confirms thgothesis, there is a positive relationship betwa4rB and
employee commitment as shown in Table 8 with (Bdia='5) and (p>0.01) and this results is not sigaitft.
Thus,Hswhich stated that Here is a significant positive relationship betwa®hB and employee commitment
was not supportedihis means that when organizations balance the iferkf their employees, it does not have
any effect on their commitment level.

Table 8: WLB & EC

Coefficients'
Model Standardized t Sig. 95.0% Confidence Interval for B
Coefficients
Beta Lower Bound Upper Bound
(Constant) 8.908 .000 30.165 47.413
! EC 175 1.920 .057 -.011 731

a. Dependent Variable: WLB
Source: Field survey, 2018
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3.4.6 Schedule flexibility and Employee commitment

Regression analysis results confirms tihatre is a significant positive relationship betwechedule flexibility
and employee commitmeas shown in Table 9 with (Beta= 0.413) and (p<p.BtEnce the results suggest that
there is a direct relationship between schedubability and employee commitment. The results of ttudy
supportHs.

Table 9: SF & EC

Coefficients
Model Standardized t Sig. 95.0% Confidence Interval for B
Coefficients
Beta Lower Bound Upper Bound
(Constant) 4,587 .000 3.432 8.638
! EC 413 5.105 .000 176 400

a. Dependent Variable: schfex

Source: Field survey, 2018
3.4.7 Job autonomy and Employee commitment
The regression results confirms the hypothebexetis a significant positive relationship betwdei autonomy
and employee commitmegi@eta= 0.268) and (p<0.01) as shown in Table 16vkeThe results shows that there
is a direct relationship between job autonomy an@leyee commitment. The results of the study suppar

3.4.8 Manager support and Employee commitment

The regression analysis conducted shows a negedlationship between Manager Support and employee
commitment(Beta= -0.026) and (p=0.775) as shown in Table élbwa. This results shows that there is an
inverse relationship between Manager Support anplamee commitment. The results of the study dods no
support Hg which states that There is a significant positive relationship betweklanager Support and
employee commitment”

Table 10: JA & EC

Coefficients'
Model Standardized t Sig. 95.0% Confidence Interval for B
Coefficients
Beta Lower Bound Upper Bound
(Constant) 6.345 .000 6.550 12.487
! EC .268 3.140 .002 .074 .328

a. Dependent Variable: JobAuto

Source: Field survey, 2018
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Table 11: MS & EC

Coefficients’
Model Standardized t Sig. 95.0% Confidence Interval for B
Coefficients
Beta Lower Bound Upper Bound
(Constant) 7.728 .000 15.733 26.570
! EC -.026 -.287 175 -.267 .200

a. Dependent Variable: Mansup

Source: Field survey, 2018
3.4.9 Employee commitment and Turnover intention
According to the studythere is a negative relationship between Employeemnsitment and Turnover intention
(Beta= -0.097) and (p=0.270). The results sugdeat there is an inverse relationship between enagloy
commitment and employee turnover intention. Theltexd the study support H9 showed in Table 12 Welo

Table 12: EC & TI

Coefficients
Model Standardized t Sig. 95.0% Confidence Interval for B
Coefficients
Beta Lower Bound Upper Bound
(Constant) 20.454 .000 21.783 26.448
Tl -.097 -1.108 .270 -.367 104

a. Dependent Variable: EC
Source: Field survey, 2018

SF

| W

WLB JA - EC -
MS

Figure 2: Structural Model Results
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4. Discussions

The purpose of this study was to examine the efféavork life Balance (WLB) on turnover intentiorsd
employee commitment, investigate the factors of WhBt have more effect on employee turnover inbersti
and employee commitment and also to look at tHe bigtween employee commitment and turnover intestio
It was revealed that WLB practices in an organ@matiave an influence on employee’s intention o¥ileg the
organization. Thus, employees’ intention to leave @aganization depends on the WLB practices that
organizations undertake. These findings seem todmsistent with that of a study by Yanadoria andoKa
(2010) on the way Japanese firms implement poli¢tkest support work—family balance which found a
significant links between the employee supportgiedi in place and the levels of female employeaotr.
Similar to this findings is the findings of Jave2D(4) who emphasized that employee turnover raliebei
negatively affected by the perceived and the actenlices rendered by employees to the organizédiwards
accomplishment of specific job.

Again, the findings indicated that all constructsWLB (schedule flexibility, job autonomy and marmag
support), impacts negatively on employee turnovdrese findings further revealed that schedule bty
having a beta value of (0.353) impacted more onleysp’s intention to leave the organization thab jo
autonomy (Beta = 0.277) and manager support (B€i&216). With regards to the factors of WLB thdeafs
employee turnover more, the findings concur witludalyo et al, (2018) findings. Their findings showbet
organizations’ readiness to make work arrangemanerflexible will likely affect rub-off on the empyees’
level of satisfaction and their intention to stAgain, Nuesch (2017) noted that flexible work pi@es is central
in building acceptable and appropriate workplaciuales that will help in achieving the strategioats
organizations more especially in this highly contpet business environment that is regarded by the
evolvement of sophisticated technology which ifine with our findings. On the other hand, the fimgk was in
contrast with a study by Suifan, Abdallah and D{ab16), which aimed at investigating the effects/\iftB
practices (schedule flexibility, manager suppod gb autonomy) on work-life conflict and turnovatentions
among medical staffs in a private hospital at Jordde study revealed that manager Support wasrtlyegVLB
practice that had a significant negative directefon turnover intentions. This findings is alsalisparity with
that of the findings of Ahmad and Omar's (2012) veingued in favour of informal WLB (job autonomy and
manager support) practices.

According to results, when organizations balaneewtbrk life of their employees, it does not havg affect on
their commitment level and this does not support Kimdi, Qureshi and Akhtar (2014) findings thagriis a
significant relationship between WLB and commitmanbrganizations. On the other hand, when employee
enjoy some work schedule flexibility and autonortigy become commitment. Specifically, it was showet
work flexibility affects employee commitment mofEhese results are in congruence with a study byh@tea
(2017), which found out that flexible work scheduland flexibility to work in another location arery
important for employees to stay longer. The findiraj the study is also related to that of Choo Asdari
(2016) that a flexible working arrangement is sfigantly and positively related to organizationahumitment.
On the contrary, the findings discovered that managupport does not significantly relate to empéoye
commitment and this does not support the findinfggvallace et al (2013) who attest that managerdestdp
fosters employee commitment in organizations.

It was also revealed that there is a negativeiosiship between employee commitment and turnoventions.
In other words, when employees get commitment & thvork, their intentions of leaving the organinas
become less and then again when the commitmenit dévemployees is low they are more likely to ledke
organization. This our findings is consistent whown, et al (2011) and Igella (2014) that high é&ype
commitment decreases employee turnover intentions.

5. Conclusion and Implications

The issue of Work Life Balance (WLB) and its effecn employees’ work related attitudes and beha\(ihat

is commitment and turnover intentions) has indeednbacknowledged in literature especially in thetem
world. This issue has not received much attentiondéveloping countries like Ghana particularly het
education sector. It is partly to fill this gap tfis notion that this study was conducted to exantime
relationship that exists between WLB and employemmitment and turnover intentions in the Ghanaian
educational sector.

It was revealed that WLB practices in an organiratiave an influence on employee’s intention o¥ileg the

organization. Thus, WLB practice within organizasocan be a tool to discourage employees from the
intentions of leaving the organization. On the othand, it was revealed that the practice of WLERgloot
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necessarily promote employee commitment. It wae alsserved that schedule flexibility impacted more
employee’s commitment and their intention to lethe2organization than job autonomy and managersugp
addition there is strong evidence from the finditlget when employees get commitment to their wtrky are
likely to remain in their organization, hence thveill not be thinking of leaving the organization.

From the foregoing, we recommend that, managentemtld focus on practicing work life balance in thei
organizations so as to ensure better commitmeotganizational activities and also to prevent emgés from
quitting. Further, we recommend that managers shiwylto continue improving the conditions of wddk their
employees since it significantly discourages emgdofrom quitting. Managers can do this by ensugogd
supervisor-employee working relationships, worlkitddity, manager support and autonomy.

It was realized that WLB practices within organiaas serve as tools for discouraging turnover itbes. This
means that organizations are likely to gain the mdment and support of their employees which imtur
increases firm performance. Based on this, we recamad that the practices of WLB more especially dalee
flexibility should be clearly integrated as partfof’s corporate and business-level strategiess Will help
organizations to devote much time to them.

6. Limitations and Future Research

This study adopted a cross sectional research appravhere data was collected from respondentsaashot
and thus such responses may be influenced by pi@egaconditions of the individual at that partiaufzoint in
time. We recommend the use of different approachssh as longitudinal research which may provide
significant differences in the findings.

The study also focused on employees in the terédncational sector and thus the research findiagsot be
generalized across the educational sector in Ghanauld therefore be insightful for future stusie replicate
this study in other sectors such as the hospitaitigcommunications, mining, financial, constraoti health,
etc. in order to gain a better understanding of Ngark life balance affects employee turnover initamg and
commitment in different sectors.

The study adopted a quantitative approach wherstign@aires were used for data collection. Futtudiss can
consider using a mixed method approach where bagistipnnaires and interviews can be used to calleta.
Studies (Aina, 2002; Okpara and Wynn, 2008; Crelsared Plano-Clark, 2007; Tashakkori and Teddie, 3200
have shown that quantitative and qualitative apgrea have their own particular weaknesses or hitlses, it
is ideal to use multiple methods, which suppleneaath other to counteract bias and generate mocpiatéeand
balanced data.
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