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ABSTRACT 

 
WORK-LIFE BALANCE AND ITS IMPACT ON EMPLOYEE RETENTION IN THE 

INDIAN MANUFACTURING INDUSTRY: ASSESSING THE MEDIATING ROLE 

OF JOB SATISFACTION AND ORGANIZATIONAL CULTURE 

Surendra Singh Rana 
2025 

 
In today’s dynamic and highly competitive business environment, employee retention has 

become a critical concern, especially in sectors like manufacturing that rely heavily on 

skilled and experienced labor. The present study aims to examine the relationship of work-

life balance (WLB) to employee retention (ER) in the manufacturing sector in India 

considering job satisfaction (JS) and organizational culture (OC) as mediating factors. This 

research is based on well-set theoretical foundations like Role Theory, Social Exchange 

Theory, and Job Embeddedness Theory. It aims at fine-tuning of knowledge onto how 

employee-centered practices at workplaces impact retention outcomes. 

They take a quantitative methodology through Structural Equation Modeling (SEM) via 

SmartPLS to validate the proposed conceptual framework. 392 employees were given a 

structured questionnaire from different regions and hierarchical levels under the 

manufacturing sector. The data tested rigorously for reliability and validity of the study 

employing Cronbach alpha, composite reliability, average variance extracted (AVE), and 

outer loadings, with the Fornell-Larcker Criterion and HTMT ratio verifying discriminant 

validity, while collinearity diagnostics and model fit indices confirming robustness. 

The results show a strong positive relationship between work-life balance and job 

satisfaction as well as organizational culture. In addition, both job satisfaction and 

organizational culture predict employee retention significantly. Furthermore, there is a 

direct positive relationship between work-life balance and retention, although weaker than 

other indirect relationships. Mediation analysis supports that both job satisfaction and 

organizational culture serve partial mediators of the relationship between work-life balance 
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and employee retention. Hence, such dual mediation reflects the psychological and 

organizational mechanisms that undergird through which work-life initiatives culminate 

into sustained employee commitment. 

Theoretically, this research adds to the growing literature on organizational behavior by 

combining a number of constructs into one empirical model. It thus validates that policies 

on work-life are relevant, not only in the improvement of individual well-being but also in 

the development of organizational culture and enhancement of retention strategies. 

Practically, the study makes recommendations for HR managers and policymakers 

regarding what should be put in place. Those include institutionalizing flexible work 

arrangements and developing a supportive workplace culture as well as investing in job 

enrichment strategies that would improve employee satisfaction and loyalty. 

This research, above everything, admits that work-life balance is not just a temporary 

advantage but a strategic driving force for sustainability in organizations. By putting 

employee well-being right in the middle of workplace policies, an organization will build 

stronger frameworks for retaining talent in the current industrial transformational journey 

through India’s manufacturing sector amidst ever-increasing pressures in the country. 

 
Keywords: Work-Life Balance (WLB), Job Satisfaction, Organizational Culture, 

Manufacturing Sector Employees, Structural Equation Modeling (SEM) 
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CHAPTER I 

INTRODUCTION 

 
1.1 Relevant Background 

This chapter sheds light on the background of the study topic and sets the stage for 

subsequent chapters by defining the aim, objectives, problem statement, rationale, and 

scope of the research. The work-life balance (WLB) is one of the critical concerns in the 

present competitive and fast changing work environment for both the organizations and the 

employees: an individual is said to maintain a balance between personal and professional 

responsibilities without a significant conflict between self-dedication and work. 

Organizations consider the WLB as one of their top priorities as they sustain high levels of 

productivity and improve employee engagement (Locke, 1976). So while other research 

points out the presence of a direct relationship between WLB and employee attrition, the 

central issue of what really happens as in job satisfaction and organizational culture, now 

seems to call for some serious scholarship. 

Job satisfaction, which is high when individuals are happy with a sense of accomplishment 

with their jobs, has a substantial influence on the intention to stay with the organization 

(Tiwari and Shrivastava, 2013). Similarly, a supportive organizational culture that supports 

employee well-being and worthy work-life integration should make the level of loyalty felt 

by the employee concerning the organization much stronger, reducing attrition: (Schein, 

2010). In such a context, effective work-life balance strategies are not only instrumental in 

enhancing employee well-being but also in reducing turnover intentions and improving 

long-term organizational commitment (Clarke et al., 2004). 

The concept of WLB has recently capitalized on much scholarly as well as management 

attention (Kaya and Karatepe, 2020). These developments are worsened by rapid changes 

in the workplace, coupled with changing socio-cultural and demographic dynamics, 

therefore making it increasingly difficult for people to juggle the burdens of work versus 

those of their personal life (Cegarra-Leiva et al., 2012). 
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Notably, in the past, many organizations began adopting a variety of interventions and 

policies intended to promote WLB, including family-friendly work arrangements and 

work-family balance programs. Presently, factors like increasing participation of women 

in the workforce, rising dual-career couples, and organizational fad to advance quality of 

work-life through recreation and well-being programs factor into WLB practices (Cegarra-

Leiva et al., 2012). 

Besides, the pressure is increasing on organizations to proactively support the welfare of 

their employees (Naithani, 2010) through the promotion of an environment in which 

healthy work–life integration can thrive (Poulose and Sudarsan, 2017). WLB practices 

have now become acknowledged as strategic management tools for enabling talent 

management, having immediate consequences for the development of human capital 

(Wang and Walumbwa, 2007) and improvement of employee retention (Qu and Zhao, 

2012). 

As millennials and Gen Z put a higher value on work-life integration than traditional job 

stability, WLB has appeared as a vital component of corporate culture in recent years 

(Elayan, 2022). Organizations increasingly understand that promoting WLB is 

fundamental for attracting and keeping talent, expanding yield, and maintaining employee 

satisfaction. Initiatives like mental health assistance, wellness initiatives, and hybrid work 

models demonstrate a comprehensive awareness of the requirements of employees. 

WLB has evolved because of changing social norms, particularly in relation to gender roles 

and mental health awareness. Strict gender roles ruled the dynamics of the home and 

business in the early 20th century. Women were expected to do home chores, and men 

were seen as the primary providers (Wiesner-Hanks, 2021). Due to this historical split, 

WLB was mainly a male-only issue, focusing just on cutting work hours to improve 

efficiency and physical well-being. These roles began to change because of societal 

changes following The Second World War. The need of finding some balance between 

work and home commitments turned out to be more evident as more women entered the 

workforce (Pace and Sciotto, 2021). Organizations had to reconsider employment rules 

during the 1960s and 1970s because of the expansion in dual income households. 
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Flextime and part-time employment were established during this time, empowering both 

women and men to balance their jobs with family commitments (Kossek et al., 2021). By 

promoting gender equality in the home and at work, women’s liberation movement further 

questioned established conventions and expanded the focus of WLB conversations. A 

stronger emphasis on mental health as a vital part of WLB arose in the 21st century 

(DeSimone, 2020). In the past, WLB was mostly associated with family time and physical 

health. The way that organizations handle employee well-being has changed, however, as 

a result of growing understanding of mental health conditions including burnout, stress, 

and anxiety. 

Because of studies showing the adverse impacts of excessive labor on psychological 

wellbeing, several organizations started offering counselling services, wellness initiatives, 

and mental health leave (George, 2024). The significance of mental health for sustained 

efficiency and retention has been increasingly apparent to businesses. Also, social 

standards have changed to recognize that men also need time for personal wellbeing and 

caring. This shift is reflected in shared parental leave and paternity leave regulation, which 

confirm that work-life balance is a universal need as opposed to just an issue impacting 

women (Pizarro and Gartzia, 2024). These groundbreaking perspectives have contributed 

to the dismantling of long-standing stereotypes, allowing both sexes to attain a more equal 

division of work and personal obligations. 

Generational changes have additionally contributed. Work-life integration is a top priority 

for millennials and Gen Z workers, who put equal value on personal satisfaction and 

professional success (Waworuntu et al., 2022). To draw and keep talent, organizations are 

currently expected to offer remote work options, flexible scheduling, and mental health 

services. These changing cultural perspectives are progressively influencing employment 

habits in the Indian industrial sector, where extended workdays have historically been the 

standard. As knowledge increases, businesses are seeing that embracing these new 

standards improves job satisfaction, encourages organizational loyalty, and eventually 

lowers turnover, all of which contribute to a more sustainable workforce. However, to 
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know in-depth about the need of work-life balance strategies, it is crucial to know the 

challenges faced by companies in employee retention. 

The literature demonstrates that a plethora of beneficial organizational outcomes come with 

implementing WLB practices. Work-family conflict (WFC) is lessened, and organizational 

citizenship behavior is increased and organizational commitment tends to be higher with 

satisfaction getting a positive boost (Baral and Bhargava, 2010; Kelliher et al., 2019). 

Kelliher et al. (2019) state that it can strongly motivate the employees who find their 

employers genuinely caring about their work-life balance, thus increasing their retention 

rate. 

The manufacturing industry in India is vital for the country’s economic development, 

making a significant contribution to GDP, employment, and overall advancement. 

Manufacturing, one of the greatest economic sectors in India, contributes around 17-18% 

of the country’s GDP (IBEF, 2024). Through programs like “Make in India,” the 

government has defined grand objectives to raise its contribution to 25% by 2025 (Sinha 

et al. 2018). The significance of this industry is additionally exhibited by the fact that it 

creates jobs, directly employing over 27 million individuals and indirectly employing 

millions more through supply chains and related businesses. Automobiles, electronics, 

textiles, pharmaceuticals, chemicals, and steel are just a few of the sub-sectors that make 

up India’s manufacturing sector, all of which support the nation’s industrial growth and 

exports (IBEF, 2024). 

Significant diversity in skills and a wide range of socioeconomic backgrounds characterize 

the workforce in India’s manufacturing industry. The industry utilizes countless semi-

skilled and unskilled workers along with highly qualified experts including engineers, 

technicians, and managers (Chenoy et al., 2019). A significant number of these people are 

from rural regions and are searching for jobs in industrial and metropolitan areas. The 

socioeconomic diversity of the workforce, which incorporates a wide range of educational 

backgrounds and skill levels, is reflected in this influx of rural labor. Small and medium-

sized businesses (SMEs) frequently depend on untrained, informal labor, whereas major 

firms typically use technically proficient, officially trained people. In terms of worker 
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development and productivity, this skill variety presents the industry with both 

opportunities and challenges. 

Despite its economic importance, the manufacturing industry in India experiences 

particular difficulties, specially corresponding to labor-intensive work settings. In India, 

manual labor is often utilized broadly in manufacturing processes, especially in traditional 

sectors like handicrafts, leather, and textiles. Employee fatigue, discontent, and at last high 

turnover rates can result from the labor-intensive nature of these businesses, which demand 

lengthy workdays, repeated duties, and physically taxing labor (Skelton, 2020). In 

industries like IT, banking, or services, where automation and technology have greatly 

decreased physical labor and improved workplace comfort, these working circumstances 

stand in stark contrast. Work-life balance (WLB) approaches are not widely adopted in the 

Indian manufacturing industry, which is another serious issue. 

Manufacturing normally involves set shifts, strict schedules, and on-site work 

requirements, as opposed to contemporary businesses like IT or corporate services, where 

flexible work hours, remote work, and wellbeing initiatives are increasingly predominant. 

Executing flexible work arrangements is challenging because of the nature of industrial 

processes, which often need constant operation and rigorous adherence to deadlines. 

Because of this, workers in the manufacturing industry usually deal with stress, burnout, 

and a lack of personal time, which leads to workplace discontent and attrition. 

A common issue in the Indian manufacturing industry is high employee turnover rates. 

Many individuals go for work somewhere else because of factors including low 

compensation, little prospects for personal development, unfavorable working conditions, 

and little job security (Basariya, 2015). Numerous unskilled and semi-skilled workers see 

industrial positions as short-term stepping stones rather than long-term career 

opportunities. Additionally, workers are drawn away from manufacturing by the growth of 

other job sectors like retail, logistics, and construction, which provide alternative options. 

This high turnover reduces overall productivity, messes up manufacturing procedures, and 

raises the cost of hiring and training new employees (Basariya, 2015). 
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In the industrial sector, organizational culture often assumes a role in these retention issues. 

Various industrial firms operate under hierarchical management systems, with top-down 

communication and little employee input into decision-making. Employee disengagement 

and a sense of alienation might result from this lack of acknowledgment and acceptance. 

On the contrary, sectors like corporate services and IT much of the time put an emphasis 

on employee empowerment, collaborative environments, and frequent feedback, all of 

which aid in keeping talent. The lack of such forward thinking production techniques 

makes retention problems even worse. 

The Indian industrial sector’s dependence on a sizable informal labor pool is another 

distinctive feature. Numerous workers work on contract or briefly, and subsequently have 

little access to advantages like paid time off, insurance, or healthcare services. Long term 

career development plans and extensive employee welfare initiatives are challenging to 

execute due to this informal employment structure (Singh et al. 2019). Employee loyalty 

is further eroded and turnover rates are raised by the absence of social safety and job 

security. The Indian industrial sector additionally needs to manage technology and 

infrastructural issues. 

Productivity and creativity are limited by the fact that numerous small and medium-sized 

businesses (SMEs) continue to use antiquated equipment and procedures. The industry’s 

capacity to compete globally is hampered by the lazy adoption of advanced technology like 

automation, artificial intelligence, and Industry 4.0 techniques. On the other hand, 

industrialized countries’ manufacturing sectors have embraced technology, increasing 

worker satisfaction, workplace safety, and productivity. Indian manufacturing is more 

labor-intensive and less supportive of contemporary work-life balance approaches due to 

the disparity in technology adoption. 

Despite these obstacles, there is a lot of room for expansion and change in the Indian 

manufacturing industry. By empowering industry modernization, skill development, and 

better labor standards, government programs like ‘Make in India’ and ‘Skill India’ seek to 

solve some of these problems (Sinha et al. 2018). The significance of fortifying 

organizational culture, offering professional development opportunities, and advancing 
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work-life balance in retaining people and increasing productivity is becoming increasingly 

apparent. Organizations are better prepared to deal with these impediments and prosper in 

a cutthroat global marketplace if they make investments in the welfare of their workforce, 

implement contemporary management techniques, and incorporate technology into their 

daily operations. 

 
1.2 Problem Statement 

The Indian manufacturing sector is one of the main forces propelling economic growth and 

employment but has been facing a continual crisis in employee retention amid fast 

turnover. Since one of the determinants of employee retention is the quality of WLB being 

an issue that has witnessed a rising prominence among the expectations of the new 

workforce, it was expected that a majority of employees in manufacturing will be satisfied 

with their work-life balance. Contrary to this expectation, employees are reportedly highly 

stressed, have inflexible hours, and do not have any free personal time to spend, and these 

have been concluded to affect retention in their own right. Existing studies recognize the 

importance of WLB in terms of employee outcomes, but only a small number can be found 

in empirical studies attempting to ascertain the actual impact on manufacturing retention 

in the Indian context. 

Also limited researched areas are the possible mediating roles of job satisfaction and 

organizational culture. Understanding how such mediators exert their influence upon the 

work-life balance and retention relationship may give further insights for HR strategies. 

Accordingly, an attempt will be made here to examine the influence of WLB on the 

retention of employees in terms of mediating job satisfaction and organizational culture in 

the context of Indian manufacturing organizations. 

A significant problem faced by the manufacturing sector of India is the retention of skilled 

employees which has a significant impact on the productivity and competitive advantage 

of companies in the global marketplace (Salve and Iyer, 2018). The effective execution and 

impact of work-life balance (WLB) in the industrial setting are still ineffectively 

understood, in spite of the way that it has turned into a significant component influencing 
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employee retention across industries. Research that is presently accessible often falls short 

of offering practical insights that are fit to the operational realities of labor-intensive 

industries like manufacturing. 

The main pressing concerns this study addresses the discrepancy between WLB strategies 

and their capacity to increase retention. In the manufacturing sector, it is more challenging 

to incorporate WLB practices than other industries due to its labor-intensive activities, long 

working days, and rigid organizational structures (Majumder et al., 2019). In the view of 

the demanding nature of their jobs, workers often experience elevated levels of stress and 

burnout, which increases turnover and causes discontent (Duraiarasan and Ramila, 2019). 

While organizations have started to recognize the importance of WLB, there is still a 

practical gap in comprehending the specific actions and strategies needed to enhance 

retention concerning the unique industrial and socio-economic context of India. Moreover, 

it is unclear what these practices mean for employees’ decisions to remain or leave, 

especially in India’s sociocultural and economic setting. The relationship between job 

satisfaction, WLB, and organizational culture in determining retention results is also not 

well known. Organizational culture and job satisfaction are significant mediating 

components that influence how work-life balance programs work (Stefanovska-Petkovska 

et al. 2019). 

High work satisfaction improves an employee’s likelihood of staying with their 

organization, and a supportive corporate culture empowers commitment and a feeling of 

belonging. However, traditional hierarchical structures and operational pressures make it 

challenging to establish environments that are conducive to employee satisfaction, which 

is the reason the Indian manufacturing industry regularly struggles to cultivate these 

characteristics. Even WLB practices might not have the desired effect on retention if these 

mediating roles are not addressed. 

This issue is aggravated by the lack of studies on the Indian manufacturing sector. There 

are no findings in existing literature regarding the development of such WLB policies for 

a fledgling Indian manufacturing workforce having its roots in different socioeconomic 

conditions and remarkable diversity in skill levels. Since the nature of the workforce and 
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requirements for operations in the corporate and service sectors are entirely different 

segments, most of the studies related to WLB and retention currently fall under these two 

sectors. 

People from diversified socioeconomic environments and their distinctions in skill level 

form India’s manufacturing workforce. The diversity of organization necessitates the 

provision of explicit strategies for developing and evaluating WLB practices, culture, and 

satisfactions at work. It is fair to say that today’s academic and practical discussions 

demand such detailed information. High turnover rates have adverse effects on the 

manufacturing industry with respect to financial and operational costs (Skelton et al., 

2020). Regularly breaking workflows, decreasing levels of productivity, and biting 

recruiting and training costs imply an increased burden on the organization (Skelton, 

Nattress and Dwyer, 2020). 

The gap between WLB practices and their impact on retention is not only an academic 

issue but it is also a realistic need for the growing manufacturing companies in India. This 

research aims at sealing these loopholes by looking into how WLB policies affect employee 

retention through the mediatory impact of job satisfaction and organizational culture. This 

study intends to empower Indian manufacturing organizations with useful retention 

strategies by bridging the space between theoretical frameworks and field-friendly 

practices. The research will add knowledge towards a richer insight into workforce 

dynamics in labor-intensive sectors and provide employers practical insights by focusing 

on an understudied Indian manufacturing sector. 

By presenting evidence-based tactics linking retention outcomes with WLB practices, the 

research will fill the gap between workforce demands and organizational goals. This 

problem statement emphasizes that matching organizational goals with work-life balance 

tactics is critical for effective employee retention improvement. We will find out more 

about the study’s significance in the theoretical, practical, and societal arenas in the next 

section. 
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1.3 Significance of the study 

The research is vital for academic research as well as practically relevant the Indian 

manufacturing industry. As the sector changes with globalization, technology advances, 

and growing competition, there has been an increasing tendency to retain such expert and 

seasoned employees in an industry that is quickly evolving due to changes in globalization 

and technological advancements and increasing competition. This study thus manifests a 

major organizational concern that directly affects productivity, morale, and operational 

continuity by relating work-life balance to employee retention. Moreover, it affords 

psychologists and human resource analysts an understanding of how job satisfaction and 

organizational culture mediate the effect of WLB on retention. These findings would lead 

to more effective engagement and retention strategies such as flexible work arrangements, 

supportive workplace culture, and satisfaction based incentives for HR professionals and 

policy-makers. Further, from an academic point of view, it adds value to a developing body 

of literary information relating to employee well-being and retention in emerging 

economies, especially within the less covered area in context of the Indian manufacturing 

sector. 

 
Practical Significance 

Generally, the research stands to gain much by being useful to HR practitioners and 

organizational leaders within the boundaries of the manufacturing sector. This 

understanding would lead to more targeted and effective human resource policies, all 

designed to improve the employee experience and thus retain and manage their loyalty, 

engagement, and overall job satisfaction. The study emphasizes the interconnected roles of 

organizational culture and job satisfaction as intervening variables. Indeed, if there is a 

corporate culture that facilitates well-being, autonomy, and recognition of employees, then 

WLB programs will be maximally successful. The impact could be on employee morale, 

reduced burnout, and decreased attrition, especially in the manufacturing industry, which 

is characterized by demanding working conditions and largely ignored employee needs. 
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In addition, policymakers will find the results valuable. It provides evidence for guidelines, 

regulations, or incentive schemes for manufacturing companies to invest in work-life 

balance initiatives. This aligns with most other contexts that do not accommodate labor 

welfare properly or view work-life balance policies as improving stability, production, and 

even national economic development. In the end, the study gives both organizational and 

policy levels data to improve understanding on sourcing employee-centered practices. 

 
Theoretical Significance 

This study aims to fill one of the major gaps in previous scholarly works by focusing on 

the underexplored Indian manufacturing sector in work-life balance (WLB). Quite a few 

previous studies focus on the IT and service industries, which tend to have greater 

flexibility in work arrangements. In contrast, the manufacturing sector usually works with 

highly structured schedules and pressurized, labor-intensive environments, thus 

necessitating a further understanding of WLB practice effects on employee outcomes in 

these settings. This will explain how WLB interacts with job satisfaction and organizational 

culture to influence retention, thereby contributing to workforce dynamics in emerging 

economies such as India. 

Academically, the research equips itself for intervention in terms of theory on the different 

mediate organizational and cultural contexts of work-life initiatives, thus paving way for 

further and empirical engagement in the same industrial field. For the practitioner and the 

HR manager, the study caters in terms of deriving practical insights into the design of 

inclusive, supportive, and empowering working arrangements. Such arrangements are 

bound to enhance the well-being and engagement of employees while contributing to lower 

attrition rates, hence increasing productivity and loyalty to the company. In turn, by 

curtailing the expenses associated with employee departure-recruiting, onboarding, and 

training, the findings could support cost-effective HR strategies and further promote the 

long-term sustainability and competitiveness of manufacturing firms in the quickly 

changing market. 
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Societal Significance 

According to a societal perspective, the research study underscores how significant 

employee wellbeing is and how it affects communities. Along with aiding employees and 

their families, organizations may likewise enhance mental health outcomes, decrease 

workplace stress, and advance greater work-life integration by establishing healthier 

workplaces. This societal benefit upholds India’s overarching objectives of raising worker 

wellbeing and productivity for sustainable growth. This study could prompt better 

organizational practices that balance retention strategies with work-life balance. These 

discoveries might be utilized by organizations to further enhance employee morale, lower 

attrition, and encourage a healthy workplace. Besides, resolving these issues can further 

improve employee satisfaction and reduce burnout, which will assist the manufacturing 

workforce to remain sustainable over the long-term. Its ability to close theoretical gaps, 

offer practical solutions, and advance a better understanding of workforce issues in the 

industrial sector makes this study significant overall. In addition to practitioners and 

academics, its conclusions will have implications for larger initiatives meant to improve 

organizational performance and employee wellbeing. 

 
1.4 Research Questions and Objectives 

The research questions governing the study are as below. The first question posed by the 

study is: what is the relationship between WLB and employee retention in the Indian 

manufacturing industry? The second addresses whether job satisfaction functions as a 

mediating variable in the relationship between WLB and retention; the next, whether 

organizational culture mediates this same relationship. Finally, the last question pertains to 

application: how have these particular relationships informed WLB interventions and 

employee retention efforts as carried out by HR managers and policymakers? The research 

questions are given below: 
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1. What is the relationship between WLB and employee retention in the Indian 

manufacturing sector? 

2. Does job satisfaction mediate the relationship between WLB and employee 

retention? 

3. Does organizational culture mediate the relationship between WLB and employee 

retention? 

4. How can HR managers and policymakers use insights on WLB to enhance retention 

in manufacturing organizations? 

This study primarily aims at probing the relationship between WLB and employee 

retention in the Indian manufacturing industry, a field that has been largely ignored when 

it comes to the well-being of employees. The research further seeks to determine how 

applicable work-life balance practices are in retaining employees working in the most 

demanding, labour-intensive environments. For this direct relationship, the present 

research will also assess the mediating roles of job satisfaction and organizational culture 

to analyse better how work-life balance affects retention. With such mediation factors, the 

research would derive strategic implications to serve human resource practitioners and 

organizational leaders in developing more holistic and employee-centric retention 

strategies. The study also aims to inform policy formulation through evidence-based 

recommendations on creating supportive work environments for improved workforce 

stability in the manufacturing sector. 

1. To examine the impact of WLB on employee retention in the Indian manufacturing 

industry. 

2. To assess the mediating role of job satisfaction in the relationship between WLB 

and employee retention. 

3. To evaluate the mediating role of organizational culture in the relationship between 

WLB and employee retention. 

4. To provide managerial and policy recommendations for improving employee 

retention through effective work-life balance strategies in manufacturing firms. 
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1.5 Limitations and Delimitations 

Limitations 

1. Industry-Specific Focus 
 

The study concerns only the Indian manufacturing industry which stands apart from other 

sectors such as IT and services despite being a significant contributor to the economy. 

Some of these unique factors include rigid work structures, labor-intensive operations, and 

high physical demands; consequently, it is specific to this context and limits generalization 

to the other industries. 

2. Geographical Coverage 
 

The geographical scope for this study is limited to a select few regions of India considering 

the gravity with which manufacturing dominates economies. This means that diverse 

practice, policy, and attitude diversity related to work-life balance might not be captured 

in other regions of the country. 

3. Participant Demographics 
 

This research thus specifically targets operational and mid-level employees, as they are the 

greatest affected by such challenges in terms of WLB. Senior management and entry-level 

workers, however, have been excluded from this research limiting the comprehensiveness 

of the findings across organizational levels in the manufacturing sector. 

4. Limited Variable Scope 
 

The study examines the effects of WLB on employee retention with a specific focus on the 

mediating roles of job satisfaction and organizational culture. While these are vital 

constructs, other variables such as leadership style, compensation structure, and 

advancement opportunities were not included, thereby possibly omitting additional factors 

affecting retention. 
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5. Methodological Constraints 
 

The quantitative research design was used to understand the relationships and mediating 

effects among selected variables. Although most effective for performing statistical 

analysis, this does not lend itself to deeper qualitative explorations of personal experiences, 

employee perceptions, or contextual workplace factors that would enrich the findings. 

6. Retention Measurement Approach 
 

Thus, employee retention is defined as self-reported intentions of respondents, such as 

commitment to the organization and likelihood of staying. Actual turnover behavior is not 

part of this study since it is mainly cross-sectional; therefore, it cannot raise conclusions 

about long-term outcomes of retention. 

 
Delimitations 

 
1. Sectoral Focus 

 
The study does not include the cases for IT and services since the study is better focused 

within manufacturing because it clearly has different operational structures, labor practices, 

and workforce challenges. These distinctions are important to answering industry-specific 

research questions on WLB and employee retention. 

2. Exclusion of the Informal and Gig Workforce 
 

This study leaves out the gig economy and informal employment sectors, typified by 

irregular work patterns, contracts or freelance roles, and little or no organizational 

integration. By excluding these sectors from the analysis, comparable employment type 

and organizational practices are guaranteed among participants. 
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3. Employment Category and Duration 
 

For valid comparisons and fair analyses of retention behavior, the study would include all 

full-time employees of registered manufacturing firms. Further, participants must have 

taken a minimum of one year of service, providing valuable insight on work-life balance 

experiences and retention trends over time. 

4. The Scope of Geographical Coverage 

Geographical coverage focuses on selected industrial states in India, such as Tamil Nadu, 

Gujarat, or Maharashtra, where manufacturing activities develop predominately as an 

economic activity. While this allows for in-depth regional analysis, it reduces the study’s 

ability to reflect labor conditions in other states with competitively dissimilar industrial 

landscapes. 

 
5. Participant Selection and Sampling Method 

The stratified sampling approach is used as the study selects participants from different 

manufacturing subsectors such as electronics, textiles, and automobiles in order to ensure 

representation of all domains covered in manufacturing. Findings, however, may not be 

generalizable to economic sectors outside this framework. 

 
1.6 Definition of Key Terms 

 
 

Work-Life Balance (WLB) 

WLB is defined as “the extent to which an individual is equally engaged in and equally 

satisfied with his or her work role and family role” (Greenhaus and Allen, 2011). 

According to Sturges and Guest (2006), WLB is “the level of satisfaction created by good 

functioning at work and at home with a minimum of inter-role conflict.” 

Clark (2000) describes WLB as “satisfaction and good functioning at work and at home 

with minimal role conflict.” 
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Frone (2003) defines it as “the degree to which individuals are able to simultaneously 

balance the competing demands of work and non-work responsibilities.” 

Greenhaus, Collins, and Shaw (2003) state that WLB refers to “the extent to which 

individuals are equally involved in and equally satisfied with their work and family roles.” 

Ernst Kossek and Ozeki (1998) describe WLB as “a perceived balance between work and 

personal life, which impacts job satisfaction and stress levels.” 

 
Job Satisfaction 

Locke (1976) defines job satisfaction as “a pleasurable or positive emotional state resulting 

from the appraisal of one’s job or job experiences.” 

Spector (1997) explains it as “how people feel about their jobs and different aspects of their 

jobs.” 

Herzberg et al. (1959) describe job satisfaction in terms of intrinsic motivators and extrinsic 

hygiene factors, where satisfaction is driven by “achievement, recognition, and 

responsibility,” while dissatisfaction stems from factors like “salary, supervision, and 

company policy.” 

Cranny et al. (1992) define it as “an affective reaction to one’s job, resulting from the 

comparison of actual outcomes with desired outcomes.” 

Judge et al. (1998) suggest job satisfaction is influenced by one’s core evaluations, such as 

self-esteem and locus of control, and define it as “a general affective reaction to one’s job.” 

Weiss (2002) notes that job satisfaction is “a positive or negative evaluative judgment one 

makes about one’s job or job situation.” 

 
Organizational Culture 

Schein (2010) defines organizational culture as “a pattern of shared basic assumptions that 

the group learned as it solved its problems, which worked well enough to be considered 

valid and is taught to new members.” 
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Cameron and Quinn (1999) describe it as “the taken-for-granted values, underlying 

assumptions, expectations, and definitions that characterize organizations and their 

members.” 

Hofstede (1998) refers to organizational culture as “the collective programming of the 

mind which distinguishes the members of one organization from another.” 

Kotter (2008) define it as “a shared set of beliefs and practices that strongly influence the 

people in the organization.” 

Denison (1990) emphasizes culture as “the underlying values, beliefs, and principles that 

serve as a foundation for an organization’s management system.” 

O’Reilly, Chatman, and Caldwell (1991) define it as “a system of shared values that guide 

employee behavior and decision-making.” 

 
Employee Retention 

Hom et al. (2017) define employee retention as “an organization’s ability to keep its 

employees and reduce turnover over time.” 

According to Hausknecht, Rodda, and Howard (2009), retention is “a voluntary decision 

by employees to stay with the organization over a period of time.” 

Mitchell et al. (2001) describe retention through the lens of job embeddedness, defined as 

“a combination of links, fit, and sacrifice that keep employees attached to their job and 

community.” 

Samuel and Chipunza (2009) define retention as “the ability of an organization to retain its 

employees by reducing turnover and enhancing job satisfaction.” 

Eisenberger et al. (2001) explain that retention is influenced by “employees’ perception 

that the organization values their contributions and cares about their well-being.” 

Allen et al. (2003) state that employee retention results from “supportive HR practices, 

perceived organizational support, and career development opportunities.” 

 
The important terms used in the study are defined in the relevant literature in order to ensure 

clarity, consistency, and conceptual alignment throughout the research process. WLB 
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indicates the extent to which people are rampantly able to manage freely their professional 

and personal lives with the least amount of role conflict and the maximum amount of 

satisfaction from both domains. Job satisfaction, conversely, is an employee’s positive 

emotional reaction to their job, which is determined by differing influences such as 

working conditions, recognition, and alignment with personal values. The definition of 

organizational culture includes the system of values, norms, beliefs, and practices that are 

deeply rooted in employee behavior and shape the work context. 

Despite contributions to the work setting, it goes far to influencing an employee’s 

impression of support and leadership and collaboration in the organization. Employee 

retention is the act of retaining employees by inducing loyalty, satisfaction, and 

commitment through positive workplace experiences and favorable supportive practices. 

The researcher has provided definitions for these terms to help conceptualize the present 

study, which are informed by a wide range of academic perspectives to help theorizing and 

interpretation of the findings. 

 
1.7 Summary 

The introduction chapter creates a very solid ground for the research by providing the 

context, justification, and thrust of the study with special emphasis on the mediation by job 

satisfaction and organizational culture. 

It further scrutinizes the background of the study, with an emphasis on the rising difficult 

conditions global organizations face with respect to retaining skilled employees, 

particularly in labor-intensive sectors like manufacturing. While research on work-life 

issues versus retention in IT and services has been abundant, the area of manufacturing 

with rigid timetable and high physical demands and little flexibility in working styles 

remains under-researched. 

The chapter articulates the problem-the very facility of poor WLB can lead to 

dissatisfactory and disengaged employees, who in turn result in high attrition, a cost which 

organizations can ill-afford. Research objectives and questions have been designed to study 
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the linkage between WLB and employee retention, furthermore assessing the mediating 

role of job satisfaction and organizational culture. 

The study will be significant in two ways: one, it will contribute to the academic literature 

by highlighting a gap with respect to the manufacturing sector in an emerging economy; 

two, it provides interested HR professionals and policymakers with recommendations to 

design adequate retention strategies. The study excludes gig workers and service-based 

employees, focusing on full-time employees in registered manufacturing firms in selected 

industrial regions of India. 

Major assumptions and delimitations have been discussed to circumscribe the domain of 

research. The chapter ends by delimiting four core constructs, namely, WLB, job 

satisfaction, organizational culture, and employee retention from distinguished scholarly 

sources, thus anchoring the remaining chapters for theoretical and empirical analysis. 
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CHAPTER II 

LITERATURE REVIEW 

 
 

2.1 Introduction 

The chapter offers a wide-ranging explanation surrounding the several aspects of scholarly 

works associated with WLB, retention of employees, job satisfaction, and culture in 

organizations. It puts forward the key theories, models, and findings from empirical 

research through which these realms have come to be understood that take into 

consideration their relationship with industry and human resource management fields. 

While WLB and retention have mostly been in consideration in the domains of IT and 

service sectors, little attention has gone to the manufacturing sector, especially in the Indian 

scenario. The review underscores the absence of sector-specific inputs vis-a-vis job 

satisfaction and organizational culture as mediators between WLB and retention. The 

literature review begins by outlining the scope and structure of this chapter. It then delves 

into the key themes, including the critical analysis of WLB, employee retention, job 

satisfaction, and organizational culture. 

 
2.2 Work Life Balance 

WLB refers to the amount of happiness one feels in both professional and personal domains 

where there is little role conflict (Sturges and Guest, 2006). Work-life conflict arises when 

the demands of work interfere with those of nonwork; it leads to stress, dissatisfaction, and 

wellness (Noor, 2011; Villiers and Kotzé, 2003; Sturges and Guest, 2006). Researchers 

have been familiar with the idea that WLB is achieved when there is some equilibrium that 

allows individuals to meet both personal and professional obligations (Greenhaus et al., 

2003; Frone and Russell, 1997). 

The concept of WLB has gained significant momentum in organizational research given 

its impacts on employees’ well-being, job satisfaction, and retention. A balance between 

professional responsibilities and personal life has emerged as a critical determinant of 

workforce sustainability, especially in labor-intensive industries like manufacturing. WLB 
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the ability to handle work-related and personal responsibilities effectively-is shaping up as 

a rising priority of employees and organizations alike. On the other hand, studies have 

documented that when employees perceive sufficient support for balancing these domains, 

then their job satisfaction and commitment to the organization are significantly enhanced. 

Organizational culture refers to shared values and norms that are pivotal in shaping the 

employees’ perceptions of support and satisfaction. Nevertheless, very few existing studies 

consider such linkages within an integrated framework in the context of the Indian 

manufacturing sector. The present study is an attempt to fill this gap by adopting a 

systematic and empirical approach to examine these relationships. 

Early frameworks mainly focused on two-way influences of work on family life and vice 

versa. Contemporary work includes consideration of multidirectional and dynamic 

interaction of work, family, and personal life spheres. This unmistakably suggests that the 

contemporary work-life interface is indeed being increasingly complicated by 

digitalization, flexible work arrangements, and changing societal expectations (Oosthuizen 

and Mostert, 2010; Koekemoer and Mostert, 2010; Haworth and Lewis, 2005). 

Key to understanding such dynamics is Boundary Theory (Ashforth et al., 2000; Bulger et 

al., 2007), which deals with how individuals cognitively and behaviorally construct, 

maintain, and modify the boundaries between work and personal life. In accordance with 

this theory, employees manage transitions between their roles actively, aiming to lessen 

inter-role conflict and strengthen balance (Allen et al., 2014; Ferdous et al., 2021). 

Depending on personal choice and organizational cultures, boundaries may be more 

segmented keeping work and life distinct or integrated, allowing fluid movement across 

roles (Ashforth et al., 2000). 

In WLB literature, boundary theory has become central to understanding micro-role 

transitions; the little, daily shifts individuals make between professional and personal roles 

and how these transitions can positively or negatively affect satisfaction and performance 

in both arenas. The past century has witnessed a significant evolution in the concept of 

WLB which has been indicative of the changing economic demands, societal values, and 

labor structures. 
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The concept of WLB initially arose during the industrial revolution when the main focus 

was on minimizing the excessive work hours and enhancing the labor conditions. In the 

early 20th century, factory workers used to work under extreme conditions and had long 

working shifts (Sharma and Singh, 2020). Due to these difficulties, several labor 

movements took place during the industrial revolution and brought about the establishment 

of an eight-hour workday. This was a crucial point in history as it helped in realizing that 

workers also required some time for rest, personal lives, and family responsibilities. 

The growth of white-collar jobs and the expansion in dual-income homes in the middle of 

the 20th century, particularly after World War II, shed light on the fact that striking a 

balance between work and family life is critical (Gray, 2000). Policies like parental leave 

and flexible work hours were introduced in order to ease the rising struggle between work 

and home responsibilities. The need for workplace rules that helped both male and female 

workers in taking care of household obligations was additionally highlighted by the 

women’s liberation movement in the 1970s and 1980s (Hower, 2020). Globalisation and 

technological developments began to change WLB by the 1990s. 

The digital era blurred the boundaries between work and individual life while at the same 

time developing new options for flexible work schedules, such as remote work. 

Establishing boundaries turned out to be more troublesome because of 24/7 connectivity, 

which expanded the requirement for business measures to assist workers’ psychological 

and emotional wellbeing. 

As millennials and Gen Z put a higher value on work-life integration than traditional job 

stability, WLB has emerged as a vital component of corporate culture in recent years 

(Elayan, 2022). Organizations increasingly understand that promoting WLB is 

fundamental for attracting and keeping talent, expanding yield, and maintaining employee 

satisfaction. Initiatives like mental health assistance, wellness initiatives, and hybrid work 

models demonstrate a comprehensive awareness of the requirements of employees in the 

organizations. 

WLB has evolved because of changing social norms, particularly in relation to gender roles 

and mental health awareness. Strict gender roles ruled the dynamics of the home and 
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business in the early 20th century. Women were expected to do home chores, and men 

were seen as the primary providers (Wiesner-Hanks, 2021). Due to this historical split, 

WLB was mainly a male-only issue, focusing just on cutting work hours to improve 

efficiency and physical well-being. These roles began to change because of societal 

changes following The Second World War. The need of finding some balance between 

work and home commitments turned out to be more evident as more women entered the 

workforce (Pace and Sciotto, 2021). 

A stronger emphasis on mental health as a vital part of work-life balance arose in the 21st 

century (DeSimone, 2020). In the past, WLB was mostly associated with family time and 

physical health. The way that organizations handle employee well-being has changed, 

however, as a result of growing understanding of mental health conditions including 

burnout, stress, and anxiety. 

Because of studies showing the adverse impacts of excessive labor on psychological 

wellbeing, several organizations started offering counselling services, wellness initiatives, 

and mental health leave (George, 2024). The significance of mental health for sustained 

efficiency and retention has been increasingly apparent to businesses. Also, social 

standards have changed to recognize that men also need time for personal wellbeing and 

caring. This shift is reflected in shared parental leave and paternity leave regulation, which 

confirm that work-life balance is a universal need as opposed to just an issue impacting 

women (Pizarro and Gartzia, 2024). These groundbreaking perspectives have contributed 

to the dismantling of long-standing stereotypes, allowing both sexes to attain a more equal 

division of work and personal obligations. 

Work-life integration is a top priority for millennials and Gen Z workers, who put equal 

value on personal satisfaction and professional success (Waworuntu et al., 2022). To draw 

and keep talent, organizations are currently expected to offer remote work options, flexible 

scheduling, and mental health services. These changing cultural perspectives are 

progressively influencing employment habits in the Indian industrial sector, where 

extended workdays have historically been the standard. As knowledge increases, 

businesses are seeing that embracing these new standards improves job satisfaction, 
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encourages organizational loyalty, and eventually lowers turnover, all of which contribute 

to a more sustainable workforce. However, to know in-depth about the need of work-life 

balance strategies, it is crucial to know the challenges faced by companies in employee 

retention. 

 
2.3 Job Satisfaction 

Job satisfaction is a key construct in organizational behavior and management of human 

resources area of the study. It is intrinsically related to an employee’s well-being, 

performance, commitment, and retention to the organization. Employee job satisfaction 

may simply be described as an individual’s global affective evaluation of his job 

experiences. One of the leading definitions is that of Locke (1976), who defines job 

satisfaction as “a pleasurable or positive emotional state resulting from the appraisal of 

one’s job or job experiences” (p. 1300). This definition indicates that job satisfaction is not 

only given by the objective conditions of the job but also how employees perceive and 

emotionally respond to those conditions. 

Many of these theories helped in offering a clear understanding of job satisfaction. First, 

“Herzberg’s Two-Factor Theory” (Herzberg et al., 1959) distinguishes hygiene factors of 

dissatisfaction such as salary and working conditions, from motivators such as recognition, 

achievement, or meaningful work relating to satisfaction. Although this theory has been 

criticized for being too rigid in its classification of factors, it serves as a basis for later 

multidimensional models. 

The Value Theory (Locke, 1976) also states that satisfaction arises when there is a 

correspondence between what an employee values and what the employee’s job can offer. 

The dispositional theory emphasizes individual personality traits; for example, people with 

positive core self-evaluations are predisposed to have higher job satisfaction, regardless of 

context (Judge et al., 1997). Social Exchange Theory further helps unravel the 

understanding because it states that when employees perceive fairness and support from 

their employer, then they return favor with loyalty and satisfaction. 
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Considering various definitions, job satisfaction is a multidimensional construct consisting 

of several domains contributing to overall work attitude in an individual. Spector (1997) 

formulated a model involving nine facets: “pay, promotion, supervision, fringe benefits, 

contingent rewards, operating conditions, coworkers, nature of work, and communication”. 

These dimensions have in common that one does not usually have one party but rather 

several interrelated experiences in the end considered satisfaction. Thus, it is similar to the 

Job Descriptive Index (Smith, 1969), which also includes aspects such as work itself, pay, 

supervision, opportunity to promotion, and coworkers. 

Many different factors affect job satisfaction, whether that be individual-level variables 

such as age and tenure or personality and self-efficacy (Ng and Feldman, 2010) or 

organizational variables like work-life balance (Greenhaus and Allen, 2011), the particular 

leadership style employed (Judge and Piccolo, 2004), or culture (Lok and Crawford, 2004). 

In fact, one of the most-touted factors affecting employee perceptions of their jobs is the 

work-life balance. This has shown to correlate very strongly with sentiment toward jobs, 

especially for those in high-stress or labor-intensive industries. Similarly, job design as 

defined by Hackman and Oldham (1976) is a significant inducement factor toward 

satisfaction, especially in the dimensions of variety, autonomy, and feedback. 

Job satisfaction has been well documented as a predictor of outcomes. The general finding 

is that satisfied employees retain membership in their organizations, have higher levels of 

commitment, and perform better at work (Judge et al., 2001; Tett and Meyer, 1993). The 

three-component model of organizational commitment (Meyer and Allen, 1991) supports 

the fact that job satisfaction is a strong predictor of affective commitment. Other findings 

are that satisfied employees engage in behaviors reflective of organizational citizenship for 

example, volunteering with the organization (Organ, 1988), and they experience less 

absenteeism and burnout (Faragher et al., 2005). On the other side, lower job satisfaction 

is a strong predictor of turnover intention, which is one of the biggest concerns for 

industries that really deal with difficulty retaining skilled labor. 

One of the most challenging areas concerning job satisfaction is the nature of jobs in 

manufacturing. Job satisfaction will be of utmost importance in the case of the Indian 
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manufacturing sector where the work culture is taxing. Employees in manufacturing work 

longer hours and reach a point where there are few chances for moving up in an 

organization, typically leading to physical exhaustion which, coupled with other factors, 

can dissuade them from working happily. Such places should also encourage meaning 

through fair pay and rewards, acknowledgment, and cultural support, which can 

significantly contribute to retention as well as engagement. Thus, understanding and 

creating job satisfaction is of the essence in terms of sustainable workforce management in 

labor-intensive sectors. 

 
2.4 Organizational Culture 

Culture, or more predominantly known as organizational culture, has been well-recognized 

as an intricate construct with many facets that determines employee behavior, interpersonal 

relations, and even the total performance of the organization. Over the decades, major 

contributions by scholars like Edgar Schein, Deal and Kennedy, and Hofstede have 

enlightened the definition of what culture is organizationally and its dimensions. 

Organizational culture as a pattern is defined by Schein (2010) as the basic assumptions 

which are held in common; “values and beliefs” which underlie the thought patterns, 

feelings, and actions among members of an organization’s culture. This conceptualization 

points to the very importance of implied, often unnamed values and norms by virtue of 

which much of the organizational life is being established and influences both individual 

and collective levels of decision-making and behavior. 

In fact, the various dimensions and typologies have been proposed by many research 

scholars in an attempt to explain the various forms of culture at the organizational 

personality. This is particularly evident in the Competing Values Framework proposed by 

Cameron and Quinn (2011), which divides culture into four types: “clan, adhocracy, 

market, and hierarchy”. Each of these four cultures has a different priority regarding 

“flexibility versus stability and an internal versus external focus”. For example, a clan 

culture focuses on working together, freely sharing information, and being part of a family, 

usually associated with employee involvement and satisfaction. Thus, contrasted with 
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market cultures, where competition drives the organization’s focuses on result expectations 

and performance, such results no longer depend on an organization’s success being 

measured by what occurs within the boundaries. This suggests that in addition to exhibiting 

the range of organizational arrangements and practices, these cultural models also give 

insights into the potential of organizations to connect their cultural attributes to their 

business goals in a strategic sense. 

Several researchers have evidently demonstrated the effect of culture on some of the main 

outcomes: employee retention, job satisfaction, and many others. Most studies have 

correlated a positive organizational culture that is trust, transparency, and support, into a 

very strong means of enhancing job satisfaction and reducing turnover intentions. Denison 

made empirical research that showed the correlation between strong, adaptive 

organizational cultures and a higher degree of commitment among employees as well as 

lower turnover rates. It was also learned that O’Reilly et al. (1991) argued that 

organizations with cohesive cultures reflect ideals among members on shared missions and 

values meaning that such organizations tend to retain talent even if markets tumble. 

Collectively, these findings underscore the proposition that developing a supportive 

cohesive culture cannot just be a superficial organization entry point but a value addition 

really into the further organization’s strategic capabilities contribution to workforce 

stability, hence success. 

Similarly, this recent scholarship includes arguments on the role of organizational culture 

in employee innovation, learning, and organizational transition. In a world of rapid changes 

in business, the cultural dynamics have to inculcate new ideas, risk-taking, and continuous 

transformation. The concept from Schein (2010) shows how cultural interventions can be 

used by leaders as intentional means to cause transformational changes within their 

organizations, thus indicating the possibility that one would have to change deep-rooted 

cultural values to change an overall strategy. Empirical studies give evidence of this 

contention, showing that such organizations are promoting knowledge-sharing and 

employees’ empowerment in their creative contributions. The source of competitiveness in 
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most rapid changes in the marketplace is the capability of the industry to adapt and innovate 

with a successful culture. 

The nexus of culture and formal organizational structures adds another perspective to 

understanding how culture can affect outcome variables in organizations. Culture is 

increasingly recognized to operate not individually but by interacting and reinforcing other 

elements of leadership style, performance management systems, or communication 

channels. Kotter and Heskett (1992) have shown how organizations that have been 

successful in implementing cultural values with strategic business processes have an 

outstanding long-term financial performance compared to the rest, other than their higher 

reputation in the market. Hence, culture starts acting as a mediator for translating strategic 

intent into performance outcomes. It implies investments from an organization in making 

the environment suitable for enduring employee engagement and effectiveness of the 

organization as a whole when structural and strategic frameworks develop around cultural 

value. 

In essence, organizational culture continues to be a primary preoccupation in contemporary 

organizational studies, complemented by a lot of empirical evidence and theoretical effort. 

It is indeed an active and evolving force, shaping not only individual behavior but also 

aggregate collective outcomes such as job satisfaction, innovation, and retention of 

employees. A culture, therefore, makes for a crucial understanding as organizations 

contend with the intricacies of a globalized, ever-changing environment. Cohesion of 

culture with institutional goals during effective leadership strategies can render 

organizations more cohesive and adaptive members capable of sustaining competitive 

advantage in the long term-a review that organizes literature to show that organizational 

culture is the crucial element rather than peripheral in influencing performance at the 

organizational level, as well as employee well-being. 

 
2.5 Employee Retention 

An organization’s long-term performance and competitiveness in a dynamic and more 

globalized business environment rely heavily upon its capacity to retain talented workers 
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(Greene et al., 2023). Losing skilled workers can have serious outcomes, like expanded 

costs, disruptions to operations, and a decline in employee morale. Employee retention is 

significantly more vital in sectors like manufacturing, where specialized knowledge and 

abilities are frequently needed. 

A company’s capacity to innovate and stay competitive can be hampered by high turnover 

rates, which can also destabilize operations and lower productivity (Celestin et al. 2024). 

The financial expense of turnover is one of the most critical issues relating to worker 

retention. It costs a lot to find, recruit, and train new staff. From posting job positions to 

holding interviews and onboarding new personnel, organizations should dedicate time and 

resources to the hiring process (Skelton, Nattress and Dwyer, 2020). Furthermore, in light 

of the fact that it requires time for new hires to accomplish peak performance levels, the 

training phase brings about lower production. Contingent upon the worker’s level of 

expertise and specialization, replacing them might cost significantly based on their yearly 

pay, as per studies. 

In manufacturing, where technological skill and trained labor are crucial, these costs are 

particularly expensive. A cycle of hiring and training brought on by frequent turnover 

depletes organizational resources. High turnover rates can impair quality and efficiency 

and cause disruptions in the workflow (Al-Suraihi et al. 2021). Experience and industry 

expertise allow skilled employees to take care of responsibilities and do tasks quickly and 

precisely. The company loses significant knowledge when these workers depart, which 

might affect customer satisfaction, product quality, and production schedules (Sumbal et 

al. 2020). The withdrawal of skilled workers can cause production schedule delays, higher 

error rates, costly rework, or faults in the manufacturing sector, where consistency and 

productivity are fundamental. The company’s reputation and consumer trust may suffer as 

a result of this volatility, which may eventually impact its ability to compete in the market. 

Another challenge is the increasing requirement for skilled labor. There is a deficiency of 

skilled workers in the present global economy, and organizations are competing for the 

best individuals (Muzam, 2023). 
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Technology, automation, and the rising need for specialized skills are some of the factors 

that have made it harder to find qualified workers. The industrial sector in India has been 

developing due to programs like “Make in India,” which has increased the demand for 

skilled labor (Chenoy et al., 2019). Nonetheless, since demand usually exceeds supply, it 

can be difficult to hold onto workers who are regularly wooed by rival businesses that offer 

greater pay, perks, or career prospects. 

Dissatisfaction with the job is one of the main factors impacting employee retention, 

alongside various other significant issues (Biason, 2020). Workers are more disposed to 

look for a job somewhere else if they are dissatisfied with their jobs, pay, or working 

conditions. Various issues, including tedious work, an absence of recognition, inadequate 

compensation, or inferior management techniques, can prompt job dissatisfaction (Biason, 

2020). 

Repetitive duties and rigorous schedules can lead to burnout and discontent in 

manufacturing settings, which may cause workers to go in pursuit of less demanding or 

more rewarding employment. Poor organizational culture is another serious issue. 

One of the primary factors influencing employee retention is the lack of opportunity for 

personal development. If employees see clear opportunities for career growth and progress, 

they are more inclined to stay with an organization (Chatzoudes and Chatzoglou, 2022). 

Workers might feel stuck and search for new opportunities somewhere else if their 

employers do not offer training, mentoring, or advancement prospects. Employees in the 

industrial sector should continually upgrade their skills because of expanding technological 

enhancements. 

Organizations that fund upskilling and reskilling programs make sure that their workforce 

stays cutthroat in addition to retaining talent (Poorani and Krishnan, 2021). Offering 

programs for professional growth and continuous learning will greatly improve retention 

in India, where fast industrialization is opening up new options. Global trends including 

remote work, aspirations for work-life balance, and greater mobility exacerbate the 

difficulties of retaining employees. 
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Remote employment turned out to be more popular because of the Covid-19 pandemic, 

which made flexibility and work-life balance a top priority for many workers (van Zoonen 

et al. 2021). Companies must come up with alternate strategies to satisfy workers’ demands 

for flexibility in sectors like manufacturing, where remote work is frequently impractical. 

Some of these strategies include introducing shift rotations, wellness initiatives, or mental 

health assistance. It may be challenging to keep employees who are lured to more flexible 

work settings if you don’t adjust to these shifting expectations. 

Also, employee retention is affected by generational disparities. Younger employees, 

including Gen Z and millennials, are more likely to look for ongoing feedback, flexibility, 

and purpose-driven employment (Lallukka, 2024). Younger talent favors dynamic and 

responsive workplaces, hence manufacturing companies that strictly follow old work 

patterns might find it hard to retain them. 

Companies should utilize contemporary management methods, like open communication, 

frequent feedback, and opportunities for satisfying work, to overcome this (Lallukka, 

2024). These retention issues are particularly recognisable in the Indian manufacturing 

sector as a result of the industry’s long hours, traditional work ethic, and occasionally little 

attention to worker well-being. Businesses that do not adjust to shifting social standards 

run the danger of losing important employees to rivals that provide better working 

conditions, opportunities for advancement, and a supportive workplace culture. 

 
2.6 Work Life Balance and Job Satisfaction 

Increased academic attention has been directed at the association of between WLB and job 

satisfaction as organizations recognize that employee well-being contributes to higher 

productivity, organizational engagement, and retention. WLB is defined as “the ability of 

an individual to manage work duties and commitments to their personal life” (Greenhaus 

and Allen, 2011). Job satisfaction refers to “the positive emotional responses of an 

employee to their job experiences” (Locke, 1976). 

A considerable amount of research suggests that achieving a balance between work and 

life positively correlates with higher job satisfaction among diverse sectors and 
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demographic groups. Studies consistently show that employees who see a greater balance 

between their work and personal lives report a higher satisfaction level. For instance, Allen 

et al. (2000) found that family work conflict adversely affects job satisfaction, while the 

work-family enrichment is stated to have a positive correlation with job satisfaction. 

Particularly strong in the presence of organizational support for managing non-work 

demands, these include flexible work arrangements, leave policies, and a supervisor who 

is supportive (Ernst Kossek and Ozeki, 1998). Organizational support enhances overall 

satisfaction and commitment to the organization (Rhoades and Eisenberger, 2002). 

Along these justifications, several empirical studies have substantiated WLB programs as 

being significant antecedents of job satisfaction. Haar et al. (2014) undertook a cross-

cultural study wherein they concluded that WLB is a significant predictor of job and life 

satisfaction independent of cultural context. In agreement with this, Malik et al. (2011) 

found that employees from the banking sector in Pakistan having favorable work-life 

balance reported higher job satisfaction and lower turnover intentions. These findings 

further substantiate the contention that work-life balance not only directly affects job-

related attitudes but also indirectly. 

According to spillover theory, positive and negative experiences in one domain, like 

personal life, might significantly affect satisfaction in the other domain, that is, work 

(Edwards and Rothbard, 2000). When the employees experience balance, it creates positive 

spillover which leads to higher job satisfaction. In contrast, work-family conflict creates 

stress and dissatisfaction, thereby negatively influencing work-related outcomes (Frone et 

al., 1992). 

Besides, WLB and job satisfaction might be moderated by contextual and demographic 

variables such as gender, age, industry type, and cultural norms. For instance, Ahmad 

(2010) found that female employees place greater emphasis on work-life balance and 

derive greater satisfaction from supportive workplace policies. Employees in 

manufacturing contexts with relatively rigid schedules and high demands tend to report 

lower levels of WLB and job satisfaction than do others in settings with flexibility (Brough 
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et al., 2008). This implies that the sectoral context plays an important role in determining 

the nature and strength of the relationships pertaining to WLB and job satisfaction. 

Despite a strong empirical underpinning, some scholars contest that the efficacy of WLB 

policies is determined by their perceived organizational culture and implementation quality 

rather than their availability (Allen, 2001). Unless employees feel safe and empowered to 

utilize the WLB programs, where no adverse career impacts would arise, they might not 

realize any increase in satisfaction. Hence, workplace culture and managerial attitudes 

would strongly mediate the WLB-satisfaction relationship. 

In summation, there is overwhelming agreement within the literature concerning a positive 

and significant relationship between WLB and job satisfaction, with the latter being a key 

determinant of employee well-being and motivation. The strength and nature of this 

relationship, however, are determined by organizational support, sectoral dynamics, and 

specific individual differences. Grasping this linkage becomes all the more pertinent within 

sectors that struggle to build flexibility into their working environments, like 

manufacturing, where such strategies would be of critical importance for promoting job 

satisfaction and reducing turnover. 

Good WLB policies are bound to be executed and maintained by companies with cultures 

that put a greater emphasis on worker wellbeing. Organizations that give parental leave, 

wellbeing initiatives, and mental health services, for instance, show their commitment to 

exhaustive staff development (Baskar et al., 2021). By decreasing stress and empowering 

workers to maintain a balance between their personal and professional life, these efforts 

enhance job satisfaction. Building a strong culture could act as a compensation mechanism 

in areas like manufacturing, where work-life balance approaches are less common. This 

will ensure that employees feel valued and motivated even in the face of stressful work 

circumstances. 

A recent quantitative study among 386 nurses in Nepal found that WLB, job satisfaction, 

and turnover intentions are highly correlated (Gautam et al., 2025). Using a 5-point Likert 

scale and structural equation modeling, the authors found that WLB positively affected job 

satisfaction, which, in turn, significantly mediated the relationship between WLB and 
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turnover intention. Specifically, two aspects “personal life interference with work” and 

“work-personal life enhancement” had direct positive effects on satisfaction, with greater 

balance associated with lower turnover intention. 

A toxic working environment, which is characterized by disrespect, poor communication, 

or insufficient leadership, could drive off skilled workers (Brouwers and Paltu, 2020). 

Workers are attracted to organizations where they feel appreciated, encouraged, and 

involved. When management fails to establish an inviting and positive workplace, 

employees are less inclined to stay. Retention in Indian manufacturing organizations, 

whose hierarchical systems can at times limit employee voice and engagement, depends 

on developing organizational culture. Encouragement of cooperation, open 

communication, and acknowledgement of staff accomplishments may all contribute to the 

development of a more encouraging atmosphere that fosters sustained dedication. On the 

basis of above mentioned studies, the study posits the hypothesis as follows: 

H1: There is a significant impact of work life balance on job satisfaction. 
 
 

2.7 Work Life Balance and Organizational Culture 

According to recent studies, a significant increase in the focus on work-life balance and 

organizational culture in organizational behavior research can be explained by the growing 

demands for flexible work arrangements and employee well-being. Work-life balance can 

be defined as the balance an individual maintains between the demands of work and 

personal life (Greenhaus and Allen, 2011). Organizational culture, on the other hand, refers 

to the shared values, beliefs, practices, and norms that shape employee behavior and give 

meaning to the environment in which they work (Schein, 2010). A huge volume of 

evidence exists suggesting that organizational culture is a key factor that can be either 

facilitating or impeding in helping employees attain such an equilibrium in their work-life 

domains. 

Organizations that are known to support work-life balance among employees are those with 

organizational cultures that promote such supportive family cultures (Thompson et al., 

1999). Cultures like these are flexible, open, and supportive of the well-being of employees 
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through mechanisms meant to foster such an environment, namely flexible hours, 

telecommuting, parental leave, wellness programs, etc. Employees in such climates feel 

empowered to juggle their responsibilities better, resulting in lesser stress and more 

satisfaction (Allen, 2001). 

In contrast, cultures that mainly promote long hours, uninterrupted availability, and a 

supply-and-demand relationship between performance and well-being engender a greater 

work-life conflict that eventually leads to dissatisfaction, burnout, and turnover (Lewis et 

al., 2007). 

Several authors have posited perceived organizational support (POS) as a major variable 

mediating this relationship. If employees perceive that their organization does care about 

their well-being and acknowledge their non-work obligations, then it is likely, then, that 

they will attain a better balance between work and life (Eisenberger et al., 2001). But POS 

is closely tied in with organizational culture and some specific leadership practices. 

Supportive supervisors, reflecting the values of a positive organizational culture, do much 

to enhance the WLB through emotional encouragement, role-modeling, and providing 

some accommodations to employee needs (Hammer et al., 2009). 

Furthermore, organizational culture plays an important role in both the acceptance and 

effectiveness of any formal WLB policies. Lewis and Smithson (2001) opined that merely 

having WLB policies in place would not suffice if the culture pertaining to them tries to 

undermine their use. Given cultures that reward overwork or face-time, employees might 

be afraid of such disadvantages to their careers in being seen as loud mouths if they chose 

to avail themselves of family-friendly policies. Therefore, the culture interprets whether 

WLB policies are gazed upon blankly or implemented in their full spirit. 

The studies have also shown that cultural variability in different countries and industries 

affects the way cultures perceive and practice WLB. According to Hofstede’s cultural 

dimensions (Hofstede, 2001), collectivist cultures put a greater premium on obligations to 

the group and loyalty to the workplace over one’s own work-life balance consideration. In 

high power distance culture, employees may have limited prerogative to negotiate flexible 

arrangements under hierarchical norms. 
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While organizational cultures in manufacturing often emphasize discipline, structure, and 

control, these attributes may curtail the scope for flexibilities and accommodation that 

might be more readily practiced in other industrial sectors such as IT or services (Perry-

Smith and Blum, 2000). Organizational culture also interacts with gender norms and 

expectations concerning caregiving role. 

According to Lyness and Kropf (2005), women may face greater difficulties in achieving 

work-life balance in male-dominated workplace cultures that devalue caregiving 

responsibilities or punish time off for family obligations. Gender-inclusive cultures that 

focus on equity and cater to varying needs are hence more likely to promote a conducive 

work-life balance for all employees. 

In conclusion, the literature suggests a strong reciprocal relationship between 

organizational culture and work-life balance. A supportive organizational culture not only 

helps implement WLB practices, but it also makes them a norm. That is, it creates an 

environment in which employees are comfortable managing their personal and professional 

lives free of any penalties. 

This understanding becomes almost especially important in settings, like manufacturing, 

that have remained inflexible, where culture change needs to take place along the lines of 

flexibility and employee value for better retention, satisfaction, and organizational health. 

The study frames the hypothesis as follows: 

H2: There is a significant impact of work life balance on organizational culture. 
 
 

2.8 Work Life Balance and Employee Retention 

Work-life balance (WLB) and employee retention have always had considerable interest 

from both academic literature and organizational practice, with more and more 

organizations realizing the necessity of employee well-being to maintain a productive and 

committed workforce. Work-life balance pertains to whether an individual manages or 

integrates their work responsibilities with the roles in their personal life, such that the two 

do not interfere with each other negatively (Greenhaus and Allen, 2011). In this case, 
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retention would mean that an organization retains skilled employees along time, reducing 

voluntary turnover and the costs associated with it (Hom, et al., 2017). 

Research shows that there is a consistent strong association between positive perceptions 

of the WLB and employee retention. Employees who are able to maintain a healthy balance 

between work and non-work obligations tend to stay satisfied, committed to their 

organizations, and consequently retained therein (Deery, 2008). In contrast, poor work-life 

balance would lead to increasing levels of stress, burnout, dissatisfaction from work, and 

ultimately turn intention (Allen, 2001; Haar et al., 2014). Such outcomes are particularly 

marked in long-hours and high-workload or inflexible-schedule industries, including 

manufacturing, healthcare, and hospitality. 

Work-family conflict – one of its dimensions of poor work-life balance – negatively affects 

job satisfaction and is a predictor of intent to leave the organization (Allen et al., 2000). 

Such assertions have been further confirmed in other studies, such as those conducted by 

Ernst Kossek and Ozeki (1998) and Greenhaus et al. (2003), who added that flexible 

schedules, leave policies, and manager support contribute to an environment in which 

employees witness work-life integration and end up with higher organizational 

commitment and lower attrition. 

In addition, strong implicit beliefs about work-life balance programs sometimes lead 

employees to feel it is a mark of organizational support and care. For such organizations, 

family-friendly policies and flexible work practices signal that employee well-being is an 

area of priority, which otherwise positively enhances perceived organizational support 

(POS) (Rhoades and Eisenberger, 2002). And, POS indeed turns out to be a proven 

predictor of retained employees. When employees see themselves as valued and supported, 

they are more likely to repaying this loyalty by wanting to stay in the organization (Allen 

et al., 2003). 

Work-life balance would also imply affective organizational commitment, which is a vital 

path through which WLB influences retention. WLB could yield affective commitment by 

lessening emotional fatigue that employees may feel and giving them more opportunities 

to derive satisfaction from both their work and personal lives (Wayne et al., 2013). 
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Consistently found to be the strongest predictor of voluntary retention is affective 

commitment (Meyer and Allen, 1997). 

Of all the emerging economies, India stands out as one where the trend usually relates to 

increased hours of work or blurred boundaries between professional and personal lives: it 

becomes ever so much more critical in terms of work-life balance. Such findings echo 

similarly in the context of Indian IT and manufacturing workplaces, where challenges in 

high attrition rates persist unceasingly (Budhwar, 2007). 

Scholars also warn about the success of WLB programs, not only depending on the 

existence of policies but also culture in the organization and leadership support. Lewis and 

Smithson (2001) noted that under unsupportive cultures, workers may be reluctant to avail 

themselves of WLB because of fear of penalties in their careers by having done so or be 

judged badly for accessing them. Thus, a culture which makes familiar and encourages 

employees to use WLB practices is what must be in place to allow translation of policy 

into practice, leading to real gains in retention. Given that work-life balance (WLB) 

impacts employee retention, efficiency, and well-being, it has arisen as a strategic priority 

for organizations around the world. 

The concept of WLB is to ensure that a worker’s personal and professional lives coexist 

and that neither is jeopardized (Aruldoss et al., 2021). Strong work-life balance policies 

are being more recognized by companies in today’s cutthroat business climate as a vital 

component of sustainability and long-term success, in addition to being a means of 

improving employee happiness. Work-life balance’s direct impact on employee well-being 

is the main sign of its strategic importance (Rahim et al., 2020). Employees who effectively 

balance their personal and work commitments report feeling less worried and burned out, 

which further enhances their psychological and physical health. Consistent productivity 

results from healthier workers taking fewer unscheduled holidays (Rahim et al., 2020). 

Moreover, organizations that put a high emphasis on employee wellbeing cultivate a 

supportive and empowering work environment. This brings down turnover rates by 

boosting morale and fostering a deeper dedication to the company. 
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Increased productivity is additionally directly connected with WLB. Employees are bound 

to remain motivated and engaged if they have the opportunity to manage their time and 

tasks (Satpathy et al. 2019). Workers might work at their most productive hours due to 

flexible work arrangements like reduced workweeks, remote work, or flexible hours, which 

increments efficiency. Employees who believe they have command over their work 

schedules are more imaginative, motivated, and inclined to go above and beyond in their 

professions, according to a wealth of research (Behera and Pahari, 2022). Increased 

efficiency is especially crucial for sectors looking to stay competitive in ever-changing 

markets. 

Another vital area where work-life balance is strategically significant is retention. WLB-

centered companies encourage an environment where staff individuals feel their personal 

lives are acknowledged and regarded. Employee loyalty and trust are expanded by such 

actions, which lessen the probability that they might search for work somewhere else 

(Behera and Pahari, 2022). Since high turnover rates require more resources for recruiting, 

onboarding, and training, they can be costly for organizations both financially and 

operationally. Organizations might lessen these costs and retain top personnel by enacting 

work-life balance rules, which will guarantee a steady and experienced workforce. 

Embracing strong work-life balance policies might be very advantageous for industries like 

manufacturing that have demanding work environments. 

Employee exhaustion and discontent can result from the industrial sector’s frequent long 

working hours, physically burdening jobs, and high-pressure settings (Majumder et al., 

2019). These issues might be resolved and the overall employee experience improved by 

executing flexible work schedules, wellbeing initiatives, and encouraging leave 

regulations. Offering workers, the choice of shorter workweeks or staggered hours, for 

example, can help them in juggling their personal commitments with achieving deadlines. 

Moreover, wellbeing programs like on-site medical examinations, mental health assistance, 

and leisure pursuits might show how committed an organization is to its employees (Sarkar 

et al., 2024). 
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WLB policies have a greater effect and provide a competitive edge when they are in line 

with organizational objectives. In a competitive labor market, organizations that 

proactively integrate these rules into their culture might attract and retain skilled employees 

(Chaudhuri et al., 2020). Offering family-friendly policies, for example, paid parental 

leave, childcare help, or eldercare support, for instance, may advance inclusion and attract 

a diverse workforce. In India, where traditional family arrangements frequently force a 

large burden of caregiving on individuals, such approaches are especially pertinent. 

Businesses may improve their employer brand and establish themselves as appealing 

workplaces by recognizing and meeting these demands. 

H3: There is a significant impact of work life balance on employee retention. 
 
 

2.9 Job Satisfaction and Employee Retention 

The link between job satisfaction and employee retention has long been an area of concern 

in organizational behavior and human resource management. Job satisfaction is usually 

defined as “the degree to which employees are satisfied with their jobs, work environment, 

and organizational support” (Locke, 1976). On the contrary, employee retention describes 

an organization’s capacity to prevent voluntary turnover and maintain a stable and 

committed workforce (Hom et al., 2017). A strong, positive correlation between job 

satisfaction and retention has been consistently documented in the literature, where 

satisfied employees have a better chance of staying on with their organizations in the long 

run. 

Tett and Meyer (1993) conducted a classic study on the issue and demonstrated that job 

satisfaction is indeed one of the most important predictors of turnover intention. Their 

meta-analysis demonstrated that those employees with low job satisfaction are much more 

likely to think of leaving the organization, whereas those satisfied with their jobs tend to 

express commitment to the organization and lower turnover. Various fields and across 

cultures have validated this relationship, thereby attesting to its robustness and 

generalizability (Mobley, 1977; Griffeth et al., 2000). 
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According to Social Exchange Theory (Blau, 1964), an employee who perceives fairness, 

recognition, and valuable work will reciprocate with commitment and continued 

organizational membership. Whenever job satisfaction is high, which in essence is derived 

from positive work experiences and recognition, fair treatment, and growth opportunities, 

employees are less likely to be actively considering external employment choices (Rhoades 

and Eisenberger, 2002). A three-component model of organizational commitment 

propounded by Meyer and Allen (1991) recognized job satisfaction as a primary antecedent 

to affective commitment, which in turn is a strong predictor of employee retention. 

Some factors which contribute to job satisfaction include: compensation, quality of 

supervision, job autonomy, work-life balance, opportunities for career development, and 

the nature of work itself (Spector, 1997). Each has been studied in relation to turnover 

intentions in its own right. For instance, Lambert et al. (2001) found that an employee’s 

perception of fair pay and supportive supervision greatly decreases the employee’s 

intention to leave. Likewise, lack of career advancement or challenging job tasks usually 

leads to dissatisfaction and eventual turnover (Kyndt et al., 2009). 

Studies focused on specific sectors have further emphasized job satisfaction in employee 

retention. In labor-intensive and high-turnover industries such as manufacturing, job 

satisfaction comes to play a central role in reducing attrition levels. Thus, providing 

meaning in work and opportunities for autonomy and recognition can tremendously 

improve retention levels in such scenarios. 

Cultural and demographic factors also shape the link between job satisfaction and retention. 

For instance, studies show that younger employees place higher importance on career 

development and learning opportunities, while older employees consider job security and 

work stability (Ng and Feldman, 2010). Hence, organizations must align their strategies 

for retention to the differing satisfaction drivers across groups of employees. 

Although the correlation is real, some scholars say job satisfaction alone cannot be 

sufficient in explaining retention behavior. An employee’s decision to stay or leave could 

also be affected by the labor market conditions, personal values, and other non-work 

considerations (e.g., family responsibility, location) (Maertz and Campion, 2004). 



43  

Furthermore, continuance commitment may retain those employees who are dissatisfied 

because they have no alternatives, but will render them disengaged or low-performing. 

In the hospitality industry, Jayaweera (2015) found that job satisfaction predicts both 

employee performance and intention to remain with the organization. The study 

highlighted that internal job factors, such as recognition, meaningful work, and autonomy, 

are more important than the external rewards in determining satisfaction and retention. 

Since emotional and psychological engagement influences long-term commitment, this is 

especially significant for service- and labor-oriented industries. 

Kim and Jogaratnam (2010) similarly studied factors contributing to turnover intentions of 

hotel employees, finding job satisfaction to be a significant predictor of retention when 

controlling for demographic characteristics and job-related factors. Their findings 

suggested that employees who enjoy their job develop a greater resistance to stress and are 

less likely to want to leave, thus creating a rationale for investing in job satisfaction as an 

intervention to combat burnout and attrition in high-pressure environments. 

Yücel (2012) also investigated employees in manufacturing companies and concluded that 

job satisfaction not only directly reduces turnover intention but also enhances 

organizational commitment, which in return increases employee retention. It supports the 

mediating role of organizational commitment and suggests ways of integrating job 

satisfaction into larger retention strategy models across manufacturing sectors. 

In summary, the literature strongly supports job satisfaction as a key predictor of employee 

retention. Organizations that wish to retain their skilled and committed employees must 

therefore work on enhancing various facets of job satisfaction, such as the work 

environment, recognition, growth opportunities, and supportive leadership. With a high 

degree of job satisfaction, employees are more likely to remain with the company, add 

value, and develop with the organization; hence job satisfaction becomes a key 

consideration in any strategy that seeks to retain talent effectively. 

H4: There is a significant impact of job satisfaction on employee retention. 
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2.10 Organizational Culture and Employee Retention 

Organizational culture has essentially emerged as a key concept in understanding employee 

behavior towards retention. Organizational culture, as defined by Schein (2010), is the 

shared set of beliefs, values, norms, and practices that guide how work is done and how 

people behave in an organization. It acts as a mechanism of social control shaping 

employee attitudes and expectations. Nowadays, it is increasingly dependent on the 

environment of organizational culture developed in retaining its employees vis-a-vis 

monetary compensation or job security (Deal and Kennedy, 2000) within a competitive 

labor market. 

Extensive research has shown that an open and employee-oriented organizational culture 

has much more impact on retention factors through job satisfaction, commitment, and 

emotional binding to the organization (Lok and Crawford, 2004; Kotter and Heskett, 1992). 

When employees perceive a cultural environment valuing fairness, respect, open 

communication, inclusiveness, and personal development, they are likely to feel engaged 

and loyal, thereby reducing their intention to leave (Cameron and Quinn, 2011; Glisson 

and James, 2002). 

The Three -Component Model of Organizational Commitment by Meyer and Allen (1997) 

defines how organizational culture influences retention through affective, normative, and 

continuance commitment. Affective commitment, an emotional attachment toward the 

organization, is much influenced by cultural attributes, particularly shared purpose, team 

orientation, and supportive leadership (Meyer et al., 2002). Most likely, cultures of this sort 

are the ones wherein an employee stayed not necessarily because of agglomerations of 

obligations and attachments (normative commitment) but also because they wanted to. 

Research studies indicate that clan culture, which involves a collaborative culture with 

fixed mentoring and internal cohesiveness as shown in the Competing Value Framework 

(CVF) by Cameron and Quinn (1999), positively correlate with retention (Hartnell et al., 

2011). They also realize that they take part in the establishment and maintenance of 

psychological safety and feelings of belonging, which matter to ties to the organization. 

For example, Sheridan (1992) observed that employees have personal values that 
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correspond to an organizational culture, with longer than average tenure. It was also noted 

that participatory and development-oriented cultures were associated with higher job 

satisfaction and organizational commitment, leading to relatively low turnover among 

Taiwanese employees (Silverthorne, 2004). 

Leaders’ behavior hones and maintains organizational culture, which means also employee 

retention. Transformational leaders inspire, empower, and align employees toward a shared 

vision, creating a culture of trust and engagement that has been known to yield less turnover 

intentions (Bass and Avolio, 1993). Employees are therefore more likely to remain in the 

organization where empathy and fairness in behavior are prevailing leadership norms, 

thereby raising the potential psychological well-being norm (Kuvaas, 2006). 

Among other things, a high-retention culture also involves perceived organizational 

support (POS): the belief that the organization recognizes the value of its employees’ inputs 

and is concerned about their well-being. According to Eisenberger et al. (2001), POS is 

tightly interconnected with organizational commitment and retention. Culture has such 

attributes as autonomy, flexibility, recognition, and career advancement in building 

positive OS to younger generations who are looking for meaningful work and work-life 

integration (Twenge and Campbell, 2008). 

Further, the Person-Organization Fit (P-O Fit) concept of theory demonstrates the 

importance of shared cultural norms in employee retention. Employees whose personal 

values are in full harmony with those endorsed by the organization feel more fulfilled, and 

their intention of leaving the organization diminishes (Kristof-Brown et al., 2005; Cable 

and Judge, 1996). A longitudinal study, carried out by O’Reilly et al. (1991), shows that 

among the strong predictors of turnover among MBA graduates was P-O fit. 

In a work environment characterized by repetitive tasks, rather rigid boundaries of 

operations, and lower flexibility, manufacturing and labor-intensive industries can 

exacerbate attrition or help buffer against it. 

A culture where voices are heard, continuous improvement is being pursued, and respect 

is valued can turn such environments into avenues that attract long-term commitment. This 

is paramount in the Indian context where hierarchy-based, patriarchal structures often 
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restrict engagement from employees unless deliberately countered by inclusive cultural 

interventions (Budhwar and Bhatnagar, 2007). 

Despite these positive links, however, some studies claim that cultural interventions must 

be authentic and fully integrated to be useful. In fact, their very presence without changes 

in managerial practice could build up cynicism and thereby reduce trust and retention 

(Kunda, 2006). Consequently, it is the lived culture - what’s there and happening on the 

ground - that drives retention outcomes. 

Suherman et al. (2024) studied a sample of 300 Indonesian professionals in the technology 

sector to analyze the impact of organizational culture on loyalty and retention of 

employees. The authors utilized multiple regression analysis to establish that a culture of 

collaboration, innovation, personal growth, management support, and transparency 

strongly enhances employee job satisfaction and retention. Such cultures also tend to result 

in higher employee performance, particularly among younger workers attracted by creative 

and growth-oriented environments. 

To summarize, much of the literature supports a strong assertion that organizational culture 

is an imperative factor determining employee retention, either directly or indirectly through 

mediators such as job satisfaction, commitment to the organization, and perceived support. 

Cultures that are inclusive, developmental, fair, and aligned with employees’ values have 

not only attraction power, but also foster loyalty and long engagement. With such 

competitive and operationally demanding sectors as manufacturing, it is not about luxury 

but imperative in terms of retention strategies such as making a positive organizational 

culture. 

H5: There is a significant impact of organizational culture on employee retention. 
 
 

2.11 Mediating effect of Job Satisfaction and Organizational Culture 

Organizational culture and satisfaction with work are intricately weaved components that 

impact worker behaviors, actions, and overall performance. Organizational culture, which 

incorporates an organization’s common beliefs, customs, and practices, hugely affects job 

satisfaction, which is characterized as a worker’s satisfaction with their position and 
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working environment (Kaur and Kang, 2021). These aspects work together to establish a 

positive or negative workplace environment, which has an immediate effect on staff 

retention, productivity, and morale. An employee’s view of their responsibilities and duties 

are affected by the framework given by organizational culture. Worker engagement and a 

feeling of belonging are encouraged by a culture that focuses on mutual respect, inclusivity, 

and shared objectives. 

For example, job satisfaction is oftentimes better in companies with cultures that value 

candid communication and employee appreciation (Brouwers and Paltu, 2020). This is on 

the grounds that workers are motivated to contribute to the success of the organization and 

feel acknowledged and appreciated. Rigid, authoritarian, or hierarchical cultures, on the 

other hand, can cause stress, discontent, and disengagement, which raises turnover rates 

(Brouwers and Paltu, 2020). Job satisfaction is additionally impacted with another 

significant cultural trait which is inclusivity. A sense of equity and fairness is established 

by companies who are inclusive and offer equal benefits and opportunities for all 

employees without any bias. 

The psychological safety of employees and their motivation to work together, develop, and 

advance within the organization are both enhanced by such approaches (Kaur and Kang, 

2021). Moreover, inclusivity advances the success of individuals from various 

socioeconomic and cultural backgrounds, particularly in businesses like manufacturing 

where a diverse workforce is common. Workers are more likely to express their satisfaction 

and stick with the organization when they trust it to be an inclusive workplace. 

One more trait of a healthy organizational culture that is firmly connected with job 

satisfaction is flexibility. An organization’s commitment to employee wellbeing is shown 

by its adaptable work policies, which incorporate things like remote work options, flexible 

schedules for work, and facilities for personal necessities (Davidescu et al. 2020). 

Flexibility is much of the time observed in contemporary workplaces as a sign of mutual 

trust between employees and employers. 

Employee morale is raised and professional and personal life might be better managed due 

to this trust, which expands retention and efficiency (Sultana et al. 2021). Even little 
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adjustments, like allowing shift choices, can have a good impact on loyalty and satisfaction 

in sectors like manufacturing where flexibility is less prevalent. 

Cooperative endeavors, empowerment, and professional development are likewise 

prioritized in companies having an extraordinary organizational culture. The probability 

that employees will be satisfied with their jobs is higher when they feel encouraged to make 

decisions and contribute to the company’s mission (Davidescu et al. 2020). Workers are 

provided a sense of direction and purpose by companies that provide mentoring programs, 

skill development initiatives, and clear career progression pathways, for instance. Through 

the alignment of personal aspirations with corporate aims, these elements support job 

satisfaction. Employees that are happy at work tend to be more dedicated, absentee, and 

productive. 

The behavior of employees and the environment of the workplace are altogether impacted 

by organizational culture (Nzuva and Mwende Kimanzi, 2022). Empathy, adaptability, and 

ethical behavior are instances of positive cultural attributes that increase trust between 

management and staff and foster a respectful and cooperative workplace environment. 

Organizations with open-door policy, for example, allow staff individuals to express their 

ideas and issues without worrying over backlashes (Zubair and Siddiqui, 2021). Since 

employees feel appreciated and understood, this technique further enhances morale and the 

employer-employee relationship. The way that organizational culture and job satisfaction 

influence work-life balance likewise shows how these two components interact. 

Employee retention is impacted by both job satisfaction and organizational culture 

(Murtiningsih, 2020). Employee loyalty is increased and turnover is reduced when there is 

a positive culture that mirrors the ideals of the workforce. For example, organizations with 

a reputation for ethical behavior, employee wellbeing initiatives, and community 

involvement often have greater rates of retention (Gupta et al., 2024). In addition to being 

satisfied in their positions, employees additionally enjoy belonging to these types of 

organizations. Nonetheless, in spite of other motivating factors like competitive salary or 

perks, toxic cultures characterized by favoritism, poor communication, and excessive 

pressure can result in discontent and attrition (Wolor et al. 2022). 
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In addition to this, it is also important that the preferences of the employees align with the 

organizational culture. Employees who share the values of their organization are bound to 

be satisfied in their positions and effectively partake in achieving the organizational goals. 

A sense of direction and belonging are cultivated by this alignment, and both are 

fundamental for long-term retention. On the contrary, lack of care, discontent, and 

ultimately attrition might result from a misalignment between cultural norms and employee 

values (Monteiro and Joseph, 2023). 

Significant lessons might be gained from examples of organizations that have successfully 

connected organizational culture to employee satisfaction. Global firms that focus on 

innovation, diversity, and employee wellbeing include Google and Unilever. High job 

satisfaction and rates of retention are a consequence of Google’s open communication 

channels, extensive wellbeing initiatives, and flexible work practices, which have 

ceaselessly positioned the organization among the top workplaces in the world (Tran, 

2017). 

Along these lines, Unilever’s emphasis on sustainability and ethical behavior provides 

workers a sense of direction, which raises employee loyalty and happiness (Polman and 

Bhattacharya, 2016). Organizations like Infosys and Tata Steel have established standards 

for linking satisfaction and culture in the Indian environment. Tata Steel’s exceptional 

culture can be observed in its focus on safety, employee wellbeing, and community 

engagement, all of which raise job satisfaction levels (Chakraborty, 2023). 

WLB has strong positive correlations with job satisfaction and organizational culture and 

these two are also considered as important moderating variables for the intention to 

turnover (Tremblay and Roger, 2011). The satisfaction which comes as a result of 

balancing the working and personal lives of every employee helps him or her to be more 

committed in the organization. 

For example, Mendis and Weerakkody (2017) showed that WLB is only associated with 

employee outcomes through the significant moderating role of job satisfaction. Another 

factor that was found to bring out the impact of WLB is the organizational culture. 

Supportive culture regarding employee’s physical and psychological needs prevents 
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separation and contributes to low turnover intentions. Such cultures foster team work, 

stability and respect in order to ensure that employees are committed to the company and 

feel wanted. 

It can therefore be said that in the manufacturing industry in India, WLB is an issue that 

cannot be overemphasized. It has been the fastest-growing sector of India’s economy, and 

despite offering challenging nature of work and high turnover, faces stress and strains while 

selecting the appropriate talent. Manufacturing positions all but demand lengthy hours of 

labor and a time-table that does not spare working individuals’ personal time. 

The issues outlined above make the consideration of WLB initiatives important highly in 

this industry. The availability of flexible work schedules, stewardship, and support for 

caregiving to patients, together with health and wellness programs that will suit the needs 

of manufacturing employees will improve their quality of living (Schneider et al., 2013). 

Moreover, how the organization treats employees and cares about their health may help to 

establish a healthy organizational culture, which will lead to increased retention or reducing 

turnover. 

The consequences of the model of work and off-work organization at individual and 

organizational level do not stand isolated, but must be grasped within the societal context. 

Several companies benefit from the enhancement of WLB of their employees because 

through WLB programmes, companies are socially responsible by ensuring people are 

healthy and happy. Additionally, such endeavors reflect the contemporary approaches and 

policies characteristic of countries world over and/or policies of international policy 

formulation bodies such as the International Labor Organization on promoting equal 

opportunities at workplace (Ajzen, 1991). 

Therefore, there are far-reaching and complex dynamics regarding WLB as a phenomenon 

in today’s workplaces. Although their advantages are apparent, the science of attaining 

WLB is not limited to organizational leaders and policymakers but extends to all 

employees. It is clear, therefore, that WLB becomes a strategic priority in the 

manufacturing sector of India, given the high turnover and stressful working conditions of 
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the firms in this sector. In doing so, organizations are given the ability to have a healthy 

workforce that will produce sustainable organizational success (Blau, 1964). 

When job satisfaction and organizational culture are incorporated into WLB issues 

additionally, these strategies enable decisive impacts on personnel loyalty, level of people’s 

engagement, and productivity. “Work-Life Balance refers to the equilibrium between 

professional responsibilities and personal life. The growing demands on employees, 

coupled with technological advancements, have blurred the boundaries between work and 

personal time” (Greenhaus and Powell, 2006). Effective WLB practices can reduce stress, 

improve job satisfaction, and enhance employee commitment (Shockley et al., 2017). 

In the manufacturing sector, maintaining WLB is challenging due to rigid work schedules 

and physically demanding tasks. Cameron and Quinn (2011) emphasize that flexible 

working arrangements, telecommuting options, and family-supportive policies are vital for 

achieving WLB. However, such practices are less prevalent in the manufacturing industry 

due to operational constraints. 

Studies highlight that organizations promoting WLB experience lower turnover rates and 

higher productivity. Garg and Yajurvedi (2016) found that firms with strong WLB policies 

have employees with better mental and physical health, resulting in increased 

organizational loyalty. Despite these benefits, achieving WLB remains difficult in 

industries like manufacturing, where long hours and fixed shifts are common. Addressing 

these challenges requires a cultural shift within organizations to support employee well-

being actively. Based on the above arguments, the study posits the hypotheses as: 

H6: There is a significant mediating effect of job satisfaction on the relationship between 

work life balance and employee retention. 

H7: There is a significant mediating effect of organizational culture on the relationship 

between work life balance and employee retention. 

 
2.12 Conceptual Framework 

The conceptual framework presented in the diagram represents the interaction among 

WLB, job satisfaction, organizational culture, and employee retention. Central to this 
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framework is the belief that WLB is the foundation from which both job satisfaction and 

organizational culture derive. Such beliefs would normally offer employees a perception 

that the organization has a healthy balance between professional duties and their personal 

lives. Such measures may result in low-stressed individuals whose well-being has 

improved, leading to more satisfying workings. 

Simultaneously, a strong emphasis on WLB contributes to the development of a positive 

organizational culture a culture characterized by concern for employee welfare and 

promotion of mutual respect and belongingness. In this respect, both job satisfaction and 

organizational culture will significantly determine employee retention. That is, satisfied 

employees with a good organizational culture are unlikely to leave. The implication is, 

then, that work-life balance would theoretically enhance retention through improved levels 

of job satisfaction and organizational culture. In this model, then, the relevance of all-

around HR practices that promote well-being is manifested in developing a committed and 

stable workforce. 

Subsequently, Job Satisfaction and Organizational Culture are hypothesized to be critical 

mediators that contribute to Employee Retention. Employees who experience satisfaction 

in their roles and feel aligned with the values and environment of the organization are more 

likely to remain committed and loyal, thereby reducing turnover intentions. 
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Figure 2.1 Proposed Conceptual Framework 

 
 

In summary, Figure 2.1 formally illustrates a multi-path conceptual model in which Work-

Life Balance indirectly contributes to Employee Retention via its influence on Job 

Satisfaction and Organizational Culture, thereby offering a comprehensive view of the 

mechanisms underpinning employee retention in organizational settings. 

 
2.13 Summary 

In this chapter, the main constructs of the study, which are WLB, Job Satisfaction, 

Organizational Culture, and Employee Retention, were discussed. Each construct was 

defined, theoretically assessed, and analyzed concerning its relationship with other 

constructs. 

The review starts with WLB, the balance that an individual tries to achieve between their 

professional obligations and personal life roles. WLB is now being seen as not just the 

absence of work-life conflict, but also the manner in which work and life roles intertwine 

to enrich individual well-being. It also considered how individuals manage the transition 
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from work to non-work domains through cognitive and behavioral strategies, therefore 

determining their capacity to achieve balance and satisfaction. Moving on, Job Satisfaction 

was described as a multidimensional phenomenon, which embraces the employees’ 

emotional response to different facets of their work. It is an emotion that can be influenced 

by an internal factor, such as the job characteristics of the work itself, as well as external 

factors like supervision, pay, and policies. Manifestly, Job Satisfaction was found to be 

closely intertwined with employee motivation, organizational commitment, and employee 

retention. 

Organizational Culture was looked up as a most significant determinant affecting employee 

attitudes and behaviors. Cultures that support openness, collaboration, and employee 

development tend to foster higher satisfaction and loyalty. The alignment between 

individual values and organizational culture was pointed out as a very key aspect in 

influencing satisfaction and retention. In the last section, the chapter discussed Employee 

Retention, which focused mainly on organizational factors that motivate employees to stay 

with their employers. 

It also states that one of the factor considerations in retention was compensation, however, 

in today’s environment, this is being outweighed by much more important non-monetary 

factors such as satisfaction with the job, a culture that supports its employees, and Work-

Life balance. Here, particularly, the retention strategies that emphasized well-being and 

growth stood out as effective in promoting long-term commitment. 

In general, the chapter expounded on how these four constructs are very much intertwined. 

A healthy work-life balance can yield higher job satisfaction, which can be further 

enhanced by a favorable organizational culture. All of these would greatly impact 

employee retention. The chapter has laid a sound theoretical basis for the empirical 

investigation, emphasizing the importance of integrated human resource practices for 

building a stable and engaged workforce. 



55  

CHAPTER III 

RESEARCH METHODOLOGY 

 
3.1 Introduction 

The present chapter has delineated the methodological framework that was applied in 

exploring the process and manner through which WLB influences employee retention in 

the Indian manufacturing industry, drawing on job satisfaction and organizational culture 

as mediators in the relationship. Ensuring appropriate methodological robustness was a key 

tenet of the study in ensuring its outcome could provide practically useful insights in 

informing employee retention strategy enhancement. This provides a unique context in 

which to study WLB dynamics, as the Indian manufacturing industry has distinct socio-

economic and operational characteristics. Manufacturing is one of the biggest contributors 

to the gross domestic product of India and employs people in jobs that are highly intensive 

with difficult working conditions. The present research uses a quantitative research design 

in order to examine such complex dynamics with the support of a deductive approach under 

the positivist paradigm. From the deductive approach, it results in hypothesis testing based 

on prior theory such as the Job Characteristics Model and the Competing Values 

Framework by Hackman & Oldham (1976) and Cameron & Quinn (2006), respectively. 

These provide the bedrock on which the study that examines how WLB influences job 

satisfaction and retention and how such links are moderated by organizational culture. This 

chapter thus establishes a strong methodological foundation that will provide the basis for 

the comprehensive analysis of WLB, job satisfaction, organizational culture, and retention 

in the Indian manufacturing sector. The study also hopes to contribute beyond the existing 

gaps in the literature toward an attempt to draw practical ways through which employee 

well-being and organizational outcomes can be improved. 

 
3.2 Research Design 

A strong research design is paramount in any scientific study to ensure that the results are 

valid and reliable. In this present study, which investigates WLB, job satisfaction, 
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organizational culture, and employee retention in the Indian manufacturing sector, the 

quantitative research design has been considered most appropriate. This is because the 

nature of this research is deductive in nature and based on a positivist philosophy, which 

calls for objective measurement and statistical analysis of the proposed hypotheses 

(Creswell & Creswell, 2017). 

This study takes a deductive approach to research-that is, through theoretical premises to 

hypotheses based on the literature that are tested against empirical data to find proof or 

deny the proposed associations of WLB with employee retention, mediated by job 

satisfaction and organizational culture, respectively. This is entirely in line with the 

purpose set forth for examining specific relationships but generalizing findings internally 

within the same Indian manufacturing context. 

The deductive methodology is hence very suitable in order to describe the inter-

relationships among the research variables. Thus, by the nature of its theoretical setting 

within established theory-informed measures of the “Job Characteristics Model of 

Hackman and Oldham” (1976) and the Competing Values Framework of Cameron and 

Quinn (2006), the research ensures internal theoretical strengths along with external 

empirical reliability and validity. They form a basis for explanation of how the WLB 

practices affect employee satisfaction and retention; further, this influence is moderated by 

organizational culture. 

It applies a quantitative approach to research that allows the study to systematically collect 

numerical data and analyze it. Quantitative research entails a structured method, objective 

measurement, and a focus on statistical significance. This can thereby give proper 

measurements of employees’ perceptions of WLB, job satisfaction, and organizational 

culture and how those factors can influence retention (Dawes, 2008). 

A quantitative approach was suitable, as it can be generalized to a wider population of the 

Indian manufacturing sector. To ensure the reliability and validity of the data collected, the 

survey questionnaire was designed using pre-validated scales. 

The nature of this study was cross-sectional. The data was collected at one point in time to 

study the inter-relationship between variables. Cross-sectional studies are most helpful in 
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studying the correlations and patterns within a certain population, hence suitable for this 

research regarding the Indian workforce in manufacturing based on the arguments of Setia, 

2016. Such a design cannot record any change across time but gives valuable information 

about the present scenario in WLB and employee retention. 

This research design also befits the objectives set for this study in empirically examining 

the mediating roles played by job satisfaction and organizational culture in the association 

between WLB and retention. The collection of data using quantitative approaches means 

that a measure of the above-mentioned associations is objective in nature, with the 

statistical methods that follow-regression analysis and SEM (Hair et al., 2014) having their 

suitability for studying these effects. 

A quantitative approach is chosen due to its ability to measure variables, ensuring 

objectivity and replicability systematically. The cross-sectional design allows one to 

capture organizational culture, job satisfaction, WLB, and employee retention relationships 

in a single cross-section and provide insight into workforce dynamics in contemporary 

times. A deductive approach aligns with testing established theory as opposed to 

constructing new theoretical constructs. 

 
3.3 Sampling Technique 

The choice of an appropriate sampling technique is central to the reliability and 

generalization of research findings. In the present study, which investigates the impact of 

WLB on employee retention in the manufacturing sector of India, with job satisfaction and 

organizational culture acting as mediating factors, a stratified random sampling method 

was utilized. This technique allows the representation from different segments within the 

target population, hence making sure that insights reflect the diverse characteristics of the 

Indian manufacturing workforce. In stratified random sampling, “the target population is 

divided into distinct subgroups, or strata, based on certain characteristics”. 

In this study, strata were developed based on job roles like managerial, supervisory, and 

operational staff, different geographical locations, and organizational sub-sectors within 

the manufacturing industry. Stratified random sampling was chosen to ensure that 
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employees from various job roles (managerial, supervisory, operational) and sub-sectors 

(automobile, textile, electronics, etc.) were included. This method enhances 

representativeness by capturing insights from a diverse workforce, reducing selection bias 

(Neuman, 2014). Each stratum was proportionally represented to reflect the actual 

workforce distribution in the Indian manufacturing sector. Once stratification was 

performed, random sampling was used within each stratum to select participants. This 

ensures that the sample obtained is representative of the heterogeneity of the population 

and minimizes bias, enhancing the findings’ precision (Creswell & Creswell, 2017). 

Target demographics were the full-time engaged employees in several Indian 

manufacturing divisions. This specific study examined such an employee category since 

industries on location prove to be filled with unfrequented working experience at work 

sites exhibiting high employee quits, therefore they needed ample research regarding 

dynamic WLB study impends on retention in this study. Inclusion criteria ensured that 

participants had at least one year of experience in their current organization and were 

familiar with the culture and policies of the organization. Exclusion criteria excluded part-

time and contract workers since their experiences might differ significantly from those of 

full-time employees. 

Cochran’s formula was used in determining the sample size. It also encompasses factors 

such as population size, desired levels of confidence, and margin of error to ensure 

statistical sufficiency for analyses. This study set a targeted sample size of about 400 

respondents, which is reasonably strong to detect significant relationships among the 

study’s variables (Setia, 2016). Such a sample size further conforms to related previous 

studies concerning WLB and employee retention, ensuring comparability relevance in this 

respect. Cochran’s formula (Cochran, 1977) was applied to calculate sample size with a 

view to ensuring statistical sufficiency in generalization. Assuming a margin of error and 

a confidence level of 5% and 95%, respectively, a sample of 300 respondents offers 

adequate statistical power to identify substantial relationships in Structural Equation 

Modeling analysis. Other studies in manufacturing industries using WLB have applied 

comparable sample sizes, and such a decision has been justified. 
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Stratified random sampling offers a series of advantages regarding this research: First, this 

kind of sampling ensures meaningful subgroups or layers across the population where each 

will ensure a sufficient level of data for generalizable findings. Furthermore, it may permit 

analysis of differences or similarities across groups and facilitate testing whether 

managerial staff have similar perceptions about their WLBs when compared to other 

operational staff. This method further ensures less selection bias, thus promoting the 

overall research validity. In other words, stratified random sampling has been used so that 

the eventual research would contain varieties and complexities of the Indian manufacturing 

workforce. 

This enhances representativeness due to various demographic and occupational groups 

and, therefore, increases reliability for valid insights about the interplay of WLB, job 

satisfaction, organizational culture, and employee retention. 

 
3.4 Data Collection and Instrumentation 

The data collection itself is a very important aspect of any research study in ensuring that 

reliable and valid information addressing the research questions and testing of hypotheses 

is available. This study will also look into the relationship between work-life balance and 

employee retention in the Indian manufacturing sector, where primary data collection is 

necessary to capture contemporary perceptions of employees, supported by secondary data 

to theoretically underpin it. The chosen methods align with the quantitative approach of 

the study, emphasizing structured data collection techniques that can ensure objectivity and 

replicability Creswell & Creswell (2017). 

Data needed for the study was majorly primary in nature and was collected using a 

structured questionnaire on employees in different manufacturing organizations in India. 

The design of the questionnaires was based on pre-validated scales from prior studies on 

the measurement of the key variables, namely WLB, job satisfaction, organizational 

culture, and employee retention. Responses were elicited using a “5-point Likert scale, 

ranging from 1 (Strongly Disagree) to 5 (Strongly Agree), allowing the respondents to 

indicate their agreement with statements concerning these constructs”. The Likert scale is 
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widely recognized for its suitability in attitude and perception measurements, hence 

considered ideal for this research. 

Data was collected from employees at all levels of hierarchy within manufacturing 

companies to ensure that a diversity of opinions is represented. Since the research study 

was intended to cover sub-sectors, job roles, and geographical regions across the Indian 

manufacturing industry, stratified random sampling was applied in the selection of 

respondents. This approach reduces selection bias and strengthens the generalization of 

results (Neuman, 2014). The required sample size was approximately 400 respondents, a 

number determined to provide sufficient statistical power using Cochran’s formula. 

This questionnaire was made available online and in physical formats for the sake of 

accessibility and convenience. The online survey through tools such as Google Forms 

provides an efficient approach to data gathering when respondents are at a distance. Not 

all places have access to the internet; therefore, physical surveys also come in handy. This 

was done so that the principle of inclusivity and comprehensiveness in terms of the 

population sample is taken care of (Kline, 2015). 

Secondary data supported the primary collection of data in contextualizing the Indian 

manufacturing sector and giving the study a theoretical underpinning. This was obtained 

from academic journals, industry reports, and government publications that offer a wealth 

of information on trends, challenges, and best practices related to work-life balance and 

employee retention. A pilot test with 30 respondents was conducted to assess questionnaire 

clarity, reliability, and response consistency. Minor refinements were made based on 

feedback, ensuring that all survey items were unambiguous and aligned with study 

objectives. 

Data collection was done in a methodical manner utilizing a structured questionnaire 

developed to extract relevant information as per research objectives. A total of 600 

questionnaires were administered to targeted respondents through online and offline modes 

to ensure maximum reach and accessibility. 

Out of 600 distributions, 428 responses were received. Initial screenings revealed that 36 

responses were either only partially completed or inconsistent; hence these were discarded 
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from the final dataset. Following comprehensive cleaning and validation, 392 ideally 

completed and valid questionnaires were retained for analysis. This final sample forms the 

basis for a valid and reliable dataset from which meaningful insight could be drawn upon 

for the strength of study findings. 

Overall, the response rate was acceptable, and the data gathered provided a thorough 

platform for statistical analyses and interpretations in the light of research context. 

 
3.5 Ethical Considerations 

The ethical considerations for the research guarantee utmost protection, rights, and well-

being of all participants involved in this study. Since the beginning of the study, procedures 

were undertaken to preserve maximum respect for academic integrity, transparency, and 

ethical responsibility. 

 
Informed Consent: 

The participants were given full information about the study, which included the aims of 

the research, methods to be used, the anticipated stresses, discomforts, and any risks 

involved. It also included an explanation of their rights with respect to participation, 

including the right to say no or withdraw from the study at any time. They could do this 

without penalty or any kind of disadvantage under which informed consent was given 

voluntarily and in writing. 

 
Confidentiality and Anonymity: 

The confidentiality of participants was strictly maintained throughout the study. No data 

of identifiable nature was collected, while anonymization have eliminated any identity 

claims from a subject or a participant. Data was having unique codes or identifiers that 

were not related to the identity of an individual participant. Any information capable of 

revealing a participant’s identity was not forwarded to data collection and reporting. 
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Data Security and Access: 

Data collected was kept in a secure manner in a digitized data warehouse with password 

protection, which was accessible only to the researchers authorized to do so. Adequate 

precautions were put in place to prevent unauthorized access, modification, or exposure of 

data. The data plan adheres to best practices set by the institution and the discipline in order 

to maintain the integrity of research data. 

 
Institutional Review Board (IRB) Approval: 

The research protocol underwent full review and approval by the IRB or relevant ethics 

committee prior to the start of data collection. This approval encompassed a comprehensive 

review of the ethical aspects of the study as related to recruitment of participants, informed 

consent procedures, handling of data, and measures to minimize risk. 

 
Withdrawal of Consent & Participation: 

Participants were assured of the right to withdraw from and terminate the study at any time 

they wished, for whatever reason, without incurring negative consequences. This was 

conspicuously mentioned during the informed consent process and reiterated at various 

times during the course of the study always emphasizing participant autonomy. 

 
Prevention of Harm and Ethical Integrity: 

Minimal to no risk to participants was involved in the design of the study. Every effort was 

made to stop any harm from any physical, psychological, emotional, or social category. 

Research activities were non-invasive, held with respect for dignity and welfare of 

participants. Should any challenge or discomfort have occurred during the study, proper 

support and intervention would have been provided. 

 
Transparency in Ethical Research Conduct: 

Each step of research conducted in this study abided by the ethical principles for 

transparent ethical inquiry. The researchers promised to report their findings honestly. This 
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involved neither fabrication nor falsification. Conflicts of interest were disclosed, and the 

study was free of any bias, which was assured through academic rigor. 

In conclusion, the study has been implemented with an ethically strong protocol to protect 

rights and interest of all the participants, assure the validity of research, and make a 

responsible contribution to the larger academic community. 

 
3.6 Data Analysis 

This research used a quantitative design with a deductive orientation under the positivist 

approach. Data was gathered through a structured questionnaire administered to employees 

in different Indian manufacturing organizations. The survey used pre-validated scales, with 

the response measured in a 5-point Likert scale. The data was gathered through a stratified 

random sampling technique for ensuring diverse representation in different job positions 

and sub-sectors. The data gathered was analyzed through the use of SPSS for the 

application of descriptive statistics and for conducting the regression analysis, while the 

structural equation modeling (SEM) was carried out with the help of Smart PLS in order 

to examine the mediating relationships among the variables. 

Strong data analysis ensures the validity and reliability of the research findings by its robust 

tools. The research study applies a number of statistical and analytical tools to test the 

relationship between WLB, employee retention, job satisfaction, and organizational culture 

in the Indian manufacturing sector. These tools comply with the quantitative design of the 

study and will hence allow the hypotheses to be tested with precision. 

Quantitative data which are obtained in the form of structured questionnaires will, 

therefore, be analyzed statistically using SPSS and Smart PLS. SPSS is an exceptionally 

versatile tool-data of large samples can be managed or analyzed with less hassle, hence 

very suitable-and user-friendly and has been recognized by Pallant (2020). Descriptive 

statistics, correlation, and hypothesis testing are just some of the general functionalities 

possible with SPSS and which form essentially the backbone of this initial stage for this 

research work. Descriptive statistics will summarize the demographics of the respondents 
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and other key variables in such a way that clear characteristics of this dataset are brought 

out. 

The relationships between WLB, job satisfaction, organizational culture, and retention 

were analyzed using correlation analysis, which determines the strength and direction of 

associations between variables, thus providing an initial view on the possible dependencies 

between the factors analyzed. Regression analysis explained how much WLB and other 

independent variables exert influence on employee retention. Also, regression was useful 

in defining the predictive relations between the predictor variable and the predicted one, 

specifying the amount of one variable given a certain other variable. Other techniques that 

will also be applied include structural equation modeling, which shall be conducted using 

the tool Smart PLS. 

SEM is a powerful multivariate analytical technique that allows the testing of complex 

relationships between multiple variables at the same time. Considering the direct and 

indirect paths included in SEM, the method will be very effective in testing the mediating 

relationship hypothesized between WLB, job satisfaction, organizational culture, and 

retention. It can provide detailed insight into how the variables interrelate with one another, 

something very valuable that one cannot obtain from any ordinary regression analysis. 

SEM was applied because it has the ability to test multiple relationships simultaneously 

and thereby outperforms standard regression in mediation modeling (Byrne, 2016). Testing 

initial hypotheses was also achieved using regression analysis, which provided a 

foundation for individual relationships before employing SEM. The model fit was assessed 

using multiple indices: Convergent validity, discriminant validity, indicator loadings, R2, 

f2 and path coefficient relationships. These thresholds ensured that the proposed structural 

model adequately represented the observed data. 

Smart PLS facilitates visual presentation of these structural models so that the hypothesized 

relationships, and their statistical testing, were easily understood. The selected indicators 

for assessing fit include the Goodness-of-Fit Index. These indicators adopted in this study 

to test whether the model provides a good fitting to the empirical data (Byrne, 2016). These 

indices provide the needed evidence that the proposed model adequately represents the 
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observed data to further enhance the validity of the findings. These were also indicative 

that the choice of these tools for data analysis has been a commitment on the part of the 

study to methodological rigor and consistency with its research objectives. 

Combining SPSS for initial analyses with Smart PLS for SEM have ensured 

comprehensiveness in understanding the complex relationships within the dataset. Besides, 

these tools were well-documented for their reliability and effectiveness in social science 

research, further enhancing the credibility of the study’s findings (Tabachnick and Fidell, 

2019). The present study ensures that all its analyses are rigorous and incisive, using 

advanced statistical tools and techniques. Such tools enable nuanced explorations of how 

WLB influences retention, the mediating role of job satisfaction and organizational culture 

in their relationship, and thereby make valuable contributions to the literature and practical 

implications for the Indian manufacturing industry. 

 
3.7 Summary 

The methodology chapter forms the backbone for the rigor and credibility of this research 

into the interrelationship between WLB, job satisfaction, organizational culture, and 

employee retention in the Indian manufacturing sector. The study will be structured to 

ensure that its objectives are addressed through practices that are reliable, valid, and 

reproducible. These concluding remarks in the chapter reflect on the coherence of the 

methodological framework with the goals of the study and allow its results to have a 

significant impact that is contributing to academic discourses and practical applications. 

In this case, the quantitative research design based on the positivist paradigm develops a 

robust basis for the objective evaluation of hypotheses at stake. 

This is particularly appropriate for research that seeks to measure relationships between 

variables and derive generalizable conclusions from numerical data. Reliance on validated 

measurement tools, such as the WLB Scale and the Job Satisfaction Survey, ensures that 

the study captures precise and reliable data on how employees perceive their condition in 

the manufacturing sector. These standardized tools enhance internal validity and at the 
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same time can be used as a benchmark when similar research was conducted in other 

industries or regions. 

The stratified random sampling in the research design enhances the representativeness for 

the study by capturing diverse perspectives across various hierarchical levels and sub-

sectors of the manufacturing workforce. It cuts down the bias and allows going deep into 

how WLB practices, job satisfaction, and organizational culture influence retention in such 

a demanding and labor-intensive industry. This method reduces bias and allows a deep 

insight into understanding how WLB practices, job satisfaction, and organizational culture 

influence retention in such a demanding and labor-intensive industry. Furthermore, the use 

of statistical tools such as SPSS and AMOS means that the data collected has been analyzed 

with methodological rigor to establish both direct and mediating relationships among 

variables. 

Though robust, the methodology also has its inbuilt limitations, which have to be 

considered for the proper contextualization of the findings of the study. Limitations such 

as self-reported data, cross-sectional design, and mediators of interest like job satisfaction 

and organizational culture are some aspects that may point out the deficiencies of the 

current study and, hence, a starting point for further research studies to improve upon the 

present work (Setia, 2016; Neuman, 2014). In addition, the study established organizational 

culture as an antecedent to employees’ WLB perceptions and its spillover on job 

satisfaction, hence providing useful information for human resource managers and 

policymakers. This chapter on methodology therefore underscores, through the entire 

work, the commitment to methodological stringency and academic integrity of the study. 

The research design, methods of data collection, sampling, and analysis, together 

dovetailing into the objectives of the study, form a sound basis for deriving meaningful and 

impactful findings. Methodological choices make sure that the study is not only robust but 

also relevant to address critical challenges of WLB and retention in the Indian 

manufacturing industry. 
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CHAPTER IV 

DATA ANALYSIS AND INTERPRETATION 
 
 

4.1 Introduction 

This chapter describes the results of the analysis of data regarding work-life balance, job 

satisfaction, organizational culture, and retention. This chapter initially covers the 

demographic profile of the respondents working in Indian manufacturing industry. It 

further explains the analysis that by testing the hypotheses and confirm the conceptual 

framework described in the previous chapters. It conducts a systematic evaluation of the 

measurement model and an in-depth assessment of the structural model using SEM and 

related statistical techniques. Other key statistical outputs include factor loadings, 

Cronbach’s alpha, composite reliability, average variance extracted (AVE), path 

coefficients, VIF values, and mediation effects. The analysis tests direct effects as well as 

the mediating roles of job satisfaction and organizational culture in the relationship 

between work-life balance and employee retention. This statistical result combined with 

theoretical constructs forms a basis for the upcoming discussion regarding the results and 

their implications for practice. 

 
4.2 Demographic Profile of Respondents 

The demographic profile of the respondents is thus necessary to categorize the findings of 

the study and ascertain their relevance across various segments of employees in the Indian 

manufacturing sector. This section describes the salient features pertaining to the 392 

people studied: age, gender, education, income, work experience, marital status, 

designation level, and geographical distribution. Analyzing these demographic variables is 

important, as it helps identify trends and explain differences in perception toward work-

life balance and employee retention while enhancing the generalizability of its research 

findings into the field. 
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The study captured responses from 392 individuals working in the Indian manufacturing 

industry to assess perceptions of work-life balance and its impact on employee retention. 

The demographic characteristics of the respondents are summarized below: 

Age Distribution 
 

Table 4.2.1 Age distribution 
 

Age Frequency Percentage 

In between 21 – 30 years 92 23.5 

In between 31 – 40 years 136 34.7 

In between 41 – 50 years 76 19.4 

In between 51 – 60 years 61 15.6 

Above 60 Years 27 6.9 

 
The respondents represent a diverse age mix. This reflects the age distribution, whereby 

significant numbers of respondents were in the 31-40 age group, probably constituting the 

respondent group in the middle of their career. The next smaller group was the age category 

of 21-30 years, reflecting those in the beginning of their careers. The age groups of 41-50 

years and 51-60 years also had some representation, whereas the above-60 age group had 

a very negligible number of respondents; this indicates limited involvement from the more 

senior employees. 

Annual Income Distribution 
 

Table 4.2.2 Annual Income Distribution 
 

Annual Income Frequency Percentage 

Below 5 Lakh 58 14.8 
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5-10 Lakh 112 28.6 

11-15 Lakh 99 25.3 

16-20 Lakh 71 18.1 

Above 20 Lakh 52 13.3 

 
A wide range of annual incomes was recorded, indicating a diversified distribution. A 

considerable number of respondents fell within the income range of 5-10 lakh and 11-15 

lakh, aligning with the salaries for management and technical professionals at a mid-level 

in the manufacturing sector. A relatively small percentage of respondents earned below 5 

lakh, typically associated with junior-level roles. However, far fewer respondents were in 

the categories of 16-20 lakh and above 20 lakh, which indicates representation from high 

management or professional specialist roles. 

 
Gender Distribution 

 
Table 4.2.3 Gender Distribution 

 

Gender Frequency Percentage 

Male 292 74.5 

Female 100 25.5 

 
For gender distribution, most respondents were males, which correlates with the trend of a 

male-dominated workforce common in the manufacturing industry in India. However, 

females contributed significantly to the sample, thus providing further illumination on the 

basis of both perspectives despite their lower representation. 
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Education Level Distribution 
 

Table 4.2.4 Education Level Distribution 
 

Education Level Frequency Percentage 

Undergraduate 49 12.5 

Graduate 153 39.0 

Post Graduate 157 40.1 

Others 33 8.4 

 
In terms of educational qualifications, the overwhelming majority of respondents were 

graduates or postgraduates, indicative of a highly educated workforce. A few persons in 

the sample chose the option others, suggesting they held diplomas or professional 

certificates relevant to their field. Far fewer held undergraduate qualifications. 

Work Experience Distribution 
 

Table 4.2.5 Work Experience Distribution 
 

Work Experience Frequency Percentage 

Less than 5 years 64 16.3 

6-10 years 118 30.1 

11-15 years 107 27.3 

16-20 years 67 17.1 

Above 20 years 36 9.2 

 
The majority of the respondents mentioned either six to ten years or eleven to fifteen years 

of experience, suggesting that the workforce had considerable exposure to the industry. 
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The dataset also included people with less than five years of experience and a smaller 

number of respondents with over twenty years of service. This provided a very wide 

coverage across the various stages of the career. 

 
Marital Status Distribution 

 
Table 4.2.6 Marital Status Distribution 

 
Marital Status Frequency Percentage 

Single 131 33.4 

Married 261 66.6 

In terms of marital status, majority of the respondents were married. This plays an 

important role in terms of work-life balance since being married comes with additional 

responsibilities. A lesser percentage was single, throwing up interesting perspectives 

regarding different work-life scenarios. 

Job Position Level Distribution 
 

Table 4.2.7 Job Position Level Distribution 
 

Position Level Frequency Percentage 

Junior Level 102 26.0 

Middle Level 158 40.3 

Senior Level 132 33.7 

 
The respondents span various hierarchical levels. With regard to the present occupation or 

classification, the respondents were evenly distributed between the junior, middle, and 

senior levels, with a slight bias toward the intermediate level. This might be the reason the 

work-life issues are particularly accentuated at this level with managing responsibilities. 
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Region Distribution 
 

Table 4.2.8 Region Distribution 
 

Region Frequency Percentage 

East 58 14.8 

West 67 17.1 

North 108 27.6 

South 98 25.0 

Central 61 15.6 

 
Regional distribution is diverse, with North (27.6%) and South (25.0%) regions most 

represented, followed by the West (17.1%), Central (15.6%), and East (14.8%). In 

conclusion, as far as geography is concerned, the respondents were spread over various 

parts of India, with a considerable share of voices from the North and South, followed by 

feedback from the West, East, and Central regions. With this range of geographical 

diversity in the study, findings can be generalized to the entire manufacturing environment 

in India. 

 
4.3 Organization of Data Analysis 

Structural Equation Modeling (SEM) using SmartPLS is a powerful analytic technique for 

examining complex relationships between latent variables (constructs) and their observed 

indicators (measurable survey items or responses). This method is most relevant in the field 

of social sciences and management since many constructs especially work-life balance, job 

satisfaction, and employee retention-are more abstract and therefore not observable 

directly. SmartPLS is a software package that employs Partial Least Squares SEM (PLS-

SEM), which is a variance-based approach that is most suitable for rare exploratory studies 

with relatively small to medium-sized samples and those complex or predictive models. 
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The SEM process in SmartPLS is constituted of two major aspects: the measurement model 

and the structural model. The measurement model includes tests such as the following: 

Cronbach’s alpha, composite reliability, Average Variance Extracted (AVE) and outer 

loadings. High outer loadings show strong relationships between indicators and their 

constructs, while sufficient reliability and validity confirm that the constructs are well-

measured. In addition to this, discriminant validity checks are done by Fornell-Larcker 

criterion and HTMT ratio so as to make sure that each construct is unique and distinct from 

others in the model. 

Another major difference is that the testing of a structural model constitutes an analysis of 

the proposed relationships among constructs. This includes analyzing path coefficients, 

determining significance of relationships via bootstrapping t-statistics and p-values, and 

analyzing model strength in terms of R² (coefficient of determination) and f² (effect size). 

Bootstrapping is a resampling method SmartPLS uses to assess the statistical significance 

of all paths and loadings without assuming normal data distribution. Predictive relevance 

of the model can also be assessed based on Q² values. 

To employ SmartPLS, a researcher first defines the model visually indicating which 

indicators belong to which constructs and drawing hypothesized paths among the 

constructs. After importing the data set and running the PLS algorithm, SmartPLS 

computes on imports path estimates and measurement statistics. Then comes conducting 

bootstrapping to verify the robustness of the results. Certain indicators with bad quality-

comprising low loadings may well be exempted here to improve model fit. 

One of the major advantages of SmartPLS is its flexibility. It does not prescribe the data to 

be normally distributed, accepts formation and reflection measurement models, and can 

very easily conduct mediation and moderation analysis. The interface is very user-friendly 

and visual modeling is built-in, making it easy for even someone with no previous 

experience in SEM. SmartPLS is perfectly adaptable to modeling real-life situations, such 

as determining the impact of WLB on employee retention through the influence of job 

satisfaction and organizational culture. This brings about the quantification of such 

relationships, indicating direct and indirect effects consolidated in a broad framework. 
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SmartPLS allows researchers to perform SEM modeling in a very comprehensive and 

efficient way. SmartPLS is especially effective when the research involves abstract 

concepts whose measures are multiple indicators and when the sample size would not 

satisfy the assumptions of traditional covariance-based SEM methods. It is rated as very 

invaluable in the construct validation, theoretical model testing, and generation of 

actionable insights in organizational research. 

 
4.3.1 Measurement Model Assessment 

The measurement model serves as a fundamental component of structural equation 

modeling (SEM); it is concerned about how to measure latent constructs that are not 

directly observable via various dimensions or items, which are observable. That is, the 

measurement model explains how a set of theoretical concepts (e.g., Work-Life Balance, 

Job Satisfaction, or Employee Retention) relates to actual data collected through survey 

questions or scale items. The measurement model generally is reflective; it assumes that 

the latent variable causes the indicators, such that all items representing a construct are 

assumed to be highly correlated and act consistently to represent one underlying thought. 

To evaluate a measurement model, researchers assess several key quality criteria. 

Reliability is investigated to assure that indicators measure the construct consistently across 

other items and across respondents? This includes measures such as Cronbach’s alpha and 

composite reliability. Convergent validity serves as another most relevant criterion and 

states whether truly the indicators represent that particular construct; this is judged by 

Average Variance Extracted (AVE) values. Further consideration is given to the outer 

loadings, which are indicative of how much each indicator correlates with its construct; in 

assessing their loadings, high rating indicates that this item is a good measure of this 

construct, whereas low loading indicates that it is either not relevant or suffers from some 

serious measurement error. 

Furthermore, the measurement model has its own tests for discriminant validity so as to 

ensure that each construct is unique and does not overlap to a significant degree with others. 

This discrimination plays a vital role in establishing, for example, that WLB is conceptually 
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and empirically distinct from Job Satisfaction or Organizational Culture. Certainly, 

measurement models provide the backbone to validating the tools and scales used in a 

particular study. Only if a marketer has confirmed that every construct selected is measured 

reliably and validly can he proceed to examining the structural model, which will lay down 

the hypothesized relationships between these constructs. The process of testing a 

measurement model properly and ensuring its credibility guarantees an extra strength to 

further findings. 

 

Figure 4.1 Measurement Model 

 
This particular layout shows a model hypothesizing the different interrelationships with 

respect to the four latent constructs of Work-Life Balance (WLB), Job Satisfaction (JS), 

Organizational Culture (OC), and Employee Retention (ER). Such a model would test the 

influence of WLB directly and through indirect effects on Employee Retention through 

mediations of JS and OC. 

Numerical values indicated on the arrows are the standardized path coefficients (β values) 

that designate the strength of influence between each construct. WLB has a strong and 
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direct effect on Job Satisfaction (β = 0.685) and a moderate effect on Organizational 

Culture (β = 0.487), thus leading to the conclusion that employees feel more satisfied with 

their job while they are in a better WLB and at the same time hold the organizational culture 

more positively. 

Furthermore, WLB directly affects Employee Retention, albeit to a less degree than the 

indirect effects (β = 0.297). Job satisfaction (β = 0.364) and Organizational Culture (β = 

0.337) are other significant predictors of Employee Retention, thus qualifying them as 

partial mediators in the model. The following R² values for each dependent construct node 

represent the proportion of variance explained: for Job Satisfaction, 46.9%; for 

Organizational Culture, 23.7%; and for the substantial explanatory construct, Employee 

Retention, is directly measuring the R² at an impressive 70.9%. 

Such figures express volumes in terms of the model having a very good explanatory basis 

on what influences employee retention, and overall, the model validates the theoretical 

assumptions of the study showing that WLB plays a fundamental role in enhancing 

satisfaction, nurturing positive organizational culture, and improving employee retention 

outcomes. 

 
Outer Loadings 

Outer loadings constitute a measure of the strength of association between each observed 

indicator and its latent counterpart in a reflective measurement model. They are indicative 

of the extent to which an item (i.e., some survey question or statement) contributes to 

measuring the underlying concept that it is intended to assess. A high outer loading 

indicates that the item is an important and reliable indicator of the construct, that is, it 

shares high variance with the construct. This means that the item is very good at capturing 

the essence of the construct, and it correlates much with the other items measuring the same 

construct. 

Conversely, if the outer loading is low, the item is likely not to characterize the construct 

well and thus adds a measurement error, which also serves to compromise the reliability 

and validity of the whole model. The evaluation of outer loadings in some meaningful way 
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would be a basic assessment toward model development and refinement because it ensures 

that only the items performing well in contributing to the construct to be measured are 

retained into the final estimation, thereby making sure that the results are more accurate 

and consistent. 

 
Table 4.3.1 Outer Loadings Table 

 

Construct 
 
Indicator 

Employee 

Retention 

Job 

Satisfaction 

Organizational 

Culture 

Work Life 

Balance 

 
 
 
 
 
 
 
 
 
 

Employee 

Retention 

E1 0.708    

E2 0.716    

E3 0.782    

E4 0.788    

E5 0.718    

E6 0.705    

E7 0.782    

E8 0.684    

E9 0.77    

E10 0.828    

E11 0.689    

E12 0.768    

Job 
 

Satisfaction 

J1  0.671   

J2  0.722   
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 J3  0.727   

J4  0.741   

J5  0.668   

J6  0.656   

J7  0.689   

J8  0.691   

J9  0.719   

J10  0.782   

 
 
 
 
 
 
 
 
 
 
Organizational 

Culture 

O1   0.781  

O2   0.753  

O3   0.756  

O4   0.786  

O5   0.742  

O6   0.684  

O7   0.715  

O8   0.762  

O9   0.742  

O10   0.725  

O11   0.719  

O12   0.694  

 W1    0.835 
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Work Life 

Balance 

W2    0.676 

W3    0.741 

W4    0.756 

W5    0.734 

W6    0.667 

W7    0.775 

W8    0.748 

 
This analysis of measurement model is basically concerned with reliability and validity of 

the four key constructs under study: Employee Retention, Job Satisfaction, Organizational 

Culture, and Work-Life Balance. Each construct had several observed indicators, and their 

factor loadings would inform how well each item is reflective of the underlying latent 

variable. The results point out overall strong and reliable measurement framework for 

structural equation modeling. 

There are twelve indicators (E1 to E12) capturing all these different retention dimensions 

for the Employee Retention construct. Factor loadings for these items ranged from 0.684 

to 0.828, with most items above the threshold of 0.70, indicating convergent validity levels. 

Most evidence indicates highly probable item convergence on this retention dimension. 

E10 had the most loading at 0.828, meaning it would measure retention very accurately, 

presumably a strong aspect like commitment toward staying or intention. E8 recorded the 

lowest loading, but it was still more than acceptable for exploratory models, measuring 

.684. 

These findings demonstrate strong and high measures in terms of reliability and internal 

consistency for the employee retention constructs. 

Job Satisfaction was measured by using ten indicators (J1 to J10), and the loadings fell 

between .656 and .782. Most performed well, with a few, such as J6 (.656) and J5 (.668), 

a bit below the ideal threshold of .700. The highest loading was on J10 (.782). Overall job 
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satisfaction or a general assessment regarding the work experience might be encapsulated 

by this item. While moderately lower loadings were observed by some items, their 

theoretical consistencies served to advocate for using all ten indicators. Such indicates that 

job satisfaction as a construct is sufficiently captured through a multidimensional 

perspective encompassing motivation, contentment, and alignment with job expectations 

of an employee. 

The scale of the analysis is Organizational Culture, which is measured using twelve items 

(O1 to O12). These items contain loadings that range from .684 to .786. According to the 

values of loading, it could be inferred that these items significantly contributed to the 

measure of the construct. The highest load rating was recorded for O4 (0.786), which 

implies that it relates to capturing a core cultural value, probably with regard to shared 

beliefs, trust in leadership, or team norms. O6 (0.684) has the lowest; however, that still 

lies in acceptable bounds. The strength of the culture construct indicates that it is well 

defined and sufficiently measured in terms of both the formal and informal components of 

workplace culture. 

The last construct is Work-Life Balance, which includes eight indicators (W1 to W8). The 

factor loadings ranged from 0.667 to 0.835. Item W1 had the highest loading (0.835), 

probably denoting one’s perceived ability to manage time and responsibilities across work 

and personal domains effectively. Item W6 (0.667) had the lowest loading, although it is 

still acceptable within the exploratory framework. Overall, the results imply that WLB can 

be reasonably inferred through a diverse array of facets, such as flexibility, emotional well-

being, and personal time management, which all add to the composite conception of the 

measure. 

All of these constructs have a majority of their item loadings above the 0.70 mark, clearly 

supporting convergent validity in the measure. Furthermore, the pattern of high loadings 

within each construct indicates good internal consistency reliability, which means that all 

indicators measure a given latent variable coherently. Given the relative strength and 

distribution of loadings, it is expected that the measurement model will produce favorable 
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estimates for Composite Reliability (CR) and Average Variance Extracted (AVE), thus 

supporting the psychometric soundness of the research instrument. 

These results reinforce this structural model validity in general, which examines the 

interrelationship among WLB, job satisfaction, organizational culture, and employee 

retention. The strength of the measurement model serves as a solid basis for future 

structural analysis and hypothesis testing. Thereby ensuring that all effects or mediations 

observed can be interpreted with a lot of confidence because the constructs underneath 

were measured rigorously and accurately. 

 
Reliability and Convergent Validity 

Reliability and validity of a measurement model are critical in assessing the accuracy and 

consistency of the constructs being studied. Reliability is defined as “the extent to which a 

set of items consistently measures a single latent construct”. It refers to the extent to which 

the results are trustworthy and stable under similar conditions of measuring the same 

concept. A very high level of reliability means that the items referring to each construct are 

closely related and provide stable scores to respondents across various settings, thereby 

confirming that the construct in question is being consistently measured. 

Validity, especially convergent validity, ensures that the indicators associated with a 

construct are representative of what they are supposed to measure. Convergent validity is 

determined through the amount of variance shared by the observed variables (items). If the 

indicators accurately represent the concept, the construct would account for a fairly large 

portion of the variance in response scores, demonstrating high convergent validity. 

Reliability and validity together provide credence to the measurement model so that the 

researcher may interpret the relationships between constructs in the structural model with 

confidence. This foundation is fundamental for arriving at meaningful conclusions in 

organizational and behavioral research. 
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Table 4.3.2 Reliability and Validity 
 

 
Cronbach’s 

alpha 

Composite 

reliability 

(rho_a) 

Composite 

reliability 

(rho_c) 

Average 

variance 

extracted (AVE) 

Employee 

Retention 
0.924 0.927 0.935 0.546 

Job 

Satisfaction 
0.869 0.877 0.895 0.512 

Organizational 

Culture 
0.916 0.925 0.928 0.520 

Work Life 

Balance 
0.880 0.887 0.905 0.546 

 
The row explains the degree of reliability and results of the convergent validity tests on the 

latent constructs used in the study as Employee Retention, Job Satisfaction, Organizational 

Culture, and Work-Life Balance. These are key indicators when defining the quality of 

measurement for the model in the Structural Equation Modeling (SEM) paradigm. 

Important variables include but are not limited to Cronbach’s Alpha, Composite Reliability 

(rho-a and rho-c), and Average Variance Extracted (AVE) as the three key measures of the 

consistency, reliability, and validity of the constructs measured through multiple observed 

indicators. 

To start with, a measure of internal consistency, it tests how closely related a set of items 

are as a group. For research in the social sciences, “a Cronbach’s alpha value above 0.70 

is generally considered acceptable, while values above 0.80 or 0.90 indicate good to 

excellent reliability”. In this study, all constructs exceeded the 0.85 threshold. In fact, 

Employee Retention has the highest internal consistency (α = 0.924), indicating an 

overwhelmingly strong relationship between its indicators. Organizational Culture (α = 

0.916), Work-Life Balance (α = 0.880), and Job Satisfaction (α = 0.869) also exhibit very 
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high levels of reliability, confirming that the survey items consistently measure the 

respective constructs. 

Composite Reliability values are deemed more reliable than Cronbach’s Alpha in 

Structural Equation Modelling, particularly in that they do not assume equality of loadings. 

Composite Reliability (rho_c) values for all four constructs are well above the 

recommended threshold of 0.70, indicating excellent internal consistency and construct 

reliability. For example, Employee Retention displays very high composite reliability 

(rho_c = 0.935), followed by Organizational Culture (ρ_c = 0.928), Work-Life Balance 

(rho_c =0.905), and Job Satisfaction (rho_c =0.895). The reflected general rho_a values 

also indicate a similar pattern, corroborating the potentially sound structure of the scales 

used. 

The average variance extracted, or AVE for short, is a measure of convergent validity. 

AVE indicates the extent to which variance in indicators is explained by some social 

construct believed not to have been explicitly measured in the study (Fornell & Larcker, 

1981). An AVE value of 0.50 or above is suggested, thus meaning more than 50% of the 

variance is captured by the construct thereby fulfilling itself the basic acceptance criterion 

of convergent validity (Fornell & Larcker, 1981). All constructs under this study have 

AVEs above 0.50, namely, Employee Retention and Work-Life Balance (0.546 each), 

Organizational Culture (0.520), and Job Satisfaction (0.512). This implies that all the 

constructs demonstrate sufficient variance together with their indicators and thus support 

the convergent validity of the measurement model. 

To sum up, the reliability and convergent validity statistics presented constitute strong 

evidence confirming the psychometric adequacy for the constructs in this study. High 

values for Cronbach’s Alpha and Composite Reliability testify to the internal consistency 

of the items within each scale, while acceptable AVE values serve as an assurance that the 

constructs are valid representations of their theoretical dimensions. Such a consideration 

makes the measurement model credible enough so that any subsequent structural analysis 

and hypothesis-testing should be founded upon a statistically reliable and valid one. 
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Fornell and Larcker Criterion 

The Fornell-Larcker criterion is one of the most used tests of discriminant validity in SEM, 

especially in reflective measurement models. Discriminant validity ensures that every 

latent construct in a model is empirically distinct from others that is, it measures 

phenomena that are not represented by other constructs. Following the Fornell-Larcker 

approach, the square root of the Average Variance Extracted (AVE) of each construct 

should be larger than its correlation with any other constructs in the model. This 

comparison works to check whether a construct shares more variance with its indicators 

than with those of other constructs. 

 
Table 4.3.3 Fornell and Larcker Criterion 

 

 Employee 

Retention 

Job 

Satisfaction 

Organizational 

Culture 

Work Life 

Balance 

Employee 

Retention 
0.739 

   

Job Satisfaction 0.645 0.680   

Organizational 

Culture 
0.673 0.525 0.721 

 

Work Life 

Balance 
0.661 0.685 0.487 0.739 

 
In this table, diagonal values indicate the square roots of the AVE for each construct, while 

off-diagonal values indicate inter-construct correlations. The square root of the AVE value 

for each construct is as follows: Employee Retention = 0.739, Job Satisfaction = 0.680, 

Organizational Culture = 0.721, and Work-Life Balance = 0.739, with these values to be 

compared to the inter-construct correlations (off-diagonal elements in their respective rows 

and columns). 

In contrast, for Employee Retention, the square root of AVE (0.739) is greater than its 

correlation with Job Satisfaction (0.645) and Organizational Culture (0.673) and Work- 
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Life Balance (0.661), thus signifying acceptable discriminant validity. Likewise, for Job 

Satisfaction, the square root of AVE (0.680) was greater than its correlations with 

Organizational Culture (0.525) and Work-Life Balance (0.685). Though the correlation 

with Work-Life Balance is quite close to the threshold, it, nevertheless, does not exceed 

the AVE square root; hence, acceptable discriminant validity is present. 

For Organizational Culture, the square root of AVE (0.721) exceeds its correlations with 

all other constructs, with Job Satisfaction (0.525) and Work-Life Balance (0.487) 

supporting distinctiveness. Similarly, Work-Life Balance in AVE has the square root at 

0.739, which is more than its correlation with all other constructs: Employee Retention 

(0.661), Job Satisfaction (0.685), and Organizational Culture (0.487). All these results 

support the Fornell-Larcker criterion. 

In summation, the application of the Fornell and Larcker tests thus upholds that there exists 

discriminant validity among all constructs being studied. Each construct shares more 

variance with its own measurement items than with any other latent variable in the present 

model. These findings reaffirm the measurement model’s credibility and confirm that 

Employee Retention, Job Satisfaction, Organizational Culture, and Work-Life Balance are 

conceptually and statistically distinct items. This further reinforces the structural model’s 

strength and provides a valid basis for interpreting the interrelationships among the 

variables. 

 
HTMT Ratio 

The Heterotrait-Monotrait Ratio of Correlations (HTMT) is a modern and robust technique 

for assessing “discriminant validity in Structural Equation Modeling (SEM). Discriminant 

validity refers to the degree to which a construct truly is distinct from the other constructs 

in the model”. In simpler language, it tests whether constructs or measurements that are 

expected to be unrelated are indeed distinct. It is considered that HTMT has more power 

when compared to the traditional methods of Fornell-Larcker criterion or cross-loadings, 

particularly in Partial Least Squares SEM (PLS-SEM). 
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Table 4.3.4 HTMT Ratio 
 

 Employee 

Retention 

Job 

Satisfaction 

Organizational 

Culture 

Work Life 

Balance 

Employee 

Retention 

    

Job Satisfaction 0.806    

Organizational 

Culture 
0.705 0.565 

  

Work Life 

Balance 
0.766 0.780 0.507 

 

 
Henseler et al. (2015) report an HTMT ratio of 0.90 (more conservatively 0.85) as an 

acceptable threshold, after which discriminant validity is considered questionable; values 

below that are suggestive of the constructs being empirically distinct from one another. 

In this study, all HTMT values are far below the threshold of 0.90, lending evidence to 

support the discriminant validity of constructs. The HTMT between Employee Retention 

and Job Satisfaction is at 0.806, indicating a strong link yet still under the acceptable limit, 

hence related yet capturing different conceptual domains. The HTMT value again lists 

Employee Retention’s relationship with Work-Life Balance at 0.766, supporting the 

argument for the distinct yet positively associated relationship. 

The lowest HTMT can be found between Organizational Culture and Work-Life Balance 

(0.507) showing that in the mind of the respondents, both constructs are differentiated yet 

in moderate correlation with one another. The HTMT value between Job Satisfaction and 

Organizational Culture stands at 0.565 while Job Satisfaction and Work-Life Balance stand 

at 0.780, points away from healthy discriminant validity while acknowledging theoretical 

interdependence. 

To summarize, HTMT analysis provides strong support for discriminant validity across all 

the constructs of the measurement model. It implies that, although related, Employee 

Retention, Job Satisfaction, Organizational Culture, and WLB are conceptually and 
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empirically distinct from one another. The distinction points to a requirement for validity 

in the structural model that is, ensuring that the relationships observed between the 

constructs were not due to measurement overlap or redundancy. Now that discriminant 

validity has been established, the theoretical constructs making up the model can be 

interpreted with higher degrees of confidence, thus ensuring the findings and conclusions 

of the study. 

 
Collinearity Statistics (VIF) 

The Variance Inflation Factor (VIF) is a statistical measure which is used to identify 

multicollinearity in independent variables or indicators in any model. VIF is commonly 

used in structural equation modeling which is done from partial least squares to assess 

whether indicators within a construct are excess correlated with one another. High 

multicollinearity would confuse the estimation of path coefficients by inflating its standard 

errors, which would end in unreliable inference. In normal practice, VIF values below 3.3 

are taken as acceptable; in other words, the indicator has no serious multidimensionality. 

Values between 3.3 and 5 are likely concerning, while anything above 5 suggests that very 

serious multicollinearity is present; thus, remedial action like item removal or re-

specification should be necessitated. 

 
Table 4.3.5 VIF Statistics 

 

Construct Indicator VIF 

 
 
 
 
 

Employee Retention 

E1 3.145 

E2 2.074 

E3 2.394 

E4 2.931 

E5 3.222 

E6 2.211 



88  

 E7 3.027 

E8 2.405 

E9 3.172 

E10 3.76 

E11 2.942 

E12 2.699 

 
 
 
 
 
 
 
 
 

Job Satisfaction 

J1 1.732 

J2 1.911 

J3 1.896 

J4 1.807 

J5 1.374 

J6 1.459 

J7 1.425 

J8 1.729 

J9 1.891 

J10 2.241 

 
 
 
 

Organizational Culture 

O1 3.15 

O2 2.09 

O3 2.654 

O4 2.992 

O5 2.191 
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 O6 2.481 

O7 2.392 

O8 3.03 

O9 1.991 

O10 2.102 

O11 2.595 

O12 2.027 

 
 
 
 
 
 
 

Work Life Balance 

W1 3.055 

W2 1.613 

W3 1.927 

W4 2.316 

W5 2.175 

W6 1.566 

W7 2.131 

W8 2.292 

 
For constructs, Employee Retention has the VIF range of 2.074 (E2) to 3.76 (E10). 

Although most indicators are within the acceptable range, the VIF for E10 (3.76) slightly 

exceeds the commonly recommended 3.3 threshold. This implies moderate collinearity and 

indicates that E10 may be somewhat redundant with other indicators in the construct, such 

as E9 or E11. However, the overall pattern does not indicate critical multicollinearity; 

hence, the construct can be said to be stable. However, it would be advisable to relook at 

the content of E10 to ensure conceptual distinctiveness. 
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All ten job satisfaction sample VIFs fall considerably short of the margin: 1.374 (J5) to 

2.241 (J10). Therefore, the indicators are statistically independent enough to reflect unique 

information about job satisfaction, without any significant overlap. Collinearity is 

completely absent in this case and contributes to this construct’s internally reliable 

measurement model. 

It consists of twelve indicators that have VIF values ranging from 1.991 (O9) to 3.15 (O1). 

A few values are higher than average (particularly O1 and O8, with almost 3.1), but these 

are still all below the threshold of concern. Accordingly, this would indicate that the items 

are moderately inter-correlated, which is consistent with a construct that has internal 

cohesion, but not so much as to threaten reliability or estimation accuracy in the model. 

For Work-Life Balance, the VIF values extend from 1.566 (W6) to 3.055 (W1). The 

indicators fell well within the acceptable range, confirming no major multicollinearity 

concerns. W1 had the highest VIF value in this group, but still, it was below the 3.3 

threshold, meaning that it is strong but not too dominant. This reinforces the point that each 

indicator of the WLB scale is uniquely contributing in measuring the construct. 

The VIF statistics across all constructs affirm that there is no significant problem with 

multicollinearity concerning the measurement model. All indicators either lie within or 

very close to this acceptable range, suggesting that each one captures unique variance in 

its construct. This lends credibility to the measurement model and ensures that the 

structural relationships estimated in later analyses are not biased or inflated due to 

collinearity. These findings contribute positively to the psychometric soundness and 

overall quality of the research model. 

 
F2 values 

f² denotes Cohen’s Effect, also called Cohen’s F-square, a statistic in PLS-SEM, which 

will tell how much an independent (predictor) construct affects a dependent (outcome) 

construct. Whereas path coefficients tell us about strength or direction of relationships, f² 

illuminates the probability of impact, or how much a predictor contributes to variance 

explained for a dependent variable (R²). As Cohen (1988) indicated, f² values of such 
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amounts as 0.02, 0.15, and 0.35 mean small, medium, and large effects, respectively. In 

this way, given here, practical importance of every relationship is understood apart from 

only the understanding caused by statistical significance. 

 
Table 4.3.6 Effect size 

 

 Employee 

Retention 

Job 

Satisfaction 

Organizational 

Culture 

Work Life 

Balance 

Employee 

Retention 

    

Job Satisfaction 0.220    

Organizational 

Culture 
0.270 

   

Work Life 

Balance 
0.154 0.483 0.310 

 

 
The value of f² for Job Satisfaction on Employee Retention in the current model is 0.220, 

which indicates a medium-sized effect. This indicates job satisfaction has made a notable 

contribution in explaining the variation in employee retention; practically speaking, job 

satisfaction makes employees show a higher likelihood of managing to stay in an 

organization when it is high. This proves the point that job satisfaction and retention are 

closely related and should be held paramount in the organization. 

The Organizational Culture construct shows an f² value of 0.270 in its effect on Employee 

Retention, also indicating a medium effect, but slightly stronger than that of Job 

Satisfaction. This indicates that the employees’ perceptions of a positive, inclusive, and 

supportive organizational culture contribute significantly to their intentions to remain with 

the organization. A healthy culture actually aligns the values of the company, provides a 

sense of belonging, and nurtures loyalty, thus increasing retention outcomes. 
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The direct impact of WLB on Employee Retention has an f² value of 0.154, falling at the 

medium end. Although smaller than the influences exerted by job satisfaction and 

organizational culture, it is still significant. When employees improve their WLB, the 

commitment to the organization increases, but its strongest effects occur through other 

mediating variables such as satisfaction and culture. 

WLB gives a very big effect on Job Satisfaction with an f² = 0.483, which is again the 

highest effect size that one finds in his/her model; which means that work-life balance is 

the greatest driver of job satisfaction. Employees who perceive to have managed and well 

supported organizational strategies concerning their work schedules and personal 

responsibilities would have greater chances of reporting high job satisfaction. This 

illustrates how flexible working arrangements, leave policies, and workload management 

contribute to employee morale and contentment. 

Work-life balance also significantly affects Organizational Culture with effect of 0.310 

relatively near the great effect-size cut-off. This indicates that balance perceptions not only 

affect individual feelings but also cast the general picture employees relate to the 

organization’s ethos. Work-life harmony from an organization sends a very strong signal 

on these broader cultural values: empathy, employee welfare, and human-centered 

management practices that further impact the entire organization’s capacity for retention. 

Lastly, the f² results reflect the relative importance and impact of the predictors in the 

model. Affirmation is made that Work-Life Balance is the bedrock factor, making decisive 

influences over employee perceptions (culture and satisfaction) and outcomes (retention). 

Further, the medium effects of Job Satisfaction and Organizational Culture on retention 

mean that taking into account both individual and organizational contexts is important. 

These insights together value a holistic retention strategy based on personal well-being, 

workplace culture, and meaningful job engagement. 
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4.3.2 Structural Model Assessment 

Structural Model Assessment in “Partial Least Squares Structural Equation Modeling” 

(PLS-SEM), is the process during which the relations between latent constructs are 

evaluated after the measurement model has been validated. Whereas the measurement 

model guarantees that the constructs are being measured reliably and validly, the structural 

model, that is, the prevailing theories and ideas concerning the causal paths and 

relationships between those constructs, is examined. This step is very pertinent for testing 

the theoretical model forwarded by the researcher while assessing the strength and 

direction of influence that independent variables exerted on dependent ones. 

In SmartPLS, the evaluation of the structural model proceeds through the analysis of 

several key outputs. One primary indicator is the path coefficient, reflecting strength and 

direction in the relationship between two constructs. Path coefficients take values “ranging 

from -1 to +1, with values close to +1 indicating a strong positive relationship and values 

close to -1 indicating a strong negative relationship”. To investigate the significance of 

these coefficients, SmartPLS conducts a bootstrapping procedure wherein thousands of 

subsamples are generated for the estimation of t-values and p-values. The path is deemed 

significant when its t-value exceeds a critical threshold (usually 1.96 for a 95% confidence 

level) and its p-value is less than 0.05. 

Another vital measure in structural model assessment is R². R² indicates the amount of 

variance in the dependent (i.e., endogenous) construct accounted for by its predictors. For 

instance, when R² for employee retention is 0.65, 65% of the variance in employee 

retention is being explained by constructs such as job satisfaction, organizational culture, 

and work-life balance. Higher values of R² suggest stronger explanatory power of the 

model though the exact threshold for acceptability depends on the particular discipline and 

research context. 

Effect size (f²) is calculated to assess the unique contribution of each predictor to the 

dependent variable. While R² presents an overall model explanation, f² indicates the 

specific change in contribution of construct A to predicting construct B when A is included 

or excluded from the model. Similarly, predictive relevance (Q²) is assessed in SmartPLS 
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via the blindfolding procedure, which tests how well the model can predict the data points 

of the endogenous constructs’ indicators. A Q² value above zero suggests predictive 

relevance. 

Moreover, the predictors are also checked against collinearity by performing the Variance 

Inflation Factor (VIF) analysis lest any predictors are highly correlated; that would distort 

the results. Acceptable collinearity is inferred from VIF values below 5 (preferably below 

3). Therefore, collectively the structural model assessment establishes in-depth knowledge 

of how theoretical constructs correlate with each other in a model. It tests the proposed 

hypotheses while quantifying the direct and indirect effects and assessing the actual and 

theoretical significance of the findings. The end result of this process is a dual affirmation-

the strength of the theory proceeds to refinement as a result of future studies or practical 

application. 

 

Figure 4.2 Structural Model Assessment 

 
The structural model shows that Work-Life Balance (WLB) impacts Employee Retention 

(ER) simultaneously, directly, and indirectly via Job Satisfaction (JS) and Organizational 
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Culture (OC) as two key mediating variables. The direct relationship between WLB and 

Employee Retention is significant with a standardized path coefficient of 0.297 and a p-

value of 0.004, denoting a moderate positive effect. The above results imply when 

employees perceive a healthy equilibrium on either side of their lives, they are bound to be 

committed to their organization. 

Directly and indirectly, Work-Life Balance now shows a positive very strong influence. 

Indeed, it good predicts Job Satisfaction (β = 0.685, p = 0.000) and Organizational Culture 

(β = 0.487, p = 0.000), both of which positively get correlated to Employee Retention. 

Directly, Job Satisfaction exerts a moderate retention effect (β = 0.364, p = 0.001), while 

Organizational Culture retention is also considered positively (β = 0.337, p = 0.000). This 

confirms that employees who think they enjoy some balance in their work-life domains are 

not only satisfied but also positive about their organizational culture, both of which 

reinforce their decision to stay with the company. 

The R² in each node refers to the proportion of variance explained by the predictors. For 

example, 30.4% of the variation in employee retention is attributed, on the basis of Work-

Life Balance, Job Satisfaction, and Organizational Culture put together, to Work-Life 

Balance’s R² of 0.709. So the power of explanation is appreciable. Job Satisfaction and 

Organizational Culture have R² of 0.469 and 0.237, respectively, meaning they are 

moderately predicted by WLB. 

Based on the above structural modeling analysis, the central hypothesis states WLB is a 

primary determinant of employee retention both directly and through indirect 

determination by job satisfaction and organizational culture. All considered path 

coefficients showed statistical significance (p < 0.005), thus confirming empirical support 

to the theoretical propositions of the study. Dramatic organizational investments in work-

life policies, flexible scheduling, and supportive cultural practices will enhance 

organizational satisfaction whilst reducing turnover. 
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Table 4.3.7 Path Coefficients Table (Direct Relationships) 
 

Hypotheses Relationships 
Beta 

Values 

Standard 

deviation 

T 

statistics 

P 

values 

H1 
Work Life Balance -> 

Job Satisfaction 
0.685 0.083 8.217 0.000 

H2 
Work Life Balance -> 

Organizational Culture 
0.487 0.121 4.022 0.000 

H3 
Work Life Balance -> 

Employee Retention 
0.297 0.103 2.892 0.004 

H4 
Job Satisfaction -> 

Employee Retention 
0.364 0.105 3.471 0.001 

H5 
Organizational Culture - 

> Employee Retention 
0.337 0.092 3.663 0.000 

 
The path coefficient from Work-Life Balance to Job Satisfaction is 0.685, with the t-

statistic equal to 8.217 and the p-value equal to 0.000. Hence, the relationship is significant, 

with a conclusion to that effect. A strong positive impact indicates that any kind of 

improvement in the work-life balance perception of employees will show some major 

increments in their overall job satisfaction. Supportive work-life policies, flexibility, and 

reduced work stress, as highlighted by results, work greatly in favor of employee 

satisfaction-which is affirmed in one of the strongest path relationships in the model that 

certainly strengthens the case for work-life balance in determining employees’ emotional 

and attitudinal responses toward their jobs. 

The relationship between WLB and Organizational Culture is also significant, with the path 

coefficient being 0.487, the t-value at 4.022, and the p-value at 0.000. These variables have 

some positive connection, giving the interpretation that employees who perceive a healthy 

WLB appraise the organizational culture in a more positive way. This characteristic more 

likely awards the title of sympathetic, value-based, and inclusive to a workplace kind that 

supports employees’ well-being. In a way, this connection implies that WLB impacts not 
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only individual experiences but also a broader organizational perception, shaping how 

employees interpret the norms, values, and managerial support. 

The direct path from Work-Life Balance to Employee Retention shows a moderate positive 

coefficient of 0.297, with a t-statistic of 2.892 and p-value of 0.004, indicating statistical 

significance. This finding suggests that employees who see their personal and professional 

lives as being reasonably well balanced are more inclined to stay with the organization. 

While not as strong as its influence on job satisfaction or organizational culture, it is 

nevertheless an important finding. This finding confirms that WLB has an influence on 

retention in its own right, further reinforcing the argument that giving employees practical 

support for their personal needs increases their commitment to the organization and helps 

it reduce turnover. 

Job Satisfaction has a positive impact on Employee Retention, as indicated by a path 

coefficient of 0.364, a t-value of 3.471, and a p-value of 0.001, indicating moderately 

strong statistical significance: satisfied employees are likely to continue in the 

organization. Satisfaction might arise from acknowledgment, workload equity, autonomy, 

and growth opportunities, thus engendering loyalty and lessen attrition means. This further 

indicates the mediating engine job satisfaction plays between work-life balance and 

retention. 

Organizational Culture was also found to bear a positive and significant impact on 

Employee Retention with a coefficient of 0.337, t-value of 3.663, and p-value of 0.000. 

That means when employees perceive the organizational culture as being healthy, with 

foundations of trust, support, collaboration, and ethical behaviors, they are more likely to 

stay in the long run. Such a strong culture builds a sense of belonging and commitment to 

organizational values thereby reducing turnover intention. 

On a concluding note, all the direct relationships tested in the structural model are 

statistically significant and meaningful. WLB stands out as one of the major constructs that 

influence not only retention directly but also Job Satisfaction and Organizational Culture 

indirectly. Both of the mediating variables, Job Satisfaction and Organizational Culture, 

have a further positive influence on Employee Retention. These findings validate the 
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theoretical framework of the model and further explain the importance of maintaining a 

balance, satisfaction, and cultural support for developing strategies concerning employee 

retention. 

 
Table 4.3.8 Results of Mediation Analysis 

 

Hypotheses Relationships 
Beta 

Values 

Standard 

deviation 

T 

statistics 

P 

values 

 
H6 

Work Life Balance -> 

Organizational Culture - 

> Employee Retention 

 
0.164 

 
0.075 

 
2.194 

 
0.028 

 
H7 

Work Life Balance -> 

Job Satisfaction -> 

Employee Retention 

 
0.249 

 
0.078 

 
3.179 

 
0.001 

 
The mediation analysis in the presented structural model examines Job Satisfaction and 

Organizational Culture as potential mediators between WLB and Employee Retention 

(ER). This analysis in mediation was conducted using classical four-step method identified 

by Baron and Kenny (1986). Mediation is assumed when all the corresponding four 

conditions are satisfied: (1) when the independent variable influences the mediator 

variable; (2) when the independent variable influences the dependent variable; (3) when 

the mediator variable influences dependent variable at least without consideration given to 

the independent variable; and (4) when the direct effect from the independent variable into 

the dependent one is weaker, having controlled for the contribution made by the mediator 

variable. 

In the first mediation pathway “Work-Life Balance → Organizational Culture → 

Employee Retention” the results indicate a significant indirect effect, with a beta value of 

0.164, a t-statistic of 2.194, and a p-value of 0.028. This value implies that Organizational 

Culture partially mediates the relationship between WLB and Employee Retention. 

Following Baron and Kenny’s criteria, WLB significantly influences Organizational 
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Culture (β = 0.487, p < 0.001) while affecting Employee Retention with β = 0.297, p = 

0.004). In this instance, Organizational Culture also has a significant effect on Employee 

Retention (β = 0.337, p < 0.001). Thus, we established partial mediation due to the 

existence of a significant indirect effect and a reduction (but not total loss) in the strength 

of the direct effect. This indicates that when employees perceive that their WLB is good, 

they also perceive a healthier and more positive organizational culture, which increases 

their intention to stay within the organization. 

Under the second mediation pathway “Work-Life Balance → Job Satisfaction → 

Employee Retention” the mediation effect is much stronger with beta = 0.249, t-statistic = 

3.179, and p = 0.001. This path again fulfills all four of the aforementioned Baron and 

Kenny conditions. Work-Life Balance has a strong statistically significant effect on Job 

Satisfaction (β = 0.685, p < 0.001), which significantly affects Employee Retention (β = 

0.364, p = 0.001). The direct effect from Work-Life Balance to Employee Retention 

remains significant (β = 0.297, p = 0.004), although its strength diminishes in light of the 

mediator. So again, there is support for a finding of partial mediation, with Job Satisfaction 

functioning as a stronger mediator than Organizational Culture. The strength of the indirect 

effect suggests that when an organization implements more measures to improve work-life 

balance, it will enhance employee satisfaction, an important contributor to retention. 

Taken together, the mediation results provide important theoretical and practical 

implications. Job Satisfaction and Organizational Culture are significant paths through 

which Work-Life Balance provides an enhancement to Employee Retention. Whereas Job 

Satisfaction seems to be a stronger mediator, it is thus about the affective and cognitive 

responses of an employee towards his/her job that determine their decision to stay in the 

organization. This reinforcement for direct interventions toward work-life balance would-

be further strengthened when organizations engage to enhance Job Satisfaction and 

cultivate a positive culture. These findings emphasis the multiplicity involved in employee 

retention and the need for integrated strategies addressing individual wellbeing and 

organizational environment. 
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4.4 Summary 

The findings from the study corroborate that the proposed model has statistical integrity as 

well as theoretical significance. The measurement model had a substantial degree of 

reliability and validity, thereby solidifying the argument. Each of the constructs has an 

adequate degree of reliability and has actually captured its intended dimension without 

causing much overlap with the other constructs. The analysis performed on the structural 

model has established that Work-Life Balance in turn works as an excellent predictor of 

other important outcomes within the organization. It had a larger degree of positive direct 

influence on Job Satisfaction, Organizational Culture, and Employee Retention. 

Furthermore, it was seen that Job Satisfaction and Organizational Culture positively affect 

Employee Retention to a great extent, thus proving to be good predictors on the other end. 

Mediation analysis further supplements these insights through demonstrating that the WLB 

effect on the Employee Retention also operates through the Job Satisfaction and Culture 

channels. Within that chain, job satisfaction was found to be a much stronger mediator, 

highlighting the emotional and attitudinal underpinning of the employees’ perceived 

experiences in their workplace. These mediations further imply that Work-Life Balance 

not only directly affects immediate decisions regarding retention but also indirectly 

strengthens employees’ willingness to stay by improving how they feel regarding their 

work and towards the organization. Great support was given towards the hypothesized 

accomplishment and theoretical framework. The results highlight that a healthy WLB is 

available to boost job satisfaction and perceptions of organizational culture, both of which 

directly relate to employee retention. Conclusively, the model shapes the interaction 

between personal well-being and organizational factors to create an understanding of 

employee behavior. 
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CHAPTER V 

DISCUSSION, IMPLICATIONS AND CONCLUSION 
 
 

5.1 Introduction 

This chapter provides a comprehensive interpretation of the study’s findings, integrating 

empirical results with existing theoretical frameworks to offer meaningful insights into the 

dynamics of WLB, job satisfaction, organizational culture, and employee retention. This 

discussion tries to fill the gap between data and theory by showing how these constructs 

interact and influence each other in organizational settings. From this point, the chapter 

continues to explore the construction and mediation analyses in the present study regarding 

direct and indirect relationships and their contribution to a better understanding of practical 

and psychological mechanisms behind employee attitudes and behaviors. With a 

perspective that highlights theoretical implications against the backdrop of existing models 

in organizational behavior and human resource management, some insights are generated 

about employee motivation, culture, and commitment. Simultaneously, under managerial 

implications, organizations can implement these research results to derive concrete action 

plans for workforce engagement and turnover reduction. The chapter closes with some 

specific recommendations addressed to organizational leaders, HR specialists, and 

policymakers, safeguarding that the study adds to the academic discourse and 

simultaneously provides guiding principles for future workplace practices. 

 
5.2 Discussion of Findings 

Having a snapshot of the demographic profile of the 392 respondents helps put the findings 

of this research into perspective concerning the Indian manufacturing sector. It revealed 

that the majority of respondents were aged between 31 and 40 years, which clearly 

indicates an over representation of net mid-career professionals with extensive work 

experience. There was a fairly even gender proportion, but with a slightly higher proportion 

of men reflecting the male dominated manufacturing sector in India. 
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Educationally, the majority of respondents had postgraduate qualifications: this point 

marks a highly educated workforce. Furthermore, most of the respondents’ yearly incomes 

were between 5 and 15 lakhs. Thus, this proves that mostly mid-level employees fall into 

this sample. This indicates that 6 to 10 years is approximately the highest proportion of 

experience that the respondents possessed; few had 11 to 15 years of experience. Mature 

workforce with professional stability. Marital status reveals that a majority of respondents 

are married, hence, work-life balance issues in this study have some relevance. Considering 

designation, mostly employees are from middle management, which illustrates those 

involved in operational and strategic functions. Geographically, the responses were fairly 

distributed among all five regions, North, South, East, West, and Central India, 

contributing to regional representation and generalizability. This ensures that the study is 

inclusive of insights from a diverse and representative sample. It emphasizes the credibility 

of the conclusion and enhances the relevance of recommendations directed towards the 

Indian manufacturing sector. 

The discussion chapter also provides an intensive interpretation of results generated from 

the structural model analysis. These results concern the hypothesized relationships among 

WLB, job satisfaction, organizational culture, and employee retention. The main idea is to 

explore the theoretical and practical implications of these findings in an organizational 

context. Each hypothesis is analyzed with reference to the related literature while pointing 

out consistencies or inconsistencies and explaining how these variables seem to interact 

and influence employee outcomes. The discussion also considers the possible mediating 

roles of job satisfaction and organizational culture, thereby giving insight into the indirect 

paths by which WLB affects employee retention. In a broader sense, this section tries to 

fill the void between empirical data and theory and provides recommendations for 

organizational policy and practice. 

In this research, the structural model elaborated upon the pathways of Work-Life Balance 

(WLB) directly and indirectly onto Job Satisfaction (JS), Organizational Culture (OC), and 

Employee Retention (ER). The results of the empirical tests offer strong support for the 
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hypothesized relationships, H1-H7, with statistically significant path coefficients on all. 

The results therefore propose a plausible interpretation of the relationships among these 

constructs in an organizational context. 

“Work-Life Balance and Job Satisfaction” (H1) 

With a path coefficient of β = 0.685, a standard error of 0.083, a t-statistic of 8.217, and a 

p-value < 0.001, the relationship between WLB and job satisfaction is the most prominent 

one of all the tested hypotheses. This particular correlation thus strongly and significantly 

affects WLB in its effect on job satisfaction. In practical terms, it means that employees 

who regard organizational demands as intrusions into their personal lives in a healthy way 

tend to experience somewhat elevated levels of job satisfaction. These findings serve the 

premise that when employees feel less burdened by work encroachments into personal 

time, they will reward the employer with high levels of respect, reduced stress, and a sense 

of accomplishment in any work it does. The way that a balanced approach to work and 

private life decreases burnout and improves emotional well-being sustains an essential 

aspect of job satisfaction. This exceptionally strong relationship indicates that work-life 

programs are strategically placed to reinforce the psychological contract that exists 

between employees and employers. 

“Work-Life Balance and Organizational Culture” (H2) 

Also, WLB has been realized to have a significant and positive effect on OC, with β = 

0.487, T = 4.022, and p < 0.001. This means that embracing WLB is favorable not just to 

the individual but it also helps in creating a more supportive and inclusive organizational 

environment. Organizational culture encompasses the shared values, beliefs, and practices 

within the workplace. Companies that endorse flexibility in the work environment, respect 

personal boundaries, and promote well-being embed these values into culture and affect 

how people relate to, and engage with one another. In this sense, WLB can be a catalyst 

for fostering a supportive culture in which employees feel motivated, respected, and tied 

to the organization’s identity. This moderate to strong link indicates that organizational 
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culture itself is dynamic, changing according to the type of employee-centric practices that 

organizations choose to promulgate. 

“Work-Life Balance and Employee Retention” (H3) 

The direct effect of WLB on employee retention also emerged as significant (β = 0.297, T 

= 2.892, p = 0.004); yet, compared to job satisfaction or organizational culture, this effect 

appears to be weaker. The result implies that in evaluating work-life issues, when 

employees perceive that their employer truly values their personal time and 

responsibilities, they are more likely to stay with the organization. An ability to cope with 

life demands while keeping one’s responsibilities at work intact creates a feeling of loyalty 

and connection. However, the moderate beta value suggests that while WLB is an 

important determinant for retention, by itself it may not guarantee long-term employee 

commitment. Rather, it should be viewed as a basic condition in tandem with many others 

including satisfaction with workplace environment and cultural fit that jointly affect 

intentions to quit. 

“Job Satisfaction and Employee Retention” (H4) 

There was a direct, significant, and moderately strong relationship between job satisfaction 

and employee retention (β = 0.364, T = 3.471, p = 0.001). That is, when employees find 

some sense of fulfillment in their jobs, be it through meaningful work, recognition, 

autonomy granted to them, or a supportive environment, they express much less 

willingness to quit. Satisfied employees tend to commit themselves more to the 

organization, show lower levels of absenteeism, and are more willing to expend 

discretionary effort. The relationship reinforces established human resources literature, 

including “Herzberg’s Two-Factor Theory”, which distinguishes between hygiene factors 

and motivators of employee satisfaction. According to this theory, that job satisfaction is 

one very important organizational aspect that motivates retention. Thus, job satisfaction 

becomes one of the most potent predictors for employee retention and justification for the 

strategic focus of job enrichment and employee engagement programs. 
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“Organizational Culture and Employee Retention” (H5) 

The influence of organizational culture on employee retention is also statistically 

significant and positive (β = 0.337, T = 3.663, p < 0.001). Hence, the type of culture an 

organization nurtures holds a crucial position in employees’ thoughts to stay. A culture that 

valorizes openness, collaboration, fairness, and acknowledgement strengthens employee-

presentation with the organization. Such environments not only satiate the social and 

psychological needs but also dissipate perceived job insecurity. Employees share common 

personal values with the organization when they see their work as meaningful and 

rewarding. This finding indicates that organizational culture is a long-haul retention 

mechanism, especially when such culture fosters mutual respect, inclusiveness, and 

adaptability. 

 
Mediating Effects and Indirect Relationships 

The study further tests two mediating pathways that provide deeper insight into WLB 

influences employee retention beyond direct effects. 

“Work-Life Balance → Organizational Culture → Employee Retention” (H6) 

This indirect effect path (β = 0.164, T = 2.194, p = 0.028) indicates that the company culture 

accounts partially mediating the relationship between WLB and employee retention. WLB 

not only increases retention for its own self but also increases it through improving 

organizational environment. A workplace that encourages work-life balance would 

eventually build itself a more positive environment, hence making employees more loyal, 

thus minimizing attrition. This mediation pathway puts emphasis on the premise that work-

life policies should not be implemented on their own; rather, they should be embedded in 

the broader cultural values that prioritize employee well-being and inclusivity. 

“Work-Life Balance → Job Satisfaction → Employee Retention” (H7) 

The second indirect mediating path (β = 0.249, T = 3.179, p = 0.001) indicates that job 

satisfaction is also an important mediator in the relationship between work-life balance and 

retention of employees. This effect would be much stronger than the mediation related to 
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organizational culture: job satisfaction may be the most immediate, most emotional effect 

of WLB policies. Such employees are likely to be retained whereby intrinsic needs are 

understood as intellectual and affective perspectives. This argument therefore reflects the 

psycho-emotional aspect of employee retention whereby emotional and cognitive values 

of job satisfaction engender behavioral tendency turnover behavior. 

These findings give a holistic understanding of how work-life balance contributes to the 

more comprehensive settings of job satisfaction, organizational culture, and retention. 

Thus, these findings would also confirm that work-life balance would be a significant 

driver for employee-centered outcomes and that it would work through equippers or 

indirect establishments. Therefore, the mediators of job satisfaction and culture would offer 

a multi-faceted influence that employees would be more aligned with the organization, 

even as they derive depending benefits from WLB. 

To summarize, the tested model proves that WLB is not just an employee benefit, but rather 

a strategic enablement to organizational effectiveness. It applies to both emotional and 

structural dimensions of the workplace and is instrumental in sustaining a workforce that 

is committed and satisfied, as well as retained. 

 
5.3 Theoretical Implications 

 
The results of this study are significant to theoretical deliberations surrounding WLB and 

its implications for organizational and individual outcomes such as job satisfaction, culture, 

and retention. Thus, through empirical validation of a multi-path model, this research 

extends the existing body of knowledge under organizational behavior and HRM, offering 

a deeper understanding of the interdependence of those constructs. 

• First, the study underlined the elements founded on Role Theory (Kahn et al., 1964) 

which insists on the fact that there exist multiple roles for any individual at the same 

time, like the roles of an employee, parent, or caregiver, and the fact that any of 

these roles may interchange one another. Role conflict arising from this results in 

stress, dissatisfaction, and poor performance. Their positive significant relationship 
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noticed between WLB and job satisfaction revealed how organizational support for 

WLB reduces role conflict to have better satisfaction from jobs. This underlines the 

significance of WLB to remain an essential psychological-emotional resource for 

managing complex role demands. 

• Second, results please substantiate the hypotheses on “Work-Family Border 

Theory” (Clark, 2000), wherein creating boundaries between work and family 

spaces is negotiated ‘by the individual, and such can range from very flexible to 

quite rigid; this is dependent on how much each boundary supports the individual’. 

This study has shown how organizational support for work-life balance yields 

flexible borders, smoothening transitions between roles and a positively perceived 

organizational culture. It extends theory to illustrate how such boundary-supportive 

practices affect rather than benefit only individuals in the shared workplace values 

and norms. 

• From Social Exchange Theory (Blau, 1964), the direct and indirect relationships of 

work-life balance with employee retention through mediating variables are fairly 

consistent. Owing to this theory, the relationship is reciprocal: ‘‘the employee 

actions are largely dependent on how much an organization has invested or is 

spending on their well-being that could include efforts made for promoting work-

life balance’’. The findings, therefore, draw an inference that work-life balance is 

a relational resource for augmenting such a psychological contract between the 

employee and the organization, reinforcing commitments for the long haul. 

• Further, the study provided theoretical confirmation for “Herzberg’s Two-Factor 

Theory” (Herzberg et al., 1959). Job satisfaction was found not only as an outcome 

of WLB but also as an important predictor of retaining its employees. This added 

WLB might serve as a contextual rationale for further strengthening intrinsic 

motivators like autonomy, achievement, and personal growth. Employees with 

higher satisfaction through a healthy work-life interface are likely to retain their 
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employment and, thus, consolidate the argument for satisfaction, a significant 

mediator in retention theories. 

• The findings of this research associate with the theoretical perspective proposed by 

Schein’s Organizational Culture Model (1985) in respect of culture as a shared 

system of assumptions, values and, over time, practices. Evidence for the impact of 

WLB on the organizational culture is a further indication that everyday HR 

practices shape and reinforce culture; one having a can’t-do-mentality for most 

organizations. Employees will interpret supportive and flexible work conditions as 

cultural norms, ways in which they build relationships with their work environment 

and their peers. The interpretation of this affects their decisions to remain in the 

organization, thus connecting cultural perceptions with retention outcomes. 

• Moreover, the conceptualization of job satisfaction and organizational culture as 

mediators advanced the application of Job Embeddedness Theory (Mitchell et al., 

2001) according to which employees tend to stay more in the organization due to 

the perceived fit, connectedness, and high perceived cost of leaving. This study 

establishes that work-family balance adds emotional (job satisfaction) and 

contextual (culture) anchors towards employee embeddedness at the same time. 

Together, these anchors reduce intentions to leave by building stronger emotional 

and organizational attachment. 

• The study, therefore, makes significant steps in theoretical advancement in human 

resource literature by confirming the importance of mediation models in explaining 

how the different organizational practices emanate in their effects on employee 

outcomes. Away from single-linear examination, this research offers an indirect 

pathway wherein work-life balance impacts retention through psychologizing tools 

which are truly complex, interrelated, organizational (culture), and hybrid because 

both psychological and organizational mechanisms are touched. In doing so, the 

multi-level approach gives a more robust model of understanding concerning the 

behavior of employees in contemporary work environments. 
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In consideration of the above, this study significantly contributes to theory by affirming 

existing ones across multiple domains while also establishing new relationships between 

constructs. With an empirical model into which individual, relational, and cultural 

variables are integrated, this study improves the theoretical ground work for future studies 

concerning WLB and its impact on organizational sustainability. 

 
5.4 Managerial Implications 

The empirical findings offer great implications for organizational leaders, human resource 

professionals, and policy decision-makers who find themselves looking for ways to boost 

employee well-being, satisfaction, culture fit, and retention collectively. The research 

showed findings based on evidence on how WLB would affect psychological (job 

satisfaction) and contextual (organizational culture) variables and their compounding 

effects on employee retention, thereby equipping managers with strategic insights for 

effective decision making in workplace design and maintaining employees in the 

organization. 

• Work-life balance was meant to strongly and consistently affect job satisfaction and 

organizational culture; thus, work-life integration should come to be regarded as a 

central strategic priority instead of overall peripheral benefits. Modern 

organizations are really fast-paced environments full of demands imposed on 

employees, with boundaries blurred between personal lives and work. Employees 

are unlikely to be continuously motivated and loyal when they hardly feel 

recognized and supported in their personal needs. Flexible work policy can contain 

hybrid work models, compressed workweeks, caregiver leave, mental health days, 

and remote infrastructure. A flexible working policy addresses where an 

employee’s real life needs are concerned and at the same time conveys to 

employees a kind of caring, trust, and “people-first” organizations. 
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• This means that, on the whole, work-life balance is emphasized in fostering positive 

organizational culture, which organizes the daily practices, the leadership tone, and 

the policies of the workplaces as pivotal parts in considering how employees view 

their work environment. Culture does not cause through mission statements, just 

like it is not caused by top down decrees; it is encouraged through behaviors and 

norms that are reinforced over time. Managers should support well-being, 

transparency, and inclusiveness culture. This could include recognizing work-life 

achievements through performance appraisals, personal milestones, and 

encouraging boundaries between work and non-work hours. Balanced behavior is 

to be role modeled as an integral part of leadership development, and obviously, 

this is to ensure that managers do not unintentionally encourage overwork or 

presenteeism. 

• On the direct and indirect benefits of WLB on employee retention, this instead calls 

for a strategy for retention in holistic terms against the backdrop of a fiercely 

competitive labor market in which good employees had a range of options. 

Retention strategies thus should extend beyond financial rewards to encompass 

career growth, psychological safety, autonomy, and organizational support 

systems. Studies indicate that neglecting the emotional and personal needs of 

employees within such an organization would have high attrition rates for them, 

especially on middle-career professionals or working parents, and or high potential 

employees who look for long-term alignment of personal and professional goals. 

• Another vital finding resulting from this is that job satisfaction acts as a 

psychological mediator between balance and retention. This requires investing in 

intrinsic motivators catered explicitly to modernization of positive emotions and 

engagement. Managers should ensure that employees find meaningful work, 

chances to make decisions, recognition, as well as well-delineated upskilling paths. 

Satisfaction surveys, one-on-one check-ins, and employee resource groups can be 

powerful tools for identifying and addressing factors that affect satisfaction at the 
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team or departmental level. Further, they help in keeping organizations attuned to 

changes in employee needs as these shift and allow responsive adjustments in 

policies and practices. 

• Mediating the role further reiterates that the culture of the organization calls for an 

internal dialogue and shared values going. Managers therefore should set up forums 

where employees can share their experiences, barriers, and suggestions with one 

another-challenges concerning work-life integration and workplace culture. 

Transparency and mutual trust would be further encouraged through town halls, 

internal newsletters, and anonymous feedback platforms. Such recognition of 

departments or managers would motivate a much broader reaching organizational 

buy-in. 

• Metrics and accountability are probably another important implication. Therefore, 

organizations would be required to put in place systems aimed at evaluating the 

implementation and impacts of work-life balance initiatives, not just symbolic. The 

HR departments should collect and process turnover, measures regarding 

satisfaction, absenteeism, mental health usage, and employee feedback to delve into 

the gaps between policy and practice. As cited, a key indicator of the effectiveness 

of such efforts may be high retention rates and the retention of high-performers. 

Moreover, exit interviews are helpful, for example, in identifying whether work-

life issues constitute an important turnover factor, thus leading to corrective actions. 

• Middle managers appear to have a central place in the change of organization values 

into employee experience. Most employees look at their immediate supervisors, 

who can either support or break any work-life balance policy. It remains necessary 

to train middle managers on empathetic leadership, how to run flexible teams, and 

coach for success in work-life balance. Also, managers’ performance evaluations 

should relate accountability to team morale, turnover rates, and employee well-

being. 
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• From a long-term perspective, the research substantiates the business case for 

integration of well-being and culture in talent management systems. Companies 

with a robust and supportive culture will be able to retain institutional knowledge, 

maintain performance over time, and attract top talent. WLB, job satisfaction, and 

cultural fit are all interrelated with productivity, innovation, and employee 

advocacy. A company that genuinely invests in these would reap benefits in terms 

of employer branding, cheaper cost of recruitment, and an agile and engaged 

workforce. 

• Further still, such findings take on even greater practical significance in the context 

of a work environment made newly fluid by the pandemic and normalization of 

remote and hybrid work. Organizations must then revisit and redesign their policies 

in ways that do not allow for inequalities, so that staff working in any location finds 

the same support, visibility, and inclusion in cultural practices. Digital platforms, 

virtual wellness programs, asynchronous collaboration tools, and revised 

performance metrics could all be leveraged to support belonging and convergence 

across different forms of work. 

• Lastly, such practical implications are even further accentuated in areas with very 

high rates of burnout or attrition, such as healthcare and education, IT, and customer 

service. In such settings, achieving work-life balance doesn’t remain an alluring 

preference, but is about sustainability. Therefore, managers and HR leaders shall 

inherently remain adaptable to continuously changing employee feedback, 

workload realities, and industry-specific challenges, in the development of 

frameworks aimed at promoting long-term health and engagement. 

 
In conclusion, heavy reliance of this study provides a very conclusive statement that WLB 

is at the very foundation of employee satisfaction, the basis of a positive organizational 

culture, and incumbent on employee retention. It is of paramount necessity that work-life 

considerations be viewed in any organization as strategic issues of leadership, policy, and 
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culture. Upon ingraining these concepts into the very grass roots of management in all 

organizations, these will not only meet the changing expectations of their workforce but 

also help make stronger, more resilient, and future-ready organizations in this competitive 

world. 

 
5.5 Recommendations 

From the findings and theoretical aspects established in this study, the following 

recommendations are warranted for leaders in organizations, HR specialists, and other 

decision-makers so that work-life balance can be improved, job satisfaction enhances, the 

organizational culture becomes positive, and employee retention can be increased. 

• Institutionalize Work-Life Balance Policies at Levels 
 

Every organization should create and implement a holistic work-life balance 

program designed according to the diverse needs of their workforce. This might 

include flexible Work Hours, Remote/Hybrid Work, Paid Family Leave, Child 

Care, and wellness programs. Such programs should not only be clearly spelled out 

in HR policies but should also be actively pushed and practiced in departments. 

Managers should be skilled in the manner of operating these policies and be as fair 

and non-discriminatory as possible when addressing employees’ requests. 

• Create Culture of Support and Psychological Safety 
 

Organizational culture has a mediating effect on the retention of employees. Thus, 

leadership should do proactive efforts to create and nurture an organizational 

culture that has empathy, respect, inclusiveness, and transparency. This can include 

involving employees in decision making, having open channels for 

communications, and from non-punitive environments where employees consider 

safe to voice challenges not necessarily work-life related but even outside it. 
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• Develop Managers into Role Models for Work-Life Integration 
 

Middle and frontline managers should be aware of the signs of burnout, how to 

develop a work-life needs approach, and how to manage workloads. Management 

development should include emotional intelligence, boundary management, and 

inclusive leadership concepts. Further, managers themselves should exemplify 

work-life balance and respect their team members’ timings outside the office. 

• Talent Metrics Align Flexibility Redefined Performance 
 

Organizations must change traditional performance evaluation methods that value 

hours of work over output. By re-formulating definitions of success in terms of 

results, impact, and quality of work, presenteeism can be reduced because culture 

will reinforce achievement without compromising individual well-being. It is 

especially important in hybrid and remote work environments, where visibility in 

the office setting fails to serve as an indicator for performance. 

• Integrate Work-Life Balance within Employer Branding 
 

Organizations hence should position their promise of work-life balance within their 

brand not only by including it on their recruitment strategy and onboarding 

programs but also through giving it a paradigm in their corporate branding. 

Employee testimonials might share what it really means to work in the organization, 

linking the organization even more in the labor market with employee-centric 

philosophy. 

• Regularly Conduct Job Satisfaction Assessments 
 

As a result of job satisfaction and, therefore, what retention directly observes as 

well as interferes the work-life and retention relationship, a continuous checks-and-

measures job satisfaction should be through employee satisfaction surveys, one-on-

one check-ins, and feedback sessions. With these assessments, insights will serve 
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as a guide to identifying problem areas or possible load redistribution and 

realignment of organizational practices with employee expectations. 

• Use Data for Driving Human Resource Decisions Organization 
 

They should then build systems that collect, analyze, and respond to absenteeism, 

turnover, job satisfaction, and application of policies as part of their database 

strategy. Patterns and trends inform HR as to what work-life initiatives were 

working and need improvements. The predictive analytics need to identify at risk 

employees and disengagement or policy adoption to intervene at early moments. 

• Customize Solutions Based on Employee Demographics 
 

Such differences should encourage organizations to take a more tailored approach 

in developing programs and policies. For instance, younger employees have a good 

chance of prioritizing flexible learning and more remote access, but working 

parents would appreciate such things as child care support and family leave. Such 

tailoring shows to employees perceived equity and justifies increasing the 

effectiveness of the policies. 

• Contribute to Retention by Holistic Employee Experience Design 
 

Retention should be considered to be the result of a holistic and consistently 

positive employee experience and not from individual interventions. The retention 

strategy should weave together enriching work, opportunities for growth, 

psychological safety, recognition, and alignment between personal and 

organizational values. Long-term retention results more if employees feel fulfilled 

emotionally, socially, and professionally. 
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• Evaluation and Review of Policies from Time to Time 
 

Time changes perceptions towards life and conditions around it in the workplace. 

The policies regarding work-life balance, job roles, and engagement with 

employees need to be reviewed from time to time so that it is kept topical and 

effective. Seeking feedback during performance reviews, exit interviews, and 

organizational audits is necessary to find out what works and what needs 

refinement. 

• Integrate Work-Life Support into Leadership KPIs. 
 

The organizations have to include the metrics of work-life balance and employee 

well-being into the managerial Key Performance Indicators (KPIs) in order to 

ensure accountability. Team engagement scores, turnover rates, or feedback on 

managerial support can be used as indicators of measurement in employee surveys. 

Connecting these results to appraisal outcomes will indicate that supporting work-

life balance is neither optional nor expected but rather a leadership expectation. 

• Encourage Peer Support Systems and Community Building 
 

The idea here is to develop informal support systems through peer mentoring, 

employee resource groups (ERGs), and communities of common interest; such as 

working parents, mental health allies, etc. These can provide emotional and 

practical support to individuals. These groups can provide safe spaces for 

employees to share their experiences, resource access, and advocacy for 

organizational changes, especially in larger or more hierarchical organizations. 

• Offer WLB Training for All Employees 
 

Ultimately, it’s important that employees are separately equipped to understand and 

use self-management to properly manage their boundaries and time. Workshops on 

stress management, planning time, digital detox, and prioritizing work can help 
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employees take responsibility for their work-life balance and helping them from 

burning out especially in demanding roles. 

• Promote Transparent Communication around Workload and Flexibility 
 

Most employees would shy away from using flexibility due to apprehension that 

they would be a subject of judgment and even have their careers derailed. 

Organizations should thus state clearly the purpose, process, and protections 

surrounding work-life policies and how they should use them. Leaders need to 

oppose putting people at disadvantage when they take advantage of such programs 

as reduced hours, flex-time, or wellness leaves. 

• Design Policies that are Inclusive and Equal 
 

Work-life balance programs have to be inclusive of all employee types, also field 

staff, shift workers, or part-time and contractual employees. The organization must 

provide flexibility to all employees instead of knowledge workers or top executives 

only. This would strengthen organizational fairness and uplift morale at all levels. 

• Customizing High-Turnover Function Retention Strategies 
 

Targeted interventions should be directed towards the most historically high-

attrition departments and roles such as customer service positions, sales positions, 

and early-career positions. Job rotation, supplemental career pathing, and structured 

mentoring could then accompany work-life flexibility, addressing the unique 

stressors of these positions to improve retention rates in critical but at risk segments. 

• Acknowledge and Reward Behavior That Promotes Balance 
 

Not only should organizations appreciate performance in outcomes, but also in 

behaviors contributing towards healthier environments among their teams. For 

instance, managers who would support the scheduling of flexible hours, push for 

time off, or even lead by example in maintaining boundaries would have to be 
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acknowledged and rewarded. This kind of culture reinforcement ensures well-being 

and productivity are not mutually exclusive. 

• Benchmark with Industry Best Practices 
 

Thus, organizations should conduct a continuous benchmark against the industry 

leaders in the fieldwork-life balance and retention practices. Participation in 

employer-of-choice rankings, well-being indices, and HR benchmarking surveys 

gives a good perception of the emerging trends through which the organization can 

develop its strategies to meet or exceed market standards. 

 
5.6 Conclusion 

This research provides a holistic and evidence-based understanding of how WLB can act 

in multiple strategic dimensions to influence important organizational outcomes such as 

job satisfaction, culture, and, finally, employee retention. Findings from this research 

solidly uphold the theoretical model and provide empirical evidence for both direct and 

indirect channels through which WLB influences retention via psychological responses and 

perceptions about the work environment. For example, employees reporting a healthy 

work-life interface show significantly greater satisfaction with jobs and more favorable 

impressions of the organizational culture, all of which strengthen commitment while 

decreasing the inclination to quit the organization. These findings emphasize the paradigm 

that employee retention is not just a transactional gain related to salary or benefits, but 

rather a complex psychological and emotional decision about how supported, respected, 

and well-balanced employees feel in their roles. 

This research has brought together various theoretical frameworks, including Role Theory, 

Social Exchange Theory and Job Embeddedness Theory, in order to better isolate the 

variable of employee behavior in the modern workplace. Rather, it argues that 

organizations accommodating the integration of professional and personal aspects do not 

merely reduce stress or boost morale; they take an active part in making the workforce 

more engaged, committed, and aligned culturally. Job satisfaction illuminated a mediating 
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role and indicates that there are intrinsic motivators and emotional fulfillment, whereas 

cultural mediation implies shared value systems and a supportive, inclusive environment. 

The twin avenues reveal that any WLB initiatives should be entrenched in both daily work 

practices and overarching value architecture of the organization. 

In this rapidly changing work context of remote work, generational diversity, high levels 

of burnout, and redefined employee expectations, such results become imperative for 

organizations that will go from competing for talent to competing for trust, loyalty, and 

long-term alignment to the organizational objectives. Well-designed work-life balance 

strategies, aligned with the leadership behaviors, communication norms, and HR practices, 

indicate the capacity to drive not just individual wellness but also organizational 

sustainability and competitive advantage. Thus, WLB should no longer be viewed as a 

“nice-to-have” HR initiative; rather, it has to be embedded as an organizational cornerstone 

for enhancing productivity, emotional resilience, and long-term retention of employees. 

The paradigm shift advocated by this research is that employee well-being is center-stage 

in organizational design and not off the periphery. Organizational offerings shape 

employee experiences, but the offerings must also be shaped through cultural embedding 

and leadership support. As part of future proofing their workforce and creating adaptive, 

high-performing teams, organizations will very much need to prioritize WLB as a strategic 

lever. Part of understanding practical insights for decision-makers interested in building 

healthier, more loyal, and more effective workplaces is to contribute to the existing 

academic body of knowledge. 

 
5.7 Summary 

The study indicates that WLB significantly affects job satisfaction, organizational culture, 

and employee retention. Findings discussions noted that if organizations were to truly 

promote employees’ balancing acts between personal and business responsibilities, the 

results would positively influence levels of job satisfaction and foster an enhanced 

organizational culture towards a positive retention environment. Strongest relationship 

establishing WLB with job satisfaction, followed by WLB on organizational culture and 
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direct retention. Mediation analysis revealed that job satisfaction and organizational culture 

act as partial mediators, which could have allowed one to understand how WLB relates to 

employee outcomes in a deeper manner. The theoretical implications were extended to a 

variety of well-known theories like “Role Theory, Social Exchange Theory, Work-Family 

Border Theory, Herzberg’s Two-Factor Theory, Schein’s Organizational Culture Model, 

and Job Embeddedness Theory”. 

Added to the body of theoretical knowledge by showing that WLB is an important 

psychological and organizational construct that not only helps in reducing role conflicts 

but enhances emotional attachment, perceived fit with the organization, and commitment 

to the organization by employees. Study highlights that organizations must make WLB a 

strategic priority. Managers and HR practitioners should adopt policies to promote WLB 

into their organizational culture, support flexible working arrangements, invest in well-

being, and align leadership style in a way that encourages WLB. Modeling and reinforcing 

a WLB by the middle management is crucial to the success of the implementation, therefore 

they should particularly focus on this. Organizational culture must be empathetic, 

psychologically safe, and inclusive for any of these efforts to really work. These particular 

recommendations call for concrete steps, including flexible work policies; training 

managers in leadership with empathy; measuring and monitoring work-life balance 

initiatives; and integrating employee feedback mechanisms. Additionally, the 

organizations ought to keep re-evaluating the policies with the aim of keeping them ever 

relevant for the changing needs of a diverse and dynamic workforce. 
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APPENDIX I 

SURVEY COVER LETTER 

 
Dear Participant, 

 
My name is Surendra Singh Rana and I am a Doctor of Business Administration student at 

Swiss School of Business and Management. I am conducting a study on “Work-Life 

Balance and Its Impact on Employee Retention in the Indian Manufacturing Industry: 

Assessing the Mediating Role of Job Satisfaction and Organizational Culture” as part of 

my thesis requirements. I am reaching out to invite you to participate in this research by 

completing a survey designed to gather insights on this topic. 

The purpose of this study is to investigate the impact of work life balance on employee 

retention across Indian manufacturing organizations. Your responses will be valuable in 

identifying trends and patterns that can contribute to advancements in this field of study. 

The survey will take approximately 10-15 minutes to complete. 

Please be assured that your responses will remain confidential and anonymous. Data 

gathered in this study will only be used for educational purposes; no identifiable 

information will be revealed. Your feedback will aid in the advancement of work life 

balance practices geared toward committed workforce with a positive work environment. 

While there are no direct benefits for participating, your insights will contribute to a 

broader understanding of the relationships between work life balance, job satisfaction, 

organizational culture and employee retention which may support future improvements and 

research in this field. Thank you very much for considering this request. 

Sincerely, 

Surendra Singh Rana 
 

Doctor of Business Administration 
 

Swiss School of Business and Management Geneva 
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APPENDIX B 

QUESTIONNAIRE 

This survey is part of an academic study aimed at understanding how work-life balance 

influences employee retention in Indian manufacturing organizations. Your participation 

will help us gain valuable insights into organizational practices and employee experience. 

The questionnaire consists of five sections. Please read each statement carefully. Your 

responses will remain confidential and will be used exclusively for academic purposes. 

There are no right or wrong answers; please respond honestly based on your experience. 

 
Section A - Demographic Details 

Please tick (√) against your response. 
 
 

1. Name………………………………………………… 

 
2. E-mail ID (Optional)………………….… 

 
 

3. Age 

• In between 21 – 30 years 

• In between 31 – 40 years 

• In between 41 – 50 years 

• In between 51 – 60 years 

• Above 60 Years 
 
 

4. Annual Income 

• Below 5 Lakh 

• 5-10 Lakh 

• 11-15 Lakh 

• 16-20 Lakh 

• Above 20 Lakh 
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5. Gender 

• Male 

• Female 
 
 

6. Your Level of Education 

• Undergraduate 

• Graduate 

• Post Graduate 

• Others Please specify …………………………………… 
 
 

7. Work experience 

• Less than 5 years 

• 6-10 years 

• 11-15 years 

• 16-20 years 

• Above 20 years 
 
 

8. Marital Status 

• Single 

• Married 
 
 

9. Current Position/Designation 

• Junior Level 

• Middle Level 

• Senior Level 
 
 

10. Geographical Region 

• East 
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• West 

• North 

• South 

• Central 
 
 

Section B – Work Life Balance 

DIRECTION: The following set of statement relates to your opinion about your work 

life balance in the present organization. Please give your response to show the extent in 

agreement/ disagreement with the statements by circling a number. Once again, circling 

a 5 means that you strongly agree with the statement, and circling a 1 means that you 

strongly disagree with the statement. You may circle any of the numbers in the middle 

that show how strong your opinions are. 

 

 
W1 

I can satisfy my own needs and the 

needs of the important people in my 

life 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

 

 
W2 

I can manage my roles related to 

family and professional life in a 

balanced manner 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

 

 
W3 

I can make enough time for myself by 

preserving the balance between my 

professional life and family life 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

 
W4 

I feel loyalty to my roles both in my 

professional life and my family 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

 
W5 

I manage my professional and family 

life in a controlled manner 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

 

 
W6 

I am successful at creating a balance 

between my multiple life roles 

(employee/spouse/mother, etc.) 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 
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W7 

I can deal with the situations that 

occur due to the conflict between my 

roles  that  are  specific  to  my 

professional and family 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

 
W8 

I am equally content with my roles in 

my family and professional life 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

 
Section C – Employees’ Job Satisfaction 

DIRECTION: The following set of statement relates to your job satisfaction in the 

present organization. Please give your response to show the extent in agreement/ 

disagreement with the statements by circling a number. Once again, circling a 5 means 

that you strongly agree with the statement, and circling a 1 means that you strongly 

disagree with the statement. You may circle any of the numbers in the middle that show 

how strong your opinions are. 

J1 I receive recognition for a job well 

done 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

J2 I feel close to the people at work SD 

1 
 

2 
 

3 
 

4 

SA 

5 

J3 I feel good about working at this 

company 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

J4 I feel secure about my job SD 

1 
 

2 
 

3 
 

4 

SA 

5 

J5 I believe management is concerned 

about me 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

J6 On the whole, I believe work is good 

for my physical health 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

J7 My wages are good SD 

1 
 

2 
 

3 
 

4 

SA 

5 
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J8 All my talents and skills are used at 

work 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

J9 I get along with my supervisors feel 

good about my job 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

J10 I receive appreciation for my tasks 

performed. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

 
SECTION D- Organizational Culture 

DIRECTION: The following set of statement relates to your organizational culture in 

the present organization. Please give your response to show the extent in agreement/ 

disagreement with the statements by circling a number. Once again, circling a 5 means 

that you strongly agree with the statement, and circling a 1 means that you strongly 

disagree with the statement. You may circle any of the numbers in the middle that show 

how strong your opinions are. 

O1 The organization is employee-focused. SD 

1 
 

2 
 

3 
 

4 

SA 

5 

O2 The organization supports, empowers, 

and rewards its employees. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

O3 The organization practices the motto: 

“Treat others as I wish to be treated.” 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

O4 The organization prioritizes employee 

retention. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

O5 The organization consistently 

reinforces a strong company culture. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

O6 Training  and  development  are  key 

priorities within the organization. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

O7 The organization treats mistakes as 

opportunities to learn and grow. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 
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O8 The organization encourages 

entrepreneurial spirit among 

managers. 

an 

its 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

O9 The  organization  embraces  cultural 

diversity. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

O10 The organization encourages 

employees to exceed expectations. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

O11 The organization offers ample 

opportunities for relocation and career 

mobility. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

O12 There is a strong entrepreneurial spirit 

among managers. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

 
SECTION E- Employee Retention 

DIRECTION: The following set of statement relates to your perception about employee 

retention in the present organization. Please give your response to show the extent in 

agreement/ disagreement with the statements by circling a number. Once again, circling 

a 5 means that you strongly agree with the statement, and circling a 1 means that you 

strongly disagree with the statement. You may circle any of the numbers in the middle 

that show how strong your opinions are. 

E1 The organization offers competitive 

salary and benefits to retain employees. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

E2 The organization provides clear career 

growth opportunities to encourage 

retention. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

E3 The organization recognizes and 

rewards long-term employee 

commitment. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 
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E4 The organization ensures job security 

to retain talented employees. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

E5 The organization offers flexible work 

arrangements to improve retention. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

E6 The organization provides regular 

feedback and performance appraisals to 

support retention. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

E7 The organization invests in employee 

well-being programs to reduce 

turnover. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

E8 The organization maintains a positive 

work environment that encourages 

employees to stay. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

E9 The organization offers learning and 

development opportunities to retain 

employees. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

E10 The organization provides clear 

succession planning to retain high- 

potential employees. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

E11 The organization addresses employee 

concerns promptly to prevent attrition. 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

E12 The organization creates 

engagement initiatives to 

employees. 

strong 

retain 

SD 

1 
 

2 
 

3 
 

4 

SA 

5 

 
Any suggestions  

 
 

Thanks for your time! 
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