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ABSTRACT Purpose - The main objective of the present study was to know the impact of work life balance on em-
ployment turnover intentions with mediating effect of work exhaustion and organizational commitment. 

Design/Methodology/Approach - The inputs to the analysis were the information collected from the field by adminis-
tering fully structure close-ended questionnaire. The respondents were identified through judgmental and convenient 
techniques of sampling. These questionnaires were then distributed to the employees in the office. The questionnaires 
were employed through direct interviews. The questionnaire consisted of various questions with regard to the demo-
graphic profile of the respondents, their perception towards work life balance, organizational commitment, work ex-
haustion and turnover intentions.

Findings - It was found that there is negative correlation between work life balance and organizational commitment. 
The relationship between work life balance and work exhaustion was found positively correlated. It was observed that 
there was negative correlation between organizational commitment and employee turnover intentions. The relationship 
between work exhaustion and turnover intentions was found positively correlated. When there is high work exhaustion 
there is high level of turnover intentions, and when there is low work exhaustion there is low level of turnover inten-
tions. It was also found that gender has no impact on work life balance. Overall it was found that work life balance is 
moderate in the printing industry.

Work-Life Balance is an area of concern for organiza-
tions and individuals alike. Work‐ life balance is essential 
to combat stress, ensuring both individual and company 
success. The stress associated with unbalanced lifestyles 
is costly; it damages productivity and increases individ-
ual health risks. Rosemary Crompton and Clare Lyonette 
(2006), through their study resulted that there are num-
ber of factors having an impact on work-life conflict par-
ticularly in particular on the effects of working hours, sex, 
the presence or absence of children, social class, age and 
the domestic division of labor, as well as the country ef-
fect. Deepak Chawla and Neena Sondhi (2011), resulted 
through their research that in BPO if an individual be-
lieves that she is overburdened in her job and is not able 
to manage her other roles there is bound to be discom-
fort and will lead to a sense of disquiet and lead to a re-
duced Work-life balance. And teachers believe that with 
increase in job autonomy and organizational commitment, 
the Work- Life Balance increases. V. Chandra (2012), study 
resulted that WLB practices and family-friendly policies 
are distinctly different between western and eastern coun-
tries. Amanda et al., (2012) in their research undertook a 
theoretical framework for understanding work-life bal-
ance among men. Through study they came to know that 
achieving a sense of work-life balance is both physically 
and psychologically necessary to promote life satisfaction, 
Wellness, and occupational success (Fenwick & Tausig, 
2001). Sarooj Noor, Nazia Maad (2008) in his study wanted 
to present the real meaning of information concerning to 
turnover intentions, work life conflicts, and stress expe-
rienced by marketing executives in Pakistan. The results 
suggest that of work life conflict and stress have a signifi-
cant positive relationship with turnover intentions, so dif-
ferent policies, practices and strategies will be needed to 
reduce work–life conflict. Manju et.al (2007), in their study 
examined the antecedents of turnover intention among 
information technology road warriors. This study provides 

empirical evidence for the effects of work-family conflict, 
perceived work overload, fairness of rewards, and job au-
tonomy on organizational commitment and work exhaus-
tion for road warriors. The results suggest that work-family 
conflict is a key source of stress among IT road warriors 
because they have to juggle family and job duties as they 
work at distant client sites during the week. 

Study Hypothesis:
H1: There is significant relationship between work life bal-

ance and organization commitment
H3: There is significant relationship between organization 

commitment and employee turnover intentions
H4: There is significant relationship between work exhaus-

tion and employee turnover intentions.
H5: There is no significant impact of gender on work life 

balance.
 
Method
This study was conducted in the printing industry. The 
main target respondents were middle level and the shop 
floor workers in the company. The main aim was to know 
the work life balance between these employees. The work 
life policies adopted by the company was not that effec-
tive, therefore this study was made to improve work life 
policies of the employees and reduce turnover intentions.

Purpose
1. To study the impact of work life balance on employee 

turnover intentions with the mediating effect of work 
exhaustion and organizational commitment.

2. To analyze the impact of work life conflict on organiza-
tional commitment and work exhaustion.

3. To analyze the impact of organizational commitment 
and work exhaustion on Employee turnover Intentions.



190  X INDIAN JOURNAL OF APPLIED RESEARCH

Volume : 5 | Issue : 9  | September 2015 | ISSN - 2249-555XReseaRch PaPeR

Data Collection 
The first step portrays how the data is collected. It explains 
whether the data collected is through primary or second-
ary source. This stage commences only after a research 
problem has been defined and research design is identi-
fied. The present study follows an exploratory design. Pri-
mary data contributed major inputs to the study. Primary 
data are those which are collected for the first time or 
which are original in nature. The primary data for this study 
has been collected through structured questionnaires. 

Questionnaire Design and Data Collection: A structured 
close-ended questionnaire was used in this research. The 
questionnaire comprised of questions on demographic 
profile and on exploring impact of work life balance on 
turnover intentions. The attitude of the employees towards 
certain motivational factors was explored by the range of 
agreement or disagreement on a five point scale. Minor 
changes were made according to the feedback of the re-
spondents and observation of researchers. The question-
naires were employed through direct interviews as well as 
trough references. 

Sample Identification: The respondents were contacted 
through convenient and judgmental sampling techniques. 
At the time of identifying sample, extreme care was tak-
en to get a logical representation of various elements of 
demographic profile. The prospective respondents were 
contacted in their offices. The information was collected 
through drop-in and pick-back method. 

Analysis of Data 
For the purpose of analyzing the collected data through 
the questionnaires, various techniques such as arithmetic 
mean, percentages, likert scale and frequencies were used 
in this study. 

Interpretation of Data 
The data presented will be interpreted in a logical manner. 
Data interpretation can be defined as applying statistical 
measures to analyze specific facts from a research. Hypoth-
esis was set and data was interpreted through statistical 
measures such as correlation and chi square test.

Correlation:
Hypothesis 1: There is no significant relationship be-
tween work life balance and organization commitment
Correlations

Mean-
WLB MeanOC

Spear-
man’s 
rho

MeanWLB

Correlation Coef-
ficient 1.000 -.162

Sig. (2-tailed) . .108
N 100 100

MeanOC

Correlation Coef-
ficient -.162 1.000

Sig. (2-tailed) .108 .
N 100 100

From the above table we can see that the p value greater 
than .05, hence there is no statistical significant relation-
ship between work life balance and organizational commit-
ment. But as the ‘r’ value is negative there is some chance 
of having relationship between them.

From the above table we can see that there is negative 
correlation between work life balance and organizational 
commitment.

Work family conflict affects work life balance. When there 
is high work life conflict, there is low organizational com-

mitment. And when there is low work life conflict there is 
high organization commitment. 

Hypothesis 2: There is no significant relationship be-
tween organization commitment and employee turnover 
intentions
Correlations

MeanTI MeanOC

Spear-
man’s rho

MeanTI

Correlation Coef-
ficient 1.000 -.190

Sig. (2-tailed) . .058
N 100 100

MeanOC

Correlation Coef-
ficient -.190 1.000

Sig. (2-tailed) .058 .
N 100 100

 
From the above table we can see that the p value greater 
than .05, hence there is no statistical significant relation-
ship between organizational commitment and turnover 
intentions. But as the ‘r’ value is negative there is some 
chance of having relationship between them.

From the above table we can see that there is negative 
correlation between organizational commitment and em-
ployee turnover intentions.

When there is high organizational commitment, there is 
low turnover intentions. And when there is low organiza-
tional commitment there is high turnover intentions. Hence 
the relationship is negatively correlated.

Hypothesis 3: There is no significant relationship be-
tween work exhaustion and employee turnover inten-
tions.
Correlations

Mean-
WE MeanTI

Spearman’s 
rho

Mean-
WE

Correlation Coef-
ficient 1.000 .354**

Sig. (2-tailed) . .000
N 100 100

MeanTI

Correlation Coef-
ficient .354** 1.000

Sig. (2-tailed) .000 .
N 100 100

**. Correlation is significant at the 0.01 level (2-tailed).
As the significance value is less than .05, we reject null 
hypothesis and accept alternative hypothesis. From the 
above table we can see that the relationship between work 
exhaustion and turnover intentions is positively correlated. 

When there is high work exhaustion there is high level of 
turnover intentions, and when there is low work exhaustion 
there is low level of turnover intentions.

Results
The summary of findings is presented based on the de-
tailed analysis and interpretation of the data. It was found 
that there is negative correlation between work life bal-
ance and organizational commitment. The relationship be-
tween work life balance and work exhaustion was found 
positively correlated. When there is high work life conflict 
there is high work exhaustion, and when there is low work 
life conflict there is low work exhaustion. It was found that 
there was negative correlation between organizational 
commitment and employee turnover intentions. When 
there is high organizational commitment, there is low 
turnover intentions. And when there is low organizational 
commitment there is high turnover intentions. Hence the 
relationship is negatively correlated. The relationship be-
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tween work exhaustion and turnover intentions was found 
positively correlated. When there is high work exhaustion 
there is high level of turnover intentions, and when there 
is low work exhaustion there is low level of turnover inten-
tions. It was also found that gender has no impact on work 
life balance. Overall it was found that work life balance is 
moderate in the printing industry.

Conclusion
The reason behind choosing this topic was to study the 
impact of work life balance on employee turnover inten-
tions. Factors such as organizational commitment and work 
exhaustion acted as the mediating effect. From the study 
it can be concluded that work life balance in the printing 
industry is moderate and there are few who would quit the 
job due to exhaustion.

Therefore organization should adopt good work life poli-
cies to improve work life among employees.
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