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These days, firms have a major difficulty in retaining competent labor, especially in Sri Lanka's textile sector. The challenges and costs associated with finding a replacement are even more problematic than the loss of an important team member. Therefore, it's essential to closely monitor the developing labor shortage in the apparel industry and any potential repercussions. It should thus come as no surprise that employee retention is one of the most significant issues that human resource managers are now dealing with. More accurately, the problem becomes worse when the employee finds it difficult to reconcile work and family obligations. In these situations, the majority of employees choose to leave the firm because they feel their supervisors won't talk to them, address their problems, or express any gratitude for their thoughts, feelings, or enthusiasm. 
"The Impact of Work Life Balance on Employee Retention in the Sri Lankan Apparel Industry" is the study's stated goal. The dearth of publications on this subject further motivated the researcher to investigate it. That being stated, the study used a quantitative research methodology and standardized questionnaires using a 5-point Likert scale ranging from "strongly disagree" to "strongly agree" in order to gather data. Having a sample of 85 workers and a target population of 110. IBM SPPS (Version 29) was really used to analyze the data, both univariate and bivariate. 
The study's findings also indicated a positive relationship between WLB and employee retention. With a significant value of 0.00 for each variable, the correlation and regression analysis demonstrated a strong positive relationship between employee retention and the WLB characteristics included in this study. WLB is thus essential for keeping workers. This is the outcome of the study's efforts to close the gap between theory and reality about Sri Lanka's apparel industry. This clearly shows that one of the smart strategies that, when used, may increase production and happiness while reducing workplace stress and increasing employee retention is creating a work-life balance. 
Keywords: Work Life Balance, Employee Retention, Work Flexibility, Job Stress and Organisational Support  
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ER – Employee Retention 
JS – Job Stress 
OS – Organisational Support 
WF – Work Flexibility 
WLB – Work Life Balance 
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1.0 [bookmark: _Toc76798071][bookmark: _Toc165019794]Chapter 1 - Introduction
1.1 [bookmark: _Toc165019795]Project Rationale 
A research study has been proposed to evaluate the effect of work-life balance on employee retention with reference to the themes of equality and diversity (Hasan and Teng, 2017). Until the early 21st century, WLB was seen as less complex and received less attention (Singh and Dubey, 2016). Employers benefit because it tends to improve employee outcomes including commitment, engagement, and talent retention while lowering employee turnover intentions (Choi, 2019). Workers in Sri Lanka's garment industry, which is among the biggest, find it difficult to reconcile their home and work life (Thompson, 2015). The modern workforce is demanding, with higher rates of female labour market participation, particularly in the apparel sector, a young workforce with generation Y working longer hours (inflexibility), work intensification, and irregular hours (Das and Khushwah, 2017). As a result, clothing companies are having trouble keeping their workforces. Additionally, it seeks to pinpoint organisational elements that are essential for workers to preserve job security and improve work-life balance (Ahmed, 2018; Thomas, 2004). The author has found that, in particular, organisational support, job satisfaction, work flexibility, and work stress are key factors that have led to WLB and ER. To build a good balance in WLB and hypotheses that significantly affect the study topic, they will be tested (Gothard & Austin, 2013: Shagvaliyeva and Yazdaniford, 2016). 
1.2 [bookmark: _Toc165019796]Project Significance 
The administration of organisations, business, government, and society as a whole would greatly benefit from this research (Amir et al., 2016). This will inform clothing companies' management about how to implement or modify rules that foster a welcoming work environment in order to manage employees' retention intentions (Aledeiant and Alrifou, 2017; Garg and Yajurvedi, 2010). Additionally, this research helps management comprehend WLB's position and implement corrective actions to enhance WLB's ability to retain employees. It seems that this research will assist the investigator in acquiring more knowledge and comprehension of Sri Lanka's clothes sector, enabling them to ascertain what components must be included to explain the elevated retention rates in clothing enterprises (Ghazali et al., 2018: Mano, 2004). The government and society as a whole will also gain from this (Nall et al., 2010). Through its assigned agencies, the government will have strong incentives to support WLB policies and labour law regulations (Oyomo, 2017). In the end, this research will benefit the academic community by providing students and lecturers with a greater knowledge of WLB and staff retention (Gupta, 2014).

According to Darcey et al. (2011), WLB strategies are popular nowadays and have been emphasized as significant by many academics since they have the ability to help both firms and workers. Employers benefit because it lowers employee turnover intentions while also increasing employee outcomes including motivation, engagement, and talent retention (White et al., 2003). On the other hand, employees have more life satisfaction and general well-being while experiencing less conflict at work and at home (Hashim et al., 2016).
Kar and Misra (2013) state that firms are using a range of strategies, including policies, programs, and incentives, to help create a better work-life balance in order to keep productive employees (Amir et al., 2016). According to Aamir, Hamid, and Akhtar (2016), a range of needs may be met via flextime, eldercare efforts, support programs, on-site training and seminars, parental or maternity benefits, and other work-life initiatives. If they don't, they either begin to produce less and less or leave the organization, which reduces the retention rate (Rajapaskhe, 2018). As Hashim et al. (2016) point out, retaining the greatest professional talent is crucial for all firms because it keeps people in their areas of expertise, saves money on recruiting, training, and replacing new personnel, and fosters a culture where achievement is acknowledged (Das and Khushwah, 2017). 
Businesses that attempt to fund T&D programs, beneficiary reward schemes, and staff engagement opportunities would boost output and happiness in the garment sector, claim Khan and Aleem (2014) and Biason (2017), citing previous research. Because happy and productive workers need high levels of employee satisfaction. Therefore, those that are especially committed to their company and stick with it even in the worst-case scenario make for happy workers (Rajathi and Pavithra, 2018).








1.3 [bookmark: _Toc76798073][bookmark: _Toc165019797]Problem Statement
The garment sector is one of the biggest in Sri Lanka, according to Dishanayaka et al. (2013) and Sewwandi and Perere (2016). However, since Sri Lankan apparel firms don't have work-life balance rules, workers find it difficult to reconcile their personal and professional lives. They so struggle to retain their workforces.Because of the high rate of employee turnover that is increasing as a result of a lack of WLB practices, managers in Sri Lankan apparel companies are increasingly concerned about the challenge of employee retention (Wickremesainghe, 2012; Sri Lanka Export Development Board, 2019). Furthermore, gender discrepancies or discrimination brought about by the garment industry's employment of more women than males have reduced employee retention rates due to high levels of work dissatisfaction (Amritha et al., 2017: Saeed and Farooqi, 2004).  Actually, the industry average for staff turnover is lower than that of the SL clothing company, with an average of 60% per year (Garg & Yajurvedi, 2016; Schutt, 2006). 
Therefore, the main goal of this study is to learn more about work-life balance and if the work-life rules that Sri Lankan apparel firms now have in place are effective in increasing employee retention intentions. higher than the industry average of annual (Garg & Yajurvedi, 2016; Schutt, 2006).
1.4 [bookmark: _Toc76798074][bookmark: _Toc165019798]Theoretical Research Gap
[bookmark: _Toc76798075]The literature and research on the correlation between work-life balance (WLB) and employee retention intentions in the Sri Lankan textile sector are few, in contrast to the wealth of information (journal articles) about the notions of WLB and its effects on retention intentions.Because of this, the author is looking into this study subject to learn more about Sri Lankan textile companies and to determine what parts of WLB have an influence on staff retention (Ayasri and Babu, 2009).
1.5 [bookmark: _Toc165019799]Research Aim
Finding out how work-life balance influences lower, medium, and high management levels of the Sri Lankan apparel industry's intends to retain people is the main objective of this research. To accomplish that main objective, the following objectives have been determined: 




1.6 [bookmark: _Toc76798076][bookmark: _Toc165019800]Research Objectives
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1.7 [bookmark: _Toc73709571][bookmark: _Toc165019801]Research Question
The main research question this study attempts to answer is how work-life balance affects employee retention. 
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1.8 [bookmark: _Toc165019802]Chapter Outline
The following is an overview of how the next chapters will be presented.
Table 1 Chapter Outline, Source: Author Developed (2024)
	Chapter 1 – Introduction

	To determine the degree to which WLB effects ER, this chapter outlines the study subject, aims, objectives, and research question.

	Chapter 2 – Literature Review

	Using a variety of literary works from the past, this chapter critically evaluates notions and concepts related to work-life balance (WLB), workplace flexibility, job stress, job satisfaction, organizational support, and employee retention. It also highlights how significant these concepts are.

	Chapter 3 – Methodology

	This chapter assesses how well the methodology, strategy, sample, data collection tool, and data analysis procedures of the research project were used to critically portray the study's execution process. This chapter also discusses the research project's ethical concerns and the limitations of the recommended methodology.

	Chapter 4 – Findings and Analysis

	The main research results are described in this chapter. With the use of SPSS and a sample of descriptive, regression, and correlation statistical analysis, the results will be presented. A comparison and contrast of the results from the primary and secondary investigations will also be included in this chapter. Each query is also posed and answered, with a focus on its rationale and relationship to the literature study. 

	Chapter 5 – Conclusions and Recommendations

	By integrating the primary findings with the literature, this chapter illustrates how to understand and apply the research problem. To appropriately illustrate how WLB impacts employee retention, pertinent recommendations are also provided. 










2.0 [bookmark: _Toc155652649][bookmark: _Toc156940944][bookmark: _Toc76798083][bookmark: _Toc165019803]Chapter 2 - Literature Review
2.1 [bookmark: _Toc155652650][bookmark: _Toc156940945][bookmark: _Toc159628190][bookmark: _Toc165019804]Chapter Introduction
A literature review demonstrates a researcher's familiarity with the literature via the critical examination and methodical assessment of existing information pertinent to a research subject. This chapter's objectives are to provide a review of the literature based on earlier investigations and studies that offer insights into the areas of focus for other researchers on this subject (Sewaandi and Perere, 2016). It will also have a theoretical framework that illustrates the connection between the ideas of WLB and ER and emphasises the significance of ultimately determining whether or not there is a meaningful link with the help of secondary research. 
2.2 [bookmark: _Toc155652651][bookmark: _Toc156940946][bookmark: _Toc159628191][bookmark: _Toc165019805]Overview of Work Life Balance
Prior to establishing work-life balance, it is necessary to define "work" and "life" for the purposes of this research using accepted standards (Hasan and Teng, 2017). Above all, "life" is interpreted to include activities that occur outside of the workplace, while "work" is unambiguously defined as employment that is compensated (Singh and Dubey, 2016). WLB is defined by Shah (2014) as "achieving satisfying experiences in all the life domains and to do so requires personal resources be well distributed across domains, including energy, time, and commitment." Living according to an idealistic standard of life is not part of the WLB concept. It instead relates to the belief that the worker has achieved a realistic and personally gratifying balance between their three main areas of life: work, family, and leisure. According to Dissanayaka and Ali (2013) and Shockley, Smith, and Knudsen (2017), WLB, in its widest sense, is the merging of responsibilities in one's personal and professional life. 
Inter-role conflict is also experienced by employees who find it difficult to strike a good balance between their personal and work lives (Amarathunge, 2016). According to Amram (2004), the WLB literature describes this conflict as either the direct outcome of expectations that are incompatible with an individual's work and personal duties or as the interference of work and personal responsibilities that causes stress or other issues for the person. However, as per Amritha et al. (2017), WLB approaches provide workers more freedom in managing and integrating their personal and professional life. 
Businesses can support work-life balance (WLB) among their workforce by implementing HR strategies that support flexible time management, such as work-flex time, annual hours, and compressed weeks; give workers spatial flexibility, like teleworking or videoconferences; save time by implementing time-saving techniques, like part-time work and shared work; provide work leave, like maternity and paternity leave beyond the legal minimum; and offer employee assistance and counselling programmes (Aryasiri and Babu, 2009). Even yet, studies have shown a number of drawbacks to WLB approaches, including increased effort demands on colleagues and coordination issues (Asaoorian and Kantarelis, 2005). 
Moreover, according Bajpal et al. (2013), a worker's decision to stay with the firm or leave is directly impacted by their WLB post. Presently, WLB is becoming more challenging for both companies and employees, with WLB typically being associated with this challenge (Baltes, 1999). According to Shagvaliyeva and Yazdaniford's (2014) compensation theory, workers try to make up for their loss of enjoyment in one area by trying to find more pleasure in another (Barren, 2019). Several academics have proposed this concept.  The "spill-over hypothesis," which suggests that any thoughts, emotions, attitudes, and behaviours acquired in one domain may "spil over" into another, is mentioned by some (Brill, 1990, for example).
2.3 [bookmark: _Toc155652652][bookmark: _Toc156940947][bookmark: _Toc159628192][bookmark: _Toc165019806]Significance of Work Life Balance
The goal of work-life balance is to create and preserve a happy, healthy work environment that helps individuals balance their obligations to their families and their jobs. As a consequence, worker loyalty and productivity will increase (Chemirmir et al., 2017). Work-life balance has been problematic these days due to the drastic changes in workplace cultures, particularly in the clothing sector (Choi, 2019). 
Employees in the apparel sector fight a great battle to reconcile their personal and work life. However, according to Covey's Win-Win Theory (1989), raising employee WLB helps boost morale and helps organisations retain and hire better grade staff. Businesses are becoming more aware of how critical it is to assist their employees in finding this balance, particularly given that the majority of them find it difficult to manage their personal and professional lives (Crompton and Lyonette, 2005). Many professionals today are juggling an increase in their personal responsibilities, including volunteering, caring for young people and the elderly, and fulfilling family commitments (Dalton and Mesch, 2015). This occurs at the same time that their employment responsibilities expand, creating a conflict between personal and professional commitments and increasing stress levels (Daniel, 2011).
Improved general wellness and life satisfaction as well as a reduction in work-family conflict are two benefits of work-life balance for employees (Das and Kushwah, 2017). However, there is a lack of information about the accessibility of WLB practices and how workers see them, which may have an impact on a variety of behavioural outcomes, such as employees using or adopting these practices. Workers' knowledge of WLB techniques' availability inside their companies varies. Employers, however, benefit since reduced staff turnover intentions and improved employee outcomes, such as commitment, engagement, and talent retention, may improve organisational performance (Dissanayake and Ali, 2013).
2.4 [bookmark: _Toc155652653][bookmark: _Toc156940948][bookmark: _Toc159628193][bookmark: _Toc165019807]Overview of Employee Retention
Thilakasiri (2010) defined employee retention as the practice of inspiring workers to stay with the company for a prolonged amount of time. Ferugson (2007) defines it as an organization's ability to retain its personnel, to put it another way. This is a significant challenge for organisations in the present business climate due to a shortage of skilled and competent individuals. Businesses, especially those in the apparel industry, have a significant problem with employee turnover, which is why efforts are made to retain employees (Ghazali et al., 2018). Treating existing employees well tends to keep them with the firm longer, especially considering the high cost of acquiring a new one (Garg & Yajurvedi, 2016). Considering that retention is essential to the growth and stability of an organisation. Since organisations mostly depend on their human resources to thrive, they must develop strategies that are likely to attract and retain the present workforce (Singh and Dubey, 2016).

First off, a previous research conducted in 2013 by Gothard and Austin explores the hypothesis that motivated employees see their employers more favourably and stay with them for longer. Employee motivation and satisfaction are greatly influenced by incentives, both internal and external. When employees are content in their roles, they are highly devoted to the business (Hart, 2018). Then, Gupta (2014) demonstrates how career development programmes and succession planning initiatives help staff members gain in-depth knowledge and abilities on a personal and professional level, which has a direct impact on their decision to remain with the firm or depart (Garg & Yajurvedi, 2016).

Because stable businesses often have established communication procedures that allow them to efficiently manage internal operations and meet the requirements and wants of their employees (Hasaanain, 2014). Ultimately, leadership has a major role in worker retention. Employees' behaviour at work is formed because various leaders have varied leadership philosophies depending on their skill sets. This inspires, encourages, and pushes them to put in more effort and improve their intentions to stay. To summarise, Aamir, Hamid, and Akhtar (2016) demonstrate that while turnover isn't a given, it may pose a costly and disruptive problem for several contemporary businesses. Therefore, from a practical perspective, having the greatest professional talent on staff is often crucial since it enables firms to save a significant amount of money on expenditures like recruiting and choosing staff members, training and development, and other costs (Hasan and Teng, 2017).

2.5 [bookmark: _Toc155652654][bookmark: _Toc156940949][bookmark: _Toc159628194][bookmark: _Toc165019808]Impact of Work Life Balance on Employee Retention
Relationships benefit from having a healthy work-life balance, and it may also promote productivity, which raises performance (Hashim et al., 2016). However, WLB is an essential part of a secure workplace (Heathfield, 2019). In reality, work-life programmes may significantly improve employee happiness, reduce absenteeism, and aid in the retention of organisational knowledge by workers—particularly during difficult economic times (Das & Khushwah, 2017). Work-life initiatives may be advantageous to both employers and employees (Hutchings et al., 2015). Finally, past research by Garg and Yajurvedi (2016) unequivocally demonstrates that WLB considerably raises the overall staff retention rate of a company. 
2.6 [bookmark: _Toc155652655][bookmark: _Toc156940950][bookmark: _Toc159628195][bookmark: _Toc165019809]Dimensions affecting Work Life Balance
2.6.1 [bookmark: _Toc155652656][bookmark: _Toc156940951][bookmark: _Toc159628196][bookmark: _Toc165019810]Work Flexibility
Employers and scholars have recently taken a keen interest in job flexibility as a family-friendly tactic. Particularly, workers believe that flexible work arrangements improve overall worker morale and wellbeing, which positively influences worker productivity and, ultimately, worker retention, according to research like that done by Kar and Misra (2013). According to Karanja (2012), men see flexibility as a way to show their commitment to the company, whereas women associate it with improving work-life balance. According to research, women are better suited for flexible work schedules than men are, and because of their maternity-related beliefs, women are more likely to work in these schedules. The assertion posits that women are more inclined than men to request and get flexible employment arrangements. Additionally, the main factors impacting employment flexibility will be explained as follows (Kaushalya and Perera, 2018).
First of all, because workers who work longer hours are entitled for overtime compensation, Khan & Aleem (2004) state that work hours have a substantial impact on deciding job flexibility. The second element is work flexibility, sometimes referred to as "flex place"; it describes the range of options that a company may provide, such as job sharing, telecommuting, reduced workweeks, remote work, part-time work, and so on (Smith, 2005). Additionally, the third component states that in order to minimise employee stress and boost employee engagement, supervisory assistance is essential when creating work schedules for flexible working hours (Kumara and Fasna, 2018). The last element demonstrates that employers that provide paid time off for vacation, maternity leave, sick leave, or education leave will boost staff morale and encourage them to work more for the company's success.
2.6.2 [bookmark: _Toc155652657][bookmark: _Toc156940952][bookmark: _Toc159628197][bookmark: _Toc165019811]Impact of Work Flexibility on Employee Retention
According to Matertz et al. (2007), job flexibility gives workers the freedom to work when and how they choose, which not only keeps people engaged and drawn to their work but also increases productivity and effectiveness. Workers that have this independence say their workdays are happier and less stressful. Thus, providing flexible work schedules increases worker morale and engagement, which in turn reduces labour turnover and absenteeism within an organisation and improves the company's image as a friendly place to work (Mano and Shey, 2004). In actuality, flexible work arrangements increase employee loyalty, organisational commitment, and job satisfaction. They also help the business recruit and retain qualified employees. 
Workers should not, however, abuse the flexibility of their jobs since working from home may sometimes create stress because of family matters or because some workers find it difficult to operate well without supervision, which might lead to their producing work that is not up to par. Furthermore, some employees may feel very demotivated or unjustly treated if their job is the only one that can be done remotely. Lastly, it can be shown that employers will be able to evaluate the technology's potential for widespread usage in the future thanks to flexible work arrangements (Ngantaung et al., 2015). Furthermore, since flexible scheduling enables workers to set their own start and end hours, it is linked to greater rates of employee retention. This is because the Social Exchange hypothesis was just used to provide clarification. 
Ha1 – There is a significant relationship between Work Flexibility and Employee Retention








2.6.3 [bookmark: _Toc155652658][bookmark: _Toc156940953][bookmark: _Toc159628198][bookmark: _Toc165019812]Job Stress
In the modern workplace, stress is a pervasive and universal impediment to worker productivity and organisational performance (Rahman et al., 2017). Thus, physical conditions like how much room an employee has to sit, the tools and methods that are offered to him/her, the amount of space needed for processing information, the furniture's personal preferences, the location of phones, the cross-ventilation plan, and the lighting configuration all contribute to the employee's comfort. Employees would either become ill or become so dissatisfied that they would consider abandoning their jobs if the requisite number of resources were not delivered (Rahman et al., 2017). Emotional and mental stress is the second category of stress. Almost every employee at the company is forced to experiment with his or her own perspectives while interacting with colleagues, peers, and the supervisor. When employed with a peer or a supervisor, the mentality used with a coworker might cause problems, and as a result, this circumstance causes mental tension (Rajitha and Pavithra, 2018). Any employee joining the organization is in a typical state of mind that would be unexpected toward others, and when they meet that person in the same old way, the reaction will not be the same as it has been in the past, causing behavioral stress (Rajitha and Pavithra, 2018).
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[bookmark: _Toc155652659][bookmark: _Toc156940954][bookmark: _Toc159628199]Figure 1Job Stress, Source: Author Developed (2024)



[bookmark: _Toc165019813]2.6.4 Impact of Job Stress on Employee Retention
Workers who have trouble juggling work and personal duties report feeling more stressed than those who are able to do so, according to Shagvaliyeva and Yazdaniford (2016). Because of the imbalance in WLB, job stress negatively impacts the organisation in a variety of ways, such as increased absenteeism, conflicts at work, and demotivation (Ehsan and Ali, 2019). According to Rajitha and Pavithra (2018), personnel turnover is one of the key negative impacts of stress. 
First, workload—defined as having too much to do in a given amount of time—is a significant contributing factor to workplace stress, according to Richman et al. (2008). Employees experience overwork when they are required to put in lengthy hours without any flexibility in their schedules or methods of operation. Thompson (2015) asserts that the second factor influencing workplace stress is working settings.Schober et al. (2018) define the working environment as those aspects of a company that are unrelated to individuals, such the lighting, air quality, seating configurations, and the interactions between staff members and their managers, coworkers, and subordinates. According to Schokley et al. (2017), it also exudes a sense of cosiness, security, and comfort while working. Regarding safety, health, and comfort, the working environment may be perfect or as near to perfect as humanly feasible. 
The third factor that makes working at a job stressful is workplace safety. Without health and safety laws to protect employees from illness and accidents, businesses see an increase in dissatisfaction among their workforce, which causes them to falter when faced with challenges (Schokley et al., 2017). The last factor that might increase stress is politics at work. Participation in organisational politics by employees to gain or retain power, harm the reputations of colleagues, and win favour with superiors (Vijayan, 2018). Every employee will be significantly impacted by it, and friction, conflict, and stress will result.  Due to their depressing, exhausting, and demotivating effects, all of the aforementioned stresses negatively impact employees' intents to remain with the organisation. According to Schokley et al. (2017), this may cause the organisation to experience a variety of problems, such as increased absenteeism, a drop in organisational commitment, and job unhappiness. 
Ha2 – There is a significant relationship between Job Stress and Employee Retention.


2.6.5 [bookmark: _Toc155652660][bookmark: _Toc156940955][bookmark: _Toc159628200][bookmark: _Toc165019814]Organisational Support
Ghazali, Nashuki, and Othman (2018) claim that employees may develop perceptions about the extent to which the company really cares about their wellbeing on a global scale. According to Schokley et al. (2017), an organization's ability to support its workers affects their ability to be recognised and compensated for exceeding expectations and to meet their needs for validation and appreciation. appropriately, research indicates that workers who feel well supported by their firm think highly of them, and they act appropriately by participating in corporate social responsibility programmes (Rajathi & Pavithara, 2018). Strong organisational support also helps people meet their demands for social identity, validation, and recognition; they hope that their outstanding performance and conduct inside the firm will be recognised (Amir, Humid, & Akhtar, 2016). The apparel industry now mostly depends on organisational support to increase employee retention. 
[bookmark: _Toc155652661][bookmark: _Toc156940956][bookmark: _Toc159628201][bookmark: _Toc165019815]2.6.6 Impact of Organisational Support on Employee Retention
According to a prior study by Amir, Humid, and Akhtar (2016), supervisors and managers who are supportive are crucial for preserving organisational commitment because they are adept at effectively managing their subordinates' emotions.. In exchange for the apparent support, employees would work harder, perform better, be more committed, and make more commitments to assist the company reach its objectives. As a matter of fact, having a personal, performance-based feedback system, and a complaint resolution department may enhance job satisfaction, motivate staff to work more, and increase employee retention. As employees feel valued and supported by their employers, strong commitment may be gained in the future via perceived organisational support. This will boost employee retention and help the business establish a positive reputation (Aledeinat & Alrfou, 2017).
Consequently, the development of strong bonds among team members motivates workers to assist and cooperate with one another, which increases retention intentions as motivated people like their jobs (Richman et al., 2014). An additional crucial element is that companies need ongoing assistance with employee job security (Saeed and Farooqi, 2014). Therefore, in order to get the most out of workers and eventually promote greater retention rates that enhance the company's image, job security is a crucial component of a business (Schober et al., 2018). Ultimately, companies that allow employees to choose their own schedules promote employee independence, often known as job autonomy. This flexibility in how work is completed often leads to innovative ideas and changes that increase employee happiness and loyalty to the company (Schokley et al., 2017). Lastly, Schokley et al. (2017) show that enhancing organisational support may help foster a healthy work-life balance and raise workers' intentions to remain with the firm (Wickramasinghe, 2012). 
Ha3 – There is a significant relationship between Organisational Support and Employee Retention
2.6 [bookmark: _Toc165019816]Syntehsis of Literature Review 
Staff retention is cited by Kaushalya and Perera (2018) and Amarathunge (2016) as one of the primary problems that many firms are now dealing with. It's critical for firms to retain their workforce. Businesses may avoid the expenses of recruiting, screening, and training a replacement, preserve continuity in their areas of expertise, and create an atmosphere where success is respected and celebrated by keeping the best professional talent on staff (Hashimet al., 2016; cited in Tymon et al., p. 293). Finding the organisational characteristics that motivate staff to stay in their jobs is more crucial than always emphasising the characteristics that drive them out. Because they have so much independence in their personal and work life, workers will feel more connected to the organisation (Dissanayake & Ali, 2013). Consequently, employees see WLB as organisational support, strengthening their emotional bonds with their employers (Waclawska, 2018).
According to Shagvaliyeva and Yazdanifard (2017), putting in place a work flexibility policy significantly boosts employee morale, which reduces tardiness and absenteeism and boosts recruiting. Thus, Sewwandi and Perere (2016) propose that factors such as high workloads, ambiguous roles, time restrictions, inadequate workspaces, and ergonomics have all played a part in the rising levels of occupational stress. As a consequence, there was a negative impact on staff retention as well as increased job dissatisfaction and lower employee loyalty to the company (Ngantung, Saerang & Pandowo, 2015). 
Businesses that attempt to fund T&D programmes, beneficiary reward systems, and staff engagement opportunities will boost output and happiness in the garment sector, claim Khan and Aleem (2014) and Biason (2017), who reference previous research. Because preserving employee pleasure is essential to their contentment and capacity for peak performance. This is because higher turnover rates lead to increased job dissatisfaction, instability, and increased pressure and obligation on the remaining staff members. Each of the selected IVs may potentially have a direct impact on the study's DV because prior research supports the current evaluation. Employees will feel more connected to the company as a result of having so much flexibility in both their personal and professional lives (Dissanayake & Ali, 2013).


2.7 [bookmark: _Toc155652662][bookmark: _Toc156940957][bookmark: _Toc159628202][bookmark: _Toc165019817]Conceptual Framework
In all of its manifestations and circumstances, a conceptual framework is analytical. It is a compendium of prior research on the topic of explaining a phenomena by the researcher.
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[bookmark: _Hlk164879221]Figure 2 Conceptual Framework, Source: Author Developed (2024)














2.8 [bookmark: _Toc155652663][bookmark: _Toc156940958][bookmark: _Toc159628203][bookmark: _Toc165019818] Hypothesis
A hypothesis is an analysis of a real-world circumstance or state that serves as the foundation for a course of action. 
Hypothesis 1 
H10 – There is no relationship between Work Flexibility and Employee Retention Intentions 
H1a – There is a relationship between Work Flexibility and Employee Retention Intentions. 

Hypothesis 2 
H20 – There is no relationship between Job Stress and Employee Retention Intentions. 
H2a – There is a relationship between Job Stress and Employee Retention Intentions. 

Hypothesis 3 
H30 – There is no relationship between Organisational Support and Employee Retention Intentions. 
H3a – There is a relationship between Organisational Support and Employee Retention Intentions. 

2.9 [bookmark: _Toc159628204][bookmark: _Toc165019819]Research Gap
There is an absence of recent study in the Sri Lankan sector, despite the fact that a vast number of journal papers from other industries and countries discuss the influence of work-life balance on employee retention. therefore reducing the results' generalizability and dependability and resulting in a gap in the research. 
2.10 [bookmark: _Toc155652665][bookmark: _Toc156940960][bookmark: _Toc159628205][bookmark: _Toc165019820]Chapter Summary
The link between these WLB traits and employee retention is explained in this chapter. The author has also included several retention strategies and tools that companies may use to improve pay equity and keep employees.


3.0 [bookmark: _Toc73709596][bookmark: _Toc157770330][bookmark: _Toc165019821]Chapter 3 - Methodology
3.1 [bookmark: _Toc73709597][bookmark: _Toc157770331][bookmark: _Toc165019822]Chapter Introduction  
An inquiry may be conducted methodically via research (Saunders, Lewis, and Thornhill, 2019). As a result, the "research-onion" is used to critically explain each of the chosen research approaches, techniques, strategies, data collecting methods, and sample processes throughout this chapter. There will also be discussion of ethical considerations, validity, limits, and trustworthiness.
[image: ]
Figure 3 Research Onion, Adopted from (Saunders et al., 2019) 




[bookmark: _Toc73709599][bookmark: _Toc157770332][bookmark: _Toc165019823]3.2 Research Approach 
Three opposing methodologies are often used to illustrate how much theory-testing and theory-building perturbs research: deductive, inductive, and abductive (Sunders et al., 2019). In this study, a deductive method was used to develop a theory or hypothesis that was then carefully tested via proposition concatenation. There are several advantages to deduction in the present research (Clough and Nutbrown, 2012). First, using a framework that is value-free, logical, redcutionistic, and deterministic based on prior hypotheses, it prioritises measuring the casual correlations between outlying variables (Leary, 2007). Secondly, deduction provides a systematic process that enhances the research and ensures dependability by facilitating replication (Crowther and Lancaster, 2008). Third, deduction is preferable to theory formulation (induction) when it comes to generalising results and avoiding hazards. Because there is a wealth of prior research using the deduction technique, it is thus viable and practicable for the researcher to develop a set of study goals and have a sufficient grasp of the research issue.














[bookmark: _Toc73709600][bookmark: _Toc157770333][bookmark: _Toc165019824]3.4 Research Method 
This gave rise to mixed-methods, quantitative, or qualitative research designs (Parylo, 2014).
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The study will use the quantitative approach, which is the best approach since it helps with the explanatory aspect. According to Creswell (2014). Additionally, the cause-and-effect link via deductive reasoning is the premise of this research approach (Yilmaz, 2013). The quantitative approach was selected in particular because of its many benefits. To start, it makes it easier to collate and statistically aggregate data since it allows one to assess the replies of all participants to a limited number of questions (Balnaves and Caputi, 2001). According to Bryman (1988), researchers may get a complete and generalizable collection of results and present them in a concise and economical manner by using quantitative approaches. 
While the predetermined sets of standard replies based on theory form the basis of this research approach, quantitative methods fail to provide insight into the specific, personal, emotions, sentiments, and experiences of participants (Edmonds and Kennedy, 2017). Furthermore, six hypotheses are represented in this research and will be examined; consequently, quantitative approaches are best suited to evaluate these hypotheses. 
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[bookmark: _Toc73709601][bookmark: _Toc157770334][bookmark: _Toc165019825]3.5 Research Strategy 
The author decided to approach addressing research problems using this way because survey strategies—internet/online mediated surveys—allow for the overly inexpensive collecting of significant volumes of data from a sizable population (Johannesson and Perjons, 2014). This methodology works well for the 85-person sample size in the present investigation. Questionnaires designed for a sample are often used to gather data for surveys; this homogenises the data and makes basic comparisons easier (Walliman, 2006). The advantage of using surveys is that previous researchers on the same topic (Pita and Dhurup, 2019; Ali & Mehreen, 2018) used a similar approach, offering them more control over the research process (Alasuutari et al, 2008). 
[bookmark: _Toc73709602][bookmark: _Toc157770335][bookmark: _Toc165019826]3.6 Data Collection 
The current research makes use of secondary data from books and journal articles as well as primary data obtained via questionnaires. 
[image: A screenshot of a computer

Description automatically generated]
[bookmark: _Toc73709603][bookmark: _Toc157770336]
[bookmark: _Toc165019827]3.6.1 Questionnaire 
Questionnaires are used in this research to collect data. Questionnaires are described as “in which each person is asked to respond to the same set of questions in a predetermined order” by Saunders et al. (2019, p. 360). The selection of questionnaires was made because they provide a logical means of obtaining answers from a large sample before doing a quantitative analysis and obtaining both quantifiable and non-quantifiable data (Easterby-Smith, 2015). Since questionnaires were utilised in earlier study on SP and ER (Eshiteti et al., 2013; Darshani & Wijeyerathne, 2017), the researcher chose to employ questionnaires as a data collection strategy. The advantages and disadvantages of questionnaires are shown below. 
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[bookmark: _Toc73709604][bookmark: _Toc157770337][bookmark: _Toc165019828]3.6.2 Questionnaire Design 
Additionally, Google Forms was used to administer online surveys, which provided speed, ease of use, and convenience for both the researcher and the staff in particular. Next, the questionnaire is designed with closed-ended questions in mind, making it easier for participants to mark their responses and saving them time. There are five equal sections to the questionnaire, each with five questions. "Classification Questions" pertaining to demographic characteristics are included in Section One. The questions in sections two, three, four, and five—which include both independent and dependent variables—were organised into two categories: "behavioural" questions, which ask respondents about their actual conditions, and "attitudinal" questions, which ask participants about their thoughts or fundamental beliefs about their firm. Because the purpose of the study is to collect opinion data, Likert Scale questions were used. The use of a five-point Likert scale has the following advantages: questions may be pre-coded; data is more exact; data entry and processing is easier and quicker; and statistical findings are relevant (Bryman, 2012).
Table 4 Source: (Author Developed, 2024)
[image: A close-up of a text

Description automatically generated]
[bookmark: _Toc73709605][bookmark: _Toc157770338][bookmark: _Toc165019829]3.6.3 Secondary Research  
The previous chapter concentrated on secondary evidence that was gathered and then critically evaluated in relation to two important theories: SP and ER. As a result, secondary data was acquired from academic textbooks and journal articles. The "University Library Search" and "Google Scholar" search engines were used to find these materials (Balnaves and Caput, 2001). By providing in-depth knowledge about the study field, secondary data analysis allowed researchers to uncover gaps in the literature, research, and expertise and help fill those gaps with primary research (Collis & Hussey, 2014).



[bookmark: _Toc73709606][bookmark: _Toc157770339][bookmark: _Toc165019830]3.7 Time Horizons   
"The snapshot of time horizon is what we call here cross-sectional while the diary perspective we call longitudinal," according to Sunders et al. (2009) (p.155). Three factors led to the study's use of cross-sectional research. First off, this study is limited to a particular occurrence being studied at a particular moment. Second, while longitudinal research is conducted on the other hand, this study is conducted for a specific course with a time constraint (Williamson, 2002). Finally, the survey approach that works well for this topic is often used in cross-sectional investigations. Since previous researchers on the same issue (Salama, 2014; Javed & Jaffar, 2019) have employed cross-sectional analysis, the author will proceed with it.
[bookmark: _Toc73709607][bookmark: _Toc157770340][bookmark: _Toc165019831]3.8 Population and Sample 
"The universe of units from which a sample is to be selected" is how Bryman (2012) defines population (p.714). The study population included workers from Hirdaramani, Brandix Lanka Limited, and MAS Holdings. Due to financial and time constraints, it is not practicable to collect data from the whole population (Lavrakas, 2008). As a result, 110 workers will be included in the sample, as per Krejcie & Morgan (1970), and this is shown below. The non-probability sampling strategy was used for this investigation for two reasons. Furthermore, earlier studies using the same sample technique (Shockley, Smith, and Knudsen, 2017; Garg and Yajurvedi, 2016) demonstrate that convenient sampling facilitates the researcher's ability to distribute questionnaires more quickly and easily to employees who are reachable and approachable.
	Table 5 Benefits and Limitations of Stratified Sampling, Source: (Author Developed, 2024) based on (Saunders et la., 2019)

	Benefits
	Limitations

	· Great availability and speed of data collection—when compared to other approaches, it allows for faster data collection times.
	· When the sample does not accurately reflect the whole population, bias exists.

	· It is less expensive and possible to enable data collecting in a short amount of time.
	· Sampling mistakes may occur at high levels.

	· It is less expensive and possible to enable data collecting in a short amount of time.
	· Less creditability due to the biasness.   



[bookmark: _Toc73709608][bookmark: _Toc157770341][bookmark: _Toc165019832]3.9 Data Analysis 
A quantitative data-analysis balances between inferential and descriptive statistics (Hsu, 2005). IBM SPSS version 29 is thus used for data analysis. According to Lancort (2014), descriptive statistics include a univariate analysis that reflects the level of a single measured variable by calculating central tendency, or mean/standard-deviation/variance/skewness/kurtosis. 
	Table 6 Mean Value Decision Criteria, Adopted from (Coladarci et al., 2011)  

	High
	Moderate
	Low
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On the other hand, inferential statistics may be defined as the outcomes of statistical tests that are used to test hypotheses and get data (Wyllys, 1978). This study will demonstrate bivariate analysis, or Pearson's Correlation Coefficient (r), which gauges the strength of the association between two variables (SP and ER). A complete positive connection is represented by a value of +1 "r," meaning that two variables (SP & ER) are simultaneously raised or lowered because of their immediate link. Moreover, a negative correlation of -1 "r" denotes an exact link; nevertheless, as the example below shows, as the values of one variable increase, the values of the other variable decrease.
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Figure 4 Correlation Scale, Adopted from (Saunders et al., 2019)  
Because the study on "Impact of SP on ER" was quantitative in nature and included three independent sub-variables, simple-linear regression analysis was used to analyse the data. For this investigation, the following equation is used to construct the simple-linear equation (Berndt, 2020).


	Table 7 Regression Equation, Source: (Coladarci et al., 2011)

	Regression Equation 
	Indicator
	Term

	

ER= ß0 + ß1WF + ß2JS + ß3OS + ᵹ
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	Intercenption of the Equation 
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	WF
	Work Flexibility 

	
	JS
	Job Stress

	
	OS
	Organisational Support



[bookmark: _Toc73709609][bookmark: _Toc157770342][bookmark: _Toc165019833]3.10 Reliability and Validity 
Bryman (2012) states that internal-reliability, inter-observer consistency, and consistency of measures obtained by evaluating stability are the three main issues of reliability. Thus, the Cronbach's Alpha test is used to evaluate the reliability of the questionnaire (Saunders et al., 2019). 
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[bookmark: _Toc73709610][bookmark: _Toc157770343]

[bookmark: _Toc165019834]3.11 Methodology Limitations 
Because the researcher used Google Forms for an online survey, some respondents refused to complete questions because they were not computer literate (Balnaves & Caputi, 2001). Because the respondent had to choose an answer from a Likert scale rather than express an open response using personal sentiments, ideas, or emotions as does the qualitative/deductive technique, their independence was diminished or constrained (Eaterby-Smith, 2010). Research cannot include subjective or descriptive rich data, unlike qualitative methods or interviews, which is the primary limitation of using quantitative data (Bryman, 2012). Participant-biasness may occur since respondents are current staff members of MAS, Brandix, and Hirdaramani, and they may want to portray these businesses' expertise favourably rather than providing an accurate response (Billups, 2019).
[bookmark: _Toc73709611][bookmark: _Toc157770344][bookmark: _Toc165019835]3.12 Ethical Consideration 
The investigator has maintained constant awareness of the following four principally dangerous domains that are often associated with social science research:preventing injury to anybody participating in the study or who could be impacted by it.
1. Ensuring the confidentiality of each responder and participant.
2. Getting each respondent's or participant's informed permission.
3. Avoiding deception.
Under the strict supervision of the academic research supervisor, every effort has been made to entirely eliminate or greatly limit these potential dangers throughout the stages of study design, data collection, analysis, and dissemination (Bendt, 2020). For security purposes, all data has been encrypted or locked for the duration of the research project and will be removed after it is over. Specifically, the following actions were taken:







	Table 9 Ethical Risk Avoidance, Source: (Author Developed, 2024)

	Area of potential risk
	Specific action/s taken to avoid risk

	1. Preventing injury to anybody participating in the study or who could be impacted by it.
	· Every participant gave their informed permission to the researcher, and they were all given a participation debriefing that included information about the study's purpose before they began and the option to withdraw or refuse involvement at any time.
· Regarding the researcher, participants may contact her by email or name at the conclusion of the questionnaire if they have any questions or would want to withdraw.   

	2. Making certain that each responder and participant remains anonymous.
	· To maintain participant anonymity, the questionnaire did not ask for participants' names or need personal information (demographic questions). As a result, all participants and workers got a participation code when their answers were received.  
· The completed questionnaire was not released, and all replies and data findings will be deleted after graduation to protect participant privacy and anonymity.

	3. Getting each respondent's or participant's informed permission.
	· The questionnaire's opening page provides an example of the study and the intended use of the data, as well as an assurance to participants about their confidentiality and anonymity. By continuing from this page into the survey, the participant indicated that they were willing to participate. 
· The participants received a participant debriefing, which provided them with information about the research's purpose and confidentiality as well as the option to opt out of having their data used in the study.  (See Appendix)

	4. Avoiding deception.
	· The informed consent form enabled participants completely grasp the nature of the research before they participated, ensuring integrity of all information supplied to them on the study. 
· Accuracy was attained when interpreting data by statistical analysis using SPSS, allowing the results' bias to be avoided.
· The researcher's neutrality was attained since they adhered to the research policy and university ethics.  

	5. Data storage and destruction.
	· The researcher alone has access to a password-protected personal laptop that houses all of the electronic data used in the study. On the password-protected, secure personal drive, a backup was stored. 
· All information will be kept safe in compliance with the Data Protection Act and institution policies.  
· any electronic data (including files from personal drives and laptops) will be completely erased at graduation, and any paper work that has been shred will be disposed of in a private manner. 
· To ensure that there is no chance of data access in the future, the Google Form account used to administer the survey will be deactivated.



Research ethics, according to Saunders et al. (2019), is the application of moral principles to the design, execution, and dissemination of research results. Following ethical guidelines while creating a research study is necessary to guarantee its validity, trustworthiness, and public support as well as its authenticity and lack of errors (Gregory, 2003). The researcher for this study has signed an ethical risk consideration form in accordance with the university's ethical guidelines, certifying that no ethical issues arose during the research process, acknowledging the possibility that no primary research was done, and promising not to reveal any personally identifiable information about living people that is not already in the public domain (Creswell, 2014). Thus, even in the worst-case situation, our research promises to continue (Rajathi and Pavithra, 2018). Ghazali et al. (2018) found a direct correlation between employee retention and the amount of effort employees put forth to meet organizational goals and an organization's capacity to support supervisors, grant job autonomy, give employees a sense of security in their work, and foster teamwork among employees.
3.13 [bookmark: _Toc73709612][bookmark: _Toc157770345][bookmark: _Toc165019836] Accounting for Bias
A concerted effort was made to distribute the surveys (see appendix A) in order to address cultural prejudice in these companies. Participants were thus told to choose whatever language they found most comfortable (Billups, 2019).















1. [bookmark: _Toc86263950][bookmark: _Toc165019837]Chapter 4 - Findings and Discussion 
0. [bookmark: _Toc86263951][bookmark: _Toc165019838]Chapter Introduction 
The data is processed using statistical software, such as SPSS Statistical Software (Version 25), to create graphs and pie charts that display the findings of descriptive statistics, regression analysis, and correlation analysis.
0. [bookmark: _Toc86263952][bookmark: _Toc165019839]Response Rate Analysis 
110 Sri Lankan textile industry workers took part in this study. Four surveys were determined to be incomplete, and the corresponding replies were removed from the database. Consequently, 85 surveys were chosen, yielding an overall response rate of 80.2%.
Received Survey Responses 			x    100
(Total Survey Sent Out) – (Ineligible Responses)

85 		x  100
110-4	

80.18%



















0. [bookmark: _Toc86263953][bookmark: _Toc73709616][bookmark: _Toc165019840]Demographic Profile  
2. [bookmark: _Toc86263954][bookmark: _Toc165019841]Gender 
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Figure 5 Gender, Source: Adopted from (SPSS, 2024)  
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The majority of responders (64.71%) are women, according to the statistics. One possible explanation for the high proportion of women employed in jobs related to Sri Lanka's apparel industry is their high proportion. 

2. [bookmark: _Toc86263955][bookmark: _Toc165019842]Age
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Figure 6 Age, Source: Adopted from (SPSS, 2024) 
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According to the data, 34.12% of people are between the ages of 20 and 29. Nonetheless, it's also clear that a significant percentage of respondents between the ages of 30 and 39 take part. The age group with the lowest participation rate, however, is 60 years and older.
2. [bookmark: _Toc86263956][bookmark: _Toc165019843]Designation 
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Figure 7 Designation, Source: Adopted from (SPSS, 2024) 
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Employees in middle management make up the bulk of those surveyed. The percentage of titles from upper-level management is just 36.47%.

2. [bookmark: _Toc86263957][bookmark: _Toc165019844]Department 
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Figure 8 Department, Source: Adopted from (SPSS, 2024)
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[bookmark: _Hlk86197223]
The department of merchandising accounts for the bulk of those who answer. The Department of Finance is another participant in the poll, making up a noteworthy 17.65% of the sample. IT and HR have the lowest levels of participation among departments.
2. [bookmark: _Toc86263958][bookmark: _Toc165019845]Number of Years Employed 
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Figure 9 Number of Years Employed, Source: Adopted from (SPSS, 2024)
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Four to seven years of work experience are the most common years for responders. Notably, just 10.59% and 18.82% of workers, respectively, had accumulated eight or ten years of work experience. On the other hand, the least interested people were those who had worked for less than a year.
0. [bookmark: _Toc86263959][bookmark: _Toc165019846]Reliability and Validity 
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Figure 10 Reliability, Source: Adopted from (SPSS, 2024)
As can be seen above, the 85 answers to the Cronbach's Alpha test had a total score of 0.936, indicating good levels of internal consistency, reliability, and consistency. In actuality, the large number of studies done on this subject also shows a high degree of external dependability. Additionally, a significant contributing factor to the great representation of reliability and validity is the researcher's use of subject-matter knowledge to assess the degree of fit between the chosen independent and dependent variables.

0. [bookmark: _Toc86263960][bookmark: _Toc165019847]Descriptive Statistics 
Table 10 Descriptives, Source: Adapted from (SPSS, 2024) 
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As can be seen from the mean of 3.2824 (2.5 < = 3.2824 < 3.5), the aforementioned data indicate a moderate degree of worker flexibility. A moderate degree of work stress is further suggested by a mean-value of 3.1765 (2.5 < = 3.1765 < 3.5). Consequently, the larger 1.00 standard deviations for both variables indicate that the data are more widely scattered around the mean and exhibit considerable volatilities. Additionally, the distribution is left-skew and non-symmetrical, as seen by the negative skewness of job stress (-0.313) and work flexibility (-0.186). Organisational support, on the other hand, exhibits absolute symmetrical behaviour of the normal distribution, a close dispersion from the mean, a negative skewness of -0.415, a moderate mean of 3.2353 (2.5 < = 3.2353 < 3.5), and a lower standard-deviation of 0.92 indicating reduced volatility. Unlike other variables that show negative skewness, the mean of employee retention is 2.9265 (2.5 < = 2.9265 < 3.5), with a high standard deviation of 1.1.








0. [bookmark: _Toc86263961][bookmark: _Toc165019848]Correlation Analysis 

Table 11 Correlation, Source: Adapted from (SPSS, 2024) 

	Correlations

	
	Work_Flexibility
	Job_Stress
	OS
	Employee_Retention

	Work_Flexibility
	Pearson Correlation
	1
	.943**
	.946**
	.716**

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

	
	N
	85
	85
	85
	85

	Job_Stress
	Pearson Correlation
	.943**
	1
	.922**
	.631**

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

	
	N
	85
	85
	85
	85

	OS
	Pearson Correlation
	.946**
	.922**
	1
	.651**

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

	
	N
	85
	85
	85
	85

	Employee_Retention
	Pearson Correlation
	.716**
	.631**
	.651**
	1

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

	
	N
	85
	85
	85
	85

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



5. [bookmark: _Toc86263962][bookmark: _Toc73709627][bookmark: _Toc165019849]Correlation between Work_Flexibility and Employee_Retention
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Description automatically generated]
Figure 11 Correlation between Work Flexibility and Employee Retention, Source: Adapted from (SPSS, 2024) 
[bookmark: _Toc86263963]Job flexibility and employee retention have a high positive correlation (r = 0.716), as can be seen from the previous Pearson Correlation data. This association is regarded as "statistically significant" since it matches a significance value of 0.000 (p<0.05). H10 is thus refused, whereas H1a is approved. The above upward-moving linearity line demonstrates the perfect positive link between work flexibility. A decreased variance of 26% is shown by an R2 of 0.26, and an equation of y=0.26+0.81*x is displayed by a positive gradient of 0.81.





5. [bookmark: _Toc165019850]Correlation between Job_Stress and Employee_Retention
[image: Description: A graph with lines and dots
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Figure 12 Correlation between Job Stress and Employee Retention, Source: Adapted from (SPSS, 2024)
As can be seen above, a Pearson Correlation of (r = 0.631) at a level of (0.0000.05) was obtained for the linearity line increasing higher with an R2 of 0.66 aligned with a positive gradient of 0.71, indicating an equation of y=0.66+0.71*x. Therefore, it is evident that work stress and employee retention are positively correlated in a nearly perfect linear fashion. Therefore, it is conceivable to conclude that this relationship is statistically significant, which results in the acceptance of H2a and the rejection of H20. 

5. [bookmark: _Toc86263964][bookmark: _Toc165019851]Correlation between Organisational_Support and Employee_Retention
[image: Description: A graph with a line and dots
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Figure 13 Correlation between Organisational Support and Employee Retention, Source: Adapted from (SPSS, 2024)
As previously shown, the Pearson association indicates a comparatively significant association (r = 6.51) between organisational support and staff retention, with a significance level of 0.000 (p<0.05). Consequently, it is "statistically significant." Actually, H3a is approved whereas H30 is refused. Nonetheless, it is also clear that the linearity line is rising, highlighting the perfect-positive relationship between organisational support and the equation y=0.35+0.8*x. An R2 of 0.35 corresponds to a positive gradient of 0.8 and a reduced variance of 35%.






0. [bookmark: _Toc86263965][bookmark: _Toc165019852]Regression 
To ascertain which independent variables are most closely associated with the link between WLB and Employee Retention, a simple linear regression is performed.
6. [bookmark: _Toc86263966][bookmark: _Toc165019853]Model Summary 
Table 12 Model Summary, Source: Adapted from (SPSS, 2024) 
[image: A screenshot of a computer
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The dependent variable, employee retention, has extremely high levels of predictability and excellent correlation levels, as seen by the preceding figures, where the correlation coefficient at (0.716=Work Flexibility), (0.631=Job Stress), and (0.651=Organizational Support) is represented by the R value. Furthermore, the R Square draws attention to the coefficient of determination values for Work Flexibility (51%), Job Stress (39.8%), and Organisational Support (42.4%), demonstrating the ways in which employee retention varies from the general population. It is regarded as exceptional as the job flexibility model shows that it is more than enough to establish the link between independents and dependents (R2=0.513>0.5). As a result, the sub-independent variables are used to display it. However, given that the R2 values for job stress and organisational support (R2=0.391<0.5 and R2=0.424<0.5, respectively) are insufficient to show a link between the independent and dependent variables, it is determined that the model is moderate. In addition, the low Adjusted R square values (0.507 for Work Flexibility, 0.391 for Job Stress, and 0.417 for Organisational Support) may be explained by the short sample size and limited collection of factors included.
6. [bookmark: _Toc86263967][bookmark: _Toc165019854]Anova
Table 13 Anova, Source: Adapted from (SPSS, 2024) 
[image: ]
The illustration mentioned above demonstrates that all independent factors are considered statistically significant at the level of (0.000<0.05). It also shows that there are strong correlations between the three independent variables and that the employee retention prediction is highly reliable. The model shows a statistically "good" fit of the data, with df(1,83),FRatio=55.736,p<0.05 representing Work Flexibility, df(1,83),FRatio=43.271,p<0.05 representing Job Stress, and df(1,83),FRatio=61.107, p<46.105 representing Creativity.
6. [bookmark: _Toc86263968][bookmark: _Toc165019855]Coefficient 
Table 14 Coefficient, Source: Adapted from (SPSS, 2024) 
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Using the provided data and keeping all other variables fixed, an estimated 0.813 unit increase in Employee_Retention is produced. Stated differently, there will be an estimated 0.813 increase in employee retention for every unit improvement in work flexibility. As a result, the variable Work Flexibility is more powerful since B0 is considered significant at the 5% level of significance, meaning that the data have a "good fit." Furthermore, the regression equation for stress connected to the workplace is as follows: Work stress (0.713) plus constant (0.663) equals employee retention. According to this, there should be a 0.713 point increase in the Employee Retention score for every point that work-related stress increases. Furthermore, B0 is significant at 5% according to a stronger t-test of 7.407, rejecting H20 at a significance level of 0.000<0.05 with a high positive Beta of 0.631. For Organisation Support, the final regression equation is Employee Retention = 0.345 Constant + 0.798 Organisation Support (ß3). Accordingly, it is anticipated that there would be a gain in Employee Retention for every 0.651 increase in Organisation Support. H30 is thus thrown away. With respect to statistical significance and "good fit of data," the Organisation Support model is strong and significant at the 5% significance level, as shown by the positive Beta-Value of 0.651 and B0.
0. [bookmark: _Toc86263969][bookmark: _Toc73709630][bookmark: _Toc165019856]Hypothesis Testing and Discussion 
Table 15 Hypothesis, Adapted from (SPSS, 2024) 
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0. [bookmark: _Toc165019857]Discussion 
8. [bookmark: _Toc86263970][bookmark: _Toc73709631][bookmark: _Toc165019858]Hypothesis 1 – Work Flexibility  
[image: A screenshot of a computer
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Figure 14 Hyptoehsis 1, Source: (Author Developed, 2024) 
According to the findings, the majority of respondents don't think that their employers provide flexible work schedules that let employees balance part-time jobs, remote work, personal duties, management support for flexible work arrangements, and opportunities for career advancement. Remarkably, more than 27 percent of participants strongly disagree that leave policies offered by employers facilitate employees' capacity to balance work and family responsibilities. It's possible that a tiny portion of industry respondents came to the same conclusion. Amritha, Ramana, and Reddy (2017) show in their research how important it is to maintain flexible work schedules for both employees and employers. As a result, they demonstrate how companies can draw in more competent workers by offering work-life balance and flexibility; how companies can instill a sense of concern and value in their workforce through work-life balance; and how companies can increase employee commitment, productivity, loyalty, and reduce employee turnover. On the other hand, flexible work arrangements promote greater mental health among workers and aid in their personal and professional growth. Furthermore, Hohl (1996) demonstrates how flexible work hours significantly lower organisational expenses overall, increasing profitability. Additionally, Golden (2003) states that there is strong evidence that flexible schedules help to balance administrative costs by directly promoting better productivity via higher work effort or indirectly through longer workdays. 
In a similar vein, Wheatley (2017) and Dixon, Banwell, Strazdins, Corr, and Burgess (2019) clarify that flexibility and independence are necessary for improving worker retention as well as reducing staff turnover. In order to help them achieve optimal performance, elevated customers today seek employment options that are advantageous not just financially but also in terms of improved perks, technology support, and adaptability. 
8. [bookmark: _Toc165019859]Hypothesis 2 – Job Stress  
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Figure 15 Hyptoehsis 2, Source: (Author Developed, 2024) 
According to the research, over 25% of respondents don't think that their companies provide a stress-relieving work environment that is clean and healthy, wellness programmes and healthy lifestyles, organisation politics management, and a balanced workload. Comparably, only a small percentage of respondents may have agreed, while a significant portion of respondents—more than 11%—strongly disagreed. The workers now work in a stressful workplace as a result of their situation. Continuous stress, according to Panigrahi (2017), changes people's mentalities. Stress lowers confidence, and unease results from poor confidence. Stress leads to excessive worry, and the sufferer gets fixated on little things. Owing to his restricted capacity for work, a stressed person consistently displays guilt. Stress is what leads to insomnia. 
Murphy (1996) goes on to say that stress results in induced behavioural changes, which are noticeable in stressed people. A person's short fuse is mostly caused by stress. Stress causes people to get irritable. Because they are sad, such people become even more disgusting. People find it harder to learn new abilities while they are under stress. Additionally, studies by Feuerstein et al. (2004) show that major goals may be accomplished more easily when stress levels are kept within a certain range. On the other hand, when stress levels are too high, it may have detrimental impacts on the body, mind, and behaviour. Regardless of age, the majority of workers believe that stress at work impairs their performance. Businesses need to try to reduce workplace stress and plan ways to support staff members in managing it. It must recognise their value as an asset to the company. The primary duty of management is to provide a stress-free work environment for employees. 






8. [bookmark: _Toc165019860]Hypothesis 3 – Organisational Support   
[bookmark: _Hlk86184855][image: A screenshot of a computer

Description automatically generated]
Figure 16 Hyptoehsis 3, Source: (Author Developed, 2024) 
The results show that most respondents do not agree that the company has helped employees by putting citizenship behaviour concepts into practice, providing proactive feedback and communication plans, allowing employees to make decisions on their own when needed, or giving them enough opportunities to participate in goal-setting, problem-solving, and decision-making. These show how the Sri Lankan apparel sector lacks organisational support. Research by Hui, Wong, and Tjosvold (2007) and Allen, Shore, and Griffeth (2003) indicates that when workers feel highly supported, they are more likely to emotionally commit to their organisations, which lowers employee turnover and improves job performance. These results are in line with the reciprocity standard. Likewise, Manyasi, Kibas, and Chepkilot (2012) demonstrate that improving organisational support may improve workers' job performance. Furthermore, Keith (1966) demonstrates the significance of participative management for decision-making engagement. This is because it makes it possible for a worker to interact both cognitively and emotionally with the team they are a part of, allowing them to consciously embrace the company's responsibility for each person and coordinate their efforts and impulses to achieve the organization's objectives. Furthermore, according to Al-Omoush (2020), when companies provide their employees enough support, it cultivates a culture of ongoing improvement inside the workplace and encourages a high level of commitment from all employees. It could also successfully increase the volume and speed of internal communication inside the organisation. 

8. [bookmark: _Toc165019861]Hypothesis 4 – Employee Retention    
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Figure 17 Hyptoehsis 4, Source: (Author Developed, 2024) 
As per the findings, a significant proportion of participants—more than 12%—strongly disagreed or disagreed that they obtain sufficient non-monetary benefits that sustain their motivation, a tidy, orderly, and appealing workplace, and sufficient respite from organisational politics. It seems like each of these things is accurate. This illustrates the impact that ill-conceived work settings and conditions have had on individuals and organisations, leading to high employee turnover and low staff retention. Crucially, Varma (2018) shows that motivation, a strong stimulant, directs human conduct. Since no two people have the same attitude or conduct, organisations need to develop methods that will appeal to the group as a whole rather than simply a small portion of it. Companies should be able to recognise and assess an employee's internal motivation, which stems from their job satisfaction, and, if needed, use motivation theories to supplement it with outside rewards. In a same spirit, Risambessy, Swasto, Thoyib, and Astuti (2012) show how contemporary businesses recognise the value of contented, motivated staff in achieving long-term goals. Companies may anticipate a similar result as they now need to adapt to the demands and expectations of their employees. Motivation has a good effect on performance, both individually and collectively, and thus has a favourable impact on organisational success. Retaining loyal, healthy, and productive employees is critical to organisational success. Retention strategies may save money on recruiting, internal productivity, and unhappy customers, among other reasons. 
Al-Suraihi, Samikon, Al-Suraihi, and Ibrahim (2021) underscore that companies are convinced that measures have to be implemented to retain, develop, and advance workers due to the substantial expenses associated with employee turnover. Therefore, it is becoming more and more important for staff members to understand how to interact with one another politely and effectively. Furthermore, it is shown by Kyndt, Dochy, Michielsen, and Moeyaert (2009) how crucial it is to keep staff retention at a healthy level. As a result, they demonstrate how improved staff retention may raise customer and employee satisfaction, lower expenses, boost the organization's income and profits, raise customer involvement and commitment, boost the effectiveness and efficiency of training and development, and so on. 
0. [bookmark: _Toc165019862]Overall Discussion 
Organisations in the region deal with particular human resources-related problems, such high staff turnover, which has exacerbated negative consequences on the performance and sustainability of organisations. These concerns are mostly examined from the perspective of South Asian organisations from other nations as well as the Sri Lankan context. The study's findings indicate that one important component that isn't being applied explicitly in the South Asian garment sector businesses is job flexibility. Indeed, studies by Gupta (2014), Choi (2019), Shagvaliyeva and Yazdaniford (2014), and others supporting the present study clearly demonstrated the association between work flexibility and employee retention mentioned above. Furthermore, according to Amarathunge (2016), since they are paid on a piece rate basis, workers in the garment industry often put in longer workdays (more than eight hours) and night shifts in order to reach monthly objectives. Additionally, receiving extra pay for working above their scheduled hours helps workers manage their own schedules and gives them a sense of independence and autonomy that increases their likelihood of being retained by the company. 
It is also well known that employers in the apparel industry, particularly in production and middle management, place a great deal of pressure on staff to meet deadlines and complete tasks ahead of schedule—all without offering telecommuting, part-time work, or job share options. (Blecha et al., 1993). Going forward, Singh and Dubey (2016) discovered that flexible work arrangements are the most practical means of maintaining a suitable work-life equilibrium, which leads to increased output, better hiring and staff retention, and improved company reputation.
Collaboration enhances employees' overall effort to achieve company objectives and positively affects employee retention.Because women make up the majority of the labor force, Amarathunge (2016) found that there is a substantial predisposition in the textile industry for firms to provide childcare facilities or paternity or maternity leaves. Given that the majority of respondents agree that they receive leave arrangements, it can be said that the organization supports its workers by offering flexible work schedules and leave arrangements, which enable workers to reconcile work and family obligations while maximizing worker satisfaction.
Additionally, research by Idris (2014) and Singh and Dubey (2016) shows that allowing workers to select their own working hours improves employee wellbeing by relieving stress related to long work hours and increases motivation with lower absenteeism. This practice also encourages workers to remain with the company. Indeed, studies by Gupta (2014), Choi (2019), Shagvaliyeva and Yazdaniford (2014), and others supporting the present study clearly demonstrated the association between work flexibility and employee retention mentioned above.
Persistent stress changes people's mentalities, according to Panigrahi in 2017. Stress makes one feel less confident, which makes them uneasy. When under stress, a person worries excessively about little things. A person under stress is inherently guilty due to their limited work capacity. Sleeplessness is mostly caused by stress. Murphy (1996) also highlights the fact that stress induces behavioral changes in stressed persons. The main factor behind someone's bad temper is stress. Stressed-out people become irritated. Those that are sad make dissatisfied people even more disgusting. People who are under stress have trouble learning new things. Furthermore, research by Feuerstein et al. (2004) shows that achieving important objectives is aided by maintaining stress levels within a certain range. Stress has detrimental effects on the body, mind, and behavior when it reaches a certain threshold. 
Crucially, Vijayan (2018) found in his research that job stress has a major effect on employee productivity. The poll's findings show that stress at work has an impact on both male and female workers. Most employees, regardless of age, agree that stress at work has an impact on their performance. Businesses need to try to reduce workplace stress and plan ways to support employees in managing it. It must acknowledge their value as an asset to the company. Management's primary duty is to provide a workplace where employees can do their jobs without constant stress. 
 Furthermore, as evidenced by earlier studies conducted by Hashim et al. (2016) and Masood (2013), a number of factors, including subpar working conditions, a heavy workload, workplace politics, and inadequate workplace safety, are major contributors to elevated job stress, which has a depressing and devastating effect on workers' performance and productivity. On the other hand, Muarli et al. (2017) found that companies that try stress management techniques by offering balanced workloads, hygienic and comfortable working environments, as well as health and workplace safety, help to reduce workplace stress while also making sure that workers are content, healthy, and motivated to work. This has a positive effect on the organization's overall performance and productivity levels, which in turn leads to high retention. 
The results show that most respondents do not agree that the organization has offered a proactive communication plan and feedbacks, independence in making individual decisions when needed, sufficient opportunities for participation in problem solving, goal setting, and decision making, and concepts of citizenship behavior for employee support. According to the reciprocity norm, employees who receive high levels of support from their employers are more likely to emotionally commit to the company, which lowers turnover and improves job performance (Allen, Shore, and Griffeth, 2003; Hui, Wong, and Tjosvold, 2007).
In a similar vein, Manyasi, Kibas, and Chepkilot (2012) show that enhancing employee job performance requires strong organizational support. Furthermore, Keith (1966) shows why participatory management is crucial when it comes to decision-making participation: it enables an employee to interact emotionally and psychologically with the team they work with, enabling them to organize their efforts and impulses to accomplish the organization's goals and consciously accept the company's responsibility towards the individual. Additionally, according to Al-Omoush (2020), when companies provide their workers appropriate degrees of support, it helps the companies maintain a high level of employee devotion and consistently improves operations. It may also significantly increase the volume and flow of internal communication inside the company. Moreover, he illustrates how it raises overall employee productivity and, in turn, the profitability of the company.
Nonetheless, the majority of workers believe that their connection with their immediate supervisor and senior management is very important to their job satisfaction, according to studies by Xesha et al. (2014), Maertz et al. (2007), and Newman et al. (2012). Respect and trust are reciprocated by workers who feel valued and trusted by their colleagues and bosses. Encouraging open communication and providing opportunities for peers and supervisors to show gratitude for a job well done creates a positive work environment where employees flourish and want to stick around because they feel appreciated. Workers like their jobs more when they feel a part of the company, which leads to a happier workplace and improved staff morale, which in turn reduces conflict and increases loyalty (Kalidas and Bahron, 2015). The results of this investigation thus corroborate the literature.
Likewise, Risambessy, Swasto, Thoyib, and Astuti (2012) show that modern businesses recognize the value of contented employees in achieving long-term goals. Businesses may anticipate a similar result since they have had to adapt to the goals and expectations of their employees. Successful organizations benefit from motivated employees who perform better both individually and in groups. Importantly, Vasantham (2016) shows that when an employee stays with a company and receives benefits from it, like bonuses and retirement benefits, and the employee is willing to go above and beyond for the company, employee retention is significant and a positive factor. Retaining a committed, productive, and healthy staff depends on employee retention. Retention strategies may save money on hiring, productivity inside the company, and unhappy clients, among other things.
As a result, prior studies by Macey and Schneider (2008) and Eisenberger et al. (2001), referenced by Arasanmi and Krishna (2019), have shown that organizational support increases workers' retention behaviors by strengthening their capacity to adapt to the workplace. Employee dedication and feeling of duty to the company both rise as a result. In the end, it is possible to argue that organizational support has a direct role in employee retention.
According to Al-Suraihi, Samikon, Al-Suraihi, and Ibrahim (2021), businesses are convinced that steps should be done to retain, develop, and promote people owing to the considerable expense of employee turnover. It's essential that employees learn how to communicate effectively and nicely with one another as a result. Furthermore, Kyndt, Dochy, Michielsen, and Moeyaert (2009) emphasize how important it is to keep personnel levels at a healthy level. Thus, they demonstrate how a higher rate of staff retention may improve customer engagement and commitment, reduce expenses, boost sales and profitability for the business, and improve the effectiveness and efficiency of training and development initiatives, among other things.


0. [bookmark: _Toc86263974][bookmark: _Toc73709635][bookmark: _Toc165019863]Chapter Summary
It was noted that every questionnaire item that was covered, together with the research results, supported both the present study's literature and those of earlier studies. The conversation that was just had will assist the researcher in coming to conclusions and making the best suggestions, which will be covered in the next chapter. 



















1. [bookmark: _Toc86263975][bookmark: _Toc73709636][bookmark: _Toc165019864]Chapter 5 - Conclusion and Recommendation  
[bookmark: _Toc86263976][bookmark: _Toc165019865]5.1 Chapter Introduction 
When a worker remains with a company and gets incentives like bonuses and old age coverage, Vasantham (2016) emphasizes the beneficial consequences of employee retention, which in turn motivates the worker to go above and beyond for the business. I think it's crucial to emphasize this.
5.2 [bookmark: _Toc86263977][bookmark: _Toc165019866]Revisit Objectives 
[bookmark: _Toc86263979][bookmark: _Toc164783615]Goal 1: This objective was fulfilled by the "Literature Review" chapter. The researcher started out by giving a brief explanation and rationale of the independent variable, work-life balance. We also had a lengthy conversation on the need of work-life balance. Additionally, the researcher gave a comprehensive explanation of the dependent variable, staff retention. The two factors' relationship to one another was also looked at. Notably, the researcher took into account a broad variety of variables (dimensions) that affect employees' work-life balance. Particularly noteworthy are three factors: work flexibility, job stress, and organizational support. The researcher has also addressed each dimension's impact on staff retention, which is the dependent variable.
[bookmark: _Toc86263981][bookmark: _Toc164783616]Objective 2 - This objective was achieved in the “Literature Review” chapter by referring to available secondary data regarding the two variables and the industry, as well as in the “Findings and Discussion” chapter by referring to primary data which were collected by the researcher through questionnaires. The evidence shows that the work life balance in the Sri Lankan apparel industry is considerable low and hence, it has resulted in increasing the employee turnover of apparel firms and reducing the employee retention of the industry. 
[bookmark: _Toc86263982][bookmark: _Toc164783617]Objective 3 - This objective was fulfilled in the "Conclusion and Recommendation" chapter. The researcher has provided guidance on work flexibility, employment stress, organizational support, and employee retention. The recommendations are centered on raising employee retention, lowering employee churn, and raising staff productivity.
[bookmark: _Toc165019867]Objective 4 - This objective was fulfilled in the "Conclusion and Recommendation" chapter. The researcher provided a concise summary of some constraints that the examination uncovered. Furthermore, the researcher provided the study with the most suitable prospective approaches to overcome such limits in future investigations, so raising the grade of later research and the accuracy of subsequent research outcomes. 
The analysis indicates that the apparel business generally offers minimal flexibility in terms of employment. The lack of flexible schedules that help employees manage part-time jobs, work from home obligations, and career development opportunities; the lack of management support for these opportunities; and the absence of employer policies that support employees' work-life balance and personal commitments were identified as the causes of this situation. Given that women make up the majority of workers, it is advised that industries create schedules that make it simple for employees to handle their personal commitments. Furthermore, regulations regarding leave should not be too onerous, especially for employees at lower levels. Above all, supervisors must be patient and sympathetic when employees ask for changes to their work schedules or periods of absence.
Furthermore, the findings demonstrate that employees in the clothing industry have a high level of overall occupational stress. One may list a number of contributing elements, including a balanced workload, wellness initiatives and healthy lifestyles, political management inside the company, and a dirty and unhealthy work environment. Therefore, the researcher suggests that the sector expand the offerings of programs that reduce stress and provide fun activities for workers to engage in while at work. Some examples of these programs include yoga, comedy shows, counseling, games, and trips. Furthermore, as the majority of workers must report for duty each day, companies are obligated to provide their employees access to a clean and secure workplace. Workloads also need to be distributed evenly and equally.
Furthermore, there is not enough organizational assistance provided to workers in the garment business. This is mostly due to a lack of proactive communication plans and feedback, a lack of chances for workers to engage in decision-making, problem-solving, and goal-setting, and a lack of support from citizenship behavior principles. Therefore, it is recommended that the industry provide the ability to make decisions even to entry-level employees (in various forms of occupations such as producing ideas). A decision-making process like this will boost workers' feeling of significance, which will raise motivation and lead to higher output. It is also crucial for departments to communicate about successes and difficulties on a regular basis. In order to prevent this issue, organisations can create an open and transparent communication process, which they term to as a "employee support program," that would allow workers to meet and discuss in-person with their managers and voice any issues they may have about their workload. The workers will be much relieved by this (Inegbedion et al., 2020).

Additionally, the study's conclusions demonstrate that sectors with high employee turnover have notably poor overall staff retention rates. A clean, well-organized, and attractive work environment; adequate non-financial benefits that contribute to their motivation; adequate monetary rewards that adequately compensate for their contributions; and adequate relief from organizational politics that prevents employees from becoming demotivated are just a few of the reasons and factors that the researcher identified. 














5.3 [bookmark: _Toc165019868]Recommendation   
Table 16 Reccommendation, Source: Adapted from (SPSS, 2024) 
	1. Companies should pay attention on encouraging work life balance practices
	1. Companies should consider on promoting employee retention practices of middle and upper managements 

	· To help employees attain their full potential and be ready for leadership roles in the future, provide professional development programs including assessment centers and internal and external seminars (Syahrizal, 2018). 
· Invest in staff employees' professional education to help them become more capable leaders (Gyansah & Guantai, 2018). 
· Help workers become more self-aware of their own interests and objectives by offering them career advice, coaching, and support (David et al., 2020). 
· To support their team members' professional and skill development, leaders should foster an atmosphere where they accept different leadership philosophies dependent on how workers act in the workplace (Niguse, 2019). Encourage a proactive communication culture among staff members by giving them frequent, constructive performance feedback. This will help them develop into future leaders (Stacho et al., 2019). 
· • Encouraging flexible work arrangements that let employees manage their personal and professional responsibilities (Sargent, 2020). 
· Adopt a responsible corporate citizenship policy (Ingrams, 2018). 
· Offer training and development programmes to cultivate new leadership abilities and strengthen existing ones in order to prepare people for leadership roles in the future (Jehanzeb & Bashir, 2013). 
· Identifies and develops internal successors via formal performance reviews that include psychological evaluations and 360-degree feedback (Vural, Vardarliee & Ayki, 2012). 
· Support leaders, acknowledged and obscure (Tafvelin et al., 2018).
	· To keep employees motivated, provide them with a fair wage in exchange for their labour (Khan & Aleem, 2014). 
· Five stars for employees who go above and beyond the call of duty (Zaraket & Sabre, 2017). 
· Maintain a clean and orderly workstation to enhance job effectiveness (Gangwani & Dubey, 2016). 
· Implement strict rules governing transparency to reduce political influence in the workplace (Hochwarter et al., 2020). 
· To increase productivity at work, provide employees real autonomy to make decisions (Allen et al., 2008).   
· Encouraging employees to work together to achieve common goals (Sabir, 2017).
· Including employees in goal-setting, organisational orientations, and decision-making procedures (Ejimabo, 2015).








5.4 [bookmark: _Toc86263984][bookmark: _Toc165019869]Areas for Future Research 
Since this study was limited to the apparel industry, it could be expanded to include multiple companies in a more comprehensive analysis or carried out as a comparative study between the public and private sectors, manufacturing and services, and other industries if it were to be repeated in the future. Future research should investigate both of these directions in order to get more significant findings. Future research on the association between work-life balance (WLB) and employee retention should look at absenteeism as a mediator in addition to other variables including employee attitudes, motivation, and career development.
5.5 [bookmark: _Toc86263985][bookmark: _Toc165019870]Limitations of the Study 
One of the primary limitations was the distribution of the questionnaires, since it was found that a significant number of research participants lacked the computer literacy and English language proficiency necessary to fill out the online Google Form. The study's time restrictions contributed to the author's inefficient time management. Because of time constraints, the researcher only looked at three independent variables in this investigation. While gathering the literature, the researcher really found a serious issue: there weren't enough journal articles on WLB and worker retention in relation to Sri Lanka's textile industry. 
5.6 [bookmark: _Toc165019871]Research Implications  
Despite the fact that the research methods I used for this study were highly beneficial and effective, given the limitations I ran into, it is still a good idea to look into a few other strategies, especially for follow-up investigations. I had to distribute questionnaires since the current research was quantitative in nature. I also suggest that future studies include qualitative research since WLB and its effects on ER are outside the purview of quantitative research. Because qualitative research enables the investigator to carry out methodical, in-depth interviews in order to gather rich data and monitor shifts in attitudes or word choice in order to get a deeper understanding of the topic. Consequently, it allows for the collection of authentic thoughts from the personnel, something that is not achievable with quantitative research. The interviews may actually be held in a convenient location for the workers, such a café or their place of job, in order to make them feel more at ease and eager to provide the researcher the information they need. 


I found it rather challenging to study and assess the replies to determine why specific respondents agreed or disagreed with a certain subject. Moreover, some respondents did not provide a response to a few questions. This might be the consequence of the staff members' incapacity to choose the response they want, or it could be the result of their not being given the opportunity to speak more freely and to share their expertise and opinions. As a result, when posed closed-ended questions, workers are forced to provide more formulaic answers and are discouraged from offering their own thoughts. Considering this, I highly recommend using both closed- and open-ended questions going forward. As a result, the researcher will be able to comprehend all of the information that was acquired in addition to the perspectives of the employees about their beliefs. Because of this, the respondents could think they've gotten special attention and that the researcher is curious in what they have to say. As a result, it makes sense to combine open-ended and closed-ended questions. This will make it easier for the researchers to understand how workers answered the specific questions and make it easier to obtain a significant and comprehensive amount of data for the current study. However, longitudinal studies are more reliable in establishing the right sequence of events, recognising changes over time, and offering insight into cause-and-effect relationships than other research types and the selected Time Horizon approach.
5.7 [bookmark: _Toc165019872]Contributions of the Study  
[bookmark: _Toc159628206]In order to properly carry out this research, a quantitative study connected to the closed-ended, structured questionnaire data collection approach using Likert scale questions was the primary methodological choice. Consequently, the whole set of survey data used in this study was made available online to the Sri Lankan garment industry. The author decided to use the questionnaire as the primary way of gathering data because it seemed to be an appropriate and straightforward choice in terms of preparation, collection, and analysis, and since statistical values and concluding statements were accessible. This made it possible for a lot of data to be gathered quickly by a lot of individuals. As I will highlight below, the surveys were distributed in a manner that really helped me and my study. First of all, it helped the author accomplish the third goal of the study, which is to use questionnaires to gather quantitative data via principal research. 
There were advantages and disadvantages to each research method that the study's author, onion, used. In order to analyse the research philosophy of the research onion, the author has used positivism as the main lens through which the bulk of research on HR-related themes has been conducted. Furthermore, positivism favours quantitative data over qualitative, which often incorporates subjectivity, due to the latter's greater accuracy. The positivist methodology's well defined framework also helped the author to stay error-free. 
Additionally, the author developed a hypothesis based on the body of existing information, analysed the research methodologies employed in the area using a logical procedure, and created a study plan to test the hypothesis. Because our approach allowed me to create enough hypotheses to enable me to identify correlations between employee turnover and talent management, it was determined to be the most suited for this particular research. In addition. Deductive reasoning is used in most positivist studies. 
Furthermore, because they enable respondents' degrees of agreement or disagreement with a given question to be represented in statistical and numerical terms along with graphs and figures that make the data analysis process extremely clear and understandable for the researcher, the quantitative method and deductive approach are helpful tools for interpreting data. This makes it possible to look into the growth of the hypothesis, which improves the study's efficacy and dependability. For the second objective, which is a critical assessment of the literature, secondary data was successfully acquired via a variety of websites, journals, and books (both online and offline), as opposed to surveys. These sources were chosen according to their affordability in terms of time, money, and data obtained, as well as their ability to provide a thorough grasp of the research subject. They improved my ability to think critically and analyse things. 
Additionally, the author developed a hypothesis based on the body of existing information, analysed the research methodologies employed in the area using a logical procedure, and created a study plan to test the hypothesis. In addition. In most positivist investigations, deductive reasoning is used.  This sampling strategy allows me to swiftly continue the research with the workers who are easily accessible to me, unlike probability sampling methods that need more formal access to lists of people. To be more precise, it is a quicker and more effective sampling methodology for data collecting than other methods. In summary, the research project was helpful in extending my knowledge base and honing my research analysis skills—a first for me—as well as exposing me to fresh philosophical ideas. In addition to successfully completing the assignment, I also gained confidence and learnt how to manage the work on schedule.


Employee retention is greatly impacted by work-life balance. Employee retention is higher at their present company when they believe they have adequate time and energy to manage their personal and professional life. Workers are often happier in their professions when they believe they have time for personal hobbies and pursuits. They will probably experience more happiness, fulfillment, and motivation to stay with their company. Employees feel appreciated and respected when businesses place a high priority on work-life balance. They are more likely to get devoted to the business and its goals in the long run by being devoted to it. Businesses incur high turnover rates because of the expenses associated with hiring, onboarding, and training new employees. Long-term cost savings and a decrease in employee turnover are two benefits of work-life balance investments.In general, organizations stand to gain from cultivating a work-life balance-supportive culture in terms of employee retention, productivity, and overall organizational performance.
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[bookmark: _Toc159628207][bookmark: _Toc165019873]Appendix  – Questionnaire

Research on Impact of Work Life Balance on Employee Retention 
I’m Anushi Fernando, undergraduate of University of Wales Trinity Saint David. For a partial requirement of my Master’s degree, I am doing research on the “Impact of Work Life Balance on Employee Retention in the Apparel Industry of Sri Lanka”. The aim is to find out the impact of Work Life Balance practices to increase organisation employee retention rates in the Sri Lankan Apparel Industry. 
If you would like to take part in this study, please read the statement below and proceed to the questionnaire.
I understand the nature of the study, and what is required from me. I understand that after I participate, I will receive a debrief providing me with information about the study and contact details for the researcher. I understand I am free to withdraw from the study at any time, without having to give a reason for withdrawing, and without prejudice. I agree to provide information to the investigator and understand that my contribution will remain confidential. 
If you have any doubts regarding the content, the overall research or you wish to withdraw your questionnaire from the study, please do not hesitate to contact me at the email address listed at the end. 
Thank you very much for your precious time.  
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1.5 Research Aim
The primary goal of the present study is to determine how work-life balance affects lower,
medium, and top management levels of the Sri Lankan clothing industry's intents to retain | |
employees. The following goals have been identified in order to achieve that primary goal: —
1.6 Research Objectives
1. To critically review the literature to understand the
concepts of work life balance andemployee retention
while thoroughly examining and evaluating the
relationship between work life balance and employee
retention intentions in the Sri Lankan apparel industry.
2. To determine the level of work life balance and
employee retention intentions.
3. To draw conclusions and make recommendations
according to findings to improve the current situation of
work life balance practices and employee retention
intentions.
4. To reflect on the current study that assists to future
development of work life balance practices and
employee retention intentions through personal
learning of the research.
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1.7 Research Question =
The main research question this research will attempt is: What is the impact of work life
balance on employee retention?
. What is the relationship between work life balance and employee retention?
2. When seeking to retain employees, what are the major difficulties being faced by L
apparel organisations?
3. What are the other factors that influence employee retention in large scaled apparel
industry in Sri Lanka?
4. What are the solutions and strategies that apparel organisations could practice to
enhance the work life balance and employee retention rates?
1.8 Chapter Outline
The following is an overview of how the next chapters will be presented.
Table 1 Chapter Outline, Source: Author Developed (2024) ERccen -
Chapter 1 - Introduction
As this chapter starts the dissertation, it covers the background of the study issue, goals,
objectives, and research question to determine the degree to which WLB affects ER.
Chapter 2 — Literature Review
Using a variety of historical literature sources, this chapter critically evaluates ideas and
concepts related to work-life balance, work flexibility, job stress, job satisfaction, organisational
support, and employee retention. It also highlights the significance of these notions.
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Table 2 Data Collection Comparison, Source: (Author Developed, 2024)

Cheap and free to access to
the relevant information
(Marcoulides, 1998).

Objective — No bias (Wilson,

2010).

Data Benefits Limitations
Collection
Primary The recency of data is high Highly time consuming (Murthy
Data (Saunders et al., 2019). & Bhojanna, 2008).
Specific to the firm's actual Results maybe misleading if
scenario (Bajpai, 2011). sample is too small (Zikmund et
Unique research findings al., 2013).
(Bryman and Bell, 2015). Quality of data maybe low.
Proprietary rights (Srivastava More number of resources
and Rego, 2016). required (Hair et al, 2015).
Secondary Already gathered so low time Data collected maybe outdated
Data consuming (Sreejesh, (Goodwin, 2012).
Mohapatra and  Anusree, Inaccuracy (Rios and Campo,
2014). 2013).

Lack of familiarity and absence
of key variables (Sue and Ritter,
2012).

No control over data quality and
high complexity of data.
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which each person is asked to respond to the same set of questions in a predetermined order”

Dk

by Saunders et al. (2019, p. 360). The selection of questionnaires was made because they
provide a logical means of obtaining answers from a large sample before doing a quantitative
analysis and obtaining both quantifiable and non-quantifiable data (Easterby-Smith, 2015).
Since questionnaires were utilised in earlier study on SP and ER (Eshiteti et al., 2013; Darshani
& Wijeyerathne, 2017), the researcher chose to employ questionnaires as a data collection
strategy. The advantages and disadvantages of questionnaires are shown below.

Table 3 Benefits and Limitations of Questionnaires, Source: (Author Developed, 2024)
Benefits Li

tions

« Inexpensive — Email/Website (Rada e Unanswered and unconscientious |
& Alvarez, 2013). questions (Thomas, 2004).

* Scalability — gathers data from large « Difficulties in capturing expressing
audience (Marshall, 2005). personal opinions and emotions
(Presser, et al., 2004).

« Visual data insights (Wright, 2005). * Misleading  conclusions  because
options are limited (Brace, 2008).

« Offers actionable data (Lancaster, e Lack of personalisation or
2005). customisation (Billups, 2019).

]
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3.10 Reliability and Validity
According to Bryman (2012), the core concerns of reliability include consistency of
measurements found by assessing stability, internal-reliability, and inter-observer consistency.
Therefore, to assess the questionnaire's reliability, the Cronbach's Alpha test is used (Saunders
etal., 2019).
[
Table 8 Pilot Test Reliability, Source: adapted from (SPSS, 2024)
Variables Pilot Reliability — Cronbach’s Alpha
Work Flexibility (Sub-Independent) 0.852 []
Job Stress (Sub-Independent) 0.939
Organisational support (Sub-Independent) 0.894
Employee Retention (Dependent Variable) 0.727
Total Pilot Test Cronbach’s Alpha 0.901
3.11 Methodology Limitations
Since the researcher utilised an internet/online-mediated survey (Google-Forms), some
respondents resisted to answer questionnaires due to lack of computer literacy (Balnaves &
Caputi, 2001). Respondent’s independency was reduced/limited due to difficulties in expressing
an open-answer via personal-feelings/opinions/emotions (as qualitative/deductive approach =
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4.5 Descriptive Statistics
Table 10 Descriptives, Source: Adapted from (SPSS, 2024)
Descriptive Statistics
N Minimum ~ Maximum ~ Mean  Std. Deviation Variance Skewness Kurtosis
Statistic _ Statistic __ Statistic _ Statistic ___ Statistic __Stafistic _Stafistic _Std. Error_Stafistic _Std. Error
Work_Flexibility 85 125 475 32824 100133 1003 -186 261 1122 517
Job Stress 85 1.00 475 31765 100728 1015 -313 261 -673 517
Organisational 85 125 475 32353 92851 862 -415 261 -1.034 517
Support
Employee_Retent 85 1.00 475 2.9265 113771 1294 265 261 1258 517 -
ion —
Valid N (listwise) 85
The results presented above indicate a moderate amount of work flexibility, as shown by the
mean of 3.2824 (2.5 < = 3.2824 < 3.5). Furthermore, a mean-value of 3.1765 (2.5 < = 3.1765 <
3.5) indicates that the degree of job stress is moderate. As a result, both variables' larger
standard deviations of 1.00 indicate that the data are more widely dispersed around the mean
and have high volatilities. Additionally, the negative skewness of Work Flexibility (-0.186) and
Job Stress (-0.313) highlight the distribution's left or negative skewness and non-symmetrical
nature. Organisational support, however, exhibits a moderate mean of 3.2353 (2.5 < = 3.2353 < =]
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Table 12 Model Summary, Source: Adapted from (SPSS, 2024) B
Model Summary®
Adjusted R Std. Error of the
Model R R Square Square Estimate Durbin-Watson
1 7162 513 507 79904 992
a. Predictors: (Constant), Work_Flexibility
b. Dependent Variable: Employee_Retention
Model Summary®
Adjusted R Std. Error of the
Model R R Square Square Estimate Durbin-Watson
1 6312 298 391 88805 839
a. Predictors: (Constant), Job_Stress
b. Dependent Variable: Employee_Retention —
Model Summary®
Adjusted R Std. Error of the
Model R R Square Square Estimate Durbin-Watson
1 6512 424 417 86862 1.005
a. Predictors: (Constant), 0S
b. Dependent Variable: Employee_Retention
The above figures show that the dependent variable, employee retention, which has good
correlation levels, has very high levels of predictability, with the R value representing the [+]
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Table 13 Anova, Source: Adapted from (SPSS, 2024)
ANOVA?
Model Sum of Squares ___df Mean Square F sig
1 Regression 55.736 1 55736 87.207 0000
Residual 52.992 83 638
Total 108.728 85
a. Dependent Variable: Employee_Retention
b. Predictors: (Constant), Work_Flexibility
ANOVA?
Model Sum of Squares ___df Mean Square F sig
1 Regression 43211 1 43271 54868 0000
Residual 65.457 83 789
Total 108.728 85
a. Dependent Variable: Employee_Retention
b. Predictors: (Constant), Job_Stress
ANOVA?
Model Sum of Squares ___df Mean Square F sig
1 Regression 46.105 1 46105 61.107 0000
Residual 62623 83 754
Total 108.728 85
a. Dependent Variable: Employee_Retention
b. Predictors: (Constant), S
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Coefficients?
Standardized
Unstandardized Coefficients Coefficients 95.0% Confidence Interval for B
Model B Std. Error Beta t sig Lower Bound ___Upper Bound
1 (Constant) 256 299 858 303 -338 850
Work Flexibility 813 087 716 9343 000 640 987
a. Dependent Variable: Employee_Retention
Coefficients?
Standardized
Unstandardized Coefficients Coefficients 95.0% Confidence Interval for B
Model B Std. Error Beta t sig LowerBound __ Upper Bound
1 (Constant) 663 320 2,070 042 026 1.300
Job Stress 713 096 631 7.407 000 521 904
a. Dependent Variable: Employee_Retention
Coefficients?
Standardized
Unstandardized Coefficients Coefficients 95.0% Confidence Interval for B
Model B Std. Error Beta t Sig LowerBound ___Upper Bound
1 (Constant) 345 343 1.005 318 -338 1.028
0s 798 102 651 7817 000 595 1.001
a. Dependent Variable: Employee_Retention
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4.8 Hypothesis Testing and Discussion
Table 15 Hypothesis, Adapted from (SPSS, 2024)
Variables Hypothesis | Pearson Significance Accepted Rejected
Correlation Level
(Both Correlation
and Regression)
Work Flexibility Hia 0.716 0.000 v
Job Stress H2a 0.631 0.000 v
Organisational H3a 0.651 0.000 v
Support
Page 57 of 86

16239 words

DR Text Predictions: On
L Type here to search

T Accessibility: Unavailable

56

. pewHNOOE

[]
T Focus B B —8—+ 1o%
5 = & 5:41PM

% 32°C Mostlycloudy A~ G @ &) 7Z P





image41.png
Anushi Original - Compatibility Mode SILVA, KOKKU ARACHCHIGE CHATHURI (Student)

Fle Home Insert Draw Design layout References Mailings Review View Help RCM [ @ comments | [ Editing - | [ & share ~
- ~ | POFind v [m[m]
. Calibri Body)  ~[11 <[ AT A" Aav Ay 2L || naBbcepd | AsBbccDd AaBOCCC 1 AaBl 1.1 AsBl & e \!J oo
Pﬂj‘e SF;NM painter I U-a%x X A 2-A-~ = Sy B Normal | No Spacing 1Table Pa.. Heading1 Heading2 [+ h(Seleclv D'Cvlﬂle Sel =i Editor | Add-ins
Clipboard 5 Font = Paragraph = Styles & Ediing Voice | sensitivy | Editor | Add-ins ~
4.9.1 Hypothesis 1 — Work Flexi B
Work Flexibility
45.00%
40.00%
35.00%
30.00%
25.00%
20.00%
15.00%
10.00%
5.00% l I
0.00%
Strongly Strongly
Agree Agree Neutral Disagree Disagree
= Question 6 16.47% 11.76% 21.18% 36.47% 14.12%
= Question 7 18.82% 11.76% 10.59% 37.65% 21.18%
= Question 8 23.53% 20.00% 12.94% 16.47% 27.06%
" Question 9 4.71% 16.47% 16.47% 40.00% 22.35% []
®Question 6 ®Question7 = Question8 = Question 9
Figure 14 Hyptoehsis 1, Source: (Author Developed, 2024)
The results show that most respondents don't feel that their companies provide flexible
schedules that assist staff in juggling part-time employment, remote work, personal obligations,
management support for flexible work arrangements, and possibilities for professional growth.
Notably, over 27% of respondents vehemently disagree that companies' leave policies support
workers' ability to combine work and family obligations. A relatively small percentage of industry [+]
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2 — e B "
reducing staff turnover. In order to help them achieve optimal performance, elevated customers
today seek employment options that are advantageous not just financially but also in terms of
improved perks, technology support, and adaptability. |
4.9.2 Hypothesis 2 - Job Stress
Job Stress
50.00%
45.00%
40.00%
35.00%
30.00%
25.00%
20.00%
15.00%
10.00%
5.00% I I
0.00%
Strongly . Strongly
Agree Agree Neutral Disagree Disagree
= Question 10 16.47% 12.94% 15.29% 36.47% 18.82%
= Question 11 18.82% 11.76% 18.82% 36.47% 14.12%
= Question 12 27.06% 21.18% 14.12% 25.88% 11.76%
" Question 13 8.24% 8.24% 22.35% 44.71% 16.47%
= Question 10 =Question 11 =Question 12 = Question 13
Figure 15 Hyptoehsis 2, Source: (Author Developed, 2024)
According to the research, over 25% of respondents don't think that their companies provide a
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4.9.3 Hypothesis 3 - Organisational Support
Organisational Support
70.00%
60.00%
50.00%
40.00%
30.00%
20.00%
v | | | I ([T (] ]}
0.00% u | u
Strongly Agree Neutral Disagree Strongly
Agree 9 9 Disagree
= Question 14 11.76% 11.76% 17.65% 47.06% 11.76%
= Question 15 18.82% 14.12% 12.94% 37.65% 16.47%
= Question 16 28.24% 16.47% 11.76% 31.76% 11.76%
" Question 17 4.71% 10.59% 14.12% 63.53% 7.06% I
= Question 14 =Question 15 = Question 16 = Question 17 B
Figure 16 Hyptoehsis 3, Source: (Author Developed, 2024)
The results show that most respondents do not agree that the organisation has implemented
citizenship behaviour concepts to support employees, provided a proactive communication plan
and feedback, given employees the independence to make decisions on their own when
needed, or given them enough opportunities to participate in decision-making, problem-solving, [+]
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4.9.4 Hypothesis 4 - Employee Retention
Employee Retention
40.00%
35.00%
30.00%
25.00%
20.00%
15.00%
10.00%
5.00% I
0.00%
Strongly Strongly
‘Agree Agree Neutral Disagree Disagree
= Question 18 18.82% 28.24% 20.00% 20.00% 12.94%
= Question 19 30.59% 20.00% 11.76% 37.65% 0.00%
= Question 20 15.29% 16.47% 16.47% 20.00% 31.76%
= Question 21 24.71% 18.82% 20.00% 7.06% 29.41%
®Question 18 = Question 19 = Question 20 = Question 21 |
Figure 17 Hyptoehsis 4, Source: (Author Developed, 2024)
According to the results, the majority of respondents—more than 12%—strongly disagreed or
disagreed that they receive adequate non-financial benefits that keep them motivated, a clean,
well-organized, and attractive work environment, and enough relief from organisational politics
to keep employees motivated. Each of these points appears to be true. This demonstrates how
poorly designed work environments and circumstances have affected businesses and people, =
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SECTION ONE - DEMOGRAPHICS
Tick the appropriate answer

Q1. Gender?
O Male
O Female

Q2. Age Group?

O Over 18 Years
20-29 Years

L 8o B e oo

o

O 30-39 Years
O 40-49 Years
O 50-59 Years +

O 60 Years and Over

Q3. Desigantion?
Fulltime Employment
Part time Employment

Unemployed
Retired

0000

Q4. Department?
Finance

HR

"
Merchandising
Production
Sample Room
Other

Q5. Number of employed years?
Less than One Year
1-3 Years
4-7 Years
810 Years

Over 10 Years
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Please rate the extent to which you agree or disagree by ticking the following
statements:

1= Strongly Agree i
2=Agree

3= Neither

4= Disagree

5= Strongly Disagree.

SECTION TWO — WORK FLEXIBILITY

Q6. My organisation flexible time policy helps to permit employees to adjust their +
‘working hours by allowing part time, job sharing or work from home options to manage

work and personal commitments?

1] 2] 3] 4] 5

Q7.1 am supported by my supervisor / management in my flexible schedule?

1] 2] 3] 4] 5

Q8. My organisation provides me leave arrangements for either one of the following
listed such as family leaves for childcare, compassionate leave, family emergency,
maternity / patemnity leave or provides childcare faciliies that contributes my work
flexibility leading to a healthy work life balance?

T 2] 3] 4] 5

Q9. Part time workers also receive sufficient training and development and career
development programmes to enhance and develop new leadership skills for future
leadership positions?

1] 2] 3] 4 5
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SECTION THREE - JOB STRESS o
Q10. My organisation provides me all the necessary materials, resources and offers 3
me a clean and well organised working environment that is required to perform my job
better and to manage my work stress? o
1 2 3 4 5
Q11. My employer helps employees develop and maintain a healthy lifestyle and | &
regularly participate in the health and wellness programs provided by my employer to
reduce work stress? w
1 2 3 4 5 +
Q12. High work place politics in my organisation has led to be a cause to increase my
job stress?
1 2 3 4 5
Q13. I am being given a balanced work load to perform my job during the working
hours that contributes to reduce my job stress?
1 2 3 4 5
o
e
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SECTION FOUR - ORGANISATIONAL SUPPORT

Q14. My organisation has established a proactive communication plan in which my

supervisor provides me regular constructive performance feedback to improve my self-
efficacy, in order to become the next successor?

T 2] 3] 4] 5

Q15. In my organisation, there is an administrative delegation of authentic power
allowing me to make independent decisions and has given me the substantial freedom
to choose how to best perform my work?

1] 2] 3] 4] 5

Q16. My manager provides me sufficient opportunities to be involved in decision
making, problem solving, and goal setting at work?

1] 2] 3] 4] 5

Q17. My organisation implements organisational citizenship behaviour concept where
employees helps their colleagues who were either absent or who are having heavy
workloads or are new to the organisation although it's not necessary?

1] 2] 3] 4] 5
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SECTION FIVE - EMPLOYEE RETENTION
L
Q18. | receive adequate monetary rewards for my contributions at work that keeps me z
motivated to remain within the company? 5
i 2] 3] 4] 5
&
Q19. | receive sufficient non-financial incentives for my contributions at work that
keeps me motivated to remain within the company? w
1] 2] 3] 4] 5 T
Q20. My organisation offers me a clean and well-organised working environment with,
proper workstation set-up, fumiture and equipment's, ventilation and lighting that is
required to perform my job better, giving me the satisfaction to retain within the
organisation?
i 2] 3] 4] 5
Q21. High workplace politics in my organisation has led to be a cause to increase my
job stress, thereby giving me intentions to leave the organisation?
i 2] 3] 4] 5
a
a
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If you have any doubts regarding the content, the overall research or you wish to withdraw
the study, please do not hesitate to contact me at: 2222875@student.uwtsd.ac.uk

Highly thankful for your participation in this research
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