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Work-life balance and turnover intentions:
The role of Organizational identification and Employee
loyalty
Tonya Abi Antoun

ABSTRACT

Reducing turnover is one of the hottest topics in human resource management, as it
represents significant costs to the organization. The purpose of this paper is to examine
the relationship between work-life balance and employees’ turnover intentions. It also
explores the roles of employee loyalty and organizational identification as mediators
between work–life balance and turnover intentions. The survey sampled 222 employees
from different industries within Lebanon. Structural equation modeling (SEM) was used
to test the relationship. Significant sequential mediation was identified which provides
insights to both practitioners and academicians. Also, future research is addressed.
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Chapter One
Introduction

In this chapter, the background of the study is presented along with the aims and
objectives. Also, the gap in the literature and the need for the study are stated. Finally the
organization of the rest of the thesis is given.

1.1 Background

Over the past generation, work-life balance practices have been growing in significance
and gaining the interest among practitioners and researchers (Westerfield, 2011). The
demographic trends in the workplace have created a challenge for organizations; trends
like the increased number of the aging population due to healthier living and the
increased number of female workers due to the shared household responsibilities
(Westerfield, 2011; Hatum, 2013). In addition to the demographic challenges,
organizations have to adapt to the technological developments, which ensure a
continuous contact with the employees (Westerfield, 2011). The occurrences of these
changes in the workplace lead organizations to implement and design work-life balance
programs in order to decrease work-life conflict or deal with work-life spillover
(Westerfield, 2011). A significant number of researchers agree that the spillover
approach to work-life balance is the most popular, as it suggests that employees carry
their feelings from work to life and vice versa (Thirgy et. al, 2001). In this theory
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process the employee carries his/her feelings, emotions, attitudes, skills and behaviors
from one environment to another (Thirgy et. al, 2001).
Maslow’s hierarchy of needs is still benchmarked by management to comprehend
employee’s efforts and motivations in relation with human behavior (Jones & Moawad;
2014). The hierarchy of needs covers the five levels. The lowest level is the
physiological needs which include the basic human needs; the employer can satisfy this
need by accommodating employees by a healthy and safe environment (Jones &
Moawad; 2014). The second level includes the safety needs which are self-protection
from any harm; the organization should provide things like counseling consultations and
retention plans to satisfy this need for the staff (Jones & Moawad; 2014). The third level
includes the belonging needs that emphasize the making of the relationships through
team activities, coaching and mentoring (Jones, Moawad; 2014). The fourth level
contains the esteem needs which include the sense of accomplishments that can be
enhanced with employee recognition or job rotation. The fifth level is the level of selfactualization where management can help the employees in achieving this need by
supporting their self-growth through steps like education assistance and opportunities to
attend conferences(Jones&Moawad;2014).
According to Westerfield (2011), work-life balance programs have led to employee
outcomes like increased employee loyalty, increased organizational identification and
decreased turnover intentions.
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1.2 Purpose of the Study
The objective of the study is to develop a conceptual model linking work-life balance to
turnover intentions through the effect of organizational identification and employee
loyalty on the relationship between work-life balance and turnover intentions. The results
from this study will aid HR managers in reducing the turnover rates when formulating
policies relating to the variables under study.

1.3 Need of the Study
The aim of this study is answering calls from previous researchers for further exploration
of work-life balance (Byron, 2005; Kelliher , Richardson, Boiarintseva, 2018; Agosti,
Andersson, Bringsén, & Janlöv, 2019).). This study investigates the relationship between
work-life balance and turnover intentions mediated by both employee loyalty and
organizational identification derived from a review of literature and empirical data.

Despite the growing interest in work-life balance, there is no significant amount of studies
done outside North America (Ferreira et.al, 2017). This study examines, with empirical
data, work-life balance within Lebanon, a country in the MENA region.

Previous studies have considered the relationships among the four constructs, work-life
balance, organizational identification, employee loyalty and turnover intentions. In the
work of Westerfield (2011), organizational identification mediates the relationship
between work-life balance and employee outcomes. Organizational identification
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combined with work-life balance programs reduced employees’ turnover intentions and
increased organizational citizenship behaviors.

However, there gap in the literature which is connecting the latter four constructs in one
holistic model. In particular, we draw upon the social exchange theory and social identity
theory to develop a conceptual model in which organization identification and employee
loyalty mediate the relationship between work-life balance intentions. The model studies
the mechanism that explains how turnover intentions are impacted by work-life balance.
As such, this research study will expand the literature on work-life balance from a nonWestern perspective.

1.4 Study Context
Particularly following the Lebanese economic crisis, employers became more competitive
than ever demanding more tasks from their employees and thus affecting their employees’
work-life balance and the lives of Lebanese families (Ferreira et.al, 2017). Lebanon’s
population is 0.06 percent of the world’s population. According to a recent article,
Lebanese employees fear losing their jobs, as the unemployment rate stands at 25%
(Hamadi, 2019). The structure of the Lebanese legal system does not encourage trust and
fast business transactions, it doesn’t protect its employees and the turnover rate is high in
the market. The Lebanese civil war had a major impact on business management and
recruitment styles, as the concept of “Wasta” is integrated in the society (Tlaiss & Kauser,
2011). “Wasta” is the privilege of having an influential acquaintance to help you get
recruited or promoted (Tlaiss & Kauser, 2011). The country has approximately 35,000
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graduates yearly with 5000 new jobs openings (Hamadi, 2019). According to Hofstede,
the Lebanese society is characterized by collectivism/family orientation (Hofstede,
Hofstede, & Minkov, 2010).

The questionnaire for this research study was first administrated to faculty and working
students at the Adnan Kassar School of Business at the Lebanese American University
(LAU) during the spring semester of 2020. In addition, employees from different
Lebanese industries also participated in the study.
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This thesis proceeds with the following organization.

Chapter two contains a review of the literature.

Chapter three describes the theoretical framework supporting the primary constructs of
work-life balance, turnover intentions, employee loyalty and organizational identification.
The constructions of the relationships between these constructs are represented in the
study’s hypotheses.

Chapter four, includes the procedures and methodology section that contains detailed
information about the data collection process and the conceptual framework for analyzing
the data.

Chapter five discusses the findings of the study from the data analysis.
Chapter six includes the conclusions, limitations, future research and managerial
implications.
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Chapter Two
Literature Review

This chapter provides a literature review on work-life balance, employee loyalty,
organizational identification, and turnover intentions.

2.1

Work-Life Balance

Shaffer (2015) defines work-life balance as the opportunity of giving work roles and
family roles equal attention. The word “balance” in work is measured differently
depending on employee’s preferences (Guest, 2001). Work doesn’t only include paid
activities, but it also includes unpredicted commitments ( Dex and smith, 2002). Every
person has work and family duties and faces challenges while trying to balance the two
(Greenhaus et al, 2003). The trend has shifted. Employees used to search for familyfriendly organizations, but nowadays they are interested in organizations that offer worklife balance ( Dex and smith, 2002).

In order to adapt to the current and future uncertainties of our environment, organizations
did a mindset shift by providing employees with flexible work arrangements (Grantham
et al, 2009).
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Grantham et al, (2009) listed the following types of flexible work arrangements which are
telecommuting, job sharing, compressed work schedules and flexible schedules. Flextime
is when the organization gives control to the employee over his/her work schedules
(Rocrereto et al, 2011). Compressed work week is when the employee has the choice of
working fewer days with prolonged working hours (Lambert et al, 2008). Telecommuting
is a work arrangement between the organization and the employee in which the employee
can access and complete his/her work without having to be in the work place (Siha &
Monroe, 2006). Telecommuting has been proven to reduce operating costs (Siha &
Monroe, 2006). Job sharing is a work arrangement that allows two employees to share a
full-time job with adjusted salaries (Lambert, 2008). Thus, all flexible work arrangements
increase employee’s satisfaction (Lambert, 2008). Jones and Moawad (2014) explain that
management should satisfy the needs of its employees bearing in mind their different
interests.

Some researchers have found that the implementation of work-life balance programs has
a significant positive impact on the employee’s life (Maclnnes, 2006; Abendroth and Den
Dulk, 2011).

Family friendly programs are very effective and can save organizations some costs (Dex
& Smith, 2002). Hyman & Summers (2004) discuss the benefits of work-life balance
programs for the employers; according to them, the programs increase job satisfaction and
enhance productivity. Their analysis also proved that creating a family-friendly work
environment is cost-effective (Hyman & Summers, 2004). However, work-life balance
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policies should be tailored to the organization’s industry and sector, formalized, discussed
with employees and fair for both genders (Hyman & Summers, 2004). Work- life balance
affects our lives positively by giving rise to health, success and happiness (Guest, 2002).
According to Soomro, Breitenecker and Moshadi, Shah (2018, p.139), “Young
employees able to find a suitable balance between work and family commitments are
productive”. The phenomenon of work-life balance has emerged over the years, especially
after the increase in the number of female employees in the workplace (Schwartz, 1992;
Davidson & Burke, 1994). Shortly afterwards men showed interest in achieving a more
successful work-life integration (Burke, Burgess, Oberrlaid, 2004). Burke, Burgess and
Oberrlaid (2004) suggest decrease of work hours, increase of managers presence,
implementation of clearly defined performance indicators to help the employees with
focusing on the quality and quantity in tasks and the implementation of a good work
process ( Dex and smith, 2002).

Grosswald (2004) believe that Work-Life balance programs are the revolutionizing tool
that has radically altered the evolvement of human resources practices. Lately, reducing
turnover is the hottest new topic in human resources, as it represents significant costs to
the organization.

2.2

Employee Loyalty

Johnson et al, (2009) define employee loyalty as the dedication to a certain organization.
Other researchers define loyalty as an attachment to or identification with the firm
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(Johnson et al, 2009). Employee loyalty is the extent to which an employee feels
responsible and committed to his/her job without having the desire to hunt for another job
opportunity (Eskildsen and Nussler, 2000). Employee loyalty is a key concept in human
resources studies and has been described as a high sense of attachment employees feel
toward their job and associates (Mohynihan & Noel, 2008). A loyal employee will
perform harder towards achieving the organization’s goals which will give the
organization a better reputation in the market (Guillon and Cezanne, 2014). Sung et al.
(2017) state that employee loyalty is positively related to job security, job continuation,
fairness of the reward system, organizational justice and personal status. It is
recommended that organizations provide such factors to their employees in order to
increase

their

feelings

of

attachment

(Sung

et.al,

2017).

Loyal employees are tangible assets to the organization; therefore the management should
engage and retain them (Mohynihan & Noel, 2008).

2.3

Organizational Identification

Organizational identification is defined as the extent to which the employee believes that
his/her characteristics are the same as the organization’s characteristics (Dutton, Dukerich
& Harquail; 1994). Employees identify themselves with an organization based on
dimensions like power, status, productiveness, economic competitive ability and
abundance (Boen, Vanbeselaere & Cool, 2006). Cardador and Pratt (2006) explain that
the identification process is developed in an employee by interactions and relationships at
the workplace.
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Humans by nature divide people into groups and identify themselves with the group that
has the most favorable attributes (Hogg & Terry, 2000). The organizational identification
is not only based on ethnicity, race, gender and religion; it penetrates on deeper levels
such as communication and belonging to groups that appreciate the same values and
beliefs

(Bartels

et

al.,

2007).

Employees who identify themselves with a certain organization praise its
accomplishments (Hogg et al., 2000). Identification is a remarkable issue in modern
management; it challenges an organization to have a noticeable identity that is notable and
different from others (Cheney et.al, 2004). Organizational identification is linked to the
management’s decision making and the employee’s innate motivation (Riketta &
Nienaber of 2007). The employee who identifies himself/herself with the organization will
take a part in the responsibility of the organization’s successes and failures. According to
Van Knippenberg and Van Leeuwen (2001), organizational identification is the awareness
and the adoption of the organization’s values by the employee that match his/her identity
(Van

2.4

Knippenberg

&

Van

Leeuwen,

2001).

Turnover Intentions

Philips & Connell (2003) define turnover as the entrance and the exit of employees in and
out of the organization. There are voluntary and involuntary causes of employee
turnover; employees list: job satisfaction, pay, work itself, ethics, integrity and
supervisor are some of the causes. While managers list,lack of skills and lack of
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motivation (Deery, 2008). According to Deery (2008) some of the pressures facing
employees are long working hours, unstable work environment, and being the image
of the organization; these pressures are causing the employees emotional exhaustion
(Deery, 2008). Thus balancing between employee’s contributions with those of the
organization is what the theory of organizational equilibrium suggests (Ngo-Henha,
2017).

Turnover should be the biggest concern of the human resources department as it has
excessive costs for the organization (Chen et.al, 2006).

There are five kinds of costs

associated with employee turnover: detachment costs, recruitment costs, selection costs,
employment costs and productiveness lose costs (Chen et.al, 2006). Past studies have also
stated several negative consequences of turnover: “financial costs, productivity/effectivity
fall, impact on social networks and communications, loss of expertise/know-how and
moral fall” (Diaz Ramalho, Luiz de Paula, Barbosa de Oliviera, 2018, p.86). According
to Silva et al (2013) turnover will raise the cost of production and will negatively affect
the moral of employees (Silva et al, 2013). On the other hand Philips, Connell ( 2003)
argues that employee turnover can show a positive effect on job satisfaction and
organizational commitment (Tett & Meyer, 1993; Gaertner, 1999; Boatham et al, 2010).
However retaining employees is a challenge for organizations and this challenge is mainly
human resources department’s responsibility (Boatham et al, 2010).
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Chapter Three

Theoretical Framework and Hypothesis Development

This chapter presents the theoretical framework upon which the proposed conceptual
model will be based.

3.1

Theoretical Framework

This study draws upon two theories: the social exchange theory (Emerson, 1976) and
social identity theory (Tajfel & Turner, 1979). Both theories are used to bases for linking
the constructs under consideration.

The Social Exchange Theory (SET) states that employees who believe that their
organization is acting in their best interest tend to feel obligated to reciprocate (Lambert,
2000). Accordingly organizations that invest in work-life practices aim to strengthen the
bonds with their employees. Based on the social exchange theory, Westerfield (2011)
linked work-life balance and organizational identification to various favorable employee
outcomes including turnover intentions.

According to the Social Identity Theory (SIT), individuals in general and employees in
particular identify themselves with the social group they belong to. SIT explains how
customers identify with companies they do business with (Turker ,2009), employees with
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organizations they work for (El Kassar, Younes & El Khalil, 2017; El Kassar, Messarra,
El Khalil, 2017), and students with educational institutions they study at (El Kassar, Makki
& Gonzalez-Perez, 2019). In the work of Martínez & Rodríguez del Bosque (2013),
organizational identification makes employees’ become caring and loyal to their
organization. The social identity theory helps in explaining employees’ affiliation with
their organization, as high identification leads to high attachment.

3.2

Work-Life Balance and Organizational Identification

According to SIT, organizational identification encourages the alignment between the
personal and organizational boundaries (Allen et al., 2016). Studies have shown that a
strong organizational identification process with an efficient work-life balance program
will increase employees’ engagement (Allen et al., 2016). On the other hand, Ashforth
(2001) wondered whether the employees’ identification with their organization makes
them

less

aware

of

the

work-life

balance

conflict.

Nevertheless, according to Allen et al, (2016) organizational identification changes
negative attitudes towards a poor work-life balance. The employee will approach this
matter as a significant part of his/her work contributions. Therefore I propose:
Hypothesis 1: There is a positive relationship between work-life balance and
organizational identification.

14

3.3

Organizational Identification and Employee Loyalty

Since organizational identification is the concept of employee defining him/herself
through his/her organizational belongingness (Hogg, Terry, 2000), SIT argues that the
sense of belongingness leads to favorable outcomes such as employee loyalty. Steers
(2002) defined the employee loyalty concept, as the extended efforts and high
performance an employee is willing to put in order to stay in his/her organization
(Bechtold, 2007). Past research showed that in most cases employee loyalty matters more
than employee satisfaction (Bechtold, 2007). Martínez & Rodríguez del Bosque (2013)
stated that the relationship between organizational identification and employee loyalty is
intertwined and the increase of one is a measure of the increase of the other. Therefore I
propose:

Hypothesis 2: There is a positive relationship between organizational identification and
employee loyalty.

3.4

Work-Life Balance and Employee Loyalty

Baotham (2010) defined employee loyalty as the bond between the employee and the
organization. Mowday (1984) deducted that there is a negative relationship between
employee loyalty and turnover. According to Hofhuis, Van der Zee, Karen & Otten
(2014) and drawing upon SET, the loyal employee tends to perform better and he/she
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has higher productivity levels, but work-family conflicts can have an impact on the
employee’s organizational commitment (Frone et al, 1992).
When inter role conflict takes place and workers fail to recover, this can lead to stress
and the additional resources because of higher work demands and family
responsibilities. Also, additional pressure on worker’s resources may be imposed by the
work-to family conflict. Moreover, the demanding and complicated management
responsibilities would increase the possibility of employees’ emotional exhaustion,
sickness and absences (Elbaz-Lubich et al, 2002). According to Modway, Steers and
Porter (1979) providing employees’ with a relaxed and flexible work atmosphere is
associated with enhanced employees’ loyalty. Flexible work arrangements are a direct
process that show the employee his/her value to the organization, creating a stronger
bond with the employer (Weterfield, 2011). Therefore I propose:
Hypothesis 3: There is a positive relationship between work-life balance and employee
loyalty.

3.5

The mediating effect of Organizational Identification between Work-Life
Balance and Employee Loyalty

Grounded in social exchange theory, employees granted work-life balance programs will
feel valued and in turn will have a better perception of the organization’s intention towards
them, leading to increased employee’s identification with the firm (Westerfield, 2011).
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This leads to the question: can organizational identification affect the relationship between
work-life balance and employee loyalty. Thus combining hypothesis 1 and hypothesis 2,
I propose:

Hypothesis 4: organizational identification mediates the relationship between work-life
balance and employee loyalty.

3.6

Employee Loyalty and Turnover Intentions

Employees’ turnover intentions are defined as indicators of commitment to their
organizations (Hofhius et al., 2014).Voluntary turnover occurs when an employee decides
to exit his/her organization voluntarily (Hofhius et al., 2014). In Cunningham (2009)
work, high employee loyalty led to lower turnover rates. Based on SET, a well-treated
employee will feel obligated to stay loyal to the organization (Roehling, Roehling, &
Moen; 2001). Therefore I propose:

Hypothesis 5: There is a negative relationship between employee loyalty and turnover
intentions.

3.7

Organizational Identification and Turnover Intentions

Studies have shown that organizational identification is negatively related to turnover
intentions (Riketta, 2005; Elsbach & Bhattacharya, 2001). Moreover drawing upon SIT,
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organizational identification leads to employees’ alignment with the organization. Thus
employees’ will share the success and the failure of their organization (Mael & Ashforth,
1992). According to Riketta (2005), past research and meta-analytical studies proved that
organizational identification and intentions to quit are negatively related. When an
employee has weak identification with his/her organization; he/she will feel detached from
that organization. In case the detachment feeling is strong, the employee will then feel the
need to separate his/her identity from the organization’s identity (Elsbach & Bhattacharya,
2001). Hogg and Terry (2000) state that the concepts of organizational identification and
the concept of organizational attachment are different even if they overlap in certain
situations; they have different precursors. The concept of social identification is the link
that employees’ form with a certain organization in relation with a positive social status
they desire (Tajfel and Turner, 1979). Organizational identification is separated from the
concern of the organization’s destiny (Sung et.al , 2017). Organizational identification
focuses on the employee’s self-concept while employee’s loyalty focuses on the social
interchange (Van Knippenberg & Sleebos, 2006). Similarly Mishra & Bhatnager (2010)
argue that building organizational identification among employees leads to organizational
attachment, which leads to lower turnover intentions. Therefore, I propose:

Hypothesis 6: There is a negative relationship between organizational identification and
turnover intentions.

3.8

The mediating effect of Employee Loyalty between Organizational
Identification and Turnover Intentions
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Drawn upon the SIT theory, as employees’ who identify themselves with the organization
tend to be loyal (Mohynihan & Landuyt, 2008).According to Mohynihan & Landuyt
(2008) employee loyalty and family-friendly job attributes are organizational
characteristics that reduce turnover. Also, according to Westerfield (2011) work-life
balance enhance employees’ attachment to the organization and reduces turnover
intentions. Therefore I propose:

Hypothesis 7: Employee loyalty mediates the relationship between organizational
identification and turnover intentions

3.9

Work-life balance and Turnover Intentions

kalliath and Brough’s (2008) define work-life balance as employees reporting perceived
compatibility between their work and life roles (Brough et al.,2014). Work and non-work
activities do not have to be equal in length, as for example part time workers may be
satisfied with their work-life balance (Kalliath & Brough, 2008). Moreover Arguying
from SET, organizations providing work-life balance practices, maintain a low turnover
rate among their employees (Thakur & Bhatnagar, 2017). Work-life balance has been
linked to turnover intentions, as organizations providing their employees with work-life
balance programs succeed in reducing the stress caused by work and retaining their best
employees (Giauque, Anderfuhren-Biget, & Varone , 2016). In accordance with the social
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exchange theory, work-life balance programs applied complement the employees’
perception of their employer (Westerfield, 2011). Employees’ enhanced perception of
their employer has a positive impact on the turnover rate (Westerfield, 2011). Therefore
I propose:

Hypothesis 8: Work-life balance is negatively related to turnover intentions

3.10

Organizational Identification, Employee loyalty, Work-life balance and
Turnover Intentions

Work-life balance policies can be formal or informal procedures that increase employees’
loyalty and decrease turnover within the organization (Rawashdeh et al, 2016).
Flexible work environment is an organizational factor directly controlled by management
to reduce turnover, while employee loyalty is an organizational factor indirectly controlled
by

management

to

reduce

turnover

(Mohynihan,

Noel,

2008).

The concept of job embeddedness was developed to ensure organizations have the ability
to retain employees. Aluwihare‐Samaranayake et al. (2018) mention three prominent
forces that cause employees to become embedded: employees matching level with their
job, employees work-life balance and employees benefits given when exiting the
organization (Aluwihare‐Samaranayake et al., 2018). Such factors, restrain employees
from exiting the organization (Aluwihare‐Samaranayake et al., 2018).
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The theory of social justices supports the notion that work-life balance programs lead to
higher loyalty among employees who benefit from these programs (Roehling, Roehling,
Moen, 2001).1

Tompkins, (2005) argues the positive relationship between organizational identification
and organizational commitment which presents an increase in the following factors:
employee motivation, employee performance, employee satisfaction, positive social
relationships and employee retention. This leads to the question: can employee loyalty
affect the relationship between work-life balance and employee turnover intentions.
Subsequently I propose the following hypothesis:

Hypothesis 9: Organizational identification and employee loyalty sequentially mediate
the relationship between work-life balance and turnover intentions
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3.11

The Conceptual Model

As previously stated work-life balance programs enhance employee retention, by
facilitating the employees’ dual roles as employees and family members ( Grosswald,et
al.,

2001).

In addition, this study examines employee loyalty, a variable that can result in positive
outcomes for the employer. Work-life balance programs strengthen the bond between the
employee and the employer and reduce turnover intentions (Westerfield, 2011).
According to Mael and Ashforth (1992) organizational identification can be defined as
employees defining themselves in terms of the organization. Consistent with the theory of
social exchange work-life balance programs strengthen employees’ identification with the
employer

and

reduce

turnover

intentions

(Scott

&

Lane,

2000).

Based on the above discussion, this study investigates the relationship between work-life
balance and turnover intentions mediated by both employee loyalty and organizational
identification by proposing and testing the following conceptual model.
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Figure 1: The Conceptual Model

Accordingly, the proposed conceptual model was examined by empirically testing the
following hypotheses (as illustrated in figure 1).

Hypothesis 1: There is a positive relationship between work-life balance and
organizational identification.
Hypothesis 2: There is a positive relationship between organizational identification and
employee loyalty.
Hypothesis 3: There is a positive relationship between work-life balance and employee
loyalty.
Hypothesis 4: organizational identification mediates the relationship between work-life
balance and employee loyalty.
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Hypothesis 5: There is a negative relationship between employee loyalty and turnover
intentions.

Hypothesis 6: There is a negative relationship between organizational identification and
turnover intentions.

Hypothesis 7: Employee loyalty mediates the relationship between organizational
identification and turnover intentions

Hypothesis 8: work-life balance is negatively related to turnover intentions

Hypothesis 9: Organizational identification and employee loyalty sequentially mediate
the relationship between work-life balance and turnover intentions
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Chapter Four
Methodology
This chapter discusses the data collection process. In addition, the scales measuring the
various constructs of the proposed conceptual model are detailed.

4.1 Population and Sample Selection
This study targeted individuals working full time within Lebanon. The participants of the
study are employees working for different privately held companies. Furthermore, the
survey was distributed based on convenience with the use of emails (Marpsat and
Razafindrratsima, 2010). Participants were introduced to the survey questionnaire via a
consent form describing the objectives of the study as aiming to assess the relationship
between work-life balance and turnover mediated by both employee loyalty and
organizational identification. The participants were assured that their answers would
remain anonymous and confidential. The participants were also assured that there are no
known risks, harms or discomforts associated with this study beyond those encountered
in normal daily life. A total of 222 complete surveys were collected. The data analysis
was performed based on the collected questionnaire.

4.2 Variables and their measurements
The first nominal variable is gender and has two categories male and female. The
nominal variable will be measured with typical descriptive statistics. The second
variable is age and has four categories: 18-25 years, 26-43 years, 44-54 years, and 55-65
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years. Age is considered as an ordinal variable. The dependent variable represents the
employee’s intention to quit his/her company whereas the independent variables are
employee loyalty, organizational identification and work-life balance. The dependent
and independent variables are measured using five-point Likert scales.
4.3 Instrumentation
This article employs a cross-sectional model for a fixed point of time in Lebanon that
allows us to examine the relationship between work-life balance and turnover intentions
mediated by both employee loyalty and organizational identification. A quantitative
research approach is adopted for the purpose of collecting a significant number of
participants in a short time frame.

After reviewing previous literature, the data for this thesis was collected using a
questionnaire assessing the relationship between the following dimensions: intention to
quit, employee loyalty, organizational identification and work-life balance. Furthermore,
data was collected based on convenience sampling, after obtaining the participant’s
consent to participate in the study. The survey/questionnaire was structured in such way
that , the employee loyalty section comprised 6 questions, the organizational identification
section comprised 6 questions, the work-life balance section comprised 4 questions and
the turnover section

comprised 5 questions.

The respondent was asked to place

him/herself on a five point Likert scale in which the answers varied from: strongly
disagree, disagree, neither agree nor disagree, agree and strongly agree.

The survey is structured in the following manner:
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4.4 Demographic Question

Single item questions were used to measure the following demographics :(1) gender, (2)
age, (3) education, (4) years of experience in current company, (5) current work position
(6) employment industry and (7) company size. This section of the survey helps in
analyzing the profiles of the participants in the research objective context.

4.5 Work-Life Balance scale
Based on Kalliath & Brough (2008) definition of work-life balance; Brough et al. (2014)
built a scale that was tested several times on multiple independent samples ( Waclawska,
2018; Ollier-Malaterre & Foucreault, 2017). In the work of Ollier-Malaterre &
Foucreault (2017), the scale was used and proven to be reliable. Work-Life balance was
measured by Brough et al. (2014) five-point scale from 1 (strongly disagree) to 5
(strongly agree). A sample item is: ‘I currently have a good balance between the time I
spend at work and the time I have available for non-work activities’. The higher the
score results, the higher the work-life balance.
An analysis was undertaken to test the scales reliability. The resulting Cronbach alpha
was 0.848.

Table 1: Reliability Statistics of work-life balance
Reliability Statistics
N of
Cronbach's Alpha
.848
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Items
4

4.6 Turnover intentions Scale
The turnover intentions survey was measured by Walsh, Ashford and Hill (1985) fivepoint scale, which have been proven reliable in the study of Varshney (2014). Answers
ranged from 1 (strongly disagree) to 5 (strongly agree). A sample item is: ‘I am starting
to ask my friends/contacts about other job possibilities’. An analysis was undertaken to
test

the

scales

reliability.

The

resulting

Cronbach

alpha

was

0.917

Table 2: Reliability statistics of turnover intentions

Reliability Statistics
Cronbach's Alpha
.917

N of Items
5

4.7 Employee Loyalty Scale
The employee loyalty was measured by Maccarthy (1997) five-point scale. Answers
ranged from 1 (strongly disagree) to 5 (strongly agree). This survey captures employees’
feelings of attachment to their organization. (Yee,Yeung & Cheung ,2010). In this study;
Item 1: “I am often absent from work” was removed from the results as it caused
confusions for the participants. This confusion was detected after factor analysis was
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performed, as the factor loading for this item was low. A sample item is: ‘I turn down
other jobs with more pay in order to stay with this company’. An analysis was undertaken
to test the scales reliability. The resulting Cronbach alpha was 0.763.

Table 3: Reliability statistics of employee turnover

Reliability Statistics
Cronbach's Alpha N of Items
.763

5

4.8 Organizational identification Scale
Organizational identification was measured by Mael and Ashforth’s (1992) five-point
scale. The scale validity evidence can be found in the work of Cole & Bruch (2016).
Answers ranged from 1 (strongly disagree) to 5 (strongly agree). This scale has been used
by many researchers to measure organizational identification and proven reliable (see e.g:
Homburg et al. ,2009 ; Lythreatis, S., Mostafa, A. , & Wang, X. ,2019). A sample item
is: ‘When someone criticizes this organization, it feels like a personal insult’. An analysis
was undertaken to test the scales reliability. The resulting Cronbach alpha was 0.863.

Table 4: Reliability statistics of organizational identification
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Reliability Statistics
Cronbach's
Alpha
0.863

N of
Items
6

4.9 Conceptual framework for analyzing data

In order to answer the research questions and test the hypotheses, the software package
(SPSS), version 26.0 and on the Smart-PLS 3 software for PLS-SEM will be used.

1. Typical descriptive statistics will be used to summarize the data. The results of the
data will be displayed in graphs and tables.

2. The reliability and the validity of the questionnaire will be tested through factor
analysis and reliability coefficient.

3. For analysis structural equation modeling will be used to investigate the relationship
between the variables to test the hypotheses.
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Chapter Five
Data Analysis and Results

In this chapter, the results of the data analysis are presented and interpreted. Several
statistical analysis techniques were deployed. The demographic variables were analyzed
using descriptive statistical techniques. The measurement model and the relationships
were assessed using structural equation modeling. The statistical software packages
SPSS and Smart PLS were used to analyze the data.

5.1 Descriptive Statistics
Data collection took place between February and March 2020, with a total of 222 usable
completed surveys. The selected sample for the study is described according to the
following independent variables: (1) gender, (2) age, (3) education, (4) years of
experience in current company, (5) current work position (6) employment industry and
(7) company size (see table 5 below).
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Table 5: Employee Characteristics

Gender

Age

Education

Years of Work
Experience in
current
company

Current Work
Position

Categories

Frequency

Percent

Female

165

74.7

Male

55

25.3

18-25

18

8.1

26-43

173

77.9

44-54

24

10.8

55-65

7

3.2

High School

4

1.8

baccalaureate or
technical degree

7

3.2

undergraduate
degree

90

40.5

master’s degree

107

48.2

Doctorate
Degree

14

6.3

Less than 1 year

14

6.3

2-4 years

56

25.2

5-8 years

44

19.8

9-10 years

24

10.8

More than 10
years

84

37.8

Non-managerial
Position

68

Front lineManager

28

12.7

Middle Level
Manger

73

33.2

32

30.9

Top Level
Manager

27

11.4

Business Owner

25

11.4

Business Owner

25

11.4

Figure 2. Gender distribution of responses.
This descriptive statistics shows that there are responses from both genders.
However,There was a higher response from Females gender than from males.
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Figure 3. Age distribution of responses .

The above graph bar represents the age bar distribution of the participants. There was a
higher response from participants whose age ranged from 26 to 43 years old.

Figure 4. Education distribution of responses
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Figure 5: Lengh of occupation
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Table 6: Organizations' Characteristics

Employment
Industry

Categories

Frequency

Percent

Education
sector

44

20.1

Retail sector

16

7.3

Banking and
Finance sector

31

14.2

Hospitality
sector

8

3.7

Information
technology
sector

9

4.1

health care
sector

28

12.8

Accounting and
legal sector

8

3.7

Manufacturing
sector

7

3.2

Media sector

10

4.6

Other sectors

58

26.4

Less than 30
employees

49

22.3

Between 31-60

15

6.8

Between 101 to
300 employees

39

17.8

300 or more
employees

94

42.9

Company Size

36

Figure 6: Work position

Figure 7: Employement industry

37

Figure 8: Company size

5.2 Scale Reliability

Cronbach’s coefficient alpha was used to analyze and evaluate the internal consistency of
the constructs. The value of Cronbach alpha ranges between 0 and 1. The closer the value
is to 1, the higher the internal consistency (Tavakol & Dennick, 2011). SPSS was used to
calculate the Cronbach’s alpha value for work-life balance, employee loyalty,
organizational identification and turnover intentions. Nunnally (1978) stated that a
Cronbach alpha of 0.7 is the minimum required threshold. The results are shown in Table
7. Results indicate a high reliability for all four scales.
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Table 7: Reliability Analysis

Mean

STD.
Deviation

Cronbach's
Alpha
Coefficient

Number of
Scale Items

Work-life
balance

13.219

3.9439

0.848

4

Turnover
Intention

10.33

5.7438

0.917

5

Employee
loyalty

17.837

4.5482

0.763

5

Organizational
identification

24.814

4.7168

0.863

6

Construct

5.3 Factor analysis
The SPSS software was used to conduct Factor Analysis for each scale, as it is a data
reduction technique to measure the instrument’s validity. The results are listed in Table 8.
In each case, the Kaisers- Meyer-Olkin (KMO) measure of sampling adequacy score was
well above the recommended level of 0.5. Also, the adequacy test in each case was
significant as each p-value was well below 0.05. In addition, each total variance explained
(TVE) was above 50%. All items of each scale loaded into one factor with high factor
loadings. Most of the factor loadings were above 0.7 and the average factor loading of
each scale was above 0.7. This indicates a high scale reliability.
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Table 8: Factor Analysis Results

Factor
Loadings
Employee
Loyalty
EL1

0.831

EL2

0.576

EL3

0.808

EL4

0.682

EL5

0.684

Organizational
Identification
OI1

0.826

OI2

0.778

OI3

0.777

OI4

0.869

OI5

0.867

OI6

0.547

Turnover
Intentions
TI1

0.853

TI2

0.895

TI3

0.892

TI4

0.769

TI5

0.924

Work Life
Balance
WB1

0.879

WB2

0.745
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KMO

TVE

0.75

52.19%

0.882

61.65%

0.858

75.38%

0.793

69.05%

WB3

0.815

WB4

0.878

Once the reliability and validity have been established, the assessment of the conceptual
model was carried out by deploying the Partial Least Square Structural Equation Modeling
(PLS-SEM) using Smart PLS 3.2.

5.4 Structural Equation Model

SEM is a combination of measurement theory, factor analysis, multiple regressions and
structural equation used to test the theoretical link between the constructs (Schreiber et
al., 2006). The Smart-PLS 3 software for PLS-SEM was used for the creation and
estimation of SEM, and the significance of the path coefficients was estimated by the
bootstrapping method. The unstandardized scores for each of the four constructs were
used to carry out the analysis. First, the measurement model was analyzed by examining
the convergent and discriminant validity of the model. Second, the path coefficients
calculations were conducted and analyzed in order to test the proposed hypotheses.

The measurement model analysis results (see Figure 11) for the four constructs showed
that most of the factor loadings exceeded the required value of 0.7. In all cases, the
average factor loading was above 0.7. This provides evidence to support the convergent
validity of the four constructs. The constructs reliability and convergent validity were
further supported by examining the results listed in Table 9 below.
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The average variance extracted (AVE) of the constructs 0.520, 0.614, 0.753, and 0.676
were all above 0.5. According to Fornell and Larcker’s (1981), the average variance
extracted (AVE) should be above 0.5. Thus, more than 50% of the variance of the items
measuring a construct was captured by the underlying construct. Also, all Cronbach’s
alpha values and composite reliability values were well beyond 0.7. This provide
evidence of high-scale reliability.
Table 9: Constructs Reliability and Validity

Cronbach's
Alpha

Average
Variance
Extracted
(AVE)

Composite
Reliability

EL

0.765

0.840

0.520

OI

0.870

0.903

0.614

TI

0.917

0.938

0.753

WLB

0.849

0.891

0.676

Further results (see Table 10) provided evidence supporting the discriminant validity of
scales in the model as the AVE of each construct and its indicators is larger than the shared
variance with the other constructs (Fornell & Larcker, 1981). Table 10 supports the scales’
validity, as each number on the diagonal is larger to the number on its left and below it.

Table 10: Constructs' Discriminant Validity

EL

OI

EL

0.721

OI

0.515

TI

0.784
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WLB

TI

-0.626

-0.390

0.868

WLB

0.280

0.184

-0.301

0.822

The final step of assessing the model is to consider its goodness of fit. Unlike
covariance based (CB-SEM), which relies heavily on goodness-of-fit measures, PLSSEM relies on the predictive relevance (Ringle, Sarstedt, Mitchel, & Gudergan, 2020).
Nevertheless goodness of fit measures was calculated for this model. The standardized
root mean residual (SRMR) for both the saturated and estimated models was 0.07962
which is less than 0.1 (and less than the more restrictive requirement of 0.08). Also, as a
global fit measure (Tenenhaus, Vinzi, Chatelin, and Lauro, 2005), goodness of fit can be
viewed as the geometric mean of both AVE and the average of the coefficients of
determination R2. That is,

For this study’s model, the calculated value of GoF = 0.396103 was found to be a large
fit based on the criteria of Wetzels, Odekerken Schröder, and Van Oppen (2009), since
the calculated GoF is higher than 0.36.
Using the standarized scores generated by the factor analysis for each of the four
constructs, the correlation matrix was calculated through the statistacal software package
SPSS. The results listed in table 11 below supported the direct relationships among the
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various constructs. All correlation coefficeient between the variables work-life balance,
organizational identification and employee loyalty were found to be positive and
significant as predicted in the conceptual model. Moreover, the correlation coefficient
between these constucts and turnover intentions were all negative and significant, as
proposed by the conceptual model.
Table 11: The correlation matrix

Correlations

EL

EL

Correlation

OI

OI

WL

Correlation

TI

.497**

.190**

-.476**

.000

.005

.000

222

222

222

222

.497**

1

.151*

-.375**

.025

.000

1

P-value

N

WL

P-value

.000

N

222

222

222

222

.190**

.151*

1

-.271**

Correlation
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TI

P-value

.005

.025

N

222

222

222

222

-.476**

-.375**

-.271**

1

P-value

.000

.000

.000

N

222

222

222

Correlation

.000

222

**. Significant at the level of 0.01 level (two-tailed-test).

*. Significant at the level of 0.05 level (two-tailed-test).

A mediation model introduces a mediating variable that explains the nature of the
relationship between a dependent and an independent variable (Westerfield, 2011). For
instance, hypothesis 4 states that work-life balance causing the increase in employees’
loyalty directly, work-life balance is causing employees’ organizational identification,
and employees’ identification in turn is causing an increase in employees’ loyalty. While
in hypothesis 7, organizational identification is causing employees’ loyalty, and
employees’ loyalty in turn is causing a decrease in employees’ turnover intentions.
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Figure 9: The Structural Model
The next step is to analyze the path coefficients results shown in Table 11. The direct and
indirect effects were tested for significance using bootstrapping with 2000 iterations.
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Table 12: Structural model results: Path coefficients

Original
Sample
(O)

Sample
Mean
(M)

EL →TI

-0.545

-0.549

0.061

8.924

OI → EL

0.479

0.484

0.053

8.978

Direct Effect

Standard
Deviation
(STDEV)

T Statistics
(|O/STDEV|)

P-values

0.000

0.000

0.287
OI → TI

-0.085

-0.084

0.080

1.065

WLB → EL

0.192

0.198

0.055

3.482

0.001

0.002
WLB → OI

0.184

0.194

0.060

3.069

WLB → TI

-0.132

-0.133

0.059

2.251

0.024

Indirect Effect
0.000
OI → TI

-0.261

-0.266

0.041

6.427

WLB → EL

0.088

0.094

0.032

2.799

WLB → TI

-0.168

-0.176

0.036

4.669

WLB -> OI -> EL -> TI

-0.048

-0.051

0.018

2.669

0.005

0.000

47

0.008

The direct effect of work-life balance on organizational identification was found to be
significant as the path coefficient is 0.184 and the P-value is 0.002. This indicates that
work-life balance has a strong positive influence on organizational identification.
Therefore, Hypothesis 1 was supported. The direct effect of organizational identification
on employee loyalty was also found to be significant. The path coefficient is 0.479 and
the P-value is 0.000 indicating that organizational identification has a strong positive
influence on employee loyalty. Thus, Hypothesis 2 was supported.

As for the direct effect of work-life balance on employee loyalty, it was found to be
significant. The path coefficient is 0.192 and the P-value is 0.001 suggesting that worklife balance has a strong positive influence on turnover intentions. Therefore, Hypothesis
3 was supported.

The indirect effect of work life balance on employee loyalty was found to be significant.
The path coefficient is 0.088 and the P-value is 0.005, which indicated that work life
balance has a positive strong influence on employee loyalty through organizational
identification. Since the direct effect of work-life balance on employee loyalty was also
significant, organizational identification partially mediates the relationship between work
life balance and employee loyalty. Hence, Hypothesis 4 was supported as organizational
identification partially mediates the impact of work-life balance on employee loyalty.
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The direct effect of employee loyalty on turnover intentions was found to be significant.
The path coefficient is 0.545 and the P-value is 0.000. This indicates that employee loyalty
has a negative strong influence on turnover intentions. Therefore, Hypothesis 5 was
supported.

As for the impact of organizational identification on turnover intentions, the direct effect
was not found to be significant. Its path coefficient is -0.085 and the P-value is 0.287. The
results show that organizational identification has no significant direct influence on
turnover intentions. Thus, Hypothesis 6 was not supported.

The indirect effect of organizational identification on turnover intentions was found to be
significant. The path coefficient is −0.261 and the P-value is 0.000, which indicates that
employee loyalty has mediates the relationship between organizational identification and
turnover intentions. This result coupled with the finding that the direct effect of
organizational identification and turnover intentions being not significance indicates a full
mediation effect. Hence, Hypothesis 7 was supported. Thus, employee loyalty fully
mediates the relationship between organizational identification and turnover intentions.

The direct effect of work-life balance on turnover intentions is found to be significant.
The path coefficient is -0.132 and the P-value is 0.024, which indicates that work-life
balance has a strong negative influence on turnover intentions. Therefore, Hypothesis 8
was supported.
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Finally, Hypothesis 9 was supported, as the specific indirect effect between the work life
balance and turnover intentions was found to be significant. The path coefficient is −0.048
and P-value = 0.008. Hence, organizational identification and employee loyalty
sequentially mediate the relationship between work-life balance and turnover intentions.
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Chapter Six
Discussion, Limitations, and Recommendations

In this chapter, the results are discussed and linked to previous studies. Also, the
limitations of the study are stated along with recommendations for managers and decision
makers. Finally, suggestions for future research are provided.

6.1 Discussion
The main purpose of this study is based on the premise that every organization should
invest in its human capital and increase its employees’ identification and loyalty in order
to decrease the turnover rate and thus its costs. Acknowledging the importance of the
benefit package that the employee identification and loyalty brings to the organization is
a competitive advantage.

The results obtained supported Hypothesis 1; there is a positive relationship between
work-life balance and organizational identification. Participants who reported work-life
balance also had high organizational identification. In line with the social exchange theory
and according to Westerfield (2011); work-life balance programs enforced

the

employees’ perception of their employer.
Hypothesis 2 was also supported by the results from this study; there is a positive
relationship between organizational identification and employee loyalty. According to
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Martínez & Rodríguez del Bosque (2013), organizational identification leads to employee
attachment. Correspondingly, the social identity theory helps explain how employees
identify themselves based on their organization’s memberships. A sense of social identity
intensifies an employee’s sense of belonging to the organization. Similarly, Martínez &
Rodríguez del Bosque (2013) found a positive direct relationship between identification
and loyalty.

Hypothesis 3 was supported by the results. Work –life balance had a strong positive
relationship with employee loyalty. According to Weterfield (2011), work-life balance
programs are a direct process that show the employee his/her value to the organization,
thus enhancing employee’s loyalty to the organization. Similarly Roehling, Roehling &
Moen (2001) agrees that the theory of social justices supports the notion that employees’
experience greater loyalty when granted work-life balance programs.

The present study supports Hypothesis 4; participants granted work-life balance programs
reported high organizational identification, which in turn lead to high loyalty.
Organizational identification partially mediated the relationship between work-life
balance and employee loyalty. The partial mediation could have been due to several
reasons that have affected this model. It can be due to the lesser influence

by

organizational identification when compared to the stronger link between work-life
balance and employee loyalty

Hypothesis 5 was also supported; there is a negative relationship between employee
loyalty and turnover intentions. This is in agreement with Moynihan & Landuyt (2008)
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study results that supported a negative relationship between employee loyalty and
turnover intentions. The authors stressed on the importance of focusing on increasing
employees’ loyalty in order to decrease the turnover rate.

The results obtained did not support Hypotheses 6; there is a negative relationship between
organizational identification and turnover intentions. This contrary to the results from the
work of Van Dick et. al (2004). One of the reasons can be due to the lesser influence by
organizational identification when compared to a stronger link between organizational
identification and employee loyalty’s influence on turnover intentions. It also can be due
to the situation in the country when the study was conducted. The unemployment rate had
reached 25 percent with an estimated 5000 yearly job possibilities for 35,000 graduates
(Hamadi, 2019). In addition to the “Wasta” recruitment style perceived as unfair to the
qualified and hard-working Lebanese individuals (Tlaiss, Kauser, 2011).

Hypothesis 7 was supported; employee loyalty mediates the relationship between
organizational identification and turnover intentions. This is consistent with Martínez &
del Bosque (2013) who found that organizational identification is directly related to
employee loyalty. Higher organizational identification and employee loyalty, lead to
lower turnover intentions. The direct effect of organizational identification on turnover
intentions being not significant; means that higher levels of employee identification with
the organization on its own does not lead to lower turnover intentions. However, higher
levels of organizational identification lead to higher employee loyalty, which results in
lower turnover intentions.
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Hypothesis 8 was supported; work-life balance is negatively related to turnover
intentions. Hence, work-life balance promotes lower turnover intentions.

Finally, hypothesis 9 was supported; organizational identification and employee loyalty
sequentially mediate the relationship between work-life balance and employee turnover
intentions.

6.2 Conclusion and Managerial Implications
This study expanded the literature on work-life balance and turnover intentions. It
illustrates the negative relationship between work-life balance and turnover intentions. It
also found that organizational identification and employe loyalty sequentially mediated
the relationship between work-life balance and turnover intentions.

In line with the spillover approach; employees carry their feelings and attitudes from work
to life and vice versa (Thirgy et. al, 2001). Work life balance policies help the employee
in juggling between job and family responsibilities. It is recommended that Human
Resource managers introduce policies that will assist an overwhelmed employee in
maintaining a stress free work life. Such policies increase an employee’s identification
with his/her organization which increases his/her loyalty, leading to decrease in turnover
intentions. The decrease in turnover costs will directly decrease operating costs including
costs of recruitment, advertisement, time of interviewing and training new recruits (Simon
& Hinkin, 2011). The results indicate that individuals who desire a good quality of life
care deeply about balancing between job and life duties and work-life balance is a major
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concern for them. Therefore, time off should not only be given to family commitments,
but also to free and leisure time

6.3 Limitations and Future Recommendations
A limitation from this study is the application of cross sectional data, as data collected
represent a certain point in time. The participants of this research were randomly selected
employees from different Lebanese industries at the beginning of 2020. During this
period, the Lebanese people had started feeling the pressure of the economic turmoil
Lebanon is in its midst. This could have had an effect on the results. Another limitation
in this study can be allotted to the higher response rate by females.

It is recommended to duplicate this study in other cultures for generalizability. Also a
future study strategy would be to compare groups of participants; one group provided with
work-life balance programs and another group with no work-life balance programs.
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Appendices:

1. Appendix 1

Work-Life balance relationship to turnover intentions
moderated by both employee loyalty and organizational
identification.
I would like you to invite you to participate in a research project by completing the following
questionnaire/survey. I am a student at the Lebanese American University and I am completing this
research project as part of my graduate studies. The purpose of this survey aims to examine the
relationship between work-life balance and turnover intentions moderated by both employee loyalty
and organizational identification.
There are no known risks, harms or discomforts associated with this study beyond those
encountered in normal daily life. The information you provide will be used to enhance and improve
practical and empirical knowledge on the link between the mentioned variables. You will not direct ly
benefit from participation in this study. Completing the survey will take five minutes of your time.
By continuing with the survey, you agree with the following statements:
1. I have been given sufficient information about this research project.
2. I understand that my answers will not be released to anyone and my identity will remain
anonymous. My name will not be written on the questionnaire nor be kept in any other records.
3. When the results of the study are reported, I will not be identified by nam e or any other
information that could be used to infer my identity. Only researchers will have access to view any
data collected during this research however data cannot be linked to me.
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4. I understand that I may withdraw from this research any time I wish and that I have the right to
skip any question I don’t want to answer.
5. I understand that my refusal to participate will not result in any penalty or loss of benefits to which
I otherwise am entitled to.
6. I have been informed that the research abides by all commonly acknowledged ethical codes and
that the research project has been reviewed and approved by the Institutional Review Board at the
Lebanese American University
7. I understand that if I have any additional questions, I can ask the research t eam listed below.
8. I have read and understood all statements on this form.
9. I voluntarily agree to take part in this research project by completing the following survey.
10. I am/was a customer service employee in the hospitality sector

If you have any questions, you may contact:
Name Email address
Tonya Abi Antoun tonya.abiantoun@lau.edu
If you have any questions about your rights as a participant in this study, or you want to talk to
someone outside the research, please contact the:
Institutional Review Board Office,
Lebanese American University
3rd Floor, Dorm A, Byblos Campus
Tel: 00 961 1 786456 ext. (2546)

irb@lau.edu
This study has been reviewed and approved by the LAU IRB

Demographics
1-Gender
o Female
o Male
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2-Age
o
o
o
o

18-25
26-43
44-54
55-65

3-Education
o
o
o
o
o
o

Less than High School
High School
Baccalaureate or Technical (BT-TS)
University/BA/BS Degree
Master's Degree
Doctorate Degree

4-Years of Work Experience in current company
o
o
o
o
o

Less than 1 year
2-4 years
5-8 years
9-10 years
More than 10 years

5-Current Work Position
o
o
o
o
o

Non-managerial Position
Lower-Level Manager
Middle Level Manager
Top Level Manager
Business owner

6-Employment Industry
o
o
o
o
o
o
o
o
o
o

Education
Retail
Banking and finance
Hospitality
Information technology
Health care
Accounting and legal
Manufactiring
Media
Other

7-Company Size
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o
o
o
o
o

Less than 30 Employees
31-60 Employees
61-100 Employees
101-300 Employees
More than 300 Employees

Considering the company that you currently work for, please note your level of
agreement with the following statements.
8-I am often absent from work.

9-I plan to continue my employment in this company

10-I contribute extra effort for the sake of this company

11-I want to become a part of this company

12-I turn down other jobs with more pay in order to stay with this company

13-I would take any job to keep working for this company
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14-When someone criticizes this organization, it feels like a personal
insult.

15-I am very interested in what others think about this organization.

16-When I talk about this organization, I usually say "we" rather than
"they."

17-This organization's success is my success.

18-When someone praises this organization, it feels like a personal
compliment.
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19-If a story in the media criticized this organization, I would feel
embarrassed.

20-I currently have a good balance between the time I spend at work and
the time I have available for non-work related activities.

21-I have difficulty balancing my work and non-work activities.

22-I feel that the balance between my work demands and non-work
activities is currently about right.

23-Overall, I believe that my work and non-work life are balanced.

24-I am starting to ask my friends/contacts about other job possibilities.

76

25-I am thinking about quitting my job.

26-I intend to leave this company within the next 6 months.

27-I often look to see if sales positions in other firms are open.

28-I am thinking about contacting a recruiter about other job possibilities.
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2. Appendix 2
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