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Abstract: Retaining talented staff members is now a key issue facing organizations around the world due to the fast-changing
business environment. The issue of employee turnover does not only bring higher recruitment and training expenses, but also
disturbs productivity and reduces organizational motivation. Organizations are increasingly choosing to deploy workplace
wellbeing programs as a main approach. The initiatives' aims are to help employees coordinate their home and work obligations,
and this often results in greater job satisfaction and loyalty. Our study evaluates the efficiency of workplace wellbeing efforts
in reducing staff turnover, looking specifically at program structure, reach, engagement, and mental health promotion. PCA
analysis of empirical data demonstrates four main groups of contributing factors. Program Design and Flexibility, Employee
Awareness and Accessibility, Job Satisfaction and Engagement, and Mental Health and Well-being Support are the main areas
identified. These components account for over 76% of the total variance, indicating a strong relationship between
comprehensive WLB strategies and employee retention.The findings underscore the importance of developing customized,
transparent, and supportive WLB policies that align with organizational culture. Effective WLB programs not only improve
employee well-being but also serve as a competitive advantage in talent acquisition and retention. This paper contributes to the
growing literature on human resource practices and offers practical insights for organizations seeking sustainable solutions to
workforce turnover.

Keywords: Work-Life Balance, Employee Turnover, Retention, Mental Health, Job Satisfaction, Organizational Commitment,
Human Resource Management, Flexible Work and Employee Engagement

INTRODUCTION well-designed WLB interventions can lessen these
Employee expectations have grown substantially because problems by raising worker health, job satisfaction, and
of globalization, technological advancement, and changes loyalty. Turnover among employees brings substantial
in the workforce population. Attracting and keeping skilled financial and operational problems for organizations. These
employees has grown much harder for organizations in the include both the financial burden of recruiting, selecting,
current corporate setting. It is now considered insufficient and training new hires and the detrimental results such as
for organizations to offer only attractive compensation; work output reductions, employee dissatisfaction, and team
they must also focus on building environments that support disruptions. A lot of employee turnover can harm an
personal well-being. The importance of WLB programs has organization’s image and make it more challenging to hire
grown such that they are now recognized as essential skilled workers. Because of this, HR specialists now
instruments to fulfill employee expectations while prioritize employee retention, regarding WLB programs as
supporting organizational aims. The ability to balance a basic method to accomplish it. Employers develop WLB
professional tasks with personal life is known as Work-Life programs in anticipation that helping employees handle
Balance. When job requirements increase, especially in private issues efficiently will improve productivity,
industries where results matter most, workers commonly increase motivation, and strengthen employee loyalty.
struggle to maintain boundaries between their careers and Generally, a WLB program provides flexible timing for
home lives. This state frequently brings about higher stress work, allows remote access, promotes well-being, offers
and burnout, eventually causing employees to leave their childcare support, provides mental health resources, and
jobs. It is evident from recent research that effective and includes programs for employee growth.
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The chance of success for these programs relies on factors including design quality, alignment with the organization’s culture,
the clarity of communication, ease of access, leadership involvement, and the degree of employee commitment. A standard
approach may not work as intended, particularly in organizational settings with a wide variety of employees. Individuals
responsible for care giving roles may find flexible arrangements to be more important, while employees struggling with stress
or burnout might prefer participation in wellness programs. Consequently, being aware of the individual needs of the workforce
and shaping WLB programs accordingly is important to achieve better results. Based on empirical evidence, carefully designed
WLB programs result in improved job satisfaction, diminished stress levels, higher levels of engagement, and fewer instances
of absenteeism, all resulting in lower turnover rates. When employees see their organization as supportive of their lives at work
and home, they are more inclined to respond with greater loyalty and effort above and beyond the call of duty. Also,
organizations that invest in work-life integration frequently find themselves at an advantage when seeking employees who give
importance to flexibility and well-being.

Theoretical Background

The reasons behind the WLB programs’ effectiveness in turning over employees are explained by multiple theoretical models
from organizational behavior and human resource management. The Social Exchange Theory (SET) is one of the most important
frameworks, since it suggests that reciprocal interactions are crucial to workplace relationships. According to SET, when
employers supply resources such as flexible work hours, health programs, or psychological support, employees sense their
importance and tend to respond with greater loyalty and commitment. Genuine mutual exchange creates trust and consequently
makes employees less likely to leave the organization.

The JD-R Model, which divides work elements into the categories of demands—including stress and workload—and
resources—including support and autonomy—distinguishes itself as a major perspective in this discussion. The JD-R model
proposes that WLB interventions for job resource improvement by organizations lead to employees better managing demands,
thus alleviating burnout and raising engagement. Engaged employees at a high level are much less likely to plan to leave their
organization.

The importance of WLB is shown by Maslow's Hierarchy of Needs. Based on Maslow’s original view, fulfilling basic physical
and security requirements creates motivation for a person to pursue social, esteem, and self-expression needs. By creating WLB
programs that give employees time for family, personal development, or mental health, organizations help staff achieve higher
levels of the hierarchy and increase their happiness and loyalty to the company.

According to Herzberg’s Two-Factor Theory, the effect of WLB programs on staff retention is even more obvious. These
factors, according to the theory, are considered either hygiene factors that avoid dissatisfaction, or motivators that produce
satisfaction. With regard to WLB, the initiatives include both hygiene factors, represented by flexible time and mental wellness
support, and motivators, such as personal development and input into task design. As a result of considering both types of
factors in WLB strategies, organizations are more likely to retain their staff.

Figure: 02
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Organizational Support Theory (OST) applies equally as well. According to OST, employee perceptions of organizational caring
and recognition of their work lead to a deeper emotional tie with the organization. The presence of perceived organizational
support derived from robust WLB initiatives motivates employees to be more involved and to remain within the organization.
Besides, Human Capital Theory indicates that supporting employee growth leads to greater organizational results. WLB
programs enable companies to increase employee satisfaction and simultaneously decrease the operational costs linked to
recruitment and staff training. Such investments lead to both a more dependable and skilled employee group and help create an
organizational environment characterized by trust and long-term engagement.

In combination, these approaches build a sound theoretical background that clarifies the direct impact of WLB programs on
retaining employees. They demonstrate that retention cannot be fully explained by salary levels or assignment volume, but also
depends deeply on the support the organization gives to employees’ broader needs. As a consequence, WLB initiatives should
be conceived not only as short-term HR solutions, but as integral parts of the organization’s culture. Measurable success is
driven by assuring that programs are shaped by employee values, include honest communication, and receive real backing from
leadership. Establishing WLB methods on these theoretical models makes it possible for organizations to more reliably predict
their effects and create initiatives that help cut down on employee turnover.

Key Components of Effective WLB Programs executed in a streamlined way.

Recent factor analysis of WLB effectiveness reveals four 3. Job Satisfaction and Employee Engagement:

core dimensions that influence employee retention: WLB programs play an immediate role in shaping

1. Program Design and Flexibility: This also both the satisfaction and dedication employees
considers the overall arrangement and flexibility have towards their jobs. Blending diverse benefits,
of an organization’s WLB offerings. Specifically, participation in engagement, and a broad network
tailored programs, strong leadership support, of support arrangements help to advance the
flexible work environments, effective stress employee experience. A higher tendency for
management, as well as motivating employee employees to stay engaged leads employers to
engagement are essential. If employees feel that incur fewer costs as a result of employee turnover.
these efforts are designed for them and honestly 4. Workplace Stress and Mental Health Support:
adopted by leadership, they are more likely to Healthy organizations address mental health by
engage, resulting in higher job satisfaction and supplying resources, allowing choice, and
lower attrition. nurturing a rewarding work environment, all of
2. Employee Awareness and Accessibility: A WLB which contribute to better retention. As mental

initiative will only be effective if workers know it health grows in importance for workplace
exists and can use it without problems. Making performance, companies that promote well-being
sure that communication is clear, that culture are generally viewed as more encouraging and
supports the program, access is easy, and the supportive.
workload is manageable, all make a big
difference. Firms must nurture a setting that RESEARCH GAP
appreciates work-life balance and see that all A large number of organizations have WLB programs, yet
policies are both well-communicated and these remain unpopular among employees due to a lack of
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information or a belief in inequitable treatment, which
decreases their effectiveness. Although there is significant
recognition in academic works of how WLB programs
boost employee satisfaction and performance, connecting
particular WLB components with reduced turnover remains
a substantial addressed question. Much of the past research
on WLB considers it as a comprehensive concept, failing to
separate out which particular features—Ilike flexible
arrangements, support for mental health or the involvement
of leadership—most effectively reduce employee turnover.
Besides, the majority of existing studies are either
qualitative or concentrated on Western societies, which
restricts our understanding of how WLB programs transmit
in diverse or developing economy environments where
work culture might be quite different. In addition, scant
information exists about the ways in which employees’
perceptions of program inclusivity and ease of access affect
the success of WLB initiatives. This study seeks to fill these
research gaps by examining the relationship between
identified WLB factors obtained through factor analysis
and the direct reduction of staff turnover. As a result, it
supplies a richer and empirically supported knowledge of
the most successful WLB methods and the reasoning
behind their success, which organizations can use for
targeted retention strategies.

Importance of the Study

Today's rapidly changing workplaces make it especially
hard for organizations everywhere to keep skilled staff
members. Employee turnover, when high, both interferes
with current work processes and incurs significant financial
losses from repeated staffing and training activities. The
implementation of Work-Life Balance (WLB) approaches
is now recognized as a major strategy for improving both
employee happiness and organizational loyalty. The study
contributes to the field by evaluating how well WLB
programs reduce staff turnover, revealing critical strategies
for organizations to hold onto their workforces by adapting
work policies to employees' personal and professional
needs. The study reveals which components of WLB—
namely, providing flexibility, maintaining leadership
commitment, offering mental health support, and ensuring
clear communication—most affect employees' intentions to
stay. This research takes into account both cultural fit and
accessibility to guarantee that efforts to improve WLB are
truly inclusive and have real impact. The study’s
application of empirical data and factor analysis produces a
strong foundation for HR professionals and policymakers
to develop sustainable and data-driven interventions. Given
that pandemic recovery has led to significant changes in
work-life expectations among employees, this research
provides key findings that are immediately applicable to
organizations wanting to maintain a strong and resilient
workforce.

Statement of the Problem

The research aims to close this knowledge gap by
examining what specific aspects of WLB programs most

ANALYSIS, FINDINGS AND RESULTS

effectively reduce intentions to leave the organization. This
study examines the way program design; communication
practices, the availability of programs, and employee
engagement all interrelate to shape retention outcomes.
While numerous organizations have introduced Work-Life
Balance programs, a high number of them continue to
experience significant employee turnover. Such a gap, in
turn, begs the essential question: Are WLB programs
currently in use really effective, or do they fail to consider
what matters to workers and the organization's overall
environment? Many organizations use WLB programs as
one-size-fits-all solutions, particularly without a clear sense
of the elements that most influence retention. Organizations
also commonly miss important issues such as obstacles to
access, insufficient employee understanding, or a lack of
leader support. At the heart of the problem is the lack of a
systematic measurement of how well WLB programs
actually reduce turnover, thus leading to inefficiency and
unfulfilled employee needs. If these issues are left
unresolved, organizations may back poorly performing
interventions and see their best workers move to other
firms. Consequently, we need in-depth and evidence-based
analysis to discover which WLB approaches work most
effectively and how they can be adjusted to support both
employee retention and organizational achievement.

Objectives:
The present study aims to delve deeper into the relationship
between WLB programs and employee turnover by
analyzing the effectiveness of various WLB components
through statistical methods. Factor analysis has been
employed to identify the key constructs that drive retention,
while empirical evidence supports the role of leadership
commitment, program accessibility, mental health support,
and employee empowerment in making WLB initiatives
successful.
1. To analyze the impact of WLB programs on
employee turnover rates.
2. To identify the key factors contributing to the
effectiveness of WLB initiatives.
3. To assess the relationship between WLB program
design and employee satisfaction.
4. To provide strategic recommendations for
enhancing WLB policies to improve retention

Empirical Evidence

The Kaiser-Meyer-Olkin (KMO) measure and Bartlett's
Test of Sphericity have both shown that the data are
appropriate for factor analysis in evaluating WLB
effectiveness. A KMO value of 0.815 and a significant
Bartlett’s Test both support the notion that the variables
used in examining WLB are statistically sound. PCA, on
top of the previous tests, showed that four key components
together explained over 76% of variance in employee
responses, supporting their adequacy in representing what
keeps employees at the organization.

Work-Life Balance programs encompass a wide range of policies and initiatives including flexible working hours, remote work
options, mental health support, family leave, wellness programs, and time management training. The objective is to create a
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supportive work environment that recognizes employees as individuals with diverse needs beyond the workplace. Effective
WLB programs are not one-size-fits-all but are tailored to align with organizational culture and employee demographics. A
sample size of 300 respondents is selected using convenient sampling. The required primary data has been collected from the
respondents using Google forms

Table 1
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .815
Bartlett's Test of Sphericity Approx. Chi-Square 5076.218
difference 153
Sig. .000

The Kaiser-Meyer-Olkin (KMO) Measure of Sampling Adequacy value of 0.815 indicates that the sample is suitable for factor
analysis, as values above 0.7 are considered good.

Table 2
Factors Initial Extraction
1. Encouraging Participation 1.000 .658
2. Ease of Access 1.000 .730
3. Cultural Alignment 1.000 .790
4. Clear Communication 1.000 .909
5. Addressing Stress 1.000 .679
6. Leadership Commitment 1.000 .834
7. Manageable Workload 1.000 .828
8. Tailored Program 1.000 675
9. Value of Work-Life Balance 1.000 .708
10. Workplace Flexibility 1.000 734
11. Retention through Engagement 1.000 .656
12. Mental Health Resources 1.000 .846
13. Integrated Benefits 1.000 842
14. Increased Engagement 1.000 .629
15. Employee Fulfillment 1.000 .793
16. Employee Choice 1.000 .894
17. Comprehensive Support 1.000 827
18. Competitive Advantage 1.000 .816
Extraction Method: PCA.

The table presents the results of Principal Component Analysis (PCA), showing the initial and extracted factor loadings for 18
factors. In the initial stage, each factor is given a value of 1.000, indicating equal importance before the extraction process. After
the extraction, the values represent the proportion of variance explained by each factor in the final model. The extraction values
range from 0.629 to 0.909, with higher values indicating stronger relationships between the factors and the underlying
components. "Clear Communication™ (0.909), "Mental Health Resources"” (0.846), and "Employee Choice" (0.894) have very
high loadings, suggesting they are key contributors to the underlying components in the analysis. On the other hand, factors like
"Encouraging Participation” (0.658) and "Retention through Engagement™ (0.656) have moderate loadings, indicating they still
contribute to the overall model, though not as strongly. These results highlight the relative importance of various factors in
understanding the effectiveness of Work-Life Balance (WLB) programs in reducing employee turnover.

Table 3
Total Variance Explained
Extraction Sums of Squared|Rotation Sums of Squared
Initial Eigen values Loadings Loadings
% of
Compone Varianc | Cumulative % of | Cumulat % of | Cumulative
nt Total |e % Total Variance |ive % Total Variance |%
1 6.809 |37.830 |37.830 6.809 37.830 37.830 |4.987 27.707 27.707
2 3.332 |18.512 |56.342 3.332 18.512 56.342 |3.395 18.859 46.566
3 2.058 |11.435 |67.777 2.058 11.435 67.777 2.856 15.864 62.431
4 1.548 |8.599 76.377 1.548 8.599 76.377 2.510 13.946 76.377
5 918 |5.103 81.479
6 .600 |3.335 84.815
7 476 |2.643 87.457
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8 448  2.489 89.947
9 373 12.075 92.021
10 316 |1.753 93.775
11 289 |1.606 95.380
12 241 11.336 96.716
13 156 |.866 97.583
14 152 |.846 98.429
15 102 |.566 98.995
16 .080 |.445 99.440
17 .065 [.362 99.802
18 .036  [.198 100.000
Extraction Method: Principal Component Analysis.

Initial Eigen values: These values represent the total variance explained by each component before rotation. The first component
explains 37.83% of the variance, the second component explains 18.51%, and so on. Extraction Sums of Squared Loadings:
This column reflects the variance explained by the factors retained after the extraction process. Interestingly, the values for the
initial and extracted components are the same, showing that the PCA model retained all significant components. The first four
components (with eigen values greater than 1) together explain 76.38% of the variance, which is a strong result, as it captures
most of the data’s variability.

Rotation Sums of Squared Loadings: After rotation, which aims to make the interpretation of factors easier by redistributing the
variance among the components, the distribution of variance changes. In this case: The first component now explains 27.71%
of the variance, and the cumulative variance after the first four components is 76.38%, indicating that these four components
are key in explaining the data. The second and third components after rotation (18.86% and 15.86%, respectively) show that
rotation enhances the clarity of component separation. Cumulative %: This column indicates the total variance explained by all
components up to that point. The first four components explain 76.38%, which is typically sufficient for most analyses, as it
captures the majority of the data’'s variance. In summary, the first four components, after rotation, are sufficient to explain
76.38% of the total variance, making them highly relevant in understanding the factors influencing the effectiveness of Work-
Life Balance (WLB) programs.

Table 4: Rotated Component Matrix

Component

1 2 3
Tailored Program 137
Workplace Flexibility .626
Program Design and Flexibility Leadership Commitment .681
Encouraging Participation .693
Addressing Stress 718
Value of Work-Life Balance .849
Cultural Alignment .780
Employee Awareness and Accessibility | Clear Communication 812
Ease of Access .750
Manageable Workload .865
Increased Engagement .840
Job  Satisfaction &  Employee | Retention through Engagement 781
Engagement Integrated Benefits .802
Comprehensive Support .661
Workplace Stress and Mental Health | Mental Health Resources .890
Support Competitive Advantage .763
Employee Choice .654
Employee Fulfillment 720

Group Factors

According to the Rotated Component Matrix, four fundamental components contribute to why WLB programs help reduce
employee turnover. Program Design and Flexibility, the first component, encompasses tailored programs, the structure of
flexible work, leadership emphasis, employee participation support, and measures to help control stress. The results point out
that well-designed WLB initiatives need to be fluid enough to serve the requirements of each employee. This research points
out that the awareness and accessibility components encompass work-life balance importance, tailoring programs to company
culture, frequent communications, simple access to support, and job stress management. The implication is that that strong
organizational culture and good communication are both vital so that employees can use and become aware of the programs.
Enhanced job satisfaction and lasting commitment are the results of the third component, Job Satisfaction and Employee
Engagement, which proposes more employee involvement, improved retention, effective Workplace Stress and Mental Health
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Support, the fourth component, includes mental health services, organizational competitiveness, employee autonomy, and
progress in employee well-being. Thus, businesses should respond to health concerns by encouraging choices that increase
employee joy at work and at home. Collectively, these parts indicate that WLB approaches grounded in program structure,
usability, interaction, and mental health support are necessary to prevent staff attrition.

DISCUSSION

Access to Work-Life Balance programs is now an
important tool for retaining and managing talent, rather
than a superficial advantage. The reduction in employee
turnover they produce is attributable to careful program
planning, clear communication, active leadership
engagement, and enduring commitment to employee
welfare. Organizations competing for skilled personnel and
aiming to create sustainable workplace conditions obtain a
strong benefit from supporting accessible and complete
WLB programs: a more loyal, engaged, and productive
staff. The contemporary workplace has changed rapidly, so
organizations now must contend with more intense
pressure to keep employees, especially as expectations,
stressors, and hiring competition have increased. The
development and launch of Work-Life Balance (WLB)
programs stand out as a significant strategic reaction to
these challenges. Such programs are intended to support
employees in the simultaneous management of work and
personal duties. A large number of studies and real-world
organizational experiences support the claim that carefully
designed WLB programs help lower employee turnover by
improving job satisfaction, engagement, and employee
well-being. Given that the way we work has changed,
especially since the pandemic introduced widespread use of
hybrid and remote models, the need for WLB initiatives is
greater than before. Companies that react to the shift in
work patterns and focus on substantial WLB strategies are
expected to sustain both staff stability and engagement.
Conversely, overlooking work-life balance issues might
result in decreased employee dedication, an increase
inemployee turnover, and lower organizational results. The
aim of this paper is to examine how Work-Life Balance
(WLB) programs influence employee turnover and to
provide customized advice to HR executives and policy
makers interested in improving employee retention through
informed WLB strategies.

Implications for the Study

The outcomes of this study are significant for human
resource management, organizational leadership, and
policy development. This study’s empirical recognition of
critical WLB program features gives HR practitioners clear
recommendations for enhancing staff retention. According
to the findings, WLB programs are only effective if
organizations make sure they are easily reachable, well
explained, and in harmony with the workplace’s existing
culture. It was shown that engagement from leaders is key
to building an atmosphere where WLB programs are
authentically respected. These results make it clear to
policymakers that promoting practices which support
mental health, job satisfaction, and employee fulfillment is
essential. Besides, the study points to the correlation
between good WLB practices and sustainable work
systems, a link that has grown in significance as remote
work and global labor upheavals have increased. The study
makes an important academic contribution by presenting a

reliable framework that relates WLB factors to lower staff
turnover, thus supporting wider research in this area. This
study gives organizations practical directions for
developing focused WLB policies that promote both
employee well-being and ongoing organizational
achievements.

Recommendations and Suggestions

Based on the study, specific recommendations are given to
make WLB programs work better and help retain
employees. Organizations are advised to create tailored
WLB initiatives to better meet the varying demands of
employees at different life stages and in different areas of
the company. Providing the same WLB program for all
employees frequently does not work well and may cause
the programs to be unused. Second, providing clear
information and awareness campaigns helps employees
comprehend and accept the use of work-life balance
resources. Third, leaders should become more involved by
actively supporting and practicing WLB efforts to foster an
environment that values work-life balance. Organizations
must assess their WLB programs routinely by consulting
employee opinions and relevant business metrics to
confirm their usefulness and sustain improvement over
time. Offering mental health support and easy access to
counseling is now considered a core part of workplace
flexibility services. Additionally, companies should make
investments in digital infrastructure that supports flexible
working options, especially for those organizations with
hybrid or completely remote teams. Engaging employees in
both the construction and constant revision of these
initiatives can foster greater trust, responsibility, and
overall achievement. If these recommendations are
adopted, they can result in fewer employees leaving the
organization, while also driving greater workforce
engagement and satisfaction, ultimately benefiting
organizational sustainability.

CONCLUSION

Organizations now regard WLB programs as necessary
tools for both growing talent retention and boosting
employee satisfaction. The findings of this study show that
the positive impact of such programs in reducing turnover
is contingent on both their existence and on their design,
communication, and fit with the organizational culture. As
shown by empirical analysis, Program Design and The
results strengthen the theoretical background of Social
Exchange Theory, the Job Demands-Resources Model, and
Organizational Support Theory, revealing that employee
retention increases when organizations pay attention to
work-life balance. The research additionally identifies
which particular WLB features have the greatest outcome
in actual work environments, benefiting the understanding
of both HR practitioners and organizational leaders. The
study demonstrates that WLB programs are most effective
when they are looked at as complex systems that
continually adjust to current employee demands.
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Successful

implementation of Work-Life Balance

programs requires, beyond the giving of perks, the
involvement of leaders, employees, ongoing assessment,
and an organizational culture that deeply values balanced
living. As a consequence, organizations can both limit
employee departures and nurture a team that is both
resilient and inspired. Because employee demands are
changing quickly, it is no longer acceptable to think of
WLB programs as optional extras; They provide essential
support for both keeping valued employees and achieving
organizational goals.

REFERENCE

1.

10.

Asiedu-Appiah, F., Mehmood, A., & Bamfo, B.
A. (2015). Work-life balance practices, job
performance and turnover
intentions. International Journal of Arts &
Sciences, 8(4), 379.

Babu, V. H., & Sahayam, D. B. (2025). A
systematic review on work-life balance among IT
professionals in India. Multidisciplinary
Reviews, 8(3), 2025060-2025060.

Chaudhuri, S., Arora, R., & Roy, P. (2020).
Work-Life balance policies and organisational
outcomes-a review of literature from the Indian
context. Industrial and Commercial
Training, 52(3), 155-170.

Gowrishankkar, V., & Jayaraj, A. M. (2021).
Work Life Balance and Its Impact on Employee
Retention A Study on Eye Doctors In Coimbatore
District, Tamil Nadu. Turkish Online Journal of
Qualitative Inquiry, 12(4).

llavenil, M. S. S. (2024). A Study On Stress
Management In Employees Work Life At Gh
Induction India Private Limited Company,
Chennai. Estudios Italianos, 11(1), 138-147.
Manoharan, G., Ashtikar, S. P., Smitha, V.,
Sundaramoorthi, S., & Krishna, 1. M. (2023).
Work-Life Balance Perceptions of Women in the
IT and ITeS Sectors in Kerala: A Research
Study. Journal of Pharmaceutical Negative
Results, 14(2).

MeenaDevi, K., Ch, R. K., Sharma, G. M., &
SubbaAnantha, K. (2024). Effectiveness of work
life balance towards employee engagement in
hospitals with special reference to Bangalore.
In Al in Business: Opportunities and Limitations:
Volume 1 (pp. 503-511). Cham: Springer Nature
Switzerland.

Paul, V. R., & BE, D. Bridging the Work-Life
Gap: Exploring Work-Life Balance Challenges
and Solutions in the IT and ITES Sectors, with a
Focus on Bangalore City.

Pirakatheeswari, P., Meenakshi, P. P., &
Amsaveni, N. (2024). A Study On Work Life
Balance Of Private Sector Insurance Employees
With  Special Reference To Coimbatore
City. Journal of Philanthropy and
Marketing, 4(1), 183-200.

Rajkumar, R. (2024). Human Resource Practices
in MSMES In Coimbatore District Of TAMIL

11.

12.

13.

14.

15.

NADU. Zibaldone Estudios italianos, 11(2),
112-124.
Sasikala, R., & Akila, R. (2024, July).

Determinants of work life balance among
employees and its impact on their work
performance. In AIP Conference
Proceedings (\Vol. 2965, No. 1). AIP Publishing.
Swethaa, A., Mathankumarb, S., & Kumarc, K.
S. (2025). 2 A study on employee work life
management in knitwear with reference to
Coimbatore. Recent Research in Management,
Accounting and Economics (RRMAE), 5.
Thulasimani, K. K., Duraisamy, M. &
Rathinasabapathi, S. S. (2010). A study on work
life balance amongst managers of garment units
in Tamilnadu State, India. Journal of Human
Sciences, 7(2), 445-460.

Yu, H. S., Lee, E. J., & Na, T. K. (2022). The
mediating effects of work-life balance (WLB)
and ease of using WLB programs in the
relationship between WLB organizational culture
and turnover intention. International Journal of
Environmental Research and Public
Health, 19(6), 3482.

Yuvaraj, D., & Anandh, K. S. (2024, June).
Mitigating  Organizational ~Withdrawal—The
Role of Compensation Packages on Employee
Retention in the Construction  Sector.
In International Conference on  Structural
Engineering and Construction Management (pp.
887-896). Cham: Springer Nature Switzerland.

193



	Theoretical Background
	Organizational Support Theory (OST) applies equally as well. According to OST, employee perceptions of organizational caring and recognition of their work lead to a deeper emotional tie with the organization. The presence of perceived organizational s...
	Besides, Human Capital Theory indicates that supporting employee growth leads to greater organizational results. WLB programs enable companies to increase employee satisfaction and simultaneously decrease the operational costs linked to recruitment an...
	In combination, these approaches build a sound theoretical background that clarifies the direct impact of WLB programs on retaining employees. They demonstrate that retention cannot be fully explained by salary levels or assignment volume, but also de...
	Key Components of Effective WLB Programs
	1. Program Design and Flexibility: This also considers the overall arrangement and flexibility of an organization’s WLB offerings. Specifically, tailored programs, strong leadership support, flexible work environments, effective stress management, as ...
	2. Employee Awareness and Accessibility: A WLB initiative will only be effective if workers know it exists and can use it without problems. Making sure that communication is clear, that culture supports the program, access is easy, and the workload is...
	3. Job Satisfaction and Employee Engagement: WLB programs play an immediate role in shaping both the satisfaction and dedication employees have towards their jobs. Blending diverse benefits, participation in engagement, and a broad network of support ...
	4. Workplace Stress and Mental Health Support: Healthy organizations address mental health by supplying resources, allowing choice, and nurturing a rewarding work environment, all of which contribute to better retention. As mental health grows in impo...
	RESEARCH GAP
	Importance of the Study
	Today's rapidly changing workplaces make it especially hard for organizations everywhere to keep skilled staff members. Employee turnover, when high, both interferes with current work processes and incurs significant financial losses from repeated sta...
	Statement of the Problem
	The research aims to close this knowledge gap by examining what specific aspects of WLB programs most effectively reduce intentions to leave the organization. This study examines the way program design; communication practices, the availability of pro...
	Objectives:
	The present study aims to delve deeper into the relationship between WLB programs and employee turnover by analyzing the effectiveness of various WLB components through statistical methods. Factor analysis has been employed to identify the key constru...
	Empirical Evidence
	According to the Rotated Component Matrix, four fundamental components contribute to why WLB programs help reduce employee turnover. Program Design and Flexibility, the first component, encompasses tailored programs, the structure of flexible work, le...
	DISCUSSION
	Access to Work-Life Balance programs is now an important tool for retaining and managing talent, rather than a superficial advantage. The reduction in employee turnover they produce is attributable to careful program planning, clear communication, act...
	Implications for the Study
	Recommendations and Suggestions
	Based on the study, specific recommendations are given to make WLB programs work better and help retain employees. Organizations are advised to create tailored WLB initiatives to better meet the varying demands of employees at different life stages an...
	CONCLUSION

