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Abstract: The banking industry in Ghana is one industry that suffers the risk of labour turnover due to intensive
competition which puts pressure on employees who have to meet the demands of the work and at the same time demands
from the family.

The focus of this empirical study was to examine the effects of work life balance on the retention of

employees in the banking industry in Accra, Ghana.
was undertaken in the Accra Metropolitan Area.

The study followed an explanatory cross-sectional survey design and

A sample size of 342 employees of banks was used for the study.

A

Binary Logistic regression analysis was conducted to find out how well the work-life balance could predict employee
retention.

The findings indicate that work-life balance significantly predicted employee retention.

The banks should

therefore provide some level of flexibility because work-life balance appears to be important to employees in the industry.
It is recommended that the banking industry pays attention to its human resources so that they could achieve a competitive
advantage through them.

It is also recommended that the banks collaborate with universities and other academic

institutions for research on problems confronting them so that the best solutions could be derived for effective management
of human resource.
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Introduction
The concept of Work-Life Balance (WLB) recognises
that employees have important family and extra professional
obligations that compete with their professional
commitments. While there is no one accepted definition of
what constitutes a WLB practice, the term usually refers to
one of the following: flexible work options, organisational
support for dependent care and family or personal leave
(Estes & Michael, 2005). Withers (2001), also asserts that
WLB programmes cover a variety of interventions, and
include such practices as dependent care leave, childcare
subsidies, eldercare programmes, counseling, referrals and
flexible working hours. Some organisations also implement
specific programmes to help employees balance their lives
both at work and at home and these include flexible
employment, family-friendly work policies, telecommuting,
wellbeing programmes, employment conditions and social
and community practices (Beauregard & Henry, 2009;
Zatzick & Iverson, 2006).
Thus, WLB is an organisational arrangement that give
employees enough time for work and enough time to take
care of other important family issues. Delecta (2011) defined
WLB as an individual’s ability to meet their work and family

commitments as well as other non-work responsibilities and
activities. Similarly, Aryee, Srinivas and Tan (2005) indicate
that work-life balance occurs when there are incompatible
demands between the work and family roles of an individual
that makes participation in both roles more difficult. This
could affect an employee’s relationship in the family or
output at the work place and eventually his or her retention
decisions. Dierdorff and Ellington (2008) described WLB as
a form of inter-role conflict in which the role pressures from
work and family domains are mutually incompatible.
Donaldson (2001) also indicated that demographic changes
in the workforce have brought about an increased focus on
work and family issues. According to Deery (2008) it
appears that the conflict between these important dimensions
of human activity can cause both job dissatisfaction and
family conflicts and hence intention to leave an organisation.
Thus individuals who have to work and at the same time play
major roles in their homes are likely to experience conflict or
face challenges with both roles.
Meanwhile, economic
changes in the world has transformed the typical family
structure from traditional breadwinner families to dual-earner
model. It is therefore important for employers to give
greater attention to WLB issues since they tend to lead to
retention (Hutchings, De Cieri & Shea, 2011).
Stanton, Balzer, Smith, Parra, and Ironson, (2001) also
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stated that failure of employees to manage the demands of
work and at the same time family pressures create conflicts
that produce stress and anxiety. When the demands from
work or home exceed one’s resources, the pressures
associated with one role begin to conflict with one’s ability
to fulfil the norms associated with the other role, when time,
money, and energy remain unchanged. Brotheridge and Lee
(2005) stressed that employees who are unable to manage the
role conflict between work and family experience poorer
health, greater absenteeism, poorer work performance and
lower quality jobs characterized by greater demands and
fewer resources. Such factors also force individuals to either
decide to continue working or leave for other jobs.
Ford, Heinen and langkamer (2007) posit that
management support is greatly required if the role conflict
between work and life is to be beneficial to those who spend
a great deal of time on work and work-related activities and
also helps in reducing employee turnover. The cost of
WLB could prove expensive because the cost of replacing
workers is high, finding skilled employees can be difficult,
and investments in training are less secure (Lochhead &
Stephens, 2004). According to Fitz-enz (1997) the average
company loses approximately $1 million with every 10
managerial and professional employees who leave the
organisation. Cascio (2006) also affirms that the costs
associated with recruiting, selecting, and training new
employees often exceed 100% of the annual salary for the
position being filled. Thus, every turnover of skilful
employees come at a cost and the combined direct and
indirect costs associated with one employee leaving an
organisation ranges from a minimum of one year’s pay and
benefits to something more substantial.
Also, when
knowledgeable employees leave an organisation, the
consequences go far beyond the costs of recruiting and
integrating replacements. Consequently, most employers
are seeking better ways to manage turnover in order to retain
valued human resources as well as sustain competition and
high performance. One of such measures has been helping
employees to achieve a balance between their work life and
family responsibilities (Ford et al. 2007).
Employee retention is an increasingly important
challenge for organisations as the age of the knowledge
worker unfolds (Lumley, Coetzee, Tladinyane & Ferreira,
2011). Presently the labour market belongs to employees,
because talented candidates in the global job skills market
have the luxury of choice (Harris, 2007). Employees, both
new and experienced are realizing that they have more
discretion in their choice of organisations to work with
(Clarke, 2001). The dynamic business environment has
brought to bear a lot of organisational challenges, a
prominent one being the retention of adept employees.
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Meanwhile employee turnover is costly and can negatively
affect organisational effectiveness and employee morale
(Kacmar, Andrews, Van Rooy, Steilberg, & Cerrone, 2006;
Shaw, Gupta, & Delery, 2005). Employee retention in the
banking industry is even more crucial because banks have
become very effective partners in the process of economic
development. The health of a country’s economy is closely
related to the soundness of its banking system.
The services that banks provide are exceedingly
important in a free market economy such as Ghana.
Accordingly, initiating WLB practices and maintaining
higher levels of job satisfaction determine not only the
performance of banks but also affect the growth and
performance of the entire economy (Thakur, 2007). In
Ghana, the banking industry has been turbulent in recent
times putting a lot of pressure on employees (Owusu, 2012).
The industry has also welcomed a number of banks which
further increases competition. According to Cetorilli and
Goldberg (2012), competition in the industry has resulted in
the need for banks to be efficient and profitable, resulting in
mergers and acquisitions. Essays (2013) posit that in the
quest of management of the banks to remain competitive and
become market leaders, several tasks are imposed on
employees in order to cut costs and ensure greater efficiency.
Strict deadlines with sanctions for failure to meet such
deadlines, attending meetings at short notices and long
working hours has resulted in bankers putting in more effort
to sustain their jobs to the neglect of their families. These
situations put a lot of pressure on employees who now have
to achieve a balance between meeting the demands of work
and fulfilling their family responsibilities. As posited by
Reddy, Vranda, Ahmed, Nirmala and Sddaramu (2010)
multiple roles played by employees affect the health and
wellbeing of these employees and this therefore calls for an
understanding of the implications of balancing work and
family performance. It is for this reason that this study seeks
to assess the effect of work-life balance on retention of bank
employees.
1. Literature review
1.1 Theoretical Framework
The role conflict theory forms the theoretical basis for
the study. According to Allard, Haas and Hwang (2011) the
role theory has been the main theoretical model to study
work and family issues. Roles can be described as a set of
expectations characterized by the type of behaviour required
for a particular position. Role conflict is brought about by a
situation where two roles are competing such that it becomes
difficult to play one role to the neglect of the other. Role
conflict is based on the notion that roles that are
incompatible lead to conflict. Bianchi, Casper and King
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(2005) stipulated that when two roles are such that
concentrating on one role will take time off the other, conflict
is likely to occur.
This theory is based on the idea that time dedicated to
family activities such as taking care of children and elderly
dependents cannot be devoted to work activities. The
demands of different roles may bring about competition for
the time that a person has and this makes it impossible to
perform the competing roles at the same time. Essentially,
the time and energy required for work-related activities
cannot be spent on family-related activities, and this results
in family-work conflict.
According to role theory, role conflict occurs when
individuals engaging in multiple roles (such as work and
family roles) face resource constraints in terms of time or
energy and have difficulty successfully fulfilling their
multiple role responsibilities. Within work-family research,
two distinct forms of conflict have been identified: work
interfering with family (WIF) conflict and family interfering
with work (FIW) conflict. WIF conflict occurs when
demands of the workplace impede family role performance,
while FIW occurs when demands of the family impede
work-role performance (Frone, Russell, & Cooper, 1993).
The concept of work-family conflict has been explained by
Kahn, Wolfe, Quinn, Snoek and Rosenthall (1964) using the
role theory framework. In this context, Kahn et al., (1964)
explained that work-family conflict is a form of inter-role
conflict in which the role pressures from work and family
fields are mutually incompatible.
Individuals have a finite amount of physiological and
psychological resources to expend on multiple role
obligations (Goode 1960). Eventually, involvement in work
and family roles reduces these resources and inevitably
results in role conflict (Kahn et al., 1964). The resulting
conflict would lead to the individual trying to achieve a
balance between work and family life. This would therefore
lead to the individual either sacrificing family or work duties
since participation in one domain (for example, work)
precludes participation in the other (for example, family).
The dilemma therefore makes the employee take a decision
on either to continuously work or think about concentrating
on only the family therefore fuelling the retention decision.
1.2 Effects of Work-Life Balance on Employee
Retention
The most recent addition to research on employee
retention is how balancing work and life roles influence an
employee’s decision to remain with an organisation. WLB is
fast becoming an important work related issue and over the
past decade, there has been an increasing number of
scholarly articles on the issue.
In a survey of 448 employees by Dibble (1999), flexible
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working hours was the third most frequently mentioned
reason why employees remain with their current employer.
Also, in a survey of 1,862 employees in the United States,
Ashby and Pell (2001) found out that, most workers wanted a
job with flexible hours that allowed them to take care of
personal issues, while a substantial number cited similar
reasons for their preference for working at home.
A study by Maxwell (2005) also indicated that WLB
policies such as the introduction of flexible working hours
and arrangements, provision of better training, breaks from
work and better work support do not only address WLB
issues but also enhance employee retention. Also, Byrne
(2005) in reviewing literature on the concept of WLB as a
means of tackling numerous HRM problems established that,
the achievement of better WLB could yield dividends for
employers in terms of retaining valued employees and
maximizing available labour.
Comparably, Deery (2007) in examining literature
relating to retention of good employees and the role that
WLB issues have in an employee’s decision to stay or leave
an organization, found out that WLB plays a significant role
in influencing employee retention. Beauregard and Henry
(2009), in their study, making the link between work-life
balance practice and organizational performance, also
suggested that WLB practices influence organizational
performance, enhances social exchange process, improves
productivity and reduces employee turnover.
Similarly,
Cegarra-Leiva,
Sanchez-Vidal
and
Cegarra-Navarro (2011) also investigated work-life balance
and the retention of 149 managers in Spanish SMEs and
found out that informal support for work-life balance
expressed through the existence of positive and supportive
organisational values play a major role in enhancing
organisational outcomes such as job satisfaction and
retention.
In their study on employee attraction and retention,
Hutchings, De Cieri and Shea (2011) also identified a need
for employers to give greater attention to WLB issues. The
majority of the responses from the study were from large to
medium firms, which had large HR departments and HR
managers with a strategic role, which could be expected to
have more progressive HR practices around attraction and
retention.
Furthermore, Kumari (2012) investigated the perception
of employees and its relation with job satisfaction in Indian
public sector banks using 350 respondents. The findings of
the study emphasized that, WLB factors are predictors of job
satisfaction. Practically, the significance of the results is that
human resource practitioners can improve staff commitment,
satisfaction, productivity and employee retention through
work-life balance policies.
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Based on the review, the study therefore posit the
following hypothesis:
H0: Work-life balance does not have a significant effect
on employee retention.
2. Methodology
The sample consisted of a total of 342 employees of 13
selected banks in the Greater Accra Region of Ghana. The
sample comprised of officers, middle level and top level staff
of the banks. Questionnaire was employed as the instrument
for data collection. The questionnaire comprised of three
sections. Section A elicited data on the demographic
characteristics of the respondents, section B had questions
relating to work-life balance while section C had questions
on retention. The Cronbach alpha for the eleven items used
in measuring work-life balance was 0.852 indicating that
there was internal consistency in the scale. Employee
retention was measured using a dichotomous scale of 0-1
indicating retention (1) and no retention (0). Out of the total
of 342 questionnaires distributed, 230 were received and
used for the analysis representing a response rate of 67.3. A
logistic regression was used to analyse the effect of work-life
balance on retention. This is because unlike the other models,
logistic regression is highly effective at estimating the
probability that an event will occur and it offers a new way
of interpreting relationships by examining the relationships
between a set of conditions and the probability of an event
occurring (Sweet & Grace-Martin, 2003). According to
Larsen, Petersen, Budtz-Jørgensen & Endahl (2000), logistic
regression for the study of dichotomous binary variable is
easier to use and includes measures for generating the
necessary dummy variable automatically.
They also
suggest that the method is statistically rigorous in practice
and is easier to comprehend.
Logistic regression was employed to ascertain how well
the independent variable - work-life balance predict the

Issue 2, 2019

dependent variable - employee retention.
The following regression equation was used for the
study:
{(Pi = ƒ(Y=1|Xi) = βo + β1X1 …………..….... (1)}
Where
Pi = the probability of retention
Y = dependent variable (employee retention)
When Y = 1 intend to stay in the organisation or
When Y = 0 do not intend to stay
The LOGIT model can be linearlised as
Logit {(Pi/(1-Pi) = β0 + β1X1+ ε……….…... (2)
The dependent variable is the natural log of the
probability of Retention (Pi) divided by the probability of No
Retention (1-P).
Where:
β0 = is the Y intercept or constant
β1 = coefficient of regression which measures how
each independent variable influences the dependent variable
that is employee retention.
X1 = Work-Life Balance
ε = Error term
3. Results and discussion
3.1
Socio-Demographic
Characteristics
of
Respondents
Descriptive statistics such as frequencies and
percentages relating to the socio-demographic characteristics
of respondents are presented in Table 1. More than half of
the respondents (59.6%) were males, which is not surprising
because, usually, banks are not attractive to women due to
the long working hours required from employees. The
majority of employees (46.1%) were in the economically
active age group of (30-49 years) with only 6.5% being 50
years or more. Due to the relative youthful nature of the
respondents, 46.1% had no dependents. Also, more than
half of them (55.2%) were married while 40.9% were single.

Table 1. Socio-Demographic Characteristics of Respondents
Characteristic
Gender
Male
Female
Total
Age
Below30
30-39
40-49
50 and above
Total

Frequency

Percent

137
93
230

59.6
40.4
100.0

77
106
32
15
230

33.5
46.1
13.9
6.5
100.0
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Marital status
Single
Married
Separated
Divorced
Widowed
Total

94
127
4
2
3
230

40.9
55.2
1.7
0.9
1.3
100.0

Level of education
Diploma
Bachelor degree
Masters degree
Professional
Total

6
125
74
25
230

2.6
54.3
32.2
10.9
100.0

Monthly income
Below GH¢1000
GH¢1000-1499
GH¢1500-1999
GH¢2000-2499
GH¢2500 or more
Total

32
53
62
33
50
230

13.9
23
27
14.3
21.7
100.0

Number of dependants
No dependant
1-3
4-6
More than 6
Total

107
90
27
6
230

46.5
39.1
11.7
2.7
100.0

Current rank
Officer / supervisory level
Middle management level
Top management level
Total

137
76
17
230

59.6
33.0
7.4
100.0

Length of service
1-5 years
6-10 years
11-15 years
16-20 years
21-25 years
26-30 years
31-35 years
Total

142
54
16
7
4
5
2
230

61.7
23.5
7.0
3.0
1.7
2.2
0.9
100.0

Most of the respondents had obtained bachelor’s degree
(54.3%). The monthly income of respondents however varied
significantly. Out of 230 respondents, only 13.9% received
below GH¢1,000 with 21.7% earning GH¢2,500 or more.

Most of the respondents (61.7%) had been working in their
organisations for not more than five years. Only 13.9% had
been working for between 11-35 years. In terms of rank,
59.6% were at the officer/supervisory level, 33% at middle
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management level and only 7.4% at the top management
level. This depicts a pyramid structure which is usually the
norm in most organisations.
3.2 Work-Life Balance
Table 2 shows that generally, respondents were neutral
to most of the statements regarding WLB in their
organisations. However, as to whether employees were
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allowed to work for longer days per week so as to get a day
off, there was disagreement (Mean = 2.36). Meaning this
was a rare practice among the banks. The same applied to
employees being allowed to work from home (Mean = 2.40).
Respondents strongly disagreed to the fact that once they
notified their supervisor, they are were sometimes allowed to
work from home.

Table 2. Work-Life Balance among Employees of Banks in the Greater Accra Region
Statement

Mean

Std. Dev.

My working life balances well with my family life.

2.90

0.982

My organisation offers flexibility as to when to start and end the day’s work.

2.92

1.210

My organisation allows working for longer days per week to get a day off.

2.36

1.107

The volume of work that I have been assigned does not give me stress.

2.69

1.051

Other banks do not offer better work-life balance than my organisation.

2.89

0.872

Once I notify my supervisor, I am sometimes allowed to work from home.

2.40

1.092

I can easily take time off for ‘home crisis’ such as flooding, accidents or illness involving
loved ones.

3.60

0.909

I am satisfied with the amount of time I spend at work

3.21

1.053

I have the time and energy to fulfil my responsibilities outside of work.

3.14

1.029

My ability to achieve the desired balance between work and family life is a source of
good health.

3.55

0.903

I think that if employees have good work-life balance the organisation will be more
effective and successful.

4.09

0.818

However there was a general agreement to the statement
‘I think that if employees have good work-life balance the
organisation will be more effective and successful’ (mean =
4.09). A high percentage of 53.5 and 30.9 respectively
agreed and strongly agreed to this statement with only 3.5%
disagreeing to it.
This shows that WLB issues are
important to the employees. Although there appears to be
some minimal level of WLB, generally it appears issues on
work life balance are not given much attention by
management of the banks.

3.3 Retention of Employees
Respondents were asked to indicate the number of people
they thought had left their organisations over the previous
year.
This is depicted in table 3. The majority of
respondents (61.3%) stated that between 1-10 people had left,
26.5% mentioned between 11-20 people, 8.7% indicated
between 21-30, with only 1.7% indicating that between
31-40 and 41-50 employees respectively had left the
organisations in the last year.

Table 3. Number of Employees Who Left Last Year
Number of Employees

Frequency

Percent

1-10

141

61.3
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11-20
21-30
31-40
41-50
Total

61
20
4
4
230

This means that normally between 1-10 employees were
perceived to have left the branch of a bank in a year.
Although 1-10 employees leaving throughout a year may not
represent a very high number, it is still a worrying sign. No
matter how small the turnover rate, the cost of replacement
could be substantial since the cost of replacing an employee
usually amounts to a quarter of his/her annual salary (Chew,
2004). The intention of employees to remain with their
organisations in future was used as a proxy to determine the
retention rate in the banks. Figure 1, indicates that the
banks could retain 47% of their employees. These were
those who indicated that they will remain with their
organisations even if they are offered better opportunities
elsewhere. This means that more than half (53%) of
employees will leave their organisations if offered better
opportunities elsewhere.
Although it cannot be
categorically stated that there is no retention in the banks,
having a higher percentage of employees looking for other
options is not healthy.

Do you intend to stay with
this organization?
No
53%

Yes
47%

The inverse relationship could however mean that the
WLB needs of employees change overtime. For instance,
employees with young children will no longer need flexible
work schedules if their children become of age. Again an
employee who is taking care of an elderly dependent may not
require the flexibility if another relative decides to relieve
such an employee of the caretaker duties.
The findings of this study confirm that of Hutchings et
al. (2011) who also established that greater attention to WLB
progressively addresses HR practices such as attraction and
retention. Similarly, the findings support that of Maxwell
(2005) who indicated that the introduction of flexible
working hours and arrangement, provision of better training
and work do not only address WLB issues but also enhances
employee retention.
Furthermore, the findings of the current study is similar
to that of Bryne (2005) who found out that the achievement
of better WLB can yield positive results for employers in
terms of retaining valued employees and maximising
available labour.
Table 4. Results of Binary Logistic Regression Analysis
Variable

B

Constant

2.867
0.025

Work-life
balance
Figure 1. Employees’ Intention to Stay With Their
Organisations
3.4 Effect of Work-Life Balance on Retention
Work-life balance was found to have significantly
influenced employee retention (B = -0.093, expB = 0.911,
P<0.01). The hypothesis that WLB does not have a
significant effect on employee retention is therefore rejected.
The negative coefficient and odds ratio of 0.911 however
shows that there is an inverse relationship between WLB and
retention in the sense that a unit increase in work-life balance
results in a slight reduction (by 0.91 times) in the likelihood
of employees staying with their organisations. It is not
surprising that WL B has a significant effect on employee
retention because most often than not, families issues play
significant roles in the lives of individual employees.

26.5
8.7
1.7
1.7
100.0

Model
Wald’s
X2
5.928

Odds
Ratio
0.057

0.015

12.821

0.911

0.000

Sign.

4. Conclusion and recommendation
The study sought to examine the effect of work-life
balance on employee retention. Results of the study point to
the fact that WLB influences employee retention in the banks.
After reviewing the literature on previous studies by Chew
and Chan (2008) and Hong, Hao, Kumar, Ramendran and
Kadiresan (2012) the results of this study provide evidence
that WLB is a recent addition to research on HRM issues.
The construct however significantly predicted employee
retention in the banks. This could mean that it is now not
enough for organisations to stick solely to the traditional
HRM practices (example, compensation and training) but
also explore contemporary practices such as WLB that can
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equally impact the retention of adroit employees.
The findings of the study have some valuable
implications for practitioners and organisations alike. It
will be particularly useful for organisations to understand
how they can improve their employee retention strategy.
Banks facing retention problems could among other things,
institute HRM practices such as WLB as part of their
mitigation measures. This is because WLB have been
found to positively affect retention and hence an essential
human resource management tool.
In the face of competition and advances in technology,
there is a natural tendency for banks to invest substantially in
ICT to enhance their operations but this should not be at the
expense of the human resources. It is recommended that
the banking industry pays equal attention to its human
resources so that they can achieve a competitive advantage
through them. Also, it appears that generally, there is lack
of flexibility in the banking industry even though WLB
appears to be important to the employees. Therefore the
banks can decide to provide some level of flexibility such as
job sharing or allowing employees to work for longer hours
some days per week in order to get a day off or sometimes
work from home also known as telecommuting.
This flexible options can be undertaken on a pilot basis
and for some category of staff who do not interface regularly
with customers so that its import could be assessed. It is
possible that those banks that are able to initiate these could
have some competitive advantage. Finally, it is
recommended that the banks collaborate with universities
and other academic institutions for research on problems
confronting them so that the best solutions could be derived
for human resource management.
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