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Abstract- The paper aims to provide an in-depth analysis of work-life balance (WLB) practices and their effects
on employee retention, based on recent empirical research conducted in different organizational and
geographical settings. The research aims to examine the effects of WLB practices on employee retention, job
satisfaction, and organizational commitment through an in-depth analysis of WLB practices, such as flexible
work arrangements, remote work, supervisor support, and empathy-based benefits. The research aims to
develop an integrated work-life balance and retention framework (IWLBRF) that includes direct effects,
mediators, and moderators of work-life balance practices on employee retention. The research indicates that
effective implementation of work-life balance practices decreases turnover intentions and enhances productivity,
particularly in Malaysia, Indonesia, and India. The research indicates that remote work arrangements are not
significant in productivity, but they are highly effective in reducing turnover intentions. The research highlights
that generation Z is an important factor in work-life balance, as 50% of generation Z consider work-life balance
the most critical factor in accepting a job offer, except for salary. Ergonomic practices and empathy-based
benefits such as increased bereavement leave and structured flexibility programs demonstrate strong positive
relationships with retention, moderated by perceptions of organizational support for personal well-being. The
comparative evaluation across the five analytical dimensions—flexible work arrangements, remote work policies,
supervisor support, wellness benefits, and generational preferences—indicates that effective retention practices
necessitate a holistic approach to WLB.

Keywords: Work-life balance, employee retention, turnover intention, flexible work arrangements, remote work,
Generation Z, job satisfaction, organizational commitment.

l. INTRODUCTION balance practices is not only an employee benefit
but a key success factor.

The interrelation of professional obligations and
personal life has increasingly become a vital The need for work-life balance has been further
concern for organizations across the globe, accentuated in the post-pandemic era. The sudden

especially in the heterogeneous socio-economic shift to the work-from-home culture during the
environment of the modern economy [1]. Work-life COVID-19 pandemic has led to a complete overhaul
balance (WLB), or the state of equilibrium existing of the conventional work culture. The removal of
between professional and personal life, has been the social distancing norm has therefore become a
recognized as the cornerstone of the well-being of critical juncture for employers in the post-pandemic
both the individual employee and the sustainability €ra, where they are compelled to take a crucial call
of the organization [2]. As the profile of the ©n whether they should permit the work-from-
workforce is constantly changing and the home culture or not. Studies have shown that
expectations of employees are becoming more employers are motivated to update the work-from-
complex, organizations are increasingly realizing home culture as it is beneficial in retaining
that the implementation of effective work-life employees [3].
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The economic challenges have further complicated
the problem. The estimated cost of low employee
engagement in the global arena in the year 2024 is
$8.9 trillion, which is equivalent to 9% of the global
GDPI[5] . The economic cost of loneliness in the USA
is estimated to be as high as $154 billion in terms
of the loss of productivity, burnout, and employee
turnover [4].

This paper seeks to investigate the relationship
between work-life balance practices and employee
retention from a multi-dimensional analytical
perspective. Guided by recent empirical findings
from 2021-2026, this study attempts to address
several pertinent issues, including: which work-life
balance practices are consistent with retention
outcomes, how do these outcomes differ across
generational cohorts and cultural settings, what are
the underlying mechanisms that explain the
relationship between work-life balance practices
and retention outcomes, and how can we effectively
develop retention strategies?

The following sections are included in this paper. In
section 2, we conducted a literature survey to
understand the findings related to work-life balance
and retention. In section 3, we propose the
Integrated Work-Life Balance-Retention Framework
methodology. In section 4, we include analysis and
discussions, along with four figures and a table. In
section 5 ~we conclude the findings with
implications for practice and future directions.

Il. LITERATURE SURVEY

The body of research on work-life balance and
employee retention has developed considerably,
shifting from descriptive approaches to more
complex discussions of mediating factors, inter-
generational differences, and situational
contingencies. This review synthesizes recent
research published from 2021 to 2026.

Theoretical Foundations

Person-organisation fit and social exchange theory
offer the primary theoretical underpinning of the
relationship  between work-life balance and
employee retention. Person-organisation fit theory

argues that employees look for similarities in values
and practices between themselves and the
organisation. Therefore, organisations that show
commitment to work-life balance encourage
employees to reciprocate with commitment. Social
exchange theory argues that employees return
organisational support with commitment and
intentions not to leave the organisation.

WLB Practices and Retention Outcomes

A systematic review across Pan-Asian countries,
which examined the body of evidence up to 2014-
2025, indicates that effective WLB programs are
associated with reduced turnover intentions and
improved productivity, motivation, and job
satisfaction. These best practices include flexible
work arrangements, supervisor support, and family-
friendly work practices. Comparative results
revealed that countries such as Malaysia, Indonesia,
and India had higher benefits for employee
retention and work performance.

Despite these benefits, there are still concerns with
WLB implementation in Asia. Scarcity of resources
for SMEs, overwork culture, and inconsistent policy
implementation are major concerns. Existing
research is predominantly cross-sectional and
industry-based, which does not provide a long-term
perspective on WLB implementation or other
sectors such as manufacturing and agriculture [6].

Remote Work and Flexibility

The COVID-19 pandemic has revolutionized how
people go to work. A meta-analysis of research
administrators revealed that there was no
significant difference in perceived productivity in a
virtual setting versus an office setting [7]. Since
there are no changes in levels of productivity and a
myriad of perceived benefits from working from
home, employers are motivated to improve how
they allow people to work from home to increase
employee retention rates and prevent burnout.

Workplace flexibility has grown from being about
where people go to work to how people get their
work done. Employees overwhelmingly believe that
flexible hours are the number one incentive that
would encourage them to go back to the office [8].
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However, employers are still stuck on location-
based policies, such as a three-day in-office hybrid
model that only a small percentage of employees
believe is ideal.

Generation Z Preferences

It is essential to understand the difference between
the two. A research conducted on 373 Generation Z
individuals from the Indonesian industry showed
that “work-life balance is significantly related to
retention, turnover intention, and  job
embeddedness.” Job embeddedness is the
mediator that links WLB with retention.

A survey conducted by Naukri on over 23,000 Gen Z
professionals working in India showed that “50
percent of Gen Z professionals believe that WLB is
the most important factor after the salary package,
with the figure rising to 60 percent among those
with 5-8 years of experience.” Furthermore, "57
percent of Gen Z professionals define their career
growth as the opportunity to learn new skills on the
job rather than the opportunity to move into a
better role.” In addition, "81 percent of Gen Z
professionals prefer recognition through growth
opportunities rather than recognition.”

Ergonomic Practices and Well-Being

Studies on ergonomic factors indicate that
workstation arrangements, proper lifting
techniques, task rotation, and ergonomic tools are
significant factors in employee retention [9]. Work-
life balance also moderates the relationship
between ergonomic practices and employee
retention. This suggests that employees are more
likely to remain committed to an organization that
takes their personal life into account. The fit indices
(RMSEA, CFI, TLI, SRMR, GFl) also indicate that this
model is robust.

Empathy-Driven Benefits

Indian organizations are now designing benefits to
manage significant life changes in employees’ lives.
Empathy is a significant factor in employee
retention, particularly among the younger
generation [8]. Organizations such as Optum India,
Deutsche Bank, and Titan Company are now
offering benefits to manage life changes in

employees’ lives. More than 80 percent of more
than 500 organizations from India in the WTW 2025
benefits trends survey reported plans to increase
significantly the level of flexibility and choice in
benefits programs in the next one to two years [10].
Organizations are now designing structured
flexibility programs to allow employees to take a
break from work without affecting their continuity
in their respective organizations. For example,
Optum'’s policy allows employees to take four hours
off in a day.

Burnout and Wellness

Burnout has reached an endemic level, with 90% of
the employee population experiencing symptoms
of burnout in the last 12 months, including 37%
experiencing symptoms every week. Gen Z faces
challenges in terms of workload and confidence in
job readiness, with a 34% decrease in confidence
from the previous year. There is an emphasis on
mental health, flexible working, and access to
holistic wellness platforms that incorporate physical,
nutritional, mental, and social health.

Community is an important factor in employee
wellness. More than 90% of the employee
population report that spending time in wellness
environments, such as gyms, fitness studios, and
“third places,” helps them better manage work-
related stress. Implementing coworking stipends,
personal budgets, and meeting reduction strategies
can help.

Synthesis and Research Gaps

In addition, the literature reveals consistent themes,
which include gaps. The consistent themes are: WLB
practices are consistent in reducing turnover; results
differ by generation and culture; telecommuting
sustains productivity with increased retention; and
benefits driven by empathy are gaining momentum.
On the contrary, the gaps include: insufficient
longitudinal designs to measure long-term WLB
outcomes; inadequate focus on intersectionality;
insufficient sector-specific studies in manufacturing
and agriculture; and inadequate examination of the
role of technology in facilitating or interfering with
work-life balance.
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lll. METHODOLOGY

Based on the literature synthesis, the current paper
suggests the Integrated Work-Life Balance-
Retention Framework (IWLBRF) for investigating the
effects of WLB practice on employee retention.

Theoretical Foundations

The proposed Integrated Work-Life Balance-
Retention Framework is grounded in three
theoretical foundations. Firstly, person-organization
fit theory describes how person-organization value
congruence influences organizational commitment .
When an organization genuinely invests in work-life
balance, employees sense the congruence and
respond in kind, showing loyalty to the
organization.

Secondly, social exchange theory suggests that
employees return organizational support in the
form of reduced turnover intentions. WLB practices
are organizational investments that employees pay
back in the form of organizational tenure and
organizational citizenship behavior.

Lastly, job embeddedness theory describes how
work-life balance helps to embed employees in
organizational and social networks, creating sticky
relationships that prevent turnover.

Framework Components
The Integrated Work-Life Balance-Retention
Framework comprises four analytical layers.

LAYER 1: WORK-LIFE BALANCE (WLB) PRACTICES

Flexible Work Leave Policies Dependent Care
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Figure 1: Integrated Work-Life Balance-Retention
Framework (IWLBRF)

Analytical Dimensions

The framework allows for the evaluation of these

benefits across five key dimensions:

e Flexible Work Arrangements: flexible
scheduling, compressed work weeks, part-time
work, work hour autonomy

e Remote/Hybrid Work: full remote, hybrid work,

stipends for coworking spaces, location
flexibility
e Supervisor  Support:  supervisor training,

empathetic leadership, recognition programs

e Wellness Benefits: mental health benefits,
employee assistance programs, wellness
stipends, community connection

e Empathy-Driven Benefits: bereavement leave,
menstrual  leave,  retirement  transition,
structured flexibility

IV.RESULT ANALYSIS AND DISCUSSION

The following section provides analytical results for
work-life balance practice and employee retention,
using four example figures and a comparative
analysis table.

4.1 Gen Z Preferences and Retention Drivers
It is important to note the preferences of different
generations to create a successful employee
retention strategy, especially considering the rising
dominance of the new generation.
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Figure 2: Gen Z Work Preferences and Retention
Drivers

From Figure 2, it is evident that there are significant
changes in the nature of the workforce. The fact
that 50% of Gen Z professionals identify work-life
balance as the most important factor after salary
reveals that there are significant changes in the
nature of the traditional work orientation.
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The fact that 57% identify defining their career
growth as upskilling and not promotions reveals
significant changes in the nature of the traditional
work orientation. The fact that 78% prefer upskilling
in creative fields reveals that knowledge workers are
particularly interested in upskilling.

The fact that 81% prefer growth opportunities over
praise reveals that Gen Z professionals are
particularly interested in their growth and
development. It reveals that superficial recognition
programs are unlikely to work, and instead,
premium incentives for learning are required.

The nature of mental health stressors reveals that
lack of work-life balance (34%) and growth (31%)
are significant, and that only 16% are micro-
managed, unlike 25% of Millennials . It reveals that
Gen Z professionals have become tolerant of being
micro-managed but are highly sensitive to work-life
balance and growth opportunities.

Remote Work, Productivity, and Retention

The remote work debate continues to shape
organizational policy, with implications for both
productivity and retention.
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Figure 3: Remote Work Impact on Productivity and
Retention

As shown in Figure 3, the productivity trade-off of
remote work, as assumed, does not have empirical
support. Therefore, the argument for requiring
people to come to the office does not have a
strong rationale. Moreover, the fact that 50-90% of
the workforce report increased productivity when
they work remotely questions the underlying
assumptions of the office-centric model.

The implications for employee retention are
alarming. Nearly half of the employees (45%) would
consider leaving the company if the remote work
option is taken away. This, by itself, points to a
significant turnover risk for companies that
implement a return-to-office mandate without a
strong rationale. Moreover, 57% of applicants drop
out of the hiring process when the remote work
policy is unclear. This points to the importance of
transparency as a hiring imperative.

The difference between location and time flexibility
needs to be noted. Employees want more flexible
work times rather than location, indicating a lack of
WLB when there is a rigid schedule, rather than a
lack of location flexibility.

Innovative solutions such as coworking stipends
provide middle ground in the trade-offs between
flexibility and offering professional spaces for those
who want them. Companies such as HubSpot and
Webflow show that offering remote work
allowances is part of a broader flexibility strategy.

Ergonomic Practices and Work-Life Balance
Interaction

Ergonomic factors represent an underexplored
dimension of work-life balance and retention.

ERGONOMIC FACTORS MODERATING EFFECT: MODEL FIT INDICES
WITH SIGNIFICANT EFFECTS WORK-LIFE BALANCE (WLB) &ROBUSTNESS
/. Proper Lifting Techniques
* B R | v
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Design D J_ (Above Factors)
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remain
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i

Figure 4: Ergonomic Practices and Retention -
Moderating Role of WLB

CONFIRMS
MODEL STRENGTH

Figure 4, in fact, indicates that ergonomic practices
have a significant effect on retention, with lifting
techniques and ergonomic tools showing the
highest correlation. Ergonomic practices, therefore,
expand the WLB debate from the traditional
schedule and location to incorporate the physical
working environment.
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The moderator effect of WLB, therefore, is an
important factor. Ergonomic practices, in fact,
demonstrate organizational concern for the welfare
of the employee, but when combined with WLB, the
effect is even more pronounced. Ergonomic
practices, in other words, are viewed by the
employee in terms of organizational concern for
welfare.

Indices for model fitness that demonstrate the
robustness of the model, such as RMSEA, CFI, TLI,
SRMR, and GFl, provide confidence in the results.
From the point of view of the manager, therefore, it
is clear that a holistic approach to retention
strategies needs to incorporate ergonomic practices
as well.

Empathy-Driven Benefits in Indian Organizations
Indian organizations are pioneering empathy-
driven benefits that address major life transitions.

—— EMPATHY-DRIVEN BENEFITS IN INDIA INC. —

COMPANY ~  BENEFIT ~  DETALS
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“Second Innings” Retirement transition support
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Y
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L2 Lo 1:2. 08 g flexibility/choice in benefits next 1-2 years [citation:4]

Figure 5: Empathy-Driven Benefits - Indian
Corporate Examples
Figure 5 depicts how Indian organizations are
catering to the needs of their employees across the
life course. For example, the flexible working time

policy of Optum India, which allows temporary
four-hour workdays over a specific period, caters to
the needs of the organization's employees.
Employees may need time off from work without
the binary choice of full-time work or a career
break.

Deutsche Bank's extension of the bereavement
leave policy from three to five days, based on
employee feedback, is another example of
organizational  responsiveness.  Organizational
responsiveness is a significant aspect that creates
psychological contracts with the employees.

Titan Company's “Second Innings" initiative for
retiring employees and their partners is a significant
example of catering to the emotional needs of the
retiring workforce. It is a comprehensive initiative
that caters to the emotional needs of the retiring
workforce. Figure 6 depicts the industry trends that
reveal how 80 percent of the organizations plan to
implement flexible working time arrangements. It is
observed that the above-mentioned practices are
no longer at the innovative stage but are moving
towards the mainstream. For retention strategy,
empathy-based benefits create differentiation.

Comparative Analysis of WLB Practices

Table 1 presents a comprehensive comparative
analysis of WLB practices and their retention
impact.

Table 1: Comparative Analysis of WLB Practices and Retention Impact

WLB Practice Primary Target Retention | Organizational Key Evidence
Mechanism Demographic Impact Requirements
Flexible Autonomy  over | All  employees, | High Manager  trust, | 50% Gen Z
Scheduling work hours particularly ~ Gen outcome focus prioritize; #1
Z return-to-office
incentive
Remote/Hybrid | Location flexibility | Knowledge Very High | Digital 50% would quit if
Work workers, infrastructure, removed; 57%
commuters clear policy drop out if policy
unclear
Supervisor Empathetic All  employees, | High Manager Consistent across
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Support management, especially training, cultural | Pan-Asian studies
recognition younger shift
Ergonomic Physical well- | Manufacturing, Moderate- | Investment in | Strong  positive
Practices being, injury | healthcare, desk | High equipment, associations;
prevention workers training WLB moderates
Mental Health | EAPs, counselling, | Al employees, | High Confidential 90% report
Support wellness budgets Gen z access, reduced | burnout; 34% Gen
particularly stigma Z stress from no
WLB
Empathy- Life transition | Employees at life | High Flexible policy | 80% organizations
Driven Benefits | support stages design, listening | increasing
(bereavement, culture flexibility
retirement,
caregiving)
Coworking Third space | Remote Moderate Budget Adopted by
Stipends provision employees allocation, Pfizer, Amazon,
lacking home partner network HubSpot
office
Meeting Deep work | All employees Moderate Cultural change, | Shopify freed
Reduction protection, reduced leadership 322,000+ hours
cognitive load modeling

Analysis of Comparative Dimensions:

Primary Mechanism varies across practices, such as
autonomy (scheduling, remote work), care signaling
(empathy benefits, ergonomics), and workload
management (meeting reduction).

Effective strategies employ multiple mechanisms.
Target Demographic differences require distinct
approaches. Gen Z focuses on work-life balance
and upskilling, employees in life stages need
transition support, and manufacturing employees
need ergonomic approaches.

Retention Impact is high across practices that target
key work-life balance dimensions, such as flexibility,
remote work, and supervisor support. Specialized
practices (Coworking Stipends) have moderate, yet
significant, impact on specific segments.
Organizational Requirements demonstrate that
successful implementation requires more than
policy implementation, such as training managers,
organizational culture, investing in infrastructure,
and listening mechanisms.

V. CONCLUSION

In addition, this paper has provided an in-depth
analysis of work-life balance practices and their

effect on employee retention, drawing on recent
empirical research and proposing the Integrated
Work-Life Balance-Retention Framework. The
research indicates that WLB practices are significant
in shaping employee retention, and their
effectiveness depends on contextual influences,
such as the generation cohort, culture, and quality
of implementation.

Some significant findings are evident in the analysis.
First, work-life balance is no longer an optional
aspect of work but an essential prerequisite for
workforce engagement, particularly for the Gen Z
cohort. As 50% of them rate work-life balance as
the most critical factor after pay , any organization
that does not offer WLB practices will be shutting
the door on half of the available talent pool.

Second, remote and flexible work arrangements are
essential in sustaining productivity and improving
employee retention. The meta-analysis indicates
that there is no productivity disadvantage , and
46% of employees are willing to resign if they are
denied remote work . The risk of losing employees
due to return-to-office policies outweighs any
hypothetical benefits of improved collaboration.

Third, flexible hours are more important than
flexible location. Employees value flexibility in terms
of time rather than location. Organizations that only

2
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concentrate on location-based flexible work policies
are overlooking the more important factor.

Fourth, generation-based approaches should be the
key. Gen Z's inclination towards upskilling rather
than promotions at 57%, and growth opportunities
rather than praise at 81%, is a wake-up call for the
way we design our organizational growth paths.

Fifth, the effectiveness of a comprehensive
approach that covers more aspects is better than
the effectiveness of a single-dimensional approach.
A combination of ergonomic practices and WLB
support, empathy-based benefits and flexible
working hours, and wellness programs that cover
mental, physical, and social well-being create
synergistic effects.

Sixth, the quality of the implementation is what
matters. Supervisor support, the way remote work is
communicated, and the design of benefits based on
employee feedback are the factors that separate
good from bad.

Several practice implications arise from this
discussion. These include generational audits, clear
and communicated flexible work policies, training
for managers in empathetic and results-oriented
leadership, moving away from isolated and
segmented wellness strategies, and evaluating the
effectiveness of WLB strategies in terms of retention
and employee feedback.

The limitations of this review are based on the use
of cross-sectional designs, geographic location in
Asia and North America, and the lack of sectoral
diversity. Future research directions would include
longitudinal designs in examining WLB strategies,
intersectionality in examining the impact of gender,
class, and family types, sectoral research in the
manufacturing and agricultural industries, and the
examination of technology as a facilitator and a
source of availability pressure.

As TriNet and Wellhub have found in their research,
“employee wellbeing is the defining strategic
priority of the future workforce." Organizations that
prioritize employee wellness as a foundational

aspect of HR strategy, as opposed to a reactionary
response to employee burnout, are the ones that
will survive. The future workforce, that of 2026,
belongs to organizations that make work-life
balance a strategic priority.

REFERENCES

1. Indeavor, "Indeavor Defines the Workforce of
2026 with Data-Driven, Frontline-Centered
Workforce Management,” Business Wire, Jan.
12, 2026. [Online].

2. E. Campbell, "Job Satisfaction, Retention and
Productivity Levels of Research Administrators
in Relation to Remote Work," M.S. thesis, Johns
Hopkins University, Baltimore, MD, USA, May
2025. [Online]. Available:

3. S. M. Mairaj, S. M. Hasnain, A. Hasan, L. M.
Khan, S. Batool, A. Fatima, J. llyas, and W. A
Khan, "Enhancing Employee Retention through
Ergonomic Practices: Examining the Moderating
Effect of Work-Life Balance,” Bulletin of
Business and Economics (BBE), vol. 13, no. 3, pp.
84-91, 2024.

4. From bereavement leave to retirement support,
India Inc bets on empathy-driven benefits to
retain talent," The Economic Times, Feb. 7,
2026.

5. Solving Burnout: 7 Strategies To Enhance
Workers' Mental Health And Productivity In
2026," Black Enterprise, Jan. 29, 2026.

6. Rajendran, S. Sakuntala S, A. D. Rroy, J. Puli, and
A. Matloob, "Impact of Work-Life Balance (WLB)
on Employee Retention and Organisational
Performance Across Pan-Asian Countries," Asia
Pacific Journal of Health Management, vol. 20,
no. 2, pp. 1-12, 2025.

7. S. R. Tanoto and E. G. Tami, "Understanding
Generation Z: Work-Life Balance and Job
Embeddedness in Retention Dynamics,” Petra
Christian University, Surabaya, Indonesia, 2024.

8. Naukri, "What India's Gen Z Wants from Work -
and Why Employers Must Rethink, Says Naukri,"
Naukri.com Blog, Jan. 13, 2026. [Online].

9. TriNet and Wellhub, "Workplace Wellness in
2026: Why Wellbeing Is the New Currency of
Engagement,” TriNet Insights, Jan. 5, 2026.



K Sridivya,International Journal of Science, Engineering and Technology,
2026, 14:2

10. I. Rajendran, S. Sakuntala S, A. D. Rroy, J. Puli,
and A. Matloob, "IMPACT OF WORK-LIFE
BALANCE (WLB) ON EMPLOYEE RETENTION
AND ORGANISATIONAL PERFORMANCE
ACROSS PAN-ASIAN COUNTRIES," Asia Pacific
Journal of Health Management, vol. 20, no. 2,
2025.



