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Abstract

The current study is to find out the impact of Work Life balance, Role Conflict and Work
Overload on Employees Turnover Intention with the mediating role of job stress of Abdul
Wali Khan University (AWKUM) of Khyber Pakhtunkhwa. Working in educational
institutions is complex and dynamic in nature, therefore in these conditions employees
faces many stresses. Referable to the most troubling of these fears the most affected
relationship is the low performance of employees working in Abdul Wali Khan University
(AWKUM) because of the stress. Different stressor in the management of universities like
Work Life Balance, Role conflict and Work Overload are important determinants of
stress. The workplace has some harsh realities, worldwide one of the basic challenges
facing in an organization is their employee’s performance affected by stress. The
employees who are working in different sectors of an organization have to deal with
stress. Similarly, the university workers are among the same to deal with the stress. The
performance of an organization is dependent on employee’s working ability and if the
employees are in stress than their overall performance will be negatively affected,
resulting in inefficiency and staff turnover. . To study stress in universities, the survey has
conducted through a questionnaire designed by the Donald A Buckingham (2004) and
KavithaVenugobal (2017). The questionnaire was sent to 300 respondents and 270
answered the questionnaire, which represents a response rate of 89.6%. Based on data
collected, the correlation and regression of the variables were carried out in SPSS. The
outcomes of the analysis show that Work Life Balance negatively affects the stress level
of employees while Role Conflict and Work overload positively affect the job stress level
of employees. As the job stress is the mediator in the study, its effect on employee
turnover intention is positive. This study will help decision-makers to identify important
stresses and see their impact on job stress.

Keywords: Job Stress, Work Life Balance, Role Conflict, Work Overload and Employees
Turnover Intentions.
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Introduction

Life becomes busy and people at work face many challenges thus resulting in stress.
Stress is a mental and physical reaction that becomes a part of people’s daily life. People
who are working in different organizations have to deal with different types of pressures
and one of the common pressure at the workplace is work stress. In recent years, the
employee of the university sectorfaces much stress due to much higher turnover
intentions. On the other hand, the organization needs to retain their employees to
minimize the turnover intention. Turnover intention describesthe employee’s frequency
of leaving the organization and that affect the rating and sustainability of the
organization. Employee turnover intention is the process in which the staff wants to leave
the organization for some reasons. An employee who is working in tough routine of an
organization gradually their intention will start to develop to quit the job in the near
future (Long &Thean, 2011).

There are many literatures and researchers have done research on stress. Work-related
stress and work overload stress is found from the study of Sheraz et al. (2014).Mostly the
stress at work arises on an employee due to heavy work overload, job insecurity, social
relationships in the workplace and role conflict.

The paper aims to review the influence of job stress on employee’s turnover intention.
Thus, this paper developed a conceptual framework that explains the influence of job
stress on employee’s turnover intention.

Review of Literature

Job Stress

There are many theories on stress by researchers with different frameworks. However,
these theories have one common characteristics stress. Stress has a direct relationship to
the organization; mostly it occurs due to high demand of work as the higher management
has expectations from their employee. The management assign multi task to an
employeeand expect for positive result with tight deadlines. This leads to stress factor on
an employee because sometime his knowledge and ability becomes a challenge to deal
with the task.

One of the pioneer of stress researcher is Hans selye. (1955), who develop research on
stress. According to him working in tough condition of organization, it is good for the
employee he or she learn more and in such circumstances it leads to take decision that is
more accurate.

Usually the job stress happens when the demand and capabilities of an employee does not
meet (Blaug, 2007). Salami (2011), mentioned job stress is the skills of negative
emotions that includes anger, tension, and frustration these are the results, which the
employee faces inthemselves. The performance is the capability of the employee to work
competently so that the goals of the organization should be achieved (Kovach, 1987).

The employee’s performancefor the organization is a prime concern. Employers want
their employees to producebest results for the organization, so that the organization can
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compete in the market with their competitors. In universities, expectations of students
have raised up the level of working demands and outward stress among employees of
universities. In an educational sector, stress is a serious challenge for both staff and
faculty. Thus, this study will examine the impact of work life balance, role conflict and
work overload on employee turnover intention with mediating role of Job Stress.

Work Life Balance

Every organization has set workinghours. Employee prefer to work as per schedule but it
become unacceptable when the management demands the employee to work after
working hours (Karatepe, 2008; Karatepe&Aleshinloye, 2009; Mansour, 2012). It also
start affecting the work and family life just because of stressful working conditions
(Namasivayam& Zhao, 2007; Yavas, Babakus, &Karatepe, 2008)

The researchers are working on work life balance from past numerousyears (Greenhaus&
Powell, 2006); because of work life balance, it has a negative effect on both the
individual and organization. Earlier studies has shown that the work life balance is
affecting the stress at work which leads tolow performance and employees find themself
in a situation where they wants to switch the job (Armour, 2002; Karatepe, 2010;
Karatepe&Baddar, 2006; Karatepe&Sokmen, 2006; Namasivayam& Mount, 2004;
Namasivayam& Zhao, 2007).

Kinman (2014); has given his opinion that over the last 20 years the working condition of
academia has changed as there are more students enrolled and the workload increased.
The teacher’s quality of work hasreformed, as they have to teach and conduct research as
well. Similarly, the staff in educational institute also reformed, as they have to work extra
without overtime (Statistical Bulletin, 2013).

After manystudies, scholars are now contributing in implementing new organizational
policies that may not disturb the work and family life. The effect of work pressure and
family life balance is still uncertain (Chiang et al., 2010). Studies have surprisingly
shown that these policies are decreasing work life balance (Frone, 2003).

Role Conflict

When an incompatible demand related to an employee job or position is placed, it results
in role conflict. In recenttime, if the organization have to stay in the business with their
competitor they have to perform well. Due to which an employeeface several
expectations from both themselves and employers.It becomes hard for employees to
maintain their efficiency. This in turn results in several mismatched expectations,turn to
role conflict and that leads to lower job satisfaction of an employee (Kahn, Wolfe, Quinn
et al, 1964).Role conflict can also be defined as that “A different behavioural tasks that
have given to single person for positive output that leads to conflict” (Rizzo, House,
&Lirtzman, 1970, p155).

Role theory, conflict(e.g., House, Schuler &Levanoni, 1983; Rizzo et al., 1970) specifies
that it leads to extensive negative impact on the employee who had been experiencing it.
They become unhappy with the working conditions and the devoted feelings fades from

Khalil, Khan & Shah 273 ISSN: 2520 - 0739



Journal of Business and Tourism Volume 06 Number 01
January — June, 2020

their existing job (e.g., Jackson & Schuler, 1985; Jawharlal, Stone, &Kisamor, 2007;
Tubre& Collins, 2000)

Jones (1993) has stated some positive aspects of role conflict is like a regular battle with
a conflicting role to make the employee more flexible, open or expand to gain more
source of information in their field of work. From those consequences employee has
developed more skills to adjust themselves with conflict of roles. In some cases,
thoseconflicts of role have made some positive resolution as well in form of teamwork
and become cooperative among different employee or groups.During the service when
the employee received an unpredictable expectation and that expectation blocked the
success of expectation. Role conflict mentioned as a variation which interrupts the
performance of a task (Rizzo, House, &Lirtzman, 1970). Role conflict and turnover
intention is positive Chen et al. (2011) as mentioned in his study while Sheraz et al.
(2014) identified that there is positive effect of role conflict on stress.

Work Overload

Work overload means to achieve more work in less time (Claessens, Eerde, Rutte, & Roe,
2004). A study has taken place in the United Kingdom to find out the behaviour towards
their current job. The study shows that the work overload affects the employee working
hours, which makes them uncomfortable with their current job, to meet the target the
workers needs more time to achieve the target or deadlines.

Several effects occur due to work overload. One of the effect of work overload is the
conflict between work and family (Britt, & Dawson, 2005).The work overload works as a
connector between real work requests and to achieve the demands(Bliese, & Castro,
2000). Once the worker has been through they realize that the task handed over to them
are much bigger than their capacity, at that point the work stress intends the workers to
start thinking to turn over intention (Hon, Chan, & Lu, 2013). The real threat to the
organization is work overload because if the employee is not satisfied with the work
environment and has loaded task to achieve in less time the productivity of the
organization may not be completed on time (Duxbury, & Higgins, 2001).

The organizational management effects due to the stress factor, it leads the work
overload, and turnover intention to indirect relationship than the job satisfaction become
job stress, which in turn leads to turnover intentions. There is a null relationship between
work overload and employee turnover intention, which can be seen in previous research
of Tinker, & Moore, 2001.The employee’s health canaffected by stress and the indirect
cause of turnover intentions. (Firth, Mellor, Moore, &Loquet, 2004). Mostly work
overload happens when an employeehas observed that the demands are gradually
increasing and surpass to their abilities of inspiration to achieve positively the task (Singh
1998).

The past researches show the positive relationship and this paper will also reflect that
work overload and turnover intention has positive relationship.
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Employee Turnover Intention

Sometime during employee’s career it happens that the employee due to certain reasons
has to decide whether to continue the existing job with the organization or to quit
Oluwafemi (2013). Similarly, Long et al. (2016); Tuzun (2007) also defined turnover
intention of employee who will leave the organization either in his best interest to gofor a
better job or the employee has estimated that the period of time spent with the
organization was well enough.

The turnover intention is an important issue, and it is a serious matter for all
organizations to pay attention to such phenomena. For an organization, it is important to
choose the staff with right competence for their organization's success (Ahmed & Nawaz,
2015).

Phetkaew (2015) said nowadays employee turnover is a nightmare for many
organizations because when an employee leaves the organization is badly affected as they
have to recruit a new employee as well as train them, it mayaffect the work continuity.
The author concludes that it is a serious challenge for an organization when a high
performing employee leave the organization, especially at that time when it is hard for
the organization to find a replacement for that particular position.

Nyamubarwa (2013) is keen to investigate turnover intention of employees and take a
proper timely action instead once the employee leaves the organization and higher
management than start addressing. Once the employee leave the organization, the
employer can do nothing but to bear the cost of appointing new staff and train him again.

An employeeleaves an organization due to several reasons and one could be less
remuneration employee turnover is expensive for an organization. It is an additional
burden when an employee leaves the organization and the organization have to bear the
turnover of employees (Mbah&lkemefuna, 2012).

Statement of the problem

The current study will examine the relationship of Work Life Balance, Role conflict and
Work overload on the employee’s turnover intentions of AWKUM. The aim of our study
to investigate the given sub objectives.

To find the effect of Work Life Balance on Job Stress.

To find the effect of Role Conflict on Job Stress.

To investigate the effect of Work Overload on Job Stress.

To see the Impact of Job Stress on Employees’ Turnover Intention in AWKUM.
To examine the nature of job stress faced by AWKUM employees.
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Theoretical Framework

Work life i Mediator
Balance 1

Employee
Turnover
intention

Work-role H4 (1)

Conflict

Work Overload

Research Hypothesis
The paper carries following hypothesis:
» H1 =Work Life Balance has a negative relationship with Job Stress.
* H2 = A Positive relation between Role Conflict and Job Stress.
» H3 = A positive relation between Work Overload and Job Stress.
» H4 = Job Stress has positive impact onEmployee Turnover Intentions.

Research Methodology
Population and Sampling
This study will check the job stress as a mediator along with the determinants including
Work Life balance, Role Conflict and Work Overload on Employees Turnover
Intentions. The study took place at the Abdul Wali Khan University (AWKUM) of
Khyber Pakhtunkhwa. Respondents included employees of BPS 11 to BPS 21. The
population of the study was 820.
The size of the sample for this study, which included employees from grade 11 to
21(Ministerial Staff, Officers and Faculty members)of Abdul Wali Khan University,
Mardan (AWKUM).The sample size of 269was derived from Yamane’s formula as
mentioned below;

__ N
T NE)?
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Where:
n = indicates the Sample Size
N = indicates the Population
e = indicates the Error Margin (5%)

Instrumentation

A survey was conducted to gather the information through primary data
collectionmethod. The questionnaire included six sections, the first section is on
demographic aspects, second section starts with the job stress that the employee owns
which is measured with the help of 4 items, work overload which is in the third section
and is consistedof 4 items. The fourth section had covered the role conflict with a total of
04 items, the fifth section related to work life balance with 5 items and the last one is of
employee’s turnover intention with the same 5 items. “Likert Scale” has used to measure
the independent and dependent relationship of variables. Statistical instruments such as
regression and correlation and other related tests were used to find dependent and
independent variables affiliation.

Data Collection

The data been collected through a questionnaire. The university was visited and
employees were requested to fill the questionnaires. Approximately 300 questionnaires
were circulated in each section and department of the university in order to get the
response of employees.

Data Analysis

In this study when the data collected, SPSS software was used for quantitative analysis.
Demographic analysis, Reliability of the construct, test, Correlation analysis and
Regression analysis test took place and are presented in the tables below.

Demographical Analysis

Demographic characteristics revealed that in 270 respondents, the male respondents were
66.7 percent, whereasfemale respondents were 33.3 percent. Qualification of
respondentswas recorded with a maximum of 59.3 percent with postgraduate degree and
2.2 percent with intermediate and below respondents. Upon analyzing the current
position of the respondents it has been observed that 44.1 percent employees were in BPS
18 and 19 whereas 5.2 percent employees were in BPS 20 and 21.
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Table: 1
Gender
Valid Cumulative
Frequency Percent Percent Percent
Valid Male 180 66.7 66.7 66.7
Female 90 33.3 33.3 100.0
Total 270 100.0 100.0
Table: 2
Quialification
Valid Cumulative
Frequency Percent Percent Percent
Valid PhD or higher 73 27.0 27.0 27.0
Master/MS/M.Phil 160 59.3 59.3 86.3
Bachelors 31 115 115 97.8
Intermediate or 5 99 99 100.0
below
Total 270 100.0 100.0
Table: 3
BPS
Valid Cumulative
Frequency Percent Percent Percent
Valid 11-15 41 15.2 15.2 15.2
16 - 17 96 35.6 35.6 50.7
18-19 119 44.1 44.1 94.8
20-21 14 52 5.2 100.0
Total 270 100.0 100.0

Reliability of the constructs

The questionnaire which is used in the study designed by Donald A Buckingham (2004)
and KavithaVenugobal (2017). Once the analysis of the questionnaire completed, as per
analysis of cronbach’s alpha the Job stress is 0.94% Work overload 0.93%, Role conflict
0.92%, Work life balance 0.95% and Employee turnover intentions is 0.96% as given
under the table
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Table: 4
Cronbach’s Alpha
Job Stress 0.94
Work Overload 0.93
Role Conflict 0.92

Work Life Balance  0.95
Employee Turnover 0.96
Intentions

Correlation Analysis

Coetzee (2003) noted that there is strong scale of correlation showed the strong linear
linkbetween the variables. To check the correlation coefficient Pearson’s correlation
coefficient has been usedfor the correlation between the work overload, role conflict,
work life balance, job stress and employee’s turnover intention variables.

The given table indicates that the inter-correlations of the work overload, role conflict,
work life balance, job stress and turnover intentions. As per the table there is positive,
buta weak relation between work overload and employee turnover intentions having (r =
0.64) and the significance level (p < 0.01). The p value indicates that relation ofwork
overload and employee turnover intentions was significant.

Work overload has positive but weak relation with job stress having Pearson’s coefficient
(r = 0.86) and significance level (p < 0.01). In that case the value of pspecifies that the
relation between work overload and role conflict was significant.

Work overload has negative, but weak relation with work life balance and having
Pearson’s coefficient (r = -0.648) and significance level (p < 0.01). The value of p
specifies that the relation between work overload and work life balance was significant.
Work overload has positive but weak relationto role conflict having Pearson’s coefficient
(r = 0.77) and the significance level (p < 0.01). In that case p value specifies that the
relation between work overload and role conflict was significant.

Role conflict and turnover intention have weak affiliation, but they are positively
relatedand having Pearson’s coefficient (r = 0.67) and significance level (p < 0.01). As
the p value shows that there was a significant relation between role conflict and employee
turnover intentions.

The relationship of role conflict with job stress is weak, yet they are positively related as
per Pearson’s coefficient (r = 0.83) and significance level (p < 0.01). The P value
specifies that role conflict and job stress was significant. As per Pearson’s coefficient (r =
-0.67) and significance level (p < 0.01) which show that there is a negative and a weak
relationship of role conflict with work life balance yet it is significant.

As per Pearson’s coefficient (r = -0.62) and the significance level (p < 0.01) there is a
negative and a weak relation between work life balance and employee turnover
intentions. As per P valuethe work life balance and employee turnoverintentions, they
were significantly related to each other.
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Work life balance has negative and a weak link with job stress having Pearson’s
coefficient (r = -0.83) and significance level (p < 0.01). In that case p value specifies
between work life balance and job stress was significant.

The Pearson’s coefficient (r = -0.62) and the significance level (p < 0.01) shows that
there is a weak and negative relationship between work life balance and employee
turnover intentions. Now the p value shows that work life balance and employee turnover
intentions relate significantly to each other.

Job stress and employee turnover intentions were having a weak relationship with a
positively related as the Pearson’s coefficient (r = 0.66) and the significance level (p <
0.01) shows. As per P value the relationship is significant of job stress and employee
turnover intentions.

Table: 5
Correlation
Work Role Work Life Job Stress Employee
overload conflict Balance Turnover
Intention
Work 0.93
overload
Role conflict  0.77 .092
Work Life -0.648 -0.67 -0.95
Balance
Job stress 0.86 0.83 -0.83 0.94
Employee 0.64 0.67 -0.62 0.66 0.96
turnover
intention

Regression Analysis
Hypothesis 1: Work Life Balance and Job Stress

R? is indication of Work Life Balance in Job Stress that how much change will occur.
The value of R? is -0.89% that means a change in job stress occurs due to a one-unit
change in work life balance and that change can be measured by beta (B) value. As per
table, the beta value is 0.94. Positive or negative indicated signs can inspect the
relationship of variables. Here, the sign is negative, which indicates that there is a
negative relation between work life balance and job stress. T value defines the hypothesis
status of acceptance and rejection. Here the t value is 48.0 and its significant level is
(0.00) which leads that the hypothesis is accepted despite the work life balance has
negatively associated with job stress.
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Table: 6
Regression
R’ B T Sig
Work overload 0.42 0.64 13.93 0.00
Role conflict 0.45 .067 14.84 0.00
Work Life -0.89 0.94 48.0 0.00
Balance

Hypothesis 2: Role conflict and Job Stress

R? is the indication of Role Conflict in Job Stress that how many changescan occur. The
value of R?is 0.45% that means a change in job stress occurs due to a one-unit change in
role conflict and that change can be measured by beta () value. As per table the beta
value is 0.67. Positive or negative indicated signs can inspect the relationship of
variables. Here, the sign is positive which indicates that there is a positive relation
between role conflict and job stress. T value defines the hypothesis status of acceptance
and rejection. Here the t value is 14.84 and its significant level is (0.00) which leads that
the hypothesis is accepted and the role conflict has positively associated with job stress.

Table: 7
Regression
R’ B T Sig
Work overload 0.42 0.64 13.93 0.00
Role conflict 0.45 .067 14.84 0.00
Work Life -0.89 0.94 48.0 0.00
Balance

szpothesis 3: Work overload and Job Stress

R is indication of Work Overload in Job Stress that how much change can be occur. The
value of R? is 0.42% that means a change in job stress occurs due to a one unit change in
work overload and that change can be measured by beta (B) value. As per table the beta
value is 0.64. The relationship of variables can be inspected by positive or negative
indicated signs. Here, the sign is positive which indicates that work overload and job
stress has a positive relationship. T value defines the hypothesis status of acceptance and
rejection. Here the t value is 13.93 and its significant level is (0.00) which leads that the
hypothesis is accepted and the work overload has positively associated with job stress.

Table: 8
Regression
R’ B T Sig
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Work overload 0.42 0.64 13.93 0.00
Role conflict 0.45 .067 14.84 0.00
Work Life -0.89 0.94 48.0 0.00
Balance

Mediation Analysis

Meditating effect of job stress between work overload and employee turnover
intention.

To test the mediator Preacher and Hayes (2004) has suggested to use bootstrapping for
resampling the same test has been used to find the mediating of job stress between work
overload and employee turnover intention. The comparison of testing mediating between
Barron and Kenny (1986) and (Preacher & Hayes, 2004) the nonparametric approach of
(Preacher & Hayes, 2004) approach is superior.

While using the sample of 270,we bootstrapped the results we received with the
confidence level (CI) of 95%. The mediation is determined when in indirect effect there
at no zero included (Preacher & Hayes, 2004). The mediation table is given as under.

Table: 9
Mediation Analysis
Relationships Total Direct Indirect 95% ClI
effect effect effect LL
UL
WL > IS > 0.69 0.33 0.36 0.140 0.521
ETOI
RC>JS > 0.59 0.47 0.32 0.28 0.66
ETOI
WLB-> JS 0.93 0.87 0.06 0.83 0.92
- ETOI

WLB= Work Life Balance, WL= Work Load, ETOI= Employee Turn Over Intention,
JS=Job Stress, RC= Role Conflict

As shown in table9, there is a significant direct effect(0.33) of workload on employee
turnover intention. Similarly, the indirect effect between work as the total effect (0.69, p
< .01) and by job stress the indirect effect (0.36, p <. 01, 95% CI1=0.140, 0.521) was
significant. The (direct and indirect) total effect of work overload on employee turnover
intention 0.69. The direct and indirect effect of work overload on employee turnover is
the result because of unmediated and mediated which means when the standard deviation
rise from 1 in work overload so the standard deviation of employee turnover intention
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rise by 0.69. Hence the results of H4 of the study has believed to be approved for the role
of mediation of job stress between work overload and employee turnover intention.

Similarly, Table9 shows that direct effect has significant (0.47) of Role Conflict on
employee turnover intention as the total effect (0.59, p < .01) and by job stress the
indirect effect (0.32, p <. 01, 95% CI1=0.28, 0.66)was significant. The (direct and indirect)
total effect of role conflict on employee turnover intention 0.59. The direct and indirect
effect of role conflict on employee turnover is the result because of unmediated and
mediated which means when the standard deviation rise from 1 in role conflict so the
standard deviation of employee turnover intention rise by 0.59. Hence the results of H4 of
the study has believed to be approved for the role of mediation of job stress between role
conflict and employee turnover intention.

As the table 9 shown that direct effect has significant (0.87) of work life balance on
employee turnover intention as the total effect (0.93, p < .01) and by job stress the
indirect effect (0.06, p <. 01, 95% CI1=0.83, 0.92) was significant. The (direct and
indirect) total effect of work life balance on employee turnover intention 0.93. The direct
and indirect effect of work life balance on employee turnover is the result because of
unmediated and mediated which means when the standard deviation rise from 1 in work
life balance so the standard deviation of employee turnover intention rise by 0.93. Hence
the results of H4 of the study has believed to be approved for the role of mediation of job
stress between work life balance and employee turnover intention.

Conclusions

The current study has highlighted results for the theorists and practitioners as it examined
the mechanism of their thoughts regarding why the job stress are high and which leads to
employee turnover intentions.For the purpose of this research, we selected respondents
from Abdul Wali Khan University Mardan to determine the impact of the mediating role
of job stress in the relationship between determinants of work life balance, role conflict
and work overload on employee turnover intention. The research shows that the work life
balance has negatively related to job stress, whereas role conflict and work overload is
positively related to job stress. As the job stress is performing a mediating role in the
research between work life balance, role conflict, work overload and employee turnover
intention, therefore the relation between job stress and employee turnover intention is
also examined. The result shows positive relation between these two which means that
the increase in the job stress will make the level of employee turnover intention upward
and vice versa.The current study has many useful results. Like, the result discloses that
role conflict, work life balance and work overload that creates stress among the
employees which leads them to think for turnover intention.

The current paper tried to cover employee’s performance by providing few questions.
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(a) The work station demands of extra work, which in return affects work life balance
and build work overload which leads to job stress.

(b) The workers startplaying as the mediator roleof job stress and it takes the employee to
change their behaviouror start thinking for turnover intention.

(c) Does stressful job effects the behaviour.

The result shows that work life balance has negative associations with job stress while
role conflict and work overload has positively related. Job stress fully mediates his
relationship with all rest of three independent variables. This finding demonstrates that
job stress positively affects employee turnover intentions.If the employee feels like the
current job has given him stress on a daily basis his intentions may lead to quit his current
job.

The results have suggested the organization to think about their employee behaviour and
enhance to improve their strategic objectives.
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