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ABSTRACT 

 

Work-life balance practices does matter, especially for female employees. Using 

Japanese firms' data in 2000, 2005 and 2008, our study indicates that 

work-life balance policies such as the full amount of maternity pay and flexible 

working hours significantly influence job tenure of female employees. Our result 

also confirms that the full amount of maternity pay practice has a positive effect 

on retention rate of new female graduates. Different from the prior studies, 

work-life balance work practices explains retention rate of new female 

graduates rather than turnover rate of female employees in our study. We 

suggest that introducing work-life balance initiatives produces positive 

outcomes for both employers and female employees. 

Keywords: work-life balance, job tenure, retention rate 

1. INTRODUCTION 

In Japan, the employment environment has changed remarkably with the decrease in the 

labor population due to low birthrates, an aging population, and increased diversity in values 

and lifestyles. Creating an environment where men and women can maintain a balance 

between their work and personal life is increasingly important for establishing a healthy 

society and is a pressing issue in Japan. 

 

Female labor in Japan plots an M-shaped curve with respect to age, indicating that the 

majority of women leave their jobs when they marry or give birth and re-enter the labor 

market after their children grow older. In 1992, Japan enacted the childcare and family-care 

leave law to promote work-life balance policies1. The government promotes the childcare leave 

system to encourage an increase in the fertility rate and to allow female employees to continue 

working after childbirth. Moreover, the government enacted the “Act for Measures to Support 

the Development of the Next Generation” in 2005, requiring companies to formulate plans to 

improve child-rearing leave systems to achieve various numerical targets. 

 

However, female labor force participation has still declined between the ages of 25–29 and 

30–34, indicating that the childcare leave system alone is insufficient. Work–life conflicts can 

occur at any stage in life. Consequently, a wider variety of ways to manage the work–life 

balance must be addressed. 

 

Work-life balance policies encompass a wide range of programs2, including maternity leave, 

childcare and family-care leave, and flexible work arrangements. The adoption of work-life 

balance policy has grown significantly in recent years. However, employers are still seeking 

ways to reduce benefit costs in a competitive, cost-conscious climate. 

                                                   
1 Formally it is called “Law Concerning the Welfare of Workers Who Take Care of Children or Other Family Members Including Child 
Care and Family Care Leave”. The law was established in May 1991. 

2 Japan Ministry of Health, Labour and Welfare declared some work-life balance policy indices such as child-care/ family-care system and 
benefits. See http://www.mhlw.go.jp/general/seido/koyou/ryouritu/shihyou.html  
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In this paper, we examined whether firms that adopted work-life balance policies increased 

job tenure and decreased the turnover probability of female employees. If institutional 

practices could help employees integrate work and life demands and in turn lower their 

voluntary turnover rates, then an employer’s investment in work-life balance practices would 

be more cost-justified. Unlike studies that have involved only general female employees, we 

also analyzed the effects of work-life balance policies on new female graduates. We used data 

from the 2000, 2005, and 2008 editions of the Quarterly Female Employment Report of 

Japan. 

 

2. LITERATURE REVIEW 

 

Some researchers have examined the outcomes of work-life balance policies and found them 

to have demonstrated significant and positive outcomes for employers and employees. 

Institutional solutions to work-life conflicts of employees have focused heavily on specific 

work-life balance policies, such as child-care services or flexible working time. 

 

Empirical studies have found that that childcare benefits are more likely to influence 

employee attitudes and membership behaviors positively, including for recruitment and 

retention (Youngblood and Chambers-Cook, 1984; Kossek and Nichol, 1992).  

 

In addition, many researchers have examined the outcomes of a flexible working time system. 

Dalton and Mesch (1990) compared the absenteeism and turnover of employees in two 

divisions of one company: one with and one without flexible-scheduling program. Results 

indicate gross reductions in absenteeism in the case of employees who used the flexible 

working time system, but turnover was not affected. Grover and Crooker (1995) found that 

family-responsive policies showed greater organizational loyalty and expressed lower 

intention to quit their jobs. Additionally, child care information referral had a greater impact 

on affective commitment among employees eligible for that benefit. Eaton (2003) also found 

that usability of flexible work-family policies had a positive association with organizational 

commitment and self-reported productivity. 

 

Work-life balance policies have also been reported to have higher perceived firm-level 

performance (Perry Smith and Blum 2000) and have a stronger positive impact on 

productivity when women comprised a larger percentage of the workforce and when a higher 

percentage of professionals were employed (Konrad and Mangel,2001).  Further, Batt and 

Valcour (2003) suggested that the most effective organizational  response to work-family 

conflict and to turnover are those that combine work-family  policies with other human 

resources practices, including work redesign and commitment - enhancing incentives. 

 

More recently, Baker and Milligan (2008) found that job-protected maternity leave can 

increase the time mothers spend at home with their infants and the likelihood they return to 

their pre-birth employer. Some women come back to the workforce instead of permanently 

quitting to take care for their child. Another large share of mothers switch from taking new, 

mostly part-time jobs while their child is young to taking longer leaves before returning 

fulltime to the pre-birth employer. 

 

Some studies have tested the effects of work-life balance policies, such as the childcare-leave 

system, in Japan. Shigeno and Okusa (1998) found that, while childcare-leave systems do not 

influence women’s marriage decisions, they affect their job continuity. Morita and Kaneko 

(1998) found that use of a childcare-leave system could increase female employee job tenure. 

Imada and Ikeda (2006) observed that the majority of younger women quit their jobs during 

pregnancy. Therefore, supporting job continuity during pregnancy is important. In addition, 

only the childcare-leave system had no effects on female employee retention. Help from family 

and relatives and childcare center use are necessary. 

 

Although work-life balance policies are costly for companies to implement, they have grown 

increasingly important in an area of human resource management recently. According to the 

main literatures in Japan, the benefits of work-life balance policies are greater for companies. 
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These benefits include: securing necessary manpower (Takeishi, 2006), lower turnover rate or 

higher retention rate of women employees (Sakadume, 2002 Matushige, 2008), higher 

financial performance (Wakisaka, 2006;Abe, 2008). In addition, Kawaguchi (2002) 

emphasized a mutually complementary relationship between work-life balance policies and 

equal opportunity policies in organizations. 

 

Studies have examined some outcomes associated with work-life balance policies. Whereas 

some studies focused on only isolated practices, we analyzed the results of various work-life 

balance policies. Moreover, because most studies relied on cross-sectional data, they could 

not control for unobserved employer effects. We used panel data to control for 

employer-specific effects. Our main purpose was examining whether firms with work-life 

balance policies had longer female employee job tenure, lower female employee turnover rates, 

and higher retention rates for new female graduates. 

 

3. RESEARCH METHOD 

3.1 Data 

This study used data from the 2000, 2005, and 2008 editions of the Quarterly Female 

Employment Report of Japan, with sample sizes of 926, 986, and 1093, respectively3. The 

Quarterly Female Employment Reports contain information on a wide range of workplace 

characteristics, allowing control of organization size, industry, and other characteristics in 

the assessment of the effects of work-life balance policies on the turnover rates of female 

employees. 

 

This study focused on the effects of certain work-life balance policies in Japanese 

organizations. Table 1 lists the major work-life balance work practices included in the 2000, 

2005, and 2008 editions of the Quarterly Female Employment Report of Japan. In 2000 

edition, the specific practices were the maternity leave system within the statutory period (6 

weeks before childbirth and 8 weeks after childbirth), the full amount of maternity pay, 

child-care leave system within the statutory period (children under the age of 1), child-care 

leave benefit, family-care leave system (a total of 93 days), family-care leave benefit and 

flexible working time system. The survey in 2005 and 2008 editions only listed work-life 

balance practices including maternity leave system within the statutory period, the full 

amount of maternity pay, child-care leave system within the statutory period. To examine the 

specific initiatives of work-life balance work practices, we used the variables maternity pay, 

childcare leave benefits, family-care leave system, family-care leave benefits, and flexible 

working time system as the work-life balance indices in the 2000 edition. For the 2005 and 

2008 data, we used maternity pay as the work-life balance index.  

 

Table 1 also shows the percentage of work-life balance policies that have been adopted in 

Japanese organizations. Because the maternity leave system and child-care leave system are 

compulsory in the Labor Standards Law, these systems had been adopted by most 

organizations in our sample.  Although a portion of maternity benefits is required during the 

maternity leave period according to the Health Insurance Law, the rate of adoption of the full 

amount of maternity pay was very low in our sample. To discuss the specific initiatives of 

work-life balance work practices in our study, we used the variables of maternity pay, 

child-care leave benefit, family-care leave system, family-care leave benefit and flexible 

working time system as work-life balance indices in 2000 edition. However, we used only 

maternity pay as a work-life balance index in the other editions. 

 

In addition, Table 2 shows the change in the maternity pay system at the establishment level 

between 2000 and 2005 and between 2005 and 2008. The Japanese government announced 

the “Act for Measures to Support the Development of the Next Generation” in 2005, requiring 

companies to formulate action plans to improve the related child rearing leave system and 

employee work–life balance. There was a 3.42% increase in firms that adopted the maternity 

pay system in 2008 over 2005, an improvement compared to the 1.35% increase from 2000 to 

                                                   
3
 The survey was conducted in 1998, 2003 and 2006 respectively and the sample sizes that the report offered was 926 in 1998, 986 in 2003 

and 1093 in 2006. 
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2005. Changes in work-life balance policies from 2005 to 2008 were used for the first-order 

difference analysis discussed below to estimate if a change in maternity pay practices affected 

job tenure and turnover rate. 

 

3.2 Estimation methods 

First, we use ordinary least squares method in cross sectional data of 2000, 2005 and 2008 

editions respectively to test our hypothesis. And then we use four methods: pooled OLS, first 

differencing, random effects and fixed effects4 to test our hypothesis. 

 

(1) ititit Xy  


   

 

Where i refers to the firm, and t is time. ity  is a dependent variable about job tenure, 

turnover rate and retention rate of women employees.   is a scalar,   is K x 1 and itX  is 

the itth observation on K independent variables. An OLS provides consistent and efficient 

estimates for  and   if the assumption of   is a correct specification. 

 

(2) itiitit Xy  


  

 

Where i  is the unobserved heterogeneity term, assumed to be firm-specific and 

time-invariant. Since we have panel data of firms, we are able to control for time-constant 

unobserved heterogeneity which may bias the results from cross sectional studies if these 

unobserved factors correlate with independent variables. Thus, we can difference the data 

across two years5 and then we also present random and fixed effects models in data of three 

years6. The random effects estimator is only valid if i  is uncorrelated with the independent 

variables. Later we will test the validity of the random effects estimator by a Hasuman test. 

 

4. RESULTS 

 

4.1 Summary statistics 

 

The means and standard deviations of the variables used in the analysis are presented in 

Table 3. Our analysis focused on three different types of variables. The first set of variables 

represents firm characteristics. The next set of variables represents various work-life balance 

policies. The final set of variables represents the turnover intention of women employees in 

areas such as job tenure, turnover rate and retention rate. We only report the variables of 

turnover intention here. In Table 3, we found that there is a decreasing trend in tenure gap 

between male and female. In addition, there is a decreasing trend in turnover rate of female 

employees and an increasing trend in turnover rate of male employees, although the change 

between 2005 and 2008 is few. With regard to retention rate of new male and female 

graduates, we found that it is on an increasing trend. 

 

4.2 Findings 

 

Tables 4 to 7 list the predicted effects of work-life balance work practices on job tenure, 

turnover rates, and retention rate of female employees. 

 

(I) Cross sectional analysis 

 

We predicted that firms with work-life balance work practices would have longer job tenures 

for female employees. Only the results of the ordinary least squares regression on the data 

from 2000 are presented7.  

                                                   
4 In the first differencing and random effects methods, we can include industry dummy variables, but these drop out of the fixed effects 
analysis.  
5 We just have the data of turnover rate and retention rate of women employees in 2005 and 2008 editions. We first use a pooled cross 
section and then we difference all variables. 
6 Because we have the data of job tenure of female employees in 2000, 2005 and 2008 editions , we can use panel data methods. 
7 Actually, we have run the cross section analysis on 2000, 2005 and 2008 editions respectively. We only report the result of OLS on 2000 
edition here. 
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In Table 4, the variables maternity pay, family-care leave, and flexible working time system 

use were statistically significant at the 1% level in models 1, 3, and 5, respectively. This 

indicated that the adoption of maternity pay, a family-care leave and flexible working time 

system was predictive of higher female tenure. Model 6 included all the independent variables. 

In all the work-life balance indices, the maternity pay and flexible working time system 

coefficients were only significant in model 6, indicating that if all work-life balance policies 

were adopted simultaneously, only maternity pay and flexible working time system policies 

would be associated with higher female tenure. We also found that almost every control 

variable, rate of married women, average female age and male tenure, was positively related to 

the job tenure for female employees and the coefficients were all significant at the 1% level in 

all models (model 1 to model 6). 

 

Furthermore, we recalculated the equations using the tenure gap between men and women, 

rather than female tenure alone. Table 4 shows that, although most coefficients on the 

control variables were significant in model 7 with regard to work-life balance variables, only 

the flexible working time coefficient was statistically significant in all indices. Therefore, 

adopting a flexible working time system reduced the tenure gap between men and women. 

 

(II) Panel data analysis 

 

Because we have the data on the turnover rates for female employees and retention rates for 

new women graduates only in the 2005 and 2008 editions, we used pooled OLS and then 

difference the data across the two years. In addition, since we have the data of female job 

tenure in 2000, 2005 and 2008 editions, we first used pooled OLS on the three years and then 

we used random effects and fixed effects methods. 

 

(i) Pooled OLS 

 

The pooled OLS results from the 2005 and 2008 editions are presented in Table 5. In pooled 

cross section, we added the year dummy variable in all models (the base year is 2005) and 

added the variables overtime and women on the main career track rate8 in model 2, model 4 

and model 6.  

 

As shown in Table 5, the maternity pay coefficient was statistically significant at the 1% level 

in the female tenure models, models 1 and 2, indicating that adopting the maternity pay 

policy increased female job tenure. However, the coefficient for maternity pay was not 

statistically significant in the female turnover and new female graduate retention rate models, 

models 3–6. Therefore, adopting work-life balance work practices was not associated with the 

female turnover rate or retention rate in the pooled OLS models. 

 

(ii)     First differencing 

 

An analysis using a single cross section or just a pooling of the cross sections will produce 

biased and inconsistent estimators. To remove unobserved firm effect, we difference all 

variables. Therefore, we regressed the change in dependent variables on the change in all 

independent variables. 

 

Table 6 shows the results of using the OLS with first differencing. We focused on the 

maternity pay change coefficient9. The base group did not adopt maternity pay practices in 

either 2005 or 2008. The other three groups adopted the practice only in 2005, only in 2008, 

and in both 2005 and 2008. The maternity pay change coefficient was statistically significant 

                                                   
8
 Different from women on the minor career track who work typically as support staff members handling miscellaneous tasks, women on 

the major career track have the similar career track with general men employees. 
9 We create new dummy variables with regard to maternity pay change in first differenced equation. Four groups are allowed: ① firms 

without maternity pay system in 2005 and 2008 ② firms without maternity pay system in 2005 and with that system in 2008 ③firms with 

maternity pay system in 2005 and without that system in 2008 ④ firms with maternity pay system in 2005 and  2008. We choose ① to 

be a base group. 
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at the 1% level in model 510, indicating that employers with maternity pay systems in 2005 

and without the system in 2008 had decreased retention rates of new female graduates 

relative to the base group. 

 

(iii) Pooled OLS, random effects, and fixed effects 

 

In Table 7, the maternity pay change coefficient was significant at the 1% level in the pooled 

OLS and random effect models. For most variables, the estimators had the same sign between 

the pooled OLS and random effects models. When we eliminated the unobserved effect by 

using fixed effects, the maternity pay premium fell considerably and the maternity pay 

coefficient was not significant in the fixed effects model. The Hausman test tended to support 

the fixed effects estimators, although when the random effects model was used, the 

estimators were generally inconsistent.  

 

5. CONCLUSION 

 

In this paper, we examined if certain work-life balance policies influenced job tenure and 

turnover for female employees. If institutional practices could help employees integrate work 

and life demands and in turn lower their voluntary turnover rates, then an employer’s 

investment in work-life balance practices would be more cost- justified. 

 

Based on our analysis, we believe that this article contributes to the work-life balance policies 

literature in several ways. First, we have provided empirical support for the idea that a full 

amount of maternity pay had an effect on higher retention rate of new female graduates even 

though it is in the case of the cross sectional analysis, we have tried to control for more factors, 

such as organization size, industry, average female workers age, average married women rate 

to decrease omitted variable problems. Different from the prior studies, work-life balance 

work practices explains retention rate of new female graduates rather than turnover rate of 

female employees in our study11.  

 

Second, considering the Act for Measures to Support the Development of the Next Generation 

in 2005, while we do not know if changes to work-life balance policies correlated with job 

tenure from our analysis, when using first-order differences, we found that maternity pay 

changes affected the retention rate of new female graduates. Employers that adopted the 

maternity pay system in 2005, but not in 2008, had a decreased retention rate for new female 

graduates. This suggests that initially adopting the maternity pay system but later cancelling 

the system affects the decisions of new female employees to remain at the same company. 

 

Third, we were able to control for firm specific effects with the use of panel data. Although we 

found the maternity pay system to have no effect on female job tenure in the fixed effects 

model, we found the maternity pay system to have a positive effect on female job tenure in the 

pooled OLS and random effects model in which we were able to control for time-constant 

unobserved heterogeneity, which, where unobserved factors correlate with work-life balance 

work practices, could have biased the results of the cross sectional studies. 

 

A limitation to this study is the use of detailed information about each organization. As noted 

earlier, Quarterly Female Employment Report in Japan provides information on the types of 

work-life balances policies available within a company. However, it is not apparent whether 

employees are able to use the policies on offer. Future research needs to evaluate the effect of 

different types of work-life balance policies on employees. For example, what kind of work-life 

balance policies bring about a reduction in work-life conflict, an increase in employee loyalty 

or a reduction in turnover, eventually an increase in financial performance. 

 

Most contributors to female employee tenure could be traced to management practices. The 

                                                   
10 It is in the case of firm with maternity pay system in 2005 and without maternity pay system in 2008.  
11 In our study, the definition of retention rate of female employees is that new female graduates stay in the same company 3 years after 
their first work or not. 
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formation of appropriate management practices such as work-life balance practices will be 

integral to the creation of flexible workplaces conducive to the attraction, motivation and 

retention of highly-valued employees. Therefore, we suggest that the implementation of a wide 

range of work-life balance policies, to deal with a variety of employee needs and demands, will 

have the potential to produce positive outcomes for both the employers and female 

employees. 

 

* The English in this document has been checked by at least two professional editors, both 

native speakers of English. For a certificate, please see:  

http://www.textcheck.com/certificate/nlVAi8 

 

Table 1 Organizations with work-life balance policies 

adopted 
          

  2000   2005   2008 

 
obs % 

 
obs % 

 
obs % 

maternity leave system 925 99.89% 
 

97

6 

99.39

% 
 

108

5 

99.82

% full amount of maternity pay 922 27.77% 
 

96

9 

19.92

% 
 

106

8 

22.85

% child-care leave system 922 99.46% 
 

88

5 

98.42

% 
 

107

8 

97.96

% child-care leave benefit 916 4.91% 
      

family-care leave system 864 50.81% 
      

family-care leave benefit 588 10.37% 
      

flexible working time system 924 29.76%             

 

Table 2 change in work-life balance policy         

full amount of maternity pay  Year 2000 to 2005   Year 2005 to 2008 

previous year current year obs % 
 

obs % 

no no 304 68.47% 
 

540 73.97% 

no yes 6 1.35% 
 

25 3.42% 

yes no 16 3.60% 
 

9 1.23% 

yes yes 118 26.58%   156 21.37% 

 

Table 3 Summary 

Statistics 
                    

    2000       2005       2008   

Variable 
Ob

s 
Mean 

Std. 

Dev. 
  

Ob

s 
Mean 

Std. 

Dev. 
  Obs Mean 

Std. 

Dev. 

Organization size 
  

  
   

  
    

 log (all employees) 92

1 

7.616  1.02  
 

93

5 

7.304  1.02  
 

987 7.163  0.98  

 log (men) 92

1 

7.334  1.06  
 

93

5 

7.027  1.08  
 

987 6.893  1.05  

 log (women) 92

1 

5.966  1.07  
 

93

5 

5.597  1.12  
 

987 5.444  1.06  

            
Industry 

           
 media 92

6 

0.049  0.22  
 

98

6 

0.054  0.23  
 

109

3 

0.054  0.23  

 consulting 92

6 

0.013  0.11  
 

98

6 

0.016  0.13  
 

109

3 

0.012  0.11  

 telecommunications 92

6 

0.043  0.20  
 

98

6 

0.104  0.31  
 

109

3 

0.105  0.31  

http://www.textcheck.com/certificate/nlVAi8


www.ajbms.org   Asian Journal of Business and Management Sciences 

ISSN: 2047-2528                                   Vol. 1 No. 7 [25-37]  

 

©Society for Business Research Promotion   | 32 

 trading 92

6 

0.092  0.29  
 

98

6 

0.079  0.27  
 

109

3 

0.076  0.27  

 finance 92

6 

0.135  0.34  
 

98

6 

0.094  0.29  
 

109

3 

0.101  0.30  

 energy 92

6 

0.018  0.13  
 

98

6 

0.015  0.12  
 

109

3 

0.013  0.11  

 services 92

6 

0.189  0.39  
 

98

6 

0.248  0.43  
 

109

3 

0.234  0.42  

            
Other characteristics 

           
 married women rate 63

9 

21.89

1  

13.98  
 

65

7 

25.87

8  

15.11  
 

699 27.53

3  

16.36  

 male age 91

0 

38.67

1  

3.63  
 

89

7 

38.04

3  

4.22  
 

919 38.82

6  

4.03  

 female age 91

0 

30.59

2  

3.73  
 

89

7 

31.73

0  

3.89  
 

919 32.80

0  

4.04  

            
Famliy-friednly 

policies 
           

 maternity leave 92

5 

0.999  0.03  
 

97

6 

0.994  0.08  
 

108

5 

0.998  0.04  

 maternity pay 92

2 

0.278  0.45  
 

96

9 

0.199  0.40  
 

106

8 

0.228  0.42  

 child-care leave 92

2 

0.995  0.07  
 

88

5 

0.984  0.12  
 

107

8 

0.980  0.14  

 child-care benefit 91

6 

0.049  0.22  
        

 family-care leave  86

4 

0.508  0.50  
        

 family-care benefit 58

8 

0.104  0.31  
        

 flexible working time 92

4 

0.298  0.46  
        

            
Turnover intention 

           
 male job tenure 89

5 

15.20

9  

4.55  
 

86

3 

13.83

8  

5.33  
 

872 14.43

0  

5.09  

 female job tenure 89

5 

8.610  3.45  
 

86

3 

9.026  4.19  
 

872 10.01

8  

4.56  

 tenure gap 89

5 

6.599  3.72  
 

86

3 

4.812  3.34  
 

872 4.412  3.36  

 male turnover rate 
    

41

0 

3.945  3.73  
 

578 4.239  4.23  

 female turnover rate 
    

42

6 

9.260  5.67  
 

580 8.826  6.20  

 male retention rate 
    

51

7 

84.52

5  

14.83  
 

692 85.48

9  

14.44  

 female retention rate         50

0 

76.33

0  

21.63    661 77.76

3  

21.61  

 

Table 4 Work-life balance policies and female job tenure        

Dependent variable female job tenure tenure 

gap 
  [1] [2] [3] [4] [5] [6] [7] 

  
     

  
 

organization size 0.323 0.323 0.27 0.295 0.251 0.208 0.456 

  (0.087)**

* 

(0.089)**

* 

(0.092)**

* 

(0.112)**

* 

(0.087)*** (0.108)* (0.192)** 

industry 
     

  
 

(base:manufacturing ) 
     

  
 

    media 0.617 0.795 0.707 1.114 0.979 1.056 -2.133 

  (-0.741) (0.743) (0.785) (0.579)* (0.722) (0.578)* (0.869)** 

    consulting -0.42 -0.197 -0.37 -0.455 -0.183 -0.739 -4.421 

  (0.320) (0.323) (0.368) (0.401) (0.289) (0.347)*

* 

(0.914)*** 

    

telecommunications 

-0.067 0.001 0.064 -0.349 0.069 -0.367 -4.215 

  (0.210) (0.206) (0.230) (0.288) (0.221) (0.343) (0.790)*** 

    trading 0.171 0.236 0.261 0.082 0.36 0.259 -1.098 

  (0.179) (0.187) (0.207) (0.302) (0.193)* (0.308) (0.638)* 

    finance 0.096 0.308 0.324 0.354 0.556 0.344 -1.488 

  (0.181) (0.166)* (0.182)* (0.224) (0.187)*** (0.282) (0.638)** 



www.ajbms.org   Asian Journal of Business and Management Sciences 

ISSN: 2047-2528                                   Vol. 1 No. 7 [25-37]  

 

©Society for Business Research Promotion   | 33 

    energy 0.872 0.962 0.722 0.747 0.889 0.67 -0.914 

  (0.359)** (0.379)** (0.378)* (0.376)** (0.362)** (0.308)*

* 

(1.135) 

    services 0.253 0.263 0.208 0.406 0.398 0.485 -2.405 

  (0.197) (0.200) (0.206) (0.276) (0.199)** (0.265)* (0.497)*** 

married women rate 0.595 0.597 0.552 0.593 0.573 0.579 -0.586 

  (0.105)**

* 

(0.106)**

* 

(0.108)**

* 

(0.139)**

* 

(0.100)*** (0.130)*

** 

(0.166)*** 

female age 0.513 0.516 0.523 0.581 0.507 0.571 -0.352 

  (0.044)**

* 

(0.045)**

* 

(0.046)**

* 

(0.055)**

* 

(0.044)*** (0.053)*

** 

(0.053)*** 

male tenure 0.236 0.243 0.234 0.238 0.247 0.241 
 

  (0.020)**

* 

(0.021)**

* 

(0.021)**

* 

(0.026)**

* 

(0.019)*** (0.024)*

** 

 
  

     
  

 
maternity pay 0.399 

    
0.538 0.434 

  (0.150)**

* 

    
(0.203)*

** 

(0.410) 

child-care benefit 
 

-0.199 
   

-0.094 0.65 

  
 

(0.339) 
   

(0.491) (0.984) 

family-care leave  
  

0.407 
  

0.19 0.496 

  
  

(0.148)**

* 

  
(0.196) (0.430) 

family-care benefit 
   

0.055 
 

-0.184 0.374 

  
   

(0.344) 
 

(0.246) (0.645) 

flexible working time 
    

0.603 0.611 -0.838 

  
    

(0.162)*** (0.196)*

** 

(0.378)** 

  
     

  
 

Constant -12.574 -12.689 -12.609 -14.296 -12.251 -13.944 14.084 

  (1.513)**

* 

(1.531)**

* 

(1.577)**

* 

(1.893)**

* 

(1.499)*** (1.815)*

** 

(2.403)*** 

  
     

  
 

Observations 619 615 575 374 617 366 366 

  
     

  
 

Adjusted R-squared 0.77 0.77 0.77 0.79 0.79 0.81 0.27 

***indicates significance at 1% level; **indicates significance at 5% level; *indicates significance at 10% 

level.  

Robust standard errors are in parentheses. 

Table 5 The effect of work-life balance policies-pooled OLS 

Dependent variable female job tenure 
 

female turnover 

rate 

 

 
female retention rate 

 year 0.097 0.167 
 

-0.244 -0.299 
 

0.042 -0.004 

organization size 
        

    log(women) -0.147 -0.208 
 

-0.085 -0.085 
 

0.208 0.138 

 
(0.069)** (0.091)** 

 
(0.034)** (0.043)** 

 
(0.058)*** (0.075)* 

    log(men) 0.487 0.656 
 

-0.027 0.038 
 

-0.107 -0.076 

 
(0.075)**

* 

(0.101)**

* 

 
(0.036) (0.047) 

 
(0.062)* (0.081) 

industry 
        

(base: manufacturing ) 
        

    media -0.21 -0.475 
 

-0.273 -0.075 
 

0.744 0.756 

 
(0.269) (0.402) 

 
(0.149)* (0.209) 

 
(0.263)*** (0.370)** 

    consulting -1.312 -1.342 
 

-0.291 -0.126 
 

0.186 -0.201 

 
(0.444)**

* 

(0.595)** 
 

(0.215) (0.266) 
 

(0.330) (0.436) 

    

telecommunications 

-0.538 -0.561 
 

-0.132 -0.093 
 

0.195 0.305 

 
(0.178)**

* 

(0.225)** 
 

(0.080)* (0.099) 
 

(0.135) (0.177)* 

    trading 0.154 0.343 
 

0.054 0.173 
 

0.207 0.326 

 
(0.183) (0.230) 

 
(0.082) (0.100)* 

 
(0.135) (0.175)* 
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    finance 0.065 0.493 
 

0.38 0.279 
 

0.071 0.392 

 
(0.217) (0.304) 

 
(0.110)*** (0.138)** 

 
(0.179) (0.237)* 

    energy 0.86 0.531 
 

0.134 0.185 
 

0.583 0.445 

 
(0.524) (0.670) 

 
(0.299) (0.291) 

 
(0.386) (0.436) 

    services -0.255 -0.652 
 

0.23 0.305 
 

-0.212 -0.085 

 
(0.146)* (0.180)**

* 

 
(0.072)*** (0.086)*** 

 
(0.116)* (0.144) 

married women rate 0.423 0.433 
 

-0.051 -0.06 
 

0.109 0.137 

 
(0.068)**

* 

(0.089)**

* 

 
(0.035) (0.041) 

 
(0.052)** (0.073)* 

female age 0.665 0.649 
 

-0.025 -0.01 
 

-0.014 0.001 

 
(0.018)**

* 

(0.023)**

* 

 
(0.008)*** (0.010) 

 
(0.013) (0.017) 

male tenure 0.206 0.16 
      

 
(0.011)**

* 

(0.013)**

* 

      
male turnover 

   
0.411 0.419 

   

    
(0.031)*** (0.035)*** 

   
male retention 

      
0.405 0.354 

       
(0.043)*** (0.056)**

* overtime 
 

-0.027 
  

0.004 
  

0 

  
(0.007)**

* 

  
(0.003) 

  
(0.005) 

women on main career  
 

0.488 
  

-0.173 
  

-0.185 

track rate 
 

(0.195)** 
  

(0.091)* 
  

(0.157) 

         
maternity pay 0.663 0.81 

 
0.065 0.074 

 
0.034 0.13 

 
(0.145)**

* 

(0.183)**

* 

 
(0.071) (0.083) 

 
(0.118) (0.146) 

         
Constant -17.122 -16.671 

 
0.344 -0.493 

 
0.398 0.338 

 
(0.688)**

* 

(0.904)**

* 

 
(0.355) (0.428) 

 
(0.526) (0.712) 

Observations 1242 770 
 

607 403 
 

477 308 

Adjusted R-squared 0.83 0.83   0.43 0.44   0.27 0.24 

The variables of turnover rate and retention rate are replaced by a log odds ratio (logit). 

 

Table 6 The effect of work-life balance policies - First differencing 

  

  

  

  

Dependent variable female job  tenure   female turnover rate 

  

  female retention 

rate 

  

  [1] [2]   [3] [4]   [5] [6] 

organization size 
 

  
  

  
   

    log (women) -0.977 -2.653 
 

1.277 0.491 
 

0.247 0.63 

 
(0.186)*** (0.475)*** 

 
(0.537)** (0.711) 

 
(0.956) (1.226) 

    log (men) 0.392 1.989 
 

-0.584 0.19 
 

0.462 1.383 

 
(0.262) (0.455)*** 

 
(0.572) (0.867) 

 
(1.088) (1.405) 

married women rate -0.084 0.191 
 

0.019 0.124 
 

0.097 0.154 

 
(0.103) (0.153) 

 
(0.189) (0.215) 

 
(0.336) (0.369) 

female age 0.46 0.5 
 

0.026 0.102 
 

0.202 0.232 

 
(0.032)*** (0.045)*** 

 
(0.066) (0.072) 

 
(0.113)* (0.158) 

male tenure 0.193 0.164 
      

 
(0.039)*** (0.053)*** 

      
male turnover 

   
0.325 0.427 

   

    
(0.086)*** (0.087)*** 

   
male retention 

      
0.688 0.484 

       
(0.153)*** (0.200)** 
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overtime 
 

0.002 
  

-0.015 
  

0.042 

  
(0.013) 

  
(0.017) 

  
(0.032) 

women on main 

career  

 
-0.374 

  
0.085 

  
-1.31 

track rate 
 

(0.322) 
  

(0.496) 
  

(1.214) 

maternity pay change  
        

(base: 05 no, 08 no) 
        

05 no, 08 yes 0.21 -0.227 
 

0.133 -0.561 
 

-0.517 0.419 

 
(0.304) (0.445) 

 
(0.527) (0.606) 

 
(0.847) (0.992) 

05 yes, 08 no 0.254 0.666 
 

0.308 0 
 

-3.005 0 

 
(0.487) (1.018) 

 
(0.678) 0  

 
(1.573)* 0  

05 yes, 08 yes -0.082 -0.039 
 

0.315 0.363 
 

0.334 -0.098 

 
(0.137) (0.204) 

 
(0.225) (0.296) 

 
(0.404) (0.542) 

         
Constant 0.27 0.175 

 
-0.43 -0.674 

 
-0.3 -0.34 

 
(0.074)*** (0.101)* 

 
(0.130)*** (0.151)*** 

 
(0.235) (0.297) 

         
Observations 393 196 

 
114 68 

 
62 32 

Adjusted R-squared 0.43 0.52   0.17 0.27   0.29 0.36 

***indicates significance at 1% level; **indicates significance at 5% level; *indicates significance at 10% 

level.  

Robust standard errors are in parentheses. 

Table 7 Work-life balance policies and women job tenure -Panel analysis 

Dependent variable 
 

female job tenure   

 
Pooled Random Fixed 

  OLS Effects Effects 

organization size -0.109 -0.232 -1.393 

    log(women) (0.056)* (0.066)*** (0.172)*** 

    log(men) 0.462 0.584 0.621 

 
(0.060)*** (0.072)*** (0.215)*** 

industry (base: 

manufacturing ) 

   
   media 0.011 -0.107 

 

 
(0.229) (0.284) 

 
   consulting -1.013 -1.434 

 

 
(0.357)*** (0.470)*** 

 
   telecommunications -0.42 -0.677 

 

 
(0.153)*** (0.193)*** 

 
   trading 0.189 0.11 

 

 
(0.142) (0.180) 

 
   finance 0.164 0.369 

 

 
(0.167) (0.206)* 

 
   energy 0.809 0.942 

 

 
(0.383)** (0.451)** 

 
   services -0.091 -0.266 

 

 
(0.113) (0.138)* 

 
married women rate 0.473 0.361 0.018 

 
(0.052)*** (0.052)*** (0.079) 

female age 0.624 0.652 0.657 

 
(0.014)*** (0.014)*** (0.021)*** 
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male tenure 0.214 0.155 0.016 

 
(0.009)*** (0.009)*** (0.013) 

    
maternity pay 0.588 0.573 0.115 

 
(0.110)*** (0.126)*** (0.250) 

Constant -15.938 -16.272 -8.675 

  (0.555)*** (0.597)*** (1.415)*** 

Diagnostic Test 
   

Number of observations 1861 1861 1861 

Number of groups 
 

1195 1195 

R-sq:                within 
 

0.6349 0.7155 

between 
 

0.8153 0.5414 

overall 
 

0.8123 0.5677 

F test that all u_i=0   F(1194, 660) =4.29  Prob > F = 

0.0000 

 
Breusch and Pagan 

 
Chi2(1)=179.94 

 
      Lagrangian multiplier 

test  

 
Prob > Chi2= 0.0000 

 
Hausman specification test 

 
Chi2(6)=324.54 

 
    Prob > Chi2= 0.0000   
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