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 This study aims to examine and analyze the influence of work-life balance and emotional intelli-
gence on turnover intention with organizational commitment as an intervening variable. The re-
search method used in this research is descriptive method. The population of this study is employees 
in a computer spare parts distribution company with a sample of 60 respondents. The approach 
used in this research is Structural Equation Model (SEM) with Smart-PLS analysis tool 3.2.8. The 
results show that work-life balance had a positive and significant effect on organizational commit-
ment. Emotional intelligence had a positive and significant effect on organizational commitment. 
Work-life balance had a negative and significant effect on turnover intention. Emotional intelli-
gence had a positive and significant effect on turnover intention and finally, organizational com-
mitment has a negative and significant effect on turnover intention. 
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1. Introduction 
 
 

 

Human resources are individuals or groups who work in companies or organizations. Human resources have a significant 
contribution in increasing the competitiveness of companies, therefore human resources are people who are adaptive and 
responsive to changes that occur. Human resources in the company must always be oriented towards the vision and mission 
of the company where they work. Human resources in the company are one of the assets and said to be the most important, 
because human resources themselves determine the direction and objectives of the company and determine the effectiveness 
and productivity of the company, (Soelton et al., 2020b; Nurhayati et al., 2017; Hafid & Prasetio, 2017). In business compe-
tition, companies need reliable and quality human resources, therefore human resources need to be managed and fostered well 
so that they can carry out their work as much as possible so that human resources contribute optimally to produce high per-
formance for the progress of the company where they work (Soelton et al., 2020a). One way to manage good resources is to 
minimize employee turnover by taking into account all the factors that cause employees to turnover intention (Suzabar, 2020; 
Hafid & Prasetio, 2017). Based on employee turnover data for the period 2015-March 2019, the number of employees who 
resign every year is increasing and the highest occurred in 2018 where as many as 17 people resigned. Based on the results of 
the author's interview with human resource development (HRD), the reasons for their resignation varied. Some want to move 
out of town, look for better jobs, look for work close to home and because they cannot balance and divide their time between 
work at home and work at the office. One of the factors influencing exit intention is organizational commitment, where 
organizational commitment can predict organizational output variables such as intention to leave, (Nurhayati et al., 2017; Adi 
& Ratnasari, 2015). Besides demanding employees to be able to carry out every corporate goal that must be achieved, the 
company must also pay attention to the flexibility of the work of employees in running their social lives (Rene & Wahyuni, 
2018). 



 3694

Based on data in June and December there were 2 employees who did not go to work without information (alpha), the highest 
number of employees left in July was 21 employees and as many as 38 employees came late to the office in June. Late is the 
highest thing that happened in 2018, employees who are late will be subject to sanctions in the form of salary deductions. For 
example, if an employee is 1 minute late from the agreed working hour, the company applies a cut of Rp 239 per minute. In 
the reality, the absence of work-life balance causes poor performance and more employee absences. Work-life balance 
programs managed by HR Managers may provide positive advantages, such as attracting more prospective new employees, 
reducing turnover and absenteeism, increase employee performance and involvement in the program and company goals. 

As an employee who works in a company, a good work-life balance may occur while the employee has good emotional 
intelligence. Work-life balance is associated with a broad concept which involves setting the right priorities between work 
(career and ambition) on one side and life (happiness, leisure, family and spiritual development) on the other side. In the world 
of organization, it is not surprising if someone takes two important roles at once, namely between work and personal matters 
(family). It does look complex to be lived, but if someone can balance the two things, the work will feel easy and peaceful for 
everyone. In fact, when someone cannot balance work priorities with personal (family) priorities, it is feared that they can 
interfere with the work process. Emotional intelligence is currently an interesting subject in the field of human resource 
management (Ardiansyah & Sulistyowati, 2018). People who have emotional intelligence will be able to face challenges and 
make a human being full of responsibility, productive, and optimistic in facing and solving problems, where these things are 
needed in the work environment. Employees who have a tendency towards turnover intention, usually have a low commitment 
to the organization where he works. In the world of work, one's commitment to an organization or company is often a very 
important issue.  

2. Literature review  

2.1. Work-life Balance 

Work-life balance is a condition when someone feels the involvement and satisfaction of the same role in the work domain 
and family, with minimal conflict, because of his/her ability to manage various responsibilities and determine priorities 
(Handayani et al., 2015). Moorhead and Griffin (2013) revealed that work-life balance is a person's ability to balance work 
demands with personal and family needs. Fisher et al. (2009) state that work-life balance is something that someone does in 
dividing time both in the workplace and other activities outside of work in which there is individual behavior where this can 
be a source of personal conflict and a source of energy for oneself. According to Fisher et al. (2009), work-life balance has 4 
dimensions: 

- Work Interference with Personal Life: This dimension refers to the extent to which work can interfere with an 
individual's personal life. 

- Personal Life Interference with Work: This dimension refers to the extent to which an individual's personal life 
interferes with his work life. 

- Personal Life Enhancement of Work: This dimension refers to the extent to which a person's personal life can 
improve individual performance in the world of work. 

- Work Enhancement of Personal Life: This dimension refers to the extent to which work can improve the quality of 
an individual's private life. 
 

2.2. Emotional Intelligence 

Emotional intelligence is an emotional ability which includes the ability to control oneself, have endurance when facing a 
problem, be able to control impulses, motivate yourself, be able to regulate moods, the ability to empathize and foster 
relationships with others (Goleman, 2015; Do et al., 2020). According to McShane and Von Glinow (2010) emotional 
intelligence is a set of abilities to feel and express emotions, assimilate emotions in thinking, understanding and reason with 
emotions, and connect emotions in oneself and others. According to (Mayer and Salovey in Majdalani and Maamari, 2016) 
emotional intelligence is a cognitive ability that is the ability to understand, recognize and evaluate the meaning of emotions 
in order to make sense and solve problems. 

According to Goleman (2015), the dimensions of emotional intelligence are follows, 

- Recognize self-emotions: Self-awareness is recognizing feelings when they occur and is the basis of emotional 
intelligence. The ability to monitor feelings over time is important for psychological insight and self-understanding. 
Managing emotions: Handling feelings so they can be properly expressed are skills that depend on self-awareness. 
People who are bad at this skill will continue to fight against moody feelings, while those who are smart can get back 
up much faster than the decline and fall in life. Motivate yourself: Organizing emotions as a means to an end is very 
important in terms of giving attention, to motivating someone and control, and to be creative. Recognize other 
people's emotions: Empathic people are better able to pick up on hidden social signals that signal what others need 
or want. Such people are suitable for nursing, teaching, sales, and management jobs. Build relationships: The art of 
building relationships, for the most part, is a skill to manage the emotions of others. This is a skill that supports 
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interpersonal popularity, leadership, and success. People who are good at this skill will succeed in any field that relies 
on seamless association with others. 
 

2.3. Organizational Commitment 

Organizational commitment is one of the important factors in any organization and plays an important role in improving the 
quality and productivity of employees. The high commitment of the aforementioned employees is inseparable from the em-
ployees' trust in management's good treatment of them, namely the existence of a management approach to human resources 
as valuable assets and not solely as commodities that can be exploited as management wishes. According to Mahiri (2016), 
organizational commitment is a situation where employees take sides and care for a particular organization and its goals, and 
intend to maintain its membership in the organization. According to Newstrom (2011) in Wibowo (2017) it provides the same 
understanding between organizational commitment and employee loyalty, namely as a level where workers identify with the 
organization. Workers identify with the organization showing that workers mix well and in accordance with organizational 
ethics and expectations that they experience a feeling of oneness with the company. Luthans et al. (2011) express that organ-
izational commitment has three basic dimensions that are closely related as follows: 

- Affective Commitment: a desire to remain a member of an organization because of its emotional attachment and 
involvement with the organization. Normative Commitment: a desire to remain a member of an organization because 
of awareness of the costs associated with leaving the organization. Continuance Commitment: a desire to remain a 
member of an organization because of the feeling of having an obligation to remain with the organization. 

2.4. Turnover Intention 

Turnover intention is a desire of employees to quit the membership of the organization and change jobs by receiving wage 
income. According to Wirawan (2015) turnover intention is the tendency or intention of employees to stop working from 
work voluntarily according to their own choice. Turnover intention is the permanent voluntary or involuntary resignation of 
an organization. Turnover intention is something that is not desired by the company. Turnover intention has a negative impact 
on the organization because it can create instability in the condition of employees, create a work environment that is not 
conducive and also have an impact on increasing the cost of human resources (Soelton et al., 2020a,b; Nguyen, 2020). Ac-
cording to Mobley (2011) there are two dimensions that are closely related to turnover intention mentioned as follows:  

- External Factors: higher salary, self-potential development and better offer,  

- Internal Factors: working environment, worker’s relationship, compensation, work load. 

Conceptual framework 
 
According to the literature review, the proposed model of this paper is shown in Fig. 1. 
  

 

Fig. 1. Conceptual framework 
 

Regarding the previous, the following hypotheses are proposed: 

H1 : Work Life Balance has a positive influence on Organizational Commitment. 
H2 : Emotional Intelligence has a positive influence on Organizational Commitment. 
H3 : Work Life Balance has a positive influence on Turnover Intention.  
H4 : Emotional Intelligence has a positive influence on Turnover Intention. 
H5 : Organizational Commitment has a positive influence on Turnover Intention. 
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3. Methodology  

The research process begins with the activity of identifying the problem at the place that will be used as a research location, 
the formulation of the problem identified, the preparation of the theoretical basis that strengthens the foundation in variables, 
the preparation of methods in data collection, the preparation of instruments, until the determination of statistical testing 
techniques used. In the preparation of this study, researchers used a causal analysis method. Causal analysis is a causal rela-
tionship. Research conducted to find out about the effect of one or more independent variables (independent variables) on the 
dependent variable (the dependent variable). The approach taken in this research is a quantitative approach. The total popula-
tion used in this study were all employees of PT. Grafitama Deltakreasi numbered 60 people. In this research, data collection 
was carried out through several steps, questionnaires, interviews, documentation, literature study. The analytical method used 
in this research is the Component or Variance Based Structural Equation Model where the data processing uses the Partial 
Least Square (Smart-PLS) version 3.2.8 PLS program. The result of the validity test are as follows:  

Table 3  
Validity Test Results 

Variable Dimension Item Correlation Description 

Work-life Balance 

Work Interference with Personal Life 

W2 0.663 Valid 
W3 0.724 Valid 
W4 0.717 Valid 
W5 0.759 Valid 

Personal Life Interference with Work 
W6 0.556 Valid 
W7 0.819 Valid 
W8 0.743 Valid 

Personal Life Enhancement of Work W9 0.821 Valid 
W10 0.766 Valid 

Work Enhancement of Personal Life 
W12 0.525 Valid 
W13 0.807 Valid 
W14 0.804 Valid 

Emotional Intelligence 

Recognize Self Emotions 
KE2 0.691 Valid 
KE3 0.896 Valid 
KE4 0.711 Valid 

Managing Emotions KE5 0.633 Valid 

Motivate Yourself KE8 0.734 Valid 
KE9 0.729 Valid 

Recognize Other People’s Emotions KE10 0.837 Valid 
KE11 0.652 Valid 

Build Relationship 

KE14 0.648 Valid 
KE15 0.628 Valid 
KE16 0.694 Valid 
KE18 0.873 Valid 

Organizational  
Commitment 

Affective 

KO1 0.870 Valid 
KO2 0.921 Valid 
KO3 0.922 Valid 
KO5 0.703 Valid 

Continuance KO7 0.904 Valid 
KO8 0.811 Valid 

Turnover Intention 

External Factors TI1 0.847 Valid 
TI2 0.843 Valid 

 
Internal Factors 

TI3 0.832 Valid 
TI4 0.728 Valid 
TI5 0.688 Valid 
TI6 0.625 Valid 

Source: From data processing (2019) 

 

Based on Table 1 above, the calculations of the item score correlation with the total score show that the validity 
coefficient is greater than 0.70, so all the items used to measure the said variables are considered as valid. The relia-
bility test of this research data is based on Cronbach’s Alpha coefficient method. The Cronbach’s Alpha coefficient 
is the reliability coefficient that are most commonly used because the coefficient will indicate the variance of items 
with either correct or incorrect format such as Likert scale format. 

Table 4 
Reliable Test Result 

Variable Cronbach Alpha’s Composite Reliability Information 
Emotional Intelligence 0.920 0.932 Reliable 
Organizational Commitment 0.928 0.944 Reliable 
Turnover Intention 0.855 0.893 Reliable 
Work Life Balance 0.918 0.931 Reliable 

Source: From Data Processing (2019) 
 



I. Hutagalung et al. / Management Science Letters 10 (2020) 3697

The results of Cronbach alpha indicate that all values are greater than 0.70 which confirms the reliability of the survey.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Source: From Data Processing (2019) 

Fig. 2. The Correlation of Variables 
 

4. Results and discussion  

The results of the modification of the convergent validity test in Fig. 2, indicate that all indicators meet the convergent validity 
because it has a loading factor value above 0.70. 

Table 5  
Goodness of Fit Model (GoF) 

Variable AVE Composite Reliability Cronbach’s Alpha R Square 
Emotional Intelligence 0.537 0.932 0.920 - 
Organizational Commitment 0.738 0.944 0.928 0.459 
Turnover Intention 0.586 0.893 0.855 0.568 
Work Life Balance 0.535 0.931 0.918 - 

 
 
 
Predictive relevance value is obtained by the formula: 𝑄ଶ  = 1 − (1 − 𝑅1)(1 − 𝑅௣) = 1 − (1 − 0.459)(1 − 0.568) = 1 − (0.541)(0.432) = 0.7663 
 

 
Source: Form data processing (2019) 

Fig. 3. The Testing Result 

Source: Form data processing (2019) 
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According to the results of Table 5, which are associated with Goodness of Fit all values of R-Square confirm that the criteria 
are strong, with a large Q value and it can be concluded that the proposed model is supported by empirical research which is 
quite suitable. Likewise, the AVE values are> 0.5, indicating that all variables in the model are estimated to meet the discri-
minant validity criteria. The value of Composite Reliability and Cronbach's Alpha for each variable is> 0.70 (above 0.70) 
meaning that all variables studied are classified as reliable. From the results of hypothesis testing, it was revealed that emo-
tional intelligence has the greater influence on organizational commitment compared to work-life balance. Emotional intelli-
gence has the greater influence on turnover intention compared with work-life balance and organizational commitment. 

Table 6 
Hypothesis Testing Results 

 Original 
Sample 

Standard 
Deviation T-Statistics P Values Conclusion 

Work Life Balance  Organizational Commitment 0.111 0.136 1.986 0.047 Positive - Significant 
Emotional Intelligence  Organizational Commitment 0.378 0.236 2.452 0.002 Positive - Significant 
Work Life Balance  Turnover Intention -0.312 0.205 2.022 0.007 Negative - Significant 
Emotional Intelligence  Turnover Intention 0.651 0.273 2.745 0.002 Positive - Significant 
Organizational Commitment  Turnover Intention -0.368 0.150 2.459 0.014 Negative - Significant 

  Source: Form data processing (2019) 

Based on the testing result above, emotional intelligence has the most significant influence on organizational commitment 
followed with work-life balance.  

1) Effect of Work-Life Balance on Organizational Commitment 

Based on the hypothesis test in this study, the T-statistic value was 1.986, the original sample value was 0.111, and the P value 
was 0.047. The T-statistic value is greater than the T-table value of 1.96, the original sample value shows a positive value, 
and the P value indicates less than 0.05, these results indicate work-life balance has a positive and significant effect on 
organizational commitment. Hill et al. (2001) revealed that it was very beneficial working hours because it was beneficial to 
create organizational commitment to employees and achieve work life balance. A positive work-life balance can lead to 
increased morale, increase productivity, increase organizational commitment and reduce absenteeism. In line with this, a study 
conducted by Allen in Webber et al., (2010) shows the balance of work life is closely related to the level of organizational 
commitment to employees to determine perceptions in how employees support the organization. 

2) Effects of Emotional Intelligence on Organizational Commitment 

Based on the hypothesis test in this study the results obtained T-value a statistic of 2,452, an original sample value of 0,378, 
and a P value of 0,002. The T-statistic value is greater than the T-table value of 1.96, the original sample value shows a 
positive value, and the P value indicates less than 0.05, this result indicates a positive and significant emotional intelligence 
on organizational commitment. Rustamadji and Omar (2019) revealed that individuals with higher emotional intelligence 
were higher in their organizations. The statement is in accordance with research conducted by other studies, which shows 
positive emotional intelligence on organizational commitment.  

3) Effect of Work-Life Balance on Turnover Intentions 

Based on the hypothesis test in this study the results obtained T-statistic value of 2.022, the original sample value of -0.312, 
and the value of P value of 0.007. The T-statistic value is greater than the T-table value of 1.96, the original sample value 
shows a negative value, and the P value of the value indicates less than 0.05, these results indicate that work-life balance has 
a negative and significant effect on turnover intention. This study concludes that work-life balance is low, so turnover intention 
will increase, and vice versa. Several other researchers who got the same findings in their research reported (Allam, 2019). 

4) Effects of Emotional Intelligence on Turnover Intention 

Based on the hypothesis test in this study the results obtained T-statistic value of 2.745, the original sample value of 0.651, 
and the value of P value of 0.002. The T-statistic value is greater than the T-table value of 1.96, the original sample value 
shows a positive value, and the P value indicates less than 0.05, this result indicates a positive and significant emotional 
intelligence on turnover intention (Bilginoğlu & Yozgat, 2018). 

5) Effect of Organizational Commitment on Turnover Intention 

Based on the hypothesis test in this study, the T-statistic value was 2.459, the original sample value was -0.388, and the P 
value was 0.014. The T-statistic value is greater than the T-table value of 1.96, the original sample value shows a negative 
value, and at the P value the value indicates less than 0.05, these results indicate an organizational commitment that produces 
a negative and significant effect on turnover intentions. Organizations that can give full attention and make the company to 
the organization will get the company's commitment.  
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5. Conclusion and recommendation  

5.1. Conclusion 

This study has tried to analyze variables related to work life balance, emotional intelligence, organizational commitment, and 
turnover intention. The results of this study were obtained from research on the employees. From the results of calculations 
in this study, the following conclusions can be drawn: 

1. Work life balance has a significant positive effect on organizational commitment on the employees. This means that 
higher work-life balance can directly influence the increase in organizational commitment in the company. 

2. Emotional intelligence has a significant positive effect on organizational commitment in the employees. This means 
that if individuals have higher emotional intelligence, then they will be more committed to the organization. 

3. Work life balance has a significant negative effect on turnover intention. This means that the lower work-life balance, 
the higher the intention to resign (turnover intention) in a company. 

4. Emotional intelligence has a significant positive effect on turnover intention. This means that employees who have 
high emotional intelligence will tend to leave their work so it can be said that the level of turnover intention that 
occurs will increase. 

5. Organizational commitment has a significant negative effect on turnover intention. This means that higher level of 
caring and employee confidence in committing to the sustainability of the company will reduce the employee's desire 
to leave (turnover intention). 
 

5.2. Recommendation 

Based on the conclusions above, it can be put forward some suggestions that are taken into consideration for campony and 
for future researchers: 

1. The company must arrange the employee's work time, especially if there is overtime. To provide time balance be-
tween work and family for employees. 

2. Companies must minimize conflicts that occur with employees, such as holding gatherings to strengthen relations 
between employees. 

3. The company must bind employees by making employees part of the company, such as taking into consideration the 
suggestions given by employees to the company. 

4. The company should provide career paths in the company, to provide employee enthusiasm for work. 
 

5.3. Further Research Suggestions 

This study has aimed to examine and analyze the influence of work-life balance and emotional intelligence on turnover inten-
tion with organizational commitment as an intervening variable. The results have shown that work-life balance has a positive 
and significant effect on organizational commitment. Emotional intelligence has a positive and significant effect on organi-
zational commitment. Work-life balance has a negative and significant effect on turnover intention. Emotional intelligence 
has a positive and significant effect on turnover intention. Organizational commitment has a negative and significant effect 
on turnover intention. According to the hypothesis we developed, we can look for it in the future with a variety of variables 
and more population 
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