SILESIAN UNIVERSITY OF TECHNOLOGY PUBLISHING HOUSE

SCIENTIFIC PAPERS OF SILESIAN UNIVERSITY OF TECHNOLOGY 2025

ORGANIZATION AND MANAGEMENT SERIES NO. 218

IMPACT OF WORK-FAMILY CONFLICT ON TURNOVER
INTENTION OF EMPLOYEES THROUGH ORGANISATIONAL
COMMITMENT AND PROFESSIONAL IDENTITY

Hafeez Ur REHMAN
AGH University of Krakow; rehman@agh.edu.pl, ORCID: 0009-0009-3903-1158

Purpose: This study investigates the impact of work-family conflict (WFC) on turnover
intentions (TI) among employees in Pakistan’s high-tech industry, with organisational
commitment (OC) and professional identity (PI) as mediators.
Design/methodology/approach: Data collected from 301 respondents using validated scales
were analysed via Hayes’ PROCESS macro in SPSS.

Findings: Results reveal a significant positive relationship between WFC and T1, underscoring
the role of resource depletion as per the Conservation of Resources theory. Additionally,
OC and PI were found to mediate this relationship, highlighting their critical influence on
employee retention.

Practical implications: The findings emphasize the need for organizations to implement work-
life balance policies, foster commitment, and strengthen professional identity through
mentorship and recognition initiatives. By addressing WFC and enhancing workplace support,
organizations can reduce turnover intentions, promote employee well-being, and sustain
competitiveness in high-demand industries.

Originality/value: This study pioneers the exploration of professional identity as a mediator
between work-family conflict and turnover intention, particularly within Pakistan's collectivist
high-tech sector, an underexamined context.
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1. Introduction

Work-family conflicts have received significant attention due to their impact on the
professional and social lives of individuals (French et al., 2022; Smith et al., 2022).
Such conflicts disrupt the employees' engagement in work and the family spheres and reduce
their overall job and life satisfaction (Bruck et al., 2002). This negative impact affects not only

organisations but also the entire society’s quality and performance (Hsiao, 2022; Talukder,
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2022). This contrasts with the positive effects of work-family enrichment phenomena,
as exposed by Wayne et al. (2006), Greenhaus & Powell (2006), Heikkinen & Lamsi (2017)
and Stellner (2022). Therefore, the avoidance of work-family conflicts among employees
whose contribution to intangible assets development today is evident (Kucharska, 2021), is of
high interest to both science and practice (Dodanwala et al., 2022; French et al., 2022;
Martineau, Trottier, 2022; Smith et al., 2022).

Human resource management faces a fundamental concern regarding retaining employees,
particularly those who are highly skilled and considered top talent (Su et al., 2020). The matter
of employees' turnover intention has received substantial attention in behavioural sciences
research for many years (Joo, Park, 2010; Wang et al., 2017). Both organisational productivity
and employee morale are adversely affected by high turnover, as noted by Chen et al. (2017).
Additionally, Sulek et al. (2017) found that human capital is also negatively impacted by this
issue. A high rate of employee turnover leads to increased costs associated with turnover
(Lim et al., 2017). Hence, the current global situation presents a significant challenge as
organisations grapple with the issue of employee turnover intentions (Yildiz et al., 2021).

Hofstede et al. (2010) observed that in societies with a collectivistic orientation, individuals
are expected to uphold harmonious connections with their extended family members.
In Pakistan, there exists a strong commitment to nurturing enduring connections with extended
family (Islam, 2004). Therefore, family duties frequently go beyond obligations to one's
immediate offspring and partner. People often have financial and emotional responsibilities
towards relatives outside their immediate family circle (Powell et al., 2009). Hence, in cultures
that prioritise collective values, the responsibilities towards extended family members might
draw away the time and energy of employed parents (Raymo et al., 2015; Hassan et al., 2010).
This, in turn, can lead to conflicts between their work and family commitments.

In their study, Mumu et al. (2021) provided compelling arguments regarding the association
between work-family conflict (WFC) and both job satisfaction and the intention to quit.
They emphasised the significance of additional research in this particular field, indicating
a need for further literature on the subject. Despite the growing recognition of the importance
of WFC, there is limited research addressing this issue in the context of Pakistan (Faiz, 2015).
The relationship between factors such as WFC and the turnover intention of employees has not
yet been thoroughly investigated within the context of Asia, specifically in Pakistan (Faiz,
2015).

Furthermore, as far as we know, no prior research has explored the mediating role of
professional identity in the relationship between WFC and turnover intention. Studies on
professional 1identity have primarily concentrated on educators, nursing students,
and employees in the hospitality sector (Nie et al., 2021; Wang et al., 2020; Worthington et al.,
2013). There is scarce academic research on the professional identity of individuals working
in the high-tech industry. Therefore, this study aims to address this gap in the existing literature

by investigating the impact of WFC on employees’ turnover intention in Pakistan’s high-tech
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industry, considering the mediating roles of organisational commitment and professional
identity.

Following this brief introduction, the remaining parts of the research article are arranged as
follows: The study begins with an introductory section, which is accompanied by a description
of the theoretical basis and the formulation of hypotheses. Next, the research methodology,
analysis, and findings are presented. This is followed by a discussion and a conclusion

summarising the key points of the study.

2. Literature review and hypotheses formulation

2.1. Work-family conflict and turnover intention

Work-family conflict refers to “a state in which there is an imbalance between
an individual's work and family roles where work responsibilities spill over to the family side”
(Netemeyer et al., 1996). The inherent mismatch between the domains of professional and
personal life results in conflicts when roles in one area (such as work) disrupt the functioning
of the other area (such as family) (Haar, Martin, 2022). WFC arises when individuals struggle
to maintain a harmonious equilibrium between their professional obligations and personal
responsibilities at home, finding it challenging to balance commitments both at the workplace
and in their personal lives due to the time required by both domains (Aboobaker, Edward,
2020). There are two categories within the concept of WFC: one is when work impacts family
life (referred to as work-family conflict), and the other is when family responsibilities affect
work (known as family-work conflict) (Allen et al., 2000; Shockley, Singla, 2011).
A comprehensive analysis has shown that the effect of work-family conflict is considerably
more noteworthy than the effect of family-work conflict (Amstad et al., 2011).

Turnover intention pertains to the concept of employees within an organisation intending
to leave their current place of employment or position (Li et al., 2015). Individuals who are
inclined to quit their jobs can lead to a range of detrimental effects on the organisations they
are a part of (Lee et al., 1999). The reason that work-family conflict leads to a desire to leave
a job can be understood through the conservation of resources theory, which suggests that WFC
arises when an individual puts too much effort and energy into their work, leaving them with
inadequate resources to dedicate to their familial obligations (Grandey, Cropanzano, 1999;
Liao et al., 2022).

There are multiple aspects that contribute to employees' desire to leave the organisation.
Nevertheless, the primary cause frequently relates to dissatisfaction with one's job (Anvari
et al., 2014). When an employee faces a conflict between their family and work life, they are

inclined to experience increased levels of dissatisfaction compared to situations where such
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conflicts do not arise. Therefore, in order to prevent a reduction in the workforce, it is essential
for the organisation to establish a suitable working environment across different levels.
This can be achieved by implementing measures such as work-life balance policies, which
contribute to employees' well-being and their active participation in their assigned roles
(Ribeiro et al., 2023). Prior research has clearly established that work-family conflict greatly
influences the likelihood of an intention to resign (Chen et al., 2018; Ghayyur, Jamal, 2013;
Gull et al., 2021; Kengatharan, Kunatilakam, 2020; Li et al., 2021; Liu et al., 2020; Mumu
et al., 2021). Given the reasoning provided above, we hypothesise that:
H1: WFC affects the turnover intention of the employees.

2.2. Work-family conflict, organisational commitment, and turnover intention

The topic of organisational commitment has garnered significant attention in the field of
research over many years (Chanana, 2021; Meyer, Allen, 1991; Yahaya, Ebrahim, 2016).
It has been acknowledged as a crucial factor in the management studies and the broader scope
of organisational literature (Rahman et al., 2018; Yahaya, Ebrahim, 2016). In particular, Meyer
and Allen (1991) studied the nature and underlying theoretical principles of organisational
commitment. Meyer and Allen (1991, p. 61) state that organisational commitment can be
defined as ““a psychological state, reflecting a desire, a need, and an obligation to maintain
employment in an organisation.” Allen and Meyer (1990) theorised it in three dimensions:
normative commitment, affective commitment, and continuance commitment. According to
Allen & Meyer (1990), “Employees with strong affective commitment remain because they
want to, those with strong continuance commitment because they need to, and those with strong
normative commitment because they feel they ought to do so.” Therefore, these distinct forms
of commitment play a crucial role in understanding employee retention. Understanding the
underlying motivations behind these different types of commitment provides valuable insights
for organisations seeking to foster employee retention.

Several researchers have found that when work-family conflict rises, stress, fatigue,
anxiety, and tension in all aspects of daily life, including work, increase, and job satisfaction
and job performance decrease significantly (Allen et al., 2000b; Driscoll et al., 2004).
Furthermore, WFC has been reported to have an adverse effect on the quality of life (French et
al., 2018). In particular, it is noted that WFC exerts a substantial impact on the variables related
to job performance (Eby et al., 2009). A typical example is organisational commitment, which
serves as a key indicator for evaluating and judging organisational performance. Several studies
have confirmed that WFC influences not only organisational commitment but also work
negligence, turnover, and absenteeism (Frone et al., 1997; Goff et al., 1990; Netemeyer et al.,
1996). According to numerous researchers, WFC negatively and significantly impacts
organisational commitment (Hendra, Made, 2019; Hidayati et al., 2019; Mukanzi, Senaji,
2017).
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Multiple studies have demonstrated organizational commitment as the vital antecedent of
turnover intention (Larkin, 2015; Li et al., 2021). Previous research highlights a crucial
connection between organisational commitment and turnover intention, which involves the
development of emotional attachment known as affective commitment, and when organisations
treat employees well, it creates a sense of obligation, which leads to positive thoughts about
the organisation and reduced likelihood of leaving (Williamson et al., 2009). Studies have
shown an inverse connection between organizational commitment and the intention of
preschool teachers to quit their employment (Chao, 2010; Choi, 2013). Moreover, several
studies have used organizational commitment as a mediator in examining the relationship
between various variables. For example, a study by Albalawi et al. (2019) examined its
mediating role in the connection between perceived organisational support and turnover
intention. Furthermore, multiple studies have found that organizational commitment serves as
a mediator in the association between WFC and TI (Chan, Ao, 2018; Hatam et al., 2016;
Li et al., 2021; Zhou et al., 2020). Based on the above discussion, we propose the following
hypotheses:

H2a: WFC has a considerable negative impact on organizational commitment.

H2b: Organisational commitment has a considerable negative impact on turnover intention.

H2c: Organisational commitment mediates the relationship between WFC and turnover

intention.
2.3. Work-family conflict, professional identity, and turnover intention

Professional identity refers to “the attitudes, values, knowledge, beliefs and skills shared
with others within a professional group” (Adams et al., 2006). Professional identity (PI), which
refers to one's perspective of the social significance and worth of the work they engage in,
is a significant factor, and has been shown to be strongly associated with turnover intention,
burnout, and job satisfaction among specialists (Sabanciogullari, Dogan, 2015; Zhang et al.,
2018). According to the perspective of social occupational cognition theory, when the
occupational environment does not match the expected career outcomes, it can reduce the
individual's identification with the professional activities they are engaged in (Lent, Brown,
2013). As a result, their self-awareness and emotional experience of professional activities may
decline, potentially triggering the intention to quit (Lent, Brown, 2013). Work-family conflict
reduces the consistency between the current professional environment of preschool teachers
and their expected professional results, thereby affecting the professional identity of preschool
teachers, which can easily lead to their intention to leave the profession (Zhou et al., 2020).
In addition, a study found that work-family conflict can significantly reduce an individual’s

professional identity (Cohen-Scali, 2003).
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The connection between professional identity and retaining students in nursing programs,
as well as quitting career as a nurse, is strongly linked (Worthington et al., 2013; Yang, Yin,
2019). Enhancing employees' professional identity can significantly reduce their intentions to
leave the company. If the staff member believes that their work holds significance and creates
value for themselves, they will have a stronger professional identity, experience greater
engagement and satisfaction in their job; whereas if their professional identity is weaker,
they may consider leaving their current job when a suitable opportunity presents itself
(Applebaum et al., 2010; Poon, 2004). Given the reasoning discussed above, we hypothesise
that

H3a: WFC is negatively associated with professional identity.

H3b: Professional identity is negatively associated with turnover intention.

H3c: Professional identity mediates the relationship between WFC and turnover intention.

Organisational
commitment

Work-family
conflict

» Turnover Intention

Professional
identity

Figure 1. Research Model.

Source: Own study.

3. Methods

3.1. Sampling

The study targeted employees working in high-tech enterprises located in Pakistan.
A random sampling method was employed to select a representative sample of high-tech
enterprises. This ensured that the sample adequately represented different regions of Pakistan.
Questionnaires were distributed to 550 individuals employed in high-tech enterprises in
Pakistan. After excluding any invalid responses, a total of 301 questionnaires were obtained,
resulting in an overall response rate of 54.7%. A total of 301 participants were deemed

appropriate for the study. Table 1 presents the demographic characteristics of the participants.
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Table 1.
Demographic characteristics
Frequency Percentage

Gender Male 160 53%
Female 141 47%
Total 301 100%

Age in years 20-25 18 6%
26-30 49 16%
31-35 89 30%
35-40 46 15%
41-45 37 12.2%
46-50 36 11.9
51 and over 26 8.63%

Education Bachelor Degree 94 31%
Master's Degree 137 45%
PhD Degree 69 23%

Working years 0-3 years 61 20%
4-5 years 97 32%
6-15 years 115 38%
16-20 years 24 8%
21 and over 4 1.3%

Source: Own study.
3.2. Data collection and analysis

Data was collected using a structured, self-reported questionnaire. The survey was
administered to the participants either in person or through online platforms, depending on their
preferences and feasibility. Participants were provided with explicit guidelines on completing
the survey and were assured that their responses would be treated as confidential and remain
anonymous. Data collection continued for three months. Hypothesis testing and data analysis
were conducted using Hayes’ PROCESS using SPSS version 23. The PROCESS macro is
widely employed in social science research as it offers a more accurate and efficient approach
for examining the connection between variables (MacKinnon et al., 2012). Descriptive
statistics analysis was also performed using SPSS version 23. The PROCESS macro (bootstrap
set to 5000) was utilized to examine the indirect effect (Hayes, 2013). Additionally,
an analytical method known as conditional process analysis (Model 4), as outlined in Hayes
(2013), was employed to investigate how organisational commitment and professional identity
mediate the relationship between WFC and turnover intention.

3.3. Measures

The measurement of WFC was evaluated using a scale devised by Carlson et al. (2000).
The scale consists of nine statements that are evaluated on a five-point Likert scale,
with options ranging from 1 (representing strong disagreement) to 5 (signifying strong
agreement). An example statement from the scale is: “My work keeps me from my family

activities more than I would like.” This study adopted the scale developed by Allen & Meyer
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(1990) to measure organisational commitment. The scale comprises three dimensions and
consists of 18 items. Each dimension has six items: affective commitment (e.g., “I do not feel
like part of the family at my organization’), normative commitment (e.g., “I would feel guilty
if I left my organisation now’’), and continuance commitment (e.g., “Changing professions now
would be difficult for me to do”). All the items are assessed on a five-point Likert scale,
where 1 represents “strongly disagree” and 5 represents “strongly agree”.

Turnover intention is measured utilising the scale designed by Tett & Meyer (1993).
The scale contains four items. A sample item is “I often think of quitting the job”. The items
are presented to the respondents using a five-point Likert ranging from 1 (never) to 5 (always).
The scale developed by Brown et al. (1986) was used to evaluate professional identity.
The assessment comprises three subscales, namely professional cognition with three items,
professional impact with three items, and professional evaluation with four items. Overall,
there were a total of 10 items, and participants were required to provide their responses on

a five-point Likert scale, where 1 represents “never” and 5 indicates “very often”.

4. Analysis and results

4.1. Preliminary analysis

Data cleaning and screening are essential parts of ensuring the data set is free from errors.
For this purpose, missing value analysis is performed, and the results show that there are no
missing values in the file. Data normality is assessed through Skewness and Kurtosis (Hair
et al., 2006). The acceptable range for Skewness is less than 2 and for Kurtosis is less
than 3 (Kline, 1998). As observed in Table 2, the Skewness and Kurtosis values are within an
acceptable range. Therefore, the data does not deviate from the normal distribution. Hence, the
data is suitable for further analysis. Cronbach's alpha was used to confirm the reliability of each
variable. A Cronbach's alpha value of 0.70 is considered within the acceptable range (Hair
et al., 2010). Table 4 indicates that all the values of the study variables meet the criteria.
The correlation test was conducted to assess the strength and relationships among the
independent, mediating and dependent variables. As shown in Table 3, the result shows that
there is a positive correlation between all the variables.
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Table 2.
Descriptive statistics
Variables Mean SD Skewness Kurtosis
WEFC 3.83 0.86 -0.73 -0.16
OoC 3.81 0.64 -091 0.87
TI 4.09 0.75 -0.83 -0.02
PI 3.95 0.87 -0.82 0.40

Note. Note: WFC = Work-family conflict, OC = Organizational commitment, TI = Turnover intention,
PI = Professional identity, SD = Standard deviation.

Source: Own study.

Table 3.
Correlation analysis
WFC OC TI PI
WFC 1
ocC 0.70" 1
TI 0.63" 0.51" 1
PI 0.74" 0.65" 0.70" 1
**Correlation is significant at the 0.01 level (2-tailed).
Note. WFC = Work-family conflict, OC = Organizational Commitment, TI = Turnover Intention,

PI = Professional identity.

Source: Own study.

Table 4.
Reliability of variables
Study Variables Cronbach Alpha No of items
WEC 0.95 8
oC 0.96 18
TI 0.86 4
PI 0.91 10

Note. WFC = Work-family conflict, OC = Organizational commitment, TI = Turnover intention, PI = Professional
identity.

Source: Own study.

4.2. Process Macros results

To test the study hypotheses, Process macro in SPSS version 23 was utilised. Hayes’
PROCESS macro model 4 was applied to test the meditational effect (Hayes, 2013). Before
running the complete model, the model was examined to determine if it fulfils Barons and
Kenny’s (1986) conditions for investigating mediation. The first condition is that WFC must
be correlated with turnover intention. Table 5 shows that WFC is significantly and positively
associated with TI (coefficient = 0.44, P <0.001), providing support for H1. Therefore, the first
condition is fulfilled.

The second condition requires that the independent variable must have a correlation with
the mediator, while the mediator must have a correlation with the dependent variable as stated
in the third condition. Hypotheses H2a and H2b stated that WFC is negatively associated with
OC, and OC is negatively associated with turnover intention. The results indicate that WFC is
negatively associated with OC (coefficient = 0.50, P < 0.001), and OC is negatively related to



584 H.U. Rehman

turnover intention (coefficient = 0.40, P < 0.001). Therefore, hypotheses H2a and H2b are
supported.

H3a and H3b state that WFC is negatively and significantly associated with professional
identity, and professional identity is negatively related to turnover intention. The results show
that WFC is negatively associated with PI (coefficient = 0.32, P <0.001), and PI is negatively
related to turnover intention (coefficient = 0.38, P < 0.001), which supports hypotheses 3a
and 3b.

Table 5.

PROCESS macro’s results
Relation Direct Effect Indirect Effect

Coefficient t value p value LLCI ULCI

WFC —> TI 0.44 8.53 Hkok 0.34 0.55
WFC — oC 0.50 15.56 Hkok 0.44 0.57
oC —> TI 0.40 2.85 Hkok 0.33 0.61
WFC —> PI 0.32 6.27 Hkok 0.22 0.42
PI —> TI 0.38 8.59 Hkok 0.29 0.47

Note. LLCI = Lower level of the confidence interval, ULCI = Upper level of the confidence interval.
Source: Own study.

To test the meditational effect, 5000 bootstrapping with a 95% confidence interval is
conducted on PROCESS macros (Preacher, Hayes, 2008). According to Preacher & Hayes
(2008), Indirect effect would be significant if confidence interval does not contain zero.
Hypotheses H2¢ and H3c indicated the indirect effect of WFC on turnover intention through
organisational commitment and professional identity. Table 6 shows that the organisational
commitment mediated WFC and turnover intention relationship (coefficient = 0.29, 95%;
CI [0.20, 0.50]). These upper and lower values do not overlap with a value of zero, which
supports hypothesis H2c. Similarly, the results indicate that professional identity mediates the
connection between WFC and turnover intention (coefficient = 0.32, 95%; CI[0.25, 0.45]) and
thus provides evidence in favour of hypothesis H3c, as demonstrated in Table 6.

Table 6.

Indirect effect
Indirect Effect Coefficient LLCI ULCI
WFC —» OC —™ TI 0.29 0.20 0.50
WFC — PI — TI 0.32 0.25 0.45

5. Discussion

This study provides empirical analysis of the relationship between WFC and turnover
intention, focusing on the mediating roles of organisational commitment and professional

identity among employees in Pakistan’s high-tech industry. The findings align with and expand
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on existing literature, offering critical insights into the unique dynamics of high-stakes, high-
demand sectors.

As prior studies have established, WFC is a significant predictor of TI. Our results
corroborate this link, demonstrating that WFC is positively and significantly associated with
turnover intention. These findings are consistent with existing research (Ghayyur, Jamal, 2013;
Lietal.,2021; Mumu et al., 2021), reinforcing the understanding that employees facing conflict
between their professional and personal responsibilities are more likely to consider leaving
their organisation. This issue is particularly pronounced in the high-tech industry, where the
fast-paced and demanding environment intensifies the challenges of balancing work and
personal life. Such conflict erodes job satisfaction and triggers turnover intentions, highlighting
a pressing need for organisations in this sector to develop effective work-life balance
initiatives.

Moreover, the findings confirm that organisational commitment mediates the relationship
between WFC and turnover intention. Employees experiencing high levels of WFC report
diminished organisational commitment, which in turn increases their propensity to leave.
This aligns with previous research (Chan, Ao, 2018; Hatam et al., 2016; Li et al., 2021; Zhou
et al., 2020), underscoring the importance of fostering a supportive workplace culture to
strengthen employees’ emotional and psychological attachment to their organisations.
Practical interventions, such as flexible working arrangements, career development programs,
and managerial support, could enhance organisational commitment and mitigate the adverse
effects of WFC on employee retention.

Additionally, professional identity emerged as another critical mediator in the WFC-TI
relationship. Employees grappling with significant WFC tend to develop weaker professional
identities, further intensifying their intentions to quit. This finding underscores the broader
implications of WFC, which not only undermines organisational loyalty but also weakens
employees' identification with their professional roles. In line with social occupational
cognition theory, employees who perceive a misalignment between their work environment
and professional aspirations are more likely to disengage, ultimately considering alternative
career paths (Cohen-Scali, 2003; Lent, Brown, 2013). Organisations should actively support
employees in reconciling professional and personal identities, potentially through mentorship
programs, role enrichment opportunities, and recognition initiatives.

Overall, this study highlights the critical need for high-tech enterprises to address WFC
through targeted interventions that enhance both organisational commitment and professional
identity. By fostering a balanced work environment and promoting a sense of belonging and
professional purpose, organisations can reduce turnover intentions, improve employee well-

being, and achieve long-term sustainability.
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5.1. Implications

The findings offer several theoretical advancements. First, by confirming the significant
impact of WFC on turnover intention, this study reinforces COR theory, which posits that
individuals facing resource depletion due to conflicting work and family demands are more
likely to adopt withdrawal behaviours such as turnover. The integration of OC and PI as
mediators further enriches this framework by identifying specific psychological constructs that
influence this process. Second, the study provides novel insights into the mediating role of
PI in the WFC-TT relationship. While prior research has predominantly focused on PI in fields
such as nursing or education, this study extends its application to high-tech enterprises,
highlighting the relevance of professional identity in knowledge-intensive, fast-paced
industries. Specifically, it emphasizes that WFC not only erodes employees' organisational
commitment but also diminishes their identification with their professional roles, a connection
that has been underexplored in previous studies. Finally, the study addresses a critical research
gap by examining WFC and T1 in the high-tech sector within a collectivist society like Pakistan,
thus contributing to the growing literature on work-family issues in non-Western contexts.

The findings of this study hold significant practical relevance for organisations, particularly
in the high-tech industry, where retaining skilled talent is critical. Organisations can adopt the
following strategies. First, the direct link between WFC and TI underscores the need for
organisations to prioritise work-life balance initiatives. Flexible working arrangements,
telecommuting options, and workload management policies can help employees better balance
their work and family responsibilities, thereby reducing WFC and the associated turnover
intentions. Secondly, since OC mediates the relationship between WFC and TI, organisations
should focus on creating an environment that fosters employee commitment. This can be
achieved by promoting a supportive workplace culture, offering career development
opportunities, and recognising employees' contributions. Structured mentorship programs,
transparent career progression frameworks, and personalised recognition strategies can
strengthen employees' commitment and mitigate the negative impact of WFC.

Third, organisations should invest in strategies that enhance employees' professional
identity. Mentorship programs, skills development workshops, and opportunities for
meaningful work can help employees align their professional roles with their personal
aspirations. Encouraging employees to take ownership of their work and recognise its value
can strengthen their identification with their professions, reducing turnover intentions.
To implement these initiatives effectively, organisations can create structured competency-
building roadmaps and establish peer-learning platforms that reinforce professional growth.

Fourth, the demanding nature of the high-tech sector necessitates industry-specific
solutions. For example, offering targeted stress management programs, fostering innovation-
friendly environments, and providing resources for time management can help employees

navigate the sector's fast-paced challenges without compromising their personal lives. Lastly,
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in collectivist cultures like Pakistan, where family responsibilities often extend beyond
immediate members, organisations should design family-friendly policies that accommodate
broader familial obligations. For instance, offering support for extended family caregiving or
granting additional leave for family events can help reduce WFC and its negative

consequences.
5.2. Research limitations and future research directions

This study has certain limitations that should be acknowledged. First, it focuses exclusively
on employees in the high-tech sector in Pakistan, which limits the generalizability of the
findings to other industries or cultural contexts. The dynamics of work-family conflict,
organisational commitment, professional identity, and turnover intention may differ in less
demanding industries or in countries with individualistic cultures. Additionally, the cross-
sectional design of the study restricts its ability to establish causal relationships between the
variables. Longitudinal research is needed to examine how these relationships evolve over time
and whether the effects persist or change in different circumstances.

Another key limitation is the reliance on self-reported data, which may introduce potential
biases such as common method bias and social desirability bias. These biases could influence
the accuracy of responses and the interpretation of findings. Future research should consider
incorporating objective measures or multi-source data to mitigate these effects. Moreover,
while this study explored OC and PI as mediators, other potential mediators or moderators,
such as job satisfaction, resilience, or family support, were not included, leaving opportunities
for further exploration.

Future research could address these limitations by examining the WFC-TT relationship in
other industries, such as healthcare or education, and in different cultural contexts, particularly
in individualistic societies. Conducting longitudinal studies would also help establish causal
relationships and provide insights into how WFC and its impacts evolve over time. Exploring
additional mediators or moderators, such as perceived organisational support or family
dynamics, could yield a more comprehensive understanding of the factors influencing turnover
intention. Research could also investigate the effectiveness of interventions like flexible work
arrangements, stress management programs, or mentorship initiatives to mitigate WFC and its
outcomes. Additionally, future studies might focus on gender-specific experiences, as family
responsibilities and WFC often vary across genders. Incorporating qualitative methods, such
as interviews or focus groups, could further enrich the understanding of employees’ lived

experiences and provide deeper insights into the interplay of WFC and turnover intention.
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6. Conclusion

This study highlights the pivotal role of work-family conflict in shaping employee turnover
intentions within Pakistan’s high-tech sector. The findings reveal that work-family conflict
serves as a significant driver of turnover intentions, with organizational commitment and
professional identity acting as critical mediators. Elevated work-family conflict erodes
employees’ emotional connection to their organization and diminishes their professional
identity, ultimately increasing their propensity to leave. These insights underscore the pressing
need for organizations to cultivate supportive work environments that address the intricate
challenges of balancing personal and professional responsibilities. Prioritizing strategies to
enhance organizational commitment and strengthen employees’ professional identity emerges
as a vital approach to mitigating the detrimental impact of work-family conflict. By doing so,
organizations can not only reduce turnover intentions but also foster a more engaged, resilient,
and committed workforce. These findings contribute to a deeper understanding of the dynamics
affecting employee retention in high-demand sectors and offer a foundation for future studies

exploring the multifaceted nature of work-family conflict and its organizational impact.
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