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Abstract
The purpose of this paper is to investigate the relationships between work-life conflict
(WLB) and organizational voice in the higher education sector. We surveyed a
population of academicians and administrative staff of two private universities in
Istanbul, Turkey. We found that there is a positive relationship between life-work
conflict and work-life conflict. The work-life conflict also affects organizational voice
negatively. Results reveal that when employees have conflict in their work and life
affairs, they prefer to be silent rather than speak up openly about organizational
policies. This paper explores the importance of the work-life conflict in regards to
remaining silent as a means of creating productive workplaces. This study is an
attempt to contribute to the arguments on the situation about how people can
remain silent or speak up in the workplace when they are not able to achieve balance
work and living domains. This paper investigates the relationship between work-life
conflict and organizational voice as perceived by the employees from the higher
education sector.
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1. Introduction
Both family and work-life face several challenges, including an increase in
competition, advances in technology and knowledge, as well as an increase in the
participation rate of both men and women in the work-life (Clark, 2000). Work-life
conflict as a research framework has been discovered by the western world (Sirgy &
Lee, 2018). However, it is significant to analyze the work-life conflict issues from the
developing countries’ perspective (Munn & Chaudhuri, 2016). Academic
organizations are more intense and busy environments with heavy workloads, and
irregular work shifts, as academics are also considered as workaholics (Selvanathan
et al., 2019). When they fail to maintain the work-life balance, especially with policies
of the school management, they feel irritated, dissatisfied, and one of the outcomes
may be keeping silent or raising their voices. This issue is directly related to the
wellbeing and satisfaction of the academics (Bayraktaroglu et al., 2019).
The modern life makes the situation harder for the employees to achieve work-life
balance as a result of the pressure put on the employees by the work system
(Mellner, Aronsson, & Kecklund, 2014). Allocating more time for a job, an individual
lacks energy and time in their family life as creating work-life conflict (Wu et al.,
2013). Universities are essential actors in the technological, economic, social
development of the nations. One of the driving pillars of knowledge creation is
cooperation and communication. Universities need to be pluralistic organizations
that value differences among employees and are open to different perspectives.
Academicians need to work in a free atmosphere where they can express their
opinions, collaborate, and share their experiences and outputs with other
researchers. It is also a responsibility for the university administration to create such
a knowledge-sharing environment to have useful research outputs. Recent studies
have concluded that the scene of employees’ meeting the organizational
expectations with silence may be a sign of the dissatisfaction (Brinsfield et al., 2009);
as silence may be a different method of protesting and message to the organizational
practices (Van Dyne, Ang, & Botero, 2003; Akcin et al., 2017). Earlier research also
has shown that employees must believe that expressing their opinions will have
adverse effects on them (Withey & Cooper, 1989). There is a need for HRM practices
should be applied to universities as the role of HRM has been changing (Khalifa &
Truong, 2010).
Earlier research on work-family conflict indicated several work-related outcomes
such as job satisfaction (Perrewe, Hochwarter, & Kiewitz, 1999), intention to quit
(Shaffer et al. 2001), work-related strain (Netemeyer et al., 1996) and organizational
citizenship behavior (Netemeyer et al., 2005). We need more evidence to
understand what makes individuals remain silent or speaking up about
organizational practices and procedures in different organizational settings (Milliken
et. all. 2003). There is no study found in the literature showing whether there is a
linkage between WLB and voice and silence. This study is an attempt to contribute
to the arguments on the situation about how people can remain silent or speak up
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in the workplace when they are not able to achieve balance work and living domains.
We are going to investigate the relationship between work-life conflict and
organizational voice as perceived by the employees from the higher education sector
to see whether there is a positive or negative effect of work-life conflict on the
organizational voice that is one of the job-related attitudes.

2. Theoretical Basis of Work-Life Conflict
Some theories have been developed about the relationship and interaction between
work and living areas. Two of them are rational perspective theory and
compensation theory. According to rational perspective theory, the reason for workfamily (life), conflict is fundamentally time pressure. According to the theory,
workers demand to compensate for non-satisfaction that is experienced as related
to one of the work and living areas (Martin, 1999). Thus, they make an effort to
compensate for this dissatisfaction in a living area and focus on other life areas to
have satisfaction. At the end of this, the time between work and living areas is
unbalanced, and the workers have a conflict problem. Spillover theory states that
the favorable or adverse conditions that occur in an area can influence other areas.
Therefore, employers, societies, and individuals cannot ignore one sphere without
potential peril to the other (Clark, 2000). For instance, if a worker is not happy with
his/her job, this unhappiness directly affects his/her family life. The work-family
border theory explains how individuals manage and negotiate the work and family
areas and the borders between them to achieve the balance. The work and family
create different fields which affect each other, and people are border-crossers who
perform activities between the work world and the family world (Clark, 2000). The
theoretical base of this research has been placed upon the frameworks of spillover
theory and work-family border theory.

3. Work-Life Conflict
The terms of work-family conflict and work-life conflict have been used in the
literature extensively, applying to the same notion (Quick, 2004; Reiter, 2007). The
literature on work-life conflict has received much consideration in academic writing
(Lewis et al., 2007; Moore, 2007; Koyuncu et al., 2009; Gregory & Miller, 2009;
Chandra, 2012). Many cited factors for this rise in interest include the changing
workforce, introduction of technology, shifting gender roles, and efforts by
employers to maximize retention and job satisfaction among employees (Fleetwood,
2007; Greenhaus & Allen, 2011). The work-life balance (WLB) is “the extent to which
an individual is equally engaged in -an equally satisfied with- his or her work role and
family role” (Greenhaus et al., 2003). The work-life balance represents a balance of
time, engagement, and satisfaction across multiple roles (Evans et al., 2013). Also,
work-family balance (WFB) is an individual’s perception of the fit between work and
family roles as it also implies that how much a person is similarly involved and glad
about its work and family part (Brown and Clark, 2017). It is the proper balance
between the employees' working life with the goal that they ought to have the
EJBE 2020, 13(25)
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capacity to concentrate on the organization, daily life, and family time activities.
Work-life balance has been depicted as the capacity of people, without concern to
their sex, age, or sexual orientation, to discover a time that will enable them to
coordinate their work with their non-work objectives, obligation, and activities
(Huges & Bozionelos, 2007). Life includes activities outside of work, namely family
life and free time (Guest, 2002). In connection with this, some factors have a
substantial influence on work-life balance such as the change like the workforce
(Shaw et al., 2003), long working hours (Brown et al., 2011), organizational support
(Denson et al., 2017; Wu et al., 2013), supervisor support (Anderson et al., 2002), an
increase of roles in life and work (Sánchez-Vidal et al., 2012), marital satisfaction
(Bradbury et al., 2000) and life satisfaction (Bayraktaroglu et al., 2019). Many studies
have found a negative relationship between supervisor support and work-family
conflict (Behson, 2005; Greenhaus et al., 2012; Kossek et al., 2011; Thompson &
Prottas, 2006). A rationale for the relationship between work-family conflict and
supervisor support is that supervisors express support for employees’ need to
balance the allocation of times for the family and work-life that in turn conserves
and produces the perception of more resources of energy and time that can be
invested in family roles (Anderson et al., 2002). A work-Life conflict is a form of interrole conflict whereby the role demands of one domain interfere with meeting the
demands of a role in another domain and the time spent for the work purposes
significantly contribute to the conflict between work and family roles (Greenhaus &
Beutell, 1985; Gutek et al., 1991). The statement has supported this idea that long
working hours make it impossible for an individual to satisfy the needs of his/her
family roles (Major et al., 2002). Work-life conflict may be in two different forms as
work occupying a greater place and thus creating an obstacle of the family roles and
vice versa (Carlson et al., 1985; Gutek et al., 1991). The name of the conflict changes
according to the direction of the conflict, from work to life and from life to work. In
other words, while you are in one domain, the other domain creates conflict. The
work-life conflict and life-work conflict have an enormous influence on many
attitudes such as job stress, performance and absenteeism, organizational
commitment, job, and life satisfaction, productivity, organizational citizenship,
happiness, retention, empowerment, and wellbeing of the individuals in general
(Lewis 1997, 2001; Koyuncu et al., 2009; Russell et al., 2009; Haar et al., 2014;
Pradhan et al., 2016). Negative work attitudes and effects such as cynicism, work
alienation, and workplace deviance have remained neglected in explaining certain
organizational phenomena, such as commitment and citizenship (Ucanok Tan, 2016).
The work-family balance is also associated with quality of life when there is
substantial time, involvement, or satisfaction to distribute across roles (Greenhaus
et al., 2003). It is also revealed that the work-life balances of employees have positive
and meaningful effects on organizational citizenship behavior and work-life
happiness (Erdogan et al., 2012). Also, if the work and life are not balanced, there
may be some negative results, including job dissatisfaction, damaging mental and
physical health, a decrease in work performance, and unhappiness in private life
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(Burke, 1988; Kinman & Jones, 2008). As a dimension of job satisfaction, if the
working conditions are improved, this situation may create a positive change in the
employees’ perceptions of their work (Wu et al., 2013). So, there are many familyfriendly managerial applications in order to balance personal and work life of people
such as flexible work schedules and family-friendly work settings, compressed
workweeks (Fleetwood, 2007), policies and work schedule programs (Brown et al.,
2011), and telework (Shaw et al., 2003). Work-life balance literature may be
classified into cultural and structural dimensions (Kossek et al., 2009). Cultural
dimensions of work-life balance include some concepts such as time work (Beham
et al., 2018), managerial support (Thompson et al., 1999), co-worker support
(Breaugh & Frye 2008), and reducing levels of work intensity (Koyuncu et al., 2009).
Structural dimensions of work-life balance include some formal HR policies ensuring
that workers have some flexible work practices allowing them more time to spend
with their family life. Additionally, gender makes a difference regarding conflict
perception levels in different cultural settings (Emslie & Hunt, 2009; Merluzzi, 2017).
Globally, work pressure has continuously been rising within academia for nearly the
last two decades. There is hugely increase in the stress level, pressure, and
organizational change in the universities, which lead to many studies of the
relationship of work-life balance with job stress factors among academicians (Bell et
al., 2012). There has been a plethora of academic literature on the topics of worklife conflict and work-life balance (Perrigino et al., 2018). However, an academicemployee understanding of WLB is different from corporate WLB practices (Adeniji
et al., 2016). It has been a dilemma of balancing work and life domains and hence
overcoming overcome work-life conflict for academics (Bell et al., 2012). There are
still relatively few studies that have examined theoretical models of work-life conflict
and stress concerning academia (O’Laughlin & Bischoff, 2005; Morris, 2019).
Academicians have naturally higher occupational stress that resulted in a tendency
towards work-life conflict, and this trend has been evident in most of the countries
globally (Gillespie et al., 2001; Darabi et al., 2017). Academic jobs are increasingly
insecure, more accountable, more entrepreneurial, and less well paid while also
losing autonomy, power, and social reputation (Locke et al., 2011). This is a natural
outcome of the profession that academicians have different roles in their family or
work lives resulting in a conflict inevitably (O'Laughlin & Bischoff, 2005; Ren &
Caudle, 2016). The issues relating to maintaining and obtaining a work-life balance
have received substantial attention over recent years (Deery, 2008) but less
attention, however, has been given to find the reality of work-life balance
satisfaction in the higher education sector (Denson et al., 2017; Doherty & Manfredi,
2006). University employees consist of not only academicians but also the
administrative staff. The work and life balance issues of the administrative staff at
the universities are also crucial for the effectiveness of the organizations. Not
surprisingly, the research results show considerable differences between the
experiences of administrative, professional, technical, and clerical staff and
academics (Doherty, 2006; Vasumathi et al., 2019).
EJBE 2020, 13(25)

Page |57

Erhan ATAY, Serkan BAYRAKTAROGLU & Gulfem TANRIVERDI

4. Theoretical Basis of Organizational Voice and Silence
The concepts of voice and silence have been considered since the 1980s derived
from the justice theory. The justice issues of the organizations included ethics of
conduct and the voice in the forms of whistleblowing. Until recently, researchers
focused on mechanisms of voice, and in the year 2000s, scholars starting considering
focusing on organizational violence in connection with managerial issues and
organizational practices creating a “climate of silence.” While silence is considered
significant beyond merely the absence of voice, the two constructs are inexorably
related, and hence much of the voice literature informs a deeper understanding of
silence (Bagheri et al., 2012). The tendency of the individual to speak up or to be
silent is the beginning of the spiraling process, which increasingly establishes one
opinion as for the dominant one (Noelle-Neumann, 1974). Another theory is selfmonitoring theory individuals are different in their sensitivity to contextual cues, and
in their capacity to adapt their behavior to the necessities of the condition to create
a good impression (Premaux & Bedeian, 2003). Over the last decade, researchers
devoted their efforts to understand employee voice behavior (Greenberg &
Edwards, 2009). Employee voice has many positive effects on any management
practices, and overall, the organization's performance. For instance, voice improves
the quality of decision-making, helps to detect and to solve potential complications,
enhancing learning as well as developing the workplace safety standards and
providing effective teamwork (Argyris & Schon, 1978; Edmondson, 2003). Although
it has benefits to both individuals and organizations, many people prefer staying
silent (Pinder & Harlos, 2001; Milliken et al., 2003; Morrison, & Milliken, 2003;
Perlow & Williams, 2003). Employees may speak out with the following conditions
as intending to solve the problems effectively, or voice behavior is considered to be
safe for the individual. However, Kwon and Ferndale (2020) opposed to this idea that
individuals might be supported to speak out when the organizational climate is
considered as appropriate so that the voice may solve the problems effectively. The
main reasons to remain silent are fear and risk, as speaking up requires courage and
confidence (Kish-Gephart et al., 2009; Detert & Edmondson, 2011). The concept of
employee silence may be considered as a process whereby individuals intentionally
censor some of their opinions as a result of the intention to protect their positions
in their workplace (Morrison & Milliken, 2000; Pinder & Harlos, 2001; Nafei, 2016).
The concept of silence in this respect may not necessarily be considered as the
opposite of voice as intentionally speak out their opinions in their workplace (Rusbult
et al., 1988; LePine & Van Dyne, 1998; Zhou & George, 2001; Prouska & Psychogios,
2018). Some researchers considered voice as an opportunity to express opinions and
explain them to the decision-makers, and some others defined voice as an
opportunity to express job dissatisfaction (Liu et al., 2010). The importance of the
climate of silence is expressed by Morrison and Milliken (2000) as employees may
hide some of their real intentions when they see risk, and also the decisions of the
employees depend on the possibility of the future organizational improvements
(Pinder & Harlos, 2001).
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Morrison further (2011, p. 375) explains the organizational voice as "discretionary
communication of ideas, suggestions, concerns, or opinions about work-related
issues with the intent to improve organizational or unit functioning.” Organizational
silence can be defined as a mindful, deliberate, and determined behavior, and
consecutive experiences of disinterest and rejection result in a state of acquiescent
silence (Pinder & Harlos, 2001; Akin & Ulusoy, 2016). Employee silence that is based
on selfish motives is called opportunistic silence (Knoll & van Dick, 2013).

5. Literature Review of Organizational Voice and Silence
At first, the silence was considered to be a passive attitude against an unpleasant
situation, a passive acceptance of the present situation, or a sign of commitment.
Organizational silence occurs when employees intentionally withhold their
knowledge and ideas regarding organizational issues. Employees generally have to
make this decision whether to share or hide information and opinions. The first
alternative is to remain silent in the organization. The silence can be preferred by
fear and social pressures or to avoid unwelcome ideas (Morrison & Milliken, 2003).
Another reason for remaining silent is the culture of the organization. In addition to
the remaining silent, the voice is another alternative to choose for the persons in the
organization. Aldrich and Kolarska (1980) defined voice as to express dissatisfaction
to superiors, either directly or indirectly, from inside or outside an organization.
There are two types of voice as direct and indirect. The direct voice is the direct
expression of problems and concerns to authorities within the organizations, while
the indirect voice is the expression of problems with applying to an outside authority
without formal authority. Researchers emphasized that although organizational
voice can be considered an authoritative source of organization and workers can
know many concerns and problems related to the organization, they are generally
unwilling to speak up (Bowen & Blackman, 2003), and many organizations face this
conflict. There are several studies about the relationship between organizational
voice and some job and life-related factors such as loyalty (Hoffman & Lowitt, 2008),
organizational commitment (Pradhan et al., 2016), job satisfaction (Koyuncu et al.,
2013; Settles et al., 2007), productivity (Bryson et al., 2006), cultural norms, and
support of other people (Bowen & Blackmon, 2003; Kwon & Farndale, 2020; Yee et
al., 2018), and engagement (Koyuncu et al., 2013). Employee silence is exceptionally
detrimental to organizations, often causing an “escalating level of dissatisfaction”
among employees, “which manifests itself in absenteeism and turnover and perhaps
other undesired behaviors” (Colquitt & Greenberg, 2003). Interpersonal trust should
be ensured for positive outcomes (Bakay, 2015).

6. Research Model and Hypotheses
The work-life conflict affects many attitudes and factors as job stress (Losoncz &
Bortolotto, 2009), performance and absenteeism (Siegel et al., 2005), organizational
commitment (Pradhan et al., 2016), job and life satisfaction (Erdogan et al., 2012),
EJBE 2020, 13(25)
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quality of life (Greenhaus et al., 2012; Shaw, 2003), productivity (Bryson et al., 2006),
organizational citizenship and happiness (Erdogan et al., 2012) and intention for
leaving the job (Koyuncu et al., 2012). The organizational voice is likely an attitude
that can occur in the work-life and whether there is a relationship between work-life
conflict and organizational voice or not has been previously studied. In this research,
the research model explaining the effect of work-life conflict on the organizational
voice has been examined. Since there is no study found investigating work-life
balance and organizational voice, we wanted to find out whether there is any
relationship. So, the research question of the study is, “Is there a positive or negative
effect of work-life conflict that results from an imbalance between work and life area
on organizational voice?” The hypotheses are as follows;
Hypothesis 1: There is a positive relationship between family-work conflict and
work-family conflict.
Hypothesis 2: There is a negative effect of work-to-family conflict on organizational
voice.
Hypothesis 3: There is a negative effect of family-to-work conflict on organizational
voice.
Hypothesis 4: There is a negative effect of work-life conflict on organizational voice.
Work-life conflict (CONFALL)
Family-work Conflict
(CONF2)

H3

Organizational
Voice (OV)

H4
H1

Work-family Conflict
(CONF1)

H2

Figure 1. Research Model

7. Methodology
7.1. Data Collection Process
Academicians and administrative staff have included the population of this research
in two private universities in Istanbul, Turkey, as it would be more logical to research
some OB concepts including an organizational voice in private universities as public
universities are centrally-controlled and bound by legislation. In this research,
Page |60

EJBE 2020, 13(25)

The Relationship of Work-Life Conflict and Organizational Voice in Higher Education Sector…

conformity sampling has been selected as sampling methods as we had a chance to
reach a limited number of private universities due to the sensitivity of the topic. In
other words, a sample of the research has been chosen from 2 well-known private
universities. We used case study research to explore the relationship between two
concepts as there is no generalization intention. A total of 117 academicians and
administrative staff in two private universities have taken part in the survey.

7.2. Research Sample
The sample includes 18 research assistants, 19 lecturers, 16 assistant professors, six
associate professors, four professors, and 54 administrative staff. 37.6 % of the
sample is female, and 62.4 % of the sample is male. The age ranges of the sample are
as follows; 10 people take part in the range 25 and below, 64 people take part in the
range 26-35, 34 people take part in the range 36-45, 8 people take part in the range
46-55, and 1 person takes part in the range 56 and over (Table 1).

Table 1: Participant Demographics
Academic Title
Research
15.4
Assistant
Lecturer 16.2

Age

Education
Tenure (years) Marital Status Dependent
High
18-25 8.6
4.2
1 1.7 Married 65 No Kids 42.7
School
Have
26-35 54.8 Associate 2.6
1-5 35
Single 35
57.3
Kids
Under
Depend
36-45 29.0
22.2
6-10 21.4
7.7
graduate
ents

Assistant
13.7
Professor
Associate
5.1
46-55
Professor
Professor 3.4 Over 56
Administr
46.2
ative Staff

6.8
0.8

Master 32.5

11-14 14.5

Gender

Ph.D. 38.5 Over 15 27.4 Female 37.6
Male 62.4

Note: All values are in percentages

According to marital status, it has been stated that 65 % of them are married, and 35
% of them are single. 4.3% of the sample has a high school degree, 2,6% of the
sample have an associate degree, 22,2% of the sample have an undergraduate
degree (26 people), 32,5% of the sample have a master degree, and 38,5% of the
sample have a doctoral degree. According to the work-life experience of the sample;
1.7% of the sample has less than 1-year work-life experience, 35% of the sample have
1 to 5 years work-life experience, 21,4% of the sample have 6 to 10 years work-life
experience, 14,5% of the sample have 11 to 14 years work-life experience, and 27,4%
of the sample 15 years and over work-life experience. Moreover, 57,3% of the
participators have children. 7.7 % of the sample is also obligated to look after people
in need of care (elder, disabled, patient, etc.).

7.3. Measures
University staff was measured by their engagement frequency in “voice” behaviors
(OV) at work with a scale consisting of six items (a=0.874) as proposed by Van Dyne
EJBE 2020, 13(25)
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and LePine (1998). As an example of these items, one of the items was, “I speak up
in my workplace with ideas for new projects or changes in the way we do things.”
The measurements were made by a five-point Likert scale (1=never to 5=very
frequently).
Two dimensions of conflicts in family-work and work-family were aspects of workfamily, and family-work conflicts were evaluated by the scales of Netemeyer et al.
(1996). Respondents indicated their agreement with each item on a five-point Likert
scale (1=strongly disagree, 3=neutral, 5=strongly agree). The scores of the workfamily conflict scale were (a=0.88), and family-work conflict scale was (a=0.89) as
some items included: “The demands of my work interfere with my home and family
life” and “My home life interferes with my responsibilities at work such as getting to
work on time, accomplishing daily tasks, and working overtime.”

7.4. Turkish Universities as a Context
The centralized structure of the Higher Education Sector in Turkey has created the
problems of the lack of institutional autonomy as well as the lack of academic
freedom in higher education institutions (Gok, 2016). As a general explanation of this
negative situation may be the heavy influence of politics in most of the areas in
Turkey. Although there has been a rapid increase in the number of universities being
opened up in every city in Turkey, the problems related to the poor administration
and short-vision of the system prevailed, including the lack of accountability in the
institutions. More recently, with the legislative changes in the higher education
sector; academic freedom has been declining, and one of the examples of this
negative trend is the fact that university vice-chancellors are not elected by the
academic personnel, and the candidates are selected through a somewhat political
system not based on the competency but patriarchal traditions. Furthermore, the
powers given to the Higher Education Council (YÖK) by the new legislative
arrangements may result in the removal of a countless number of academicians from
their universities. The centralized higher education system in Turkey created a
political and ideological atmosphere where the political institutions will control even
the curriculum development process and all academics’ appointments and
promotions. There is a tendency towards the politicization and centralization of the
authority in the universities’ administration imposing the official government (Gok,
2016; Acar & Coskan, 2020).

8. Findings
Reliability analysis, factor analysis, correlation analysis, and regression analysis
methods have been used. Reliability analysis Cronbach’s Alpha value of the work-life
conflict scale consisting of 10 items has been measured as 0.899. The reliability
coefficients of two dimensions of the work-life conflict have been found as 0,906 for
the work-family conflict scale and 0,837 for the family-work conflict scale.
Cronbach’s Alpha value of the organizational voice scale consisting of 6 items has
been measured as 0,883.
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8.1. Factor analysis
For the work-life conflict scale, ten items have been grouped under two factors, as
measured in the previous studies in the literature. The First five items have been
grouped under the first factor; the remaining five items have been grouped under
the second factor. Thus, it has been verified that the work-life conflict scale has two
factors as work-to-family conflict and family-to-work conflict, as stated in the
research model. For the Organizational voice scale, six items have been grouped
under one factor, as measured in the previous studies in the literature. Thus, it has
been verified that the organizational voice scale has one factor, as stated in the
research model.

8.2. Correlation analysis
In the study, the Pearson correlation analysis method has been used to determine
the direction of relationships and the significance level of the relationships between
demographic variables, the work-life conflict variable, the two dimensions of worklife conflict, and organizational voice variable (OV).
It has been found that there is a negative relationship between CONF1 and OV (r=0.178), CONF2 and OV (r=-0,107), and CONFALL and OV (r=-0,165). A positive
relationship between CONF1 and CONF2 (r=0,569) has been found at the p<0.01
significance level. It has also been found that there is a positive relationship between
organizational voice (OV) and age (r=0,286) at the p<0.01 level, which means if age
increases, organizational voice also increases. There is a negative relationship
between OV and marital status (r=-0,231) at the p<0.05 level; that means if people
are married, they tend to not speak up in the workplace. There is a positive
relationship between OV and education level (r=0,218) at the p<0.05 level, which
means if education level increases, organizational voice also increases. There is a
positive relationship between OV and work-life experience (r=0,370) at the p<0.01
level that means when people have work-life experience in a long time, they speak
up in workplaces more. There is also a positive relationship between OV and having
a person in need of care (r=0,203) at the p<0.05 level, which means if there is a
person in need of care in the house, people prefer to remain silent in the workplaces
(Table 2).

8.3. Hierarchical Regression analysis with controlling demographic
variables (Hierarchical regression)
The hierarchical regression analysis has been used with controlling demographic
variables to measure that whether a work-life conflict affects organizational voice or
not and by how many percent work-life conflict variables predict organizational voice
variable when demographic variables are controlled. Five demographic variables
have been chosen as control variables that are gender, age, education level, worklife experience, and having children (Table 3).
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Table 3. Hierarchical Regression Analysis
Dependent Variable (Organizational Voice, OV)
Predictor
Intercept
Control Variables
Education
Work Life Experience
Child
Gender
Age
Independent Variables
Work-Family Conflict (CONF2)
Work-Life Conflict (CONFALL)

Step 1
3,806**

Step 2
4,303**

Step 1
3,806**

Step 2
4,394**

0,221*
0,358**
-0,215*
-0,152
-0,012

0,250**
0,363**
-0,227*
-0,178
-0,073

0,221*
0,358**
-0,215*
-0,012
-0,152

0,245**
0,352**
-,248*
-0,064
-0,178

-0,211*
-0,209*

It can be interpreted that organizational voice takes shape depending on work-tofamily conflict (CONF1) by 21% with controlling gender, age, education level, worklife experience, and having children variables. In other words, variable work-tofamily conflict can predict variable organizational voice by 21% with these control
variables. Also, there is a negative and significant effect of variable CONF1 on
variable OV with controlling demographic variables (ß=-0,211; p=0.017<0.05).
It can be interpreted that organizational voice takes shape with depending on worklife conflict (CONFALL) by 20.9% with controlling gender, age, education level, worklife experience, and having children variables. In other words, variable work-life
conflict can predict variable organizational voice by 20.9% with these control
variables. There is also a negative and significant effect of variable CONFALL on
variable OV with controlling demographic variables (ß=-0,209; p=0.018<0.05).
First of all, correlation analysis has been used to determine the direction of
relationships and the significance level of the relationships between the variables of
the research. According to this analysis, a positive relationship between work to
family conflict and family to work conflict has been found, so our first hypothesis H1
(There is a positive relationship between family-work conflict and work-family
conflict) has been accepted. This finding supports the spillover theory. Thus, it can
be interpreted that when a person has one of these conflicts, this conflict usually
triggers another conflict. In other words, work to family conflict and family to work
conflict usually trigger each other.
The hierarchical regression analysis has been used with controlling demographic
variables to measure whether a work-life conflict affects organizational voice or not.
Five demographic variables have been determined as control variables that are
gender, age, education level, work-life experience, and having children. In this part,
the effect of the family-to-work conflict on the organizational voice has not been
taken into consideration because of being away from the significance level.
Therefore, Hypothesis 3 is rejected. It has been found that there is a negative and
significant effect of work-to-family conflict on organizational voice with controlling
EJBE 2020, 13(25)
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demographic variables, and there is a negative and significant effect of work-life
conflict on organizational voice with controlling demographic variables. Thus,
hypotheses H2 and H4 have been accepted according to hierarchical regression
analysis. These findings also support the work-family border theory.

9. Discussion and Conclusion
Work and life are two critical components of a person’s life. Some of the people are
in the tendency to delay his or her work when giving importance to the family; some
of them are in the tendency to delay his/her family activities when giving importance
to the work. This paper explored the importance of the work-life conflict in regards
to remaining silent as a means of creating productive workplaces. This study
attempted to contribute to the arguments on the situation about how people can
remain silent or speak up in the workplace when they are not able to achieve balance
work and living domains. This paper investigated the relationship between work-life
conflict and organizational voice as perceived by the employees from the higher
education sector. It is found that there is a positive relationship between life-work
conflict and work-life conflict. The work-life conflict also affected organizational
voice negatively. Results revealed that when employees have conflict in their work
and life affairs, they prefer to be silent rather than speak up openly about
organizational policies.

9.1. Theoretical Implications
The results of the analysis propose a model of the employee voice framework with
some dimensions initiating and preventing employee voice from the work-life
conflict perspective. Although much of the research concentrated on the factors
affecting the employee voice behavior, this paper analyses the relationship of worklife conflict with organizational voice.
Further studies may investigate other contextual variables that may have silence as
well as taking work-life conflict concepts from different perspectives. Scholars in this
field may use different mediators and moderators to explore different relationships
that may contribute to the present literature.

9.2. Implications for Practice
The issues related to the job satisfaction of the employees are essential for better
workplace conditions in private universities (Azmi, 2008; Danchev & Sevinc, 2012).
Managers and professionals should give importance to work-family balancing issues
and should deal with the work-family conflicts that their staff may be facing. They
should have various means to identify such problems experienced by their staff, and
they should develop strategies for solutions.
Firstly, they should usually be aware of the attitudes and behaviors of the workers
because work-life conflict may directly affect these jobs related attitudes like voice,

Page |66

EJBE 2020, 13(25)

The Relationship of Work-Life Conflict and Organizational Voice in Higher Education Sector…

silence, job stress, satisfaction, loyalty, etc. The negative effects of work-life conflict
may trigger other work-related problems.
Secondly, they should develop more effective managerial strategies and policies to
help workers regarding balancing work life and personal life. For example, they
should organize seminars to help workers and academicians to decrease the adverse
effect of work-life conflict on their job-related attitudes and to balance their work
and living areas. With the help of this type of managerial applications, they may
importantly contribute to the lives of academicians and workers. Our study suggests
that the implementation of family-friendly practices may be useful as a
comprehensive program that offers employees a broad enough spectrum of
practices to choose from to enhance the employee voice policies.
Furthermore, organizations may develop flexible work systems, including “work
from home” opportunities enabling their employees to cope with possible work-life
conflicts. Organizations and managers should be aware of the possible risks in the
work environment as a means of creating more work-life conflict issues. The wellbeing of the employees is important in terms of the productivity and effectiveness
of the organizations. Work-life conflict processes should be monitored closely,
including employee satisfaction surveys as well as managers having a close
relationship and communication with employees. The employees should be given
opportunities to reflect on their complaints and recommendations. As a result, a
friendly environment and atmosphere must be created to prevent possible workfamily conflict issues.
Work-life balance issues should be taken seriously by the managers as the process
may be stressful and burning-out. The severe effects of such a process may cost more
than it looks like for the organizations. The organizations consider the negative signs
reflected by the perception and behavior of the employees responsively.

9.3. Limitations
This study has some limitations. Firstly, it has to rely on cross-sectional data. Future
studies may consider longitudinal studies collecting more real-time and in-depth
data from the universities. Secondly, this study focused solely on two private
universities based in İstanbul, Turkey, that may render the empirical findings to be
less representative. Nevertheless, we used case study research, as there is no
generalization intention. Future studies in this field may be expanded to other
international universities abroad in the context of other cultures.

References
Acar, Y. G. & Coşkan, C. (2020). Academic activism and its impact on individual‐level
mobilization, sources of learning, and the future of academia in Turkey. Journal of Community
& Applied Social Psychology: 1–17. https://doi.org/10.1002/casp.2455
Adeniji, A.A., Ojo, I.S., Falola, H.O., & Adeyeye, O.J. (2016). Academic Employee’s Perception
of Work-Life Balance Practices: A Case Analysis of Private Universities in Ogun State, Nigeria.
Journal of Economics and Business Research, 22(1), 79-89.
EJBE 2020, 13(25)

Page |67

Erhan ATAY, Serkan BAYRAKTAROGLU & Gulfem TANRIVERDI
Akcin, K., Erat, S., Alniaçik, Ü., & Çiftçioğlu, A. B. (2017). Effect of perceived organizational
support on organizational silence and task performance: A study on academicians. Journal of
Global Strategic Management, 11(1), 151-151. https://doi.org/10.20460/JGSM.2017.244
Akin, U., & Ulusoy, T. (2016). The Relationship between Organizational Silence and Burnout
among Academicians: A Research on Universities in Turkey. International Journal of Higher
Education, 5(2), 46-58. https://doi.org/10.5430/ijhe.v5n2p46
Anderson, S. E., Coffey, B. S., & Byerly, R. T. (2002). Formal organisational initiatives and
informal workplace practices: Links to work-family conflict and job-related outcomes. Journal
of Management, 28(6), 787–810. https://doi.org/10.1016/S0149-2063(02)00190-3
Argyris, C. & Schon, D. (1978), Organizational learning. Addison-Wesley, MA.
Azmi, F. T. (2008). From Picnic Organizers to Strategists: Turn of the Wheel for Human
Resource Managers. Eurasian Journal of Business and Economics, 1(1), 37-60.
Bagheri, G., Zarei, R., & Aeen, M.N. (2012). Organisational silence (basic concepts and its
development factors). Ideal Type of Management, 1(1), 47-58.
Bakay, A. (2015). Does interpersonal trust influence organizational behavior? Eurasian Journal
of Business and Economics, 8(15), 219-238. https://doi.org/10.17015/ejbe.2015.015.11
Bayraktaroglu, S., Atay, E., Ilhan, H., & Mustafayeva, L. (2019). Work-family conflict and life
satisfaction: A comparative study of academics from British and Turkish business
schools. International Journal of Employment Studies, 27(2), 58.
Beham, B., Drobnič, S., Präg, P., Baierl, A., & Eckner, J. (2018). Part-time work and gender
inequality in Europe: a comparative analysis of satisfaction with work-life balance. European
Societies, 4, 1-25. https://doi.org/10.31235/osf.io/scpx6
Behson, S.J. (2005). The relative contribution of formal and informal organisational workfamily
support.
Journal
of
Vocational
Behaviour,
6,
487-500.
https://doi.org/10.1016/j.jvb.2004.02.004
Bell, A.S., Rajendran, D., & Theiler, S. (2012). Job stress, well-being, and work-life balance of
academics.
Electronic
Journal
of
Applied
Psychology,
8(1),
25-37.
https://doi.org/10.7790/ejap.v8i1.320
Bowen, F., & Blackmon, K. (2003). Spirals of Silence: The Dynamic Effects of Diversity on
Organizational Voice. Journal of Management Studies, 40(6), 1393-1417.
https://doi.org/10.1111/1467-6486.00385
Bradbury, T. N., Fincham, F. D., & Beach, S. R. (2000). Research on the nature and determinants
of marital satisfaction: A decade in review. Journal of Marriage and Family, 62(4), 964–980.
https://doi.org/10.1111/j.1741-3737.2000.00964.x
Breaugh, J.A., & Frye, N.K. (2007). An examination of the antecedents and consequences of
the use of family-friendly benefits. Journal of Managerial Issues, 19(1), 35–52.
Brinsfield, C. D., Edwards, M. S., & Greenberg, J. (2009). Voice and Silence in Organizations:
Historical Review and Current Conceptualizations. In J. Greenberg, M. S. Edwards (Eds.), Voice
and Silence in Organizations (pp. 3-33). UK: Emerald Group Publishing LTD.
Brown, K., Bradley, L., Lingard, H., Townsend, K., & Ling, S. (2011). Labouring for leisure?
Achieving work-life balance through compressed working weeks. Annals of Leisure Research,
14(1), 43–59. https://doi.org/10.1080/11745398.2011.575046

Page |68

EJBE 2020, 13(25)

The Relationship of Work-Life Conflict and Organizational Voice in Higher Education Sector…
Brown, T. J., & Clark, C. (2017). Employed parents of children with disabilities and work-family
life balance: A literature review. Child & Youth Care Forum, 46(6), 857-876.
https://doi.org/10.1007/s10566-017-9407-0
Bryson, A., Charlwood, A. & Forth, J. (2006). Worker voice, managerial response, and labour
productivity: an empirical investigation. Industrial Relations Journal, 37(5), 438–455.
https://doi.org/10.1111/j.1468-2338.2006.00414.x
Burke, R. J. (1988). Some antecedents of work-family conflict. Journal of Social Behavior and
Personality, 3(4), 287.
Carlson, K. M., Kacmar, K. M. & Williams, L. J. (2000). Construction and initial validation of a
multidimensional measure of work-family conflict. Journal of Vocational Behavior, 56(1), 249–
276. https://doi.org/10.1006/jvbe.1999.1713
Chandra, V. (2012). Work-life balance: eastern and western perspectives. The International
Journal
of
Human
Resource
Management,
23(5),
1040
1056.
https://doi.org/10.1080/09585192.2012.651339
Clark, S. C. (2000). Work/family border theory: A new theory of work/family balance. Human
Relations, 53(6), 747–770.
Colquitt, J., & Greenberg, J. (2003). Organizational Justice: A Fair Assessment of the State of
the Literature. In J. Greenberg (Ed.), Organizational Behavior, The State of the Science
(2nd.ed.) pp.165-210.
Danchev, A., & Sevinc, E. (2012). Willingness to Work, Human Capital, and Job Satisfaction: A
Case Study for Turkey. Eurasian Journal of Business and Economics, 5(10), 71-90.
Darabi, M., Macaskill, A., & Reidy, L. (2017). Stress among UK academics: Identifying who
copes best. Journal of Further and Higher Education, 41(3), 393-412.
https://doi.org/10.1080/0309877X.2015.1117598
Deery, M (2008). Talent management, work-life balance, and retention strategies.
International Journal of Contemporary Hospitality Management, 20(7), 792-806.
https://doi.org/10.1108/09596110810897619
Denson, N., Szelényi, K., & Bresonis, K. (2017). Correlates of Work-Life Balance for Faculty
Across Racial/Ethnic Groups. Research in Higher Education, 59(2), 226–247.
https://doi.org/10.1007/s11162-017-9464-0
Detert, J. R., & Edmondson, A. C. (2011). Implicit voice theories: Taken for granted roles of
self-censorship at work. Academy of Management Journal, 54(1), 461–488.
https://doi.org/10.5465/amj.2011.61967925
Doherty, L., & Manfredi, S. (2006). Action research to develop work-life balance in a UK
university.
Women
in
Management
Review,
21(3),
241-259.
https://doi.org/10.1108/09649420610657416
Edmondson, A. C. (2003). Speaking up in the operating room: How team leaders promote
learning in interdisciplinary action teams. Journal of Management Studies, 43(1), 1419–1452.
https://doi.org/10.1111/1467-6486.00386
Emslie, C., & Hunt, K. (2009). Live to work’ or ‘work to live’? A qualitative study of gender and
work-life balance among men and women in mid-life. Gender, Work & Organization, 16(1),
151–172. https://doi.org/10.1111/j.1468-0432.2008.00434.x

EJBE 2020, 13(25)

Page |69

Erhan ATAY, Serkan BAYRAKTAROGLU & Gulfem TANRIVERDI
Erdogan, B., Bauer, T. N., Truxillo, D. M., & Mansfield, L. R. (2012). Whistle while you work: A
Review of the life satisfaction literature. Journal of Management. 38(4), 1038–1083.
https://doi.org/10.1177/0149206311429379
Evans, A. M., Carney, J. S., & Wilkinson, M. (2013). Work-Life Balance for Men: Counselling
Implications.
Journal
of
Counselling
&
Development,
91,
436-441.
https://doi.org/10.1002/j.1556-6676.2013.00115.x
Fleetwood, S. (2007). Why work-life balance now?. The International Journal of Human
Resource Management, 18 (3), 387–400. https://doi.org/10.1080/09585190601167441
Gillespie, N. A., Walsh, M., Winefield, A. H., Dua, J., & Stough, C. (2001). Occupational stress
in universities: staff perceptions of the causes, consequences, and moderators of stress. Work
& Stress, 15 (1), 53-72. https://doi.org/10.1080/02678370117944
Gok, E. (2016). The Turkish higher education system from the kaleidoscope of Martin Trow.
Egitim ve Bilim, 41 (1), 184.
Greenberg, J., & Edwards, M. (2009). Voice and Silence in Organizations. Bingley: Emerald.
Greenhaus, J. H. & Allen, T. D. (2011), “Work-family balance: A review and extension of the
literature,” in In J. C. Quick & L. E. Tetrick (Eds.), Handbook of occupational health psychology
(2nd ed., pp. 165–183). Washington, DC: American Psychological Association.
Greenhaus, J. H., & Beutell, N. J. (1985). Sources of conflict between work and family roles.
Academy of Management Review, 10 (1), 76–88. https://doi.org/10.5465/amr.1985.4277352
Greenhaus, J. H., Collins, K. M., & Shaw, J. D. (2003). The relation between work-family balance
and quality of life. Journal of Vocational Behavior, 63 (3), 510-531.
https://doi.org/10.1016/S0001-8791(02)00042-8
Gregory, A., & Milner, S. (2009). Editorial: Work-life Balance: A Matter of Choice?. Gender,
Work, and Organization, 16 (1), 1–172.
Guest, D. E. (2002). Perspectives on the study of work-life balance. Social Science Information,
41 (2), 255–279. https://doi.org/10.1177/0539018402041002005
Gutek, B. A., Searle, S., & Klepa, L. (1991). Rational versus gender role explanations for workfamily conflict. Journal of Applied Psychology, 76(4), 560.
Haar, J. M., Russo, M., Suñe, A., & Ollier-Malaterre, A. (2014). Outcomes of work-life balance
on job satisfaction, life satisfaction, and mental health: A study across seven cultures. Journal
of Vocational Behavior, 85(3), 361–373. https://doi.org/10.1016/j.jvb.2014.08.010
Hoffman, J. L., & Lowitt, E. M. (2008). A better way to design loyalty programs. Strategy &
Leadership, 36(4), 44–47. https://doi.org/10.1108/10878570810888777
Hughes, J., & Bozionelos, N. (2007). Work-life balance as a source of job dissatisfaction and
withdrawal attitudes: An exploratory study on the views of male workers. Personnel Review,
36(1), 145–154. https://doi.org/10.1108/00483480710716768
Khalifa, M. H. E. D., & Truong, Q. (2010). The relationship between employee perceptions of
equity and job satisfaction in the Egyptian private universities. Eurasian Journal of Business
and Economics, 3(5), 135-150.
Kinman, G., & Jones, F. (2008). A life beyond work? Job demands, work-life balance, and
wellbeing in UK academics. Journal of Human Behavior in the Social Environment, 17(1-2), 41–
60.

Page |70

EJBE 2020, 13(25)

The Relationship of Work-Life Conflict and Organizational Voice in Higher Education Sector…
Kish-Gephart, J. J., Detert, J. R., Trevino, L. K., & Edmondson, A. C. (2009). Silenced by fear: The
nature, sources, and consequences of fear at work. Research in Organizational Behavior,
29(1), 163–193. https://doi.org/10.1016/j.riob.2009.07.002
Knoll, M., & van Dick, R. (2013). Do I hear the whistle…? A first attempt to measure four forms
of employee silence and their correlates. Journal of Business Ethics, 113(1), 349-362.
https://doi.org/10.1007/s10551-012-1308-4
Kolarska, L., & Aldrich, H. (1980). Exit, voice, and silence: Consumers' and managers' responses
to
organisational
decline.
Organization
Studies,
1(1),
41–
58.
https://doi.org/10.1177/017084068000100104
Kossek, E., Pichler, S., Bodner, T., & Hammer, L. B. (2011). Workplace social support and workfamily conflict: A meta‐analysis clarifying the influence of general and work– 37 family‐specific
supervisor and organizational support. Personnel Psychology, 64(2), 289–313.
https://doi.org/10.1111/j.1744-6570.2011.01211.x
Kossek, E.E., Lewis, S., & Hammer, L.B. (2009). Work-life initiatives and organisational change:
Overcoming mixed messages to move from the margin to the mainstream. Human Relations,
63 (1), 3 – 19. https://doi.org/10.1177/0018726709352385
Koyuncu, M., Burke, R.J., & Fiksenbaum, L. (2009). Work-Family Conflict among Turkish
Managers: Potential Antecedents and Consequences”, The Journal of Industrial Relations and
Human Resources, 11(1), 1-20. https://doi.org/10.4026/1303-2860.2009.0089.x
Koyuncu, M., Burke, R.J., & Wolpin, J. (2012), “Work-family conflict, satisfaction and
psychological well-being among women managers and professionals in Turkey,” Gender in
Management:
An
International
Journal,
27(3),
202-213.
https://doi.org/10.1108/17542411211221286
Koyuncu, M., Burke, R.J., Fiksenbaum, L., & Tekin, Y. (2013). Antecedents and consequences
of employee voice behaviour among front-line employees in Turkish hotels. Anatolia: An
International
Journal
of
Hospitality
and
Tourism,
24(3),
427–437.
https://doi.org/10.1080/13032917.2013.804425
Kwon, B., & Farndale, E. (2020). Employee voice viewed through a cross-cultural lens. Human
Resource Management Review, 30(1): 100653. https://doi.org/10.1016/j.hrmr.2018.06.002
LePine, J. A., & Van Dyne, L. (2001). Voice and Cooperative Behavior as Contrasting forms of
Contextual Performance: Evidence of Differential Relationships with Big Five Personality
Characteristics and Cognitive Ability. Journal of Applied Psychology, 86(1), 326–336.
https://doi.org/10.1037/0021-9010.86.2.326
Lewis, S. (1997) Family-friendly employment policies: A route to changing organisational
culture or playing about at the margins? Gender, Work, and Organization, 4(1), 13–23.
https://doi.org/10.1111/1468-0432.00020
Lewis, S., Gambles, R., & Rapaport, R. (2007). The constraints of a ‘work-life balance’ approach:
an international perspective. The International Journal of Human Resource Management,
18(3), 360–373. https://doi.org/10.1080/09585190601165577
Liu, W., Zhu, R., & Yang, Y. (2010). I warn you because I like you: Voice behavior, employee
identifications, and transformational leadership. The Leadership Quarterly, 21(1),189–202.
https://doi.org/10.1016/j.leaqua.2009.10.014
Locke, W., Cummings, W. K., & Fisher, D. (2011). Governance and management in higher
education. The Perspective of the Academy. Berlin: Springer. https://doi.org/10.1007/978-94007-1140-2
EJBE 2020, 13(25)

Page |71

Erhan ATAY, Serkan BAYRAKTAROGLU & Gulfem TANRIVERDI
Losoncz, I. & Bortolotto, N. (2009). Work-life balance: The experiences of Australian working
mothers. Journal of Family Studies, 15(2), 122–138. https://doi.org/10.5172/jfs.15.2.122
Major, V. S., Klein, K. J., & Ehrhart, M. G. (2002). Work time, work interference with family,
and psychological distress. Journal of Applied Psychology, 87(3), 427.
https://doi.org/10.1037/0021-9010.87.3.427
Martin, L. L. (1999). ID compensation theory: Some implications of trying to satisfy immediatereturn needs in a delayed-return culture. Psychological Inquiry, 195-208.
https://doi.org/10.1207/S15327965PLI1003_1
Mellner, C., Aronsson, G., & Kecklund, G. (2014). Boundary management preferences,
boundary control, and work-life balance among full-time employed professionals in
knowledge-intensive, flexible work. Nordic Journal of Working Life Studies, 4(4), 7–23.
https://doi.org/10.19154/njwls.v4i4.4705
Merluzzi, J. (2017). Gender and negative network ties: exploring difficult work relationships
within
and
across
gender.
Organization
Science,
28(4),
636-652.
https://doi.org/10.1287/orsc.2017.1137
Milliken, F. J., Morrison, E. W., & Hewlin, P. F. (2003). An exploratory study of employee
silence: Issues that employees do not communicate upward and why. Journal of Management
Studies, 40(6), 1453–1476. https://doi.org/10.1111/1467-6486.00387
Moore, F. (2007). Work-life balance: contrasting managers and workers in an MNC. Employee
Relations, 29(4), 385–399. https://doi.org/10.1108/01425450710759217
Morris, L. V. (2019). The Conundrum of Work-Life Balance. Innovative Higher Education, 44(4),
247-248. https://doi.org/10.1007/s10755-019-09471-z
Morrison, E. W. (2011). Employee voice behaviour: Integration and directions for future
research.
The
Academy
of
Management
Annals,
5(1),
373–412.
https://doi.org/10.5465/19416520.2011.574506
Morrison, E. W., & Milliken, F. J. (2000). Organizational silence: A barrier to change and
development in a pluralistic world”, Academy of Management Review, 25(1), 706-725.
https://doi.org/10.5465/amr.2000.3707697
Morrison, E. W., & Milliken, F. J. (2003), “Speaking up, remaining silent: The dynamics of voice
and silence in organisations,” Journal of Management Studies, 40(6), 1353-1358.
https://doi.org/10.1111/1467-6486.00383
Munn, S. L., & Chaudhuri, S. (2016). Work-life balance: A cross-cultural review of dual-earner
couples in India and the United States. Advances in Developing Human Resources, 18(1), 5468. https://doi.org/10.1177/1523422315616342
Nafei, W. A. (2016). Organizational silence: It is destroying the role of organizational
citizenship
behavior.
International
Business
Research,
9(5),
57-75.
https://doi.org/10.5539/ibr.v9n5p57
Netemeyer, R. G., Boles, J. S., & McMurrian, R. (1996). Development and validation of workfamily conflict and family-work conflict scales, Journal of Applied Psychology, 81(4), 400-410.
https://doi.org/10.1037/0021-9010.81.4.400
Netemeyer, R. G., Maxham, J. G., & Pullig, C. (2005). Conflicts in the work-family interface:
Links to job stress, customer service, employee performance, and customer purchase intent.
Journal of Marketing, 69(1), 130–143. https://doi.org/10.1509/jmkg.69.2.130.60758
Noelle-Neumann, E. (1974). The spiral of silence a theory of public opinion, Journal of
Communication, 24 (2), 43–51. https://doi.org/10.1111/j.1460-2466.1974.tb00367.x

Page |72

EJBE 2020, 13(25)

The Relationship of Work-Life Conflict and Organizational Voice in Higher Education Sector…
O’Laughlin, E. M., & Bischoff, L.G. (2005). Balancing Parenthood and Academia Work/Family
Stress as Influenced by Gender and Tenure Status, Journal of Family Issues, 26 (1), 79-106.
https://doi.org/10.1177/0192513X04265942
Perlow, L. & Williams, S. (2003), Is silence killing your company?. Harvard Business Review, 81
(1), 53–58. https://doi.org/10.1109/EMR.2003.24935
Perrewe, P. L., Hochwarter, W. A., & Kiewitz, C. (1999). Value attainment: An explanation for
the negative effects of work-family conflict on life satisfaction, Journal of Occupational Health
Psychology, 4, (1), 318– 326. https://doi.org/10.1037/1076-8998.4.4.318
Perrigino, M. B., Dunford, B. B., & Wilson, K. S. (2018). Work-family backlash: The “dark side”
of work-life balance (WLB) policies. Academy of Management Annals, 12(2), 600-630.
https://doi.org/10.5465/annals.2016.0077
Pinder, C. C., & Harlos, K. P. (2001). Employee Silence: Quiescence and Acquiescence as
Responses to Perceived Injustice. Research in Personnel and Human Resources Management,
20(1), 331–369. https://doi.org/10.1016/S0742-7301(01)20007-3
Pradhan, R. K., Jena, L. K., & Kumari, I. G. (2016). Effect of work-life balance on organisational
citizenship behaviour: Role of organisational commitment. Global Business Review, 17(3), 1529. https://doi.org/10.1177/0972150916631071
Premeaux, S.F. & Bedeian, A.G. (2003), “Breaking the silence: The moderating effects of self‐
monitoring in predicting speaking up in the workplace. Journal of Management Studies, 49(6),
1537–1562. https://doi.org/10.1111/1467-6486.00390
Prouska, R., & Psychogios, A. (2018). Do not say a word! Conceptualizing employee silence in
a long-term crisis context. The International Journal of Human Resource Management, 29(5),
885-914. https://doi.org/10.1080/09585192.2016.1212913
Quick, J. D., Henley, A. B. & Quick, J. C. (2004). The balancing act: At work and home.
Organizational Dynamics, 33 (4), 426–438. https://doi.org/10.1016/j.orgdyn.2004.09.008
Reiter, N. (2007). Work-life balance: What do you mean? The ethical ideology is underpinning
appropriate application. Journal of Applied Behavioral Science, 43(2), 274–294.
https://doi.org/10.1177/0021886306295639
Ren, X., & Caudle, D. (2016). Walking the tightrope between work and non-work life: strategies
employed by British and Chinese academics and their implications. Studies in Higher
Education, 41(4), 599-618. https://doi.org/10.1080/03075079.2014.942277
Rusbult, C. E, /Farrell, D., Rogers, G. & Mainous, A. G. III (1988). Impact of exchange variables
on exit, voice, loyalty, and neglect: an integrative model of responses to declining job
satisfaction.
Academy
of
Management
Journal,
31(1),
599–627.
https://doi.org/10.2307/256461
Russell, H., O'Connell, P. J., & McGinnity, F. (2009). The Impact of Flexible Working
Arrangements on Work-life Conflict and Work Pressure in Ireland. Gender, Work &
Organization, 16 (1), 73–97. https://doi.org/10.1111/j.1468-0432.2008.00431.x
Sánchez-Vidal, M. E., Cegarra-Leiva, D., & Cegarra-Navarro, J. G. (2012). Gaps between
managers' and employees' perceptions of work-life balance. The International Journal of
Human
Resource
Management,
23(4),
645–
661.
https://doi.org/10.1080/09585192.2011.561219
Selvanathan, M., Yan, D., Supramaniam, M., Arumugam, T., & Suppramaniam, S. (2019).
Lecturers' Productivity in Private Universities, Kazakhstan. Universal Journal of Educational
Research, 7(12), 2558-2567. https://doi.org/10.13189/ujer.2019.071202
EJBE 2020, 13(25)

Page |73

Erhan ATAY, Serkan BAYRAKTAROGLU & Gulfem TANRIVERDI
Shaffer, M. A., Harrison, D. A., Gilley, K. M., & Luk, D. M. (2001). Struggling for balance amid
turbulence on international assignments: Work-family conflict, support, and commitment.
Journal of Management, 27(1), 99–121. https://doi.org/10.1177/014920630102700106.
Shaw, S. M., Andrey, J., & Johnson, L. C. (2003). The struggle for life balance: Work, family, and
leisure in the lives of women teleworkers. World Leisure Journal, 45(4), 15–29.
https://doi.org/10.1080/04419057.2003.9674333
Siegel, P. A., Post, C., Brockner, J., Fishman, A. Y., & Garden, C. (2005). The moderating
influence of procedural fairness on the relationship between work-life conflict and
organizational
commitment.
Journal
of
Applied
Psychology,
90(1),
13.
https://doi.org/10.1037/0021-9010.90.1.13
Sirgy, M. J., & Lee, D. J. (2018). Work-life balance: An integrative review. Applied Research in
Quality of Life, 13(1), 229-254. https://doi.org/10.1007/s11482-017-9509-8
Thompson, C. A. & Prottas, D. J. (2006). Relationships among organizational family support,
job autonomy, perceived control, and employee well-being. Journal of Occupational Health
Psychology, 11(1), 100–118. https://doi.org/10.1037/1076-8998.10.4.100
Thompson, C. A., Beauvais, L. L. & Lyness, K. S. (1999). When work-family benefits are not
enough: The influence of work-family culture on benefit utilization, organizational
attachment, and work-family conflict—Journal of Vocational Behaviour, 54(3), 392–415.
https://doi.org/10.1006/jvbe.1998.1681
Ucanok Tan, B. (2016). The role of work centrality in the relationship between work alienation
and organizational commitment: A study of Turkish SMEs. Journal of East European
Management Studies (1), 60-81. https://doi.org/10.5771/0949-6181-2016-1-60
Van Dyne, L., & LePine, J. A. (1998). Helping and voice extra-role behaviors: Evidence of
construct and predictive validity. Academy of Management Journal, 41(1), 108-119.
https://doi.org/10.5465/256902
Van Dyne, L., Ang, S., & Botero, I. C. (2003), “Conceptualizing Employee Silence and Employee
Voice as Multidimensional Constructs,” Journal of Management Studies, 40(6), 1359-1392.
https://doi.org/10.1111/1467-6486.00384
Vasumathi, A., Sagaya, M. T., & Poranki, K. R. (2019). The impact of emotional intelligence on
work-life balance among the faculty members' performance in the private universities using
multivariate analysis, Tamil Nadu, India-an empirical study. International Journal of Services
and Operations Management, 34(1), 1-20. https://doi.org/10.1504/IJSOM.2019.102028.
Withey, M. J. & Cooper, W. H. (1989). Predicting exit, voice, loyalty, and neglect,”
Administrative Science Quarterly, 34, 521–539. https://doi.org/10.2307/2393565
Wu, L., Rusyidi, B., Claiborne, N., & McCarthy, M. L. (2013). Relationships between work-life
balance and job-related factors among child welfare workers. Children and Youth Services
Review, 39(9), 1447–1454. https://doi.org/10.1016/j.childyouth.2013.05.017
Yee, L. S., Sandaran, S. C., & Abd Razak, S.S. (2018). Employee Voice and the Communication
of Dissent in an Organizational Setting in Malaysia: A Case Study. LSP International Journal,
5(1), 23–47. https://doi.org/10.11113/lspi.v5n1.62
Zhou, J. & George, J. M. (2001). When job dissatisfaction leads to creativity: encouraging the
expression
of
voice.
Journal
of
Applied
Psychology,
44,
682–96.
https://doi.org/10.5465/3069410

Page |74

EJBE 2020, 13(25)

