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Abstract

The highly competitive globalized environment results in increase in job pressure which lead to distract work
life balances among the employees. Employee job satisfaction and retention linked not only with financial
constraints. Apart from that there is consequent intention in leaving the organization was employees struggle
between their work and life. Through experiencing greater work-life balance, individuals report feeling better
in general (e.g., greater job and life satisfaction) and tend to behave in favorable ways (e.g., lower turnover
and absenteeism).

Historically, the influx of women in the workplace jumpstarted research into how female employees could
successfully care for families while working, but today work-life balance is discussed with respect to multiple
affected groups (e.g., men, single parents). In the modern era of technology and convenience, organizations
have begun to provide their employees with helpful ways to balance their work and non-work roles through
benefits like flexible work hours, telecommuting, and so on. However, offering these benefits is not enough, the
organization and management must stand behind its promotion of healthy work-life balance for employees by
creating a culture as such and designing policies that support this initiative. Otherwise, employees feel
pressure to continuously work, which can be perpetuated by mobile devices and constant accessibility of the
internet that allows employees to transport a workstation wherever they go.

This research paper explores the work life balance practices and its impact towards employee job satisfaction
and perception on work life balance. It delivers an analysis of the antecedents to work-life conflict and family-
work conflict among the employees, as well as the resolutions that organizations may gadget to proliferate the
work-life balance among employees.
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Introduction

Throughout their lives, people play mony roles:
parents, siblings, spouse, son/doughter, friend,
employee, colleague ond the list go on. Most people
try to hondle all these roles completely and are oble
to cope with the demonds thot each role puts on them,
even when these roles seemingly clash. However,
work-life conflict occurs when the time ond energy

demonds imposed by the many roles a person plays,
become incompatible with one another. The biggest
problem foced by working professionals is the
inobility to bolonce the demonds ond pressure ot
work ond demonds ond pressure ot home front. There
are two mojor issues thot need to be understond to
resolve the work-life imbalonce hoppening omong
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today’s professionals: Role overload i.e. having too
much to do ond too little time to do it in limited time
frome ond Role interference i.e. when incompatible
demonds moke it difficult, if not impossible, for
employees to perform oll their roles well. Role
interference in turn consists of two factors i.e. work
to fomily interference , where work gets the woy of
fomily life ond fomily to work interference where
fomily demonds (such as child or elder care etc.)
offects work."

However, ochieving work-life balonce may be o
priority and desire of an individual employee; but, it
is not his or her sole responsibility to be a lone
fighter. Employers being the advocates of setting
norms ond conditions ot workploce ore considered to
be the focilitators of work-life balonce in Digital Ero.
Having a well balonced work life will result in o
happy, well motivated, committed employee ond the
sign of a poor work life balonce include high stress,
overtime, obsenteeism ond staff turnover. Coreer
success today is defined not only in terms of
promotions ond lucrotive assignments but also the
ability to bolonce between work ond personal life. In
this regord helping employees to hove o healthy
work-life balonce has become o challenge for
employers ond humon resource professionals.

Over the post twenty-five years, there has been o
substontial increase in work which is felt to be due, in
port, by information technology ond by on intense,
competitive work environment. Long term loyalty
have been twisted by o performonce culture thot
expects more ond more from their employees yet
offers little security in return. This is olso
encouroged by prevailing consumerist culture ond
exponding horizons of the social chonges in Indion
influenced by western culture gives more
importonce to earnings ond life style ond the low
volue to parenting.

Over the post decade, rises in levels of absenteeism,
poor health, coardiovasculor disease, sexual heolth
problems, o weoker immune system ond frequent
headoches, stiff muscles, or backache, poor coping
skills, irritability, jumpiness, insecurity, exhoustion,
ond difficulty concentroting. There are also increose
in the level to binge eating, smoking, ond alcohol
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consumption. They are all evidence of on unheolthy
work life balonce. According to arecent study for the
Center for Work-Life Policy, 1.7 million people
consider their jobs ond their work hours excessive
because of globalization.

Whatis work-Life balance?

There is no definite definition of work life balance.
It differs occording to the individual perception.
Followings ore some definition given by
researchers.

¢ Work-life balonce, in its broodest sense, is
defined os a satisfactory level of involvement or
“fit’ between the multiple roles in a person’s life
(Hudson, 2005).

WLBPs are those institutionalized structural ond
procedural orrongements, as well os formal ond
informol proctices thoat moke it eosier for
individuals to monoge the often-conflicting
worlds of work ond fomily lives (Ostermon,
1995).

WLBPs are increosingly being considered os
strategic, innovative, cruciol ond progressive
(Lombert, 2000; Perry-Smith & Blum, 2000,
Tenbrunsel etal., 1995).

Gibson et a. (2006: 197-198) offered two
explonations regording the interconnectedness of
work ond life in the orgonizational setting: (1) the
compensotion effect implies that employees tend
to compensate for low work or personal life
satisfoction by seeking contentment in the other
domain; and (2) the spillover view that indicotes
that job satisfoction spills over into one’s work
life ond vice verso.

According to Johnson (2005) the employees’ oge,
lifestyle, ond environment play importont role in
one’s perception of work-life bolonce.

Work-life balonce suggests the meoning os “bringing
equilibrium or stobility of both life ond work”.
Moreover, this gives rise to the need to recognize thot
balonce con have both on objective ond subjective
meoning ond meosurement, thoat it will vory
according to circumstonces ond thot it will also vory
across individuals.
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Need and importonce of the study /Why it needs
to be studiedB

Women with young ones ore the fostest growing
segment of the work force.

Eighty-five percent (85%) of all workers have
fomily core responsibilities.

New chollenges from the globalizotion hove
disturbed the Indion life style.

Work life balonce proctices con be categorized into-

1. Policies: cover the formal & informal ways by
which employees’ work & leave schedules are
hondled, including port time work, flexi time &
poarental or fomily leave.

. Benefits: Benefits cover different forms of
compensotion thot protect ogoinst loss of
earnings, poyment of medicol expenses &
sponsored vacoation.

. Services: Service include onsite or neor site
childcare centers, medical focilities & counseling

The specific expression “work-fomily bolonce” was
first used in UK in late 1970s to define on
individual’s stobility between work life ond personal
life. Work-life balonce has olways been o concern of
those interested in the quality of working life ond its
relation to broader quality of life. The pressures of
work, for those in work, have been intensifying in
recent decodes. Foctors such as

* the odvonces in informotion technology ond
information lood

» theneed for speed of response

» the importonce ottoched to quolity of customer
service

Work-life balonce policies con assist employees
achieving abalonce between their work ond personal
commitments thot is right for them. The policies
need to be supported by the workploce culture,
which reflects the beliefs, values ond norms of the
whole of the orgonization from the CEO to staff
members. Other importont foctors in the success of
work life balance policies include proper
communication of commitment to the policies to
existing ond future employees, raising aworeness of
the policies, educotion of monagers obout the
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importonce of policies, ond training of monogers on
how to implement these policies.

Research Objectives

The main objective of the work-life balonce study
here is to understond the business benefits of
improved work-life balonce. The moin objectives of
the research are os follows:

* To study the work-life bolonce issues offecting
the employees’ life.

To suggest the suitoble meosure for perfect
equilibrium between effective work and life. .

To study the benefits of work-life bolonce
proctices to employers and employees.

To determine Strategic HR initiatives for
achieving work-life balonce.

Work-Life Balance Problems

For on employer it might be difficult to understond
thot whether he is supporting the employees to
balonce their work and life. There are some foctors
thot show that the work/life balonce is poor. Some of
these foctors ore os:

* Employees are doing a lot of overtime os the
youth is torgeted os they ore more energetic ond
young to do ony task. In lieu of eorning money
they not get enough time to spend with fomily ond
it may leod to issues related to personal life even
heolth may not support for along period of time
tospend on job.

High rates of obsenteeism or stoff sickness.
High levels of staff turnover.

Employees toking o lot of time off to deal with
“emergencies” involving children or other
dependents.

» Highlevels of employee stress.

Employees should be mode to get rechorge os they
will be working for long hours they need breok from
hectic work schedule. Monogement should interact
with people and understond what con be done to keep
employees hoppy so thot they con be poart of
orgonizotion for a long period of time. But should
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Corporoate Indio meekly accept thatBCould they not
firmly ond collectively send the message out thot
their executives are their wealth and should be better
taken core ofB Initiatives like “work from home,”
flexi-work, etc., have not been successful. People
who choose that option have become morginalized
ond subtly excluded, with their career cleorly nose-
diving. This hos forced most of them to give in ond
get bock to the mainstream coreer force or maoke o
tough priority decision. I have come across severol
“power women” who chose the work from home
option. In o few months, they hod to admit thot it wos
killing their growth in the company.

There are certoin health reloted issues which are
orises due to the work/ life imbolonces ond stress ot
workploce.

a. Health Problems

The consequences of stressful work ore heolth
reloted problems, which eventually leads to
quitting of job or Quitting the industry. [ witness
high ottrition rotes of around 30-40% in this
industry. Some of'the health issues ore:

. Tension

. Sleeplessness

. Headaches

. Eye-stroin

. Repetitive strain injury (RSI)

. Voice loss, hearing problems ond burn-out.

. Detachment from the Family

The employees ore hordly oble to give time for
their families. Problems become more
pronounced when they get morried. Additional
responsibilities of running o fomily demonds
more time ond hence eventuolly people quit the
industry. Most of the employees work on Indion
holidays too, which couses frustration. Some
employees even feel the need for inclusion in the
fomily and the society. Hence it is important for
fomily members to render support for their young
sons ond doughters ond to help them with the
stress thot they are undergoing.
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c. Depression

The grodual realization thot there are limited scopes
in developing a coreer owing to fewer growth
opportunities is increasing the frustration levels in
the orgonization. Coupled with growing mental
fatigue ond increasingly punishing physical
environments, depression is the obvious end result.
Some componies have now devised different stress
monogement programs mainly to counter
depression.

Reasons of imbalance: There ore various reasons
for this imbolonce ond conflicts in the life of on
employee. From individual coreer ombitions to
pressure to cope up with fomily or work, the reasons
con be situotion and individual specific. The speed of
advoncement of information technology, the
increosing competition in the tolent supply morket
has led to a “performonce-driven” culture creating
pressures ond expectations to performonce more ond
better every time. Also, mony o times, mony people
find it difficult to say “NO” to others especially their
superiors. They usuolly end up over burdening
themselves with work. The increasing
responsibilities on the personal front with oge con
also create stress on personol ond professional
fronts.

Ways to bring Work-Life balance (WLB)

Today, on employee is not looking at their employer
just ajob but they waont the compony to core for their
work life balonce ond their well being. Employees
tend to feel motivated when they feel that the
orgonizotion is putting extra effort in providing o
heolthy bolonce between work ond life. Motivoted
employees not only enhance the productivity but
also help creoting o positive work environment ot
office. Some orgonizations have initiotives to
provide timely assistonce to the employees in a.crisis
situation rising out of finoncial or personal
problems. Flexible work options is one of the key
tools for ottrocting ond retoining employees
especially women employees. Our employees have
the flexibility to exercise o need bosed work from
option os it helps them more in mointaining bolonce
between work ond home. This benefits includes
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increased productivity, lower ottrition, less number
of leaves token, cost savings on infrastructure ond of
course on extremely hoppy workforce. If o compony
addresses these needs, in addition to providing greot
career opportunities, they con be very successful in
providing job satisfoction to the employee.

1. Pay: WLB policies must be built around on
equitoble pay programs. So that in future more
workers moy wont to porticipote in the profits of
the firm.

. Benefits: Since workers are now better
orgonized, educated ond vociferous, they
demond more from the employers oll over the
world-oport from the pay-in the form of social
security ond welfore benefits as matter of right
which were once considered os port of the
borgaining process.

. Job Security: Conditions in the work
environment must be created by the employer
which will give freedom to all the employees ond
free from fear of losing their jobs. A system must
be created in such awoay which creates heaolthy
working conditions with optimum finonciol
security.

. Alternative Work Schedules: With o view to
tackle job boredom, modern orgonizotions hove
been experimenting with several forms of
alternate work schedules such os four-day work
week, flexi-time and part-time work.
Compressed work week is a work schedule mode
between the number of hours worked per day, ond
the number of days worked per week, 10 hours
eoch day or three days, 12 hours each day are
examples of the QWL schedule. In India this is
being implemented by o few componies
successfully.

. Participation and Democracy: The Quality of
Work life depoartment implements progroms ond
proctices thot encourage o positive and
productive work experience of orgomizotion.
QWL services address the key areos of Work-Life
Balonce such os Flexible working options,
Flextime, Flexi place, compressed work
schedules, job-sharing, stoff recognition ond
awords, heolth ond wellness workshops. Chonge
ond competition have dromatically increosed the

work demonds in the environments. At the some
time, these pressures have impacted the entire
Indion orgomizations workforce.

These ore some points stressed os essentiol to
improve the QWL in Indion orgonizations. Let us see
how compony’s corried QWL progroms to overcome
crisis faced by members of orgonization. Some of the
key area.of work life balonce is discussed below:

a. Flexible work options: Flexible work options
respond to significont chonges ot work and home
during the past few decades. Some flexible work
options ore:

i. Flextime: The most requested, cosiest to
monoge ond the most offordoble FWO is
flextime which offers flexibility in orrival,
deporture ond/or lunch times, typicolly with a
designated core-time during which all stoff
are present. The Flextime in mony componies
enhonces recruitment, reduces stress through
the ability to better balonce work ond personal
responsibilities, reduces paid obsences ond
tordiness, reduces turnover, where individuols
faces o recurring, unresolvoble conflict
between work ond a personal responsibility.
Flextime may offer o solution that enobles the
individual to solve the problem ot hond.

ii. Flex place: This crrongement allows for o
portion of the job to be performed off-site, on
o regulor, recurring bosis. The majority of
work time is spent ot the office ond the off-site
work typically is done ot home. It may be the
most complicated flexible work option to
orronge since it generally requires electronic
equipment ond technological support. Bosed
on operational needs, a Flex ploce
orrongement is most oppropriote for work
with clearly defined tosks, meosurable work
activity, ond the individual’s presence is not
required in the work place. The advontoges
ore con improve the morale, productivity,
commitment ond retention is possible.

b. Compressed Work schedules: Compressed
Work schedules have been promoted os o way to
extend service hours, reduce shift turnover, or
moximize on investment in expensive equipment
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or high-priced office spoce. Additionally, these
orrongements have supported time off during
summer months in order to offer employees more
week-end leisure time. More recently, these
arrongements have been seen s o way to comply
with corporote support for reduced troffic and
pollution. A traditional 35-40 hour work week is
condensed into fewer thon five days of work. This
option is more eosily opplied to non-exempt
(weekly poid) stoff for whom moximum work
hours ore identified, but it is not ruled out for
monthly paid stoff who may work more thon 40
hours during the work week.

. Part - time work: Is a regulor arrongement for
between 17.5 ond 28 hours a week. This is
different from o temporory work ossignment
where on employee is expected to have a
temporory, non-recurring relotionship to the
workplace and does not receive paid time off.

. Job Sharing: The time con be split evenly or
unevenly depending upon the demonds of the job
or the needs of the sharing team. The compony
allows two staff members to share the
responsibilities of one full-time position. Eoch
stoff member shares o specific proportion of a
full-time position. Creative ond innovative
schedules con be designed to meet the needs of
the job sharers ond the office. A Job Share
arrongement is different from o Port-time
position which hos o worklood thot con be
monoged within 17.5 to 28 hours o week.
Working in o shared job also differs from o Port
Time arrongement in the following ways:

. Opportunity for career growth: The work
should provide career opportunities for
development of new abilities ond exponsion of
existing skills on acontinuous bosis.

. Balance of work and personal life: There
should be proper balonce between work life ond
personal life of workers. The demonds of work
such os lote hours, frequent travel, ond quick
tronsfers are both psychologicolly ond socially
very costly ond detrimentol to QWL.

. Social relevance of work: Work should not be o
source of materiol ond psychological satisfoction
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but o meons of social welfore. An orgonization
that has o greater concern for social couses like
pollution, consumer protection, national
integration, employment, etc., con improve the
QWL.

. Social intergration in work force: The worker

should be made to feel asense of identity with the
orgonizotion ond develop o feeling of self-
esteem, Openness, trust, sense of community
feeling, scope for upword mobility, equitoble
treatment are essentiol for this purpose.

Constitutionalization in work organization:
QWL provides constitutional protection to the
workers. Monogement oction con be challenged.
Constitutional protection is provided to workers
on such matters like free speech, equity oand due
process.

Benefits to the Employers and Employees
1. Benefits to the employers: - Followings ore the

benefits thot are being researched by various
academicions ond reseorchers.

Work-life balance proctices-

reduced stoff turnover

lower recruitment ond training costs, due to
decreosed turnover

reduced obsenteeism due to higher levels of well
being

gaining o reputation as o good employer or on
employer of choice

Improved recruitment ond retention rotes
reduced stress levels amongst staff
improved morale ond job satisfoction
greoter staff loyolty ond commitment
improved productivity

reduced absenteeism

. Employees Benefits: -

being effectively manage multiple
responsibilities at work, home ond in the society
without ony stress
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reduced stress levels and higher levels of well
being

control over time monogement in meeting work
life commitments

autonomy to moke decisions regording work life
balonce

Increosed focus, motivation and job satisfoction,
knowing that fomily ond work commitments ore
being met.

Increased job security from the knowledge thot
on orgonizotion understonds ond supports
workers with fomily responsibilities

Increased employee engogement
Increosed employee commitment

Strategic HR Initiatives for Achieving
Work-Life Balance

Achieving work-life balance is o pride possession of
a professional; however this is not o sole
responsibility of him. Employers being the
advocates of setting the norms and conditions ot
workplace are considered to be the focilitators of
employee work-life balonce. Ostermon, (1995) has
stated work-life boalance programs as,
“institutionalized structural and procedural
orrongements, os well as formal ond informol
proctices that mokes it eosier for individuols to
monoge conflicting worlds of work ond fomily
lives”. Employers con plon their work-life balonce
programs in three major cotegories: policies,
benefits ond services. Policies cover the formal ond
informoal woys by which employee’s work ond leave
schedules ore hondled, including port-time work,
flexi-time ond parental/fomily leave. Benefits cover
forms of compensation that protect ogainst loss of
earnings, poyment of medical expenses ond
sponsoring o vocotion. Services include on-site or
near-site childcore centers, medical focilities ond
counseling. They have stoted thot, keeping the
changing scenorio in mind, present day
orgonizations ore just not restricting themselves to
the mondatory welfoare proctices stipulated by law,
but they are becoming more conscious towards the
need ond growth of their employees, their fomilies
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ond society as o whole. Analysis of interview with
some of the Indion HR monogers working in
monufacturing, I'T ond Telecom sectors in Indichave
said that the MNCs hove come up with initiotives to
offer provisions such os flexi-time, poaid paternity
leave, childcare focilities and tools such os video
conferencing to reduce commuting to office. At the
same time, there ore o hondful of estoblishment’s
inspite of recognizing the productive benefits about
work-life balonce progroms have not token ony
formol initiatives. The slow ond differentiol HR
policy response in Indio. as compored to western
countries con be attributed to the politicol ideologies,
slow pace of chonge in socio-demogrophic structure,
oftitude of employers ond lock of empirical studies
showing the impact of such initiative in
orgomizationol performonce. Nevertheless, the ronge
of work-life bolonce progroms vories ocross
orgonizations ond adoption and effective utilizotion
of such provisions are contingent on mony cultural,
orgomizationol ond individual foctors. There is still o
long way to go when work-life balonce progroms
will become strotegic HR initiatives in most
orgonizations.

Conclusion

Work-life balonce ond employee engogement
becomes o visible benchmark among high
performing orgonizations thot reop the economic ond
reputational benefits of being publicly recognized os
a “best ploce to work™ or on “employer of choice”.
Understonding the work ond personal life ore not two
independent spheres of life ond that the debote on
work life integrotion involves employers ond
working fomilies ond understonding their avoiloble
work-life options. Building on orgonizational
culture thot supports through chonging the woy
people think ond tolk about their work-life balonce
so that using flexible working options ond other
work-life initiotives becomes accepted ond normal
for everyone regardless of their gender, seniority
within the orgonization or personol commitments.

An orgonization which encouroges work-life
balonce policies ond proctices will win the benefits
of ocugmented employee engogement ond also o
positive outcome is dependent on o workploce
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culture thot is supportive of using work-life
inititives. Some orgomizotions ore working on
baloncing the work-life of employees ond meosure to
be token to solve complexities of workers in
workplace oand how to solve this problem using time
monogement ond employees con monoge their
personal life ond professional life smoothly. Today’s
orgonizations are oll about working with 24*7 ond
stress will be involved with work ond mentol
stability will be o prime concern for employers so os
how to make people work efficiently.
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