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Abstract : It is well known that work-life balance is an important term to every individual, without which one needs to compromise 

on either work or their personal life. The aim of this study is to investigate the impact of each of the independent variables (Flexible 

Working Arrangements, Leave Policy, Support from Supervisors, Work-life balance policies, Workload and Job Demands) on the 

dependent variable (Work-life balance) to be studied. The research was carried out by circulating questionnaire to employees in the 

firm. The research utilized quantitative methods and 100 surveys were taken, the responses were elucidated, post a pilot survey with 

reliability test (Overall Cronbach’s Alpha = 0.814). Statistical tests were conducted for the responses after performing Normality 

test (Shapiro-Wilk test) and the results from the correlation analysis showed that there is a significant statistical association between 

flexible work arrangements and work-life balance. i.e., there exists a moderate positive correlation (r = 0.337) between flexible 

working arrangements and work-life balance, which is statistically significant, also the study did not reveal any significant  

relationships between each of other independent variables with the dependent variable. Regression analysis was done and it was 

found that a significant relationship exists between ‘flexible working arrangements, leave policy of the organization’ and work-life 

balance. Both these variables accounted to 11.9% variation (R2) with the dependent variable. One – way ANOVA test indicated 

that there is significant difference between Years of Work Experience and Work-Life Balance (F(3,96) = 3.814, p = .012). Factor 

Analysis inferred that 11 components among the 30 factors selected for the analysis account for most of the variance in the 

undertaken research. This report has emphasized the role of examining work-life balance in stress environment corporate sector as 

HR Consulting sector, keeping in mind, the call for increasing awareness on work-life balance issues as on need, today. 

 

IndexTerms - Work-life balance, Flexible Working Arrangements, Policies, Workload, HR Consultancy 

 
 

I. INTRODUCTION 

1.1 Introduction 
The idea of work-life balance involves making choices about how to prioritize one's work, career, and personal life. The term "work- 

life balance" was coined in the UK in the late 1970s and in the US in 1986, to describe the equilibrium between an individual's 

professional and personal pursuits. The term work-life balance (Work-Life Balance) was coined in 1986 in response to the growing 

concerns by individuals and organizations alike that work cam impinges upon the quality of family life and vice-versa, thus giving 

rise to the concepts of "family-work conflict" (FWC) and "work-family conflict" (WFC). As work-life balance is a combination of 

interactions among different areas of one's life, the advantages and disadvantages associated with that balance/imbalance can affect 

multiple levels of society. The disadvantages associated with work-life imbalances are numerous and impact both employer and 

employees. An imbalanced work-life affects work (productivity of both individuals and organization), family and society and can 

induce stress or other mental problems in individuals. Therefore, it is important for both organization and employees to maintain 

work-life balance. The ultimate benefits of work life balance can be enjoyed by employees and organization. It is an important 

concept in the world of business as it helps to motivate the employees and increases their loyalty towards the company. 

 

The relevance and importance of work-life balance increases with the growing influence and interference of technology. The 

increase in stress related diseases has numerous causes, among which one is work, perhaps the most important. Work-life imbalance 

is influenced by three moderators: gender, time spent at work, and family characteristics. Gender differences may contribute to 

work-life imbalance because of differing perceptions of role identity. Working long hours without flexibility, due to changes in 

work demands, overtime, or evening duties, can create an imbalance between work and family responsibilities. Studies have shown 

that increased time spent at work is associated with both work-family conflict and family-work conflict, but it is not related to 

satisfaction across domains. This could be because satisfaction is a subjective measure and long hours can be interpreted positively 

or negatively by individuals depending on their perspective. 
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1.2 Need for the Study 

In modern times, achieving a work-life balance has become a crucial issue for both employers and employees. This concept entails 

the ability of an employee to effectively manage their work commitments while also giving due attention to their personal life, 

social life, health, family, and other important areas. A proper balance between work and personal life is believed to have a positive 

impact on employee productivity. However, the demands of work and personal life can accumulate to overwhelming levels.  

Excessive work demands, invasive work arrangements like weekend meetings, and excessive use of technology are contributing to 

increased pressure and high employee turnover rates. Furthermore, the demands of personal life, such as spending time with family 

and friends, are encroaching on work-time, creating further pressure. Consequently, I chose to investigate how employees handle 

their time and attain a work-life balance through this research. 
 

II. LITERATURE REVIEW 

2.1 Flexible Working Arrangements 

(Lakshmi & Prasanth, 2018) investigates how working women adapt to economic and social changes that impact their personal 

and professional lives. The study shows that women face difficulties in balancing work and personal responsibilities due to 

increasing workloads and technology integration, affecting their overall well-being. Using a survey developed by Daniels and 

McCarraher, the research focuses on employed married women in Visakhapatnam and reveals high levels of work-life balance 

challenges. Issa (2014) explores the impact of Nigerian higher education changes on the work-life harmony of academic and 

support staff, highlighting the importance of work-life balance to performance and productivity, and recommending proactive 

measures to reduce workloads. Han et al. (2023) suggests that longer commuting times can negatively impact worker satisfaction, 

health, and physical activity, and recommends improving public transportation, such as building subways, to reduce commute 

time and enhance overall quality of life. Xu et al. (2021) investigated how work-life balance and multitasking were related among 

US employees working from home during the COVID-19 pandemic, finding that balancing work and life identities was linked 

to high-interactive multitasking, which improved life satisfaction without interfering with work, highlighting the need to use 

different types of multitasking to achieve work-life balance. 

 

2.2 Leave Policy 

(Myers et al., 2013) suggests workplace flexibility as a solution for work-life balance but presents tensions and inconsistencies 

due to the autonomy-control paradox, which can be addressed by changing organizational culture and establishing flexibility as 

a right while reframing the relationship between work and personal life as complementary. Understanding the factors that 

contribute to absenteeism, including job satisfaction, is crucial for employers to reduce costs associated with absenteeism and 

create positive work environments, as explored in by (Ann & Clenney, 1992). (Rahman, 2019) explores how work-life balance 

affects job satisfaction for female bankers in Bangladesh who face barriers to career advancement due to work-life balance issues. 

Through factor analysis, the study identifies eight key factors that impact job satisfaction, including work-life balance programs, 

leave policies, workplace support, and salary. The findings reveal that work-life balance significantly influences job satisfaction, 

and personal time availability is an important factor. The study aims to examine the significance of work-life balance and factors 

like the number of leaves granted to employees in determining job satisfaction levels for female bankers in Bangladesh. (Brough 

et al., 2008) explores work-life research in Australia and globally, highlighting impactful policies such as flexible work, leave, 

and childcare. It also examines work-life issues in the Australian public sector and emphasizes the need to bridge the policy- 

practice gap and improve organizational culture to achieve work-life balance. 

 

2.3 Support from Supervisors 

(Salanova et al., 2014) categorized employee well-being into four types based on psychosocial factors and their connection with 

job/personal characteristics, resulting in a concise classification. (Hu et al., 2016) examined how managers' behavior affects 

work-life balance perception, with differences between generations. Millennials prioritize growth, while others value fairness, 

with a mismatch between employee expectations and managerial support. (Kossek et al., 2014) prioritizes work-life balance and 

well-being in employment practices is vital for a sustainable workforce. Organizational strategies such as promoting sustainable 

careers and enhancing social support can improve work-life balance and well-being. 

 

2.4 Work-Life Balance Policies 

(Dailey & Zhu, 2017) studied how personal identity enactment can impact organizational identification and emphasizes the 

relationship between identity and health behaviors. The study suggests that wellness programs can act as a bridge between 

personal and work-related identity targets and can help employees achieve balance in their lives. (Grawitch et al., 2006) said 

effective communication within the organization and alignment of workplace practices with the organizational context are crucial 

in determining the link between these practices and employee and organizational outcomes. The article concludes by suggesting 

areas for future research in the field of healthy workplace practices and discussing limitations of past research. Chaudhuri et al., 

2020) highlights importance of implementing employee-friendly WLB policies to achieve high organizational outcomes and 

provides insights for human resource management professionals to facilitate better WLB in various Indian organizational sectors. 

 

2.5 Workload and Job Demands 

(Hsu et al., 2019) examined the links between working hours, job satisfaction, work-life balance, and occupational stress by 

surveying 369 high-tech and banking industry employees. The study found significant relationships between long working hours 

and occupational stress, work-life balance, and job satisfaction. (Syed et al., 2015) investigated the relationship between work- 

family conflict and psychological contract breach in banking employees from Pakistan and the Netherlands. Despite Dutch 

employees having shorter working hours, they experienced more work interference with family than their Pakistani counterparts. 

(Walsh et al., 2020) Analyze the factors impacting service employees' willingness to report complaints (WRC) and how it affects 

a firm's growth. Using the job demands-resources (JDR) model, the study proposes that supervisor support and workload 

positively affect WRC, while employee empowerment and perceived customer unfriendliness negatively affect it. 
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III. RESEARCH METHODOLOGY 

The methodology section outlines the plan and method that how the study is conducted. This includes Universe of the study, sample 

of the study, outlines data and Sources of Data, study’s variables and analytical framework. This is an exploratory study conducted 

to find out the factors influencing employee work-life balance in a HR Consulting firm. The population for this study comes from 

the employees of the firm which employed 200 employees. The details are as follows; 

 

3.1 Population and Sample 

The population for this study comes from the employees of the firm which employed 200 employees. 

This refers to the number of items to be selected from the universe to constitute a sample. This is a major issue to be explored before 

a research. The size of sample should neither be excessively large, nor too small. It should be optimum. An optimum sample is one 

which fulfils the requirements of efficiency, representativeness, reliability and flexibility. While deciding the size of sample, 

researcher must determine the desired precision as also an acceptable confidence level for the estimate. The size of population 

variance needs to be considered as in case of larger variance usually a bigger sample is needed. The size of population must be kept 

in view for this also limits the sample size. 

 

The parameters of interest in a research study must be kept in view, while deciding the size of the sample. The whole number of 

sample unit on which survey is conducted is known as sample size. In this survey the sample size is 100 employees. Based on 

stratified random sampling, the sampling size for this study is 100 respondents. The sampling technique for this study is simple 

random sampling; and utilizing a Google form disseminated through WhatsApp’s and e-mails across the organization. A simple 

random sample is a subset of a population that is picked at random from the whole population. Each member of the population has 

an absolutely equal probability of being picked when using this sampling procedure. Given that it only includes a single random 

selection and needs minimal prior information of the population, this approach is the most basic of all of the probability sampling 

methods. A high level of internal and external validity should be expected for any study conducted on this sample due to the use of 

randomization. 

 

3.2 Data and Sources of Data 

Primary data refers to newly collected information that is original in nature. It is the first-hand information that the 

researcher collects directly from the participants. The data is typically gathered using a questionnaire method, which involves 

obtaining information or data from the respondents. Secondary data for this study is obtained through research articles taken from 

the last 10 years. 

 

3.3 Conceptual framework 

Variables of the study contains dependent and independent variables. The study used pre-specified method for the selection 

of variables. The Conceptual model of Work-Life- Balance, shown in Fig.1, provides insight on the relationship between the 

dependent variable and the independent variables. 

 

 

Figure 1 Conceptual framework of Factors Influencing the Employee's Work-Life Balance in this study 

The conceptual framework demonstrates how independent variables influence employee work-life balance in the HR consulting 

firm. The variable ‘Flexible Working Arrangements’ refers to the degree of flexibility an organization provides to its employees in 

terms of working hours, work location, and workload distribution. ‘Leave policy’ variable could involve collecting data on 

employee well-being, job satisfaction, stress levels, productivity, or other relevant factors, and analyzing the relationship between 

these variables and the leave policy offered by the organization. The variable ‘Support from Supervisors’ pertains to the degree of 

support and motivation provided by supervisors to employees, which includes how much assistance supervisors offer in helping 

employees maintain a balance between their work and personal life. ‘Work-life balance policies’ variable pertains to the existence 

and efficiency of policies and programs created to promote work-life balance, such as flexible work arrangements, parental leave, 

counseling services, and employee wellness programs. The variable ‘Workload and Job Demands’ pertains to the ability of 
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employees to handle their workload and job demands, which include factors like the amount of work, deadlines, and performance 

standards. 

 

3.4 Statistical tools used in the research 

This section elaborates the proper statistical tools which are being used to forward the study from data towards inferences. 

The detail of methodology is given as follows. 

 

3.4.1 Percentage Analysis 

Analysis involves calculating specific indices or measures, as well as identifying patterns and relationships among groups 

of data. It involves a critical examination of the collected and organized data to study the characteristics of the subject under 

investigation and determine the relationships among the variables related to it. The data provides a theoretical concept and explains 

what has been observed by the researchers during the study. The data is organized based on the objectives set and follows an analysis 

and interpretation process as obtained from the respondents. This involves tabulating the frequencies of various factors and 

calculating the percentage for each value in relation to the total. The results are presented in graphical form to enhance 

understanding. The percentage of respondents is calculated as follows: Number of respondents x 100 / Total number of respondents. 

 

3.4.2 Reliability Test 

Cronbach Alpha is a reliability test conducted within SPSS in order to measure the internal consistency i.e., reliability of 

the measuring instrument (Questionnaire). 

 

3.4.3 Test for Normality 

The Shapiro-Wilk test is a statistical tool used to test the hypothesis that the overall distribution of the data differs from a normal 

distribution. When the test produces a non-significant result (p > .05), it indicates that the distribution of the sample does not 

significantly deviate from a normal distribution. 

 

3.4.4 Correlation 

Correlation is a statistical measure of how two variables are related and move in conjunction with each other. The strength 

and direction of the relationship between two variables is determined by a correlation coefficient that ranges between -1.0 and +1.0. 

 

3.4.5 Linear Regression 

Linear regression analysis is a statistical technique that is utilized to forecast the value of one variable based on the value of another 

variable. The variable that is being predicted is called the dependent variable, in this case work-life balance, while the variable used 

to predict the other variable's value is referred to as the independent variable. 

 

3.4.6 One-Way Anova 

One-Way ANOVA is a statistical method that compares the means of multiple independent groups to determine if there is sufficient 

evidence to conclude that the corresponding population means are significantly different from each other. 

 

3.4.7 Factor Analysis 

Factor analysis is a statistical technique that aims to reduce a large set of variables into a smaller set of 'artificial' variables known 

as 'principal components'. These components explain most of the variance in the original variables. 

 

3.5 Hypothesis 

3.5.1 Hypothesis 1 

H0: There is no significant relationship between Flexible Working Arrangements and Work-Life Balance. 

H1: There is significant relationship between Flexible Working Arrangements and Work-Life Balance. 

 

3.5.2 Hypothesis 2 

H0: There is no significant relationship between Leave Policy of Organization and Work-Life Balance. 

H1: There is significant relationship between Leave Policy of Organization and Work-Life Balance. 

 

3.5.3 Hypothesis 3 

H0: There is no significant relationship between Support from Supervisors and Work-Life Balance. 

H1: There is significant relationship between Support from Supervisors and Work-Life Balance. 

 

3.5.4 Hypothesis 4 

H0: There is no significant relationship s Work-Life Balance Policies at Organization and Work-Life Balance. 

H1: There is significant relationship between Work-Life Balance Policies at Organization and Work-Life Balance. 

 

3.5.5 Hypothesis 5 

H0: There is no significant relationship between ‘Workload and Job Demands’ and Work-Life Balance. 

H1: There is significant relationship between ‘Workload and Job Demands’ and Work-Life Balance. 
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3.5.6 Hypothesis 6 

H0: There is no significant relationship between ‘Flexible Working Arrangements, Leave Policy of Organization’ and ‘Work-Life 

Balance’. 

H1: There is significant relationship between ‘Flexible Working Arrangements, Leave Policy of Organization’ and ‘Work-Life 

Balance’. 

3.5.7 Hypothesis 7 

H0: There is no significant difference between Years of Work Experience and Work-Life Balance. 

H1: There is significant difference between Years of Work Experience and Work-Life Balance. 

 

IV. FINDINGS AND DISCUSSION 

4.1 Results of Reliability Test – Cronbach’s Alpha (Α) 

Since the questionnaire includes several Likert scale questions, a reliability test was conducted to assess its consistency and 

dependability. The overall Cronbach’s alpha value is 0.814 for N=30 questions. 

 

4.2 Shapiro-Wilk Test Of Normality - Results 

The Significant Value in the Shapiro-Wilk test performed for Age with respect to all other variables lies between the range 

0.075 – 0.971, which exceeds 0.05 indicating that the data follows a normal distribution. The Significant Value in the Shapiro-Wilk 

test performed for Gender with respect to all other variables lies between the range 0.098 – 0.677, which exceeds 0.05 indicating 

that the data follows a normal distribution. The Significant Value in the Shapiro-Wilk test performed for Marital Status with respect 

to all other variables lies between the range 0.119 – 0.876, which exceeds 0.05 indicating that the data follows a normal distribution. 

The Significant Value in the Shapiro-Wilk test performed for Years of work experience with respect to all other variables lies 

between the range 0.085 – 0.970, exceeds 0.05 indicating that the data follows a normal distribution. The Significant Value in the 

Shapiro-Wilk test performed for Years of work experience with respect to all other variables lies between the range 0.085 – 0.970, 

that exceeds 0.05 indicating that data follows a normal distribution. The Significant Value in the Shapiro-Wilk test performed for 

Monthly Income with respect to all other variables lies between the range 0.054 – 0.964, which exceeds 0.05 indicating that the 

data follows a normal distribution. Hence, the data is found to be normally distributed to further proceed on other tests. 

 

4.3 Results of Correlation Analysis 

A Pearson product-moment correlation was conducted to establish the correlation between each independent variable and the 

dependent variable. The findings are as follows, 

 

Table 4.3: Correlation Analysis 

 
 

There exists a moderate positive correlation between flexible working arrangements and work-life balance, which is 

statistically significant (r = .337, n = 100, p = .001). 

As observed from table 4.3, FWA*WLB_DV, the significant value is below 0.05, we can reject the null hypothesis I and accept the 

alternative hypothesis I. Therefore, a significant relationship between flexible working arrangements and work-life balance 

exists. 

 

As observed from table 4.3, LP*WLB_DV, r = .120, n = 100, p = .235. Since the significant value is higher than 0.05, we can accept 

the null hypothesis I, indicating that there is no significant relationship between the leave policy of an organization and work- 

life balance. 

 

As observed from table 4.3, SFS*WLB_DV, r = .125, n = 100, p = .214, as the significant value is above 0.05, we can accept the 

null hypothesis and reject the alternative hypothesis III, indicating that there is no significant relationship between support from 

supervisors and work-life balance. 
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As observed from table 4.3, WLBP*WLB_DV, r = .170, n = 100, p = .091, as the significant value is higher than 0.05, we can 

accept the null hypothesis IV and reject the alternative hypothesis IV, indicating that there is no significant relationship between 

work-life balance policies at an organization and work-life balance. 

 

As observed from table 4.3, WLJD*WLB_DV, r = .088, n = 100, p = .382, as the significant value is higher than 0.05, we can 

accept the null hypothesis V and reject the alternative hypothesis V, indicating that there is no significant relationship between 

‘Workload and Job Demands at the organization’ and work-life balance. 

 

4.4 Results of Regression Analysis 

Linear regression is a statistical method used after correlation to predict the value of a dependent variable based on the values of 

one or more independent variables. 

Table 4.4 Regression Analysis 

 
 

The summary table of the model presents the R and R2 values. The R value represents the simple correlation, and it is 0.344, 
indicating a positive correlation. The R2 value indicates the proportion of the total variation in the dependent variable, work-life 
balance, that can be accounted for by the independent variables, flexible working arrangements, and leave policy of the 
organization. In this case, 11.9% of the variation can be explained by these variables. 

 
The ANOVA table demonstrates that the regression model is a significant predictor of the dependent variable. The value of p is less 
than 0.05, specifically p < 0.002, indicating a significant relationship between flexible working arrangements, leave policy of the 
organization, and work-life balance. Therefore, we reject the null hypothesis VI and accept the alternative hypothesis VI. From 
Coefficients table, the regression equation can be presented as follows, 

 

WLB_DV = 2.031+ (0.246) FWA + (0.05) LP 
 

(Note: WLB_DV - Work Life Balance, FWA – Flexible Working Arrangements, LP – Leave Policy) 

4.5 Results of One-way ANOVA 

The one-way analysis of variance (ANOVA) is a statistical tool utilized to determine if there are any significant differences between 

the means of two or more independent and unrelated groups. 

 

Table 4.5 One-way ANOVA 

WLB_DV 

 
Sum of Squares df Mean Square F Sig. 

Between Groups 4.282 3 1.427 3.814 .012 

Within Groups 35.930 96 .374 

Total 40.212 99  
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Descriptives 

WLB_DV 
 

  
 
 

N 

 
 
 

Mean 

 
 
 

Std. Deviation 

 
 
 

Std. Error 

95% Confidence Interval for 

Mean 

 
 
 

Minimum 

 
 
 

Maximum Lower Bound Upper Bound 

0-2 

2-5 

5-10 

Above 10 

Total 

28 

35 

4 

33 

100 

3.2357 

2.8114 

3.1500 

2.7576 

2.9260 

.51941 

.63235 

.59722 

.66098 

.63733 

.09816 

.10689 

.29861 

.11506 

.06373 

3.0343 

2.5942 

2.1997 

2.5232 

2.7995 

3.4371 

3.0286 

4.1003 

2.9919 

3.0525 

2.00 

2.00 

2.40 

1.40 

1.40 

4.00 

4.40 

3.80 

4.60 

4.60 

 
POST HOC TESTS 

Multiple Comparisons 

Dependent Variable: WLB_DV 
 

Tukey HSD 

  
Mean 

Difference (I- 

J) 

 

Std. 

Error 

 
 

 
Sig. 

95% Confidence Interval 

(I) Years of work 

experience 

(J) Years of work 

experience 

Lower 

Bound 

Upper 

Bound 

0-2 2-5 .42429*
 .15511 .037 .0187 .8298 

5-10 .08571 .32701 .994 -.7693 .9407 

Above 10 .47814*
 .15719 .016 .0671 .8891 

2-5 0-2 -.42429*
 .15511 .037 -.8298 -.0187 

 5-10 -.33857 .32290 .721 -1.1828 .5057 

 Above 10 .05385 .14844 .984 -.3343 .4420 

5-10 0-2 -.08571 .32701 .994 -.9407 .7693 

 2-5 .33857 .32290 .721 -.5057 1.1828 

 Above 10 .39242 .32390 .621 -.4544 1.2393 

Above 10 0-2 -.47814*
 .15719 .016 -.8891 -.0671 

 2-5 -.05385 .14844 .984 -.4420 .3343 

 5-10 -.39242 .32390 .621 -1.2393 .4544 

 

HOMOGENOUS SUBSETS 
 

WLB_DV 

Tukey HSDa,b
 

 
 

 
Years of work experience 

 
 

 
N 

Subset for alpha = 

0.05 

1 

Above 10 33 2.7576 

2-5 35 2.8114 

5-10 4 3.1500 

0-2 28 3.2357 

Sig.  .242 

Means for groups in homogeneous subsets are displayed. 

a. Uses Harmonic Mean Sample Size = 11.608. 
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The one-way ANOVA analysis indicates a significant difference between groups (F(3,96) = 3.814, p = .012). Therefore, we can 

reject the null hypothesis and accept the alternative hypothesis. As a result, there exists significant difference between Years of 

Work Experience and Work-Life Balance. 

Furthermore, a Tukey post hoc test revealed that employees who have been with the company for more than 10 years have 

significantly lower work-life balance compared to other groups i.e., for 10 years (2.7576 ± 0.66098, p = .016) and 2-5 years (2.8114 

± 0.63235, p = .037) course compared to 0-2 years (3.2357 ± 0.51941). There was no statistically significant difference for 

employees of experience between Above 10 and 5-10 years(p = .621). 

 

4.6 Results of Factor Analysis 

Factor analysis is a statistical technique that aims to reduce a large set of variables into a smaller set of 'artificial' variables known 

as 'principal components'. These components explain most of the variance in the original variables. 

 

Table 4.6 Factor Analysis 
 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .743 

Bartlett's Test of Sphericity Approx. Chi-Square 1493.887 

 df 435 

 Sig. .000 

 

The results of the KMO and Bartlett's test reveal a significance value of 0.00, which is less than 0.05. This indicates that factor 

analysis can be conducted. From the table 4.6, in ‘Total Variance Explained’ table, it is observed that first 11 components account 

for more than 75% (Cumulative percentage = 76.658 %), hence it is inferred that 11 components among the 30 factors selected 

account for most of the variance in the undertaken research. 

V. CONCLUSION 

This project examines both practical and theoretical aspects, and the study indicates that the company does not put excessive 

pressure on its employees. The company does not adhere to rigid schedules or strict work policies, and it encourages and motivates 

employees through leave policies, work-life balance policies, flexible work arrangements, and supervisor support, which helps them 

work effectively and with less stress. 

However, the company could also consider implementing measures such as job sharing and job rotation. Work from home is not 

possible due to mandatory work-from-office policies and shift-based working hours, unless it is necessary. 

To retain and motivate employees, the company should continue to maintain its current work-life balance policies and strategies. 

Proper work-life balance among employees can not only increase productivity, but also help the organization achieve its goals more 
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easily. 

 
VI. SUGGESTIONS 

Here are some suggestions based on the findings, 

Additional counseling and wellness sessions could be offered to employees who are experiencing a lack of work-life balance. 

As few employees struggle with work-life balance due to working overtime, especially on weekends, the organization could take 

necessary steps to adjust the work schedule and revise the working hours. One suggestion to improve work-life balance is to 

encourage employees to minimize time spent on unnecessary activities, such as limiting lunch breaks to less than an hour. This 

would allow employees to better utilize their time and potentially avoid working on weekends or beyond their scheduled hours. 

Some of the employees working the firm are married, because of the work load they would not able to spend time with their family, 

and the firm plan the work accordingly and make flexible working arrangements, if possible. Counselling sessions could be made 

more effective, since many employees can gain much more from sessions that helps them achieve a balance between work and 

personal life. The organization could take measures to schedule and delegate the appropriate work to the employees and if possible, 

recruit more employees to smoothen out the burden on existing employees. The organization should consider offering flexible 

working hours to allow employees to work overtime and take leave as needed. Additionally, organizing entertainment programs 

for employees on a monthly basis could help to reduce work pressure, as many employees report feeling burned out. 

 
Supervisors support to the employees can be further more extended by way of giving more appreciations to the employees, 

encourage them to participate in meetings, adjust work hours and simply just listen to their concerns empathetically. The 

organization should take steps to make employees aware of existing work-life balance policies in the company and guide them 

with adequate support to improve their work-life balance. 

REFERENCES 

[1] Ann, M., & Clenney, M. C. (1992). A STUDY OF THE RELATIONSHIP BETWEEN ABSENTEEISM AND JOB 

SATISFACTION, CERTAIN PERSONAL CHARACTERISTICS, AND SITUATIONAL FACTORS FOR EMPLOYEES I N A 

PUBLIC AGENCY. 

[2] Bello, Z., & Tanko, G. I. (2020). Review of Work-Life Balance Theories. GATR Global Journal of Business Social 

Sciences Review, 8(4), 217–227. https://doi.org/10.35609/gjbssr.2020.8.4(3) 

[3] Brough, P., Holt, J., Bauld, R., Biggs, A., & Ryan, C. (2008). The ability of work—life balance policies to influence key 

social/organisational issues. Asia Pacific Journal of Human Resources, 46(3), 261–274. https://doi.org/10.1177/1038411108095758 

[4] Chaudhuri, S., Arora, R., & Roy, P. (2020). Work–Life balance policies and organisational outcomes – a review of 

literature from the Indian context. Industrial and Commercial Training, 52(3), 155–170. https://doi.org/10.1108/ICT-01-2019-0003 

[5] Dailey, S. L., & Zhu, Y. (2017). Communicating Health at Work: Organizational Wellness Programs as Identity Bridges. 

Health Communication, 32(3), 261–268. https://doi.org/10.1080/10410236.2015.1120698 

[6] Goh, Z., Ilies, R., & Wilson, K. S. (2015). Supportive supervisors improve employees’ daily lives: The role supervisors 

play in the impact of daily workload on life satisfaction via work-family conflict. Journal of Vocational Behavior, 89, 65–73. 

https://doi.org/10.1016/j.jvb.2015.04.009 

[7] Golden, L., & Wiens-Tuers, B. (2006). To your happiness? Extra hours of labor supply and worker well-being. Journal of 

Socio-Economics, 35(2), 382–397. https://doi.org/10.1016/j.socec.2005.11.039 

[8] Grawitch, M. J., Gottschalk, M., & Munz, D. C. (2006). The path to a healthy workplace: A critical review linking healthy 

workplace practices, employee well-being, and organizational improvements. In Consulting Psychology Journal (Vol. 58, Issue 3, 

pp. 129–147). American Psychological Association Inc. https://doi.org/10.1037/1065-9293.58.3.129 

[9] Han, L., Peng, C., & Xu, Z. (2023). The Effect of Commuting Time on Quality of Life: Evidence from China. International 

Journal of Environmental Research and Public Health, 20(1). https://doi.org/10.3390/ijerph20010573 

[10] Hawiah Hashim, N., Jamaludin, A., & Fauzi Ahmad Zaini, A. (2022). The Relationship Between Workload, Time 

Management and Salary on Employee Work-Life Balance in A Private Company. In Journal of Positive School Psychology (Vol. 

2022, Issue 5). http://journalppw.com 

[11] Hayman, J. (2005). Psychometric Assessment of an Instrument Designed to Measure Work Life Balance, Research and 

Practice in Human Resource Management (Vol. 13, Issue 1). 

[12] Hsu, Y. Y., Bai, C. H., Yang, C. M., Huang, Y. C., Lin, T. T., & Lin, C. H. (2019). Long Hours’ Effects on Work-Life 

Balance and Satisfaction. BioMed Research International, 2019. https://doi.org/10.1155/2019/5046934 

[13] Hu, Q., Kapucu, N., & O’Byrne, L. (2016). Strategic Planning for Community-Based Small Nonprofit Organizations: 

Implementation, Benefits, and Challenges. The Journal of Applied Management and Entrepreneurship, 19(1), 83–101. 

https://doi.org/10.9774/gleaf.3709.2014.ja.00007 

[14] Issa, A. (2014). The Changing Nature of Work-Life Balance in Nigerian Higher Institutions. IOSR Journal of Business 

and Management, 16(4), 61–66. https://doi.org/10.9790/487X-16426166 

[15] Khan, O. F., & Fazili, A. I. (n.d.). WORK LIFE BALANCE: A CONCEPTUAL REVIEW. 

[16] Khateeb Károly, F. R. (n.d.). WORK LIFE BALANCE-A REVIEW OF THEORIES, DEFINITIONS AND POLICIES. 

In Cross-Cultural Management Journal: Vol. XXIII. 

[17] Kossek, E. E., Valcour, M., & Lirio, P. (2014). The Sustainable Workforce. In Wellbeing (pp. 1–24). John Wiley & Sons, 

Ltd. https://doi.org/10.1002/9781118539415.wbwell030 

[18] Kurniawan, R. B., Sularso, A., & Titisari, P. (n.d.). The Effect Of Work Conflict And Job Stress On Employees 

Performance With Organizational Commitment As Intervening Variable. https://doi.org/10.26905/jm 

[19] Lakshmi, N., & Prasanth, V. S. (2018). A Study On Work-Life Balance In Working Women. International Journal of 

Advanced Multidisciplinary Scientific Research, 1(7), 76–88. https://doi.org/10.31426/ijamsr.2018.1.7.718 

[20] Mas-Machuca, M., Berbegal-Mirabent, J., & Alegre, I. (2016). Work-life balance and its relationship with organizational 

pride and job satisfaction. Journal of Managerial Psychology, 31(2), 586–602. https://doi.org/10.1108/JMP-09-2014-0272 

http://www.ijnrd.org/
http://journalppw.com/


© 2023 IJNRD | Volume 8, Issue 4 April 2023 | ISSN: 2456-4184 | IJNRD.ORG 

IJNRD2304355 International Journal of Novel Research and Development (www.ijnrd.org)  
 

d380 
 

[21] Myers, K. K., Gailliard, B. M., & Putnam, L. L. (2013). Reconsidering the Concept of Workplace Flexibility: Is 

Adaptability a Better Solution? Annals of the International Communication Association, 36(1), 195–230. 

https://doi.org/10.1080/23808985.2013.11679132 

[22] Naithani, P. (n.d.). Overview of work-life balance discourse and its relevance in current economic scenario. 
[23] ORE Open Research Exeter A NOTE ON VERSIONS. (n.d.). http://hdl.handle.net/10871/120477 

[24] Rahman, M. F. (2019). Work-Life Balance as an Indicator of Job Satisfaction Among the Female Bankers in Bangladesh. 

11(6). https://doi.org/10.7176/EJBM 

[25] Salanova, M., Del Líbano, M., Llorens, S., & Schaufeli, W. B. (2014). Engaged, workaholic, burned-out or just 9-to-5? 

Toward a typology of employee well-being. Stress and Health, 30(1), 71–81. https://doi.org/10.1002/smi.2499 

[26] Skinner, N., & Chapman, J. (2013). Work-life balance and family friendly policies. 4. 

https://doi.org/10.4225/50/558217B4DE473 

[27] “Spss Tutorials: Pearson Correlation”,https://libguides.library.kent.edu/spss/pearsoncorr, 27 th Jan2023. 

[28] Suharnomo, & Johnpray, P. R. (2018). The Impact of Work-Family Supportive Supervisors on Job Involvement and Job 

Satisfaction with Career Competencies as an Intervening Variable. E3S Web of Conferences, 31. 

https://doi.org/10.1051/e3sconf/20183111004 

[29] Syed, S., Arain, G. A., Schalk, R., & Freese, C. (2015). Balancing Work and Family Obligations in Pakistan and the 

Netherlands: A Comparative Study. Global Business and Organizational Excellence, 34(5), 39–52. 

https://doi.org/10.1002/joe.21625 

[30] Wolor, C. W., Nurkhin, A., & Citriadin, Y. (2021). Is working from home good for work-life balance, stress, and 

productivity, or does it cause problems? Humanities and Social Sciences Letters, 9(3), 237–249. 

https://doi.org/10.18488/journal.73.2021.93.237.249 

[31] Xu, S., Kee, K., & Mao, C. (2021). Multitasking and Work-Life Balance: Explicating Multitasking When Working from 

Home. Journal of Broadcasting and Electronic Media, 65(3), 397–425. https://doi.org/10.1080/08838151.2021.1976779 

[32] Zheng, C., Molineux, J., Mirshekary, S., & Scarparo, S. (n.d.). Copyr ight : 2015, Em erald. 

http://hdl.handle.net/10536/DRO/DU:30071912 

http://www.ijnrd.org/
http://hdl.handle.net/10871/120477

