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ABSTRACT

Work-life balance is a notion that supports ther#f of employees to divide their time and enertyvben work
and the other significant aspects of their livelse Thanging conditions of economic and social defedrave changed the
nature of work throughout the world. Due to uncertgin the external environment, the working eomiment has become
dynamic throughout the world. The concept of Wdifle- balance is becoming quite relevant in a chaggivorking
environment. This paper attempts to study the qutnmiework- life balance and how it relates to eayge productivity.It
also focuses on finding out the benefits of achggWork- life balance for both employees and thlganization. This study
is descriptive by nature. The paper also studiggua challenges faced by the employees in acluewinrk life balance.
It was observed through the study that achievingkiife balance would be mutually beneficial fortb employees as
well as the organizations. It would improve empéysatisfaction, foster employee productivity, anthasmce

organizational performance. This paper also givéewa suggestions on achieving work life balance.
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INTRODUCTION

Work-life balance includes proper prioritizing bewn work (Career and ambition) on one hand and life
(health, pleasure and leisure, spiritual) on theeothand. Work-life balance is a notion that suppdhe efforts of
employees to divide their time and energy betweerkwand the other significant aspects of theirdivBesides fulfilling
the demands of the workplace, work-life balance aily effort to create time for family, friendsgciety participation,
religion, personal growth, self-care, and otherspeal activities. Employees with work- life balarfeel their lives are
fulfilled both inside and outside of work, and thexperience minimal conflict between work and nasrkwoles and life

in general and lower levels of stress in general.

From the prospective of employees, WLB is the neiahce of a balance between responsibilities gt wod at
home. Work- life initiatives are those strateg@sjcies, programs, and practices initiated andnta@ed in workplaces to
address flexibility, quality of work life and worfamily conflict. Strategies of WLB in organizatiomsclude policies
covering flexible work arrangements, child and defent care and family and parental leave. It l¢ad®t only improved

the productivity of an employee, but also leadari@rganizational success.
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OBJECTIVES

e To study the concept of work-life balance.

* To study the relationship between work-life balaand employee’s productivity.

» To study the benefits of work-life balance stragsdgior both employees and organizations.
CONCEPTUAL FRAMEWORK OF WORK-LIFE BALANCE OF INDUST RY EMPLOYEES

Work-life balance is a key driver of employee’sigaction. Demonstrating respect, trust and intgggnsures
sustained and enhanced performance and producti¥itopting such practices could improve workers lthea

increase productivity, lower turnover, and decresdssenteeism.

In order to maintain a balance between work-lifel damily life, some common work life balance praes

should be adopted by organizations to improve eyaa@is productivity -
» Demographic, profile and biographic profile
* Perception towards hours of work, work logisticd &ifestyle choices
» Professional satisfaction and willingness to camiin the present assignment
» Organizational support
» Chance for correction of errors while performingks
» Expectation of facilities at workplace and enhaneetof skills
e Superior interaction at work
e Facing biological hazards while performing tasks
* Impact of stress on self
* Understanding emotions, the role of empathy whildgrming tasks
LITERATURE REVIEW

T. Alexandra Beauregamhd Lesley C. Henry (2009) in their paper, “Makthg link between work-life balance
practices and organizational performance”, analy#esl various methods by which organizational pentomce is
influenced by organizational work-life practicest #oth the individual and organization level, threyiewed the support
available for the link between work-life practicasd organizational performance. They suggestedntbdifications need
to be made in business organizations to reflectviir@us means by which work-life balance practicas influence
organizational performance, including increased sasings, enhanced social exchange processesekdurnover and

improved productivity.

Susi.S, Jawaharrani. K (2010) in their paper, “Whbifie Balance: The key driver of employee engagethen
shows that a changing economy and a maturing waréfecan collectively create an employment envirammehere

competent employees who are not satisfied withir therent situations are encouraged to find a péate to shed their
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stress. As compared to an unengaged workforce, ghlyhiengaged workforce shows 50% more productivity.
The success of any business organization depermsamployee engagement, according to most of th@tafessionals.
It has been suggested in this paper that for erepl@pngagement and their retention, work-life baddaaonsidered to be

an important factor.

Diksha Garg and Shilpa Rani (2015) in their pap&ork-life Balance: A Key Driver to Improve Orgapdtional
Performance” have suggested that human resourdespionals having a positive attitude seeks inneeaivays to
enhance their organization’s competitive advaniagiie marketplace and find that work-life balamt®llenges offer a
win-win solution. In this study, an effort has bemade to reveal the outcomes and benefits of imghtimg work life

balance practices not only for the employees themsdut also for their families, organizationsg @ociety.

Purohit Manisha (2013) in their paper “A Comparati&tudy Of Work Life Balance In Various Industr&dctors
In Pune Region”, examined the organizational pesicind provisions regarding work-life balance eféimployees, which
was carried out among a cross-section of leadingorate entities in Pune representing equally dhe industrial sectors,
namely, Manufacturing, Information technology, Ealicnal, and Banking sector. The study revealedotiganizational
responses to work-life balance requirements ofeiimployees presented under four sections, nameadyptbfile of the
respondents, the profile of the participating oigation, policies on work-life balance and provisofor work-life
balance. Most of the respondents (76.7%) had betwe® and four years of experience in the presemhpany.
The years of experience in the company ranged fram15 years. Employees of a little more than bhthe participating
companies (56.7%) worked in shifts. In this exchllidd companies in the Information Technology (§Extor but included

all in the manufacturing sector and a few in thevise sector.

RESEARCH METHODOLOGY

Primary Data

This study is descriptive by nature. The data fiis study has been collected from primary sourbes dre the
employees of the respective organizations like Btlon, IT Industry, and Manufacturing etc. The slamgize is 25

respondents who have been selected randomly fosthdy.
Methods of Collecting Primary Data

» Direct Personal Interviews.

* Indirect oral interviews

* Mail questionnaire method.

The primary data in this study was collected bystjoenaire method considering a sample size ohgdugh direct

interview method.
Secondary Data

Data which are not originally collected but ratbétained from published and unpublished source&roen as

secondary data. Sources of secondary data are:

* Published sources
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e Unpublished sources
Secondary data in this study was collected thrddightextbooks, Company annual reports, and documents
Method of Analysis

Raw primary data was collected with the help oluastionnaire. The raw data was then tabulated.dBasehis
bar charts and pie diagrams were prepared. Thgsamabas conducted and interpreted. Conclusions weawn based on

that.
Tools and Techniques Used
* The data collected is tabulated in MS EXCEL.
» Astudy is conducted with the help of Table, Graphrepresentation & interpretation with each gréptharts.
Limitations of the Study
» The accuracy of the study is purely based on tfeerimation as given by the respondents
*  This study was limited to Sample Size of 25.
*  This study has been limited by time and cost factor
RESEARCH QUESTIONS

To gain an understanding of the work-life balancegpams followed by many industries to improve evgpk
performance, the respondents were asked a seripsesfions. Their responses have been tabulategrasdnted in the

form of Bar Diagrams, Pie Charts, and Histograros et

Do you feel that balancing your job and personal life is important ?

20
18
16
14
12 ~

No of respondents
=

(=R (CREN-N -
I

I

Response

Figure 1

From the above bar graph, it can be depicted %t @f the respondents strongly agree that balaraifgpb and

personal life is important, as life is a balancaug.
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Any work life balance practices followed by your organization ?
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Figure 2

From above graph, it can be inferred that 84% ef dhganizations follow work life balance practidastheir
organizations. While on the other hand, in spitedodmatic changes in the field of Human Resourcenddement,
according to survey, there are still 16% of theapigations who do not follow work life balance prees.

Leave Management Policies followed in their organizations

‘ = Matermnity Leave
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\

Based on the above graph, it can be interpreted Ntadernity Leave and Medical Leaves are given lin a

Figure 3

organizations. While on the other hand, few orgatidns are providing Child Care leave and Speciehve for
culture/religion to their employees.



Preferred Flexible work arrangement policy
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Figure 4

The above graph depicts that 46% of the respongeetser to Work from Home whereas 33% of the resigoits
prefer Flexible timings. Very few of the respondegive preference to Part-Time Work (12%) and Jatring (8%).

Preferred Money Based Strategies

4
1 I
0 T

L

No of respondents
L

(=]

Assistance for tax ~ Assistance for General insurance Medical insurance
planning retirement subs1d1esf’vouchcrs facilities facilities
planning
Monetary Facilities
Figure 5

From the above diagram, it can be interpreted thast of the respondents prefer two main money based
strategies, i.e. medical insurance facilities (3280 Meal subsidies/vouchers (28%). On the otherdhaery few

respondents prefer General Insurance Facilitie9 €% Assistance for Tax Planning (12%)
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Are the work life balance strategies adopted in your organization enhancing
your productivity at work ?
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Figure 6

Based on the above graph, it can be interpretedbdta of the respondents Strongly Agree that wdekdalance
strategies adopted in the organization are enhgreaimployee productivity. On the other hand, theeere disagreements,

but still, 16% of the respondents are neutral.

‘What challenges you face while balancing your work life ?
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Figure 7

From the above graph, it can be depicted that THxpeectations (40%) is the biggest challenge to widek
balance. On the other hand, Co-Worker Support (8%hsily available, but Managerial Support (28%d &ed Tapism

(32%) also provide some challenge to the workH#¢éance objective.
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How do vou feel that work life balance strategies are beneficial for both
employees and organization ?

o
e 12
)
T 10
g
4 6
= 6
5]
=)
z 4 2

2

0 T T T

Employee productivity ~Better organizational =~ Employee satisfaction Employee retention
increases performance
Benefits
Figure 8

From the above data, it has been observed thatiptioily of 56% of the respondents as well as theapective
organization (24%) has increased due to the adoptiavork-life balance strategies. While employaéisfaction (12%)

and retention (8%) has not shown good outcome foalaption of work-life balance strategies in thaiganizations.
FINDINGS

» It has been found from the study that 76% of tlspoadents strongly agree that balancing of jobperdonal life

is important, as life is a balancing act.

* It has been observed that 84% of the organizatiolhsw work-life balance practices in their orgaaions.
While on the other hand, in spite of dramatic clenig the field of Human Resource Management, daogto a

survey, there are still 16% of the organization®wb not follow work-life balance practices.

* It has been interpreted that Maternity Leave andlib® Leaves are provided by all organizations.il&bn the
other hand, few organizations are providing ChildreCleave and Special Leave for culture/religiontheir

employees.

* It has been found that 46% of the respondents prefé/ork from Home whereas 33% of the respondpreger
Flexible timings. Very few of the respondents gireference to Part-Time Work (12%) and Job sha8fg).

* Most of the respondents prefer two main money batatiegies, i.e. medical insurance facilities (32%d Meal
subsidies/vouchers (28%). On the other hand, v@myréspondents prefer General Insurance Faci(i@®s and

Assistance for Tax Planning (12%)

» It has been interpreted from the study that 64%efrespondents strongly agree that work-life bedastrategies
adopted in the organization are enhancing emplpyeductivity. On the other hand, there are no disagents,

but still, 16% of the respondents are neutral.
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» Time Expectations (40%) is the biggest challengavdok life balance. On the other hand, Co-Workepjgrt
(0%) is easily available but Managerial Support%2&nd Red Tapism (32%) also provide some chalkenhge

the work-life balance objective.

» It has been observed that productivity of 56% @f tespondents as well as their respective orgamiz§24%)
has increased due to the adoption of work life tizdestrategies. While employee satisfaction (128d)ratention

(8%) has not shown good outcome out of adoptiomark-life balance strategies in their organizations
SUGGESTIONS

Work-life balance strategies are beneficial forhbeimployees and the organization. It includes benstich as
flexible work hours, child care and elder care rgements, improvement in employee efficiency anttaened
organizational performance. Some suggestions teaelwork-life balance for employees would be timanagement,
prioritizing activities, focus on organizing, reat®n and use of technology to save time. A fewgsstjons for
organizations would be flexible working hours, fagiof work from home, creche facilities at the skplace, options of

part-time work and parental leave.
CONCLUSIONS

To conclude, it can be seen that work life balapEctices benefit everyone, i.e the business, tiraasier
recruitment, improved retention and easier sendedivery, the economy as the labor market growdleskiand
experienced people are available to work, paremiscareers that can spend quality time at homeefisas be providing
financial support through work. This study basigatlade us understand the different work-life bed¢apractices followed
in the organization also helped us to understaadrtportance of the different practices followedhe organization. An
overall conclusion of WLB practices is most effeetwhen they enhance employees’ autonomy and asergheir
capacity to perform well in work and in a familyusition. Work/life programs have the potential ignfficantly improve
employee morale; reduce absenteeism, and retaamiaagional knowledge, particularly during diffic@conomic times.
In summary, a successful convergence between watkhan-work aspects can be winning —win situatimmemployees

and employers alike.
REFERENCES

1. Manisha Purohit(2013), “A Comparative Study of Wadrike Balance In Various Industrial Sectors In Pune

Region”, International Journal of Marketing, Finaiat Services & Management Research, Vol.2, No. 3,

ISSN 2277- 3622

2. lLazar, I., losoian, C., & Ratiu, P. (2010). “The leoof work life balance practices in order to impeo

organizational performance”, European Research &sidXIIl (1).

3. Susi, S., & Jawaharrani, K. (2011). “Work Life Batze: A Key driver of employee engagement”, Asiamnrdal

of Management Research, 2 (1).

4. Hye Kyoung Kim - “Work-Life Balance and Employe®@&rformance: The Mediating Role of Affective

Commitment”, Global Business and Management Rebedut International Journal Vol. 6, No. 1 (2014)

I mpact Factor(JCC): 3.6586 - Thisarticle can be downloaded from www.impactjournals.us




| 198 Manpreet Kaur |

5. Beauregard, Alexandra and Lesley C. Henry (2008)aking the link between work-life balance practicesl
organizational performance”, Human Resource ManageirReview, Volumel9, Issue 1, article available on

www.sciencedirect.com

6. V. Krishna Priya & R. Amutha, An Impact of Training Employee Productivity and Development, Inteome
Journal of Human Resource Management and Rese&lediRIMR), volume 5, Issue 5, September-October 2015,
pp. 41-44

7. Diksha Garg and Shilpa Rani (2015), “Work life Bat®: A Key Driver to Improve Organizational
Performance”, International Journal of ResearchR)Vol-2, Issue-1 January 2015 ISSN 2348-6848

NAAS Rating: 3.10- Articles can be sent to editor @ mpactjournals.us




