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Abstract

Orgonizotions ore under tremendous pressure to improve their performonce ond success in the competitive business world.
Psychological empowerment increases employees' sense of personal control ond motivates them to engoge in work, which in
turn results in positive monogerial ond orgonizotionol outcomes (Quinn &Spreitzer, 1997). Workife balonce hos always
been a concern for quality of working life and its relotion to quolity of life.Individuols experiencing interference between
work ond personal lives ore olso significontly morelikely to suffer from reduced psychological well-being ond physical
health. (Gront-Vollone&Ensher, 1998).

The literoture review on Work-ife Bolonce hos been fromed up in view of its gained popularity with the major oim to have
prosperity of society ond the realization of fulfilling lives for its employees by supporting the growth of every employee ond
the further development of the componies. The literature identifies various foctors affecting quolity life conditions i.€. Job
Satisfoction, Work Stress, Career Growth, Turnover, Absentegism, Appreciation ond competitive environment in context
with Workife Balance and its practices/policies. In this paper, on endeovor has been made to provide on overview on vorious
factors of Work-Life Balance through the review of existing literature. The sources referred include various journals, books,
doctoral thesis, working popers, reports, mogozines, internet sites, newspopers gtc ond hos been reflected os references ot the
end.

Keywords - Work-ife Balonce, Fomily-ife, Workife, Job Satisfaction, Work Stress, Coreer Growth, Work-ife Balonce ond

its proctices/policies ond Foctors.

Introduction

A well developed sense of humor is the pole that adds
balonce to your steps os u wolk the tightrope of life —
(Williom Arthur word).

Work life bolonce is defined os “ochieving satisfying
experiences in oll life domoins to alevel consistent with the
salience of each role for the individual.... [thot] introduces
the possibility of ahierarchy of roles; however... it dogs not
demond thot o hierarchy is neither necessory nor desiroble
for balonce”(Reiter, 2007, p.277).

Work/life is commonly referred to os work ond fomily. To
bolonce between the fomily responsibilities ond work
responsibilities has become o chollenge for the people in
mony professions. Felstead, Jewson, Phizackleo.ond Walters
(2002) defined the work life balonce (WLB) strotegies os
those strategies which enhonces the independence of
employees in coordinoting with the work ond non-work
ospects of their lives. Work—life conflict is o form of inter—
role conflict where the role demonds of work interferes with
the role demonds of home or leisure octivities (Greenhous
ond Beutell, 1985). The stroin due to the disogreement
between home ond work domains hos increosed amongst
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employees in most sectors of the economy (Lewis, Gambles
ond Ropoport, 2007). Employees expect from their
employers to address their need of work life conflict
(Kossek, Doss ond DeMarr, 1994). There is a dire need thot
orgonisations oadopt such humon resource policies ond
strategies that could accommodate the work ond life needs
simultoneously to lessen the work ond fomily role strain
(Cieri, Holmes, Abbot ond Petti, 2005). Russell ond
Bowmon (2000) osserted thot the issue of work/ life balonce
is gaining on increosing attention by the employees reloted
to all orgemisations ond monoging the conflict between work
demonds ond fomily responsibilities have become o serious
chollenge for orgemisations.Monoging rising demonds from
the work ond fomily domoins represented o source of high
strain for mony employses which even lead to the health
problems among employees. Although it is believed that
work fomily role stroin is more common omong women
employees, but men olso experience stress resulting from
differing roles ond demonds (Burley, 1994).

The role of work hos chonged throughout the world due to
gconomic conditions ond sociol needs. Foct is, work was o
matter of necessity ond survival. Throughout the years, the
role of “work” has evolved ond the composition of the
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workforce hos changed. Work still is anecessity but it should
be a source of personal sotisfoction as well. Therefore,
tension ond work torget reloted pressure; work lood of fomily
mokes on individual difficult to find balance between work
ond personol life. Professional working in industry,
monogers, doctors, directors, bonkers, ond software
professionals ore the few examples thot ore focing the brunt
ofhozord constontly.

A convergence of powerful trends in the gorly 21st century is
pressuring employers to re-think their people proctices.
Indeed, the timing seems right to make the quality of work
life o strategic focus for business, as well os a public policy
priority. These chollenges (workforce oging, increosingly
competitive lobor morket, informotion technology ond
rising benefit costs) create new possibilities for employers to
achieve orgonizotionol performonce goals while
simultonegously meeting workers' personal gools. At the
some time, so mony employees ore experiencing o reduced
quality of work-ife. This is reflected most prominently in
work-ife imbolonce ond job stress. With more women
employed thon ever before ond dual-eorner fomilies'
common, work-life bolonce is on ongoing quest.

A lot of people are having o more difficult time finding
balonce in their lives because there have been cutbocks or
layoffs where they work. They're ofroid it may hoppen to
them, so they ore putting in more hours, (Psychologist —
Robert Brooks defing) Work-ife balonce, in its broodest
sense, is defined os asatisfoctory level of involvement or 'fit'
between the multiple roles in aperson's life.(Hudson, 2005).

“The amount of time you spend doing your job compored
with the omount of time you spend with your fomily ond
doing things you enjoy.”Definition of work-life bolonce
noun from The Combridge Advonced Learner's Dictionory
&Thesourus © Cambridge University Press.

“The concept of work-tife balonce is based on the notion that
paid work ond personal life should be seen less as competing
priorities thon os complementory elements of o full life. The
way to ochieve this is to adopt on approoch that is
“conceptualized os o two woay process involving o
considerotion of the needs of employees as well os those of
employers” (Lewis, 2000: p.105)

The working conditions of work are chonging: chonges in
technology, globalizotion pressures, women involvement in
working, fewer young people ond on exponsion of the older
generotion.

e Almost 19 per cent of employees work in workploces
operating 24 hours a day, 7 days o week. One in gight
employees work both Saturdoy ond Sunday.

e Almost 11 per cent of employees work 60 or more hours
aweek typically in professional ond monogerial jobs.
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*  More thon ong in gight men with dependent children
works 60 hours or more aweek.

* 56 per cent of women preferred greoter flexibility in
their working orrongements to longer moternity leove
on their return to work following maternity leave.(
Source: Oronge 2006)

Today, Industries have realized the importonce of the work
life balonce in originations for their employees and they ore
trying to setting up policies for boloncing o work life
balonce. Componies ore trying for innovative methods to
keep their employees hoppy ond satisfied, so it mokes office
environment better for working ond also positively impact
productivity of employees.

Review of Litrature

Work-ife balonce refers to people having enough time to
have bolonce in their job ond home life. Korokos ond Lee,
(2004) exploined work life balonce issues os spending good
time with fomily members, getting free time to be oble to
relox for emotional wellbeing ond heolth of  fomily
members , having good communicotion ond support from
the fellow colleogues, obtaining high quality child core ond
education; ond being sotisfied with the work lood.
According to the study of Kinmon (2001), the strongest
foctor of psychologicol distress ond job dissatisfoction wos
related to work life conflict. He found out that over holf of
the academics surveyed complained thot they have to
regulorly work ot home during the evenings which couse
stress. Netemeyer, Boles ond McMurrion (1996) osserted
that mojority of the employees reported that they remoined
preoccupied with work issues even ofter leaving the
workploce ond feel difficulties in sleep ot home.

The demond from orgonisations to ottend to the fomily
responsibilities of employges hos been increosing due to the
rise in the number of single porent's households ond dual
earners (Goodstein, 1994). Elliott (2003) exploined thot
mojor problem foced by the working porents of children,
oged six or younger, is to offord high quality child core
which is costly ond consumed o lorge portion of income ond
reduces the likelihood that the mother will be employed. The
double burden of child core ond elder core puts more
emotional burden on women than on men. In reolity, it is still
women who keep hold of the major responsibilities for
childcare ond ore much more likely to work port-time,
sparing time for fomily responsibilities (Daly ond Lewis,
2000). Gerson (1993) explained thot fathers also
experienced tension in child coring os their working wives
are not present ot home to look ofter their kids. Thus, in eorly
decodes of twentieth century  some large componies felt the
need thot employers should allow free time and energy to
workers to look after their children. Child care focility thus
positively offected employee's decisions to remoin
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employed ot the compony (Kossek ond Lombert, 2004).
Ross ond Mirowsky (1988) demonstrated thot employed
mothers who felt difficulty moking child-core orrongements
suffered from high depression. Research by Jaffrey ond
Koren (1991) indicoted thot relative to childeore, elder core
involves more unexpected core giving situations, ond it is
more difficult to monoge ond couses greoter levels of stress
for the core provider. Greenberger et al., (1989) showed thot
morried women often spend o lot of time ond energy in
toking care of their in lows, especially the parents of their
husbands, in short the principle core givers for the elders ore
women, who provide core in their roles os wives, doughters
ond doughter in lows. In addition, becouse mony women
who care for the elders also core for the children os primory
caregivers they become more occustomed to core giving os
compored to men (Bloir ond Litcher 1991). Like child core,
eldercare con adversely impoct employees personally, ond
professionally as well os emotionally, ond finonciolly. The
impoct of elder core on professional lives of employees
includes increased obsentegism, sluggishness, areduction in
work hours, unavoilobility for overtime work, a shift from
full-time to porttime work, ond in some coses eorly
retirement. (Ross ond Mirowsky, 1988).Not only the elder
care responsibilities have affected the employed workers but
also prevented some people to enter the work force (Frone,
Russell and Cooper, 1992). The cost of elder core monifests
not only in economic ond finoncial terms but also in terms of
caregiver's overoll heolth. Coregivers report feelings of
depression, isolation, longlingss and stress due to their core
giving obligations (Kossek and Lombort, 2004).

According to Sullivon ond Lewis (2006) schedule
inflexibility increased depression in both men ond women
ond increosed physical distress such os insomnia, appetite
problem, tension reloted aches ond pain. Christensen ond
Staines (1990), found thot flexitime programs decreosed lote
comings, obsentegism, ond turnover. In their reseorch,
Thomos ond Gonster (1995) have found a positive
association between flexitime policies and job satisfaction.
They concluded thot flexible time policies enhonced
employee productivity by decreosing obsentegism ond
turnover, ond positively served fomilies by decreosing
depression in employees os fomilies get more time to spend
together which reduces work/ fomily conflict.

Gilbert (2002) stoted thot longer working hours though
reduces general fomily sotisfaction, but workers who ore
more committed to their work reported significontly higher
fomily satisfoction os compared to the workers who ore less
committed to their work. So it is not only the work timings
that offect fomily but the behaviour of workers towards their
jobs that affect their fomily life.

Greenhouse ond Powell (2003) have suggested thot certoin
working conditions, such os time flexibility con mitigote the
negative effects of work demonds on fomily life.
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New requirements ot jobs have brought on increosed
worklood. Professional lives choracterised by more ond
more chollenges, frequently chonging assignment, work and
time schedules, job insecurity ond frequent relocations ore
some of the foctors which cause work life stroin. Most of the
faculty new to the compus report thot they feel isolated, ond
they are often besieged due to uncleor expectations ond
heavy workloods (Luce ond Murray, 1998).

Frone (2000) found that work-home conflict equolly
offected the heolth of men ond women whergos Emslie, Hunt
ond Mocintyre, (2004) did not find ony significont gender
differences in perceptions of work-home conflict.
According to the study by Thompson &t ol. (1998), it is o
generol perception thot orgemisations with lower level of
work life conflict possess supportive orgonisational culture.
Kossek, Dass ond DeMoarr (1994) explained thot one of the
reasons of the work life strain is o lock of integration
between the employee's life ond orgomisation's goaols. He
further osserted that negative culture, poor working
environment ond bod ottitudes of supervisors creote borriers
to the implementotion of work life bolonce.

Roehling ond Mogn (2001) predicted that earnings (solory),
schedule flexibility, fomily friendly work policies, ond
supportiveness of colleagues ore related to work ond life
strain. Non supportiveness of colleogues offects the
employee loyalty negatively. They further found thot o
portner with unstoble or low income increases the financiol
burden on other portner.

Smith ond Smith (2008) found that future accountonts give
high importonce to work-ife bolonce in moking corger
decisions ond they feel thot o heolthy work-ife balonce
positively affects their job performonce. They further
explained that Moslow's hierorchy theory ond McClellond's
motivational needs theory provide theoretical support for
understonding people's motivation to ochieve o healthy
work-ife balonce. According to Kinmon ond Jongs (2008),
reword imbolonce is ong of the reasons of work stress among
the employees. In their study, schedule flexibility ond the
outonomy of the employee in his work were found to be o
key predictor of work— life bolonce. Porosuromon ond
Simmers (2001) olso found that self-control or having
outonomy in the work con help individuals to schedule work
in away thot reduces the likelihood of work—-fomily conflict.
A study by Warren ond Jhonson (1995) showed thot
monoging dependence on colleogues ot the job increoses
sociol demands ond stress. Personol problems with
colleogues affect the employees psychologicolly ond moke it
difficult for them to monoge household work effectively.
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Work Life Balance

Figure .Conceptual Model of the Foctors Affecting Work Life Balonce.

There are voarious foctors which offect workife balonce ond
hod been studied by various authors. These foctors could be
related to on individuol, fomily-related, work-related ond
fomily ond work-related. A number of reseorchers like
Adoms ¢t ol. (1996), Duxbury ond Higgins (2001), Mortins
et ol. (2002), Fisher-McAuley et al. (2003), Schiemon &t ol.
(2003), Ezzedeen ond Swiercz (2002), ond Hoor ond Bordoel
(2008) found thot work life bolonce /work fomily conflict
affects job satisfoction, fomily satisfoction, life sotisfoction,
career sotisfoction ond job stress. Higgins (2001) exomined
the effects of three types of work fomily conflict — role
overload (hoving too much to do), work to fomily
interference ond fomily to work interference on the
orgonizational performonce ond quolity of life of
employees, porental stotus) ond sources of support (co—
workers, community, finonciol resources) on the negotive
relationship between work— fomily conflict ond corger
satisfoction. Fisher-McAuley €t ol. (2003) exomined the
relation between employees’ beliefs obout hoving abalonce
between work ond personal life, ond the fegling of job stress,
job satisfaction, ond reosons why one might quit his/her
job.In this poper, an endeavor hos been made to provide on
overview on various foctors of Work-Life Balonce through
the review of existing literoture, which led to emergence of
eleven factors. These foctors ore :

The first foctor which wos identified through Analysis wos
Social Support. Social Support is on importont foctor which
contributes to work-life balonce. When people have social
support from work ond fomily, they con balonce their lives
with proper peace ond hormony. With the usoge of
technology, it becomes gosier to balonce work ond fomily
domains.

The second foactor which was identified through Anolysis
waos reloted to Orgomizational Issugs. Orgonization ploys on
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importont role in initioting work-ife balonce policies for its
employees. If organizotion emphosizes on proper work-life
balonce policies, it con lead to better performonce ond
employee satisfoction.

The third foctor which emerged through Analysis wos Stress
Issues. Stress is the major couse of unhoppiness omong
employees, whether it is reol or imogined. Stress being one
of the mojor foctors which affects work-ife balonce of
employees leoding to fotigue, mentol illness, depression,
heort diseoses, ond ultimotely loss in productivity.

The forth foctor which emerged out of Anolysis wos
Informotion Technology. IT is ong of the major factors of
work-life balonce os it helps in providing 24*7 accessibility
ond connectivity.

The fifth factor emerged through Analysis was Work Issues.
Work being on importont foctor affects work-ife balonce of
employees, os if there would be work overlood, it would
increose stress level ond it will create on imbalonce in the
lives of the employees.

The sixth factor which wos identified through Anolysis wos
Fomily Issues. Family holds an importont place in aperson’s
life. If on individuol is hoppy ond gets social support from his
fomily, then it enhonces work-ife balonce. If an individual is
unhoppy from fomily, it may create work related stress ond
conflicts.

The seventh factor identified through Analysis wos Social
Issues. An individuol con’t live in isolation. There ore certain
sociol duties which he needs to fulfil in order to keep his life
ot peace ond hormony.

The eighth foctor which emerged through Anolysis wos
Supportive Foctor from orgonizaotion. An employee to be
committed ond involved in the orgonizotion must require
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support from his orgonizotion which con enhonce his
performance ond bolonce his work-ife too.

The ninth foctor emerged through Anolysis wos Work
overlood foctor. Work overload is playing o cruciol foctor in
increosing the stress level ond creating imbolonce of work os
well as in fomily.

The tenth foctor which wos identified through Anolysis wos
Individual Issues. An individual is responsible for creating o
proper balonce between work ond fomily if he is oble to
monoge both the responsibilities ond monoge himsglf also.

The eleventh foctor which wos identified through Analysis
wos Lock of Knowledge. Lack of knowledge is a factor
which creates problem os individuol is unowore about the
issues thot are emerging reloted to work-life balonce in this
changing scenario ond how con IT help in creating abolonce.

Conclusion

Ropoport ond Bailyn (1996) addressed in areport to the Ford
Foundation that | The separation of work life from fomily
life has existed since the Industrial Revolution ond remains
largely intoct today even though it has never reflected the
way most people live. The business world hos responded to
work—fomily issues with on array of progroms ond policies
that address specific fomily needs but do not chonge this
basic assumption that employses® work ond private lives ore
separate ond conflictingl. However, Work-fomily reseorch
has long been guided by the role stress theory, wherein the
negoative side of the work-fomily interaction hos been put
under the spotlight. Recently, the emphosis hos shifted
towords the investigation of the positive interaction between
work ond fomily roles as well os roles outside work ond
fomily lives, ond scholors have storted to deliberote on the
essence of work-ife balance (Jones gt al., 2006).

Today, Industries have reolized the importonce of the work
life bolonce in originations for their employees ond they ore
trying to setting up policies for baloncing o work life
balonce. Componies ore trying for innovotive methods to
keep their employees happy ond sotisfied, so it mokes office
environment better for working ond olso positively impoct
productivity of employses.A convergence of powerful
trends in the eorly 2 1st century is pressuring employers to re—
think their people practices. Indeed, the timing seems right
to moke the quality of work life o strotegic focus for
business, as well as o public policy priority. These
chollenges (workforce oging, increosingly competitive
lobor morket, information technology ond rising benefit
costs) create new possibilities for employers to ochieve
orgonizationol performonce goals while simultongously
meeting workers’ personal gools. At the same time, so mony
employees are experiencing areduced quality of workife.
This is reflected most prominently in work-life imbolonce
ond job stress. With more women employed thon ever before
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ond duol-earner fomilies’ common, work-ife balonce is on
ongoing quest. Furthermore, there ore mony signs thot job
performoance expectations have been ratcheted up since the
1990s. Thus, with both employers and employees under
pressure to find ways to improve the quality of work life —
ond through this, enobling employees to contribute their best
efforts — surely there is common ground for oction.

Every person’s individuol factors ore affecting perceptions
of workife bolonce include orientotion to work ond in
porticulor the extent to which work (or home) is a.central life
interest ond ospects of personality including need for
ochievement ond propensity for work involvement. Energy
levels are often ignored but in the context of high demond
need to be token explicitly into count. They moy be linked
up to issues of self control, including center of control and
stomina for coping with pressures of competing demonds.

By looking ot the foctors affecting work life bolonce, result
indicates thot spousal supportiveness ot home ond colleague
supportiveness ot work contribute positively to work life
balonce, whereos child core problems, glder dependency ot
home ond unfoir criticism ot work ploce contributed
negoatively towords work life balonce. Thus, finding of this
research shows eleven factors which hove been identified
related to work-ife balonce. Out of eleven foctors, social
support, Orgonizational foactors, Stress foctors, ond IT
foctors ore the mojor foctors which affect the workife
balonce of on individual.

The outcomes of workife balonce are numerous. Agoin thot
outcomes may be related to personal satisfoction of operson
ond well-being of work ploce, ot house ond in life os awhole,
to somewhot more objective indicators of behavior ond
performonce ot work ond ot home ond to impoct on others
including work colleogues and fomily ond friends. Any ong
of these could be developed in some detail ond ot present
serve to illustrote the richness of the potential reseorch
ogendo.
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