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Abstract: A great convergence between the work and non-work aspects can create a win-win situation for employees working for any 

organization. Work-life balance is compulsory for Engineering and Medical professions as well as for all those professions which include 

stressful works. By using work-life balance practices in real-world work-life conflicts can be reduced and positive appraisals of employees’ 

increases within the organization. Developing and maintaining a culture that enables and supports the opportunity to have a desired work-

life balance promotes the benefits of the employee and organization as well. It is becoming very important that work-life balance policies 

should be included in strategic plans of organizations as it helps organizations gain a competitive edge through been able to attract and 

retain individuals with great skills and experience. The present paper is an attempt to review various studies that have been carried out by 

researchers related to different aspects of work-life balance and based on these studies to document the strategies that could improve 

organizational performance. 

 

Index Terms – Work-Life Balance, Organizational Performance, Work-life Conflict, Work Interference on Personal Life, Job 

Satisfaction.  

I. INTRODUCTION 

Work-life balance may be defined as the routine effort to make time for hobbies, family members, near and dears, friends, community, 

spirituality, personal growth, self-care, and other personal activities, in addition to the work and priorities of the workplace. Nowadays 

employees are experiencing difficulties in balancing domestic demands and work life. The unbalance between these two often leads to an 

increase in mental stress and reduces work efficiency. As being workers they have to manage the conflicting priorities of work and family. 

So it becomes very important to have the knowledge and understanding of work-life balance (Clarke, 2002). Developing and maintaining a 

culture that enables and supports the opportunity to have a desired work-life balance and to promote the benefits of the employee & 

organization (Susi & Jawaharani, 2011). Work-life balance is a concept that supports the efforts of employees to split their time and energy 

between work and the other important aspects of their lives (Glasgow & Sang, 2016). With time, the lifestyle of women is also moving in 

another direction. Along with attaining education, she is standing along with her husband in every aspect. But this is only one side of the 

coin. Beyond education and becoming professional she has to look after her responsibilities at home too. So it becomes difficult for her to 

perform at both fronts and maintain balance at both places.  

II. AIMS AND OBJECTIVES  

a) The main purpose of the study is to review previous literature related to work-life balance to understand the concept in depth. 

b) The paper will also attempt to find out the factors influencing the work-life balance of Employees based on the literature. 

c) To suggest suitable strategies to improve the level of work-life balance. 

III. LITERATURE STUDY 

Clarke (2002) studied various factors for better understanding the role of the workers in work-life balance within an organization. He has 

discussed work-life balance meaning to the employees working within a specific organization or industry. He has also identified various 

factors that create barriers for balancing work life. Further, the results found by him can be used by the workers in the development of 

strategies to increase employee well-being, increasing commitment, reduce mental stress, and enhancing productivity.  

Ioan et. al (2010) discussed various demographics are behind the work-life programs. They have compared the traditional working with 

the modern working scenario and concluded how the employee juggling more responsibilities along with outside work. They concluded 

work-life balance practices are most effective when employees enhance their autonomy and increase the capacity to perform well in work 

and family situations. 

Susi. S et. al (2010) analyzed work-life balance deeply and concluded that it becomes a very important benchmark among various 

organizations worldwide. They have given stress on adapting work-life balance culture and its various strategies in all levels of 

organizations. According to them, the work-life balance must be encouraged so that absenteeism can be reduced, employee stress can be 

minimized and most importantly workers can attain job satisfaction.  

http://www.ijcrt.org/


www.ijcrt.org                                                          © 2020 IJCRT | Volume 8, Issue 11 November 2020 | ISSN: 2320-2882 

IJCRT2011022 International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org 200 
 

Bell et. al (2012) investigated correlational relationships between stress related to the job, mental as well as physical health, and work-life 

conflicts among academics and various organizations. They studied how job stress in various organizations has been increasing worldwide 

over the last few years. 

Panisoaraet. al (2013) provided new information related to the work-life balance and marital status. They concluded the practical 

relevance of work-life balance apart from the theoretical implications. Their findings have significant practical relevance not only for 

employees but also for employers.  

Singh, S. (2013) addressed a report findings of the Ford Foundation related to work-life balance. They have discussed that the work fife 

balance existed since the Industrial revolution. They have investigated the positive interaction between work life and family responsibilities 

as well as various priorities outside the work environment. 

Padma et. al (2013) studied how support from family members will play a notable role in balancing personal and professional lives 

properly. They discussed the various factors for the women workers how they can manage their personal and professional lives and can 

attain work-life balance properly.  

Yadav (2013) investigated the impact of the growing industry showed the various problem to grass-root of manpower. They discussed 

how the workforce is very much important than any other resource. They investigated the various factors which build up the pressure and 

cause the work-life imbalance.  

Meenakshi et. al (2013) presented their study on the relationship between love and work. They said these two factors are the cornerstones 

of being human and both are very important for happiness. They concluded self-management is most important among all factors regulating 

the work-life balance because people need to control their behavior according to expectations and regarding work.  

Kumari, K. T, et. al (2013) studied work-life balance factors that have derived from the fact that anyone’s work life and personal life may 

have conflicting demands at the same time duration. They discussed how to make work-life balance while demands from both the domains 

are equally important. 

Muthukumar M. et.al. (2013) analyzed how the balance can be created between work life and family life improves performance at work 

and also helps in gaining job satisfaction. They discussed how the feeling of contentment can give motivations to the individual to shoulder 

responsibilities with greater accountability.  

Raisinghani, M. et. al (2014) examined various sources of conflicts in family life and professional life that an employee possesses in the 

organization. Their study tries to find out various variables and constructs which affect the balance of work-life policies in the organization. 

Ghai R. K. (2014) discussed how work-life and personal-life are two sides of the same coin. They explained how striking a balance 

between professional work life and family life is critical for an employee to achieve his personal and professional goals.  

Stella, O. et. al (2014) aimed at filling the gap in the literature on work-life balance. Their study presented comparative case studies on 

the work-life balance of three sectors namely banking, educational, and the power sector. 

Deivasigamani. J et. al (2014) investigated how work-life balance remains an issue that requires considerable attention from society. They 

also exposed the various work-life balance strategies implemented by various organizations and the employees by their self.  

Mohanty, K. et.al (2014) summarized that employees had great pressure of having multiple roles, abnormal working schedules, health 

hazards, etc. due to the work-life imbalance. They said effective training can be used as the best technique to help the employees manage 

stress and handle multiple roles effectively and efficiently. 

VieraSukalova et. al (2015) aimed at improving conditions in the labor market for workers with family responsibilities, the legal 

framework that the issue needs to be expanded, and updated to fit the current modern trends applied in various organizations. 

Seyad, J.  (2015) discussed various issues of time and place of work that are relevant to employees and managers in modern organizations 

and also how they are relevant to diversity management. They studied the varying nature of the jobs at the workplace and its association 

with the family and vice versa.  

Dolai D., (2015) conducted the analysis based on different demographic parameters with the twin objective of establishing the various 

properties of the measure used for measuring work-life balance. They performed a study based on factor analysis and reliability analysis 

for work-life balance.  

Krasulja, N et. al (2015) concluded employees are not just workers of any firm but they play multiple roles between which they should 

make the balance. They concluded workers should be allowed to have flexible work hours, which would contribute to their achieving a 

higher level of balance in work life. 

Mari, P. S. et.al (2015) said human resources are the most valuable and unique assets of an organization for its effective and efficient 

working. They carried out the study to elevate the nature of work-life balance related Indian context.  

Agarwal, R. et. al (2015) highlighted the various factors affecting the work-life balance of women workers. They studied the impact of 

demographic variables on balancing work-life and organizational policies addressing the work-life balance of women employees. 

Kaliannan, M. et. al (2016) suggested that relevant government ministries and agencies need to formulate more employee-friendly work-

life human resource policies to ensure that organizations can achieve high-level employee productivity and performance without 

compromising on their work-life balance issues. 

Gregory, A. et. al (2016) raised a large list of questions about what type of policy best promotes employees work-life balance. They raise 

the voice and argued in favor of judicial support for work-life balance to help and overcome address structural inequalities. 

Shekhar, T. (2016) studied the relationship between work-life balance and employee engagement. Also, they light the torch on contextual 

factors affecting employee engagement and work-life balance. They also have tried to drive the ideal situation of equilibrium between 

pleasure and work termed as work-life balance. 

Shamily Jaggi et. al (2016) worked on developing the new tool or techniques on how the department, management, and the employees 

should work together on adapting the strategies in the organization which help in maintaining the proper work-life balance and for making 

the organization a great place to work. 

Ainapur, P. et. al (2016) concluded how work-life balance practices in the real-world benefit everyone. They explained how balance in 

work-life is important for business, through easier recruitment, improved retention, and easier service delivery.  

Taiwo, S. et. al (2016) explained how important is balance in work life. They said it has many benefits like it added advantage to an 

employee and increased organizational performance. 

Priya, J. J. (2016) studied how the difficulties of women are multidimensional as evident from the literature they reviewed. therefore, they 

require further probing to help working women in balancing their professional and family life. 
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Adikaram, D.S.R. (2016) focused primarily on analyzing balance for work-life on job satisfaction across five factors of working hours, 

working conditions, work pressure, change of job, and various programs for balancing work-life without considering the variety of 

demographic and professional variables. 

Noor Amalina et. al (2017) found the co-relationship between job satisfaction and balance in work-life among working youths. They 

suggested work-life balance policies should be implemented practically into industry practice for ensuring the engagement of the 

employees and to tap the best talent in the market. 

Ayushi Vyas et. al (2017) investigated the importance of balance in work-life in various organizations facing tremendous work pressure 

and to improve their performance. They framed up the work-life balance techniques through the existing literature to gain success in the 

competitive business world.  

Agha, K. et.al (2017) hypothesized a structural equation model between teaching satisfaction and job satisfaction. They concluded that 

personal life and life as being workers need to be integrated smoothly and should not be left to impact each other negatively. 

Rama Swathi R.S.V. et. al (2017) concluded that organizations need to recognize the different factors that affect the work-life balance of 

the workers and have to adapt the latest work-life strategies that can reduce work-family conflicts in a better way. 

Chetna Arora et. al (2017) interpreted graphical representation which shows due to the poor work-life balance of employees they failed 

to give time to pleasure activities or hobbies.  

Sharma. U., et. al (2018) conducted a study in qualitative and quantitative terms for work-life balance by using primary data for various 

sectors namely information technology, banking, police department, education, transportation and service sectors, etc.  

Muthulakshmi, C. (2018) heightened the relationship of balancing work life and personal life roles for a significant portion of employed 

men and women. They studied how the incorporation of work-life balance tools, techniques, and strategies into annual planning of 

educational institutions can have a positive impact on employees happiness.  

Oludayo OA et. al (2018) revealed the importance of balance in the work-life concept at the workplace. They stressed having a more 

flexible work arrangement so that employee happiness and organizational performance can be attained together.  

Khaled adnanBataineh et. al (2019) conducted a questionnaire-based survey to investigate the relation of work-life balance, the happiness 

of the workers, and employee as well as organizational performance. 

DwiPutriLarasati et. al (2019) investigated how organizational performance increases if there exists a higher tendency level of balance in 

work-life in workers. They suggested workers should be provided time to time training to enhance their skills or abilities so that work 

stress can be minimized.  

Kalpna et. al (2019) determined the balance of work-life at a higher level and occupational stress and female personnel of any organization. 

They tried framing appropriate policies and practices within the educational institutions for achieving higher work-life balance.  

A. Alex et. al (2019) prioritized how the various work life and personal life activities can be regulated properly to gain a higher level of 

work-life balance.They concluded how the management can regulate the working environment of employees and motivate them to work 

effectively and efficiently. 

Christian Wiradendi Wolor et. al (2020) studied the impact of balance in the work-life of employee productivity and performance. They 

provided an overview of the importance of implementing work-life balance techniques for employees and the organization.  

Noor Erdianza et. al (2020) proved that job satisfaction and worker happiness can act as a catalyst on the effect of balancing work-life on 

organizational citizenship behavior. They found to increase the organizational citizenship behavior of employees proper work-life policies 

should be adapted.  

 

The summary of researches done by experts in the area of work-life balance to improve organizational performance has been presented in 

the following Table1 which carries the author name, year, and investigated work-life balance factors.  
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Based on the above literature reviewed various factors were identified which were related to work-life balance and are tabulated below in 

Table 1:- 

 
Table 1  

Summary of Work-Life Balance Factors Identified 

 

Sr. No. Authors/ Year  Work-Life Balance Factors Identified 

1.  R. Anne Dow Clarke (2002) Work at work home at home, flexible organizational policies 

2.  

Lazar Ioan et.al (2010) Paid work and unpaid responsibilities, negative career 

consequences, genders perceptions 

3.  Susi. S et. al (2010) Win-win strategy 

4.  Amanda S. Bell et. al (2012) Importance of research in universities 

5.  GeorgetaPanisoara et. al (2013) More stress to parent employees 

6.  S. Padma et.al (2013) Women employee, traveling and night duties 

7.  RakeshYadav (2013) Over time, more money 

8.  

K.ThriveniKumari et. al (2013) Harmony in home and office, role elimination, role reduction, 

role sharing 

9.  M. Muthukumar et.al. (2013) The attitude of the employee 

10.  ManjuRaisinghaniet. al (2014) Work from home 

11.  

 

R. K. Ghai(2014) 

Loyalty to the organization and productivity, unsupportive 

organizational culture 

 

12.  OjoIbiyinka Stella et. al (2014) Strategic plans of organizations. 

13.  Deivasigamani. J et. al (2014) Role of HRD department 

14.  KalyaniMohanty et.al (2014) Seasonal or festival time extra load 

15.  VieraSukalova et. al (2015) Psychological, gender, workplace, and social aspects 

16.  Jawed Seyad (2015) Religion, 

17.  P S.Mari et.al (2015) Time v/s stress management 

18.  

Richa Agarwal et. al (2015) Education, income ratio, professional experience, spouse 

stress, and workload of professional women  

19.  ManiamKaliannan el. al (2016) Generation gap and difference in experience 

20.  Abigail Gregory et. al (2016) Economic crisis 

21.  ToyazShekhar (2016) Employee engagement 

22.  ShamilyJaggi et. al (2016) Time management 

23.  

 

PoojaAinapur et.al (2016) 

Proper planning and deciding the priorities, inculcate the habit 

of saying “no” to superiors, optimistic life view, set your vision 

and mission of life, choose the work you love to do. 

24.  

 

Samuel Taiwo et.al (2016) 

Reduce work-life conflict, 

parenting and pregnancy policies, 

leave arrangements,  flexible work arrangements 

25.  

J. JohnsiPriya (2016) Professional and 

personal work of women teachers 

26.  

Noor Amalina et. al (2017)  

Job satisfaction among working adults 

27.  

 

Ayushi Vyas et. al (2017) 

Social support., organizational issues, stress issues, work-

family, and social issues, work overload factor, lack of 

knowledge, 

28.  K. Agha et.al (2017) Personal life interference with work 

29.  

R.S.V. Rama Swathi et. al (2017) Working hours, career progression, emotional exhaustion, 

work commitment 

30.  

 

Chetna Arora et. al (2017) 

Low productivity levels, 

poor mental and physical health 

31.  UrvashiSharmaa et. al (2018) Job satisfaction 

32.  C. Muthulakshmi (2018) Work-life balance in the teaching profession 

33.  Oludayo OA et. al (2018) Dynamism in the workplace, informal support policies 

34.  Khaled adnanBataineh et. al (2019) Happiness at work, affective organizational commitment 

35.  

 

DwiPutriLarasati et. al (2019) 

Structural consistency, creating a conducive work atmosphere, 

giving leisure time, and providing training or upgrading the 

employees abilities. 

36.  

Kalpna et. al (2019) Work-life balance among female personnel of CISF, the 

correlation between work-life balance and occupational stress 

37.  A. Alex et. al (2019) Wages and quality of life 

38.  

Christian WiradendiWolor et. al 

(2020) 

Regulations and law by the government 

39.  Noor Erdianza et. al (2020) Organizational citizenship behavior 
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IV. STRATEGIES TO IMPROVE WORK-LIFE BALANCE 

Literature documented various strategies that could be adopted by the organizations to improve the work-life balance of their employees. 

Private sectors can adopt flexible policies and higher authorities should enthusiastically support, encourage, and motivate employees 

(Clarke, 2002). Osoian & Raţiu, (2010) put forward that any negative career consequences must be overcome or removed and gender 

perceptions should be minimized and co-workers must support each other (Osoian & Raţiu, 2010). Moreover, a win-win strategy should 

be applied for employees as well as for organizations for global success (Susi & Jawaharani, 2011). It was also suggested that more 

research work and data analysis should be conducted for work-life balance in academic fields most importantly in universities (Bell, 

Rajendran & Theiler, 2012). Regarding work-life balance in companies programs that promote work-life balance should be promoted 

(Panisoara & Serban, 2008) especially working at nights or having children (Padma & Reddy, 2013) and unmarried, married without 

children or married with children employees should be treated equally (Panisoara&Serban, 2008), extra work to get more money should 

be avoided (Yadav, 2013), role elimination, role reduction, role sharing strategies may be adapted (Kumari & Devi, 2013), work from 

home culture should be adapted with some term and conditions (Raisinghani & Goswami, 2014), quantitative methods should be used to 

investigate the work-life balance practices in real-world (Ojo, Salau & Falola, 2014). 

 

Besides, the Human Resource Development (HRD) Department can play a very crucial role in implementing policies that aid in reducing 

work stress and managing work-life imbalance (Deivasigamani & Shankar, 2014). (Mohanty & Mohanty, 2014) suggested that extra 

load must be managed properly during seasonal or festival time, during high workload temporary assignation workers can reduce stress 

and helps us to maintain work-life balance, (Sukalova, Ceniga & Janotova, 2015) bottlenecks due to the generation gap should be removed 

completely (Kaliannan,  Perumal, & Dorasamy, 2016), conceptual analysis for employee engagement should be performed to gain more 

work-life balance, discrimination based on gender and religion should be avoided (Syed, 2015). Moreover, the relationship between 

demographic variables and the work-life balance of employees will be an important input in designing appropriate policies for employees 

to address work-life balance issues. (Glasgow & Sang, 2016) Choose the work which you love to do (Jaggi & Bahl, 2016). 

 

Organizations also need to provide some facilities to their employees like a telephone for personal use, counseling services for employees, 

health programs, exercise facilities, equal access to promotion, training, and development,  referral services for employee’s personal needs, 

parenting of family support program, relocation or placement assistance (Ainapur, Vidyavathi,  Kulkarni, & Mamata, 2016). More family-

friendly policies need to be implemented by the organizations which will provide greater flexibility to all employees, including supervisors, 

managers, and other senior staff, and will ensure flexible working hours schedules, rosters, and leave arrangements to accommodate their 

family and personal responsibilities, without detriment or penalty. Pre-exit interviews that include questions such as whether difficulties 

in balancing work and family/personal responsibilities were a contributing factor to the employee leaving, to be conducted before the 

employee leaving. Organizations should take the work-life balance of their employees utterly seriously by developing new policies and 

initiatives. Knowledge should be improved on work-life balance, increase cognizance of employees’ rights to access flexible working 

arrangements, and providing assistance and services to them directly or by recommendation (Taiwo, Catherine & Esther, 2016).  

 

Other recommended strategies include half days could be given on Fridays to the employees to spend time with families, provision for 

recreational trips, work from home, mind relaxing games to reduce stress (Arora & Wagh, 2017), structural consistency, creating the 

conducive work atmosphere, giving leisure time and providing training or upgrading the employees’ abilities (Larasati,  Hasanati, & 

Istiqomah, 2019) can also add on to improve work-life status among employees.  

V. RESEARCH GAP 

Based on the literature reviewed it was found that the impact of work-life balance is 360 degrees on the employee as his life in 

terms of personal or profession is related to it. Few instances like employee satisfaction in both personal and professional life, physical 

and mental health, commitment towards work and family, imbalance in work-life balance results into stress leading to both family conflict 

as well as job performance. Organizations who provide flexibility to their employees by providing them the work-life balance they can 

retain good talent and ability to perform well by having an edge over other organization. Majorly studies are conducted outside India. Few 

studies conducted in India focus on providing work-life balance to employees. More studies should be taken up which provide them ways 

to tackle work-life balance and dimensions of wellness for employees so that one can manage his life in a better way. Moreover, studies 

were conducted in the IT, banking, education sector, pharma sector whereas other areas should be explored like lawyers, fleet services, 

chartered accountants, and the aviation industry. There has been a lack of research conducted in the area of academia with the availability 

of employee assistance programs in universities such as stress management and flexible work arrangements, the complex nature of stress 

still seems to influence academics’ health and work-life balance negatively. Further research is required in the area of stress, health, and 

work-life balance to better understand the relationships between these variables and help universities on how to effectively improve 

academic work-life (Bell, Rajendran & Theiler, 2012). Becoming aware of these issues, the unmarried employees will no longer be afraid 

to start a marriage, especially in their early career. At the same time, the married working couples will no longer avoid having children, 

thinking that such a decision will harm their career (Panisoara& Serban, 2008). Hence, a working environment that is cooperative, as 

well as supportive, may help the employees to utilize their potential at the best and this will ultimately help for benefit of the organization 

(Padma & Reddy, 2013). 

VI. DISCUSSIONS  

The findings of past studies and conceptual clarifications as deduced from the literature were reported which illustrates that 

majority of the respondents have stated that the extraction of excess work from the employers one of the causes of work-life imbalance. 

It was suggested that the organization can grow in size so that the work can be divided and the required work can be allocated properly 

without extending the working hours of the employees. Thereby reducing pressure and enhancing work-life balance. A work-life balance 

plan can be charted out for every employee by their respective project managers during the time of their appraisal which may reduce 

working more for the sake of organizational policies like performance appraisals and promotions, therefore, making it convenient with 

proper work-life balance. Thus the organization can have friendly work procedures. Since the majority of the respondents has proved a 
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greater benefit by attempting to find balance in their lives, the organization can engage a specialist to conduct workshops and seminars 

on how to prioritize different commitments, how to manage time effectively, and how to plan out activities to be making time for hobbies, 

developments pursuits and quality time for family and friends. By designing a work-life balance plan for every individual employee, it 

would lead to job satisfaction and act as a talent retention tool. Work-life balance initiatives can be used as a strategy for talent attraction 

by highlighting the initiatives of the organization during the placement and induction of candidates. This will help in creating a brand for 

the organization as one of the best places to work for. 

 

This concept being a growing phenomenon, several areas could be covered to understand the whole concept of work-life balance. 

Research is required in the area of stress, health, and work-life balance to better understand the relationships between these variables. 

Considerably, more research is needed to gain additional insight into the meaning and consequences of work-family balance. Moreover, 

based on the findings of the study, it can be claimed that work-life balance holds a lot of benefits for organizations. It is a platform for 

improving employees’ performance and for the eventual achievement of organizational goals. Work-life balance is an issue of great 

importance that has to be addressed by the organizations at the earliest. After all the employees are the greatest asset and the organization's 

performance is affected by employee performance. Despite higher salaries and other monetary and non-monetary benefits, a comfortable 

working environment, less workload, and organizations taking care of employees could prove as a miracle for the organizations where 

the balance between professional and personal life improves performance at work and also helps in gaining job satisfaction. It gives a 

feeling of contentment and motivates the individual to shoulder responsibilities with greater accountability. 

VII. CONCLUSION  

Based on the literature the present study aims to evaluate the association level of quality of work-life and work-life balance 

concerning the nature of work environment as the technological advances have made it possible for an employee to be connected at all 

times, has ushered the work-life balance issue into the forefront of the minds of many. Studies have exposed the work-life balance strategies 

implemented by various organizations and the employees by their self. Being the Information Technology era, this study could be of use 

as it enables us to understand the important concept which has a direct impact on the productivity of the employees. Hence, to maintain a 

healthy workforce, it should be able to cater to their needs and fulfill them. Further, it was argued that building an organizational culture 

that supports work-life balance is a long term process for large organizations. It involves changing the way people think and talk about 

their work and work-life balance so that using flexible working options and other work-life initiatives becomes accepted and normal for 

everyone regardless of their gender, seniority within the organizational or personal commitments. 

VIII. REFERENCES 

[1] R. A. Dow-Clarke, “Work-life balance in an industrial setting. Focus on advocacy.,” AAOHN J., vol. 50, no. 2, pp. 67–74, 2002, doi: 

10.1177/216507990205000206. 

[2] I. Lazǎr, C. Osoian, and P. Raţiu, “The role of work-life balance practices in order to improve organizational performance,” Eur. Res. Stud. J., vol. 13, no. 1, pp. 

201–213, 2010. 

[3] S. S and J. K, “Work-Life Balance: The Key driver of employee engagement,” Asian J. Manag. Res., vol. 2, no. 1, pp. 474–483, 2011, [Online]. Available: 

http://www.asmedu.org/uploadfiles/image/file/pdf/INCON13-HR-016.pdf. 

[4] A. S. Bell, D. Rajendran, and S. Theiler, “Job stress, wellbeing, work-life balance and work-life conflict among Australian academics,” E-Journal Appl. Psychol., 

vol. 8, no. 1, pp. 25–37, 2012, doi: 10.7790/ejap.v8i1.320. 

[5] G. Panisoara and M. Serban, “Marital Status and Work-life Balance,” Procedia - Soc. Behav. Sci., vol. 78, no. 2008, pp. 21–25, 2013, doi: 

10.1016/j.sbspro.2013.04.243. 

[6] S. Singh, “Work- Life Balance : a Literature Review,” Glob. J. Commer. Manag. Perspect., vol. 2, no. 3, pp. 84–91, 2013. 

[7] S. Padma and M. S. Reddy, “Role of Family Support in Balancing Personal and Work Life of Women Employees,” IJCEM Int. J. Comput. Eng. Manag., vol. 16, 

no. 3, pp. 93–97, 2013. 

[8] A. Info, “ISSN : 0975-833X RESEARCH ARTICLE WORK LIFE BALANCE CHALLENGES FOR HRM IN FUTURE * Rakesh Yadav,” 2013. 

[9] S. P. Meenakshi, “‘The Importance of Work-Life-Balance,’” IOSR J. Bus. Manag., vol. 14, no. 3, pp. 31–35, 2013, doi: 10.9790/487x-1433135. 

[10] K. Kumari and V. R. Devi, “Work-Life Balance Employee-A Challenge for the Employee and the Employer in 21st Century,” Pacific Bus. Rev. Int., vol. 6, no. 6, 

pp. 33–40, 2013, [Online]. Available: http://14.139.206.50:8080/jspui/bitstream/1/3914/1/Work life balance of women employee and the Employer 21 centry.pdf. 

[11] M. H. Blanchard, “Work.. life.. balance?,” Obstet. Gynecol., vol. 119, no. 1, pp. 177–179, 2012, doi: 10.1097/AOG.0b013e31823c026d. 

[12] P. M. Raisinghani and R. Goswami, “Model of Work Life Balance Explaining Relationship Constructs Introduction :,” Int. J. Appl. or Innov. Eng. Manag., vol. 3, 

no. 2, pp. 46–59, 2014. 

[13] S. Care, “Work life Balance – an overview,” Gian Jyoti E-Journal, vol. 4, no. October 2002, pp. 2002–2004, 2004. 

[14] I. S. Ojo, O. P. Salau, and H. O. Falola, “Work-Life Balance Practices in Nigeria: A Comparison of Three Sectors,” J. Compet., vol. 6, no. 2, pp. 3–14, 2014, doi: 

10.7441/joc.2014.02.01. 

[15] Deivasigamani J and DrShankarG, “a Study on Worklife Balance of Employees in Information Techonolgy (It) Sector At Chennai,” Int. J. Manag. Res. Rev. 

*Corresponding Author, vol. 4, no. 4, pp. 2249–7196, 2014. 

[16] D. K. Mohanty and S. Mohanty, “An Empirical Study on the Employee Perception on Work-Life Balance in Hotel Industry with Special Reference to Odisha,” J. 

Tour. Hosp. Manag., vol. 2, no. 2, pp. 65–81, 2014, doi: 10.15640/jthm.v2n2a5. 

[17] V. Sukalova, P. Ceniga, and H. Janotova, “Harmonization of Work and Family Life in Company Management in Slovakia,” Procedia Econ. Financ., vol. 26, no. 

15, pp. 152–159, 2015, doi: 10.1016/s2212-5671(15)00905-3. 

[18] J. Syed, “Work–life balance,” pp. 291–314, 2015. 

[19] D. Dolly, “Measuring Work Life Balance Among the Employees of the Insurance Industry in India,” Int. J. Adv. Res. Manag. Soc. Sci. Impact Factor, vol. 313, 

no. 5, pp. 140–151, 2015. 

[20] N. Krasulja, M. Vasiljevic-Blagojevic, and I. Radojevic, “Working from home as alternative for acheving work-life balance,” Ekonomika, vol. 61, no. 2, pp. 131–

142, 2015, doi: 10.5937/ekonomika1502131k. 

[21] S. Mani and H. Mohideen, “A study of work-life balance among the college teachers in Pudukkottai and Thanjavur districts,” IJISET - Int. J. Innov. Sci. Eng. 

Technol., vol. 2, no. 7, pp. 127–132, 2015. 

[22] S. Glasgow and K. Sang, “Gender and Work life Balance,” Enterp. its Bus. Environ., pp. 57–65, 2016, doi: 10.23912/978-1-910158-78-4-2915. 

[23] M. Kaliannan*, K. Perumal, and M. Dorasamy, “Developing a work-life balance model towards improving job satisfaction among medical doctors across different 

generations,” J. Dev. Areas, vol. 50, no. 5, pp. 343–351, 2016, doi: 10.1353/jda.2016.0035. 

[24] (2013) Weeks, et al, “기사 (Article) 와안내문 (Information) [,” Eletronic Libr., vol. 34, no. 1, pp. 1–5, 2010. 

[25] T. Shekhar, “Work life balance & employee engagement- concepts revisited,” Int. J. Educ. Psychol. Res., vol. 5, no. 1, pp. 32–34, 2016. 

[26] S. Jaggi and S. K. Bahl, “Exploring the Impact of Work Life Balance on the Employee and Organisational Growth,” no. 2, pp. 1–5, 2016. 

[27] P. Ainapur, B. Vidyavathi, K. Kulkarni, and P. Mamata, “Work life balance policies, practices and its impact on organizational performance,” Int. J. Eng. Manag. 

Sci., vol. 7, no. 4, pp. 233–246, 2016, [Online]. Available: http://www.scienceandnature.org/IJEMS-Vol7(4)-Oct2016/IJEMS Vol7(4)-1.pdf. 

[28] S. Taiwo, M. Catherine, and F. Esther, “Work-Life Balance Imperatives for Modern Work Organization: A Theoretical Perspective,” Int. J. Manag. Stud. Res., 

vol. 4, no. 8, pp. 57–66, 2016, doi: 10.20431/2349-0349.0408004. 

[29] “RESEARCH PAPERS AN INVESTIGATION ON BALANCE BETWEEN PROFESSIONAL AND By,” no. 2004, 2017.  

http://www.ijcrt.org/


www.ijcrt.org                                                          © 2020 IJCRT | Volume 8, Issue 11 November 2020 | ISSN: 2320-2882 

IJCRT2011022 International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org 205 
 

[30] B. DSR Adikaram Bank Associate, H. National Bank PLC, S. Lanka, and D. V. Jayatilake Senior Lecturer, “Impact of Work Life Balance on Employee Job 

Satisfaction in Private Sector Commercial Banks of Sri Lanka,” Int. J. Sci. Res. Innov. Technol., vol. 3, no. 11, pp. 2313–3759, 2016. 

[31] N. A. B. B. Hasan and L. S. Teng, “Work-Life Balance and Job Satisfaction among Working Adults in Malaysia: The Role of Gender and Race as Moderators,” 

J. Econ. Bus. Manag., vol. 5, no. 1, pp. 18–24, 2017, doi: 10.18178/joebm.2017.5.1.478. 

[32] A. Vyas and D. Shrivastava, “Factors affecting work life balance - a review,” Pacific Bus. Rev. Int., vol. 9, no. 7, pp. 194–200, 2017. 

[33] S. Bhatnagar, “Abhinav International Monthly Refereed Journal of Research in Management & Technology: An Analysis Of Work-life Balance Among Male and 

Female IT Professional in Pune,” J. Hum. Resour. Manag. Res., vol. 4, no. 1, 2015, doi: 10.18178/ijssh.2017.7.3.813. 

[34] R. S. V. R. Swathi and A. K. Das Mohapatra, “Work-life Balance : Evolution and Models – A Study in the Indian Context,” Int. J. Sci. Res., vol. 6, no. 5, pp. 

1910–1914, 2017, [Online]. Available: https://www.ijsr.net/archive/v6i5/ART20173768.pdf. 

[35] C. Arora and R. Wagh, “Importance of Work-Life Balance,” Int. J. New Technol. Res., vol. 3, no. 6, p. 263283, 2017. 

[36] Nitheesh and N. Kumar, “Science & Technology Shri Param Hans Education &,” A Study Impact Account. Var. Stock Price Nifty Bank Index Co., vol. 1959, 2018. 

[37] C. Muthulakshmi, “a Study on Work Life Balance Among the Teaching Professionals of Arts and Colleges in Tuticorin District,” ICTACT J. Manag. Stud., vol. 

4, no. 1, pp. 657–662, 2018, doi: 10.21917/ijms.2018.0089. 

[38] O. A. Oludayo, H. O. Falola, A. Obianuju, and F. Demilade, “Work-life balance initiative as a predictor of employees’ behavioural outcomes,” Acad. Strateg. 

Manag. J., vol. 17, no. 1, 2018. 

[39] K. adnan Bataineh, “Impact of Work-Life Balance, Happiness at Work, on Employee Performance,” Int. Bus. Res., vol. 12, no. 2, p. 99, 2019, doi: 

10.5539/ibr.v12n2p99. 

[40] D. P. Larasati, N. Hasanati, and - Istiqomah, “The Effects of Work-Life Balance towards Employee Engagement in Millennial Generation,” vol. 304, no. Acpch 

2018, pp. 390–394, 2019, doi: 10.2991/acpch-18.2019.93. 

[41] D. Kalpna and M. Malhotra, “Relationship of work-life balance with occupational stress among female personnel of Central Industrial Security Force (CISF), 

India,” Int. Res. J. Eng. Technol., vol. 6, no. 7, pp. 1380–1387, 2019. 

[42] A. Alex and V. Sundar, “Association level of quality of work-life and work-life balancein the transport sector,” Int. J. Sci. Technol. Res., vol. 8, no. 11, pp. 413–

418, 2019. 

[43] C. W. Wolor, D. Kurnianti, S. F. Zahra, and S. Martono, “The importance of work-life balance on employee performance millennial generation in Indonesia,” J. 

Crit. Rev., vol. 7, no. 9, pp. 1103–1108, 2020, doi: 10.31838/jcr.07.09.203. 

[44] N. Erdianza, F. Tentama, E. Yuliasesti, and D. Sari, “The Effect of Work Enjoyment and Work-life Balance on Organizational Citizenship Behavior with Job 

Satisfaction as Mediator,” Int. J. Manag. Humanit., vol. 4, no. 7, pp. 67–73, 2020, doi: 10.35940/ijmh.g0683.034720. 

http://www.ijcrt.org/

