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Abstract 

 Work life and personal life are the two sides of 
the same coin. According to various work /life 
balance surveys, more than 60% of the respondent 
employees surveyed said that are not able to find a 
balance between their personal and working lives. 
The paper highlights how the Indian ITES are 
motivated to balance the work-life of its employees 
and how employee balances the professional life 
and personal life in excited work environment. They 
have to make tough choices even when their work 
and personal life is nowhere close to equilibrium. 
ITES is all about working 24*7 and managing of 
personal relations and giving enough time to family 

has become greater concern for employees in the 
modern corporate world and employers also should 
think what should be done to keep employees free 
of family issues and concentrate on work. 
Traditionally creating and managing a balance 
between the work-life was considered to be a 
women‟s issue. But increasing work pressures, 
globalization and technological advancement have 
made it an issue with both the sexes, all 
professionals working across all levels and all 
industries throughout the world. Achieving “work-
life balance” is not as simple as it sounds. 
Keywords: ITES, WLB, FFB, IT 

 
Introduction 

 Work life and personal life are inter-connected and interdependent. Spending more time in 

office, dealing with clients and the pressures of job can interfere and affect the personal life, 

sometimes making it impossible to even complete the household chores. On the other hand, 

personal life can also be demanding if you have a kid or aging parents, financial problems or even 

problems in the life of a dear relative. It can lead to absenteeism from work, creating stress and 

lack of concentration at work. The present paper covers the concepts of work life balance and 

work life balance practices in IT industry in Bangalore City. This paper includes various survey 

reports on work life balance policies and practices inspiring employees. The purpose of the paper 

is to describe the prevalent work life balance practices in Bangalore. The present study is 

descriptive in nature. The paper gives the details of work life balance practices adopted by the IT 

companies in India. These practices are more prominent in new economy organisations. The range 

of these practices varies across organisations and there is still a long way to go when work life 

balance practices become strategic HR initiatives in most organisations.  Life is like a game 

and an individual has to play with work, family, health, friends and spirit. Work is like a rubber 

ball. If dropped it will bounce back but the other four aspects family, health, friends and spirit 

are made of glass. Assuming one of these are dropped they will be irrevocably scuffed, marked, 

nicked, damaged, or even shattered. They will never be the same. One must understand that and 

strive for balance in life. Work- Life balance is about people having a measure of control over 

when, where and how much they work. It is achieved when an individual's right to a fulfilled life 
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inside and outside paid work is accepted and respected as the norm, to the mutual benefit of the 

individual, business and society. There is a strong link between work life balance policies and 

reduced absenteeism, increased productivity and job satisfaction.  

 The fundamental principle of designing activities around the topic of work life balance is 

that work should be part of life. Companies are ready to do everything possible to keep their 

employees happy and are pampering them like never before with new policies like flexi-timings, 

day care centers, fun and games at work, team outing spas and for kids, extended maternity 

leave, health care centers, medical insurances, fun and games at work, team outing, spas and 

gyms at office etc. Employees tend to feel motivated when they feel that the organization is 

putting extra effort in providing a healthy balance between work and life. Motivated employees 

not only enhance the productivity but also help creating a positive work environment at office.  

 There is no agreed definition of work-life balance but it does appear that the ‘right’ balance 

for one person may differ from the next. Balance is achieved in different ways for different 

people and has a different purpose for people. Some people do it to balance their caring 

responsibilities for children with work, while others want more time to themselves, engaging in 

leisure activities.   

 

Objectives of the Study 

 To assess the perception of employees pertaining to work life balance of IT and ITES 

Industries. 

 To understand various factors affecting work life balance of employees in IT and ITES 

industries 

 

Statement of the Problem 

 The present study is concerned with work life balance of employees in the company. There 

are issues pertaining to work life balance in IT Sectors. The employees come across many 

problems in the industry such as poorer mental and physical health, less life satisfaction, higher 

level of stress, higher levels of emotional exhaustions, less physical exercise, engage in drinking 

problem and increased anxiety and depression levels of poor appetite and even more. So, the 

problems of work life balance are quite obvious. The employees have to set right the practical 

difficulties of work life balance when they are at work. 

 

Scope of the Study 

 The scope of work life balance is wide. It takes into account the important components of our 

life. Life delivers the value and balance we desire for. To make one's life happy, it is very 

important in today's world to maintain a right balance between Work & Family. Giving proper and 

timely attention to each can create a feeling of satisfaction in oneself. Focusing on these 

components, are not hard to implement. There are many health related problems which come up 

due to not having right work life balance in one's life. Thus, it is the need to create such 

conditions which help everyone to maintain work life balance. At work, one can create one' own 

best work life balance by making sure you not only achieve but also reflect the joy of the job, and 

the joy of life, everyday. If nobody pats our back, we should pat our own back and help others to 

do the same. With improved education and employment opportunities today, most homes have 

working couples because of necessity and the desire to supplement incomes.  
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Review of Literature 
 Today work-life balance has become an increasingly invasive concern for employers as well as 

employees. Demographic changes as seen in the increasing number of women in the workplace 

and dual career families have generated an increasingly diverse workforce and a greater need of 

employees to balance their work and non-work lives (Bharat, 2003; Kumar Raju, 1997; Raja 

Dhyaksha & Bhatnagar, 2000; Ramu, 1989; Sekharan, 1992). In response to these changes, 

employers have introduced innovative practices that allow employees to find greater work-life 

balance (Friedman, Christensen, & DeGroot, 1998). Increasing attrition rates and increasing 

demand for work-life balance have forced organisations to look beyond run of the mill HR 

interventions. As a result, initiatives such as flexible working hours, alternative work 

arrangements, leave policies and benefits in lieu of family care responsibilities and employee 

assistance programmes have become a significant part of most of the company benefit 

programmes and compensation packages. Such policies, practices and benefit programmes are 

generally referred as ‘family-friendly policies’ (FFPs) or ‘work-life benefits and practices’ (WLBPs) 

in literature (Kopelman et al., 2006; Kossek & Ozeki, 1998). The significance and implications of 

such HR interventions are many. Research findings suggest that WLBPs not only help employees 

better manage their work and family roles (Thomas & Ganster, 1995), but also affect employee 

attitude and behaviours such as organisational commitment (Grover & Crooker, 1995), job 

satisfaction (Kossek & Ozeki, 1998) and intention to quit (Lobel & Kossek, 1996). Provision of 

WLBPs also contributes to organisational performance and effectiveness (Sands & Harper, 2007). 

 
Research Methodology 

 The type of research design undertaken is Descriptive Research. Descriptive research includes 

surveys and fact-findings enquiries of different kinds. The major purpose of descriptive research is 

description of state of affairs, as it exists at present. In social science and business research we 

quite often use the term exposit fact to research for descriptive research studies. Once the topic 

was finalized, it was decided that a questionnaire to be prepared and a survey to de conducted. A 

lot of study was made on the topic before the questionnaire was framed. Then the questionnaire 

was distributed to around 20 respondents and a pilot study was conducted. Based on the response 

of respondents, certain changes were made. Finally a structured questionnaire was made. The 

primary data are those, which are collected afresh and for the first time, and thus happen to be 

original in character. The data collected were all based on objectives of the study through well 

structured questionnaire.  Based on the database given by the IT companies in Bangalore City, 

every respondent was met personally to get the questionnaire filled. Five Chennai based IT 

companies such as Tata Consultancy Services, Cognizant Technology Solutions, Infosys, Wipro and 

HCL Technologies were visited to conduct the survey. Once the survey got over, the filled in 

questionnaire were sorted out and summarized. Appropriate statistical tools were used to analyze 

the filled in questionnaires. Statistical Package for Social Science (SPSS) software was used for 

analysis. 

 The secondary data on the other hand are those which, have already been collected by 

someone else and which have already been passed through the statistical process. The secondary 

data has been taken from the books, web sites, journals and magazines. A deliberate sampling 

was adopted in the study taken. Sampling plan is a definite plan for obtaining a sample from a 

given population. It refers to the technique or the procedure the researcher would adopt in 

selecting items for the sample. Sampling size for the study is 100 respondents. This sample size 

represents the population of employees in IT Sectors in Bangalore City.  
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Analysis and Discussion 

Analysis of Variance (ANOVA) 

 The following ANOVA table explains the difference between respondent’s demographic 

variables (age, education, occupation and income) and the perception dimensions.  

 
Age wise perception – Hypothesis 

 H0: There is no significant difference between the age variable and the level of perception of 

employees pertaining to work life balance of IT and ITES industries. 

 H1: There is a significant difference between the age variable and level of perception of 

employees pertaining to work life balance of IT and ITES industries. 

 

Table 1 Analysis of Variance (One Way ANOVA) on age factor 

Perception Sum of squares 
Degree of 
freedom 

Means 
square 

F Sig. 

Leave policies  2.529 3 0.843 2.023 0.116 

Flexi working hours 6.426 3 2.154 5.505 0.002 

Compensation packages 2.702 3 0.901 3.391 0.210 

Organisational commitment  1.081 3 0.360 1.216 0.308 

HR Intervention 5.311 3 1.770 3.344 0.022 

Source: Primary data 

 The above table reveals that there is no significance level is more than 0. Leave policies, flexi 

working hours and organisational commitment. The null hypothesis is accepted that there is 

significant difference between age group of the respondents and the perception of employees 

pertaining work life balance. For the compensation and HR Intervention, the null hypothesis is 

rejected because of the significance level (0.002, 0.022) is less than 0.05. This shows that there is 

a significant difference between the respondent’s age category and the perception of employees 

pertaining to work life balance of employees.  

 

Education Wise Perception 

 H0: There is no significant difference between the educational qualification and level of 

perception of employees pertaining to work life balance of IT and ITES industries. 

 H1: There is a significant difference between the education level and level of perception of 

employees pertaining to work life balance of IT and ITES industries. 

 

Table 2 Analysis of variance (One Way ANOVA) on Education Factor 

Perception 
Sum of 
squares 

Degree of 
freedom 

Means 
square 

F Sig. 

Leave policies  2.433 3 0.811 1.942 1.280 

Flexi working hours 3.170 3 1.057 2.483 0.065 

Compensation packages 0.276 3 0.092 0.317 0.813 

Organisational 
commitment  

1.515 3 0.5.5 1.731 0.166 

HR Intervention 6.849 3 2.283 4.447 0.006 

Source: Primary data 

 The above table reveals that the significance level is more than 0.05. For leave policies, flexi 

working hours and compensation packages, and organisational commitments, the null hypothesis 

is accepted that there is no significant difference between education variable and the level of 
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perception scores of the above four dimensions. For the HR Intervention dimension the null 

hypothesis rejected because of the significance level (0.006) is less than 0.05. This shows the 

respondent’s educational qualification is playing a vital role in the understanding of the education 

factor and level of perception of employees with respect to Work life balance of employees.  

Income Wise Perception Hypothesis 

 H0: There is no significant difference between the income variable and the level of 

perception of employees pertaining to work life balance of IT and ITES industries. 

 H1: There is a significant difference between the income variable and the level of perception 

of employees pertaining to work life balance of IT and ITES industries. 

Multiple Regression Analysis 

 By considering the perception towards leave policies, flexi working hours, compensation 

packages and HR Intervention as predictor variable and organisational commitment as criterion 

variable. Multiple regression analysis was conducted to examine the relationship between the 

perception towards leave policies, flexi working hours, compensational packages, organisational 

commitment and HR intervention.  

     
   Table 6  

 

 The above table explains the mean 

and standard deviation of 100 

cardholder’s perception towards the 

leave policies, flexi working hours, 

compensationalpackages, organisational 

commitment and HR intervention. 

Sources: Primary data 
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 Predictors: (constant), leave policies, flexi working hours, compensation packages and HR 

Intervention, 

 Dependent variable: organisational commitment  

The above table shows the model summary of employees perception (predictor) and it explains 

the % 12.5 of employee preferences (R2=0.125, F=33.78, P˂0.05) 

Coefficients 

Model 
Unstandardized coefficients 

Standardized 
Coefficients T Significance 

B Std. Error Beta 

Leave policies  2.783 .399  6.970 .000 

Flexi working hours -.149 .087 -.179 -1.727 0.087 

Compensation packages .084 .099 .103 .852 .396 

Organisational commitment  .275 .124 .269 2.216 .029 

HR Intervention .065 .074 .089 .876 .383 

Sources: Primary Data 

Descriptive statistics 

 
Mean 

Standard  
Deviation 

N 

Leave policies  3.6750 .54607 100 

Flexi working hours 3.5083 .65537 100 

Compensation packages 3.2629 .66689 100 

Organisational commitment  3.4129 .53371 100 

HR Intervention 3.1083 .75299 100 
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 The above table explains the coefficient and correlation of independent variable (Dimension of 

employee perception) with factors of WLB. Organisational Commitment as the dependent 

variable. Leave policies, flexi working hours, compensation packages and HR Intervention, as 

predictor variable in which employees preferences was explained by WLB (β= 0.275, t= 2.216, P ˂ 

0.05) employee perception (x) is predictor then dependent variable employee preferences (y). 

  

Residuals statistics 

 Minimum Maximum Mean Std. deviation N 

Predicted value 3.2074 4.2167 3.6750 .19270 100 

Residual -1.45412 1.23477 .00000 .51094 100 

Std. Predicted value -2.426 2.811 .000 1.0000 100 

Std. Residual -2.788 2.367 .000 .980 100 

 
 The minimum value in this case 3.2074 and maximum value is 4.2167. it shows employees who 
ever attain the minimum value feel that they were moderately satisfied by the way of WLB from 
their IT companies and those who ever attain maximum value feel that they were highly satisfied 
by WLB from their IT companies. Hence, there is a strong positive relationship between the 
employees’ perception and factors of WLB. 
 

Suggestions  

  It suggested that a reduction of weekly working hours from 8 to 6 hours per day with full 

wage compensation led to the experience of more time for social activities, particularly time for 

friends and relaxation. Flexible working hours or self-fostering covers flexible start and finish 

times and a possibility for employees to request specific working hours on a regular basis. Thereby 

increased choice and control by the employee is enabled. The system may be based on a paper 

version or by use of computer. Compressed workweeks imply work schedules with fewer, but 

longer workdays. The number of worked hours per week is the same. It could be four 12-hour 

shifts with three or four days off. This gives more days without work, less commuting time, but 

also longer workdays. 

 Agreed procedures and policies can help to manage exceptions, reduce the amount of 

queries, ensure equal treatment of all workers and help line managers in the application of work-

life balance policies. Such procedures may include:  

 Survey to analyze staff needs;  

 Disseminate information on the work-life balance policies to staff;  

 Include work-balance issue in the induction programme and/or manual.  

 To be successful, management needs to understand the rationale behind the introduction of 

work-life balance programmes and buy into it. It is therefore a good idea to include work-life 

balance training for managers and supervisors.  

 Benefits and acceptance of flexibility and innovation as the norm need to be communicated, 

if a work life balance programme is to succeed. A communications programme addressing these 

issues can form part of the overall work-life balance strategy. It could include the following:  

 Awareness of possibilities among employees;  

 Acceptance of work-family balance among employees and employers; 

 Availability of work-family balance options for men;  

 Availability of work-family balance options for employees without children;  

 Time limits for scheduling and announcement of important meetings and overtime.  
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Conclusion 

  Work-life balance and employee engagement becomes a visible benchmark among high-

performing organizations that reap the economic and reputational benefits of being publicly 

recognized as a „best place to work‟ or an „employer of choice‟. Many Family-friendly 

organizations feel the need for work/ life balance which include recruitment and retention of 

valuable work force, reduced absenteeism, reduced employee stress, health benefits, job 

satisfaction, and better life balance. It has been suggested that an effectiveness of work-life 

balance policies and practices must incorporate the effects of workplace culture and supervisor 

support of employees’ efforts to balance work and Family responsibilities. 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.  

 It is agrees that a strong organizational culture increases employees intent to remain in the 

organization. Work-life balance must be supported and encouraged at all levels of the 

organisation, including senior management, line managers and all staff. An organization which 

encourages work-life balance policies and practices will win the benefits of augmented employee 

engagement and also a positive outcome is dependent on a workplace culture that is supportive of 

using work-life initiatives.  
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