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ABSTRACT
Work life balance has become a noteworthy issue having implications both for the organization as well as the
employees. The present research inquired into the experiences of the individuals experiencing issues of work life
balance, its effects on the life of the individuals and whether it has any relation with their commitments towards
their organizations. The methodology for the research was ethnography. 50 respondents, having equal number of
working men and women aged between 25-30 years participated in the study. In order to understand the issues in
depth, the researcher engaged in long discussions with the respondents to get the insider’s perspective of the issue.
The findings indicated that work life imbalance was extremely stressful for the employees, and led to reduced
output and less organizational commitment from the employees. It also encouraged the employees to quit the job, or
look for other opportunities. Work life imbalance for the employees also proved to be detrimental for the
organization, who lose committed employees or have employees suffering from fatigue due to stress arising from

work life conflict.

KEYWORDS: work life balance, organizational commitment, organizational behaviour, human resource

management, stress

INTRODUCTION

The new middle class which emerged in India
in the post liberalization period has benefitted from
the new economy and the increasing number of job
opportunities and variations in career options that the
post 1990s development brought along. This was
accompanied by the shrinking public sector jobs and
increasing private sector jobs. But these new jobs
rarely proved to be a panacea against unemployment,
and often brought with it new kinds of job-related
problems- one among which is work life imbalance.
Work life balance indicates an equilibrium between
life and work satisfying to the employee (Bataineh,
2019). These jobs in the international banking sector,
multinational corporations, the IT sector, to name a
few, introduced new job ethos, paid handsome salary,
and introduced employees into a corporate lifestyle.
The new new middle class was exposed as well as
influenced by this change the most, who trained
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themselves for the particular job skills to be able to
qualify for the jobs. Disruption in work life balance
often occur in these jobs, because of the increased
competitiveness of a globalized market. The
responsibilities and job demands often become
overwhelming so that it starts to hamper the family
responsibilities and the time for rejuvenation. These
jobs have been found to be excessively demanding,
often much beyond job hours, with expectations
exceeding the normal working capability of an
employee. The office policies pushed the employee
to put in more hours of work, compromising the
family commitments and personal time. The blurred
line between work and life created conflicts in
personal lives (Robbins and Judge 2013). Refuting
the perspectives of researchers who advocated that
development of technology leads to lessening of
conflict between work and life (Waller and Ragsdell,
2012; Hayman 2009; Wheatly, 2012), Robbins and
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Judge (2013) argued that the development of these
very technologies led to more blurring of the line
between work and life as the time and place
constraint could be eliminated by working from
anywhere, anytime.

Typical jobs prior to liberalization had
characteristics vastly different from the new and
improved jobs in the 21% century. Presently,
maintaining work life balance had become extremely
challenging, and led to problems of health and stress
in the employees. This had vast long-term
consequences for the society, and had a direct effect
on the employee’s workplace. The strain from the
work pressure affected, in addition to the personal
health of the employee, the family and personal life
too. In such a scenario, frustration and depression
were often the inevitable outcomes, along with much
reduced organizational commitment on the part of the
employee. Such employees had also been found to
look for other job opportunities elsewhere, and
become psychologically ready to quit the job at a
moment’s notice. Research has shown that catering to
the needs of the employees, organizations must
develop management of human resources and
strategies to maintain work life balance if it wants to
stay ahead in the competitive market (Cieri et al,
2005). Greenhaus, Collins and Shaw (2003) observed
that employees search for jobs where work life
balance could be maintained to improve the quality
of life. In order for the organization to manage the
human resources effectively and retain efficient
employees, providing work life balance has been
found to be crucial. Research has found that
strengthening the human resources by enhancing
positive attitudes lead to better job performance of
the employees (Meijerink, Bos-Nehles and Leede,
2018). Supportive attitude on the part of the
organization leads to increased commitment of the
employees towards the organization and workers
show organizational citizenship behaviour (Tsai and
Lin, 2014). Similar findings were reported (Pradhan,
Jena and Kumara, 2016; Beham 2011 and Lambert,
2000) that when organizations reduced the work life
conflict, it enhanced the organizational citizenship
behaviour of the workers. Strategies like flexibility of
working hours, child care services have been found
to reduce work life conflict (McCarthy et al, 2013).
According to the research by Thevanes and
Mangaleswaran (2018), employees, much above
salary and benefits, look towards work life balance
before accepting a job. According to Wheatly (2012),
providing work life balance is advantageous to both
the organization and its employees. Maintaining
work life balance by the organizations have better
and positive outcomes like productivity, job
satisfaction ~and commitment towards the
organization, among many other (Parakandi and
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behery, 2016; Konrad and Mangel 2000; Lambert
2000). Negligence of issues of work life balance by
the organizations lead to lower job performance and
productivity. According to Robbins and Judge
(2013), organizations neglecting the issue of work
life balance of employees would not be able to attract
and retain capable employees. Although some
researches have been carried out on work-life balance
and organizational behaviour, very few have
focussed on the qualitative aspects of the employee
experiences of work life imbalance. The present
research aims to address this research gap, and
focusses on understanding the effects of work life
imbalance from the perspective of the employees,
how they cope with it, and how it affects their loyalty
towards their organization.

METHODOLOGY

The methodology for the present research was
Ethnography. Ethnography brought to the fore the
qualitative aspects of the experience of work life
imbalance on the respondents. The in-depth and
sensitive nature of the research required long
discussions with the respondents, to listen to their
perspectives and problems, their ways of coping with
the situations regarding work and life, and their
views about their organizations. Understanding
organizational commitment of the respondents was
also a sensitive area which required the respondents
to develop trust towards the researcher. Although
quantitative methodology has been used by many
previous researchers in this area, the present
researcher felt that statistical findings are inadequate
to explain the qualitative aspects of the issue in
question. For the nature of the enquiry in the present
research, the researcher deemed Ethnography as the
most appropriate methodology.

Data Collection

Telephonic interviews as well as face to face
interviews were administered to 50 respondents
between the age group 25-30 years. Respondents
were selected on the basis of Purposive Sampling.
The sample was equally divided into male and female
respondents in order to avoid gender bias, and
subsequently any bias in the results. The study was
conducted in North as well as South Kolkata in West
Bengal, India, particularly the newly developed
neighbourhoods and gated communities like housing
complexes, in order to find representative sample
among the new middle class. The respondents were
employed in private sector jobs- in Multinational
Corporations, Private sector Banks, Private Schools
and Colleges. All of the jobs were well paid, and
consisted of a certain work pressure related to their
job roles. Considerable time was spent with each
respondent in order to give the respondents the ease
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to express themselves. Detailed narratives of the
respondents were also recorded to document the
respondents’ perspectives on the issue in question.

RESULTS AND DISCUSSION

The findings of the research indicated that
owing to the increasing work pressure due to
competitive market, work life balance is being
disrupted among many in the recent years. There is
increasing demand by the employers regarding
deadlines and documentations, for which, working
overtime without any extra pay has become
commonplace. The employers or superiors do not
force people to work overtime, but the invisible
pressure of the deadlines make them work after hours
voluntarily. IT professionals suffer from the work life
imbalance almost all the year round. Since working
in a laptop does not require one to be in office, they
often end up working till late at night with their
family asleep in the next room. Respondents
expressed the pain of not being able to spend time
with their kids or spouses because of abnormal load
of office work. Over time, this has created distance
between the spouses in many families. But the work
pressure remaining constant, it becomes difficult to
mend the distance by spending more time. In many
instances, even after being entitled to several types of
leave, the respondents were rarely at liberty to avail
them because of office workload. A number of
respondents expressed that the high salary paid by the
office becomes secondary if the work pressure
mounts beyond tolerable limit. The results of the
research did not indicate different results for men and
women regarding work life imbalance. Respondents
of both sexes expressed disgust and stress regarding
work life imbalance, although subjective experiences
of men and women differed regarding the issue. For
married women, it often led to pressurization by the
family to quit the job, from the moment they are not
able to attend to the needs of the family. Society, in
general, demands the ‘homemaker’ role of women,
and if she is unable to fulfil it on the home front,
irrespective of the post and salary, there is a
generalized demand to prioritize family. Work life
imbalance was also felt severely by working mothers,
whose additional responsibility of childcare made
their life ‘almost a living hell’ if severe work
pressure encroached on family time. For married
men, work life imbalance created distance with their
family, and as they compromised family
responsibilities for work, they felt judged, and this
pressure on both fronts created considerable mental
distress which affected their daily life activities.

A major finding in the present research is that
work life imbalance and mounting work pressure
encouraged less organizational commitment-so that
the employees constantly searched for other jobs.
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Competent employees who felt confident regarding
their work has a much lesser threshold for the
endurance of work life conflict, and strived for better
opportunity whenever the pressure felt like too much.
Such a mentality worked further as an obstacle to
endure work pressure.

Working from home and work life balance

Due to countrywide lockdown due to Covid
19 pandemic, majority offices shifted to ‘work from
home” for the employees. Respondents expressed that
although initially the decision was welcomed with
enthusiasm, soon it was revealed that working from
home completely destroyed the already waning work
life balance. The demands from the employers
increased, calling for meetings late in the evenings
and weekends became common, and the respondents
expressed utter helplessness regarding the authority’s
negligent attitude to restore the balance. Many felt
disappointed with their jobs, and disgusted with the
authority who, they felt, wanted to work them like
robots in order to increase productivity. But quitting
the job was on the mind of many, those who felt that
it is affecting their family relationships and health.
One such respondents was a mother of a 4 year old
child, who remained busy taking online classes the
entire day, barely able to attend to the child.
Although she had been working in the organization
for the past three years, she was seriously thinking
about quitting soon, as she felt it is time to give
sometime to herself and her family. An interesting
thing noted by the researcher here was that salary
was not motivation enough for the employees if they
felt that their work life balance was destroyed at the
cost of it. Many of the respondents expressed that
their commitment towards their workplace has been
reduced since they were made to feel restless with
huge work pressure, and the lack of care on the part
of the organization furthered the feeling.

The imbalance between work and life raised a
lot of problems. A number of problems could be
identified in the study resulting from the dizzy line
between work and life. Spending quality time with
the family, attending to the family needs, relaxations,
attending social gatherings were often skipped for
work. The rising stress due to meeting ‘targets’, or
staying ahead in the office competition so as to keep
the job, or to be chosen for a promotion prompts
more engagement and input in work. The employers
are only interested in increased output, so that such
competitive environments are created and maintained
in the offices. But the waning family ties or lack of
necessary relaxations decreased the output of the
employees as they felt reluctant to put in quality
endeavour. Ignorance of the issue on the part of the
employers intensified the problem, as the employees
are left to deal with the problem on their own. In
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certain instances, the offices arranged Motivation
workshops to encourage the employees, or Yoga
workshops to teach them relaxation and meditation.
The respondents whose offices arranged for such
workshops, felt that it was an eyewash by the
employers, who, instead of reducing office workload
tried to teach them ways to relax. Respondents
strongly felt that excessive workload cannot be
compensated by incentives or yoga workshops, the
only way to solve work life imbalance was to reduce
the workload and level of expectations from the
employees, and provide the necessary means to
naturally reduce the imbalance.

CONCLUSION

The problem of work life balance has gained
major attention in the recent years. Research is being
conducted in order to understand how to keep
employees happy, dedicated towards the organization
as well as increase their productivity. In this respect,
work life balance issues are the major areas the
organizations need to focus on. The findings of this
study have corroborated previous findings that
imbalance between life and work not only has
implications for the individual but the family of the
employee too. It has often led to strained relationship
in the families who feel neglected, and the feeling of
guilt and failure on the part of the individual who
unsuccessfully tries to manage both worlds. When
such work life balance problems are faced by a
considerable number of citizens, it almost rises to the
level of a social problem. Moreover, it is absolutely
detrimental to the organization itself, who lose
valuable employees who quit the job unable to handle
the pressure, and the feeling of fatigue generated in
the employees due to overworking makes their
productivity low. Organizations would be benefitted
to devise sustainable work life balance policies which
would encourage the employees to contribute
productively in the organization and would induce
loyalty and dedication towards their workplace. The
present study revealed several problem areas
generated by lack of balance between work and life,
and the individual experiences regarding it. The
findings point towards the gravity of the problem,
and throws light towards the organizational
responsibilities of prioritizing work life balance for
its employees, instead of leaving the employees to
deal with their own issues. The organizations would
not be able to prosper isolated from society, thus
taking responsibility of the well-being of the
employees are important duties for the organizations.
Having a narrow focus on productivity, alienated
from the recognition of the employee as a person,
would be too near-sighted for the employers, who, as
the study confirms, would vastly benefit from happy

£ 2021 EPRAIJRD |

Journal DOI: https://doi.org/10.36713/epra2016

and relaxed employees who do not stress from work
life imbalance.
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