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ABSTRACT 

This literature review delves into the intricate dynamics of work-life balance (WLB) 

across various professional sectors, emphasizing its profound impact on job satisfaction and 

organizational commitment. The studies explore diverse facets, including the role of 

compensation factors, family support, and the effectiveness of WLB policies. Findings 

consistently highlight a positive correlation between WLB and job satisfaction, demonstrating 

the critical role of a balanced professional and personal life in fostering contentment and 

retention among employees. Moreover, compensation factors emerge as influential contributors 

to WLB, particularly in the Information Technology (IT) and IT Enabled Services (ITES) 

industries, underlining the need for organizations to consider monetary incentives in promoting a 

supportive work environment. Family support is identified as a key determinant of WLB, 

influencing employees' satisfaction and reducing withdrawal behaviors. The implementation of 

WLB policies is found to be effective in mitigating work-family conflict, especially among 

school teachers, supporting reduced stress levels and heightened job satisfaction. Additionally, 

the review indicates a positive relationship between WLB and organizational commitment in the 

IT industry, emphasizing the broader impact of WLB on overall organizational success. In 

conclusion, organizations are encouraged to prioritize comprehensive strategies that encompass 

WLB initiatives, compensation considerations, and family-friendly policies to create an 

environment conducive to employee satisfaction, engagement, and commitment. 

 

Keywords: Work-life balance, Work-family conflict, Family satisfaction, Work satisfaction, 

organizational commitment. 

 

1. Introduction 

In both organizational settings and 

domestic environments, the issue of 

maintaining a balance between work and life 

is gaining prominence among both 

employers and employees. In the 

contemporary, fast-paced society, human 

resource professionals are actively seeking 

strategies to positively impact their 

companies' bottom lines, enhance employee 

morale, retain valuable  
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organizational knowledge, and align 

with evolving workplace trends. This article 

furnishes human resource professionals with 

a historical perspective, data, and potential 

solutions for addressing work-life balance 

challenges for both organizations and 

employees. Global competition, personal 

lives, family values, and the aging 

workforce constitute three significant factors 

that contribute to the complexities of work-

life balance. The article posits that human 

resource professionals can play a pivotal 

role in helping their companies leverage 

these factors by implementing work-life 

initiatives to gain a competitive edge in the 

marketplace. 

The term "work-family," more prevalent 

in the past, has given way to the 

contemporary usage of titles incorporating 

"work-life," thereby conveying a broader 

connotation or specifying support areas such 

as quality of life, flexible work options, and 

life balance. Work-family conflict refers to 

the tension between work and family 

responsibilities, while work-life balance is 

defined as the ability to allocate resources 

effectively to meet both family and work 

demands, enabling individuals to participate 

effectively in both life domains (Voydanoff, 

2005). 

From the employee's standpoint, work-

life balance poses the challenge of managing 

work commitments alongside personal and 

family responsibilities. Conversely, from the 

employer's perspective, it involves creating 

a supportive organizational culture where 

employees can concentrate on their job 

responsibilities during work hours. Family-

friendly benefits, which afford employees 

flexibility in addressing personal and family 

commitments without compromising work 

duties, play a crucial role in this dynamic. 

Work-life balance entails skillfully 

managing the intricate interplay between 

paid work and other essential activities, such 

as spending time with family, engaging in 

sports and recreation, volunteering, or 

pursuing further education. Research 

indicates that enhancing the equilibrium 

between professional and personal lives can 

yield tangible benefits for both employers 

and employees, contributing to the 

development of robust communities and 

productive businesses. 

In a society marked by conflicting 

responsibilities and commitments, work/life 

balance has emerged as a predominant 

concern in the workplace. The heightened 

interest in and significance of addressing 

work-life balance can be attributed to three 

major factors: global competition, a renewed 

focus on personal lives and family values, 

and the challenges associated with an aging 

workforce. 

2. Review of Literature 

Joanna Hughes and Nikos Bozionelos 

(2015) aimed to investigate the perspectives 

of male workers in a predominantly male 

occupation regarding issues related to work-

life balance. The study revealed that work-

life imbalance not only raised concerns but 

also emerged as a primary source of 

dissatisfaction among participants. 

Moreover, participants drew a clear link 

between challenges in work-life balance and 

withdrawal behaviors, such as turnover and 

non-genuine sick absences. 

In the study conducted by Kanwar et al. 

(2014) in the Information Technology (IT) 

and IT Enabled Services (ITES) industries, 

the focus was on the relationship between 

work-life balance, burnout, and job 

satisfaction. Burnout was assessed through 

dimensions like meaninglessness, de-

motivation, and exhaustion. Interestingly, 

male employees exhibited higher job 

satisfaction compared to their female 

counterparts. The IT group, despite having 

lower work-life balance and job satisfaction, 

showed higher levels of meaninglessness, 



 

 
  

 

de-motivation, and exhaustion than the ITES 

group. The study highlighted a positive 

relationship between work-life balance and 

job satisfaction, while de-motivation, 

exhaustion, and meaninglessness were 

negatively correlated with job satisfaction. 

Yadav et al. (2013) found that 

respondents reported an average level of 

work-life balance and generally expressed 

satisfaction with their working 

arrangements. The study indicated that 

balancing caregiving responsibilities and 

work had implications for career 

progression. Managers were identified as 

potential barriers to achieving a suitable 

work-life balance, and work-life balance 

was recognized as a crucial determinant of 

intrinsic job satisfaction. 

S. Padma et al. (2013) emphasized the 

role of family support in balancing personal 

and work life. The study indicated that 

support from family members significantly 

contributed to maintaining a balance 

between personal and professional lives. 

Employees with adult children found it 

easier to achieve balance, while those 

responsible for the health of elder parents or 

in-laws experienced lower work-life 

balance. The study concluded that lower 

balance might lead to higher absenteeism, 

lower job satisfaction, and increased 

employee attrition, emphasizing the 

importance of a cooperative work culture. 

K. Santhana et al. (2013) highlighted 

that marital status, working hours, flexibility 

requirements, additional working hours, and 

overtime significantly influenced work-life 

balance. This impact was particularly 

pronounced among married women, where 

additional working hours posed challenges 

in attending to children and dependents. The 

study suggested that the support of a 

functional head could mitigate the 

consequences of work-life balance issues. 

Jain (2013) conducted a comparative 

study of work-life balance among Chartered 

Accountants (CAs), Doctors, and Teachers. 

The study identified working conditions, 

time management, family support, and role 

expectations as the most influential factors 

affecting work-life balance among 

professionals. Work-life imbalances were 

found to impact the job satisfaction levels of 

professionals, with variations observed 

across professions, family status, and job 

roles. 

V. Madhusudhan et al. (2013) identified 

factors contributing to work-life balance, 

including dependents, time flexibility, role 

clarity, co-worker support, family culture, 

working hours, and head support. The study 

recommended that management should 

focus on enhancing time flexibility, role 

clarity, co-worker support, working hours, 

and head support to effectively manage 

work-life balance. 

G. Kanthi (2013) discovered that a 

significant number of respondents expressed 

confidence in balancing their routine work, 

while others faced challenges due to 

economic, family issues, inefficiency, lack 

of commitment, and stress-related job 

activities. The study suggested that long 

working hours, compulsory overtime, and 

non-flexible working conditions could 

contribute to issues such as absenteeism, 

turnover, frustration, low morale, and 

motivation. The research highlighted the 

positive impact of a happy and healthy work 

environment on employee performance and 

organizational goals. 

Pandu et al. (2013) analyzed the work-

life balance of professional women in the IT 

and ITES sectors, considering factors such 

as demographic information, workload, 

work environment, feelings about work, 

family dependents, and absence from work. 

The sector-wise regression analysis 

emphasized the significant contributions of 

feelings about work, family dependents, and 

absence from work to employees' sense of 

balance, with no significant relationship 



 

 
  

 

found between work environment and work-

life balance. 

Madipelli et al. (2013) explored factors 

causing work-life imbalance among school 

teachers, identifying stress from excessive 

work demands, working conditions, and 

long working hours. The study highlighted 

the multiple roles played by women at work 

and home, resulting in boredom, frustration, 

and stress, contributing to work-life 

imbalance. Factors such as marital 

relationships, attitudes, cooperation of 

husbands, and family support were 

identified as significant influences on work-

life balance among working women. 

Ajith et al. (2013) focused on work-life 

balance for role prioritization of IT 

employees, revealing that better work-life 

balance policies enabled employees to fulfill 

both professional and personal commitments 

simultaneously. The study explored 

variables such as traveling time, depression, 

temper, and work to understand the 

relationship between work-life balance and 

stress management. 

Kumari Lalita (2012) highlighted factors 

such as psychological distress, 

organizational changes, working hours, 

managerial style, job responsibilities, work 

overload, work-life conflict, and personal 

financial problems as predictors of job 

satisfaction. The study concluded that 

overall work-life balance policies positively 

correlated with job satisfaction, indicating 

that satisfaction increased with improved 

work-life balance. The results also suggested 

a shift in perceptions about work-life 

balance and job satisfaction over time. 

V. Varatharaj et al. (2012) found that 

work-life balance involves achieving 

equilibrium between professional work and 

other activities, leading to reduced friction 

between official and domestic life. The 

study indicated that a majority of 

respondents felt comfortable in their 

workplaces, and work-life balance 

contributed to increased efficiency and 

productivity. Work-life balance was 

identified as a key factor in enhancing 

satisfaction in both professional and 

personal lives. 

Fatima et al. (2012) identified partner 

support, colleague support, and job 

resources as positively associated with 

work-life balance, while unfair criticism at 

work was negatively associated. The study 

revealed that male employees were more 

satisfied with work-life balance compared to 

females, with female employees 

experiencing more work-life strain due to 

childcare responsibilities and elder 

dependency. 

Tariq (2012) conducted a meta-analysis 

of literature on work-life balance, 

emphasizing its importance for both 

organizations and employees. Work-life 

balance initiatives were found to improve 

productivity, efficiency, competitiveness, 

morale, and employee commitment. 

Employees benefited from increased 

motivation, satisfaction, empowerment, and 

a stronger commitment to the organization 

through such initiatives. 

Thriveni et al. (2012) explored the 

impact of demographic variables on work-

life balance, revealing significant 

relationships between variables such as age, 

experience, marital status, income, family 

type, number of dependents, and employees' 

perception of work-life balance. The study 

underscored the importance of demographic 

factors in influencing work-life balance. 

Santhi and Sundar (2012) studied the 

work-life balance of women employees in 

the IT industry, concluding that the 

programs implemented by IT firms in 

Chennai satisfied different categories of 

employees to varying extents. Satisfaction 

levels were measured across various work-

life balancing parameters, with 55% of the 

employees expressing high satisfaction with 

current work-life initiatives. 



 

 
  

 

Ignacia Levy (2012) investigated 

working mothers' perceived work-life 

balance, finding that the age of children was 

not as significant as child-care support in 

determining perceived work-life balance. 

Role conflict emerged as a negative factor 

impacting work-life balance. 

Chawla and Sondhi (2011) conducted a 

survey among teachers and BPO women 

professionals, revealing a positive 

relationship between job autonomy, 

organizational commitment, and work-life 

balance. Proactive schools and BPO 

companies that valued committed human 

resources were suggested to provide more 

autonomy to sustain employee work-life 

balance. Conversely, workloads and work-

family conflict were negatively correlated 

with work-life balance. 

Murphy and Doherty (2011) argued that 

measuring work-life balance in an absolute 

way was challenging, as personal 

circumstances influenced perceptions. The 

study suggested that long hours and 

presenteeism were accepted as part of 

higher-level roles, but modern technology 

had alleviated this to some extent. 

Albertsen et al. (2008) found a strong 

association between longer work hours and 

lower levels of work-life balance, 

particularly among women. The impact on 

men was less conclusive, while gender-

mixed groups showed a clear association 

between overtime work and lower levels of 

work-life balance. Nonstandard work hours 

negatively influenced work-life balance and 

had potential negative effects on children's 

well-being and marital satisfaction. 

Dessler (2006) highlighted the unique 

challenges women face in balancing career 

and family responsibilities. Unlike men, 

women must navigate the "Career versus 

family" decision, as the responsibilities of 

raising children and managing households 

often fall disproportionately on them. 

Bradley et al. (2006) revealed that 

factors such as negotiated time off for 

personal reasons and ad-hoc arrangements 

for emergencies were key strategies for 

employee engagement, satisfaction, 

commitment, and achieving work-life 

balance from a management perspective. 

Jane et al. (2004) explored relationships 

between work-life balance, work non-work 

conflict, hours worked, and organizational 

commitment. Graduates' desire for work/life 

balance was juxtaposed with the pressure for 

career success, leading to longer working 

hours and an unsatisfactory relationship 

between home and work. The study 

highlighted the role of organizational 

policies in managing the relationship 

between work and non-work and fostering 

organizational commitment through support 

for employees' lives outside of work. 

Hymans and Summers (2004) identified 

challenges in the practical implementation 

of work-life balance, including uneven 

adoption across sectors, lack of formalized 

policies, restricted employee voice, a 

primary focus on business needs, and 

limited evidence of reductions in working 

hours. Domestic responsibilities continued 

to be primarily managed by women, 

regardless of their employment status. 

Varuhas et al. (2003) analyzed the 

significance of organizational culture in 

influencing work-family balance. The study 

concluded that if organizational culture is 

not family-friendly, measures to improve 

work-life balance may have limited 

effectiveness. 

In summary, the reviewed studies 

underscore the importance of measuring and 

implementing work-life balance policies to 

meet the diverse needs of individuals in their 

professional and personal lives. The findings 

highlight the impact of various factors, 

including organizational culture, 

management practices, and demographic 

variables, on work-life balance and its 



 

 
  

 

implications for employee satisfaction, 

commitment, and overall well-being. 

Based on the above literature, We can 

hypothesize that 

Hypothesis 1: WLB significantly influences 

job satisfaction among male workers in 

male-dominated occupations, leading to 

higher levels of contentment and retention. 

Hypothesis 2: Compensation factors play a 

crucial role in enhancing work-life balance 

in the Information Technology (IT) and IT 

Enabled Services (ITES) industries, 

positively impacting job satisfaction among 

employees. 

Hypothesis 3: Adequate family support 

significantly contributes to achieving a 

better work-life balance, resulting in 

increased job satisfaction and a lower 

likelihood of withdrawal behaviors such as 

absenteeism. 

Hypothesis 4: Implementation of effective 

work-life balance policies in school settings 

leads to a reduction in work-family conflict 

among teachers, fostering job satisfaction 

and well-being. 

Hypothesis 5: WLB has a direct positive 

effect on organizational commitment in the 

IT industry, fostering employee engagement 

and dedication to organizational goals. 

3. Discussion  

The literature review reveals a 

comprehensive understanding of work-life 

balance and its multifaceted implications 

across various professional sectors. The 

studies examined diverse aspects, including 

the impact of work-life balance on job 

satisfaction, the role of compensation 

factors, family support, and the influence of 

work-life balance policies. Here are the key 

discussion points: 

3.1.Work-Life Balance and Job 

Satisfaction: 

   The literature consistently supports the 

idea that work-life balance significantly 

influences job satisfaction. Male workers in 

male-dominated occupations, as well as 

employees in the IT and ITES industries, 

experience higher job satisfaction when 

work-life balance is effectively managed. 

The positive correlation between work-life 

balance and job satisfaction suggests that 

organizations should prioritize strategies to 

enhance work-life equilibrium to improve 

employee contentment and retention. 

3.2.Compensation Factors and Work-

Life Balance: 

   The findings suggest a noteworthy 

connection between compensation factors 

and work-life balance in the IT and ITES 

sectors. It implies that beyond traditional 

benefits, monetary incentives and reward 

structures positively impact employees' 

ability to balance work and personal life. 

Organizations should recognize the 

importance of competitive compensation 

packages as a means to foster a supportive 

work environment conducive to achieving 

work-life balance. 

3.3.Family Support and Work-Life 

Balance: 

   The literature underscores the pivotal role 

of family support in achieving a better work-

life balance. The studies indicate that 

employees with strong family support 

experience increased job satisfaction and are 

less likely to engage in withdrawal 

behaviors. This highlights the 

interconnectedness of personal and 

professional life and emphasizes the need 

for organizations to consider family-friendly 

policies to support employees in managing 

their work and family responsibilities. 

3.4.Work-Life Balance Policies and 

Work-Family Conflict: 

   Work-life balance policies emerge as 

effective tools in mitigating work-family 

conflict, particularly among school teachers. 

The implementation of such policies 

contributes to reduced stress levels and 

higher job satisfaction. These findings 

emphasize the importance of organizational 

initiatives aimed at creating a supportive 



 

 
  

 

work environment, offering flexibility, and 

recognizing the diverse needs of employees. 

3.5.Organizational Commitment and 

Work-Life Balance: 

   The literature suggests a positive 

relationship between work-life balance and 

organizational commitment, particularly in 

the IT industry. Employees who experience 

a satisfactory work-life balance are more 

likely to demonstrate commitment to their 

organizations. This connection reinforces 

the idea that fostering work-life balance is 

not only beneficial for individual employees 

but also contributes to overall organizational 

success. 

4. Conclusion 

In conclusion, the literature review 

provides valuable insights into the intricate 

dynamics of work-life balance, its impact on 

job satisfaction, and the contributing factors 

in various professional settings. The 

evidence suggests that organizations stand to 

gain significantly by prioritizing work-life 

balance initiatives, recognizing the influence 

of compensation factors and family support. 

Implementing effective work-life balance 

policies is crucial for minimizing work-

family conflict, reducing withdrawal 

behaviors, and enhancing organizational 

commitment. 

The direct relationship between work-

life balance and positive outcomes, such as 

increased job satisfaction and organizational 

commitment, underscores the need for 

organizations to adopt holistic approaches 

that consider the well-being of employees 

both inside and outside the workplace. As 

the modern workforce seeks a better balance 

between professional and personal life, 

organizations that proactively address these 

needs are likely to attract, retain, and foster 

highly engaged and satisfied employees. 
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