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Abstract: Work life balance (WLB) is one of the main human resource management topics, and people 

across the world are keenly aware of its importance. Some companies are using WLB initiatives and 

policies to attract and keep the valuable workers they have. Work-life balance is a concept describing the 

belief that work and other parts of life, whether they are for the family or to indulge your own hobbies, 

must be balanced in your schedule. In modern English, this adage has been phrased as ‘all work and no 

play make Jack a dull lad.' While labor itself or an amount of time spent on work is generally 

acknowledged as being essential for personal happiness, “all play” may turn out to be completely 

boring. The goal of this research is to investigate the elements that contribute to a well-rounded work life 

and job happiness. The effect of open office environment and work-life balance will be studied for its 

impact on IT sector job satisfaction. The study's primary goals are to determine the connection between 

work-life balance and job satisfaction, and to provide a list of work-life balance and job happiness-

promoting suggestions for companies and their workers. The conflict between work and family has major 

implications for both men and women in terms of the quality of family life and their professional 

pursuits. Constraints on professional options, restricted opportunities for career development, and the 

necessity to choose between an active and fulfilling career and marriage and children may be the results 

for women. It may be difficult to balance your personal and work lives, but it is important to do so. 
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I. INTRODUCTION 

   Work life balance (WLB) is one of the main human resource management topics, and people across the world are 

keenly aware of its importance. Some companies are using WLB initiatives and policies to attract and keep the valuable 

workers they have. The goal of this research is to investigate the elements that contribute to a well-rounded work life 

and job happiness. The effect of open office environment and work-life balance will be studied for its impact on IT 

sector job satisfaction. The study's primary goals are to determine the connection between work-life balance and job 

satisfaction, and to provide a list of work-life balance and job happiness-promoting suggestions for companies and their 

workers. 

   Work-life balance is a concept describing the belief that work and other parts of life, whether they are for the family 

or to indulge your own hobbies, must be balanced in your schedule. In modern English, this adage has been phrased as 

‘all work and no play makes Jack a dull lad.' 

   IT Industry According to the American Management Association, participation levels may be increased even during 

difficult times provided businesses exercise caution and make the appropriate choices at the appropriate time. However, 

there are a few corporate areas that have not only been adversely impacted by the worldwide pandemic, but also have a 

silver lining in this scenario - and in this case, we're talking about one of those major industries, namely information 

technology (IT). Not only has the IT sector dealt with the present scenario deftly in order to maintain their operations, 

but it has also proved a lifesaver for many other companies. Before we continue, let's have a look at a few key statistics 

culled from various reputable study reports: 
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   Despite the global recession, the IT industry's revenue was estimated to be about USD 190 billion in 2020-21 and is 

projected to be over USD 300-350 billion by 2025. 

   Around 35%–38% of IT companies are expected to upgrade or enhance their information technology operations and 

infrastructure because of the COVID-19 outbreak. 

   The sector's top businesses reported an average of a 5-10 percent rise in IT spending alone because of the COVID-19 

epidemic. 

   Cloud Software and Digital Platforms grew at the highest rate in 2020, when everyone worked from home. 

The above-mentioned statistics demonstrate that the IT industry has reaped the benefits of current crisis scenario, while 

all other companies struggle to return to normalcy. 

   According to the research, greater levels of involvement are associated with increased production and a more stable 

bottom line. In good or poor times, businesses should make employee engagement a key priority (Vickers, 2019).   

According to The Guardian, employee engagement helps individuals develop strong positive attitudes about their job 

and company through times of adversity. Employee engagement is mostly determined by organizational commitment, 

job satisfaction, and organizational citizenship.  

 

II. LITERATURE REVIEW 

   According to Chaudhary and Satya (1989) ,private sector workers had a better mean job satisfaction score than public 

sector employees,. It was found that managers, supervisors, and employees had comparable job satisfaction levels in 

both the public and private sectors. As the research found by Bhardwaj Gopa and Sharma Rajneesh (1990)[2]; 

acknowledgment of performance to be a significant influence in private sector employee job satisfaction. analyzed the 

connection between organizational environment, supervisory-management interactions, interpersonal trust, and 

alienation as researched. As a result of the study, the researchers found a favorable connection between aspects of an 

organization's environment and many other variables, including workplace alienation. In addition, a greater 

understanding, progress, and financial security were shown to be the primary factors to a higher level of supervisory-

management cooperation. 

   According to Shaykh (1999) has highlighted several strategies that are useful for improving workplace management 

and staff development. Viewing Human Resource Management as a tool for organizational achievement, he saw it as an 

avenue for success. They were activities included in the following human resource management study: resource 

planning for humans human resources acquisition an examination of a job working hard and learning new things 

operational and strategic development and change review and other employee perks Incentives for health and safety 

efforts involvement of employees in management The author addressed career planning, creating strong teams, and 

developing exceptional leaders. By suggesting that involvement in management, dispute resolution, counseling, and 

organizational methods for stress management promote better industrial relations, he advocated that employees also 

manage their own stress. 

   According to Parasuraman and Simmers (2001);  found that job participation, satisfaction, and work-family conflict 

are significantly affected by the kind of employment, as well as the gender of the employee. employees' opinion of their 

job status was found to be connected to the kind of occupation they were in. The effect of gender on work-life problems 

is linked to normative and gender-based attitudes and expectations, as well as the kind of workplace. The results show 

that women's job and family roles are distinct from men's. Women, who tend to have a greater involvement and 

commitment to home life, are much more numerous than males. In fact, the study found that males reported a greater 

level of work-family conflict. 

   According to Thornthwaite (2004), has observed that there is a rising demand and need for part-time employment, 

especially flexible work hours for working parents. Top management should thoroughly investigate these issues in 

order to ensure every opportunity for work-life balance for employees. These measures should be put in place for 

everyone, not only those employees designated as being part of the targeted group. accentuated made far more 

prominent (2004) Work locations are known to cause family conflict due to strain in the workplace. In case of women, 

the incidence of this particular strain is higher. Women workers who have been away from home working will be 
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required to perform some domestic chores when they are back home. It is of the utmost importance for someone to have 

the support of their family while experiencing a significant amount of stress. when family members do not offer 

assistance, conflict always occurs in the family. 

   According to Sinha (2004), the engineers working in the private sector were more pleased with their jobs than 

engineers working in the public sector,. Work satisfaction was shown to be substantially (0.01) linked to age and job 

experiences for public sector engineers, which was discovered via correlation analysis. As such, there was no 

significant connection for the private sector engineers at the 0.05 level of significance. 

   According to Drew and Murtagh (2005) , discovered that working long hours at senior levels negatively impacts 

work-life balance. It's feasible to have your spouse take care of these household issues since these individuals may 

delegate the same to them. But it's not feasible for all spouses. When both are not willing to compromise, it is more 

difficult to manage. This sparks ego conflicts and results in the break-up of the relationship. 

   According to  Snir and Harpaz (2005), Snir and Harpaz (2006) investigated the relativity of work, assessed relative to 

the other domains of life (work, leisure, community, religion, and family) by developing their own equations. Israeli 

full-time employees, who worked at least 30 hours per week, were studied for four weeks. Based on the findings, it 

seems that the measure's test reliability was very good. This suggests that the measure may also be used to evaluate the 

relative influence of the other four life domains. 

   According to , Hayman tested a 15-item scale for measuring work-life balance, a concept derived from an instrument 

published by Fisher-McAuley, Stanton, Jolton, and Gavin (2003). A three-component answer was given by the factor 

analysis. In order to inform human resource practitioners in the Asia Pacific area, his article presented a novel measure 

to capture employee views of work-life balance, and also discussed consequences for the practitioners. It was 

discovered that the instrument had broad acceptable validity and reliability, suggesting that the scale has potential to 

help managers get a good gauge on work life balance. 

   According to Magnus & Viswesvaran, 2006); family support for work culture helps to maintain work-life balance 

(Mesmer-. Co-workers, superiors, flexible working hours, sufficient maternity leave, and other support from coworkers 

assist to inspire and encourage employees, helping them to alleviate the negative effects of work-life balance. Work-life 

conflicts were greatly impacted by this. 

   According to Jim (2006)  ;coloration, appearance As part of a thoroughgoing plan for work-life integration, 

underscored the need of workplace flexibility. pointed out the need of business-driven initiatives to meet organizational 

demand for employees with good work-life balance, higher job satisfaction, improved customer service, and a 

competitive edge for talent. For this, he proposed two legs of the work life strategy, one for the company and one for 

the person. 57 of his workers recommended dual-purpose work and life training to them. Transferable project, time, and 

activities management abilities may be used to completing goals outside of the workplace as well. To summarize, this 

research was designed to provide information and propose work-life solutions that employers may use to reduce 

absenteeism, turnover, and employee satisfaction. 

   According to Jabeen, Mishra, and Gupta (2007) ;an association between occupational stress and organizational 

environment, with regard to job satisfaction of managers and engineers, was studied by Jain, for Indian Oil Corporation 

Limited, located in Mathura, India. Data was gathered from 158 managers and engineering workers on their job 

happiness, and results were processed via a job satisfaction survey. In order to test the impact of occupational stress and 

organizational climate on work satisfaction, occupational stress and organizational climate were identified as 

independent factors, while job satisfaction was seen as a dependent variable. To discover the significance of the 

difference between the means of both groups, the t-test was employed. The research discovered that managers rated 

their occupations as considerably more enjoyable than engineers, implying that managers felt more empowered. While 

managers suffer relatively low levels of occupational stress, engineers face significant levels of stress as compared to 

managers. The research also discovered that occupational stress has a negative effect on work satisfaction. But the 

managers' and engineers' perceptions of high and favorable organizational environment resulted in higher satisfaction. 

As a result, further implications of the research were explored. 
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   According to the alternatives to the term "work life balance" proposed by Harris & Pringle (2007) include work-life 

integration and work-life mosaic. By favoring integration, these alternatives have attempted to eliminate the difference 

between work and life. Work-life balance is no longer a static concept, but rather one that evolves and remains relevant 

for more individuals. Some individuals have criticized the word balance, claiming that it believes in an unrealistic 

equivalence between work and life, something that is just not suitable for many people. Practically speaking, 

maintaining an even balance in the conventional sense was unrealistic. 

   According to their  2008 research, Kalliath Thomas and Brough Paula examined six different concepts of work-family 

balance. The researcher discovered numerous roles, equality among roles, and overall happiness as determinants of role 

salience, all of which were interrelated. In addition, they put forward a novel theory of work-family balance. As an 

encouragement to future study, the authors recommended further studies to investigate this new definition particularly 

with regard to the creation and validation of a new metric that captures work-family balance. They also highlight that 

work-life balance is emerging as a significant strategic factor in HRM strategies of successful organizations. Previously, 

the group of scientists decided that the rise in women working was likely to boost the interest in work-family balance 

initiatives. 

   According to Harris and Smith (1997); they discovered that self-evaluations, family support, and supervisor support 

were associated with increased family to work enrichment; on the other hand, the occupational characteristics, like job 

characteristics, such as autonomy, skill variety, and task significance, were associated with increased work to family 

enrichment. Family-to-work enrichment was shown to be connected to family satisfaction, although only family-to-

work enrichment was examined. 

   According the research published by Nubling et al. (2008), it was discovered that socioeconomic variables such as 

age are significant for employment and family interference. The younger set of people that we're discussing here, 

having fewer problems than the middle-aged and elderly population. Because as people get older, they become more 

responsible for their families. Without the proper balance in life, you run the risk of familial intervention. Family 

support is critical as well. 

   According to the hypothesis by Sjoberg (2008) that emotional intelligence plays a role in successful life adjustment. 

Sjoberg (2008) concluded that while the dimensions of balance, which includes interference with family and leisure 

with work, and interference with work with family and leisure, are both negatively correlated to emotional intelligence, 

they have different associations with well-being. The study found that those who scored higher on emotional 

intelligence were more successful at balancing their professional and personal lives. 

   According to Macky and Boxall (2008) ;workers working longer hours are more likely to experience more imbalance 

in work life relationships, according to the findings of. Work life imbalance was shown to be negatively associated with 

the five high participation factors (i.e. authority to make decisions and act independently, information supply, 

incentives, and understanding of the task and team). Increasing availability of work-life balance rules for workers was 

shown to have no effect on the relationships when a larger workload forced employees to work longer hours. 

   According to Mayo et al (2008).Three characteristics, including the number of subordinates, time spent traveling, and 

time spent at work locations, were addressed. It was discovered that managers with more flexibility of time had an 

advantage over those with less flexibility of time when it came to doing home-related tasks. similarly less time for 

travel is also effective in managing work and life. Less subordinates, as well as more professional autonomy, may help 

someone achieve appropriate work-life balance. 

 

III. OBJECTIVES OF THE STUDY 

1. To determine which work life balance techniques were used during the COVID-19 scenario – use cross tabs. 

2. To determine the level of employee satisfaction with work life balance strategies - Multiple Regression was 

used 

 

IV. RESEARCH METHODOLOGY 

Workers working in start-ups between were the target population for a series of structured questionnaires in- 
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4.1 Sample Design  

   The sample size in this case is 250 employees from a start-up company. A non-probability sampling method is used. 

Random sampling is also known as the convenience sampling technique. 

 

4.2 Method of Data Collection  

   Primary data is obtained from a source such as a questionnaire or from respondents who have completed a series of 

structured questionnaires. The questionnaire is based on a previously published research article in its design (Emerald 

publication). Secondary data gathered for this research came from secondary data sources such as journals, papers, 

websites, and magazines. 

 

4.3 Tools for Data Collection  

SPSS and EXCEL are the tools used. 

 

4.4 Data Analysis 

 cross tab-chi square, Regression test was done to analyse the data, 

      Particulars N Min Max --Mean STD 

Gender 250 1 2 1.53 .500 

Age- 250 1 3 1.35 .540 

Industry 250 1 4 1.20 .567 

Work experience 250 1 3 1.35 .541 

Satisfaction with  working-hours  250 1 3 1.01 .126 

Spending time  with family 250 1 3 2.24 .631 

Work life balance 250 1 5 2.18 .685 

Worry about work 250 1 5 1.84 .852 

Organization policy WLB 250 1 5 1.96 .823 

Initiatives considered by organization 250 1 5 2.29 1.399 

Policy impact on productivity 250 1 4 2.25 .650 

Management policy- WLB 250 1 5 2.28 .706 

 

4.5 Limitations of the Study 

1. Data collection during pandemic was very difficult 

2. Sampling data was limited. 

3. Limited study with regards to Hucon, needed more data for analysis using SWOT 

4. Further research is required for understanding the pros and cons, indepth research is required 

5. COVID era has brought in many changes, but agility is not achieved with practices 

 

V. ANALYSIS AND INTERPRETATION OF DATA 

5.1 Multiple Regression 

Variables Entered/Removed 

Model Variables Entered Variables Removed Method 

1 WLB Strategies . Enter 

a. Predictors: (Constant), WLB Strategies 

a. Dependent Variable: I'm completely satisfied with my job 

b. All requested variables entered. 
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Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .767a .588 .587 .468 

   R value is 0.767 and R-square value =0.588, therefore the model is significant and proves to be a good fit. There is 

impact of work life balance strategies and Job satisfaction during COVID period 

ANOVA 

Model Sum of Squares Df --Mean Square F Sig. 

1 

Regression 77.383 1 77.383 353.181 .000b 

Residual 54.119 247 .219   

Total 131.502 248    

a. Dependent Variable: I'm completely satisfied with my job 

b. Predictors: (Constant), WLB Strategies 

Since AlphaP value =0.00 which is less than 0.05, hence the model is significant there is significant relationship 

between dependent and independent variable. 

Coefficientsa 

Model Unstandardized Coefficients Standardized 

Coefficients 

T Sig. 

B Std. Error Beta 

1 
(Constant) -.535 .129  -4.162 .000 

WLB Stratagies .125 .007 .767 18.793 .000 

a. Dependent Variable: I'm completely satisfied with my jo 

b. Independent Variable: WLB Strategies 

Since Alphap value =0.00 which is less than 0.05, hence the model is significant there is significant relationship 

between dependent and independent variable. 

 

5.2 Hypothesis 

H1: There is significant relationship between family support and WLB during COVID 19 

H0: There is no significant relationship between family support and WLB during COVID 19. 

Chi-Square Tests 

 Value Df Asymp. Sig. (2-sided) 

Pearson Chi-Square 414.871a 56 .000 

Likelihood Ratio 392.496 56 .000 

Linear-by-Linear 

Association 
72.804 1 .000 

N of Valid Cases 249   

a. 61 cells (81.3%) have expected count less than 5. The Min expected count is .02. 

Chi square is 414.871, p value= 0.000<0.05, therefore H1 is accepted and H0 is rejected. H1: There is significant 

relationship between family support and WLB during COVID 19. 
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Symmetric Measures 

 Value Asymp. Std. 

Errora 

Approx. Tb Approx. Sig. 

Interval by Interval Pearson's R .542 .069 10.131 .000c 

Ordinal by Ordinal Spearman Correlation .572 .055 10.973 .000c 

N of Valid Cases 249    

a. Not assuming the null hypothesis. 

b. Using the asymptotic standard error assuming the null hypothesis. 

c. Based on normal approximation. 
 BAR CHART FOR CHI SQUARE TEST. 

 
 

VI. FINDINGS 

1. R value is 0.767 and R-square value =0.588, therefore the model is significant and proves to be a good fit. 

There is impact of WLB strategies and Job satisfaction during covid period 

2. Since p value =0.00 which is less than 0.05, hence the model is significant there is significant relationship 

between dependent and independent variable. 

3. Chi square is 414.871, p value= 0.000<0.05, there 81.3% cells have expected count less than 5, therefore H1 is 

accepted and H0 is rejected. H1: There is significant relationship between family support and WLB during 

COVID 19 
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VII. CONCLUSION 

   The results indicate that work-life balance has a significant effect on individual/employee job satisfaction in the 

workplace. The greater the degree of equilibrium of an individual employee's daily life, the greater his contribution to 

his work and the more satisfied he will be with his career. The current study shows, based on previous research, that 

work-life balance has a direct effect on employee job satisfaction. The thesis would also serve as a guide for other 

scholars working in a related area of study. The R value is 0.767, and the R-square value is 0.588, indicating that the 

model is important and a good match. During the covid era, WLB tactics have an effect on job satisfaction. 

Since the p value is less than 0.05, the model is important, indicating that there is a positive interaction between the 

dependent and independent variables. Since the chi square is 414.871 and the p value is 0.0000.05, and 81.3 P (%) of 

the cells have an expected count of less than 5, H1 is approved and H0 is refused. H1: Throughout COVID 19, there is a 

significant association between family care and WLB. 
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