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Abstract: Irrespective of  age, gender, and job profile employee’s life is a
combination of  work, family responsibilities, hobbies, or social activities and
aspirations. Activities other than work can be termed as life activities and in
general, work takes precedence over other things in every employee’s life. This
precedence of  work creates disequilibrium in maintaining a harmonious work-
life balance. A well-maintained work-life balance will lower stress and burnout
levels and creates a greater sense of  well-being among employees. There is a
general perception that private-sector employers expect more productivity from
their employees which consequently leads to prolonged work hours and negative
work-life balance. To understand the above phenomenon employees working
in private sector organizations in the city of  Kolkata were considered for this
study. Using the data collected from 150 respondents working in private sector
companies, this study provides information and a rich view of  demographics-
based perceptions about work-life balance among the private sector employees
working with various firms and industries in the city of  Kolkata.

1. Introduction

The modern economy and technological advancements have not only brought better job opportunities
but also have bought up issues related to the management of  employees’ time between personal and
professional life. Advancements in areas like Information Technology created new job avenues and
new ways of  working. These new ways of  working demanded greater quality, agility, and speed in
terms of  response. This technology adoption in a way demands constant availability which in turn is
resulting in demand for more time. During the last decade, the average number of  work hours an
employee is spending on work in a workweek has gone beyond 48 hours. This demand for more
time is becoming a source of  constant pressure. Apart from spending more numbers of  hours at
work, today’s employees are also grappling with demands related to working i.e., working with very
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high speed and against tight deadlines. These work demands started dominating the life aspects
leading to work-life imbalances.

Unlike in the 1970’s managing the right balance between work and family, aspects are no more
confined to female workers. The pressures created due to high-speed working environments clubbed
with long working hours, and tight schedules are resulting in the increased evening as well as weekend
work, more exhaustion with no time for family and socialization. Today’s organizations realized that
the problems related to work-life balance are equally affecting both male and female workers and in the
current context, it is no more gender-specific.

The concepts and issues related to work-life balance are no more confined to western countries.
More and more Indian workforce, as well as organizations, started considering work-life balance as an
important aspect and as a concern. Employees started caring about work-life balance more than money.
To adapt to the new trends and to keep their talent energized and motivated, Human Resource
Departments moved away from the concept of  looking at family-friendly work norms and started
looking at work-life balance from a much wider perspective. Current day human resource departments
are more focused on enabling better employee experience and are trying to provide various avenues to
the employees for effectively managing their professional and family aspects (White et al., 2003).

Work-life balance is affecting the employees’ productivity (Haralayya, 2021).Work-life balance
depends upon several factors like how long (duration), when (time), and from where (place) people
work (Caroline et al., 2004). Due to technology interventions, current-day work environments are very
competitive and an employee who tries to put their best effort into everything finds WLB always as an
uphill task to accomplish (Devi, 2016).

The private sector was considered for the research as it is a sector where employees work in very
competitive, high-speed, and stressful environments (Hasan et al., 2021).This study is conducted in
Kolkata city. Most of  the private business houses got their presence through their branches in this city
and hence can provide good insights.

2. Review of  Literature

Work-life balance is a permutation and combination of  various interactions in one’s life. The role
conflicts related to personal and professional domains result in work-life imbalance. Work-life balance
is all about the amount of  time an individual spends performing work activities as against the time he
is spending with family or for activities that he or she loves (Pattu et al., 2013).

Work-life balance is about adjustments related to working patterns and finding a rhythm that
combines work and other responsibilities (Maxwell and McDougall, 2007). Work-life balance also
involves factors such as time balance, involvement balance, and satisfaction balance (McDonald and
Bradley, 2005)Time balancing is about distributing the available time between work and family activities.
Balance related to involvement is to do with the level of  psychological involvement in work and family-
related non-work aspects. On the other hand, satisfaction balance deals with the perceived satisfaction
an individual gets from work and family-related non-work.

Balancing of  work and day-to-day life activities also emerged as a growing concern due to
demographic developments happening in the gender and age of  the workforce. The prolonged working
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culture beyond work hours (Dean, 2002) (Hyman et al., 2003) is raising concerns and is affecting the
health and fitness levels of  employees. Long working hours also resulted in increased occupational
stress along with difficulties in combing work and family care.

The 2021 annual study on employer branding conducted with two lakhs, respondents representing
over 34 countries covering 80% of  the global economy revealed that Indian job seekers(65%) are
preferring work-life balance as an important driver over attractive salary (62%) while choosing the
employer (The Economic Times, 2021).

Attempts to operationalize the work-life balance concepts were made through subjective and
objective approaches. Companies preferred taking a subjective approach and researchers naturally tilted
more towards the objective approach (Hyman et al., 2003).

Under the Factories Act of  India 1948, the maximum working hours for an adult worker is fixed
at 48 hours for a workweek and not exceeding 9 hours on any single workday. Section 51 of  the act
emphasizes a weekly holiday either on the first day of  the week or any other day as approved by
factories chief  inspector. Rule 20-25 of  the minimum wages act, 1948 specified that maximum working
hours for an adult worker should not be more than 9 hours. It is implied from both factories and the
minimum wages act that a worker who works regularly for more than 48 hours is prone to work-life
imbalances.

The work-life balance consists of  aspects like how long, when, and where people work (Caroline
et al., 2004). WLB-related needs can be mapped into three different yet connected life areas (Williams,
2001). First is related to personal time and personal space which is essentially required for taking care
of  self  and for the fulfilment of  various physical, mental, and religious or philosophical aspects. The
second is time for caring giving activities to others or in a way performing the role of  a caretaker/
caregiver and the third is work time and workspace which enables economic self-sufficiency. Work-life
balance can only be achieved if  all the above aspects are addressed or balanced (Williams, 2010).

Researchers analysedWLB from various aspects and published several theories related to the
same. From the segmentation theory point of  view, work and family are independent and have no
related entities. According to this theory, an employee can hold back his thoughts related to work and
vice versa. This holding back of  thoughts by an employee helps in maintaining a healthy strike-through
between work and non-work environments. The segmentation theory due to its weakest empirical
support is considered as the theory with only theoretical potential (Bulger et al., 2007).

According to enrichment theory, experiences in work roles will help in improving family roles,
and experiences in family roles enhance work roles. This theory relies on the aspect that experiences
such as skills, abilities, etc., gained in one area will improve the quality of  another area (Morris and
Madsen, 2003).

Facilitation theory deals with how experiences gained, skills obtained, and opportunities created
in one area of  life (either work or non-work) will act as good resources and will produce experiences in
other areas(Frone, 2004) enabling two-way facilitation.

The spillover theory argues that the expertise obtained by an individual in one of  his performing
roles influences expertise in the other roles performed by him. According to spillover theory work and
family life are associated not only vertically and horizontally but also positively and negatively (Morris
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and Madsen, 2003). The negative aspects of  one area are associated with negative aspects of  another
area, and satisfaction and achievement in one area spill to another area and vice versa (Xu, 2009).

According to spillover theory, what happens at home influences the work area events (Young and
Kleiner, 1992).Behaviours, skills, etc., formed in family roles reflect in the work roles of  the individual
and vice versa (Kelly and Voydanoff, 1985).

The four dimensions of  work-life balance (Fisher et al., 2009), emerged from the above theories.
First, work-life- personal life interference, i.e., the extent of  work aspects interference with personal
life aspects, second, personal life - work-life interference, i.e., the extent of  personal life aspects interfering
with work aspects. Third, personal life-enhancing the work-life i.e., the extent to which enhancement
happening in personal life is helping the work-life, and the four this work-life enhancing the personal
life i.e., the extent to which enhancement happening in work-life is helping personal life.

While both male and female workers face issues with work-life balance, the way those are being
handled by them is different (Williams, 2010). While high levels of  performance and punctuality got
displayed by women workers who are also mothers than women workers who are without children, the
same does not hold ground in the case of  male workers who are also playing the father role (Cuddy et
al., 2004).

The private sector is all about competition. Public and semi-public sector organizations are inspired
and obsessed with private sector enhanced employee performance (Ch and Bouckaert, 2011). The
intense competition clubbed with increasing workload and job pressures are forcing to display employees
work commitment in a palpable manner(Ishaya et al., 2008)A large part of  employees started sacrificing
their family time for their extended work demands, on top of  this technology, advancements enabled
organizations to stay in touch with their employees all the time(Morgan, 2003). This trend has further
increased the work pressures thereby increasing the demands related to work on the employees. These
increased demands consequently resulted in increased stress levels and work-life imbalances.

The social structure of  the family has also changed. Extended family structure is becoming a
thing of  the past (Patel, 2005) and nuclear families with both husband and wife going to work for
making both ends meet became the norm. Single parents are also becoming prevalent due to increased
divorce rates (Amato et al., 2003). While women’s engagement in income-generating economic activities
continue to increase there has been little change in their involvement in domestic responsibilities
(Singh, 2004). The simultaneous changes both at work and family calls for continuous attempts for
balancing the acts related to work and family.

At times work intercepts and intrudes into the social and family life of  the employee. Family
responsibilities and pressures intrude into work and affect the employee’s job performance (Fu and
Shaffer, 2001) Job or organizational pressures clubbed with no work centrality, lack of  respect for
personal space and time result in work encroachment into employees’non-work areas (Hayman, 2005a)
and manifest differently based on the factors like work type, the extent of  work autonomy and support
provided by the organization (Atkinson and Meager, 1986).

Regardless of  their job status, male workers tend to have more work-life balance as they clearly
demarcate work and family aspects. Generally, women hold the responsibilities related to household
chores, due to which most of  them face work-life balance-related challenges. Literature studies suggested
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that female workers in managerial positions have work-life balance-related difficulties (Connell, 2015).
Male workers prioritize work for family reasons whereas their female counterparts give equal importance
to both work and family. Women workers also try and address both work and family aspects
simultaneously.

Any mismatch between the work and family roles is an area of  concern to both employees and
employers as they affect productivity and well-being leading to long terms impacts on both. Workers
are generally inclined to work for organizations or employers that sustain work-life balance (Fapohunda
and Fapohunda, 2014).

Work-life balance is also studied using three distinct measures one, the amount of  free time
available to the employee, two overlap of  work with non-work activities three the amount of  time an
employee spends with other people or in social activities(Fisher and Layte, 2002).Various reviews also
highlighted work-life issues in relation to the employee’s age, his gender, the stage of  work life-cycle he
is passing through, his other factors such as ethnicity, country of  residence or citizenship, and facilities
available for childcare, etc.,(Fisher and Layte, 2002; Jager, 2002; Wallace and C, 2004).

The literature made it evident that the work-life balance is a global phenomenon that needs to be
addressed (Humphreys et al., 2000). Organizations across the globe have kept in place several measures
for effectively addressing WLB-related issues (Todd, 2004) however, their approaches for addressing
the same are different(Lewis et al., 2007). The literature study reflected that there are gender differentiators
in perceiving the aspects related to work-life balance (Connell, 2005; Duxbury and Higgins, 1991;
Smithson and Stokoe, 2005).

Work-life balance is serious among all categories of  employees who might normally be expecting
a high level of  control both on their work and also on their working hours. The literature review also
revealed that there is scope to study demographic aspects of  work-life balance among the employees
who are engaged in highly demanding and pressurized jobs. Private sector employees due to their
nature of  employment which demands long working hours are exposed to high-stress levels and are
prone to issues related to work-life balance. Accordingly, the employees working in private sector
organizations in the city of  Kolkata were considered for this study. This study provides information
and a rich view of  demographics-based perceptions about WLB among the employees working in
private sector firms and industries in the city of  Kolkata.

3. Objectives and Hypotheses of  the Study

3.1. Objectives of  the Study

• To measure the work-life balance of  private-sector employees working in the city of  Kolkata.

• To explore the respondent’s perceptions on work-life balance using the demographic data collected.

3.2. Hypotheses of the Study

H01: There is no correlation between various dimensions of  WLB.
H02: There is not much deviation found in WLB dimensions perceptions among age groups
H03: There are not many differences in WLB dimensions between genders.
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H04: There are not many differences between the job types and dimensions of  WLB
H05: There are not many differences between the job experiences and dimensions of  WLB

4. Research Methodology

4.1. Research Design

Based on the study objectives a structured research instrument was administered. The instrument
consists of  two sections a section related to demographics-related questions and the other related to
questions on work-life balance aspects. Work-life balance-related questions are based on Hayman’s
instrument. Hayman’s work-life balance instrument consists of  15 items covering all three dimensions,
Work Interference with Personal Life (WIPL), Personal Life Interference with Work (PLIW), and
Work or Personal Life Enhancement (WPLE)(Hayman, 2005b).A pre-test of  the instruments was
done with 20 participants before proceeding to final data collection.

4.2. Sample Design

The respondents for this study were 150 randomly selected private sector employees working in Kolkata
metropolitan city. 200 questionnaires were distributed and 175 responses were received. 25 responses
that are incomplete with more than 10% values were not considered for analysis (Hair, 2009). Out of
150 valid respondents’ men and women constitute 45% and 55% respectively. Out of  the total
respondents, 39% are performing managerial jobs, and 27% are non-managers. Employees working in
services or another type of  jobs constitute 13% and 21% respectively. 10% of  the respondents are
from the 20 to 30 years age bracket. 21 % are from 30 to 40 age group 40 to 50 and 50 to 60 age groups
constituted 56% and 13% respectively.

4.3. Techniques and Tools Used

IBM SPSS Software and MS-Excel were used for data analysis. The descriptive analysis of  the items
got done and presented in tabular format.

5. Data Analysis and Results

Scale dimensionality got analyzed using factor analysis. Two reverse coded items related to struggle between
work and non-work, and time availability for non-work activities were excluded from the scale.

Table 1: KMO & Bartlett’s Test

The measure of  Sampling Adequacy (KMO) 0.712
Bartlett’s Test Chi-Square 913.138

df 78
Sig. 0

Source: Authors’ Own Compilation

KMO value of  0.712 indicated an acceptable level of  correlation among the items or questions.
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Table 1a: Rotated Component Matrix

Q.No. Dimension Code Description Component

1 2 3

1 WIPL Personal life is suffering due to work      
2 WIPL Job is making personal life difficult 0.865    
3 WIPL Personal needs are getting neglected 0.948

due to work
4 WIPL Put personal life on hold due to work 0.961    
5 WIPL Unable to attend personal activities 0.956    

due to work
8 PLIW Personal life is draining off  energy 0.927

for work
9 PLIW Feeling tired to work effectively   0.927  
10 PLIW Work suffers due to personal activities   0.787  
11 PLIW find it hard to work due to personal matters   0.735  
12 WPLE Get energy from personal life for 0.761

doing the job
13 WPLE Get energy from job for pursuing 0.828

personal activities
14 WPLE Better work mood is due to my personal life     0.833
15 WPLE I’m in a better mood due to my job     0.837

Source: Authors’ Own Compilation

The method adopted for extraction is the principal component analysis and for varimax with
Kaiser normalization rotation method is adopted.

The component matrix analysis gave three factors. Factor one comprises the items related to question
two to question five, which represented the WIPL aspect. Questions 12-15 comprised factor two which
represented the WPLE aspect. Questions 8 to11 which are a part of  factor three which represented the
PLIW aspect. 69.85% of  the variation (overall) is explained by the three factors together. The dimensionality
suggested by (Fisher-McAuley et al., 2003) corresponded with the component’s dimensionality.

5.1. Subscale Reliability

Table 2: Reliability Test – Work-life Balance Subscales

Subscale Cronbach’s Alpha

WIPL Scale 0.83
PLIW Scale 0.865
WPLE Scale 0.831

Source: Authors’ Own Compilation
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Cronbach alpha test got conducted on all the item variables for measuring the adopted scale’s
internal consistency. As depicted in Table 2 the alpha value of  all factors is found to be greater than 0.6
which can be considered a highly reliable and acceptable index (Hair et al., 2010).

5.2. Analysis of  Respondents’ Demographics

Table 3: Respondents’ Profile

Respondent Type Number %

Men 68 45
Women 82 55
Total 150 100

Source: Authors’ Own Compilation

Table 4: Respondents’ Profiles based on Age

Age in years Count Percentage

20-30 15 10
30-40 31 21

40-50 84 56
50-60 20 13
Total 150 100

Source: Authors’ Own Compilation

Table 5: Respondents’ Profiles based on Job Type

Job Type Frequency Percentage

Managerial 59 39
Non-Managerial 41 27

Service 19 13
Others 31 21
Total 150 100

Source: Authors’ Own Compilation

It is evident from the above tabular analysis that more than 48 hours are being spent by workers
of  both genders at work in a work week. Comparatively women workers are spending more amount
time at work than their counterparts. Hence women workers face more issues in maintaining work-life
balance.
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Table 6: Respondents’ Profiles based on Job Experience

Years of  experience Frequency Percentage

< 5 6 4
5 – 10 19 13
42278 21 14
15 - 20 55 37
20 – 25 34 23
> 25 15 10
Total 150 100

Source: Authors’ Own Compilation

Table 7: Respondents’ Profiles based on Weekly Work Hours

Weekly work hours Frequency Percentage

40-45 hours 46 30.7
45-50 hours 26 17.3
50-55 hours 46 30.7
>55 hours 32 21.3
Total 150 100

Source: Authors’ Own Compilation

Table 8:Gender-Wise Respondents’ Weekly Work Hours Distribution

Weekly Work hours

Gender <40 40 - 45 45 - 50 50 - 55 >55

Men 0 28 8 24 8
Women 0 18 18 22 24

Source:Authors’ Own Compilation

Table 9: Job Type Wise Respondents’ Weekly Work Hours Distribution

Weekly Work hours

Job Type <40 40-45 45-50 50-55 >55

Managerial 0 31 8 20 0
Non-Managerial 0 6 8 10 17
Service 0 2 1 10 6
Others 0 7 9 6 9

Source: Authors’ Own Compilation
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It is evident from the above tabular analysis that all workers across job types spend more than 48
hours at work in a workweek. Hence it is evident that workers across job types face more issues in
maintaining work-life balance as they spend more time at work.

Table 10: Job Experience-Wise Respondents’ Weekly Work Hours Distribution

Weekly Work hours

Job Experience <40 40-45 45-50 50-55 >55

<5 0 0 0 6 0
5 to 10 years 0 6 7 0 6
10 to 15 years 0 2 4 15 0

15 to 20 years 0 16 15 9 15
20 to 25 years 0 7 0 16 11
> 25 years 0 15 0 0 0

Source: Authors’ Own Compilation

It is evident from the above tabular analysis that all workers irrespective of  their job experience
spend more than 48 hours at work in a workweek. Hence, it is evident that workers irrespective
of  their job experience are spending more time at their workplace and are facing work-life
imbalances.

Table 11: Work-Life Balance Dimensions Analysis

Dimensional Aspect Mean Standard
Deviation

Work Interference with Personal Life Dimension (WIPL) 4.03 0.59
Personal Life Interference with Work Dimension (PILW) 3.1 0.81

Work Personal Life Enhancement Dimension (WPLE) 3.19 0.86
Negative Work-Life Balance Dimension (NWLB) 2.89 1.38
Positive Work-Life Balance Dimension (PWLB) 3.23 1.37

Source: Authors’ Own Compilation

While the average levels of  WIPL and PLIW are on the higher side and NWLB is on the lower
side. The average levels of  PWLB and WPLE are on the higher side compared with NWLB.

It is clear from the results that work-life balance is maintained even with high levels of  interference
in both directions i.e., work aspects with personal life aspects and personal life aspects with work
aspects. This can be attributed to the healthy work culture, cordial work environment, employee-
friendly HR policies, and work-life practices followed by organizations
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5.3. Correlation Matrix

The correlation matrix of  subscales is depicted in the below table.
H01: There is no correlation between various dimensions of  WLB.

Table 12: Correlation among the Various Dimensions of  WLB

Dimensions of WLB WIPL PLIW WPLE NWLB PWLB
(Positive and Negative)

WIPL 1 -0.09 0 -0.14 0.15

PLIW -0.09 1 -0.04 0.1 -0.12
WPLE 0 -0.04 1 0 0.01
NWLB -0.14 0.1 0 1 -.855**

PWLB 0.15 -0.12 0.01 -.855** 1

Source: Authors’ Own Compilation
** at 0.01 level correlation is significant (2-tailed).

Negative correlation is found between PLIW and WIPL, which means that if  PLIW increases,
WIPL decreases. However, the coefficient is very less (-0.09), and the variation would be very low. WPLE
and PLIW are negatively correlated. This shows that if  WPLE increases, PLIW decreases. NWLB and
WIPL are positively related at (0.10). This shows that if  one increases, the other also increases. PWLB
and WIPL are negatively correlated at (-0.12). This also indicates that if  PWLB increases, WIPL decreases.
There is no correlation between NWLB and WPLE. But there is a high correlation (-0.855) between
PWLB and NWLB. That means that if  one increases the other drastically decreases.

H02: There is not much deviation found in the perceptions in relation to WLB dimensions among
age groups

5.4. Comparison across Demographic Variables

Table 13: Perception Differences among WLB Dimensions among Age Groups

Mean Std Deviation

Age 20-30 30-40 40-50 50-60 20-30 30-40 40-50 50-60 F Sig.

WIPL 3.75 4.12 4.02 4.2 0.61 0.64 0.58 0.49 1.94 0.13
PLIW 3.08 2.97 3.15 3.13 0.65 0.87 0.85 0.69 0.39 0.76

WPLE 3.03 3.27 3.18 3.16 0.76 0.9 0.82 1.03 0.27 0.85
NWLB 3.53 2.97 2.81 2.65 1.36 1.47 1.36 1.31 1.43 0.24
PWLB 2.6 3.16 3.29 3.55 1.4 1.46 1.34 1.23 1.52 0.21

Source: Authors’ Own Compilation
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From the tabular analysis, it is clearly evident that work interference with personal life (WIPL) is
higher in comparison to personal life interference with work (PLIW) across age groups. This indicates
spillover of  work aspects on to a person’s life which resulted in work-life balance issues. Negative
work-life balance is more in the age group of  20-30 when compared to other age groups. This indicates
that the new generation workforce is not happy with the various aspects of  work-life balance.

H03: There are not many differences in WLB dimensions between genders.

Table 14: Differences Across Gender

Man Women

Gender Mean Std Mean Std F Sig.
Deviation Deviation

WIPL 4.05 0.58 4.03 0.61 0.02 0.88
PLIW 3.02 0.85 3.17 0.78 1.24 0.27
WPLE 3.22 0.88 3.16 0.83 0.21 0.64

NWLB 2.54 1.38 3.18 1.33 8.34 0
PWLB 3.51 1.35 2.99 1.34 5.7 0.02

Source: Authors’ Own Compilation

No differences were observed between genders in WIPL and PLIW areas, however, the negative
WLB of  women is higher when compared to men. This indicates that women as a gender are facing
more issues in balancing both work and life.

H04: There are not many differences between the Job types and dimensions of  WLB

Table 15: Differences Across Job Types

Mean Std Deviation

Job type Mana- Non- Service Others Mana- Non- Service Others F Sig.
gerial Mana- gerial Mana-

gerial gerial

WIPL 4.04 4.11 3.8 4.1 0.62 0.51 0.71 0.55 1.32 0.27
PLIW 3.12 3.05 2.99 3.2 0.74 0.92 0.69 0.89 0.34 0.8
WPLE 3.17 3.24 3.43 2.99 0.87 0.75 0.84 0.96 1.13 0.34
NWLB 2.8 3 3.26 2.71 1.41 1.32 1.48 1.35 0.81 0.49
PWLB 3.41 3 2.84 3.42 1.37 1.32 1.5 1.31 1.44 0.23

Source: Authors’ Own Compilation

It is evident from the above tabular analysis that the employees who are into providing services
such as teachers, lawyers, etc. experience more NWLB when compared with employees working in
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other job types despite having low WIPL and PLIW which is contrary to the belief  of  WIPL and
PLIW are the main reasons for NWLB.

H05: There are not many differences between the Job Experiences and dimensions of  work life
balance

Table 16: Differences across Job Experiences

  Mean Std. Deviation    

Job Exp <5 5 to 10 to 15 to 20 to > 25 <5 5 to 10 to 15 to 20 to > 25 F Sig.
in years 10 15 20 25 10 15 20 25
==>

WIPL 3.77 3.8 4.24 4.03 4.06 4.15 0.46 0.58 0.69 0.63 0.49 0.51 1.48 0.2

PLIW 3.46 3.01 2.87 3.25 3.03 3.03 0.4 0.66 0.96 0.8 0.89 0.72 1.06 0.39

WPLE 3.42 3.29 3.05 3.21 3.12 3.22 0.68 0.9 0.87 0.81 0.86 1.06 0.3 0.91

NWLB 3.5 3.32 2.9 2.98 2.53 2.6 1.05 1.53 1.48 1.35 1.28 1.4 1.25 0.29

PWLB 3.17 2.79 3.1 3.09 3.59 3.67 1.17 1.55 1.48 1.35 1.23 1.29 1.34 0.25

Source: Authors’ Own Compilation

From the above tabular analysis, it is interesting to note that WIPL increased with increasing job
experience while WIPL remained more or less constant, however a decreasing trend of  NWLB appeared
with increasing job experience. This trend of  reducing NWLB is because as the employee gains
experience and expertise he would be able to balance between the jobs and the time available to him
and prioritize the jobs effectively which would have enabled a reduction in NWLB levels.

6. Conclusion and Directions for Future Studies

The twin objectives of  this research are to measure the WLB of  employees working in private-
sector companies in the city of  Kolkata and to explore the respondent’s perceptions related to
work-life balance using the demographic data collected. The dimensionality and reliability of  all
subscales got established through this study. The analysis of  demographics showed perception-
related differences in work-life balance among demographic groups. Women workers are spending
more time at work than their man counterparts. The new generation workforce is not happy with
the different aspects of  WLB. Healthy working culture, cordial working environment, employee-
friendly HR policies, and work-life practices that are being followed by organizations are helping
employees in maintaining a healthy work-life balance. Researchers can take cues from these
perceptional differences among demographic groups and can conduct further research for getting
deeper insights.

While this study is confined to Kolkata city and the private sector, researchers can further explore
bigger demographics and perform cross-sectorial comparative research to find the contrasts.
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