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The current study attempts to find
out the gap between various
available practices and
employee’s expectations regard-
ing the same. The study also iden-
tified the work-life balance prac-
tices provided by various organi-
zations. It relied onthe grounded
theory methodology (interviews
with 21 dual working parents)
and collected secondary data for
the study. Practitioners may de-
sign their policies and practices
based on the findings to enhance
overall performance of the orga-
nization and individual’s work-
life balance.
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Introduction

“Work-life balance (WLB) is an
individual’s perception of how well his or
her life roles are balanced” (Haar, Russo,
Sufie, & Ollier-Malaterre, 2014). WLB
is an important issue for researchers as
well as for organizations (Adame-
sanchez, Gonzalez-cruz & Martinez-
fuentes, 2016). The growing attention
towards work-life balance is the result
of changing technological, societal, eco-
nomic and demographic environment
(Sverko, Arambasia, & Galesia, 2002).
Increasing work stress, absenteeism,
turnover and increasing demand for WLB
have compelled organizations to provide
work-life balance practices (WLBPs) to
solve work-life issues of their employ-
ees. Kossek, Valcour & Lirio (2014) de-
fined WLBPs as “comprehensive, multi-
faceted organizational interventions de-
signed to foster a healthy psychosocial
work environment by preventing stres-
sors in the organization of work that can
lead to work—family conflict”. WLBPs
can be organized into three major cat-
egories, policies, benefits and services.

In a report by Forbes Insight
(2011), 97% of companies surveyed
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Despite organizational interven-

tions, women are not staying in 1T
workforce.

stated that, despite organizational inter-
ventions, women are not staying in IT
workforce. NCWIT (2015) reported
that 57% of women leave the IT
workforce within the first five years of
their career. The reason for this may
be the gap between the expectation of
women and interventions provided by
the organizations. Whilst policy initia-
tives can be effective in helping em-
ployees to reconcile dual roles, many
individuals still resolve these issues at
the individual or personal level and feel
that policy has not impacted on their
lives in any tangible way. Thus, it is
pertinent to study the expectations of
employees regarding WLBPs and gaps
that exist between the employee’s ex-
pectations and availability of these
practices. Most studies on work—fam-
ily programs and work—family conflicts
have been conducted in Western coun-
tries (Canada, UK, USA) where such
programs are more widespread, with
relatively few studies in emerging
economies such as in Asia and Africa
(Greenhaus & Parasuraman, 1999;
Poster & Prasad, 2005).Research on
WLB practices is scant, and more re-
search is needed (Haar & Spell, 2004;
Prottas, Thompson, Kopelman& Jahn,
2007).The present study is addressing
this gap by adopting the grounded
theory approach for understanding In-
dian employee’s perception on WLBPs.
This study also collected information

from secondary data to identify differ-
ent practices provided by Indian orga-
nizations to enhance WLB of their
employees.

Objective of the Study

The research objectives are:

e To explore existing WLBPs in differ-
ent organizations.

e To compare the practices available
in Indian organizations with employ-
ees expectations regarding the same.

Extant Literature on WLBPs

The extant literature shows that most
of the (50%) of employees are unaware
of the WLBPs offered by their organiza-
tions (Crompton, Yeandle& Wigfield,
2002) and who utilize WLBPs are seen
as less committed, thus negatively impact-
ing their appraisal, promotion and incre-
ment (Allen, 2001). The outcomes of
these work-life practices have been dis-
cussed in previous studies: the availability
of work-life practices has a negative re-
lation with work-to-life conflict (Ander-
son, Coffey & Byerly, 2002; Hill, Hawkins,
Ferris & Weitzman, 2001; Thompson,
Beauvais & Lyness, 1999), and turnover
intentions. It has positive relation with or-
ganizational commitment (Aryee, Luk &
Stone, 1998; Halpern, 2005; Houston &
Waumsley, 2003) and job satisfaction
(Beauregard & Henry, 2009). It also re-
sults in increased job performance and fi-
nancial gains (Joshi et al., 2002).

Baral & Bhargava (2011) studied HR
interventions for WLB in India and sug-
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gested that these policies and practices
are more prominent in new economy or-
ganizations such as software and ser-
vices organizations. They also concluded
that there is still a long way to go when
WLBPs will become strategic HR ini-
tiatives in most organizations. Gunavathy
(2011) also studied WLB interventions
prevalent in Indian industry and sug-
gested that there is a need for organi-
zations to adopt human resource strate-
gies and policies that accommodate the
work-life needs of their employees. He
also found the sector wise differences
in work-life balance provisions.
Rajadhyaksha(2012) used a qualitative
approach (case studies and interviews
with HR managers) to study WLB is-
sues in India and found that commonly
offered WLBPs in Indian organizations
address gender equality, flexibility,
stress reduction, health awareness and
childcare.

Methodology

To understand the employees per-
spective on WLBPs the grounded theory
methodology given by Strauss & Corbin
(1990) was adopted. The sample com-
prised 21 dual working parents using
theoretical sampling (Table 1). Semi-
structured interviews were conducted.
We included participants from various
sectors to gain insights in to variety of
practices provided by different organi-
zations. All interviews were recorded and
converted into verbatim. The content
analysis was done to identify the views
of respondents regarding WLBPS. In the
interviews respondents were asked fol-
lowing questions:

1. What are the different WLBPs
adopted by your organization?

2. Do you think that your organization
genuinely support to avail WLBPs?

3. What do you expect from your orga-
nization to manage your work-life?

Secondary data also have been col-
lected from various sources like news
papers (Times of India, The Economic
Times), company websites and other sur-
vey websites (Glassdoor.com, great place
to work) to identify various practices pro-
vided by different organizations to sup-
port employees for managing their work-
life.

Findings from Secondary Data

Secondary data suggest that organi-
zations are now realizing the importance
of providing WLBPs to themselves and
to enhance WLB of their employees. Still
there is a long way to go to realize and
implement the WLBPs among Indian or-
ganizations. Analysis of secondary data
also suggests that, while comparing
WLBPs provided by MNCs and other
organizations, MNCs give more attention
towards taking care of work-life of their
employees as compared to traditional or-
ganizations in terms of providing flexibil-
ity, innovative work-places etc. Table 2
gives the details of WLBPs provided by
various organizations.

The need for qualitative study was
felt while doing secondary analysis of
WLBPs as even though many organiza-
tions are providing assistance to their
employees for managing their work-life

530

The Indian Journal of Industrial Relations, Vol. 45, No. 3, January 2017



Work-Life Practices

Table 1 Sample characteristics

Respondent  Gender No. of Family type  Sector Education Age
Child
T1 Female 2 Nuclear Education Postgraduate 37
T2 Female 1 Nuclear Education Postgraduate 32
T3 Female 1 Nuclear Construction Postgraduate 35
engineering
T4 Male 1 Nuclear Construction Postgraduate 36
engineering
T5 Male 1 Nuclear IT Postgraduate 33
T6 Male 1 Joint Heating & Graduate 35
Ventilation
T7 Female 1 Joint Hospital Postgraduate 33
T8 Male 1 Joint Aviation Postgraduate 32
T9 Female 1 Joint Plastic industry  Graduate 30
T10 Female 1 Nuclear Education Postgraduate 29
T11 Male 1 Joint Education Postgraduate 37
T12 Female 2 Nuclear IT Postgraduate 34
T13 Male 1 Nuclear Aviation Postgraduate 34
T14 Male 1 Nuclear Telecom Postgraduate 32
T15 Female 2 Nuclear Banking Graduate 36
T16 Male 2 Nuclear IT Postgraduate 34
T17 Male 1 Nuclear Aviation Postgraduate 37
T18 Female 1 Nuclear Education Graduate 32
T19 Female 1 Joint Education Postgraduate 34
T20 Male 2 Nuclear Auviation Graduate 36
T21 Female 1 Joint Aviation Graduate 34

but still employees feel difficulties in
managing work-life issues and perceive
that their organizations are not support-
ive of their work-life integration.

Findings from the Qualitative Study

Nature of Leave: Respondents be-
lieved that availability of different kinds of
leaves make them able to solve work-life
problems. Organizations provide different
kinds of leaves (like maternity leave, child
care leave, and special leave etc.) to their
employees to help them in managing work-
life. But analysis suggests that only few
organizations provide such leaves (special
leaves, child care leave etc.). Most of the

organizations provide leaves which are
mandatory in law. This gives sense of in-
equality among employees. Some respon-
dents perceive that the number of leaves
they are getting is very less and not suffi-
cient to fulfill their work-life needs. They
expect more leaves from their organiza-
tions. For example, one respondent stated:
“We should have leave on our special days
like anniversary and birthday of our child,
so that we are able to celebrate our spe-
cial days. Some organizations already pro-
vide these to their employees. Why our
organization can’t?”(T1)

It was also found that if they avail
certain kinds of leaves it negatively af-
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fects their careers, thus they hesitate to
avail those leaves. For instance, one of
the respondents stated: “We have sab-
batical leaves without pay for two years,
but it is not pensionable and availing these
leaves impacts our career negatively”.
(T15)

‘ “We have sabbatical leaves with-
out pay for two years, but it is not

pensionable and availing these

leaves impacts our career nega- \

tively”.

Flexible Arrangements: Organiza-
tions provide different kinds of flexibility
in terms of work timings and work place
to their employees. Analysis identifies
that respondents having flexible working
hours and work from facility are able to
manage their work-life requirements in
better ways as compared to those who
are not having flexibility. For instance,
one respondent said “Thanks to our flex-
ible working hours, | am able to manage
my work-life. Whenever my wife needs
to go to college early, | stay home to take
care of my daughter and adjust my work
timings accordingly” (T14). But some re-
spondents have limited flexibility like
work from home only once in a month or
flexibility of 1 hour in the working hours.
They expect more flexibility from their
organizations. For example, one respon-
dent stated:”’1 have work from home fa-
cility but only once in a month. I can’t
avail it whenever | have the requirement
to manage my family issues”(T5).

Autonomy: Respondents believe
that participating in goals setting can

reduce their work-life problems. Dead-
lines and work related goals set by oth-
ers result in work-stress which impacts
their family life also. They believe that
they should get freedom to choose their
work and their performance should be
evaluated in the area in which they love
to work. For example, one respondent
stated: “I love to do research so | should
be allowed to do more research and less
teaching. Research work should get
more weightage in my key performance
area. It will reduce my work tensions
and contribute to my work-life
balance”(T2) .

Childcare Facilities: Respondents
believed that child care facility at work-
place in terms of créche and day care
facilities reduced their parental problems
and they can easily manage their work
and child. For example, one respondent
stated: “Our organization has child care
center and we can go and see the child
during our working hours and also there
are CCTVs so we can see our child in
our mobile phones also. It reduces our
child related tensions and we are able to
focus on our work” (T16). Analysis re-
veals that the most important factor of
work-life balance is child care issues and
if employees are not able to take care of
their children it leads to the conflict in
their lives. Some female respondents said
that they were about to leave their jobs

‘ The most important factor of work-
life balance is child care issues and
if employees are not able to take

care of their children it leads to the
conflict in their life.

534

The Indian Journal of Industrial Relations, Vol. 45, No. 3, January 2017



Work-Life Practices

because they were facing problem in tak-
ing care of their children.

Working Conditions: Respondents
also mentioned that working conditions
are also important for managing work-
life. They explain that good infrastruc-
ture, furniture and suitable electronic
gadgets contribute to maintaining good
health. One respondent stated: “Our of-
fice provides us comfortable chairs, big
size desktops and good quality instru-
ments. It prevents us from various health
problems” (T3). They explain it further
that if employees don’t have good work-
ing conditions it negatively affects their
health. They need to give more time and
energy for taking care of their health.
This creates conflict in their work-life.
Negative effect on their physical health
also may affect their well-being and qual-
ity of life.

Organizational Culture: Most of the
respondents believed that family-friendly
organizational culture determines their
work-life balance. Even, in the absence
of any formal work-life balance practice
good organizational culture helps them to
solve work-family problems. Respon-
dents believed that working in a good
organizational culture reduces their work
related tensions and support them to avail
WLBPs. It results into experiencing bal-
ance in work-life. One of the respondents
stated: “We don’t have any formal policy
for managing work-life but our culture is
very good. Whenever | require my su-
pervisor and my colleagues help me to
mange my work-life issues” (T8). An-
other respondent stated:”we have very
good organizational culture, my organi-

zation always supports me to avail
WLBPs. Because of this | am able to
manage my work and family life” (T2).

House Accommodation: Respon-
dents believed that getting house accom-
modation nearer to the office is very
much beneficial for them to maintain their
work-life.lt saves their time and energy
which they can invest in some other as-
pects of life. In a big city like Mumbai it
is very difficult and expensive to get a
house. Getting house accommodation
from the organization reduces this diffi-
culty and also gives financial benefit to
the employees. It contributes towards
experiencing work-life balance. But
some struggle to get this facility due to
shortage of house and very complex pro-
cedures. For instance, one respondent
stated: “We are lucky to have office ac-
commodation but a faw of my colleagues
didn’t get and they live very far from our
office. They face lots of problem in get-
ting house and also they pay a good
amount for that” (T8).

Pick up &Drop Facility: Respon-
dents especially women believed that
having pick up and drop facility helps them
in managing work-life. Moreover, in big
cities it is very essential because of long
distances, heavy traffic and huge popu-
lation. Struggling to get public transport
or driving in heavy traffic generates
stress on individuals and also it negatively
affects their physical and mental health.
In some situations like when they become
pregnant it is very important. One respon-
dent mentioned: “I am 4 month pregnant
and my husband picks and drops me to
my office. He has to adjust his duties for
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that. If I would have the pick up and drop
facility from my office it will be easier
for us manage this”(T15).

Recreational Activities: Many orga-
nizations started various recreational ac-
tivities such as gym, playing area etc for
their employees. This helps them to re-
duce work related stress during their
working hours. Whenever they feel
stressed and need some break they can
go and play some games or relax. It gives
them pleasure and they get back to work
with more energy. It also contributes to-
wards their good health. But we found
that only two respondents have these
facilities in their organizations. For in-
stance, one respondent stated: “We don’t
get time for going to gym or play some-
thing but if our workplace has these fa-
cilities, we can use. This will be helpful
for us to reduce work tensions and pro-
motes good health”(T1).

Informal Meetings: Respondents
mentioned that informal get-togethers at
work place, family parties, picnics etc
contribute towards experiencing work-
life balance. It helps them to know their
co-workers and their families. When they
go for party or picnic it reduces their
stress and they have recovery experi-
ences. They get back to work with more
enthusiasm. Having these meetings also
gives them sense of belongingness to their
organization. It strengthens their bond-
ing with their colleagues and supervisors
and improves the relationships among
them. For example, a respondent
stated:””We have informal meetings, par-
ties and get-togethers in our organization.
That helps us knowing each other. It in-

creases my social support that contrib-
utes in enhancing experience of work-
life balance” (T2).

Table 3 shows the details of avail-
ability and expectations of WLBPs.

Discussion

The purpose of this study was to ex-
plore the WLBPs provided by organiza-
tions in India and enlist employees’ per-
spectives regarding these practices. The
results suggest that these practices are
not evenly adopted by the organizations.
It may generate dissatisfaction among
employees when they compare their or-
ganization with similar organizations.
Study suggests that individuals choose
organizations which give them more
work-life balance (Baek, Kelly & Jang,
2012). In harmony with literature, this
study also found that availing WLBPs has
negative impacts on employee’s career
(Allen, 2001). It was reported that when
employees use WLBPs to manage their
work-life, it negatively affects their pro-
motion, increment and other work related
aspects. They are also considered as less
dedicated employees in the point of view
of their superiors and colleagues. Thus,
they hesitate to avail WLBPs even when
they are available in their organizations.
As reported in the extant literature, our
results also suggest that only provision
for WLBPs is not sufficient, supervisor
support and work-family supportive cul-
ture play important role in availing those
practices(Dixon & Sagas, 2007; Frye &
Breaugh, 2004). Findings of the study
suggest that organizations should con-
sider the work-family needs of their em-
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ployees and design WLBPs accordingly.
Fox example, flexible working hours and
work from home facility is more impor-
tant for an employee who has young kids
and working wife as compared to the
employee who has grown-up kids and
non-working wife. Organizations should
also create a good work-family culture
to promote availing these practices
(Budhwar, Biswas & Varma, 2007). The
study also gives insights in to the impor-
tant practices which employees want
from their organizations such as flexible
working hours, work from home, house
accommodation and child care facilities,
these are most demanding practices from
employees’ perspective. The extant lit-
erature also supports our findings that
employees want flexibility in terms of
availability for the family, working closer
to home or at home, and the possibility to
interrupt or reduce work to attend fam-
ily needs and emergencies (Poelmans,
2005). Guynn(2013) also suggested that
work from home is beneficial to employ-
ees, particularly married employees hav-
ing children, in their struggle to balance
work and family.

‘ Work from home is beneficial to
employees, particularly married

employees having children, in

their struggle to balance work and
family.

Conclusion

The study attempts to understand the
status of WLBPs and employees expec-
tations and adds value to the extant In-
dian literature by identifying the gaps

between availability and expectations of
WLBPs. The study identifies various
practices provided by different organiza-
tions to help their employees in manag-
ing work-life. It provides learning to the
managers and HR practitioners that they
should design policies and practices for
human resources to increase their WLB,
which will enhance organizational over-
all performance. The study has suggested
that designing customized WLBPs ac-
cording to the requirement of individual
employees would be beneficial. One fits
all policy may not work in the case of
work-life problems. Future studies on dif-
ferent sectors and their comparisons
would add value to the work-life litera-
ture.
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