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ABSTRACT  

In the present globalized and highly competitive economy, the workplace is becoming 

increasingly demanding. In this context, maintaining a healthy work-life balance has become a 

challenge to many. Research suggests that the lack of work-life balance can lead to many negative 

outcomes in personal domains such as poor mental wellbeing, depreciated physical health, poor 

relationship management, and poor outcomes in the occupational domain. An unhealthy employee is 

an inefficient employee. Lack of work-life balance increases stress, leads to poor productivity, lowered 

efficiency, poor decision making, ineffective team working skills and is a predictor of high turnover and 

absenteeism. Henceforth, ensuring that there is equilibrium between employment demands and 

personal and social needs of the employee is important. The present study explored several factors 

related to work-life balance among a sample of employees in a technological company in Sri Lanka. The 

results of the mixed methods study showed that lack of work-life balance influenced stress and job 

satisfaction.   
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INTRODUCTION  

As economic conditions improve and employment opportunities increase, organizations cannot 

ignore key factors that contribute to employee wellbeing. In the current digital and highly challenging 

organizational context, work-life balance is one of the greatest challenges faced by many (Wiese, 

2007). Employment opportunities are becoming increasingly competitive and the workplace is 

globalizing. Hence, employers often expect employees to engage with the job at all times. This can lead 

to difficulties in maintaining a healthy work-life balance. Emails are received and sent at the palm of 

the hand, computers are easily transportable and therefore, employees are expected to respond to 

work tasks wherever and whenever. This is especially true in the technology industry.  

Prior to the digital era, there was a clear differentiation between work life and the time 

dedicated to personal activities. However, this is not the case in the 21st century.  Work-life balance is 

known as a state of equilibrium in which the demands of both a person’s job and personal life are 

equal. It can be further defined as the relationship between the institutional and cultural times and 

spaces of work and non-work in societies where income is predominantly generated and distributed 

through labour markets (Felstead et al., 2002). Research debate work-life balance can be viewed from 

many perspectives. Work-life balance can be viewed in terms of (1) balance between multiple roles 

(i.e. manager vs. parent, employee vs. spouse), (2) equity across multiple roles (i.e. the degree of time 

and resources spread across various roles) (3) satisfaction between multiple roles, (4) fulfillment of role 

salience between multiple roles (e.g.  how happy are you as a manager? How happy are you as a 

parent?), (5) a relationship between conflict and facilitation, and (6) perceived control between 

multiple roles. The variety of definitions and measures provide limited value for both the theoretical 

advancement of the construct and for practical human resource (HR) interventions. As there is a 

scarcity in research conducted in this area within the Sri Lankan workplace, common factors that 

impact work-life balance has been identified for the purpose of this study. These factors have been 

correlated and the impact of moderating variables assessed (see figure 1).  

Inability to maintain work-life balance leads to many negative outcomes such as stress, 

depreciated mental and physical health, low productivity, low efficiency, higher error margins, lack of 
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high quality interpersonal relationships and higher turnover (Wiese, 2007). As people are realizing 

these negative outcomes, employers are placing more importance of maintain work-life balance. 

Work-life balance is an important indicator of employee performance, thus, the success of the 

organization. It signifies the extent to which an employee experiences feeling fulfilled and having their 

needs met both in work and non-work facets of life (Byrne, 2005). For example, employees who report 

higher life satisfaction and better health, display increased creativity, higher productivity, lower 

absenteeism and lower rates of turnover (Harter, Schmidt, & Keyes, 2003; Wright & Bonett, 2007).  

In addition, research by flexible work hours potentially influence productivity through effects 

on absenteeism and turnover, organizational attachment, job attitudes, work-related stress (Edward 

III, Clifton & Kruse, 1996). Work-life balance is highly correlated to organizational commitment and 

turnover rates with those who display lower work life balance also displaying lower job satisfaction 

(Huang, Lawler, & Lei, 2007). Empirical evidence repeatedly shows that the lack of a healthy work-life 

balance leads to increased stress, decreased quality of life and is a strong indicator of poor mental, 

physical and social wellbeing (Harter, Schmidt & Keyes, 2003; Huang, Lawler & Lei, 2007). This is 

especially true in developing countries due to lower pay, higher cost of living and the lack of 

regulations to ensure employee rights. An unhealthy employee is an inefficient employee. Thus, 

ensuring employees maintain a sufficiently healthy work-life balance will lead to increased creativity, 

efficiency, productivity, loyalty towards the employer and of course, job longevity.   

In a 2001 survey conducted by the Radcliff Public Policy Center, 82% of men and 85% of women 

ages 20 to 39 placed family time at the top of their work/life priorities (Lockwood, 2003). In a 2001 

study by Rutgers University and the University of Connecticut, 90% of working adults said they are 

concerned they do not spend enough time with their families (Lockwood, 2003). In the book, 

‘Professional Development’, Zepeda (2013) stated that one of the most important criteria that the 

millennial generation seeks in a job is work-life balance. It further stated that young people felt like 

they could not engage in healthy romantic relationships within certain job roles that demanded more 

than 10 hours a day (Zapeda, 2013). This link was especially strong for females between the ages of 25 

and 35 years. In a further study by Beauregard & Henry (2009) showed that the link between work-life 

balance and productivity and employee turnover were moderated by the job level, and managerial 
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support. Further up the organizational hierarchy an employee was, the less their lack of work-life 

balance effected performance.  

The objective of the present study was to explore the link between work domain variables and 

family domain variables on personal and organizational outcomes. It also explores the impact of 

moderating variables on these relationships. A detailed illustration of the model used for this study is 

given below (see fig. 1).  The outcome of the study will be useful in many domains including but not 

limited to the following: (1) recruiting the right candidate to the right position, (2) tailor-making 

employment benefits (e.g. flexi-hour, telecommuting) to maximize productivity and efficiency, (3) 

increasing employee retention, thus maximizing the benefits of the training and coaching investments 

made, (4) aiding employees to maintain a healthy mental, physical and social life and finally, (5) 

enhancing the overall productivity of the organization. 
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Fig 1. 

Work-Life Balance Conceptual Framework  

 

WSO2 Work-Life Balance Model 

Work Domain Variables 

Working hrs, leave, 
rotation, reasonable 
expectations, working 
during vacation, internal 
group dynamics, flexibility, 
unhealthy work patterns, 
working during vacation,   

Family Domain Variables 

Common financial stress, 
financial stress(loans) 
responsibility, parental 
responsibility, marital 
status, No. of dependents  

Organizational Level 

Low performance (work load, 

group dynamics and balance) 

General J Satisfaction  

Org Commitment 

 

Personal Level 

Overall health  

Physical (nutrition, exercise, 

mental, emotional, relational, 

citizen, social, personal 

decisions(postponing marriage, 

postponing children) 

Moderating Variables 

Gender, Organizational 

support (internal 

sports),org support 

(vacation policy), org 

support (resources), team 

support, colleague 

support, supervisor 

support, sig other support, 

extended family support, 

support from org culture 

Personality (Type A, 

neuroticism, resilience)   

Dependent Variables 
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METHODOLOGY  

To explore the above and to understand methods of optimizing worker satisfaction with 

the company, a series of mixed-methods analyses were conducted with a leading technological 

company in Colombo. For the pilot phase of the study, 26 individuals were recruited using 

convenience sampling techniques. Data was collected using a series of likert-scale items as well 

as a series of unstructured interview questions. Please see below for a detailed description of 

the data collected.  

List of Quantitative and Qualitative Data Collected  

 Work Flexibility  Expectations  Work-Family Conflict 

 Team Support  Working Hours  Perceived Stress 

 Supervisor Support  Leave  Mental Wellbeing 

 Job Satisfaction  Org  Commitment  Neuroticism 

 Work Spillover 

 Family support  

 Nutrition  

 Overall Health 

 

   
 

Participation in the study was voluntary and participants gave written and verbal consent prior 

to filling out questionnaires and being interviewed by the research team. Permission to collect 

data was obtained by the management of the organization. 
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RESULTS 

Section A: Summary of Demographic Characteristics  

Figures 2 to 5 below summarizes the demographic characteristics of the sample (n = 26). 

Majority (46.2%) were between the ages of 26 and 30 while the second most frequent age 

category was 31 to 35 (26.9%). Majority of the sample were females (61.5%). Most participants 

were either married (38.5%) or single (34.6%). Over half of the sample had been employed by 

the company between six months to 2 years at the time of data collection (26.9% for six months 

to one year and an equal percentage between one to two years). Overall only 15.3% of the 

whole sample was employed at the company for over three years.  

Fig 2.  

Age Distribution of Sample 

 

Fig 3. 

Gender Distribution of Sample 
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Table 1. 
Summary of Gender Distributions across (1) Age, (2) Relationship Status, and (3) Length of 
Employment within the Organization (n=26) 

   
Male (%) 

 
Female (%) 

 

Age 20 – 25 3.8 11.5 
 26 – 30 23 23 
 31 – 35 11.5 15.4 
 36 – 40 0 3.8 
 40 and above 0 7.6 

Relationship 
Status  

Single  7.6 23 
In a Relationship  11.5 11.5 
Engaged  3.8 0 
Married  11.5 26.9 

Length of 
Employment 
within the 
Company  

Less than six months 7.6 7.6 
Six months to one year 11.5 15.4 
One to two years  11.5 15.4 
Two to three years  7.6 7.6 

 Three years and above  0 15.4 

    

 

Fig 4. 

Marital Status of Sample 

 

 

 

Fig 5. 

Duration of Employment within the Company  
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Section B: Analysis of Quantitative Data  

Predictors of Organizational Commitment  

An analysis of data from many domains of organizational and personal life showed that 

certain factors are stronger predictors of organizational commitment than others. For example, 

there was a moderate negative correlation between organizational commitment and work-

family conflict, with work family conflict attributing to 56% of the variation in organizational 

commitment. In other words, the higher the work family-conflict, lower the organizational 

commitment. Interestingly, this relationship was significantly stronger in the male employees 

(variance of 80%) compared to their female counterparts (variance of 30%).  

Work factors such as work flexibility, support, levels of job satisfaction, work spillover, 

expectations of job role, working hours and leave were not significantly influenced by the age, 

designation or department of the employee. The limited sample size in this analyses prevented 

post-hoc analyses from being carried out. While work flexibility did not contribute to work-

family conflict levels, all other variables tested (i.e. work hours, leave, expectations set by the 

team, the spillover effect and colleague and supervisor support) were influenced by work-

family conflict by 33% to 36%, with leave having the greatest influence.  

Predictors of Employee Health  

Overall health was assessed taking scores of three aspects - mental wellbeing, perceived 

stress and neuroticism - into consideration. 50% of mental wellbeing was attributed to working 

hours. In other words, if work hours were more accommodating, employee mental wellbeing 

could be increased by 50%. In fact, employee-friendly working hours was an important aspect 

of overall health of employees. Also important was the work spillover effect (i.e. overlap 

between personal and occupational activities). It was a strong predictor of mental wellbeing 

(attributing to 32%), neuroticism (attributing to 13%) and overall health aspects (attributing to 

48%). Team and supervisor support were also important factors that could contribute to 

approximately 8% increase in the overall health factors in the employees.  



Work-Life Balance Study                                                                                                                                        
 

10 
 

Department, Performance Indicators and Health Outcomes 

While in this study there were no significant inter-departmental differences in work 

performance, mental wellbeing and overall health, research conducted in large-scale 

organizational across the world has shown that expectations of the job role and group dynamics 

can lead to variations in employee wellbeing and performance (Kristof, 1996).  

Work Characteristics and Outcomes  

 Job satisfaction and employee commitment are vital in order to retain employees and 

maximize their contribution to the organization. The analysis showed that better working 

hours, quality of leave and flexibility of work predicated 75% to 78% of the variance in job 

satisfaction as well as organizational commitment. Among other variables nature of leave was 

the strongest predictor of stress contributing to 78% of its variance. The higher the quality of 

leave, lower the stress in the employee and lower stress ultimately would lead to a healthier, 

more productive worker. The level of perceived support offered by the supervisor was also an 

important contributor to job satisfaction.  

Section C: Analysis of Qualitative Data 

The participants were interviewed about the positives and negatives of the job role using a 

series of unstructured interviews. The analysis was done with participants belonging to various 

organizational tiers. Table x below displays the frequency counts of the themes that emerged 

during the interviews. The results showed that lack of work-life balance, negative effects on 

personal relationships, and lack of team support were the greatest challenges faced. Being 

passionate about the career and being placed in a highly dynamic environment were 

considered to be the greatest benefits of the job.  
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Table 1. 
Frequency Counts of the Emerging Themes  
 

Theme +/- Frequency Count 

Passion about Career + 7 
Challenging work environment  + 6 
Changing work environment  - 3 
Ambition  + 1 
Following role models (looking up to the management)  + 1 
Commitment  + 4 
Feeling powerless - 1 
Lack of work-life balance - 18 
Personal relationships - 12 
Need to stay connected  - 4 
Lack of clarity in work tasks and expectations  - 6 
Social support + 1 
Team support  + 1 
Team Support - 9 
Work load  - 2 
Stress and burnout  - 4 

 

Figure 2. 

Graphical Presentation of the Frequency  

-20 -15 -10 -5 0 5 10

Passion about Career
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Work-Life Balance Study                                                                                                                                        
 

12 
 

Table 2. 

Summary of the Thematic Analysis and Sample Quotes from the Interviews 

Theme +/- Directors Lead Account Managers Senior Account 
Managers 

Account Managers Overall Comments 

Passion about 
Career 

+ The Levels of stress 
don’t really affect me 
because I just love what 
I do 
 
The seniors have more 
passion and 
commitment 
  

I enjoy what I do. (Very 
different type of customers 
and I love the challenge to 
drive these accounts under 
my name 
 
 

Customer 
requirements are 
so different.  This I 
find very novel 
(not boring) love 
talking to new 
clients, keeps me 
going.  
 
Love this work 

-  Team is not high 
spirited. 
 
 
 

Challenging 
work 
environment  

+  I wanted this job badly 
because of the dynamism 
involved. The experience that 
I have gained so far is because 
the company is not scared to 
give opportunities to the 
young people 
 
The travel excites me and 
helps me learn new things” 
“Compared to the previous 
jobs in the IT companies I 
have worked for, WSO2 is a 
great place to work. So my 
comparison is always the 
other companies.  

 People are less satisfied with 
work 
 
Sometimes it's not practical, it 
doesn’t make sense.  (the 
targets) 
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Changing 
work 
environment  

-  I am concerned about WSO2, 
although it is a wonderful 
company I don’t know 
whether I like the changes 
coming about in the company 

The team division 
has not worked for 
others 
Split was not good 
at this stage 

  

Ambition  + I would like to be 
someone who is not 
replaceable 

    

Following 
role models 
(looking up to 
the 
management)  

+ I admire my  CEO, and 
would like to emulate 
this to my team 

    

Commitment  + The work is crazy but 
it’s a lifestyle 

- I don’t want to 
work here long 
term. I don’t think 
it is possible 

--  

Feeling 
powerless 

- I’m not allowed to 
micromanage the team 
even if the workload is 
not balanced within the 
team 

- - -  

Lack of work-
life balance 

- My life revolves around 
work 
 
70% of life is work-
related 
 
 

Taking leave feels like 
something like a taboo. I can’t 
take a week off on holiday. 
 
I feel guilty and worried to 
take leave. 
 
The long hours create 
stressful environment 
because you always have to 
be alert and you feel so bad if 

I asked for leave in 
advance but was 
disturbed 
continually. 
 
The working hours 
don’t make sense. 
There was a burn 
out. 
  
Work has taken 

I was told in interview that 
working hours are flexible but I 
didn’t realize this meant being 
available all the time 
 
I don’t see a segregation in my 
work and personal life but would 
prefer a segregation 
I took sick leave but got called 
saying I might be needed at 
work. 
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a lead comes at 4am and you 
are asleep  
 

over everything in 
my life right now. 
Can’t make a 
connection to 
anything else 
outside of work. 

“I no longer have time for my 
hobbies. 
 
 

Personal 
relationships 

- The family plans 

everything around my 

work. 

 

I don’t think I can work 
here with a child 
 

The work schedule can affect 
mom as she won't fall asleep 
till I’m asleep 
 
I have reduced my socializing 
a lot. No time for friends 
really.”  
 

- Parents adjust their schedules 
around mine. 
 
Friends complain that I'm busy 
but  they also understand. I feel 
like I'm missing out. 

- 

Need to stay 
connected  

- I carry my phone (to 
check email constantly) 
everywhere 

 

I cannot go for dinners 
because it’s not fair to go to 
someone else’s house and be 
on the phone and laptop 
constantly  

- Company should not expect us 
to reply to mails on Saturday and 
Sunday 
 

 

Lack of clarity 
in work tasks 
and 
expectations  

- Company can give more 
clarity in how leave and 
vacations work. People 
are scared to ask for 
leave  

There is a lot of doubt 
whether you are doing good 
or not – there is no proper 
way of knowing  
 
 

- Perception of taking time off is 
not positive and is not 
comfortable 
 
 

When everything 
has to be a certain 
way there is more 
micromanagement 
 
 

Social 
support 

+ - - Thanks to my 
parents I can do 
this job. They are 
understanding and 
work around my 
schedule 

  

Team support  +   Team support is   
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amazing. Someone 
will always step in 
if they are 
available. We rely 
on the each other 

Team 
Support 

-   Team morale 
indicates that 
there is no one to 
depend on 
 

 Individually driven -
not close knit. 
 
Team morale 
indicates that there 
is no one to depend.  
 
I’m  not happy with 
the team dynamics. 

Work load  -   Quite comfortable 
with the workload 

  

Stress and 
burnout  

- I snap at people. I have 
disturbed sleep, even 
in the shower I am 
fretful about work. 
Only thing that helps 
me is to get on top of 
work 

 

1 

  On some given days it’s plain 
tiring 
 
How and why do they expect 
people to sustain this way 
It’s a lot of pressure.  And the 
pressure makes you do some 
more 

The team lead need 
to know how to 
filter her stress 
when 
communicating to 
the younger junior 
people. 
 
1 
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RECOMMENDATIONS  

 Discussions with employees showed that lack of work-life balance was the key concern 

among all levels of employees. Particularly, 60% of the partners of those who were married said 

that their partners’ lifestyles affected the relationship and their own levels of stress. Moreover, 

personality, organizational support, positive coping mechanisms, and the level of support 

offered through personal relationships were moderating factors. Thus, investing in aiding 

employees build resilience and facilitation of healthy lifestyles will increase their overall health 

and performance. Creating a clear competency framework will ensure a better person-job fit. 

The job description must clearly indicate expectations, levels of support and reward systems as 

well as what actions will be penalized. Training on the job especially targeting the managers is 

mandatory. Finally, exploring various work hour patterns and implementing what works best 

for the nature of work and employee lifestyles will ensure more committed, less stressed, more 

creative and productive workers.  
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