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Abstract – Work and life remain the two most principal areas within the lifetime of a second user single individual. There’s a 

developing readiness in today's workplaces that employees don't surrender their lives simply because they work. With the 

increasing differences of family structures spoke to in today's workforce, especially with the creating standard of twofold 

profession families, the imperativeness of managing an employee's work-life balance have expanded prominently in recent years. 

Managements understand that the chance of an employee's near home and family life effects work quality which there are solid 

business motivations to advertise work and non-work coordination. during this project, we battle that helping employees to 

realize a work-life balance should transform into an important little bit of HR policy and system if it's to actually get the most 

effective from the association's kin without forsaking them unsatisfied, exhausted and unfulfilled. 

 

Keywords – Work-Life Balance (WLB), Employee Well-being, Job Satisfaction, Employee Productivity, Work 
Environment, Work Stress, Employee Engagement.

 
 

I. INTRODUCTION  
 

When an individual keeps up a balance between his 

personal and professional life, the situation is called Work-

Life Balance. This expression holds worth very much since 

it is imperative to have a balance between personal and 

professional life. Work-life balance is at the cutting edge of 

the world of work. The balance among personal and 

professional life differs from person to person and the 

organization where he or she is working. When an 

individual doesn't keep up a balance and works a lot in the 

organizational setting, this may cause him some medical, 

psychological and behavioural outcomes, thus, their 

productivity will likewise beneath. Studies have indicated 

that work-life stress is harmful to employees. 

 

Late sitting and working an excess of can cause an 

imbalance in a person's personal and professional life; 

nonetheless, there are a few strategies to deal with the work-

life stress for example time management, task management, 

relaxation, adaptable working hours, working from home 

and exercise, and so forth. Work-life balance improves a 

person's health, job satisfaction, responsibility, inclusion 

and diminishes absenteeism and presenteeism (condition of 

physical nearness however not profitable). Regardless of 

the betterment in the improvement of maintaining work-life 

balance, there is still more to be finished. 

 

One significant factor is how much work-life balance is 

common material over the whole hierarchy of the 

organization. Those lower down the organizational 

hierarchy is a few times not qualified for certain benefits or 

uniformed about important company arrangements. 

 

In the modern society, there is no distinction between 

genders, therefore both enjoy the same rights and education. 

Early in the 20th century, women would not even come out, 

but after that, a majority of women participated in the IT 

industry and demonstrated that they had equal strength and 

ability and could succeed on their own without assistance. 

So, some of the women launched their own businesses, are 

running them independently, and effectively manage the 

business. 

 

Women workers who are all employed here and who 

perform a variety of jobs in various locations. However, 

women employees are not like that because they have 

different types of problems to deal with in order to survive 

in the workplace. 

 

However, it has turned into a difficult problem for women 

because they must carry out numerous task at home and 

even in the textile sectors. The majority of professional 

women are required to marry at a specific time, which adds 

to their already extensive responsibilities. Once they 

become moms, they are also responsible for managing the 

primary care of the children. Therefore, the extended family 

is under more pressure to maintain their job while juggling 

the competing demands of their various roles. In other 

words, the process of putting individuals under strain at 

work and then after finishing it has an impact on their home 

live. 

 

II. REVIEW OF LITERATURE 
 

Work-life balance (WLB) is one of the most important 

concepts in Human Resource Management. It refers to the 

ability of employees to maintain a proper balance between 

their professional responsibilities and personal life. In 

modern organizations, especially in the software and IT 

industry, employees often face stress, long working hours, 

workload pressure, and lack of personal time. Therefore, 

organizations have started focusing on work-life balance 

practices such as flexible working hours, work-from-home 

policies, employee wellness programs, and stress 

management initiatives. Many researchers have conducted 
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studies on work-life balance to understand its impact on 

employee satisfaction, productivity, motivation, 

organizational commitment, and overall well-being. 

 

CLARK (2000) Sue Campbell Clark introduced the Work-

Family Border Theory. According to this theory, employees 

continuously move between work and family domains and 

try to maintain balance by creating physical, emotional, and 

psychological boundaries. The study emphasized that 

organizations should provide flexibility and supportive 

work cultures to help employees manage both domains 

successfully. 

 

HILL ET AL. (2001) E. Jeffrey Hill examined the impact 

of flexible working arrangements on employee 

performance. The researchers found that flexible work 

schedules improved employee productivity and reduced 

work-family conflict. Employees working in flexible 

environments experienced higher satisfaction levels and 

improved mental health. 

 

GUEST (2002) David E. Guest explained that work-life 

balance is associated with employee welfare and 

organizational effectiveness. The researcher stated that 

globalization and technological changes increased 

workload and stress among employees. The study 

suggested that organizations must adopt flexible work 

practices to improve employee commitment and 

productivity. 

 

WOOD ET AL. (2003) Jacob Wood and his team studied 

the relationship between work engagement and work-life 

balance. Their research found that employees who maintain 

healthy work-life balance demonstrate greater engagement, 

motivation, and commitment toward organizational 

objectives. The study also showed that supportive 

leadership reduces employee burnout. 

 

HUDSON (2005) Hudson Highland Group explained that 

work-life balance is essential for employee retention and 

organizational success. The study reported that employees 

prefer organizations that provide flexible schedules, leave 

policies, and wellness programs. The research emphasized 

that poor work-life balance increases employee turnover. 

 

DEERY (2008) Margaret Deery studied work-life balance 

in the hospitality industry and found that long working 

hours negatively affect employee well-being. The study 

concluded that organizations should introduce family-

friendly policies and stress management programs to 

improve employee satisfaction and reduce burnout. 

 

FISHER (2009) Gwenith G. Fisher studied the relationship 

between job satisfaction and work-life balance. The 

research found that employees with balanced personal and 

professional lives showed higher job satisfaction, reduced 

absenteeism, and improved emotional well-being. The 

study also highlighted that supportive supervisors 

positively influence employee morale. 

 

 

KUMARI AND DEVI (2013) Lalita Kumari studied 

women employees in the IT sector and found that female 

employees face difficulties in balancing work and family 

responsibilities due to long working hours and workplace 

pressure. The study suggested that organizations should 

provide childcare facilities, maternity benefits, and flexible 

timings to support women employees. 

 

HAAR (2014) Jarrod M. Haar conducted research on 

employees in different sectors and found that work-life 

balance practices reduce stress and improve organizational 

performance. The study revealed that employees who 

receive family support and organizational support 

experience better psychological health and stronger job 

commitment. 

 

MALIK ET AL. (2014) Muhammad Imran Malik 

conducted a study on employees working in private 

organizations. The research found that work-life imbalance 

creates stress, anxiety, and low productivity. Employees 

who experienced flexible work environments showed 

higher motivation and organizational loyalty. 

 

POULOSE AND SUDARSAN (2017) Shiny Poulose and 

N. Sudarsan explained that work-life balance improves 

employee quality of life and organizational effectiveness. 

Their research identified factors such as workload, family 

support, organizational culture, and supervisor support as 

major influences on work-life balance. The study also 

highlighted that work-life balance enhances employee 

engagement and job satisfaction. 

 

PATHAK, DUBEY, AND SINGH (2019) A. K. Pathak and 

colleagues reviewed the relationship between work-life 

balance and job satisfaction. The researchers explained that 

organizations with supportive HR policies experience 

higher employee satisfaction, motivation, and productivity. 

They concluded that employee well-being is directly 

connected to organizational success. 

 

WONG, TEH, AND CHAN (2020) Ka Po Wong, Pei-Lee 

Teh, and Alan Hoi Shou Chan reviewed empirical research 

on work-life balance and stated that modern organizations 

increasingly recognize WLB as a key factor for sustainable 

workforce development. Their study explained that remote 

work, hybrid work culture, and employee wellness 

programs significantly affect employee satisfaction and 

mental health. 

 

FAN, POTOCNIK, AND CHAUDHRY (2021) Yuyang 

Fan, Kristina Potocnik, and Sara Chaudhry developed a 

multidimensional framework of work-life balance support. 

The study explained that work-life balance depends on 

organizational support, family support, social systems, and 

individual coping strategies. The researchers emphasized 

the importance of flexible HR policies and supportive 

workplace cultures. 

 

SINGH, AGGARWAL, AND SAHNI (2023) Rosy Singh, 

Shalini Aggarwal, and Shalini Sahni conducted a 

systematic literature review on work-life balance using the 
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ADO (Antecedents, Decisions, Outcomes) model. The 

study reviewed research from 2004 to 2020 and found that 

organizational culture, workload, stress, flexibility, and 

family support are major antecedents of work-life balance. 

The research concluded that balanced employees show 

better productivity, commitment, and psychological well-

being.  

 

HELIYON (2024) Recent research on work-life balance 

highlighted that WLB research has grown rapidly over the 

past two decades. The study found that employee stress, 

burnout, remote working, and organizational support are 

major themes in recent HR research. It concluded that 

organizations investing in employee well-being achieve 

better organizational performance and employee retention. 

  

Need for the Study 

Work-life balance means different things to different people 

and different things at different stages of life. The 

commitment of employees can make the difference between 

those companies which compete in the market place and 

those which cannot. 

 

Scope of the Study 

The study covers the different various aspects of employee 

work-life Balance and estimated an increase in productivity 

accountability, commitment better teamwork and 

communication and coordination made better morale, more 

positive organizational stress. 

 

Objectives of the Study 

 To understand the conceptional knowledge of work life 

balance of employees. 

 To find out the work-life balance practices for 

employees in ispatial techno solutions pvt.ltd. 

madhapur. 

 To understand the awareness of employee towards 

work life balance practices in ispatial techno solutions 

pvt.ltd.- madhapur. 

 To identify the satisfactory levels of employees 

towards work life balance practices in ispatial techno 

solutions pvt.ltd.-madhapur. 

 To provide suggestions for effective implemention of 

work life balance practice in ispatial techno solutions 

pvt.ltd.-madhapur. 

Limitations of the Study 

 Limited time period of 45 days for conducting the 

study. 

 Insufficient time to collect data from a larger sample of 

employees. 

 Unable to observe long-term organizational changes 

and outcomes. 

 Limited exposure to all departments and business 

operations. 

 Restricted scope for in-depth analysis and 

interpretation. 

 Dependence on information available during the 

internship period. 

 Findings may not fully represent the organization's 

long-term performance. 

Time constraints limited opportunities for follow-up 

discussions with respondents 

 

III. DATA ANALYSIS 
 

1. Showing classification of respondents regarding 

“Age” 

S.NO Age Group(years) Number of 

respondents 

Percentage(%) 

1 20-25 30 30% 

2 26-30 35 35% 

3 31-35 20 20% 

4 36-40 10 10% 

5 Above 40 05 05% 

 Total   100 100% 

 

 
 

Interpretation 

The data indicates that the majority of respondents are 

young professionals aged between 20 and 30 years (66%). 

This suggests that the workforce or survey participants at 

iSpatial Techno Solutions are predominantly from younger 

age groups, reflecting a relatively young employee base. 

The lower representation of respondents above 35 years 

indicates fewer senior-age employees compared to early-

career and mid-career professionals. Therefore, the 

organization appears to have a youthful workforce with a 

strong presence of employees in the early stages of their 

careers. 

  

2. showing classification respondents regarding 

“gender” 

S.N

O 

Gender Number of 

respondents 

Percentage(%) 

1 Male 60 60% 

2 Female 40 40% 

 Total 100 100% 

 



 

International Journal of Advanced Trends in Multidisciplinary Research  

ISSN: 3139-0986, Volume 2 Issue 6 

June 2026, PP 1-10 

 

 Page-4 

  

 
 

Interpretation 

The pie chart indicates that male employees represent the 

larger share of the workforce, accounting for 60% of the 

total respondents, while female employees account for 

40%. Although male employees form the majority, the 

presence of a substantial proportion of female employees 

reflects a reasonably diverse workforce. The gender 

distribution suggests that the organization is providing 

employment opportunities to both men and women, 

contributing to workplace diversity and inclusiveness. 

 

3. Showing classification of respondents regarding 

“Qualifications” 

S
.N

O
 

E
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u
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P
er

ce
n
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g

e(
%
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1 Diploma 10 10% 

2 Undergraduate(B.Tech/B.s

c/BCA) 

45 45% 

3 Postgraduate(M.Tech/MB

A/M.SC/MCA) 

35 35% 

4 Doctorate(Ph.D.) 10 10% 

 Total 100 100% 

 

 
 

Interpretation 

The analysis reveals that iSpatial Techno Solutions has a 

predominantly young workforce. A significant majority of 

employees (65%) are below 30 years of age, indicating that 

the organization attracts and employs young professionals. 

The concentration of employees in the 26–30 years age 

group suggests a workforce with a mix of fresh talent and 

early-career professionals. The comparatively lower 

proportion of employees above 35 years indicates fewer 

senior-age employees within the organization. 

  

4. showing classification of respondents regarding “in 

which department do you work” 

S.NO Department Number of 

respondents 

Percentag

e(%) 

1 Software Development 45 45% 

2 Testing & Quality 

Assurance 

22 22% 

3 Technical support 15 15% 

4 Human Resource(HR) 10 10% 

5 Finance & Accounts 08 08% 

 Total 100 100% 

 

 
 

Interpretation 

The findings indicate that iSpatial Techno Solutions 

employs a larger proportion of personnel in technical and 

operational roles compared to administrative and support 

functions. The dominance of Software Development and 

GIS & Mapping Services departments suggests that the 

company primarily focuses on software solutions and 

geospatial technologies. 

  

5. Classification of responses of the respondents 

regarding the statement “How long have been 

working”at ispatial techno solutions pvt.ltd.” 

S.NO Length of service Number of 

respondents 

Percentage(%) 

1 Less than 1 year 20 20% 

2 1-3 years 40 40% 

3 3-5 years 25 25% 

4 More than 5 years 15 15% 

 Total 100 100% 
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Interpretation 

The findings suggest that iSpatial Techno Solutions has a 

balanced workforce comprising both experienced 

employees and newer recruits. The largest proportion of 

employees falls within the 1–3 years service category, 

indicating that the company has successfully retained a 

significant number of employees beyond the initial 

employment period. 

 

6. Are you satisfied with your work-life balance? 

S.NO Attributes Response Percentage 

1 Yes 70 70% 

2 No 20 20% 

3 Neutral 10 10% 

 

 
 

Interpretation 

The majority of employees responded positively to the 

question 'Are you satisfied with your work-life balance?'. 

This indicates that most employees are generally satisfied, 

while a smaller percentage expressed dissatisfaction or 

neutral opinion. 

 

7. Do you generally feel you are able to balance your 

work-life? 

S.NO Attributes No of 

Respondents 

Percentage 

1 Yes 80 80 

2 No 20 20 

 Total 100 100 

 

 
 

 

 

 

Interpretation 

From the above analysis we can see that most of the people 

said their opinion that they are balancing their work and life. 

80 persons from 100 people said that they have work-life 

balance and 20 employees are not balancing their work-life 

effectively. 

 

8. How do manage if stress arising from your work? 

S.N

O 

Attributes Respondents Percentage 

1 Entertainment 77 77 

2 Yoga 15 15 

3 Readings Books 08 08 

 Total 100 100 

 

 
 

Interpretation 

From the above analysis we can see that people who feel 

stress while in job they do several stress relieving activities 

like entertainment, yoga, reading books. Most of the 

respondents selected entertainment as their stress relieving 

option and some people do yoga and less people read books 

to get the rid of stress. 

 

9. Does your company have a separate policy for work-

life balance? 

S.NO Attributes Respondents Percentage(%) 

1 Yes 24 24 

2 No 25 25 

3 Not Aware 51 51 

 Total 100 100 

 

 
 

Interpretation 

From the above analysis we can see that most of the 

employees don’t know that company have a separate policy 
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on work-life balance and only 24 % people aware of the 

policy. 

 

10. Does your organization provide you counselling 

service for employees? 

S.NO Attributes Respondents Percentages 

1 Yes 85 85 

2 No 15 15 

 Total 100 100 

 

 
 

Interpretation 

From the above analysis we can see from survey most 

people said that company is providing counselling services 

and only 16 people don’t know about that services. 

 

11. Does your organization provide your Health 

programs? 

S.NO Attributes Respondents Percentage(%) 

1 YES 100 100 

2 NO 0 0 

 TOTAL 100 100 

 

 
 

Interpretation 

From the above analysis we can see that all the employees 

know that company will provide health care benefits. All 

employees shared their view that they are happy with the 

health care benefits and they told they feel secured. 

 

12. How many hours in a day do you normally work? 

S.NO Attributes No of 

Respondents 

Percentag

e 

1 7-8 HOURS 12 12 

2 8-9 HOURS 65 65 

3 9-10 HOURS 23 23 

4 MORE THAN 10 

HOURS 

0 0 

 Total 100 100 

 

 
 

Interpretation 

From the above analysis we can see that most of the people 

work for 8 hours minimum a day and for a week a minimum 

of 40 hours. These working hours not included a leisure and 

break time of 1 hour per day. 

 

13. Does the company provide flexible working hours? 

S.NO Attributes Respondents Percentag

e 

1 Yes 65 65% 

2 No 25 25% 

3 Neutral 10 10% 

 

 
 

Interpretation 

The majority of employees responded positively to the 

question 'Does the company provide flexible working 

hours?'. This indicates that most employees are generally 

satisfied, while a smaller percentage expressed 

dissatisfaction or neutral opinion. 

 

14. Does your organization provide you Exercise 

facilities? 

S.NO Attributes Respondents Percentage 

1 Yes 12 12 

2 No 0 0 

3 Yes but no time 88 88 

 Total 100 100 
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Interpretation 

From the above analysis we can see that all the employees 

said that organization providing exercise facilities and most 

of the people said that they don’t get time to do that activity 

and 12 members said that they are balancing the time 

effectively. 

 

15. How do you feel about the amount of the time you 

spend at work? 

S.NO Attributes No of 

respondents 

Percentage 

1 Very unhappy 4 4 

2 Unhappy` 12 12 

3 Indifferent 11 11 

4 Happy 59 59 

5 Very happy 14 14 

 Total 100 100 

 

 
 

Interpretation 

From the above analysis we can see most of the employees 

are happy with the time spent at workplace. More than 70% 

people said that they feel happy in the working place and 

they aren’tfacing any difficulties while at workplace. 12 

employees shared their opinion that they aren’t happy while 

working and 4 said they are not at all happy with the work 

environment. 

 

16. Do you feel stressed because of workload? 

S.NO Attributes Response Percentage 

1 Yes 55 55% 

2 No 30 30% 

3 Neutral 15 15% 

 
  

Interpretation 

The majority of employees responded positively to the 

question 'Do you feel stressed because of workload?'. This 

indicates that most employees are generally satisfied, while 

a smaller percentage expressed dissatisfaction or neutral 

opinions. 

 

17. Are you satisfied with management support? 

S.NO Attributes Response Percentage 

1 Yes 68 68% 

2 No 18 18% 

3 Neutral 14 14% 

 

 
 

Interpretation 

The majority of employees responded positively to the 

question 'Are you satisfied with management support?'. 

This indicates that most employees are generally satisfied, 

while a smaller percentage expressed dissatisfaction or 

neutral opinions. 

 

18. Does the company encourage employee well-being? 

S.NO Attributes Response Percentage 

1 Yes 72 72% 

2 No 16 16% 

3 Neutral 12 12% 
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Interpretation 

The majority of employees responded positively to the 

question 'Does the company encourage employee well-

being?'. This indicates that most employees are generally 

satisfied, while a smaller percentage expressed 

dissatisfaction or neutral opinions. 

 

19. Are you able to manage personal and professional 

responsibilities effectively? 

S.NO Attributes Response Percentage 

1 Yes 66 66% 

2 No 22 22% 

3 Neutral 12 12% 

 

 
  

Interpretation 

The majority of employees responded positively to the 

question 'Are you able to manage personal and professional 

responsibilities effectively?'. This indicates that most 

employees are generally satisfied, while a smaller 

percentage expressed dissatisfaction or neutral opinions. 

 

20. What improvements would you suggest for better 

work-life balance? 

S.NO Suggestion Respondents Percentage 

1 Flexible Hours 35 35% 

2 Reduced Workload 25 25% 

3 Mental Health 

Programs 

20 20% 

4 More Leave Benefits 20 20% 

 

 
 

Interpretation 

Employees mainly suggested flexible working hours and 

reduced workload as key improvements for achieving better 

work-life balance. Mental health programs and additional 

leave benefits were also considered important. 

 

Findings 

 The majority of respondents (35%) belong to the 26–

30 years age group. 

 Male employees (60%) constitute the majority of the 

workforce. 

 Most respondents (45%) are undergraduate degree 

holders. 

 The highest number of employees (45%) work in the 

Software Development department. 

 Most employees (40%) have 1–3 years of service in the 

organization. 

 A majority of employees (70%) are satisfied with their 

work-life balance. 

 Most respondents (80%) are able to balance their work 

and personal life effectively. 

 Entertainment (77%) is the most preferred method for 

managing work-related stress. 

 More than half of the employees (51%) are unaware of 

the company's work-life balance policy. 

 A large majority of employees (85%) confirmed that 

the organization provides counselling services. 

 All employees (100%) agreed that the organization 

provides health programs. 

 Most respondents (65%) work 8–9 hours per day. 

 A majority of employees (65%) reported that the 

company provides flexible working hours. 

 Most employees (88%) have access to exercise 

facilities but do not have time to use them. 

 The majority of respondents (59%) are happy with the 

amount of time they spend at work. 

 More than half of the employees (55%) experience 

stress due to workload. 

 Most respondents (68%) are satisfied with the support 

provided by management. 

 A majority of employees (72%) believe the company 

encourages employee well-being. 

MANAGE PERSONAL AND PROFESSIONAL 

RESPONSIBILITIES EFFECTIVELY 

Yes No
 Neutral 

12
% 

2
% 
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 Most respondents (66%) are able to manage personal 

and professional responsibilities effectively. 

 Employees mainly suggested flexible working hours 

(35%) as the best way to improve work-life balance. 

Suggestions 

 Increase awareness of the work-life balance policy, as 

only 24% of employees are aware of it. 

 Expand flexible working hours, since only 65% of 

employees agreed that flexible work options are 

available. 

 Reduce workload-related stress, as 55% of employees 

reported experiencing stress due to workload. 

 Improve management support to increase employee 

satisfaction beyond the current 68%. 

 Help employees better manage personal and 

professional responsibilities, as only 66% reported 

balancing them effectively. 

 Improve job satisfaction by reducing work pressure 

and enhancing the work environment, as only 59% of 

employees are happy with the time spent at work. 

 Encourage employees to make better use of exercise 

and fitness facilities, as only 12% regularly utilize 

them. 

 Conduct regular stress management, yoga, and mental 

wellness programs to promote employee well-being. 

 Recruit more experienced professionals to achieve a 

balanced age distribution and strengthen organizational 

expertise. 

 Increase female employee participation by promoting 

equal employment opportunities and diversity 

initiatives. 

 Strengthen employee retention through career 

development, recognition, and promotion 

opportunities.  

 Provide continuous learning and professional 

development programs to enhance employee skills and 

career growth. 

 Conduct regular employee feedback and satisfaction 

surveys to identify concerns and implement timely 

improvements. 

 Introduce additional leave benefits and wellness leave 

to support employees' work-life balance and overall 

well-being. 

 Continue investing in health programs, counselling 

services, and employee well-being initiatives to 

maintain a healthy and productive workplace. 

IV. CONCLUSION 
 

From the study it is clear that employee work life balance 

in ispatial techno solutions is good, but there are some 

problems from employee satisfaction to company. Work-

life balance programs play a win-win situation for both 

employers and employees. When it comes to employee, he 

will think about work obligations and non-work 

responsibilities but for employer the major thing comes 

with the work quality and employee behavior towards work. 

Now a days most of the companies are modifying their 

policies and procedures according to employee and working 

situations. Employer support will create positive employer 

branding, lesser stress, increased happiness, motivation, 

Productivity. The Key role of HR is to understand the issues 

of work-life balance, integrate that to organization’s policy 

and manage the work-life balance of employees by personal 

analysis regularly. 
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