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Abstract—In the dynamic and fast-paced environment of 

the Information Technology (IT) sector, employee 

retention has become a critical challenge for 

organizations. One of the most influential factors 

contributing to talent retention is the provision of a 

healthy work-life balance. This study explores the role of 

work-life balance in retaining skilled professionals 

within the IT industry, focusing on how flexible working 

hours, remote work opportunities, stress management, 

and organizational support impact employee satisfaction 

and loyalty. With the increasing demands of technology-

driven projects, IT professionals often experience long 

working hours and high stress levels, leading to burnout 

and frequent job shifts. This research highlights the 

importance of work-life balance strategies as a means to 

enhance employee wellbeing, reduce turnover intentions, 

and improve overall organizational performance. The 

study also examines successful practices adopted by 

leading IT firms to support work-life harmony, thereby 

promoting a stable and committed workforce. By 

understanding the correlation between work-life balance 

and retention, IT companies can develop more effective 

human resource policies to attract and retain top talent 

in a highly competitive market. 

 

I. INTRODUCTION: 

 

The global nature of the IT industry requires many 

employees to work in shifts or odd hours to cater to 

international clients. This shift-based working system 

can disrupt natural sleep cycles, family time, and 

social engagement, making it harder for employees to 

maintain a regular.lifestyle. Over time, this irregularity 

may lead to health complications and reduced job 

enthusiasm. 

Another major challenge is the constant need for 

upskilling and certifications in the IT field. While 

professional growth is important, the pressure to 

continuously learn new technologies outside working 

hours can intrude upon personal time. This makes 

employees feel overwhelmed and undervalued if not 

supported with structured learning programs during 

office hours.Workplace policies that do not support 

parental leave, childcare support, or flexible time for 

family responsibilities can further impact retention, 

especially for women in the workforce. A lack of 

inclusive work-life balance initiatives can lead to 

increased resignation rates among employees 

managing caregiving roles. 

 

In many cases, employees feel guilty for taking 

personal time or leaves due to an unspoken culture of 

“always being available.” This guilt-driven work ethic 

not only decreases employee morale but also creates a 

toxic work environment where personal well-being is 

compromised for the sake of performance metrics. 

 

Lack of recognition and appreciation for efforts 

beyond core working hours also contributes to 

attrition. When employees go the extra mile but 

receive no acknowledgment, they may feel their 

personal sacrifices are not valued by the organization, 

leading to disengagement and asearch for better 

opportunities. 

 

Organizations that lack clear policies on workload 

management and boundaries between work and 

personal time often face higher turnover rates. Without 

structured systems to monitor and balance workloads, 

employees may feel overburdened and unsupported, 

pushing them to leave the organization. 

 

A strong correlation exists between leadership quality 

and work-life balance. Managers who understand and 

respect their team’s personal limitations foster a 

positive work culture.Conversely, rigid or insensitive 
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leadership leads to resentment, low morale, and 

eventually, employee exit. 

Frequent last-minute meetings or expectations to be 

available during holidays and weekends reflect poor 

planning and a lack of respect for personal time. This 

unpredictability can create stress and strain on 

personal commitments, further harming work-life 

balance. Job satisfaction is closely tied to the ability to 

maintain hobbies, social life, and health. 

 

Employees who are restricted from pursuing personal 

interests due to job demands may lose motivation, 

which directly affects their engagement, innovation, 

and loyalty to the company. 

 

Finally, companies that invest in holistic wellness—

offering counseling, stress management workshops, 

recreational activities, and mental health days—build 

a culture of care. Such initiatives not only improve 

retention but also enhance employer branding, 

attracting top talent in the competitive IT market. 

 

II.RESEARCH METHODOLOGY 

 

I RESEARCH DESIGN 

 

This study employs a descriptive and explanatory 

research design to investigate the relationship between 

work-life balance and talent retention in the IT sector. 

A quantitative approach is used to collect and analyze 

data, aiming to identify patterns and correlations 

between work-life balance practices and employee 

retention. 

 

II RESEARCH OBJECTIVES 

 

a. To assess employees’ perception of work-life 

balance in the IT sector. 

b. To determine the impact of work-life balance on 

employee retention. 

c. To identify key work-life balance initiatives that 

influence employees’ decision to stay with their 

organization. 

 

III POPULATION AND SAMPLE 

 

d. Population: IT professionals working in mid-sized 

to large-scale IT companies. 

e. Sampling Technique: Stratified random 

sampling to ensure representation across 

different roles (developers, testers, managers, 

etc.) and experience levels. 

f. Sample Size: 34 participants, 

 

IV.DATA COLLECTION METHODS 

 

a. Primary Data: Collected through a structured 

questionnaire distributed via Google Forms, 

email, or company HR departments. 

b. Secondary Data: Literature from academic 

journals, HR reports, company records, and 

industry white papers. 

 

III. OBJECTIVE 

 

• To analyse the impact of work-life balance on 

employee retention in the IT sector. 

• To identify the key work-life balance practices 

adopted by IT companies. 

• To examine the relationship between flexible 

work policies and employee job satisfaction. 

• To evaluate the challenges faced by IT 

professionals in achieving work-life balance. 
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IV.DATA ANALYSIS AND INTERPRETATION QUESTIONNAIRE 

 

 
A significant 91.2% of respondents belonged to the 

20–30 age group, indicating that the majority of the 

data reflects the perceptions and expectations of 

younger IT professionals who prioritize flexibility and 

mental well-being  

The survey showed that 52.9% of participants believe 

that maintaining work-life balance always affects their 

decision to stay with their employer, while 35.3% said 

it sometimes affects their decision. Only a small group 

said it rarely (8.8%) or never (2.9%) influences their 

decision, highlighting the central role of work-life 

balance in retention. 

Regarding work experience, 52.9% of respondents had 

0–1 years of experience, 32.4% had 2–4 years, 11.8% 

had 4–10 years, and only 2.9% had more than 10 years. 

This indicates 

that the sample primarily consists of early-career 

professionals who are more vocal about the need for 

work-life balance. 

A large percentage (over 80%) of respondents 

preferred hybrid or remote work models, 

citing improved focus, reduced commute stress, and 

better control over their daily routines as key 

advantages. 

When asked about the most valued benefit for 

improving retention, flexible working hours 

ranked highest, with 76.5% of respondents identifying 

it as a key factor in staying with their current 

organization. 

67.6% of participants stated that they were aware of 

work-life balance policies in their companies, but over 

50% of them felt these policies were not consistently 

implemented across departments or teams. 

A total of 61.8% of respondents reported feeling 

supported by their managers or HR in achieving work-

life balance. Among these, the intention to stay long-
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term was significantly higher compared to those who 

lacked such support. 

55.9% of employees felt that workload expectations 

were unrealistic, especially during tight deadlines or 

product launches. This pressure contributed to 

increased stress and negatively affected their work-life 

harmony. 

50% of the respondents reported experiencing poor 

coordination in remote team environments, leading to 

communication gaps, delayed project timelines, and 

additional work-related stress. 

70.6% of employees believed that companies should 

invest more in mental health and stress management 

programs, such as counseling, wellness days, or 

mindfulness training, to 

improve retention. 

Only 26.5% of the participants said they were fully 

satisfied with their current work-life balance, while 

47.1% were partially satisfied and 26.4% were not 

satisfied at all, suggesting a need for better policy 

implementation. 

58.8% of respondents said they frequently worked 

beyond official hours, especially in project delivery 

phases. This overworking pattern was linked to 

increased burnout and lower job satisfaction 

When asked about organizational culture, 62% said 

they would be more loyal to companies that actively 

promoted well-being and respected personal 

boundaries, even over those 

offering higher pay 

A smaller yet notable group (23.5%) reported that they 

were expected to be available during weekends or 

holidays, indicating the presence of a high-pressure 

work culture in certain 

teams or companies 

 
 

A significant portion of respondents (41.2%) answered 

“Occasionally,” indicating that poor work-life balance 

is a recurring concern for many. Additionally, 26.5% 

have “Frequently” considered leaving, while 14.7% 

have “Rarely” thought about it. Only 17.6% of 

participants responded  

“Never,” suggesting that the majority of respondents 

have, at some point, been impacted by work-life 

balance issues to the extent of contemplating 

resignation. This highlights the critical importance of 

maintaining a healthy work-life balance in employee 

retention. 
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A large majority of respondents (76.5%) reported 

being dissatisfied, indicating widespread concern over 

the balance between their personal and professional 

lives. Only 11.8% stated they were very satisfied, 

while 8.8% said they were satisfied. A small 

fraction(2.9%)expressed being very dissatisfied

 

 
 

 

Over half of the respondents (52.9%) indicated that 

their organization supports them to some extent, while 

23.5% felt supported very little. Only 17.6% stated 

they are fully supported, and a small minority (5.9%) 

reported receiving no support at all 

. 
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A majority of respondents (52.9%) stated that work-

life balance strongly influences their loyalty, while 

26.5% indicated it has a moderate influence. 

Additionally, 17.6% reported a slight influence, and 

only 2.9% said it does not at all impact their loyalty. 

 

 

 
 

The majority of respondents (67.7%) feel that work 

interferes with their personal or family life either very 

often or sometimes. Only a small portion (26.5%) 

experience it rarely, and very few benefit from remote 

or flexible work options. This indicates that work-life 

balance remains a major concern for most participants

. 

 
 

The most common work-life balance practice offered 

by companies is flexible work hours (50%), followed 

by remote work options (25%) and paid time off 

(21.9%). Mental health support, field work, and no 

offerings were each selected by 13.7% of respondents. 

This suggests that while flexible scheduling is widely 

available, other supportive practices are less common. 
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Most respondents (47.1%) use work-life balance 

benefits only occasionally. An equal number (26.5%) 

use them either very often or rarely. This suggests that 

while benefits are available, many employees do not 

use them regularly, possibly due to workload or 

workplace culture. 

 
 

A majority of respondents (61.8%) feel their 

company’s work-life balance (WLB) policies are not 

very effective. Only 14.7% find them somewhat 

effective, and just 11.8% believe they are very 

effective. This indicates that most employees are 

dissatisfied with the current WLB measures

 

 
 

Most respondents (58.8%) feel their company's policies do not meet their personal needs. Only 14.7% 
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say the policies meet their needs very well, while 

20.6% find them adequate. This suggests a gap 

between employee needs and current policy 

effectiveness

. 

 
Over half of the respondents (52.9%) said they are not 

provided with either flexible hours or remote work 

options. Only 26.5% have access to both, while the rest 

have access to just one. This indicates limited 

availability of flexible work arrangements in most 

companies 

 
 

A majority (55.9%) of respondents are very dissatisfied 

with their company's flexible work policies. Only 

17.6% are satisfied and 5.9% are very satisfied, 

indicating overall low satisfaction levels

. 
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Most respondents (55.9%) are very dissatisfied with 

their company’s flexible work policies, while only a 

small portion are satisfied. About 35% feel flexible 

work greatly improves job satisfaction,  

and 53% feel it somewhat improves satisfaction. 

Overall, flexible work arrangements have a positive 

but limited impact on job satisfaction 

. 

 

 
 

Most respondents (55.9%) are very dissatisfied with 

their company’s flexible work policies, while only a 

small portion are satisfied. About 35% feel flexible 

work greatly improves job satisfaction, and 53% feel 

it somewhat improves satisfaction. Overall, flexible 

work arrangements have a positive but limited impact 

on job satisfaction. like this format 

 
 

Most respondents (55.9% is not the data from the 

image, the actual data is 79.4%) face significant 

challenges in achieving work-life balance, primarily 

due to work 

pressure/deadlines and long working hours. 

Addressing these issues could be crucial in improving 

work-life balance for the majority of respondents

. 
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The chart shows that 88.2% of respondents experience 

stress or burnout due to work overload, with 38.2% 

reporting it "Very frequently" and 50% reporting it 

"Sometimes." Only 11.7% reported experiencing it 

"Rarely" or "Never." This suggests that work overload 

is a significant issue affecting employee well-being. 

 

IV.FINDINGS 

 

The study revealed that the majority of participants 

belonged to the 20–30 age group, indicating that the 

insights gathered are primarily reflective of early-

career professionals in the IT sector. This demographic 

is more likely to prioritize personal time and mental 

well-being alongside career growth, which plays a 

critical role in their expectations from employers. 

Most respondents demonstrated a clear understanding 

of the concept of work-life balance and were aware of 

the policies in place within their organizations. 

However, there was a notable gap in how consistently 

these policies were implemented across departments. 

Several participants mentioned that while policies 

existed on paper, their practical application depended 

heavily on individual managers. 

Remote work and hybrid models emerged as highly 

preferred working styles, with a large proportion of 

respondents stating they felt more productive and 

satisfied working from home. Many appreciated the 

flexibility to manage both professional tasks and 

personal responsibilities, leading to an overall 

improvement in well-being. 

Flexible working hours were consistently highlighted 

as the most appreciated benefit. Employees who had 

autonomy over their work schedule expressed greater 

job satisfaction and a stronger desire to stay within 

their current organization. Flexibility allowed them to 

manage family time, health routines, and stress levels 

more effectively. 

Strong organizational support, particularly from HR 

teams and direct managers, was a key contributor to 

positive employee sentiment. Those who perceived 

their managers as understanding and approachable 

were significantly more likely to express an intention 

to remain with their employer long-term. 

Despite the benefits, several challenges were 

identified. Many employees still struggled with long  

working hours and unrealistic deadlines, particularly 

when handling multiple projects or tight client 

expectations. These pressures often compromised 

personal time and led to increased stress levels. 

Team coordination was reported as a common issue in 

remote work settings. A lack of communication and 

collaboration among distributed teams often resulted in 

inefficiencies and misunderstandings, which 

negatively impacted productivity and work-life 

balance. 

Respondents also shared concerns about the lack of 

boundaries in remote setups, with some reporting 

expectations to respond to emails or attend calls 

beyond regular working hours. This extended 

availability contributed to burnout and a feeling of 

being constantly “on call.” 

Mental health support was another area where 

improvement was needed. While a few organizations 

provided counseling and wellness initiatives, many 

respondents felt these were either inadequate or not 

well-publicized. Employees expressed a need for more 

structured mental health programs and open 

conversations about stress and emotional well-being. 

The findings also indicated that companies offering 

personalized support—such as customized work 

schedules, caregiving leave, and mental health days—

enjoyed better retention rates. Employees felt more 

valued and committed when policies were adapted to 

individual life circumstances. 

There was also a significant connection between job 

role clarity and work-life balance. Employees with 

clearly defined responsibilities and expectations found 

it easier to manage workloads efficiently, thereby 

experiencing less stress and better time management. 

A number of participants expressed that performance 

was often measured by visible effort (such as working 

late hours) rather than outcomes or deliverables. This 

encouraged unhealthy work habits and discouraged 

employees from maintaining balance, especially when 

trying to prove their commitment. 

Overall, the findings show that while awareness and 

appreciation of work-life balance have increased 

within the IT industry, actual implementation still 

varies greatly. Consistent, inclusive, and empathetic 

policies are necessary to turn intent into action and 

ensure lasting talent retention. 

 

V. CONCLUSION 

 

This study confirms that work-life balance (WLB) 

plays a pivotal role in talent retention within the IT 

sector. As IT professionals often face long hours, high 



© November 2025 | IJIRT | Volume 12 Issue 6 | ISSN: 2349-6002 

IJIRT 186236 INTERNATIONAL JOURNAL OF INNOVATIVE RESEARCH IN TECHNOLOGY 561  

stress, and demanding deadlines, the presence or 

absence of WLB policies significantly impacts their 

job satisfaction and decision to remain with an 

organization. The research findings show a strong 

positive correlation between flexible work 

arrangements, organizational support, mental well-

being programs, and reduced employee turnover. 

The majority of respondents, especially younger 

professionals, expressed a strong preference for 

remote or hybrid work models and highlighted the 

importance of flexible scheduling in maintaining a 

healthy work-life interface. Additionally, 

organizations that actively promote a culture of well-

being and provide support systems such as stress 

management programs and realistic workload 

planning are more successful in retaining skilled 

talent. 

It is recommended that IT companies continuously 

evaluate and strengthen their WLB 

initiatives, not just as a benefit but as a core strategic 

tool for long-term talent retention. This includes 

training managers to be more empathetic, adopting 

flexible policies organization-wide, and incorporating 

wellness programs into the employee experience. By 

doing so, organizations not only reduce attrition costs 

but also enhance overall employee productivity and 

loyalty 

. 
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