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Abstract—Work-life balance (WLB) has evolved
significantly from an early concern focused primarily
on working mothers to a sophisticated, macro-level
construct recognized as a critical determinant of
individual well-being, organizational performance,
and ultimately, sustainable national development.
Modern scholarship views WLB not merely as a
corporate initiative but as a fundamental social and
developmental issue that directly impacts an
individual’s ability to function as a committed
employee and a responsible citizen. This review
analyzes WLB as an essential component for
cultivating responsible citizenship, highlighting its
integral role in fostering sustainable growth and
development within a nation, drawing upon
definitional frameworks, contextual challenges, and
empirical evidence from various sectors and cultures,
particularly focusing on the Indian context.

[. CONCEPTUAL EVOLUTION AND
FOUNDATIONAL FRAMEWORKS OF WORK-
LIFE BALANCE

The discourse surrounding WLB originated in the
United Kingdom during the 1960s and 1970s,
prompted by the specific challenges faced by
working mothers. By the 1980s, the American
government had recognized WLB as a socio-
economic issue, and by the 1990s, it had become a
mainstream concern within human resource
management, gaining widespread relevance
globally.

The terminology itself has broadened, shifting from
"work-family" (WFB) to the more inclusive "work-
life" (WLB) to acknowledge responsibilities
beyond the family domain, such as personal

IJIRT 186877

pursuits and education. WLB encompasses varied
definitions, ranging from time-based perspectives to
concepts involving role salience and satisfaction
across different life domains. Brough et al. (2020)
emphasize WLB as a multifaceted and evolving
construct.

Several theoretical and measurement frameworks

underpin the analysis of WLB:

e Work-Family Balance (WFB) Measurement:
The distinction between WFB, work-family
conflict (WFC), and work-family enrichment
(WFE) is increasingly relevant. Landolfi and
Lo Presti (2020) conducted a psychometric
validation of the Italian version of the Work-
Family Balance Scale, originally developed by
Carlson et al. (2009). Their two-part study
validated the original one-factor structure of
the scale through confirmatory factor analysis
(CFA). Discriminant validity testing showed
that WFB correlated positively with WFE and
negatively with  WFC, supporting its
conceptual distinctiveness and cross-cultural
applicability. This rigorous measurement
enables a more accurate assessment of WFB,
crucial for designing interventions aimed at
enhancing employee well-being and role
satisfaction across both work and family
domains.

e  Quality-of-Life Model: Sirgy and Lee (2015)
proposed a quality-of-life model of WLB based
on four psychological factors: role conflict,
balanced role commitment, positive spillover,
and social alienation. This model categorizes

INTERNATIONAL JOURNAL OF INNOVATIVE RESEARCH IN TECHNOLOGY 2831



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

individuals based on the interaction of these
factors and explains the dynamics through
three psychological principles: satisfaction
spillover across domains, satisfaction derived
from both basic and growth needs, and a need
satisfaction quota.

e Role Stress and Enrichment Theories: Singh
(2013) mentioned Role Stress theory, which
focuses on the negative interaction between
work and family roles. However, recent
scholarship has shifted emphasis toward
investigating  the  positive  interaction
(enrichment) between work, family, and roles
outside these spheres, deliberating on the
essence of WLB. Work-family enrichment
(WFE) is recognized as an essential construct,
highlighting the importance of positive
spillover effects between domains, which
enhances the success of WLB initiatives,
especially in culturally specific contexts.

Key antecedents of WLB identified in the literature
include work and family demands, available
resources, and individual traits such as
psychological capital. Furthermore, emerging
technologies and personal attributes like
mindfulness are expected to shape future WLB
research and organizational practices.

WLB and the Development of a Responsible
Citizen

The argument that WLB is essential for fostering
responsible citizenship is supported by the
recognized link between individual well-being and
engagement in extra-role behaviors that benefit the
organization and society.

The Link to Organizational Citizenship Behaviour
(OCB)

WLB  positively  influences  Organizational
Citizenship Behaviour (OCB), which reflects
employees’ discretionary efforts beyond formal job
duties. Pradhan, Jena, and Kumari (2016)
investigated this complex interplay within Indian
manufacturing industries. While some might
hypothesize that focusing on WLB practices could
conflict with expectations of OCB, their empirical
findings revealed a significant positive effect of
WLB on OCB. This relationship is mediated by
organizational commitment; when employees
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perceive a healthy balance between their work and
personal lives, their emotional attachment to the
organization strengthens, which in turn enhances
their willingness to engage in citizenship behaviors.
This finding suggests that enabling WLB does not
diminish an employee's readiness to go beyond
their formal roles; rather, it cultivates a deeper
sense of responsibility and engagement through
enhanced commitment.

Individual Well-being and Role Engagement

A reasonable WLB is intrinsically linked to
sustainable human development. Organizations
benefit from employees who are well-adjusted in
their personal and professional lives, as these
individuals ~ demonstrate  higher levels of
commitment, energy, and innovation. An
individual's sustained role engagement significantly
contributes to organizational success, which
subsequently fuels broader developmental goals.
The literature highlights the importance of fostering
a culture that supports WLB for promoting
sustainable outcomes. For instance, emotionally
intelligent working fathers are better enabled to
remain committed employees and fully engaged
parents, reflecting the changing role of fathers who
increasingly want to spend more time with their
children. WLB policies, by enhancing employee
well-being, contribute to higher satisfaction and
contentment, allowing employees to perform better
in both professional and personal roles.

The Role of Cultural Intelligence

Culture, operating at individual, organizational, and
societal levels, fundamentally shapes behavior. Rao
(2017) introduces cultural intelligence (CQ) as a
pivotal enabler of WLB, arguing that individuals
with high CQ are more likely to navigate and adapt
to diverse cultural expectations around work and
life. This adaptation enhances their engagement
across various roles, fostering a holistic approach to
life that is a prerequisite for responsible
engagement in society.

WLB as a Catalyst for Sustainable Growth and
Development of a Nation

WLB is not merely an employee amenity; it serves
as a robust driver for macro-level goals, including
sustainable human development and national
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growth. Sustainable business growth is closely
linked to the personal well-being of employees,
especially in knowledge-driven economies.

Organizational Productivity and Retention

For organizations, WLB policies and programs
represent an investment that yields multiple returns.
Good WLB practices lead to improved retention,
easier recruitment, reduced absenteeism, and
enhanced customer services. Employees with better
WLB contribute more toward organizational
success, enabling the organization to render better
service to customers through productive and
efficient staff.

Empirical evidence confirms this correlation. In
Japanese firms, a positive correlation between firm
WLB practices and firm productivity has been
observed. While this correlation may partly result
from reverse causality—where higher-productivity
firms can afford to implement WLB practices or
face social pressure to fulfill Corporate Social
Responsibility (CSR)—the ultimate result is
beneficial. Furthermore, in India, organizations like
CCIL (India) found that a moderate to good level of
WLB ensured higher levels of productivity,
affirming the belief that human resources are the
most valuable assets. Organizations that use WLB
as a strategic tool are better able to attract and retain
talent, ensuring performance and commitment at
work.

Macro-Economic Resilience

Naithani (2009) provides a macro-level model of
WLB, arguing that its benefits—including reduced
absenteeism, enhanced employee morale, and
increased organizational commitment—make a
compelling case for its continuation, even during
periods of economic crisis. The study warns against
short-term  cost-cutting measures, such as
eliminating WLB programs during economic
downturns, as these actions undermine long-term
engagement and sustainability and can result in
talent attrition and organizational inefficiencies.
The continuous availability of skilled and
experienced people in the labor market is enhanced
by good WLB practices, benefiting business
through easier recruitment and service delivery.
Moreover, WLB improves access to work for
diverse groups, such as people with disabilities, and
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allows parents and caregivers to spend quality time
at home while providing financial support through
work. Thus, WLB enables a more resilient and
inclusive workforce, which is vital for sustainable
national growth.

Contextual Challenges and Impediments to WLB in
a Developing Nation

Despite the clear benefits, numerous challenges
impede the achievement of optimal WLB,
particularly in contexts like India, highlighting
areas where responsible policy intervention is
necessary.

Socio-Cultural and Gender Dynamics

Gender and cultural dynamics significantly shape
the WLB experience, especially for women
professionals in India. Traditional beliefs
surrounding motherhood and marriage often affect
the career decisions and experiences of Indian
women executives. Challenges frequently originate
more from domestic expectations than from
workplace pressures.

Studies on dual-income families reveal that
entrenched gender norms lead to unequal domestic
workloads, impacting women's ability to maintain a
healthy WLB when combined with professional
pressures. Women managers consistently report
significantly higher job and family role conflict,
which is accompanied by higher mental and
physiological strains compared to men, primarily
because they traditionally spend more hours on
household work. Conversely, there is evidence that
working women are often better at coping with
changing roles—managing both domestic and
career responsibilities—than male employees.
However, the stereotype that men derive identity
largely from work and women from family is
increasingly unsupported; both genders often report
comparable work identity and personal/family
identity. The challenges faced by men, however, are
often overlooked or taken for granted. For instance,
male employees may be less satisfied than female
employees in the banking sector because women
receive maternity leave while men often lack
parental leave to care for a newborn and spouse.
Men often face significant pressure as they carry
the primary responsibility for the family, including
children and parents, requiring organizational
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flexibility regarding family responsibilities. Long
working and commuting hours are seriously
affecting the WLB of working fathers in metro
cities, necessitating further investigation to improve
their productivity and lives.

II. WORKPLACE AND SYSTEMIC PRESSURES

Several workplace factors actively hinder WLB:

e Long Hours and Conflict: Long working hours
are a constant source of negative job-to-home
spillover. In the context of the rapidly evolving
Indian business environment—marked by
globalization, increased competition, and
shifting customer expectations—WLB has
become essential, but achieving it is difficult.

e The Impact of COVID-19 and Remote Work:
The COVID-19 lockdown blurred the lines
between professional and personal life, making
work-life boundaries difficult to maintain,
particularly for dual-income households. While
remote work was initially seen as relieving
commuting stress, it often led to a sense of
being constantly on-call, resulting in
heightened stress and reduced family time.
Remote employment affects WLB, with social
support acting as a moderator; however, gender
differences in the perception and access to
remote work remain significant.

e High-Performance Practices: Certain "high-
performance" management practices, alongside
long working hours, have become more
strongly related to negative spillover from
work to home.

e Management Attitudes: Senior management
often exhibits generally negative views about
WLB. Men in senior management frequently
refer to the possible disruption caused by WLB
arrangements and the difficulty in balancing
them against business imperatives. This stance
inhibits the adoption and promotion of WLB
policies.

e Work Stressors: High stress levels, job
insecurity, inadequate gender equality, and
inflexible work practices all obstruct optimal
WLB. Regression analysis shows that work
and family demands mediate the impact of job
insecurity on overall well-being and WLB.
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Strain, role ambiguity, and time factors are
among the most pressing WLB issues faced by
employees of both genders. For instance, in
cooperative banks, stress (due to professional
and personal reasons) is high, mostly driven by
work pressure and work-life imbalance.

III. POLICY AND INSTITUTIONAL GAPS

A significant impediment to realizing WLB as a
national driver for sustainable development is the
absence of comprehensive governing policy. In
India, there is a lack of a national-level policy to
guide work-family efforts for varied segments of
workers, including the unorganized sector.

While some Multinational Corporations (MNCs)
have adopted initiatives like flexi-time, childcare
facilities, paid paternity leave, and video
conferencing to reduce commuting, formal
initiatives to broadly improve WLB are often slow
to materialize compared to Western countries. This
differential response can be attributed to political
ideologies, the slow pace of change in the socio-
demographic structure, and the attitude of
employers.

In contrast, international frameworks offer different
models. In France, WLB policies often feature
gendered  assumptions, sometimes explicitly
framing policies in terms of mothers’ needs to
reconcile home and family life, while in the UK., a
tension between family law and employment law
exists despite a discourse of gender neutrality.
These contrasts underscore the importance of
contextual and cultural validation of psychological
instruments and policies, especially in human
resource management and occupational health.

IV. CONCLUSION

Work-life balance is far more than a mechanism for
employee retention; it is a fundamental prerequisite
for cultivating a workforce capable of assuming the
roles of responsible citizens necessary for a nation's
sustainable growth and development. By providing
WLB, organizations foster higher organizational
commitment, which in turn mediates the
relationship between balance and Organizational
Citizenship Behaviour (OCB). Individuals who feel
well-adjusted and  supported  exhibit  the
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commitment, energy, and innovation necessary to
contribute meaningfully to macro-level
developmental goals.

To harness WLB as a tool for sustainable national
development, comprehensive action is required to
address deep-seated challenges. This includes
acknowledging the unique pressures on working
fathers and implementing supportive measures like
paternity benefits, addressing the unequal domestic
workload shaped by socio-cultural norms, and
countering the negative perceptions of WLB held
by senior management. Most critically, achieving
nation-wide sustainability requires greater reliance
on comprehensive governmental policy to guide
and institutionalize work-life initiatives across all
sectors, including the unorganized workforce.

In essence, a nation's commitment to WLB acts like
establishing a strong, diversified foundation before
erecting a skyscraper: without a stable, well-
balanced base of contented and committed
individuals (the responsible citizens), the towering
goals of sustainable growth and national
development cannot be realized.
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