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ARTICLE INFORMATION ABSTRACT
Article history: This study investigates the impact of work-life balance (WLB) on IT professionals in
Published on 30" Jan 2026 India’s leading technology hubs—Bangalore, Hyderabad, and Pune. A quantitative
research design was employed, with data collected from 200 IT professionals via a
Keywords: structured online questionnaire. Data were analyzed using SPSS, including descriptive
Work-Life Balance statistics, correlation, regression, ANOVA, and Friedman tests. Findings indicate that
IT Professionals high workload, limited flexibility, and socio-cultural pressures negatively affect WLB,
Tech Hubs while supervisor support and organizational policies show positive associations.
Job Flexibility Employee Assistance Programs (EAPs), hybrid work models, and formal work-hour
Organizational Support policies were ranked as the most effective WLB interventions. The study underscores the
Socio-Cultural Factors need for integrated structural and cultural reforms in India’s IT sector to promote
Employee Well-Being sustainable work-life integration and enhance employee well-being and organizational
Hybrid Work performance.
1. Introduction

India's Information Technology (IT) sector has emerged as a global powerhouse, contributing significantly to economic growth
and employment. Cities such as Bangalore, Hyderabad, and Pune have evolved into major technology hubs, hosting multinational
corporations and startups alike. However, the rapid growth and demanding nature of the IT industry have given rise to concerns
regarding work-life balance (WLB) among professionals. WLB refers to the equilibrium between professional responsibilities and
personal life, a concept increasingly recognized as critical for employee well-being and organizational success (Barik, 2020). In
Indian tech hubs, professionals often face blurred boundaries between work and personal life, driven by client demands across
time zones, virtual connectivity, and a culture of long working hours (Mandavia, 2024).

1.1 Research Context and Problem

The post-pandemic shift toward remote and hybrid work models has further complicated WLB dynamics, with reports of
increased burnout, stress, and declining job satisfaction (Orth et al.,, 2021). Despite growing awareness, empirical research on
WLB in the Indian IT context remains limited, with most studies focusing on Western settings. This study addresses this gap by
exploring the factors influencing WLB among IT professionals in India's tech hubs and proposing evidence-based strategies for
improvement.

1.2 Theoretical Framework

Theoretical underpinnings for this research are drawn from Boundary Theory (Clark, 2000) and Spillover Theory (Eby et al.,
2012). Boundary Theory explains how individuals create and manage separations between work and personal domains, while
Spillover Theory describes how experiences in one domain affect the other. Together, these frameworks provide a lens to examine
WLB challenges in high-pressure IT environments.

2. Literature Review

Research indicates that workload, job flexibility, and workplace support are key determinants of WLB. High workload and long
working hours are consistently linked to negative WLB outcomes, including stress and burnout (Rai & Maheshwari, 2021).
Conversely, flexible work arrangements—such as remote work and flexible hours—are associated with improved job satisfaction
and well-being (Panda & Kumar Sahoo, 2021). Support from supervisors and colleagues also plays a crucial role in facilitating
WLB (Deshpande, 2022).

JENER Journal of Empirical and Non-Empirical Research, Volume 2, Issue 1, 2026 447


https://jenerjournal.com/volume-2-issue-1-2026/
https://jenerjournal.com/

RESEARCH ARTICLE

2.1 Socio-Cultural and Organizational Influences*

In India, socio-cultural norms and organizational structures significantly shape WLB experiences. Cultural expectations often
prioritize work over personal life, particularly for men in breadwinner roles (Kazmi & Kazmi, 2021). Women, meanwhile, may
face dual pressures from professional responsibilities and traditional caregiving duties at home (Hyun et al., 2023). Organizational
hierarchies and a culture of presenteeism can further undermine formal WLB policies, creating a gap between policy and practice
(Verma et al., 2021).

2.2 Strategies for Improving WLB

Effective WLB strategies include Employee Assistance Programs (EAPs), hybrid work models, formal work-hour policies, and
manager training in empathetic leadership (Roy, 2022). However, implementation challenges such as resource constraints,
managerial resistance, and cultural inertia often limit their impact (Arora & Pratibha, 2021). Successful WLB initiatives require
alignment with organizational culture and leadership commitment.

3. Methodol ogy

3.1 Research Design

This study adopted a positivist philosophy and a deductive approach, employing a quantitative research design. A cross-sectional
survey was conducted to collect data fromIT professionals in Bangalore, Hyderabad, and Pune.

3.2 Sampling and Data Collection

A non-probability convenience sampling method was used to recruit 200 IT professionals. Inclusion criteria re quired participants
to be employed full-time in the IT sector with at least six months of experience. Data were collected via an online structured
questionnaire hosted on Google Forms between April and May 2025. The questionnaire comprised 25 closed-ended items
measured on a S5-point Likert scale, covering demographics, workload, flexibility, workplace support, socio -cultural factors, and
WLB strategies.

3.3 Data Analysis

Data were analyzed using SPSS version 28. Descriptive statistics summarized demographic and variable distributions. Correlation
analysis examined relationships between WLB factors. Regression analysis tested predictive relationships, while ANOVA
assessed group differences. The Friedman test ranked the effectiveness of WLB strategies.

3.4 Ethical Considerations
Ethical approval was obtained from Ulster University. Participants provided informed consent, and anonymity and confidentiality
were maintained throughout the study.

4. Findings

4.1 Demographic Profile

The sample consisted of 200 IT professionals: 49.5% male, 44.5% female, 4% other, and 2% preferring not to disclose. The
majority were aged 21-30 (40%) and 31-40 (35.5%). Most respondents held mid-level positions (44%), with 71% employed full-
time.

4.2 Objective 1: Factors Influencing WLB

Descriptive statistics revealed high perceived workload interference with personal life (M = 4.39, SD = 0.66). Job flexibility was
moderately available M = 3.80, SD = 1.13), and supervisor support was positively rated (M = 3.91, SD = 0.94). Correlation
analysis showed that flexibility and supervisor support were positively associated with WLB (r = 0.42 and r = 0.38, respectiv ely),
while workload was negatively correlated (r = -0.36). Regression results indicated that supervisor support (f = 0.128, p = 0.057)
and flexible conditions (B =0.144, p < 0.05) were significant predictors of WLB.

Table 1: Descriptive Statistics for Key WLB Factors

Variable Mean Standard Deviation
Workload 4.39 0.66
Job Flexibility 3.8 1.13
Supervisor Support 3.91 0.94
Cultural Expectations 4.01 0.89
Organizational Support 3.49 0.78

Source: Research Data, 2025

4.3 Objective 2: Socio-Cultural and Organizational Dynamics*

Cultural expectations prioritizing work scored high (M = 4.01), reflecting socio-cultural pressures. Organizational support for
WLB was moderate (M = 3.41-3.56). ANOVA revealed no significant gender differences but significant variations by job level (F
= 298, p = 0.033), with entry-level professionals reporting greater WLB challenges. Correlation analysis indicated negative
associations between cultural pressures and WLB (r = -0.22).
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Table 2: ANOVA Results for WLB by Job Level

Job Level N Mean WLB Score F-value p-value
Entry-Level 50 3.12

Mid-Level 88 345 2.98 0.033
Senior-Level 62 3.67

Source: Research Data, 2025

5. Conclusion and Recommendations

This study demonstrates that WLB in India’s IT hubs is influenced by a complex interplay of workload, flexibility, organizational
support, and socio-cultural factors. To foster sustainable WLB, organizations must adopt integrated strategies that combine policy
reform with cultural change.

5.1 Conclusion

The findings align with existing literature, highlighting the dual influence of structural and cultural factors on WLB in India’s IT
sector. The positive role of supervisor support and flexibility corroborates studies by Deshpande (2022) and Panda & Kumar
Sahoo (2021). The negative impact of cultural expectations resonates with Kazmi & Kazmi (2021), emphasizing the need for
culturally sensitive WLB interventions. The preference for EAPs and hybrid models reflects a shift toward holistic well-being and
flexible work structures, accelerated by the COVID-19 pandemic (Orth et al., 2021).

5.2 Recommendations

Institutionalize EAPs: Provide confidential counseling and mental health support.

Formalize Hybrid Work: Develop clear policies for remote and flexible work arrangements.

Implement Work-Hour Policies: Enforce reasonable working hours and discourage overtime culture.

Train Managers: Equip leaders with skills to support employee well-being.

Promote Cultural Shift: Encourage work-life integration through leadership example and organizational values.

5.3 Limitations and Future Research
This study is cross-sectional and relies on self-reported data, which may limit generalizability. Future research should employ
longitudinal designs and qualitative methods to explore WLB dynamics over time and across diverse organizational co ntexts.

References

[1] Arora, R, & Pratibha, S. (2021). Role of HRM practices in predicting organisational performance: A study in the Indian IT
sector. Purusharta, 14, 50-60.

[2] Barik, P. (2020). Relationship between work-life balance policies & performance. Indian Journal of Industrial Relations,
55(4), 653-667.

[3] Clark, S. C. (2000). Work/family border theory: A new theory of work/family balance. Human Relations, 53(6), 747-770.

[4] Deshpande, S. (2022). Managerial support and work-life balance: A study of the Indian software industry. * Asia-Pacific
Journal of Management Research and Innovation, 18*(1), 25-35.

[S] Eby, L. T., Kitchen, P., & Williams, A. (2012). Perceptions of quality of life in Hamilton’s neighbourhood hubs. Social
Indicators Research, 108(3), 299-315.

[6] Hyun, C., Post, A. E, & Ray, I. (2023). Work-life conflicts and gender in tech workspaces: Evidence from India.
Govemance, 36(1), 90-108.

[7] Kazmi, A., & Kazmi, R. (2021). Reassessing flexibility: A case for cultural alignment in Indian IT workplaces. Amity
Global HRM Review, 7(1), 12-24.

[8] Mandavia, M. (2024). Rising burnout in Indian tech industry post-Al boom. The Economic Times.

[9] Orth, R., de Magada, G, & Silva, M. (2021). Work-life balance and remote work in emerging markets. Journal of
International Business Studies, 52(7), 1456—1472.

[10] Panda, A., & Kumar Sahoo, C. (2021). Impact of human resource interventions on work-life balance: A study on Indian IT
sector. Industrial & Commercial Training, 53(4), 295-308.

[11] Rai, A., & Maheshwari, S. (2021). Exploring factors influencing work-life balance in Indian IT companies. International
Journal of Human Resource Studies, 11(2), 123—-140.

[12] Roy, G. (2022). Digital fatigue and employee burnout in India’s hybrid work era. Journal of Contemporary Management
Research, 11(1), 55-74.

[13] Verma, P., Mohapatra, S., & Lowstedt, J. (2021). Ethics training in the Indian IT sector: Formal, informal or both? Journal o f
Business Ethics, 169(2), 205-225.

Publish in JENER Journal, https://jenerjournal.com
JENER Journal of Empirical and Non-Empirical Research, Volume 2, Issue 1, 2026 m




