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ABSTRACT

Work life balance is a method which helps employees of an organization to balance their personal and professional lives. 

Work life balance encourages employees to divide their time on the basis on priorities and maintain a balance by 

devoting time to family, health, vacations etc along with making a career, business travel etc. It is an important concept in 

the world of business as it helps to motivate the employees and increases their loyalty towards the company. This 

research paper focuses on studying the impact of work life balance on employee performance in TATA Consultancy 

Services Limited (TCS).
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 INTRODUCTION

Employee performance refers to how the workers behave 

in the workplace and how well they perform the job 

duties we are obligated to them. The company typically 

sets performance targets for individual employees and 

the company as a whole in hopes that the business offers 

good value to customers, minimizes waste and operates 

efficiently. For an individual employee, performance 

may refer to work effectiveness, quality and efficiency at 

the task level.Work life balance has been recognized as an 

important management practice in the retention and 

satisfaction of talented employees. In today’s highly 

competitive and complex business environment, 

retaining and satisfying highly skilled employees has 

become one of the major priorities of organizations. 

Earliar maintenance of WLB was the sole responsibility 

of the employees. But now the scenario has been 

changed. Now organizations are equally responsible for 

maintaining the balance between employees’ 

professional life and personal life. So it has become the 

need of the hour that WLB has to be maintained if the 

organizations want to retain it employees by creating the 

satisfaction among the employees because the more 

satisfied the employees are, the better operating results 

they achieve for their organization.

LITERATURE REVIEW

Mohanty A., Kesari L. (2016) in the paper titled "Work-

Life Balance Challenges for Indian Employees: Socio-

Cultural Implications and Strategies" - conducted 

interviews with some of the Indian HR managers 

working in manufacturing, IT and Telecom sectors in 

India. They have said that the MNC's have come up with 

initiatives to offer provisions such as flexi-time, paid 

paternity leave, childcare facilities and tools such as 

video conferencing to reduce commuting to office. At the 

same time no formal initiatives have been taken to 

improve WLB. The slow and differential HR policy 

response in India as compared to western countries can be 

attributed to the political ideologies, slow pace of change 

in socio- demographic structure & attitude of employers. 

Goyal K.A, Agrawel A (2015) in the paper titled " Issues 

and challenges of Work life balance in banking industry 

of India" explained that Work life balance policies and 

programs are an investment in an organisation for 

improving productivity, reducing absenteeism, achieving 

improved customer services, better health, flexible 

working as well as satisfied and motivated workforce 

especially in banking industry. M. and Shastri S. (2015) 

observed various issues in Work Life Balance of Parents 

in the paper titled "A Qualitative Study on Work Life 

Balance of Employees working in private sector", like 

parenting issues: Need more time for children, Showing 

work frustration on children. Marital issues: Need more 

time of spouse, not able to give time to spouse. Role 

conflict/ Role guilt: Doubtful about how good they are in 

the roles that they play at home... eg. as a mother or as a 

daughter in law. Priyadarshani& Bhagat (2014) states 

that Quality of work life and work life balance depend on 

each other and hence cannot be considered as 

independent concepts. Organizations have to redesign 

jobs for better quality of working life or work life 

balance. Productivity and work life balance polices are 

also closely interlinked. Organizations are finding 

innovative methods to keep their employees happy and 

satisfied. Working anywhere and at any time has blurred 

the boundaries of work and personal life.

Gupta & Sharma (2013) examined that married people 

have multiple responsibilities as compared to unmarried 

people so it is difficult to manage work life properly. 

Work life balance involves proper prioritizing between 

“work” (career and ambition) on one hand and “life” 

(Health, pleasure, leisure, family and spiritual 

development) on the other. Organizations can 

incorporate measures like yoga classes at the office, 

arrangement of office clubs for recreation, yearly once 

excursion with family, superior’s behavior towards 

subordinates, grievance handling committees, and 

regular health check up, working climate to be improved 

with flexi time arrangements. Lakshmi & Gopinath, 

(2013), in today’s world both men and women equally 

share the responsibility of earning for the betterment of 

their family life. Studies reveledthat factors such as 

marital status, working hours, requirement of flexibility, 

additional working hours and overtime may distort the 

work life balance. Work life balance of a married woman 

gets affected with the number of dependents at home. 

This is worsened by the number of small children who 

need to be cared for. The support from functional heads in 

freely discussing the work life balance issues helps to 

minimize the work life conflict.Murthy Kumari L. (2012) 

in her study "Employees Perception on Work Life 

Balance and its relation with job satisfaction in Indian 

Public Sector Banks" emphasized that each of the Work 

life balance factors on its own is a salient predictor of job 

satisfaction and there is a significant gap between male 

and female respondents with the job satisfaction with 

reference to various factors of Work life balance. The 

result of the study had practical significance for human 

resource managers of especially banks to improve staff 

commitments and productivity along with designing 

recruitment and retention employees.Singh S. (2013) 

mentioned Role stress theory in his paper Titled "Work- 

Life Balance : A Literature Review" wherein the negative 

side of the work- family interaction has been put under 

the spotlight. Recently, the emphasis has shifted towards 

the investigation of the positive interaction between work 

and family role as well as roles outside work and family 

lives, and scholars have started to deliberate on the 

essence of work- life balance. Jang (2008), studied "The 

relationship between work-life balance resources and the 

well- being of working parents" which aimed to study 

how working parents cope with work- life demands. The 

study used 27 working parents with either ill or disabled 

children in New Jersey. It was mixed research with both 

qualitative and quantitative results. The result talks about 

the effect of formal and informal workplace support in 

enhancing the well being of employees with the children 

in general and those with a chronically ill or disabled 

child in particular.Lookwood (2003) states that the 

concept of work life balance has chameleon 

characteristics. It means different things to different 

groups, and the meaning often depends on the context of 

the conversation and the speaker’s viewpoint.Greenhaus 

et.al (2003), Examined the relation between work-family 

balance and Quality of work life. the studies stress three 

aspects of work family balance 1) time balancei.e. equal 

time devoted to work and family 2) involvement balance 

i.e. equal involvement in work and family 3) satisfaction 

balance i.e. equal satisfaction with work and family. 

Studies predicated relations of time balance and 

involvement balance with quality of work life.

OBJECTIVES & SCOPE OF THE STUDY

The objective of present study is to find out the 

relationship between work life balance and employee 

performance and analyze the impact of work life balance 

on employee performance. The study was conducted in 

TATA Consultancy Services Limited Gurgaon to gather 

the data. This study will help to know about the work life 

balance on employee performance at TCS. This research 

work will be conducted to analyse employee 

performance in TATA Consultancy Services Limited. 

Research will be confined to Gurugram. This study will 

help us to know the work life balance on employee’s 

performance in the organization. 



A STUDY ON IMPACT OF WORK LIFE BALANCE ON EMPLOYEE 

PERFORMANCE AT TATA CONSULTANCY SERVICES LTD.

1 Monika Gulia

2 Sanjula Ganju

M a n i s h a  K a u s h a l  A r o r a1 

    J o s h i t a  D u a2 

ABSTRACT

Work life balance is a method which helps employees of an organization to balance their personal and professional lives. 

Work life balance encourages employees to divide their time on the basis on priorities and maintain a balance by 

devoting time to family, health, vacations etc along with making a career, business travel etc. It is an important concept in 

the world of business as it helps to motivate the employees and increases their loyalty towards the company. This 

research paper focuses on studying the impact of work life balance on employee performance in TATA Consultancy 

Services Limited (TCS).

Keywords: Employee Motivation, Employee Performance, Loyalty, Organizations, Work Life Balance.

1Assistant Professor, Gitarattan International Business School, monika.gulia@gitarattan.edu.in

 
2Student, Gitarattan International Business School

 INTRODUCTION

Employee performance refers to how the workers behave 

in the workplace and how well they perform the job 

duties we are obligated to them. The company typically 

sets performance targets for individual employees and 

the company as a whole in hopes that the business offers 

good value to customers, minimizes waste and operates 

efficiently. For an individual employee, performance 

may refer to work effectiveness, quality and efficiency at 

the task level.Work life balance has been recognized as an 

important management practice in the retention and 

satisfaction of talented employees. In today’s highly 

competitive and complex business environment, 

retaining and satisfying highly skilled employees has 

become one of the major priorities of organizations. 

Earliar maintenance of WLB was the sole responsibility 

of the employees. But now the scenario has been 

changed. Now organizations are equally responsible for 

maintaining the balance between employees’ 

professional life and personal life. So it has become the 

need of the hour that WLB has to be maintained if the 

organizations want to retain it employees by creating the 

satisfaction among the employees because the more 

satisfied the employees are, the better operating results 

they achieve for their organization.

LITERATURE REVIEW

Mohanty A., Kesari L. (2016) in the paper titled "Work-

Life Balance Challenges for Indian Employees: Socio-

Cultural Implications and Strategies" - conducted 

interviews with some of the Indian HR managers 

working in manufacturing, IT and Telecom sectors in 

India. They have said that the MNC's have come up with 

initiatives to offer provisions such as flexi-time, paid 

paternity leave, childcare facilities and tools such as 

video conferencing to reduce commuting to office. At the 

same time no formal initiatives have been taken to 

improve WLB. The slow and differential HR policy 

response in India as compared to western countries can be 

attributed to the political ideologies, slow pace of change 

in socio- demographic structure & attitude of employers. 

Goyal K.A, Agrawel A (2015) in the paper titled " Issues 

and challenges of Work life balance in banking industry 

of India" explained that Work life balance policies and 

programs are an investment in an organisation for 

improving productivity, reducing absenteeism, achieving 

improved customer services, better health, flexible 

working as well as satisfied and motivated workforce 

especially in banking industry. M. and Shastri S. (2015) 

observed various issues in Work Life Balance of Parents 

in the paper titled "A Qualitative Study on Work Life 

Balance of Employees working in private sector", like 

parenting issues: Need more time for children, Showing 

work frustration on children. Marital issues: Need more 

time of spouse, not able to give time to spouse. Role 

conflict/ Role guilt: Doubtful about how good they are in 

the roles that they play at home... eg. as a mother or as a 

daughter in law. Priyadarshani& Bhagat (2014) states 

that Quality of work life and work life balance depend on 

each other and hence cannot be considered as 

independent concepts. Organizations have to redesign 

jobs for better quality of working life or work life 

balance. Productivity and work life balance polices are 

also closely interlinked. Organizations are finding 

innovative methods to keep their employees happy and 

satisfied. Working anywhere and at any time has blurred 

the boundaries of work and personal life.

Gupta & Sharma (2013) examined that married people 

have multiple responsibilities as compared to unmarried 

people so it is difficult to manage work life properly. 

Work life balance involves proper prioritizing between 

“work” (career and ambition) on one hand and “life” 

(Health, pleasure, leisure, family and spiritual 

development) on the other. Organizations can 

incorporate measures like yoga classes at the office, 

arrangement of office clubs for recreation, yearly once 

excursion with family, superior’s behavior towards 

subordinates, grievance handling committees, and 

regular health check up, working climate to be improved 

with flexi time arrangements. Lakshmi & Gopinath, 

(2013), in today’s world both men and women equally 

share the responsibility of earning for the betterment of 

their family life. Studies reveledthat factors such as 

marital status, working hours, requirement of flexibility, 

additional working hours and overtime may distort the 

work life balance. Work life balance of a married woman 

gets affected with the number of dependents at home. 

This is worsened by the number of small children who 

need to be cared for. The support from functional heads in 

freely discussing the work life balance issues helps to 

minimize the work life conflict.Murthy Kumari L. (2012) 

in her study "Employees Perception on Work Life 

Balance and its relation with job satisfaction in Indian 

Public Sector Banks" emphasized that each of the Work 

life balance factors on its own is a salient predictor of job 

satisfaction and there is a significant gap between male 

and female respondents with the job satisfaction with 

reference to various factors of Work life balance. The 

result of the study had practical significance for human 

resource managers of especially banks to improve staff 

commitments and productivity along with designing 

recruitment and retention employees.Singh S. (2013) 

mentioned Role stress theory in his paper Titled "Work- 

Life Balance : A Literature Review" wherein the negative 

side of the work- family interaction has been put under 

the spotlight. Recently, the emphasis has shifted towards 

the investigation of the positive interaction between work 

and family role as well as roles outside work and family 

lives, and scholars have started to deliberate on the 

essence of work- life balance. Jang (2008), studied "The 

relationship between work-life balance resources and the 

well- being of working parents" which aimed to study 

how working parents cope with work- life demands. The 

study used 27 working parents with either ill or disabled 

children in New Jersey. It was mixed research with both 

qualitative and quantitative results. The result talks about 

the effect of formal and informal workplace support in 

enhancing the well being of employees with the children 

in general and those with a chronically ill or disabled 

child in particular.Lookwood (2003) states that the 

concept of work life balance has chameleon 

characteristics. It means different things to different 

groups, and the meaning often depends on the context of 

the conversation and the speaker’s viewpoint.Greenhaus 

et.al (2003), Examined the relation between work-family 

balance and Quality of work life. the studies stress three 

aspects of work family balance 1) time balancei.e. equal 

time devoted to work and family 2) involvement balance 

i.e. equal involvement in work and family 3) satisfaction 

balance i.e. equal satisfaction with work and family. 

Studies predicated relations of time balance and 

involvement balance with quality of work life.

OBJECTIVES & SCOPE OF THE STUDY

The objective of present study is to find out the 

relationship between work life balance and employee 

performance and analyze the impact of work life balance 

on employee performance. The study was conducted in 

TATA Consultancy Services Limited Gurgaon to gather 

the data. This study will help to know about the work life 

balance on employee performance at TCS. This research 

work will be conducted to analyse employee 

performance in TATA Consultancy Services Limited. 

Research will be confined to Gurugram. This study will 

help us to know the work life balance on employee’s 

performance in the organization. 



HYPOTHESIS

H : There is significant relationship between work life a1

balance and employee performance.

H : There is significant impact of work life balance on a2

employee performance.

RESEARCH  METHODOLOGY

The present research is based on descriptive research 

design which tries to explain the relationship between 

work life balance and employee performance. Employee 

performance is considered as dependent variable 

whereas work life balance is considered as independent 

variable.  In this study data is collected from both primary 

and secondary sources of data. For collecting Primary 

data, Standardized questionnaire is developed and 

around 100 employees have filled it. And for collecting 

Secondary data, research papers published in various 

books and journals are taken. Also, the Internet is used for 

the same. The statistical tools used are MS Excel and 

SPSS for analyses of the data. Besides that, the analysis 

techniques used are correlation and regression analysis.

RESULT & ANALYSIS

Demographic Analysis

Table 1 depicts the demographic analysis of the 

respondents. It shows that out of total 100 respondents, 

47 are male and 53 are female. According to the age wise 

category of respondents there were 95 respondents’ lies 

between the age group of 20-30 years, 2 respondents were 

from the age group of 30-40 and 3 respondents were from 

the age group of 40-50 years.

 Table 1 : Demographic Analysis

Gender Variable No. Of Respondents

1

2

Age

1

2

3

30

Male

Female

Total

20-25

26-

31-35

36 above

Total

47

53

100

53

10

8

29

100

 

   

   

   

   

   

   

   

   

   

   

 RELIABILITY ANALYSIS OF QUESTIONNAIRE

Cronbach’s alpha value for employee performance is 

0.890 and for worklife balance is 0.82. In above cases the 

value liesbetween .7 and .9 that indicates that there is 

internal consistency in the questionnaire.

HYPOTHESIS TESTING

Hypothesis 1

Table 2 depicts the Correlation Coefficients among the 

variables under investigation is analyzed.  This table 

shows that the results are significant. The Correlation 

should be between -1 and +1 and the result of Correlation 

is 0.912. The significant value should be less than 0.05 

and the value is 0.000, therefore HA is accepted. There is 

a strong Correlation between worklife balance 

(Independent variables) and Employee performance 

(Dependent variable).

 Table 2: Correlations

 

WLB EP

WLB

 Pearson Correlation 1 .912**  

.000

N

 

100 100

EP

 
Pearson Correlation

 

.912** 1

Sig. (2 - tailed)

 

.000

N

 

100 100

   Sig. (2 - tailed)

Table 3: Regression Analysis

Model R R Square Adjusted R
Square

Std. Error of the
Estimate

1 .912 .831 .830 4.83253

    

 

 

 

     

 

Table no. 3.  Provides the R, R square, adjusted R square 

and standardized error of estimate which can be used to 

determine how regression model will fix the data.  In the 

above table, the Adjusted R square value is 0.830. This 

means that 83% of Work life balance is significantly 

related with Employee performance. 83% of changes on 

Employee performance as a Dependent variable are 

explained by worklife balance practices.

Model Unstandardized 

Coefficients

Standardized 

Coefficients

t Sig

1 B Std. Error Beta

Constant

WLB

.847

.968

1.134

.044 .912

.747

21.975

.457

.000

 

 

 

 

  

      

 
 
 

 

 
 
 

 

 
 
 

 

 

 

 

 
 
 

 

 
 
 

 

 

Table 4: Coefficients 

 **. Correlation is significant at the 0.01 level (2-tailed).

 Hypothesis 2

 a. Predictors: (Constant), WLB, EP
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Table 4: Coefficients 

 **. Correlation is significant at the 0.01 level (2-tailed).

 Hypothesis 2

 a. Predictors: (Constant), WLB, EP



Y = a + b X

EP = .847 + (.968)WLB

Where,

Y = Dependent variable (employee performance) X = 

Independent variable (work life balance)

DISCUSSION & CONCLUSION

The major findings of the study are from the responses 

received and by conducting Pearson correlation and 

regression on the hypothesis, it was observed that there is 

a relationship between work life balance and employee 

performance. The result revealed that there is a positive 

relationship between work life balance and employee 

performance. The research showed that only work life 

balance can’t be single parameter to impact the employee 

performance. 
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