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Abstract
This study explores the relationship between work-life balance and employee well-being in the context of full-
time professionals in urban areas. A mixed-methods approach was employed, involving quantitative data from
300 survey respondents and qualitative interviews with 15 professionals across various sectors. The results
indicate a strong correlation between flexible work arrangements and higher job satisfaction, reduced stress,
and better overall mental health. Gender, age, and industry type were also found to moderate this relationship.
Implications for HR policy and organizational behavior are discussed.
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1. Introduction
In the modern professional landscape, the concept of work-life balance (WLB) has become increasingly
significant, both in scholarly discussions and in practical workplace applications. With the progressive evolution
of work environments — influenced by globalization, digital transformation, and evolving workforce
expectations — maintaining a healthy balance between personal and professional life has become a central
concern for employees, managers, and organizations alike. Work-life balance refers to the equilibrium where
individuals are able to equally prioritize the demands of their career and the demands of their personal life.
However, this balance is often disrupted due to long working hours, organizational expectations, and the
encroachment of work into personal time, exacerbated by modern communication technologies.
The growing prominence of remote and hybrid work models, particularly following the global COVID-19
pandemic, has significantly altered the way employees perceive and manage their professional responsibilities
in relation to their personal lives. While remote work offers flexibility and autonomy, it has also led to
challenges such as overworking, blurred boundaries, social isolation, and increased expectations of constant
availability. As these changes reshape the dynamics of work, understanding how individuals negotiate work and
life responsibilities becomes critical. The traditional notion of separating work and personal life is becoming
obsolete; instead, employees are increasingly expected to integrate the two spheres seamlessly, a task that is not
without its psychological and emotional implications.
Organizations that fail to acknowledge the importance of WLB risk reduced employee productivity, increased
absenteeism, and higher turnover rates. On the other hand, companies that promote supportive work
environments, implement flexible scheduling policies, and encourage time-off practices tend to enjoy improved
employee morale, higher levels of engagement, and stronger retention. Therefore, fostering WLB is not merely
a matter of employee convenience, but a strategic imperative for organizational sustainability and
competitiveness.
Empirical evidence suggests that individuals with better work-life balance report higher job satisfaction,
improved physical and mental health, and stronger relationships with family and peers. Conversely, poor
balance often results in burnout, stress, anxiety, and diminished work performance. In dual-income families and
single-parent households, the challenge is even more pronounced, necessitating tailored support from employers
to accommaodate varying personal responsibilities. Gender, too, plays a pivotal role in how work-life conflicts
are experienced and managed, with women often bearing the brunt of domestic responsibilities in addition to
professional demands.
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This research aims to empirically investigate the relationship between perceived work-life balance and
employee well-being, productivity, and job satisfaction among working professionals. Specifically, the study
examines how flexible work arrangements, organizational support, and personal coping strategies contribute to
or hinder the achievement of work-life balance. Furthermore, the study explores how demographic factors such
as age, gender, marital status, and job role influence individuals' experiences and perceptions of WLB.

By grounding the study in real-world data and analyzing the lived experiences of professionals from diverse
sectors, this research intends to contribute to the growing body of literature on WLB. It also seeks to offer
actionable recommendations for employers and policy-makers aiming to cultivate healthier work environments.
In doing so, the study responds to the urgent need for empirical insights in a world where the line between
"work" and "life" continues to blur at an unprecedented pace.

2. Literature Review

The concept of work-life balance has been extensively explored across various disciplines, including
organizational psychology, human resource management, and occupational health. At its core, WLB concerns
the degree to which individuals are able to balance the competing demands of their professional obligations and
personal responsibilities. Numerous studies have highlighted the consequences of imbalance, such as heightened
stress levels, decreased job satisfaction, impaired personal relationships, and adverse health outcomes
(Greenhaus & Allen, 2011). In contrast, when employees perceive that their employers support their efforts to
balance work and life, they report more favorable attitudes toward their jobs, greater organizational
commitment, and enhanced overall well-being.

According to Greenhaus and Beutell (1985), work-life conflict arises when the demands of work and non-
work roles are mutually incompatible. They identified three primary types of conflict: time-based, strain-based,
and behavior-based conflict. Time-based conflict occurs when time devoted to one role makes it difficult to
participate in another; strain-based conflict emerges when stress from one role affects performance in the other;
and behavior-based conflict stems from behaviors that are appropriate in one role being inappropriate in another.
These conflicts are exacerbated by inflexible work arrangements, unsupportive management, and excessive job
demands.

Research has shown that flexible work policies — including telecommuting, compressed workweeks, and
flexible start and end times — are positively associated with perceptions of WLB and negatively associated
with burnout and stress (Kossek et al., 2011). Kossek and Ozeki (1998) conducted a meta-analysis that
demonstrated a strong relationship between work-family conflict and job dissatisfaction. Moreover, Hill et al.
(2001) found that employees with access to flexible work options reported higher job satisfaction and lower
turnover intentions. However, the availability of flexible policies does not automatically guarantee better
balance; the organizational culture must actively encourage and legitimize their use without stigma or career
penalties.

Another critical factor influencing WLB is gender. Traditional gender roles and expectations often result in
women carrying a disproportionate share of household and caregiving responsibilities, even when they are
employed full-time. Studies by Powell and Greenhaus (2010) and others have emphasized that women,
especially working mothers, experience higher levels of work-life conflict than men. This disparity can result
in reduced opportunities for advancement, career breaks, or psychological strain. However, men are increasingly
facing WLB challenges as well, particularly those who seek to take on more active caregiving roles, highlighting
the need for inclusive policies that support all employees regardless of gender.

Technological advancement has also been a double-edged sword in the WLB discourse. While tools like video
conferencing, instant messaging, and cloud collaboration have enabled remote work and greater flexibility, they
have also contributed to the phenomenon of ""always-on"* culture, where employees feel pressured to respond
to work-related communications outside traditional working hours. Research by Derks and Bakker (2014)
found that excessive use of communication technologies was linked to higher emotional exhaustion and work-
family conflict. Thus, the digitalization of work requires organizations to carefully manage employee
expectations around availability and responsiveness.

Organizational culture and leadership play a substantial role in shaping employees’ experiences of WLB. A
culture that genuinely values employee well-being, supported by managers who model balanced behaviors, is
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essential to enabling meaningful WLB. Studies have found that supervisory support is one of the strongest
predictors of employee well-being in the context of work-life balance (Hammer et al., 2009). Leaders who
respect boundaries, accommodate personal needs, and encourage the use of leave policies help foster an
environment conducive to balance.
Furthermore, individual coping mechanisms and personality traits can mediate the effects of work-life
demands. For example, individuals with high levels of resilience and emotional intelligence may be better
equipped to navigate competing demands and maintain a sense of balance. However, the responsibility for
balance should not be placed solely on the individual; systemic changes in workplace design and management
practices are essential to create lasting improvements.
In sum, the literature underscores the multifaceted nature of work-life balance and highlights the interplay
between personal, organizational, and societal factors. While much progress has been made in recognizing the
importance of WLB, persistent challenges remain, particularly in addressing inequalities, leveraging technology
responsibly, and cultivating supportive work cultures. This study builds on existing research by examining how
these factors play out empirically across a diverse sample of working professionals, contributing new insights
into one of the most pressing workplace issues of our time.
3. Methodology
The methodology employed in this study integrates both quantitative and qualitative research approaches
to obtain a comprehensive understanding of how perceived work-life balance influences employee well-being,
productivity, and job satisfaction. By using a mixed-methods design, the study captures both the measurable
patterns across a larger population and the deeper, more nuanced insights that emerge from individual lived
experiences. This section outlines the sampling strategies, research instruments, procedures for data collection,
and analytical methods used.
3.1 Participants
The study involved a total of 300 participants for the quantitative survey component and 15 participants for
in-depth qualitative interviews. All participants were employed full-time and fell within the age range of 25 to
55 years, ensuring the inclusion of both early-career professionals and more experienced employees. This age
range was chosen deliberately to reflect the working population most likely to be navigating the complexities
of balancing work responsibilities with family, caregiving, or personal life obligations.
To ensure diversity and representativeness, a stratified sampling method was utilized. Stratification was
based on gender, industry type, and job level (entry-level, mid-management, and senior management). This
method was selected to guarantee that insights were not skewed by overrepresentation of any one group and to
allow for comparisons across demographic and occupational categories. The participants came from a variety
of sectors, including information technology, healthcare, education, finance, retail, and public service.
The qualitative sample of 15 interviewees was selected using purposive sampling, aiming to include
individuals from diverse demographic backgrounds and work environments. This allowed for exploration of
varied personal experiences of work-life balance and deeper insights into how organizational support,
flexibility, and personal coping strategies influenced their perceptions and well-being.
3.2 Instruments
To gather both quantitative and qualitative data, a multi-instrument approach was adopted. Instruments were
selected based on their validity, reliability, and relevance to the research questions.
3.2.1 Quantitative Instruments
The Work-Life Balance Questionnaire (WLBQ) developed by Hayman (2005) was used as the primary tool
for assessing participants’ perceptions of work-life balance. The WLBQ measures three key dimensions:

. Work interference with personal life (WIPL)

. Personal life interference with work (PLIW)

. Work/personal life enhancement (WPLE)
Participants responded to 15 items on a 7-point Likert scale ranging from “strongly disagree” to “strongly
agree.” The WLBQ has been widely used in organizational research and demonstrates high internal consistency
(Cronbach’s a > 0.80).
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To assess psychological well-being, the study also employed the General Health Questionnaire (GHQ-12).
The GHQ-12 is a validated and widely used screening tool designed to detect levels of psychological distress
and general mental health issues in non-clinical populations. It includes items such as "Have you recently felt
constantly under strain?" and "Have you recently been able to concentrate on whatever you’re doing?"
Responses were recorded on a 4-point scale and scored using the binary (0-0-1-1) method, with higher scores
indicating greater psychological distress.

3.2.2 Qualitative Instruments

For the qualitative component, a semi-structured interview guide was developed. The guide included open-
ended questions designed to explore:

. Personal definitions and experiences of work-life balance

. Perceived enablers and barriers to maintaining balance

. Impact of organizational policies and culture on WLB

. Experiences with flexible work arrangements or lack thereof
. Strategies used to manage work and life responsibilities

The semi-structured format allowed interviewers to probe for deeper insights while maintaining consistency
across interviews. The average interview duration was approximately 45-60 minutes.

3.3 Data Collection and Analysis

3.3.1 Quantitative Data Collection

Quantitative data were collected via an online survey platform, ensuring ease of access for participants and
minimizing logistical constraints. Participants were invited to complete the survey through email invitations
distributed via professional networks, LinkedIn, HR departments, and online forums for working professionals.
Before beginning the survey, participants provided informed consent and were assured of confidentiality and
the voluntary nature of participation.

To encourage honest responses, the survey was fully anonymous. No personally identifying information was
collected, and data were stored securely in password-protected digital files.

3.3.2 Quantitative Data Analysis

The quantitative data were analyzed using SPSS (Version 28). Descriptive statistics were first calculated to
summarize participant demographics and key variables. Next, Pearson correlation coefficients were computed
to examine relationships between work-life balance and psychological well-being, as well as between WLB and
job satisfaction.

To further explore the predictive power of work-life balance on outcomes such as job satisfaction and mental
well-being, multiple linear regression analyses were conducted. Control variables, such as gender, age, job
level, and industry type, were included in the regression models to account for potential confounding effects.
Statistical significance was set at p < 0.05, and effect sizes were reported to contextualize the strength of the
relationships.

3.3.3 Qualitative Data Collection

Interviews were conducted via Zoom and Microsoft Teams to accommodate participants' schedules and
geographic locations. All interviews were recorded (with permission) and subsequently transcribed verbatim
for analysis. Participants were encouraged to share personal stories and reflections, and interviewers used
follow-up questions to explore themes as they emerged.

Ethical considerations were paramount; all participants provided written consent and were informed that they
could withdraw at any time without penalty. Anonymity was maintained by assigning pseudonyms and
removing identifying details from transcripts.

3.3.4 Qualitative Data Analysis

The qualitative data were analyzed using thematic analysis, following the six-phase approach outlined by
Braun and Clarke (2006):

1. Familiarization with the data — reading and re-reading transcripts to become deeply immersed.
2. Generating initial codes — identifying meaningful segments and labeling them.

3. Searching for themes — grouping codes into potential themes related to the research questions.
4. Reviewing themes — refining themes to ensure coherence and consistency across the dataset.
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5. Defining and naming themes — articulating the essence of each theme clearly.
6. Producing the report — linking themes back to the research objectives and theoretical
frameworks.

NVivo software was used to assist in managing the qualitative data and streamlining the coding process. Themes
were developed both inductively from the data and deductively based on prior literature, allowing for both
expected and novel findings to emerge.

To ensure trustworthiness and credibility, multiple coders reviewed a subset of the transcripts to validate
coding consistency. Discrepancies were discussed and resolved collaboratively. Participant quotes were selected
to illustrate key themes and provide rich, contextualized insights into the experiences of work-life balance.

4. Results

4.1 Quantitative Findings

The quantitative component of this study sought to examine the statistical relationship between perceived work-
life balance (WLB) and key employee outcomes such as job satisfaction and psychological well-being. A variety
of statistical tests were conducted, including correlation analysis, group comparison, and multiple linear
regression.

Correlation Between Work-Life Balance and Job Satisfaction

A Pearson correlation analysis was conducted to assess the relationship between perceived work-life balance
and job satisfaction among the 300 participants. The results revealed a strong, positive correlation between
the two variables, r =0.68, p <0.01, indicating that higher levels of perceived work-life balance are significantly
associated with greater job satisfaction.

This finding supports the theoretical assertion that when employees feel their personal and professional
responsibilities are well-managed, their overall satisfaction with work improves. The high correlation
coefficient suggests a robust relationship worthy of deeper exploration in organizational research and practice.
Table 1 presents the descriptive statistics and correlation matrix for WLB and job satisfaction.

Table 1: Correlation Between Work-Life Balance and Job Satisfaction

Variable Mean | SD |1 2
1. Work-Life Balance (WLB) | 4.92 |1.13 | —
2. Job Satisfaction 476 |1.08|0.68** | —

Note: N = 300. p <0.01 (2-tailed). SD = Standard Deviation.
Impact of Flexible Work Hours on Psychological Well-being
To explore the relationship between workplace flexibility and psychological well-being, mean GHQ-12 scores
were compared between two groups: employees with access to flexible work hours and those without. The
analysis showed that individuals who had access to flexible working arrangements reported significantly higher
well-being scores on the GHQ-12.
Specifically, employees with flexible schedules had GHQ-12 scores that were 30% higher than those who
did not, highlighting a meaningful difference in mental health and perceived stress levels. This finding supports
prior literature suggesting that flexibility is not only a convenience but a critical factor in promoting mental
health.
Table 2 displays the mean GHQ-12 scores and the percentage difference in well-being.
Table 2: Mean GHQ-12 Scores by Access to Flexible Work Hours
Access to Flexible Hours | N | Mean GHQ-12 Score | SD | % Increase in Well-Being
Yes 150 | 10.4 21| —
No 150 | 8.0 2.5 | +30%
Note: GHQ-12 scored using binary method (0-0-1-1). Higher scores indicate better well-being.
Regression Analysis: Predicting Job Satisfaction from Work-Life Balance
A multiple linear regression analysis was conducted to determine whether work-life balance significantly
predicts job satisfaction after controlling for demographic variables. The model was statistically significant,
F(1, 298) = 67.56, p < 0.001, and explained 46% of the variance in job satisfaction (R? = 0.46).
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Work-life balance emerged as a significant predictor (f = 0.62, p < 0.001), indicating that an increase in
perceived WLB is associated with a substantial increase in job satisfaction. The strength of this predictor
reinforces the importance of organizational support for employee balance as a driver of satisfaction.

The details of the regression output are shown in Table 3.

Table 3: Regression Analysis Predicting Job Satisfaction from Work-Life Balance

Predictor B SEB | t p
Work-Life Balance (WLB) | 0.74 | 0.09 | 0.62 | 8.22 | <.001
Constant 2301045 |— |[5.11]<.001

Model Summary: R? = 0.46, Adjusted R? = 0.45, F(1, 298) = 67.56, p <.001

Summary of Quantitative Findings

The quantitative findings of this study provide strong empirical support for the positive role of work-life balance
in enhancing employee outcomes. Key insights include:

. A significant and strong correlation between WLB and job satisfaction (r = 0.68).
. Employees with flexible working hours reported 30% higher well-being scores.
. WLB is a significant predictor of job satisfaction, accounting for nearly half the variance in

satisfaction scores.
These results underscore the importance of cultivating flexible, supportive work environments to improve both
psychological well-being and professional fulfillment among employees.
4.2 Qualitative Insights
To deepen the understanding of how employees experience work-life balance in their day-to-day lives, semi-
structured interviews were conducted with 15 participants from diverse professional backgrounds. Thematic
analysis of these interviews revealed three major themes that shaped participants' perceptions of work-life
balance: Flexibility as Freedom, Boundary Management, and Organizational Culture. These themes
illuminate the nuanced ways in which individuals navigate the intersection of personal and professional domains
and underscore the importance of structural and cultural workplace factors in shaping these experiences.
Theme 1: Flexibility as Freedom
A dominant and recurring theme across interviews was the notion of flexibility as a form of personal freedom
and empowerment. Participants emphasized that having autonomy over their work schedules — including
when, where, and how tasks were completed — contributed significantly to their sense of well-being, reduced
stress, and improved job satisfaction.
“Being able to start work early and log off by late afternoon means I can pick up my kids and spend time with
them. I feel more in control of my life now.” — Participant 04, IT Manager
This sense of control was particularly valued by those in caregiving roles or those pursuing personal
development outside of work. For these individuals, flexibility was not merely a perk but a necessary tool for
managing competing responsibilities. Importantly, participants distinguished between formal policy and actual
practice — noting that true flexibility depended on both access and organizational support.
Several participants also remarked that flexibility enhanced their productivity and focus, especially when they
could align work tasks with their peak energy levels or preferred working environments.
“I work better late at night. Having the option to shift my hours a bit lets me deliver better results without feeling
burnt out.” — Participant 09, Marketing Professional
Overall, flexibility emerged as a central pillar of perceived work-life balance, with participants framing it as an
enabler of both professional success and personal well-being.
Theme 2: Boundary Management
While flexibility was largely viewed positively, it also introduced challenges in maintaining clear boundaries
between work and personal life — particularly for those working remotely or in hybrid arrangements. Several
participants reported that the absence of physical and temporal boundaries often resulted in a blurring of roles,
where work infiltrated home life and vice versa.
“It’s hard to disconnect when your laptop is always right there on the dining table. Sometimes I check emails
during dinner without even thinking.” — Participant 01, Financial Analyst
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This constant connectivity created a sense of being “always on,” which many linked to increased fatigue and
difficulty relaxing. The lack of clear transitions between work and non-work time contributed to feelings of
guilt, anxiety, and decreased satisfaction in both domains.

Participants shared strategies they had developed to cope with boundary issues — such as setting fixed work
hours, creating physical workspaces within the home, or turning off notifications after a certain time. However,
the effectiveness of these strategies varied, often depending on workload and managerial expectations.

“I try to stop working by 6 PM, but sometimes I get messages from my boss at 9 PM expecting a reply. It’s hard
to push back when the culture doesn’t respect boundaries.” — Participant 11, Project Coordinator

These insights highlight the dual-edged nature of flexibility, where autonomy can easily slide into overwork
if not accompanied by clear organizational norms and personal boundary-setting strategies.

Theme 3: Organizational Culture

The third major theme that emerged was the critical role of organizational culture in shaping employees’
work-life balance. Participants frequently contrasted official policies with the unwritten rules and
expectations embedded in their workplace cultures. While many organizations had flexible work options or
wellness programs on paper, the extent to which employees felt empowered to use them varied significantly.
“My company says we can take mental health days, but no one actually does. It’s like there’s a silent judgment
if you do.” — Participant 06, Healthcare Administrator

Conversely, participants who worked in environments with supportive managers and inclusive cultures
described more positive experiences with work-life balance. These organizations were often characterized by
empathetic leadership, open communication, and a genuine emphasis on employee well-being.

“What makes a difference is my manager. She encourages us to take breaks and respects our time off. That
creates a safe space to actually have balance.” — Participant 12, Human Resources Officer

Additionally, leadership behavior was seen as influential in setting the tone for work-life balance. Managers
who modeled healthy boundaries themselves (e.g., not sending emails after hours, taking time off, or respecting
personal obligations) helped normalize such practices for their teams.

Participants also emphasized the value of peer support and team culture in managing WLB. Being part of a team
that communicated openly about boundaries and respected individual needs contributed to a greater sense of
psychological safety and job satisfaction.

Summary of Qualitative Insights

The qualitative findings add rich context to the statistical results, illustrating that perceived work-life balance is
not determined solely by formal policies, but by the everyday experiences shaped by autonomy, boundary
clarity, and organizational norms. Key takeaways include:

. Flexibility, when genuinely supported, enhances autonomy, control, and well-being.
. The lack of boundaries in flexible or remote settings can lead to stress and role confusion.
. A supportive organizational culture — particularly one modeled by leadership — is crucial to

enabling sustainable work-life balance.
Together, these themes suggest that achieving true work-life balance requires more than structural flexibility; it
demands a holistic, culture-driven approach that empowers employees while protecting their well-being.
5. Discussion
The findings of this study provide robust empirical evidence to support the central hypothesis: that work-life
balance (WLB) is positively associated with employee well-being and job satisfaction. Both the quantitative
and qualitative data underscore the importance of flexibility, autonomy, and organizational support in fostering
a healthy and productive work environment.
A key insight from the quantitative analysis was the strong positive correlation between perceived WLB and
job satisfaction (r = 0.68), indicating that employees who experience balance between their personal and
professional lives tend to be more satisfied in their roles. Additionally, access to flexible work arrangements
was linked to 30% higher psychological well-being scores (GHQ-12), further reinforcing the link between
structural flexibility and mental health. Regression analysis demonstrated that WLB is not only correlated with
job satisfaction but also significantly predicts it (B = 0.62, p < 0.001), accounting for nearly half the variance.

© 2025, IJSREM | www.ijsrem.com DOI: 10.55041/IJSREM46622 | Page 7



http://www.ijsrem.com/

g A
Fosnen
%o 22 International Journal of Scientific Research in Engineering and Management (IJSREM)
w Volume: 09 Issue: 04 | April - 2025 SJIF Rating: 8.586 ISSN: 2582-3930

This level of influence suggests that WLB is not a peripheral concern but a core determinant of employee
engagement and performance.

The qualitative insights offer valuable depth to these statistical patterns. Participants repeatedly described
flexibility as a form of freedom and control, echoing themes central to Self-Determination Theory (Deci &
Ryan, 2000), which posits that human motivation and well-being are driven by the fulfiliment of three basic
psychological needs: autonomy, competence, and relatedness. In this context, flexibility empowers autonomy
— the ability to make choices about when and how work is performed. This autonomy, in turn, appears to
reduce stress and enhance job satisfaction, particularly when supported by a positive organizational culture.
However, the effectiveness of flexibility was shown to be contingent upon the organizational context.
Participants who worked in environments where boundaries were not respected, or where there was an
unspoken pressure to be constantly available, experienced negative spillovers between work and personal life.
This points to an important caveat: flexibility without supportive culture can undermine its intended
benefits. It can inadvertently lead to overwork, blurred roles, and psychological fatigue, particularly in remote
or hybrid work settings.

Another important theme that emerged from interviews was the critical role of organizational culture and
managerial behavior. Supportive leadership — including respect for time off, encouragement of boundary-
setting, and modeling of balanced behaviors — was identified as a key enabler of effective WLB. This aligns
with existing literature emphasizing the importance of leader-member exchange theory (Graen & Uhl-Bien,
1995) and psychological safety (Edmondson, 1999) in promoting well-being and engagement. Where
managers promoted a culture of respect, openness, and empathy, employees were more likely to use available
flexible work policies without fear of career repercussions.

These findings have several practical implications. First, organizations must recognize that work-life balance
is not just a personal issue to be managed by employees, but a structural and cultural issue that must be
addressed systemically. Second, policy alone is insufficient. While offering remote work or flexible hours is
beneficial, these options must be normalized through leadership support and team norms that discourage
overwork. Third, efforts to enhance WLB should be inclusive and adaptable, taking into account differences
across gender, caregiving responsibilities, job roles, and personality traits.

Finally, this research contributes to the growing literature on the post-pandemic workplace, where traditional
notions of time and space are increasingly fluid. As work becomes more digital, asynchronous, and
individualized, the challenge for employers will be to ensure that flexibility leads to empowerment, not erosion
of boundaries. This requires deliberate design of work practices that balance autonomy with accountability,
and support with structure.

6. Conclusion

This study has empirically confirmed that work-life balance is a significant determinant of employee well-
being and job satisfaction. The quantitative results demonstrated strong associations and predictive power
between perceived WLB and positive employee outcomes, while qualitative findings highlighted the real-life
complexities and cultural conditions that shape WLB experiences.

Central to achieving a sustainable work-life balance is the presence of flexible work policies — such as
adjustable hours and remote work options — that allow employees to tailor their schedules to their individual
needs. However, flexibility alone is not enough. It must be embedded in a culture of trust, support, and
respect for boundaries. Organizations must go beyond offering policies on paper and strive to cultivate
leadership behaviors and team norms that normalize balance and psychological safety.

The study’s findings reinforce the principles of Self-Determination Theory, particularly the importance of
autonomy and support in enhancing motivation and well-being. When employees feel empowered to manage
their time, supported by their managers, and free from fear of judgment, they are more likely to thrive — both
professionally and personally.

In conclusion, the promotion of work-life balance should not be viewed as an optional benefit, but as a strategic
priority for organizations seeking to retain talent, reduce burnout, and foster long-term employee engagement.
In an era of rapid workplace transformation, the ability to design flexible yet humane work environments will
be a defining feature of successful, future-ready organizations.
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