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Abstract: Work-Life Balance (WLB) is a daily effort to make time for family and demands of the workplace. 

Increasing attrition rates and increasing demand for work-life balance have forced organizations to look beyond the 

commonly adopted HR interventions. In this context, this research work makes conscious effort at putting forth issues 

concerning WLB and its impact on job satisfaction and organizational commitment of workers in garment industries. 

This research is an attempt to find out the level of work-life balance of employees working in garment industries. The 
study reveals that there is a relation between work life balance and job satisfaction; work life balance and employee 

commitment towards the organization.    
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I. INTRODUCTION 

 

Work-life balance is a concept that supports the efforts of 

employees to split their time and energy between work and 

other important aspects of their lives. Work-life balance is 

a daily effort to make time for family, friends, community 
participation, spirituality, personal growth, self care, and 

other personal activities in addition to the demands of the 

workplace. Work-life balance is assisted by 

employers who institute policies, procedures, actions and 

expectations that enable employees to easily pursue more 

balanced lives.  
 

Today work-life balance has become an increasingly 

pervasive concern for employers as well as employees. 

Maintaining a good work-life balance, given its complex 

nature, is a more arduous task in case of women 

employees, especially in the garment sector. In response to 
these changes and challenges, employers have introduced 

innovative practices that allow employees to find better 

work-life balance.  
 

The garment sector is characterized by high attrition rate, 

fair employee commitment level and stressful nature of 

job. There are some factors of work demand that interfere 

with the personal life which leads to an imbalance. This 

has forced organizations to look beyond run of the mill 

HR interventions. 

 

 

Industries have been forced to focus on providing efficient 

WLB policies and programs to ensure proper WLB which 

helps workers to enjoy and commit to work. The present 

research is an attempt to know the work-life balance of 
employees working in garment sector and its relation to 

job satisfaction and employee commitment. 

 

II. LITERATURE SURVEY 

 

Kopelman et al., (2006) [14], Kossek & Ozeki (1998) [15] 

argued that Work Life Benefits Program  initiatives like 

flexible working hours, alternative work arrangements, 

leave policies and benefits in lieu of family care 

responsibilities has an effect on employees work life 

balance. Grover & Crooker (1995) [9], Kossek & 

Ozeki(1998) [15]  and Lobel & Kossek (1996) [17] 
research identified that Work Life Benefits Program not 

only assist employees to better manage their work and 

family roles, but also affect employee attitude, behavior, 

organizational commitment, job satisfaction and retention 

rate of employees. Ujvala Rajadhyaksha (2012) in her 

study showed that in Indian companies, the commonly 

offered Work Life Benefits Program interventions are 

gender equality, flexibility, stress reduction, health 

awareness and childcare.  

http://humanresources.about.com/od/work-life-balance/a/work-balance.htm
http://humanresources.about.com/od/workschedules/f/life_family.htm
http://humanresources.about.com/od/workschedules/f/life_family.htm
http://humanresources.about.com/od/workschedules/f/life_family.htm
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Reddy N K et al (2010) [27] in their research showed that 

the work-life balance among married employees affects 

job satisfaction and performance of employees.  

Baral and Bhargava (2010) [4] found that the 

organizational interventions to enhance work-life balance 

of employees like job characteristics, work-life benefits 
and policies, supervisor support and work-family culture  

have a positive influence on  job outcomes like job 

satisfaction, affective commitment and organizational 

citizenship behavior. 

Baral and Bhargava (2011) [3]  in her research suggested 

that in Indian organizations there is a need to incorporate 

work-life balance benefits and programmes and encourage 

a culture that supports utilizing them to ensure employee 

commitment and productivity. The research revealed that 

work-life balance benefits and programmes are able to 

reduce work-family conflict. 

Lalita Kumari (2012) [16] in her research revealed the 
employee’s perception of their work life balance policies 

and practices in public sector banks. The study showed 

that each work life balance factors has a  predictor of job 

satisfaction, organizational commitment, productivity and 

retention of employees. 

Madhurima Das and K B Akhilesh (2012) [19]   in their 

research showed that work-life balance of employees 

depends on age, care taking responsibilities, gender and 

occupation of employees.  

Reimara Valk and Vasanthi Srinivasan (2011) [28] in their 

research revealed that there are  six major themes namely,  
familial influences on life choices, multi-role 

responsibilities and attempts to negotiate them, self and 

professional identity, work-life challenges and coping 

strategies, organizational policies and practices and social 

support.  

These affect the work-life balance of employees. From the 

available literature it is identified that flexi-time, job 

sharing, child care facilities, necessary breaks, work-life 

balance policies, leadership style, supervisor attitude, 

conflict in team, work load, job stress, flexibility, working 

hours, time spent on work, family support, childcare are 

the drivers of work-life balance and at the same time 
work-life balance has influence on job satisfaction, 

organizational commitment, productivity, performance, 

efficiency and retention of employees.  For the present 

study, nine drivers are considered to check the status of 

work-life balance of employees. They are work-life 

balance policies, supervisor leadership styles, conflict in 

team, work load, job stress, flexibility, working hours and 

time spent on work, family support and childcare.  Job 

satisfaction and organizational commitment are the factors 

considered in this study to determine the effect of work-

life balance on employees.  

 

III. OBJECTIVES 

 

1. To explore the level of work-life balance among 

employees in the garment sector. 

2. To determine the relationship between work-life 

balance and demographical factors.     

3. To determine the relationship between work-life 

balance and job satisfaction.  

4.To determine the relationship between work-life balance 

and employee commitment.. 

 

IV. DEVELOPMENT OF QUESTIONNAIRE 
 

From the literature review, it was identified that many 

factors have influence on work-life balance of employees. 

Many researchers have used different factors to determine 

the facts for work-life balance of employees. The 

questionnaire was designed by considering nine factors 

related to work-life balance which was frequently 

considered by various researchers. This was followed by 

discussion with academicians and HR executives of 

various garment industries. In order to measure the impact 

of work-life balance, two components, namely, job 

satisfaction and employee commitment were considered.  
The questionnaire was designed in English language. Each 

section has multiple questions to cover different 

parameters with a five-point Likert scale with “1” being 

“strongly disagree” and “5” being “strongly agree”. The 

questionnaire consists of 41 close-ended questions. The 

Cronbach alpha value (reliability coefficient) is 0.88; 

hence, the questionnaire has a good reliability. 
 

The questionnaire was designed by considering the factors 

viz., work -life balance policies, supervisor leadership 

styles, conflict in team, work load, job stress, flexibility, 

working hours and time spent on work, family support and 
childcare. Also the two factors viz., job satisfaction and 

employee commitment were included while designing the 

questionnaire. 

 

V. COLLECTION OF DATA AND ANALYSIS 
 

The data were collected through a specially designed 

questionnaire administered to 150 employees of three 

garment units. A total of 140 employees responded to the 

questionnaire, out of which 16 questionnaires were 

rejected because of invalid and wrong feedback. Finally, 
124 questionnaires were considered for analysis. A 

database was developed to incorporate and process the 

surveyed data. This database was designed using 

Microsoft Excel and Minitab 14 software. The responses 

of the final questionnaire were fed to the database for the 

purpose of analysis and report generation. 

 

VI. DEMOGRAPHIC PROFILE OF RESPONDENTS 
 

The demographics profiles of the respondents are 

categorized as follows: 

 

Table I - Characteristics of respondents 

 

No 
Characteri-

stics 

No of 

respondents 

Percentage of 

respondents 

1 Gender 
Male 26 20.9 

Female 98 79.1 
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2 Age (years) 

< 25 34 27.4 

25 - 35 50 40.3 

35 - 45 33 26.6 

> 45 07 5.6 

3 
Experience 

(years) 

3 75 60.5 

4 - 10 35 28.2 

10 - 15 05 4.0 

15 - 20 09 7.3 

4 
Marital 

status 

Single 48 38.7 

Married 76 61.3 

5 
Education 

level 

Less than 

SSLC 
20 

16.1 

SSLC 60 47.6 

PUC 34 27.4 

Degree 08 6.5 

Masters 01 0.8 

6 Salary (Rs) 

< 10,000 111 89.5 

10,000 - 

15,000 
6 

4.8 

15,000 - 

20,000 
7 

5.6 

7 
Number of 

dependents 

1- 3 68 54.0 

4 - 6 51 41.1 

7 - 9 5 4.8 
 

The above table depicts the following facts: 
 

Gender: It is observed that 79.1 % of the respondents are 

female and 20.9 % of the respondents are male. Hence, the 

study of work-life balance is more relevant to female 

employees.  
 

Age: It is observed that 40.3 % of the respondents are in 

the age group of 25 to 35 years and only 5.6 % are above 
45 years. Hence, the study of work-life balance is more 

relevant to employees in the age group of 25 to 35 years. 
 

Experience: It is observed that 60.5 % of the respondents 

have 3 years of experience and 28.2 % of the respondents 

have 4 to 10 years of experience. This indicates a high 

attrition rate and hence there is a need of the study of 

work-life balance.  
 

Marital status: It is observed that 38.7 % of the 

respondents are single and 61.3 % of the respondents are 

married. Hence, the study of work-life balance is more 

relevant to   employees who are married. 
 

Education level: It is observed that 47.6 % of the 

respondents have studied till SSLC and 27.4 % of the 

respondents have studied till PUC. 
 

Salary: It is observed that 89.5 % of the respondents earn 

less than Rs 10,000 per month and the remaining earn 

between Rs 10,000 and Rs 20,000. 
 

Number of dependents: It is observed that 54 % of the 

respondents have 1 to 3 dependents and 41.1 % of the 
respondents have 4 to 6 dependents. 

VII. LEVEL OF WORK-LIFE BALANCE IN 

GARMENT EMPLOYEES 
 

From the above facts, it can be concluded that a study of 

work-life balance is very much necessary considering the 

varied structure and mix of employees. 
 

To investigate the level of work-life balance among the 

employees, they were divided into two categories based on 

their perception towards work-life balance and average 

score namely, balanced and unbalanced. The individual 

response choices range between 1 to 5. The maximum 

average score for an individual is 5, while the minimum 

score is 1. The two categories were determined by 

dividing the range of possible scores (1-5) into two 

intervals. Those scoring more than the overall mean were 

assigned as balanced and those scoring less than the 

overall mean were assigned as unbalanced. For the present 
study the overall mean is 4.     

 

According to Likert and Rensis (1932), the resulting total 

score may be interpreted normatively, with reference to 

some comparison group or absolutely, with reference to 

theoretically or empirically chosen cut-off scores.  
 

In this research, the overall mean (4) is considered as the 

cut-off score. According to Jerome (2013) [10], Vijay 

Anand (2013) [1], Rashmi and Swamy (2013) [26], 

Nanjundeswaraswamy and Swamy (2013) [20], 

Nanjundeswaraswamy, and Swamy (2015) [21]   and 

Nanjundeswaraswamy, T. (2016) [22]   the overall mean is 

considered as the cut off score. Table 2 presents the level 

of work-life balance in garment industries.   

 

Table II - Level of work-life balance 

 

Level of work-

life balance 

No. of 

Employees 
Percentage 

Balanced  64 51.6 

Unbalanced  60 48.4 

Total 124 100.00 

 

Among the 124 respondents, 51.6 % employees perceived 

that their work-life was balanced with the present work 
environment and 48.4 % employees perceived that their 

work-life was not balanced.   

 

Hypotheses to determine the relationship between work-

life balance of employees and demographical factors are 

as follows: 

 

1H0: Gender does not affect work-life balance.    

2H0:Age does not affect work- life balance. 

3H0:Experience does not affect work-life balance. 

4H0:Marital status does not affect work-life balance. 
5H0:Education level does not affect work-life balance. 

6H0:Salary does not affect work-life balance.  

7H0: Number of dependents does not affect work-life 

balance.  
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Table III – Significance level of various characteristics with the work-life balance of employees 

 

No Characteristics 
Balanced 

Work life 

Unbalanced 

work Life 

χ
2
 

calculated  

χ
2 

from tables  

Significance 

level 

1 Gender 
Male 13 13 

0.034 3.841 
Not 

significant Female 51 47 

2 Age (years) 

< 25 12 22 
 

12.907 

 

7.815 5% 
25 - 35 34 16 

35 - 45 17 16 

> 45 1 6 

3 
Experience 

(years) 

< 3 39 36 
 

0.331 

 

7.815 
Not 

significant 

4 - 10 18 17 

10 - 15 2 3 

15 - 20 5 4 

4 
Marital 

status 

Single 23 25  

0.428 
3.841 

Not 

significant Married 41 35 

5 
Education 

level 

< SSLC 8 12 

 

2.44 

 

9.488 
Not 

significant 

SSLC 33 27 

PUC 18 16 

Degree 4 4 

Masters 0 1 

6 Salary (Rs) 

< 10,000 58 53  

6.341 

 

5.991 5% 10,000 - 15,000 5 1 

15,000 - 20,000 1 6 

7 
Number of 

dependents 

1 - 3 35 33 

5.897 5.991 
Not 

significant 
4 - 6 29 22 

7 - 9 0 5 

 

From the Chi-square test, it is identified that at 5 % level 

of significance, age and salary of the employees are 
significantly associated with work-life balance of 

employees.  

 

Relationship between work-life balance and job 

satisfaction of employees:    

Null hypothesis (H0): Work- life balance of an employee 

has no effect on job satisfaction.   
Alternate hypothesis (H1): work life balance of an 

employee has an effect on job satisfaction.   

At 1 degree of freedom and 5% level of significance, the 

calculated value of  χ2  is more than the χ2 obtained from 

table i.e. 20.178 > 3.841. 

 

Level of work-

life balance 

Job satisfaction  χ2 Calculated  χ2 Table  Significance level 

Satisfied  Unsatisfied  

Balanced  50 14 14.437 

 
3.841 5% 

Unbalanced  27 33 

 

Hence, H0 is rejected and H1 should be accepted. From 

chi-square test, it can be concluded that the work- life 

balance has an impact on job satisfaction. 

 

Relationship between work life balance of employees 

and employee commitment: 
Null hypothesis (H0): work-life balance of an employee 
has no effect on employee commitment towards the 

organization.   

Alternate hypothesis (H1): work-life balance of an 

employee has an effect on employee commitment towards 

the organization.   
 

At 1 degree of freedom and 5% level of significance, the 

calculated χ
2
 value is more than the χ

2
 table value i.e. 

24.431 > 3.841. Hence, H0 is rejected and H1 is accepted. 

From the chi-square test, it can be concluded that the  

 

work-life balance of employees has an impact on 

employee commitment towards the organization.  

 

VIII. CONCLUSION 

 

In the surveyed garment industries work-life balance of 

employees is not up to the expected satisfactory level. 
Work-life balance of employees is strongly associated 

with age and salary. The results of Chi-squared test 

indicate that the difference between calculated value and 

the value obtained from tables is more in respect of job 

satisfaction. This indicates that the impact of work-life 

balance on job satisfaction is high. 
 

The results of the Chi-square test also indicates that the 
difference between the calculated value and the value 

obtained from tables is more in respect of employee 
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commitment. This indicates that the impact of work-life 

balance on employee commitment is high. Hence work-

life balance has an impact on job satisfaction and 

employee commitment towards the organization. 
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