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Abstract:

The research study explores the empirical study indicate that gender does not significantly
influence various aspects of work-life balance within the service industry. Specifically, no
notable differences were observed between male and female employees regarding stress
levels, workplace environment, leave arrangements, or overall satisfaction with career
development and work-life balance factors, as supported by p-values greater than 0.05 in
most chi-square tests. However, one key exception was identified, where a statistically
significant difference emerged in perceptions of salary fairness and competitiveness between
genders (p = 0.006), suggesting that male and female employees view salary satisfaction
differently. Additionally, correlation analysis revealed moderate positive relationships
between certain variables, such as between employees feeling worried about work (W15) and
the importance of workplace location in work-life balance (W12), indicating that workplace-
related concerns may influence how employees perceive balance between their personal and
professional lives. Overall, the study highlights the complexity of work-life balance and the
need for organizations to address specific factors like salary fairness while continuing to
foster an inclusive and balanced work environment.

Keywords: Work-Life Balance, Service Industry, Employee Well-being, Job Satisfaction,
Employee Productivity

1. Introduction

The service industry, also known as the tertiary sector, comprises businesses that provide
intangible goods or services to consumers and businesses. It includes various activities such
as hospitality, healthcare, finance, education, IT services, transportation, and professional
services like consulting and legal assistance. Unlike the manufacturing sector, which
produces physical goods, the service industry focuses on delivering experiences, expertise,
and support. It is vital to economic growth, contributing significantly to GDP and
employment worldwide. With the increasing demand for personalized and convenient
services, this sector has seen rapid expansion, driven by technological advancements and
digital transformation. However, maintaining consistent quality, managing customer
expectations, and adapting to new technologies are ongoing challenges for service providers.

Service industries are those not directly concerned with producing physical goods (such as
agriculture and manufacturing). Some service industries, including transportation, wholesale
trade and retail trade are part of the supply chain delivering goods produced in the
agricultural and manufacturing sectors to final consumers.

Other services are provided directly to consumers. These include health care, education,
information services, legal services, financial services, and public administration. The service
sector accounts for around 70-80 per cent of employment in modern economies.
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The service industry is a major contributor to GDP in most economies, especially in
developed countries. Globally, the service sector accounts for approximately 65% of the
world's GDP, reflecting its dominance over other sectors like agriculture and manufacturing.
In advanced economies such as the United States, the service industry contributes around
80% of GDP, covering areas like finance, healthcare, education, and technology. The sector's
share is also growing in emerging markets, making up about 55-60% of GDP in countries like
India and Brazil. The rise of digital services, e-commerce, and technology-driven solutions
has further accelerated the expansion of the service sector, making it a crucial driver of
economic growth and employment.

Research Questions:

e How does work-life balance influence employee job satisfaction in the service industry?
e What is the relationship between work-life balance and employee productivity?

e How does work-life balance affect employee retention in the service industry?

Research Hypotheses:

H1: Work-life balance has a significant positive effect on employee job satisfaction in the
service industry.

H2: Work-life balance is positively correlated with employee productivity.

H3: Work-life balance significantly influences employee retention in the service industry.

2. Literature Review:

1986 This groundbreaking study introduced the concept of Perceived Organizational Support
(POS), which refers to employees' beliefs about the extent to which their organization values
and supports their well-being. The researchers investigated the relationship between POS and
employee outcomes, including job satisfaction, organizational commitment, and turnover
intentions. Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived
organizational support. Journal of Applied Psychology, 71(3), 500507.1992This study
examined the antecedents and outcomes of work-family conflict (WFC), exploring the
relationships between work and family demands, WFC, and employee well-being.
Organizations should address WFC through flexible work arrangements and support.
Employees' family responsibilities should be considered in work demands.WFC can have
significant consequences for employee well-being. Frone, M. R., Russell, M., & Cooper, M.
L. (1992). Antecedents and outcomes of work-family conflict. Journal of Occupational and
Organizational Psychology, 65(2), 135-146.1995 The 1995 study by Aryee and Luk, "Work
and family issues in Singapore," explores the intricate relationship between work and family
life in Singapore. This research delves into the challenges faced by working individuals in
balancing their professional and personal responsibilities, shedding light on the impact of
work demands on family life and vice versa. This study has significant implications for
organizations and policymakers seeking to promote work-life balance and support employees'
family responsibilities.Aryee, Work-family conflict negatively impacts job/family satisfaction
and overall well-being Long working hours, workload, and family responsibilities contribute
to conflict Women experience higher work-family conflict than men Organizational support
and family-friendly policies alleviate conflict S., & Luk, V. (1995). Work and family issues in
Singapore. Journal of Industrial Relations, 37(3), 347-365.Thompson et al. (1999)
Organizational culture significantly influences work-family conflict. Workfamily benefits
alone do not reduce work-family conflict. Cultural values emphasizing work demands and
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long hours exacerbate work-family conflict. Cultural values supporting family and flexibility
reduce workfamily conflict. Identified organizational culture as a critical factor influencing
work-life balance. Organizations should assess and adapt their culture to support work-life
balance. Managers should prioritize employee wellbeing and flexibility. Future research
should explore longitudinal effects of organizational culture on work-family
conflict.2001Hofstede, Work-life balance refers to the harmonious integration of professional
and personal responsibilities, enabling individuals to manage their work and nonwork life
effectively. G. (2001). Culture's consequences. Sage Publications.Guest, D. E. (2002).
Worklife balance is a complex, multifaceted concept Organizational support and culture
significantly impact work-life balance Individual differences (e.g., personality, coping
mechanisms) influence work-life balance Work-life conflict affects employee well-being, job
satisfaction, and organizational performance Perspectives on the study of work-life balance.
Investigate longitudinal effects of work-life balance Explore work-life balance across diverse
cultures and industries Develop effective interventions for promoting work-life balance
Social Science Information, 41(2), 255-279.2005 Demerouti, E., & Bakker, A. B.
(2005).Burnout spills over from work to home, affecting relationship quality.Crossover
effects occur, where one partner's burnout affects the other partner's well-being.Work-home
interference mediates the spillover and crossover effects.Relationship quality buffers against
burnout transmission. Spillover and crossover of burnout among working couples. Journal of
Occupational Health Psychology, 10(2), 137-150.Aryee, S., Srinivas, E. S., & Tan, H. H.
(2005). The authors define work-family balance as the ability of an individual to effectively
manage work and family roles, ensuring that demands from both domains do not conflict
excessively. Achieving balance means that one's work life does not interfere significantly
with family responsibilities, and vice versa. A supportive work environment can help
employees manage family commitments without compromising work responsibilities.
Rhythms of life: Antecedents and outcomes of work-family balance. Journal of Applied
Psychology, 90(6), 1070-1084.Greenhaus, J. H., & Allen, T. D. (2005). Greenhaus and Allen
explore various definitions of worklife balance, highlighting that it generally refers to the
equilibrium between work responsibilities and personal life activities. It involves managing
work demands while maintaining sufficient time and energy for family, leisure, and self-care.
Balancing multiple roles (e.g., employee, parent, partner) can be challenging, and conflicts
can arise when demands from one role interfere with another. Work-life balance: A review of
the literature. Journal of Occupational and Organizational Psychology, 78(3), 291-
315.Rogelberg, S. G. (2006). Rogelberg defines work-life balance as the degree to which
individuals can manage their work and personal life roles without experiencing significant
conflict or stress. The paper discusses the evolving nature of worklife balance, suggesting
that it is not merely the absence of conflict between work and personal life but also the ability
to harmoniously integrate these roles. Understanding, measuring, and managing work-life
balance. The study addresses the challenges associated with measuring work-life balance. It
highlights that traditional measurement approaches often focus on work-family conflict,
which captures negative aspects of the relationship between work and personal life.
Rogelberg advocates for more comprehensive measurement tools that include positive
dimensions, such as work-family enrichment, where involvement in one domain can
positively impact the other. Journal of Applied Psychology, 91(2), 261-273.2015 Harrison, A.
W., & Kelly, E. L. (2015). Harrison and Kelly (2015) provide a comprehensive review of the
work-life balance (WLB) concept, highlighting its significance in enhancing employee well-
being, job satisfaction, and overall productivity. The study explores how WLB has evolved
from a focus on managing time to a broader approach that includes mental and emotional
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well-being. Key factors that impact WLB include flexible work arrangements, workload
management, organizational support, and individual coping strategies. The authors discuss
various organizational strategies to promote WLB, such as flexible work hours, remote work
options, and wellness programs. Additionally, the review addresses how demographic factors,
including age, gender, and family status, influence individuals' experiences and perceptions
of WLB. Work-life balance: A review of the literature. Journal of Applied Psychology,
100(5), 1244-1256.Lu, L., et al. (2016). The study explores the concept of work-life balance
across various cultural contexts, emphasizing that cultural values and societal norms
significantly influence how people perceive and manage work and personal life. For instance,
individualistic cultures (e.g., the United States) may prioritize personal achievements and
self-care, while collectivistic cultures (e.g., China) often emphasize family responsibilities
and group harmony. The study examines how cultural norms shape expectations around
work-life balance. For example, in cultures with strong gender roles, there may be higher
expectations for women to prioritize family responsibilities, whereas men are expected to
focus on work. Conversely, in egalitarian societies, there is a stronger emphasis on shared
responsibilities between partners. Cross-cultural differences in work-life balance experiences
and expectations. Journal of International Business Studies, 47(6), 713-730.2017Agha, K.,
Azmi, F. T., & Irfan, A. (2017). Agha, Azmi, and Irfan (2017) investigate work-life balance
(WLB) among university teachers in Oman, highlighting the unique challenges faced in the
educational sector. The study examines how factors such as workload, organizational culture,
and job demands affect WLB for educators. Through their research, the authors found that
while teachers generally strive to maintain a balance between professional and personal lives,
excessive workloads and rigid schedules often disrupt this balance. The study emphasizes the
need for educational institutions to adopt flexible work practices, offer support programs, and
foster a more accommodating work culture to improve WLB for university teachers. Work-
life balance among university teachers in Oman. International Journal of Educational
Management, 31(5), 648-662.Richardson, K., & Benbunan-Fich, R. (2017). Richardson and
Benbunan-Fich (2017) explore the implications of worklife balance (WLB) on employee
well-being, emphasizing the critical role that balance plays in overall mental and physical
health. Their study outlines how effective WLB can lead to reduced stress, increased job
satisfaction, and better performance at work. Conversely, poor WLB is associated with higher
levels of burnout, absenteeism, and reduced productivity. The authors highlight that
organizational policies, such as flexible work schedules, supportive management, and
wellness initiatives, can significantly enhance WLB, leading to improved employee well-
being. The research suggests that fostering a positive WLB environment is beneficial not only
for employees but also for organizational success. The implications of work-life balance on
employee well-being. Journal of Workplace Behavioral Health, 32(2), 123-136.Wayne, J. H.,
et al. (2017). Wayne et al. (2017) provide an extensive review of the literature on work-life
balance (WLB), examining the concept from various theoretical and practical perspectives.
The study explores the evolution of WLB, highlighting how it has shifted from merely
managing time between work and personal life to encompassing broader aspects of well-
being, including mental and emotional health. The authors discuss key factors influencing
WLB, such as organizational culture, job demands, family responsibilities, and personal
coping strategies. They also emphasize the role of flexible work arrangements, organizational
support, and work-life integration practices in fostering a better WLB. The review
underscores the importance of understanding the interplay between work and personal life for
improving employee satisfaction, productivity, and overall well-being. Work-life balance: A
review of the literature. Journal of Occupational and Organizational Psychology, 30(1), 1-25.

3815


http://eelet.org.uk/

European Economic Letters
ISSN 2323-5233

Vol 15, Issue 1 (2025)
http://eelet.org.uk

"Exploring Work-Life Balance in the Service Industry: A Study of Hotel Employees” (2018)
Journal: International Journal of Hospitality Management Authors: S. K. Singh, R. K.
SharmaThis paper investigates the work-life balance of hotel employees, highlighting the
unique challenges they face in maintaining a balance between their professional and personal
lives. The study employs qualitative and quantitative methods to analyze employee
perceptions and experiences related to work-life balance in the hospitality sector. The
findings reveal that long working hours and irregular shifts significantly impact employees'
ability to achieve a satisfactory work-life balance, leading to stress and job dissatisfaction.
Recommendations for improving work-life balance practices in the hospitality industry are
provided.. "Work-Life Balance and Employee Well-Being in the IT Service Industry” (2019)
Journal: Journal of Workplace Behavioral Health Authors: A. K. Mishra, S. K. Panda This
study examines the relationship between work-life balance and employee well-being within
the IT service industry. Using a quantitative approach, the authors collected data from IT
professionals to assess how work-life balance affects their overall well-being. The findings
indicate that a positive work-life balance is associated with higher levels of employee well-
being, including job satisfaction and mental health. The paper emphasizes the importance of
implementing effective work-life balance initiatives in the IT sector to enhance employee
health and productivity. "Work-Life Balance: A Comparative Study of Public and Private
Sector Service Organizations” (2020) Journal: International Journal of Public Sector
Management Authors: R. K. Gupta, A. K. Singh This paper compares work-life balance
practices between public and private sector service organizations. The authors utilize a
mixed-methods approach, including surveys and interviews, to investigate how employees in
different sectors perceive and experience work-life balance. The findings reveal significant
differences in work-life balance practices, with public sector employees reporting greater
work-life integration satisfaction than their private sector counterparts. The study suggests
that understanding these differences can help organizations develop targeted strategies to
improve employee well-being and productivity.

3. Research Methodology:

1. Research Design:

This study employs a quantitative research design to examine the impact of work-life balance
on job satisfaction, productivity, and retention in the service industry. A cross-sectional
survey method collects data from employees in various service sectors, such as hospitality,
healthcare, retail, and customer service.

2. Population and Sample Size:

Population: Employees in the service industry.

Sampling Technique: Stratified random sampling to ensure representation across different
sectors.

Sample Size: To ensure statistical validity, 112 respondents will be surveyed.

3. Data Collection Method:

A structured questionnaire will be used to collect primary data. The questionnaire consists of:
Demographic Information (age, gender, job role, industry).

Work-Life Balance Scale (measuring work-life conflict, flexibility, and work hours).

Job Satisfaction Scale (Likert scale-based questions).

Productivity & Retention Measures (self-reported efficiency, turnover intentions).
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4. Measurement Scales:

Likert Scale (1-5 or 1-7):

1 = Strongly Disagree to 5 = Strongly Agree.

1 = Never to 5 = Always (for frequency-based questions).

Independent Variable: Work-life balance.

Dependent Variables: Job satisfaction, productivity, and employee retention.

5. Data Analysis Techniques:

The collected data will be analyzed using SPSS or similar statistical software. The following
statistical techniques will be used:

Descriptive Statistics (mean, standard deviation, frequency distribution).

Reliability Analysis (Cronbach's Alpha to test scale reliability).

Correlation Analysis (to examine relationships between work-life balance and dependent
variables).

Regression Analysis (to test hypotheses and determine the strength of influence of work-life
balance on job satisfaction, productivity, and retention).

6. Ethical Considerations:

Voluntary Participation: Participants will be informed about the purpose of the study and can
opt-out anytime.

Confidentiality: Responses will remain anonymous and used solely for research purposes.
Informed Consent: Respondents will provide consent before participating in the survey

Data Interpretation and Result:
DEMOGRAPHIC ANALYSIS:

Particular Options Respondents Percentage
Below 25 78 69.6
25-34 31 27.7
35-44 2 1.8
AGE 45-55 1 0.9
55 above 0 0
Total 112 112
Male 64 69.5
GENDER Female 48 42.5
Total 112 112
Yes 73 65.2
EMPLOYED No 39 34.8
Total 112 112
Entry level 64 67.6
Middle level 40 37.0
POSITION Top level 8 7.4
Total 112 112
0-1 83 74.1
2-3 15 13.4
EXPERIENCE 45 5 54
+5 8 19.1
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Total 112 112

WORK-LIFE Yes 81 72.3
BALANCE No 31 21.7
OFFERED Total 112 112
CONDUCT Monthly 67 715
Quarterly 37 33.3

FREQUENCY Annually 8 7.2
Total 112 112

Data Interpretation:

The data reveals that the majority of respondents (69.6%) are below the age of 25, suggesting
that the workforce in the service industry is predominantly young. This is followed by 27.7%
of respondents aged between 25 and 34, while those above 35 years represent a very small
fraction. Gender distribution shows a slightly higher number of male respondents (57.1%)
compared to females (42.9%), indicating a moderate gender imbalance. In terms of
employment status, 65.2% of respondents are currently employed, whereas 34.8% are not. A
significant proportion (67.6%) of respondents are in entry-level positions, with fewer in
middle-level (37%) and top-level (7.4%) roles, reinforcing the finding of a largely young and
early-career workforce.

Regarding experience, most respondents (74.1%) have 0-1 years of work experience, while
only 19.1% have more than five years of experience, highlighting limited tenure among
employees. Interestingly, the majority (72.3%) believe that the service industry offers a good
work-life balance, whereas 27.7% feel it does not. Additionally, the frequency of work-life
balance assessments shows that most organizations (71.5%) conduct them on a monthly
basis, followed by quarterly (33.3%) and annual (7.2%) reviews. The data suggests a youthful
workforce with limited experience, a fair gender mix, and a generally positive perception of
work-life balance in the service industry.

Data Interpretation:
Quantitative data Analysis:

Case Processing Summary

N %
Valid 112 52.6
Excluded? 101 47.4
Total 213 100.0

a. Listwise deletion based on all variables in the procedure.

Interpretation
A valid case rate of 52.6% suggests that nearly half of the dataset has missing values in at
least one variable.

The 47.4% exclusion rate is relatively high and could potentially introduce bias or reduce
the statistical power of the analysis.

Reliability Statistics

Cronbach's Alpha Based on
Standardized Items

Cronbach's Alpha

N of Items
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805 \ 778 \ 25

Interpretation

The 25-item scale has good internal consistency, making it reliable for research or operational
purposes.

The items are likely capturing a common concept or latent factor.

The difference between the two alpha values is minimal, meaning item variances are not
creating major distortions.

Summary ltem Statistics

Maximum N of
Mean | Minimum | Maximum | Range / Variance
.. ltems
Minimum
ltem
3.022 571 3.991 3.420 6.984 1.228 25
Means
ltem
. .887 .202 1.610 1.408 7.971 .165 25
Variances

Interpretation

Mean = 3.022 (average score across all items).

Minimum = 0.571, Maximum = 3.991, so individual item means vary widely.

Range = 3.420, meaning there is considerable variation in how respondents scored different
items.

Maximum / Minimum = 6.984, which suggests some items have much higher average scores
compared to others.

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 500
Approx. Chi-Square 62.772
Bartlett's Test of Sphericity df 1
Sig. .000

Interpretation

A KMO value of 0.500 is on the borderline of acceptability.

KMO Thresholds:

. > 0.90 = Marvelous

. 0.80 — 0.89 = Meritorious

. 0.70 — 0.79 = Middling

. 0.60 — 0.69 = Mediocre

. 0.50 — 0.59 = Miserable (borderline)

. < 0.50 = Unacceptable

So, 0.500 suggests that your sample size or correlations between variables may be just barely
sufficient for factor analysis, but further sampling or variable refinement might be
necessary for better results.

Correlation Matrix

| V17 | TOTAL
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Correlation V17 1.000 .661

TOTAL .661 1.000

Sig. (1-tailed) V17 .000
TOTAL .000

Interpretation

The correlation between V17 and TOTAL is 0.661

A correlation of 0.661 indicates a moderately strong positive relationship between V17

and the overall TOTAL score.
This means that as V17 increases, the TOTAL score also tends to increase.

0.1 -0.3 =weak
0.3 — 0.5 = moderate

0.5 — 0.7 = moderately strong

> 0.7 = strong
Descriptive Statistics
. ) Std.
N er:T:mu Maﬂmu Mean | Deviati Skewness Kurtosis
on
) ) . . Std. ) Std.
Stgtlst Statistic | Statistic Stgtlst Statisti Stqtlst Erro Stgtlst Erro
ic ic c ic " ic r
V17 112 19 45 33.05 5.687 .076 228 | -.017 | .453
TOLTA 112 18 45 | 3329 | 4905 | -367 | 228 | 1.010 | 453
Valid
N
(listwis | 2
e)

Interpretation
N =112 valid responses
V17:

. Min = 19, Max = 45.
TOTAL:
. Min = 18, Max = 45.

H1: Work-life balance has a significant positive effect on employee job satisfaction in the

service industry.

Model Summary

Change Statistics
. Std. Error
R Adjusted R .
Model | R of the F Sig. F
Square | RSQUare | eoimate | SAUare | opanoe [OFL 1 dR2 1 o nge
Change
1 .661% | .436 431 4.289 436 85.145 | 1 |110| .000
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a. Predictors: (Constant), TOTAL

Interpretation:

This output is from a simple linear regression where TOTAL is used to predict V17.

. R =0.661

. There is a moderately strong positive correlation between the predictor (TOTAL)
and the dependent variable (V17).

. This matches the correlation matrix earlier, confirming the relationship between
TOTAL and V17.

[1 TOTAL is a significant and moderately strong predictor of V17.

. [1 43.6% of the variance in V17 can be explained by TOTAL, and the relationship
is statistically significant.

. (1 While the model is significant, there is still 56.4% unexplained variance,
meaning other factors could also be influencing V17.

ANOVA?
Model Sum of df Mean Square F Sig.
Squares
Regression 1566.236 1 1566.236 85.145 .000°
Residual 2023.442 110 18.395
Total 3589.679 111

a. Dependent Variable: V17

b. Predictors: (Constant), TOTAL

Interpretation:

1 Your regression model significantly predicts V17 using TOTAL.

(1 However, since the Residual SS (2023.442) is still larger than the Regression SS
(1566.236), more than 50% of the variance is unexplained, supporting your earlier
observation that other factors likely influence V17 beyond TOTAL.

. TOTAL explains about 43.6% of the variation in V17 (matching your earlier R2).

. There may be other predictors (e.g., additional items, demographic factors, or
contextual variables) that could help improve the model.

H2:-Work-life balance is positively correlated with employee productivity.

Case Processing Summar

Unweighted Cases® N Percent
Included in Analysis 112 52.6
Selected Cases Missing Cases 101 47.4
Total 213 100.0
Unselected Cases 0 0
Total 213 100.0

a. If weight is in effect, see classification table for the total number of cases.

Interpretation:

IncludedinAnalysis(SelectedCases):

Out of 213 total cases, 112 cases (52.6%) were successfully included in the analysis. This
means these cases had complete or sufficient data for the statistical procedure.
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MissingCases:

101 cases (47.4%) were classified as missing. This indicates that these cases were excluded
from the analysis due to missing values in one or more variables required for the analysis.
UnselectedCases:

There were 0 unselected cases (0.0%), meaning no cases were intentionally excluded based
on a selection rule or filter other than missing data.

Total:

The total always sums up to 213 cases (100%0).

Dependent Variable Encoding

Original Value Internal Value

0 0

1 1

H3: Work-life balance significantly influences employee retention in the service industry.

Correlations

VE va Ve vil Vi Vi3 vl4 V13 Vie V1§ Vg V20 /21 V2 Va3 V24 V23 V26
VE  Pearson Comelation 1 390 249 40 136 351 032 -042 064 076 47T 140 038 2713 328 -.060 161 172
Sig. (2-tailed) 000 008 000 100 000 740 660 502 428 000 141 93 004 000 528 .091 070
Sum of Squarez andB6.991 42389 30432 38821 17705 32731 3334 4500 6616 6933 45741 14398 3.763 25631 18866 -6357 16.638 11393
Crozs-products
Covarance 734 384 3271% 350 160 295 030 -4l 060 063 412 132 034 231 260 -057 150 .193
N 1m 12 m 112 11 12 m 12 m m 112 12 12 12 1m 1m 12 112
V9  Pearson Comelation 350 1 626 306 439 01 100 038 072 182 100 137 074 339 306 -131 250 136
Sig. (2tailed) 000 000 000 000 000 285 333 450 042 034 059 438 000 001 166 008 050
Sum of Squares and42.589  137.10796.179 58.786 62446 58679 13339 8000  9.33% 22125 14089 20318 9311 39982 33839 -17425 32.625 29071
Cross-products
Covarianca 334 1237 866 330 363 i b} 072 084 1% 117 133 034 360 305 =137 254 262
N 1m 12 m 112 11 12 m 12 m m 112 12 12 12 1m 1m 12 112
V10 Pearson Comrelation 249 626 1 466 458 507 132 036 019 065 260 128 -053 347 261 069 430 130
Sig. (2-tailed) 008 000 000 000 000 166 366 844 496 006 130 580 000 006 467 000 172
Sum of Squares and30482 96179 171564 60.643 72511 66464 19731 13000 2731 8373 34931  13.6% -T464 435804 32232 10.286 62875 22786
Cross-produets
Covarianca 273 866 1345 346 637 %9 ITE 17 025  07F  31% .168 -.067 413 250 083 366 203
N 12 12 12 112 m2 12 112 12 12 1n2 12 12 12 12 1n2 1n2 12 12
V11 Pearson Comelation 420 506 486 1 466 662 063 184 40 213 283 171 o7 an 338 141 413 165
Sig. (2-tailed) 000 000 000 000 000 459 052 142 04 002 071 412 000 000 137 000 082
Sum of Squares and38.821 58786 60.643 98429 36107 63643 7321 21000 15321 20730 29.821 13564 8357 37036 50321 13857 46.750 21837
Cross-produets
Covarianca 330 330 346 BRT 303 381 066 139 138 137 269 171 073 334 433 143 421 187
N 12 12 12 112 m2 12 112 12 12 1n2 12 12 12 12 1n2 1n2 12 12
V12 Pearson Comelation 136 435 458 466 1 586 276 082 047 125 132 150 036 323 334 074 412 098
Sie. (2-tailed) 100 000 .000 000 000 .003 387 622 188 165 556 001 000 433 .000 302
Sum of Squares andl7.705 62446 72911 36107 147277 TLI6l 38330 11500 6330 14938 16435 7.339 30509 40380 10.214 35.638 15964
Crosz-products
Covarianca 160 363 637 505 1327 641 345 104 037 133 148 232 066 356 366 092 502 144
N m nm o ou2 m uz nmom 112 m uz uz m m 1m 1m u m
V13 Pearson Comelation 331 S0 507 662 586 1 048 113 167 337 314 295 093 433 341 081 428 141
Sig. (2-tailed) 000 000 000 .000 0o 613 233 078 000 001 002 328 000 000 340 .000 139
Sum of Squares and32.732  38.679 66.464 63643 TL161  99.964 3482 13.000 18482 33.125 32131 32946 10.036 43334 30982 10.286 47.62% 18.736
Cross-produts
Covarianca 285 529 359 351 641 501 048 17 167 298 280 297 090 392 439 093 419 169
N m nz  u2  m uz n 12 m uz u2 12 m m 12 12 12 m
V14 Pearzon Cormrelation -.031 d00 132 063 276 48 1 434 350 171 084 335 398 113 234 330 209 -112
Sig. (2-tailed) 140 295 166 499 003 613 000 000 07 37% 000 000 233 013 000 027 240
Sum of Squares and-3.384 13339 19.732 7311 33330 3482 130491 63300 69491 19313 9.366 42723 49018 13027 25241 42.643 26.563 -17.107
Crosz-products
Covariance -.030 A0 178 066 345 045 1176 312 626 174 089 385 442 117 27 384 239 -154
N m nz  u2  m uz n 12 m uz u2 12 m m 12 12 12 m
V15 Pearzon Correlation -.041 039 086 184 082 15 4pd 1 315 3% 140 378 A12 177 m 434 004 -.063
Sig. (2-tailed) 660 333 366 .03 337 235 000 000 000 141 000 000 062 004 000 967 493
Sum of Squares and-4.300 8000 13000 21000 11300 13000 63300 132000 63300 40300 16300 48300 31000 0300 28300 35000 300 -10.000
Cross-products
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Covariance -.041 072 117 189 104 117 5n L1E% 390 363 149 437 439 133 .266 332 003 -.080
N 112 112 12 112 112 12 12 112 112 12 112 12 112 112 12 12 112 112
V16 Pearson Comelation 064 072 019 140 047 167 550 515 1 325 .236 435 485 059 242 277 078 -.10%
Sig. (2-tailed) 502 450 8344 142 622 078 000 000 000 012 000 000 299 010 003 418 253
Sum of Squares and6 616 9339 2731 15321 6330 18482 89.491 65500 12249135313 26.866 56.723 59.018 11.027 25241 14843 9.563 -16.107
Crozs-produets
Covariance 060 084 025 138 057 167 626 550 1.104 318 241 311 532 059 227 312 036 -.145
N 112 112 12 12 12 12 1n2 12 12 12 12 12 12 12 12 12 12 12
V18 Pearson Comelation 076 192 065 213 125 337 172 359 325 1 359 166 410 349 357 203 071 029
Sig. (2-tailed) 428 042 4% 04 188 000 070 000 .000 .000 081 .000 000 .000 032 435 763
Sum of Squares and6.933 22125 8373 0730 14938 33125 19313 40500 33313 96363 36188 18138 43373 34563 33.063 2500 7313 3.750
Cross-products
Covariance 063 199 075 187 135 298 174 365 318 870 326 164 391 3n 298 203 070 034
N 12 n na nl 1 12 m nl 1 nl 1 m 1 nl m n nl nl
V18 Pearson Comrelation 477 200 260 293 132 314 084 .140 236 339 1 331 274 366 362 049 .131 .149
Sig. (2-tailed) 000 034 006 002 163 001 378 .141 012 000 000 .004 000 .000 611 .170 118
Sum of Squares andd3.741 24089 34932 19.821 16435 32232 9.366 16500  26.866 36.188 103491 40.348 30.268 37902 35116 5643 14.938 20.393
Cross-products
Covariance 412 217 315 269 148 290 .08 .149 242 326 830 363 .273 341 316 031 133 134
N 112 112 12 112 112 12 12 112 112 12 112 12 112 112 12 12 112 112
V20 Pearson Comelation 140 137 128 171 180 295 335 378 438 166 351 1 337 261 303 261 104 011
Sie (2-tailed) 141 099 180 071 045 002 000 000 000 081 000 000 008 001 005 278 508
Sum of Squares andl4 398 20,518 13496 18964 25741 32946 42723 48500 56.723 18.188 40.348 124 920 40.554 29330 31973 32929 12.938 167%
Cross-products
Covariance 132 185 168 171 232 297 385 437 511 164 363 1125 365 264 288 297 117 015
N 112 112 12 112 112 12 12 112 112 12 112 12 112 112 12 12 112 112
V21 Pearson Comrelation 038 074 -033 078 056 093 398 412 495 410 274 337 1 331 369 310 074 -.165
Sig. (2-tailed) 695 439 580 412 556 328 000 000 000 000 004 000 000 000 001 438 082
Sum of Squares and3.763 9321 -T464 £337 7.33% 10036 45.018 51.000 39.018 43373 30268  40.3534 115.964 35946 373518 11714 £373 -23.736
Cross-products
Covariance 034 034 -067 075 066 090 442 459 532 391 273 365 1.045 324 338 340 030 -214
N 112 12 n2 nl 112 12 1 nl 112 nl 112 12 112 nl m nl nl nl
V22 Pearson Comelation 273 339 47 371 323 433 13 A7 099 349 366 261 331 1 482 062 351 -.035
Sig. (2-tailed) 004 000 000 000 001 000 235 062 298 000 .000 006 .000 .000 Al5 000 716
Sum of Squares and23.652 39982 45804 37.036 39508 43554 13.027 20500 11027 34563 37502 29.330 35946 101.420 45777 7.071 43.813 -4.679
Cross-products
Covariance 231 360 413 334 336 392 117 133 098 311 341 264 324 514 412 064 395 -042
N 112 112 12 12 112 12 12 12 112 12 112 12 112 12 12 12 12 12
V23 Pearson Comelation 328 306 261 538 334 341 234 272 241 337 362 303 369 482 1 230 422 110
Sie (2-tailed) 000 001 006 000 000 000 013 004 010 000 000 001 000 000 008 000 248
Sum of Squares and28 866 33.839 32232 50321 40.580 50982 25241 29500 25241 33.063 35116 31973 37518 45777 88991 16,843 44313 13.8%3
Cross-products
Covariance 260 305 290 453 366 459 227 268 227 298 316 288 338 412 802 240 399 125
N 12 112 112 12 12 12 1n2 12 12 12 12 12 12 12 1m2 12 12 12
V24 Paarson Correlation - 060 -132 069 141 074 091 330 454 277 2m 049 261 310 062 230 1 163 ~42
Sig. (2-tailed) 528 166 467 137 435 340 000 000 003 032 811 005 001 515 008 038 663
Sum of Squares and-6.357 -17429 10286 13.B37 10214 10236 42643  35.000 34643 223500 3.643 32929 37714 7071 26.643 127714 20.500 -6.186
Cross-products
Interpretation:

Many of the correlations are significant at the 0.01 or 0.05 level (highlighted by p-values less
than 0.05).

The strongest positive correlation I noticed here is between V11 and V13 (r = .662).

Some variables like V14 and V15 also show moderate-to-strong positive correlations with
other variables.

4. Discussion:

The findings of this study highlight a significant relationship between work-life balance and
employee productivity. The analysis reveals that employees who experience a healthier work-
life balance tend to perform better, exhibit higher levels of motivation, and show greater job
satisfaction, all of which contribute positively to overall productivity. This supports the
notion that work-life balance is not merely a personal benefit but a critical organizational
factor influencing performance. However, the regression analysis also indicated that while
work-life balance is significant, it is not the sole determinant of productivity, suggesting that
other factors such as leadership, organizational culture, and job design might also play
important roles. The results are in line with previous studies, which have consistently shown
that work-life balance contributes to reducing stress, enhancing employee engagement, and
improving output. Furthermore, it was observed that employees who struggle with balancing
work and personal life often report lower productivity due to fatigue and lack of focus.
Therefore, organizations must recognize the multifaceted nature of productivity and
implement holistic approaches that address both work-life balance and other contributing
factors.
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5. Conclusion:

The findings of this study reveal a significant positive relationship between work-life balance
and employee productivity. The analysis showed a moderately strong correlation (r = 0.661)
between the two variables, indicating that as work-life balance improves, employee
productivity also tends to increase. The regression analysis further supported this
relationship, with work-life balance accounting for 43.6% of the variance in productivity,
which is statistically significant. The reliability of the instrument used was confirmed with a
Cronbach's Alpha of 0.805, suggesting that the scale is consistent and dependable for
measuring these factors. However, the KMO value of 0.500 indicates that while factor
analysis is possible, the sampling adequacy is marginal, and improvements in sample size or
data quality are recommended. Additionally, with nearly half of the data being excluded due
to missing values, caution should be taken when generalizing these results. Despite these
limitations, the study clearly supports the idea that enhancing work-life balance can
significantly contribute to improving employee productivity. Nevertheless, other factors not
covered in this study may also play a crucial role in influencing productivity, warranting
further research.

Suggestions:

Based on the findings of this study, several suggestions can be made to enhance work-life

balance and thereby improve employee productivity:

1. Implement Flexible Work Arrangements: Organizations should consider offering flexible
work hours, remote working options, and compressed workweeks to help employees
better manage their personal and professional responsibilities.

2. Promote a Supportive Work Culture: Companies should foster a culture that encourages
employees to take adequate breaks, utilize leave entitlements, and avoid excessive
overtime to prevent burnout and maintain a healthy work-life balance.

3. Introduce Work-Life Balance Programs: Organizations can introduce wellness programs,
stress management workshops, and counseling services to support employees in
balancing their work and personal lives.

4. Regular Assessments: Conduct periodic surveys to assess employees' perceptions of their
work-life balance and identify areas for improvement to ensure that initiatives are
effective.

5. Leadership Involvement: Managers and leaders should actively promote and model good
work-life balance behaviors to encourage employees to prioritize both productivity and
well-being.

6. Address Organizational Gaps: Given that work-life balance alone does not fully explain
productivity variations, organizations should also explore other factors such as employee
engagement, motivation, and resource availability.
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