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Abstract:

This study aimsto clarify how people manage the demands of their personal and professional lives to achieve sustainable career progress and
happiness by examining the complex interactions between work-life balance and career management. In this study, the researcher
exploresthefactorsthatcontributetothework-lifebalanceandcareermanagement. Achieving equilibrium in professional and personal lives plays
crucial role in career management of anyindividual. Theresearchprimarilyfocusesonthework-lifebalancewhichplaysavitalpart for both
individuals and organizations. Proper balance of personal and professional life helps employees to achieve greater productivity in their job.
A key component of the objective is effective career management, which includes techniques like prioritizing work, establishing limits ,and
encouraging self care routines. The study also evaluates how employees are ableto balance their work life. The primary objective of research
is to analyze how employees manage their work life and what contributes to up-skill their career.The suggestions from this study help
organization to better understand th erequirements and preferences of its employees, and thereby improving the work-life balance, career
management and overall productivity.
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1.Introduction:

The concept of “Work-Life balance” comes under the Grievance redressal domain under Human Resource Management. The ability of an
individual to manage their personal and professionalobligationswhileyetfindingtimeforrelaxationandrecreationisknownas work-life balance.
Every person has a distinct definition of what their ideal work-life balance is. A strategy called "work life balance" aids employees in striking
a balance between their lives at home and at work. To achieve a healthy work-life balance, employees are encouraged to
prioritizetheirtimeandsetasidetimeforthingslikefamily,health, vacations andprofessional travel in addition to other activities. This notion
holds significant value in the business sector as it fosters employee motivation and strengthens their allegiance to the organization. However,
corporations view career management as including all of the many procedures and
guidelinesthatareputintoplacewiththeintentionofmeetingtherequirementsofasufficient percentage ofworkers who possess a high level
oftraining. To guarantee that an organization retains productive employees, career management is essential. Work-life balance helps
businesses manage their careers better since it increases employee retention. Conversely, a work-lifebalancehelps a companygrow and
achieveits goals forthefutureofits employees. Everyhumanresourcepersonnelisrequiredtoensurethat theiremployeeshaveproperwork- life
balance so that they may have a better career management.

2.ReviewofLiterature

2.1 SRaja,Dr.MGanesan(2020).Thelmpactofthe Work-lifeBalanceonthe Wellbeingof the Employees in the IT Companies at Chennai.

The work-life balance of female employees in Chennai-based IT organizations is the main emphasis of this study. Under general, the work
environment is challenging for everyone. Women under these circumstances must prioritize their careers in addition to taking care of
theirchildren.Inasamevein,peoplemustsuccessfullymanagetheirpersonalandprofessional
lives.Manypeoplefinditchallengingtomanagetwolives. Thisistheprimaryjustificationfor
whybusinessesprovidetrainingprogramstohelpstaffmembersmanagetheirstresslevelsand lead healthy lives. Research examines the work-life
balance of employees at IT companies using 100 sample sizes. The pay policy should be equitable and free from discrimination, as many
employees rely on their wage as their primary source of motivation to remain in their current field.

Dr. Ekta Sharma, Madhuri Jha (2021). Work-life Balance:AKey to positive workplace attitudes.
Thisarticlefocusesonthekeycomponentsofthepositiveattitudeintheworkplace.Supporting organizationalpolicy Work-lifebalanceiscrucial
forkeeping existing ones. It is well established to have a major impact on workers' attitudes, behaviors, and the general efficacy of the
company. Employers are using this technology more frequently now

2.2 Munwari Padmanabhan, S Sampath Kumar (2016). Work-life balance and Work Life Conflict on Career Advancement of Women
Professionals in Information and Communication Technology Sector, Bengaluru, India
Sevendifferentcommunicationandinformationtechnology(ICT)organizationsinBengaluru,
Indiaprovidedinformationalandcommunicationstechnologies(ICT)women employeeswhose dynamics of socioeconomic, personal, and
career progress were analyzed. This study emphasizes on how work and family-related issues affect women professionals' work-life balance
and job conflict.

2.3 G S Swaminathan, A Chandramohan, Dinesh Kumar Manickam (2023). Factors Influencing Work-life Balance Among the Paramedical
Professionals in a Hospital Industry.ln this article, the elements influencing the work-life balance of paramedical professionals
employedbygroupfirmsinthehealthcaresectorin TamilNadu, India, areidentified. Usinga random selection technique, 121 respondents who were
involved in different operations were chosen. Questionnaires were used to get primary data. The questionnaire contained twelve
factorsthatinfluencework-lifebalance. Theresponsesfrombothstaffmemberswereevaluated using a five-point Likert scale.

3.0 ProblemStatement

Work-life balance is becoming a more pressing issue for both companies and workers these days. Employee productivity is often correlated
with work-life balance, which largely relates to an employee's capacity to appropriately allocate between work and his or her way of life,
social life, health, family, etc. Thisstudyisconductedtocounttheeffectofwork-lifebalanceofemployees(workinghours,
flexibility,remoteworkoptions,jobstress,jobsatisfaction,personallife,work-lifeintegration,  career  development) on  organizational
performance to assess whether there is an impact of working hours on professional and personal life. In addition, it will be assessed whether
there isapositiveandsignificantrelationshipbetweenthework-lifebalanceandcareerdevelopment.

4.0 Objectivesofthestudy

4.1 Primary Objective:

° Tostudy thelevel ofsatisfaction inthe workschedule ofemployees(correlation)
° Toanalyzetheflexibilityandremotework optionsprovidedto employees

° Tostudy theways inwhich employeesprefer toup-skilltheircareer

°

Tooffersuggestionstocontrol stressarisingduetowork pressure
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ELSEVIER
5.0 Limitationstothestudy
L] Astheemployeeswerebusywiththeirwork,ithadbeendifficultfortheresearcherto collect the responses.
° Thedatatotallydependsontherespondent’sviewwhichmightbeinaccurateor biased.
L] Thestudy waslimited toabriefperiod only.
L] Findingsfromasinglestudyconductedinaspecificcontextmaynotapplytoother contexts or publications.
6.0 Research Methodology

6.1 ResearchDesign

A research design is the arrangement of parameters for data collection and analysis with the aim of balancing procedural economy with
relevance to the study goal.

6.2 Research Design

The researcher adopted descriptive research design to enhance data reliability and minimize bias by selecting and analysing various
parameters for efficient data collection and analysis.

6.3 Sample Design

The researcher adopted convenient sampling techniqueas the sampling technique.

6.4 Sampling Method

The study employs convenience sampling, selecting population elements based on their accessibility. The sample sizeis 107

6.5 Data AnalysisandInterpretation

Data Collection Methods

Primary Data - Such as questionnaires, is original and collected by researchers for specific purposes. Secondary Data -This research uses
secondary sources, including a magazine, to gather information that is already available in the market.

6.6. DistributionoftheRespondentsbytheirWorkExperience

\WorkExperience No. of Respondents PercentageoftheRespondents(%6)
0-1year 19 17.8

1-2years 36 33.6

2-4years 30 28

IAbove4 years 22 20.6

Total 107 100

Inference:

From the above table it is clear that, 33.6 % of the respondents have 1-2 years of experience, 28%oftherespondentshave2-
4yearsofexperience,20.6%oftherespondents haveabove4 years of experience and 17.8% of the respondents have 0-1 year of experience.
Therefore, majority of the employees working inAmbient Business Solutions Pvt Ltd, Chennai has 1-2 years of work experience.

Chart6.6.1 DistributionoftheRespondentsbytheirWork Experience

Source:PrimaryData

6.7 DistributionoftheRespondentsbytheirWorkingHoursper day

@ 0-1 year
@ 1-2 years

2-4 years

@ Above 4 years

\Workinghoursperday No. of Respondents PercentageofRespondents (%)
7-8hours 17 15.9

8-9hours 81 75.7

9-10hours 9 8.4

>10hours 0 0

[Total 107 100

Inference:

From the above table it is clear that, 75.7 % of the respondents work 8-9 hours every day, 15.9% of the respondents work 7-8 hours every
day, and 8.4 % of the respondents work 9-10 hourseveryday. Therefore,majorityoftheemployeesworkinginAmbientBusinessSolutions Pvt
Ltd, Chennai work 8-9 hours every day.
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Chart6.7.1.DistributionoftheRespondents bytheirWorkingHoursperday

Source:PrimaryData
6.7 Distribution of the RespondentsbytheirCurrent workschedule

Inference:

@ 7-8 hours
@ 8-9 hours
» 9-10 hours
@ > 10 hours

WorkSchedule No. of Respondents PercentageofRespondents (%)
8.30am— 5.30pm 26 24.3
9.00am- 6.00pm 42 39.3
9.30am-— 6.30pm 28 26.2
10.00am- 7.00pm 11 10.3
[Total 107 100

Fromtheabovetable,39.3%oftherespondentsworkscheduleis9.00am- 6.00pm,26.2%of the respondents work 9.30am- 6.30pm, 24.3% of the
respondents work 8.30am-5.30pm, and 10.3% of the respondents work 10.00am-7.00pm. Therefore, majority of the employees work schedule
is 9.00am-6.00pm.

Chart6.7.1 DistributionoftheRespondentsbytheirCurrent workschedule

A

Source:PrimaryData

7.1

IndependentSampleT Test

@ 8.30am - 5.30pm
@ 9.00am - 6.00pm
£ 9.30am - 6.30pm
@ 10.00am - 7.00pm

Null Hypothesis(HO): Thereisnosignificantdifferencebetweenworkexperienceand flexibility or remote work options provided to the

employees.

AlternateHypothesis(H1): Thereisasignificantdifferencebetweenworkexperienceand flexibility or remote work options provided to the

employees.
Table7.1.1 Differencebetweenworkexperienceandflexibilityorremotework options provided to the employees
GroupStatistics
\WorkExperience N Mean Std. Deviation Std.Error Mean
Flexibility 0-1year 19 1.47 .513 .118
1-2years 36 1.50 .507 .085
IndependentSamplesTest
Levene's Test
forEqualityof t-testforEqualityof Means
\Variances
Mean Std. Error [95% Confidence
Sig. Significance Difference [Difference |Intervalofthe Difference
F One- Two- Lower Upper
it df Sidedp [Sidedp
Flexi Equal .096 .757 - 53 428 .856 -.026 .144 -.316 .263
bility  |variances .182
assumed
Equal - 36.3  |428 .857 -.026 .145 -.320 .267
\variances 182 |77
not
assumed
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Inference

° In the Levene’s test for equality ofVariances, the Sig. value is 0.757 which is greater than0.05. Hence, theSig. (2-tailed)p valueis
0.857. and 0.857 >0.05. So, weaccept the Null Hypothesis (HO) and reject theAlternate Hypothesis (H1)

° Thus,thereisnosignificantbetweenworkexperienceandflexibilityorremotework options provided to the employees.

7.2 MannWhitneyU Test

NullHypothesis(HO): Thereisnosignificantdifferencebetweengenderoftherespondents and flexibility or remote work options provided to the
employees.

AlternateHypothesis(H1): Thereisasignificantdifferencebetweengenderofthe respondents and flexibility or remote work options provided
to the employees.
Table7.2.1Differencebetweengenderoftherespondentsandflexibilityorremote work options provided to the employees.

Ranks
Gender N MeanRank Sum of Ranks
Flexibility Male 52 54.46 2832.00
Female 55 53.56 2946.00
Total 107
TestStatistics
Flexibility
Mann-WhitneyU 1406.000
WilcoxonW 2946.000
Z -.189
Asymp.Sig. (2-tailed) .850
a. GroupingVariable:Gender

Inference

° From the abovetable, it isobserved that the Sig. (2-tailed)value (p)is0.850 which is
greaterthan0.05i.¢.0.850>0.05andhence,weaccepttheNullHypothesis(HO)and reject the Alternate Hypothesis (H1).

° Thus,thereisnosignificantdifferencebetweengenderoftherespondentsand flexibility or remote work options provided to the employees.
7.3 One-WayANOVA:

NullHypothesis(HO): Thereisnosignificantdifferencebetweentheageoftherespondents and the ways in which employees upskill their career.
AlternateHypothesis(H1): Thereisasignificantdifferencebetweentheageofthe respondents and the ways in which employees upskill their
career.

Table7.3.1 Differencebetweentheageoftherespondentsandthewaysinwhich employees upskill their career.
Descriptives

Upskill thecareer

N Mean Std. Std. 95% Confidence |Minimum Maximum
Deviation Error IntervalforMean
Lower Upper
Bound Bound
20-25 |38 2.18 1.010 .164 1.85 2.52 1 4
26-30 |33 2.21 .820 1143 1.92 2.50 1 4
31-40 |24 2.58 .830 .169 2.23 2.93 1 4
>40 12 2.17 718 .207 1.71 2.62 1 4
Total 107 2.28 .888 .086 2.11 2.45 1 4

TestsofHomogeneityofVariances

Levene Statistic dfl df2 Sig.
Up- BasedonMean 2.438 3 103 .069
skillthe BasedonMedian 2.102 3 103 .105
career BasedonMedianand with adjusted df [2.102 3 102.755 .105
Basedontrimmedmean 2.481 3 103 .065
ANOVA
Upskill thecareer
Sumof Squares df MeanSquare F Sig.
BetweenGroups 2.863 3 .954 1.218 .307
\WithinGroups 80.726 103 .784
[Total 83.589 106
Inference:
° Fromtheabovetable,Itisobservedthatp=0.307whichisgreaterthan0.05i.e.0.307

>0.05andhence,weaccepttheNullhypothesis(H0)andrejecttheAlternate hypothesis (H1)
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® Thus,thereisnosignificantdifferencebetweentheageoftherespondentsandtheways in which employees upskill their career.

8.0 Results and Discussion

8.1.1 Findings

® Majorityoftherespondentsareunder26-3 l years ofage andleastrespondentsbelong to the age group of above 40 years

® Majorityoftherespondentsare female.

® Majorityoftherespondentshaveaworkexperienceofl-2yearsandleastofthe respondents have 0-1 year of work experience
°

Majorityoftherespondentswork8-9hourseveryday.

® Majority of the respondents work over-time occasionally and least respondents never work over-time.
8.1.2 Suggestions

® Theorganization can enlarge the existing HR department to handle theHR operations and functioning of the firm more
efficiently.

® Toimproveemployeerelations,theHRdepartmentcanorganizeemployeeengagement activities so that there will be improved
morale and motivation.

® Theorganizationcanadaptemployeeretentionstrategiessothat therewillbean increased level of job satisfaction among
employees.

® Theorganizationcanproviderewardsandrecognitionsothattheemployeesfeel valued, and it helps them in achieving great
results.

® The HR team can organize educational training programs so that the employees canupskill their career.

8.1.3 Conclusion:

Inconclusion,researchonwork-lifebalanceandhowitaffectscareermanagementis important
andhasbroadimplicationsforpeopleandbusinessesalike. Throughanalyzingtheinteractionbetweencareermanagementtacticsandw
ork-lifebalancepolicies,scholarscanprovideinsight into how businesses can better assist their staff members' personal and
professional development.Intheend,cultivatingaculturethatvaluesahealthy balance betweenworkand life not only improves
personal satisfaction but also makes the workforce more resilient and successful in the changing nature of work.
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