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Abstract 

The problem of work/life management in companies and on the home, front is growing to the top 

of the consciousness of both workers and workers. Human resources experts are finding 

solutions in today’s fast-paced world to create a meaningful effect on the bottom line of their 

firms, boost employee productivity, attract workers with relevant organisation expertise, and 

keep track with changes in the workplace. This paper offers a contextual context, evidence and 

workable strategies for companies and workers for the work/life balance of human resources 

practitioners. Three global competitiveness trends, personal life/family beliefs, and an ageing 

population raise problems that intensify the balance between work and life. This article provides 

the opinion that by leveraging work/life initiatives to achieve a strategic edge in the workplace, 

human resources experts may allow their organisations to profit on these variables. The 

connection of work and life has long been a question to many who are involved like working life 

and its contribution to a more outstanding quality of life. 

Keywords: Balance between work-life, human capital, marketplace 

Introduction 

Work-life harmony is a type of metaphor, so what is a metaphor? “Balance” is a dynamic term 

with some interpretations in the English language. As a verb, a balance is a series of weights, a 

measuring apparatus; in clocks, it is often the control gear. If we use the scales, so equilibrium 

happens because there is an equal weight or quantity distribution” (OED); however, this poses 

work-life harmony issues when both sides can be very heavy or very small. In comparison, on 

both sides, the work-life arrangement desired by many cannot mean equivalent weight. Peace, 

though, often has a physical and psychological definition as “body or mental stability,” such that 

suicide is often formally reported as taking one’s life “while disturbing the balance of the mind.” 

However, this variant of the metaphor is far more fitting, as it refers to the body or the mind 

because it suggests both the likelihood of external proof and the possibility of human agency. Put 

another way to observe that someone has lost their equilibrium; because we recognise that 

specific individuals have more outstanding balance than others under some situations and may 

perceive that they have better balance. This gives rise to the need to accept that equilibrium will 

have both an objective and subjective sense and calculation, that it can differ based on situations, 
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and that it can vary through persons as well. The regular six ways to improve work-life balance 

is shown in Fig.1 

 

Fig.1. 6 ways to improve work-life balance 

Work-life balance is about developing and sustaining workplace conditions that are welcoming 

and stable, helping workers to balance work and personal commitments while strengthening 

employee satisfaction and efficiency. 

Numerous research on work-life satisfaction has been performed. 1 in 4 workers reports elevated 

levels of tension between job and family, focused on work-to-family interference and caregiver 

burden, according to a new Canadian survey undertaken by Lowe (2005). If job overwhelm is 

included, then 60 percent of workers surveyed report tension with work and families. The sum of 

time spent at work is the best and most reliable indicator of all the career variables that impact 

work-life pressure. The higher levels of work-to-family tension that supervisors or practitioners 

record are also a result of their extended working hours. Other factors include job stability, 

employer help, co-worker support task conditions or overload, the tension in the job position, 

uncertainty in the job role, job frustration, and pervasive usage of communication technologies 

that blur the boundary between home and work. 

Today’s employers have several overlapping roles, such as jobs, infants, housework, fundraising, 

caring for partners and elderly parents, and this strains people, households, and the 

neighbourhoods in which they live. Conflict in job and life is a significant concern that concerns 

employees, their bosses, and societies. Owing to rising rates of female workforce involvement, 

growing levels of single-parent households, the predominance of the dual-earner family and new 

patterns such as elderly care, this issue tends to grow over time. Globalisation, an ageing world, 

and low unemployment are further exasperating. 
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Work/Life Balance in the Relief Community In the “relief world,” comprising of employee and 

voluntary organisations that offer local and nationwide support and treatment to populations in 

need, the demands of an ageing population in the coming decade are growing the existing heavy 

competition for eligible people in which relief organisations depend. There would not only be 

less fresh, keen, and free-to-travel individuals that will continue to be persuaded that agencies are 

loving bosses, “best-practice” employers. However, more expertise and knowledge would be 

held by older workers who are likely to have family and other obligations and therefore, various 

priorities regarding their work/life balance. Besides, there is no question that the complexities of 

work/life management would impair recruiting, retention, and ability to participate in positions 

of difficulty. Considering these variables, the world’s workers might well have a much more 

vital need for job/life services to recruit and maintain workers. Complete for 

The Detrimental Consequences of Dispute Regarding Work Life 

In addition to hampering the willingness of workers to harmonise employment and personal life, 

lengthy working hours and too demanding occupations are often correlated with health hazards, 

such as elevated intake of smoke and alcohol, weight gain and depression. Numerous physical 

and mental wellbeing effects have been linked with work-life problems. 

Women are more likely to experience elevated levels of task overload and caregiver burden than 

men, according to a 2007 study by Duxbury and Higgins. This is because women expend more 

hours a week on non-employment tasks such as parenting, elderly care and are more likely to be 

liable for voluntary work such as household work than men. In comparison, other findings 

suggest that women often experience fewer spousal encouragement than their male peers for 

their professions. Although women experience higher numbers of work-family conflicts than 

men, the percentage of men reporting work-life conflicts is growing. 

Work-life conflicts have detrimental consequences on personal life. 1 in 4 Canadians complains 

that their job commitments conflict with their desire to meet their responsibilities at home, 

according to the 2007 Duxbury and Higgins survey. Employees are starting to demand 

improvements from their employers, particularly the younger generation experiencing long 

hours, the demands of 24/7 connection and rising strain from globalisation. People in the elderly 

employee segment still work longer today than in the past and need new work schedules to 

satisfy their demands for their lifestyle. 

Present Procedures 

Employers are also progressively conscious of the expensive consequences of overworked 

workers, such as costs of service and efficiency, absenteeism, punctuality, devotion, and results. 

There are five principal factors that corporations are interested in work-life management 

programmes: 
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Strong return on investment, staff recruiting and retention, policy, expenses, and rules for the 

union. 

A broad spectrum of practices is now being used to help workers find a compromise between job 

and life. It is necessary to remember that individual work-life balance interventions help workers 

contend with depression and otherwise function more efficiently. In contrast, other programmes 

help to minimise total amounts of stress by re-balancing work life. 

As part of a compensation plan, the number of companies have launched fitness services or 

reimburse for their worker’s participation in the gym. Fitness coaches or meditation teachers are 

called into the workplace by several firms to offer lunchtime classes. Any firms are 

implementing programmes to enhance the safe eating behaviours of workers. Others have 

services for tension relief that involves stretching, meditation, therapy, as well as bringing to 

work licenced massage therapists. 

 The harmony between work and life is shown in Fig. 2 

 

Fig. 2: Harmony between work and life 

Many businesses provide longer holidays than the two weeks a year mandatory enforced by 

Canadian legislation. Also, “flex” days would be provided by individual companies. 

Interestingly, sick days decline once those are “entitled” to vacations of three weeks or more a 

year. 
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Human resources strategies that may be utilised to improve the work-life balance include the 

introduction of time off instead of compensation plans for overtime, the allocation of a limited 

amount of days of paid leave each year for child care, senior care or personal issues, or the usage 

of tablets and Blackberrys on weekends and evenings. 

 

Any difficulties occur when workers have flexible working hours, such as loss of face-time with 

other employees and not being as open to consumers; these problems may be addressed by 

ensuring that employees negotiate schedules with managers to let customers and other employees 

know their hours of availability. 

Often, businesses can need to reduce the amount of work provided to each employee to satisfy 

employees’ need for work-life balance. Employers may recruit new employees to do this, 

minimise time expended on task-related travel, facilitate job sharing, or reassess the job itself, 

and how it is arranged and coordinated through work process changes or work reengineering. 

Flexible scheduling, according to a survey by Messmer in 2006, is the quality most desired by 

workers. Increased versatility though could undermine rather than boost work-life balance if 

enforced without conditions and used to promote business ends without providing for worker 

approval. 

Tips for creating a healthier relationship between work and life 

▪ Healthy tips include to guarantee that you make the most of your time at work and home: 

▪ Analysing the usage of your time and determining what is essential in fact. Establish a 

new everyday regime to guarantee that the essential items remain the principal stuff. 

▪ Leaving jobs at university. Switch your mobile phone off, close your machine down, and 

establish a firm line between home and work. To guarantee you do not fall back into old 

ways, ask your family to hold you responsible. 

▪ Saying “no to stressful stuff that would later trigger friction. This will encourage you to 

relax and offer them a 100 per cent focus on the areas of your life that you care about. 

▪ Effectively maximising the resources by placing family activities in a standard calendar 

and creating a regular to-do list. Making sure you finish items that are important and do 

not care about the rest. 

Places for Employers to Support Workers 

Employers ought to recognise that a successful worker is a psychologically and physically stable 

person. Having team members work additional hours over the long run just creates frustration. 

As a quality controller, my wife quit her specialist job because her boss did not let her have a 

two-week break to go to a wedding in India. This was after four years of working with the 

organisation, giving it six months’ notice of the trip, and getting three weeks’ leave due. 
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▪ Flexi-hours shortened work weeks, job-sharing, telecommuting, and child-care assistance 

are the forms an individual can boost the work/life arrangement for workers. Such 

alternatives enable workers to retain greater power of their life, helping them to be more 

efficient. 

▪ Your long-term career needs to find a quality work/life balance that fits you. 

▪ To guarantee that you will appreciate your work for several years to come, set solid 

planning in motion now. 

Conclusion 

Evidence indicates that shifts in people management strategies, primarily work time and 

versatility in the workplace, and the growth of optimistic managers, lead to better work-life 

balance. In terms of recruiting, retention/turnover, engagement and happiness, absenteeism, 

efficiency and injury rates, work-life balance systems have been found to affect workers. 

Companies who have adopted work-life balance systems understand that employee benefits 

influence the “bottom line” of the organisation. Parameters are expected to guarantee that all 

staff and the organisation have the optimal influence on services. Six criteria that may be 

considered to measure work-life balance systems include the level of buy-in and preparation of 

managers, how programmes are conveyed to staff, organisational culture, management controls, 

policy on human resources and supervision of employees. Self-management is critical; 

individuals ought to monitor their actions and perceptions of work-life harmony. 
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