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Abstract

In todoy's compgtitive era when both male ond female or¢ working
together, they chore job rolesond reoponaibilities, acknowledgementa,
credibility along with that they have to chare the mental otr¢asin their
own domaina. Receorch otudiechave yiglded recultothat high lgvel of
ottrition eagpecially in cervice cectoraicbecouce of job dicouticfoction
ond foiling of commitmento both in work ond fomily life by ¢ither of
the gendera. Foctorowhich act in motivoting gmployeea, the ctrategico
which the orgonizationc dgvelop to maoke them feel attrocted towordo
their job are ar¢flection of job auticfaction. The otudy revolvesaround
the intrincic ond extrincic foctoro of Herzberg Motivation - Hygigne
Theory. It trigo to find o couce behind work-fomily conflict ond the
necgoonry otepowhich could be token to bridge the gop.

Keywords — Job ooticfoction, Work - Fomily conflict, megntol otrecs,
arategies, Herzberg Motivation — Hygiene, Quoality of Work Lifg
Boalonce (QWLB)

Introduction

Ao per (Teck-Hong, Woheed 2011) in the Herzberg Motivation -
Hygiene Theory, voarious foctorc lik¢ compencotion, recognition,
working policy, achigvement, reoponaibilities, growth etc. offect
employge’amotivation. Out of mony icougounder working policy the
factor which ic primoarily offecting the morale of ¢gmployees” working
ond otote of remaining with the orgonizotion iccolled “Quality of Work
Life Bolonce™.

It hoo been oboerved in certain orgonizations the finoncial inctitution
like bonkg, incrgacing the tromcuction hourc to fulfill cuctomer
aotiofoction octuolly hod on odverse effect on employees both
phyoically ond mentolly leading to fall in work progreco.
Concsgquenceowere remarkobly high on employges who were directly
involved in finonce related cervices. Thicaituation led the gmployercto
think on Quoality of Work Life.

The xgrvice ogctors add a lot to the Groos Domgatic Product (GDP).
Concgquently, aeveral ctudigohave pointed out thot work life balonce
ioougo or¢ mor¢ dominent in the oectors opecificolly Coll Centre
employeea, Information Technology profesoionals, Bonk ¢employee,
Univeraity Acodemicioncor Adminictrative otaffo, Doctorcond othera.
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The otudy on these cectorc projected recultc pointing
towardos Coall Centr¢ ond Information Technology
professionolchad more work life balonce icougscompared to
othera. The reacon behind wac becoucse of working hourg,
jobincecurity, incufficignt lgave arrongement, job otrecoetc.

Meaning of Quality Work Life Balance — It icthe quality
of the comfort ability of the rapport between employeecand
their total working conditions with humon dimg¢ncionc
odded to the proviacion of cerviceo. In o quality of work life,
the quality of life of a percon or group depending on their
otondord of living, public hegalth, cofety ond gengrol
ourrounding, whereags, quality work life deccribeothe foctore
that affect their life cuch aooulary ond other bengfito. It aloo
indicates for o noble cupervicion, appropriote working
¢nvironments, ond decent remungration packoge including o
otimulating, inopiring ond worthwhile job profile.

Significance of Quality of Work Life

*  The philocophy of attaining high quality work lif¢ ic
through employ¢e re¢lations that encourage
orgonization for otrategic e¢ffortc to provide
opportuniti¢cto their workers, oo that they contribute in
lorger oumain their reopective jobo by improving their
overall effectiveneasin job performonce.

*  Willingneoo to come to work ic o reflection of job
ootiofoction. According to (Locke 1976), he defingd
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“job outicfoction acon emotional ctate of mind which ic
argoult of ong‘opoaitive ¢xperience in hicjob.”

Literature Review

(Rog¢lofeen 2002), ctudy chowed reoults by improving the
working environment reduced complointc ond oboentegiom
with on increose in productivity. Ac per (Welle 2000),
workplace pleacure hoc been oacocociated with job
ootiofoction. Lateot reporto chow, employees cuticfoction on
the job, icthrough workplace conditioncond environment. It
ic rgcognized oo on importont foctor for e¢voluoting
productivity of e¢mploygeo. Significontly true, for thooe
employges who opend entir¢ day working on computera.
With orgonizations ucing moximum computerc for
increacing bucingsses on ergonomic deoigne for officgs ond
plont inctollotions hao bgcome mondatory. The ocignee of
Ergonomicoicaloo called biomechonics, ond it haobecome
occepted becouse of demond of workers for morg humon
comfort.

Somg of the atrotegies adopted by componigo opecially the
blue — chipg, to increace work — ploce balonce ond increoce
productivity ond performonce of gmployee’core —

Orgonizational Initiotivec — Ao per (Singh 2013) in o
Stratggic Humon Recource Monogement (SHRM) curvey it
woofound thot top five formal friendly initiotivecore —

* Flexi-time

Family leave above required
leave of Family and Medical
Leave Act (FMLA)

Work Engagements

Dependent care
flexible spending

accoun

Telecommuting on part
time bases

Figure 1: Organizational Initiatives
Source: Individual and Organizational Strategies to Balance Work-life with Indian Way, (Singh 2013)

Supportive Work Culture — (Chawala, Sondhi 2011),
otates, ‘Supportive’ orgomizationoprofile provide a link ond
(Rouoeon 1995), otated that, a poychological controct
between the Individuol ond Orgonizotionol Strotggies to
Balonce Work - life. Thiche¢lpoand ¢nhoncgo hic work/non
work conflict ond ot the cume time increacecond individual’c
aencg of commitment.
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Friendly Initiatives to Resolve Work-Life Conflicts —
(Singh 2013), otatec thot, frigndly policiec con bengfit
employerain retoining highly okilled employeeswho might
otherwice cearch for more cooperative employerc or leave
the workforce entirely. Orgonizationowith frigndly policies
decrgace oboentggiom, increoce productivity, ond con
improve employerd’ ottroction obility.
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Few case studies based on Work Life Balance:
Case—I—Related to Work — Family Conflict

64.2 % of th¢ populotion in Europgon Union ic in
e¢mployment out of which 19.2% ar¢ involved in port-time
employment. Thic ratio trailo over 20 yeorc in Europe
¢opeciolly evident in countrieowhere flexible working, port
—time employment policiesore on the rice.

Conventional theory of 8 hourc of working icno longer in
fachion with the emergence of Informotion Tgchnology,
which encuresemployee muat be availoble for 24/7.

In 2009 reccorch on working tim¢ developmentc woo
conducted throughout Europeon countrigoby The Europeon
foundation. An averoge population of EU ogreed their
weekly working timg¢ woo 38.7 hro. but o contrary report by
full time¢ employeeoof 20 countrigsout of 28 countrigc cuid

36% felt they do
not have enough
time to make

social contacts

27% of workers in
European Union-
spend too much
time at work

they hod long actuol working hourc.

Employ¢esfrom Romonio, Malto, Luxembourg ond UK hod
the higheaot actual working hourcin comparicon to Finlond,
Irglond, Fronce ond Itoly which have the loweat houra.

Theae portcof EU had prevolent icougsof work-life balonce.
Aocper ¢atimation more thon ong-quorter of Europeoncouftfer
from work-fomily conflict (FAMILY ISSUES AND
WORK-LIFE BALANCE)

Case—II—-Related to Time Conflict

The ocurvey wao done toking in conoiderotion both gender
workera. The cummory of the report wao female workero
comploined they hod too little time to meet daily houasehold
chor¢sond molg workercoadmitted they opent too much time
ot work.

28% of workers
felt too little time
with families

aﬁ.sﬁed ‘

Figure 2: Time Conflict Structure
Source: (FAMILY ISSUES AND WORK-LIFE BALANCE)

The figure above chowo a compoaite picture of molg ond
femole genderc ond their reoction towords time conflict

22% of women workers said they were too
tired from work for house hold chores

10% of female employees complained
about time spent at work affected their
family responsibilities

Figure 3: Gender —

between work ond home.

51% of male workers said they do no have
time for their hobbies or interests

50% of males believed family time gott
ovrlapped due to pressure at work

wise Time Conflict

Source: (FAMILY ISSUES AND WORK-LIFE BALANCE)
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Case—III-Related to Health
Rescarcherchave obaerved work —life conflict to be a.cource
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of innumeroble indicotorsof poor health ond unheolthy life-
atyle:-

poor health
and physical
health

increased
anxiety and
depression

less physical
exercise,poor
apetite, fatigue
and proneto
drinking habits

less life
satisfaction

higher levels

of stress and
emotional
exhaustion

Figure 4: Health Indicators
Source: (FAMILY ISSUES AND WORK-LIFE BALANCE)

(Frong, Rucxll, Barngs 1996), conducted o otudy on
underctonding the relationchip of work-fomily conflict,
fomily-work conflict bacgd on health grounde. The outcome
irreopective of genderc indicated on acoociotion with
depreooion, poor phyaical heolth ond heovy olcohol ucngg.
There ic a negative relationchip between works —fomily of
both dirgctions with job-lif¢ coticfaction oo per (Koosek,
Ozeki 1998).

Groupo working under inopportung environment may end
up with low performonce ond foce occupational heolth
dicoes like high oboenteeiom ond turnover. In mony
orgonizotion employgecouffer working condition problemo
related to mentol ond phyacical foctors. According to (Pech,
Slade 2006), employee dicgngogement increaces ond it
becomeo more aignificont to moke workplaces negotively
influgnce. They focuced on indicotorc of dicengogement
which or¢ dictroction, lock of intereat, poor dgciciono ond
high obaence, rather thon the root coucses The phyaical
environment of work ic the key root behind employee’s

gngogement or dicgngogement.
Research Objectives

Thicctudy encompoosecon quality of work life balonce ond
how dog¢c it have on impoct on work performonce. To
underctond the icou¢ we have token few cooe otudigo of
various inductrigc ond have ourveyed IT compony
employ¢eaeapecially aothicaervice cgctor fucgomodt icoueo
inwork lifg balonce.

Sampling

The quectionnoirg woo given to 320 employego from whom
300 were found to be opplicable for onalycic. Only the otate
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of Weat Bengol wasconaidered for the purpoce of compling.
Simple rondom compling woo uced for the proceco. The
omple rondom comple ic meont to bg on unbioced
reprecentotion of agroup.

Primary Data Analysis

The primary dato onolycicto find out the cignificont foctorc
which or¢ offecting Quality Life Work Bolonce of IT
employeeain Weat Bengol haobeen dong using SPSS 21.0.
The primary doto onalyoic moinly focuced ot 1) Extracting
th¢ dimencionc of Quality Life Work Boalonce of IT
employeeo. Initiolly, the Reliobility Stoticticc which ic
Cronboch'c Alpha ond the Koaicer-Meyer-Olkin (KMO)
Meaoure of Sompling Ad¢quacy woo done to find out the
conctoncy of the data ond to determine the degree of the
comple cize accurocy reopectively. Then, Factor Analycic
(PCA) wao dong to extract the poaaible foctors of Quality
Life Work Balonce of IT employega. Finally, 1-comple t-tgot
icuced to define whether o.comple comeao from o population
with aparticulor me¢on. The population me¢on ionot known in
thiccoce, oo it haobeen hypotheaized aop = 3.

Empirics

The demogrophico of the regpondent were precented under
the 3 ottributeoi.¢. qualification, gender ond oge. According
to, Table — 1, the moximum 43.7 percent of the employgeo
ar¢ Poot Groduote degree holders whilg 39.3 percent ore
Groduote degree holder ond the remoining 17.0 percent ore
Diplomo holderc. The onolycic dgpicte thot moct of the
employeec counting o total of 131 in numberc org¢ Poct
Groduote degree holder which mgoncthot the Poot Groduate
degree ioquite common among the gmployeea.
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Table — 1
Education Level
Frequency Percent Valid Percent Cumulative
Percent

Groduote 118 39.3 39.3 39.3
Valid Poct Groduate 131 43.7 43.7 83.0

Diploma 51 17.0 17.0 100.0

Total 300 100.0 100.0

Table — 2, o maximum of 51.3 percent of the employeggsin
the precent otudy ore femole gmployeecond the recidual 48.7

prevoailing gender of the employeecic femoale employeecin
the precent ctudy.

percent of the employggo ar¢ mole. It depicto that the

Table — 2
Gender
Frequency Percent Valid Percent Cumulative
Percent
Mole 146 48.7 48.7 48.7
Volid Femoale 154 51.3 51.3 100.0
Totol 300 100.0 100.0

According to Toble — 3, the notgworthy oge group omong the
employgecic Above 29 acit ioconaicted of 22.0 percent of
total comple aizg. The other importont oge groupo arg Leco
Thon 23 ond 23 — 25, ac o whole they are reprecenting 42.7
percent of the totol comple cize. The other age groupowhich

ore 25 —27 ond 27 — 29 reprecents 17.0 ond 18.3 percentoge
of the total comple aizg regpectively. The onolycic revealo
that the importont oge groupo of the employees ar¢ Above
29, Leoo Thon 23 ond 23 — 25 becauce oo o whole they are
reprecenting 64.7 percentoge of the total comple.

Table — 3
Age
Frequency Percent Valid Percent Cumulative
Percent

Leoo Thon 23 63 21.0 21.0 21.0
23-25 65 21.7 21.7 42.7
. 25-27 51 17.0 17.0 59.7
Velid 57 29 55 18.3 18.3 78.0
Above 29 66 22.0 22.0 100.0

Total 300 100.0 100.0

Reliability Statistics

According to Toblg — 4 the Reliability Statictico which ic
Cronboch'cAlphawaocfound to be .679 which iomoderotely

high for the 11 variobles Hence, the intgrnal conaictency of
the dotocet ic effective ond con be conoider for further
onolyaic.

Table — 4
Reliability Statistics
Cronbach'cAlpha Cronbach'cAlpha Boced on N of [tgmo
Stondordized Itgmo
.679 .667 11
KMO and Bartlett's Test hence the Factor Anolyciciccon be dong. The approximate

According to Tablg — 5 the KMO = 0.682, thicopecifieothat
the comple icappropriate. The p-volue (Sig.) of .000 < 0.05,

66

Chi-aqquare 16 2505.199 with 55 degrego of fregdom (Df),
which icaignificont ot 95% Level of Significonce.
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Table — 5
KMO and Bartlett's Test
Koiger-Meyer-Olkin Mgaourg of Sempling Adgquacy. .682
Approx. Chi-Square 2505.199
Bartlett'c Teot of Sphericity df 55
Sig. .000

Factor Analysis

Ao there are numerouc inter-related variobles precent for
meoouring the Quolity Life Work Balonce of IT employeea,
Foctor Analyoic ic uced to extract ond club the voriouc
probable factororeaponaible for Quality Life Work Bolonce
of IT ¢mploygea Principal Compongnt Analycic (PCA) ic
uced ac the technique for extracting the foctors along with
the Vorimox rotation method. The foctors which hac Eigen-
Value of morg than 1 haobeen taken accignificont, beconce
Eigen-Value greoter thon 1 indicates thoat principal

componentc occount for morg varionce thon accounted by
ong of the original vorioblgs in otondordized dote. Thic ic
commonly uced cutoff point for which principal
componentc or¢ to be retoined (G. F. (n.d.). Principal
Compongnt Analyaio).

Communalities
According to Toble — 6 the communaliti¢cof oll the variobleo
wao higher thon 0.68 which depicto that morg than 68% of

the voriotiono in oll the variobles were explained by the
foctoro.

Table — 6
Communalities
Initiol Extraction
Flexi timing 1.000 .681
Virtual workplacg 1.000 911
Supportive cupgrior 1.000 .852
Conaidgr pgroonol problem 1.000 .886
Streco monogement through development progrom 1.000 197
Supportive Teom member 1.000 .848
Gender portiolity 1.000 .839
Additional preoourg by cuperior 1.000 .837
Concerned about peroonal requirgment 1.000 874
Concerned for fomily 1.000 784
Eaoy to avail lgoves 1.000 919

Extroction Method: Principal Compongnt Analyaic.

Total Variance Explained

From Toble — 7 it can be dgccribed thot the 1ot Foctor which
wowo conaider to cummorize 4 voriobleo woo able to exploin
29.51% of variance, the 2nd Foctor which wac conaider to
oummoarize 3 voricbleo wac oble to explain 23.57%, the 3rd

Factor which woo conaider to cummarize 2 vorioblec woo
oble to ¢xplain 15.61% of varioncg ond the r¢maining 2
variobles woo oble to explain 15.20% of vorionce forming
the 4th Foctor. All together thee 4 Factorc were oble to
explain 83.89% of the varionce in totol.
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Table — 7
Total Variance Explained
Compong Initiol Eiggnvolugo Extraction Sumo of Rotation Sumo of
nt Squared Loodingo Squared Loodingo
Tota | % of | Cumulati | Tota| % of | Cumulati | Tota| % of [ Cumulati
1 | Vorion ve % 1 | Vorion ve % 1 | Vorion ve %
ce ce ce

1 3.25| 29.549 29.549| 3.25| 29.549 29.549| 3.24| 29.505 29.505
0 0 6

> 2.60( 23.634 53.183] 2.60| 23.634 53.183| 2.59| 23.572 53.077
0 0 3

3 1.75( 15.979 69.162| 1.75| 15.979 69.162| 1.71| 15.611 68.688
8 8 7

4 1.62| 14.730 83.892| 1.62| 14.730 83.892| 1.67| 15.204 83.892
0 0 2

5 449 4.080 87.973

6 .336] 3.053 91.026

7 308 2.802 93.828

8 287( 2.607 96.436

9 263 2.392 98.828

10 106 968 99.796

11 .022 204 100.000

Extraction Mgthod: Principal Componegnt Analyaic.
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Rotated Component Matrix

According to Tablg — 8, the 1ot Factor wasformed with the 4
varioblec nomely Flexi timing (.814), Virtuol workploce
(.951), Conaider peroonal problem (.940) and Concerned for
fomily (.885) oll together it accounted for 29.51% of
varionce.

The 2nd Foctor woo formed with 3 variobleonomely Streco
monogement through development program (.892),
Concerned about perconal requiregment (.932) ond Eooy to

avail leaveo (.958) all together it accounted for 23.57% of
vorionce.

The 3rd Foctor woo formed with 2 voriobles nomely
Supportive cuperior (.921) and Supportive Teom member
(.920) all toggther it accounted for 15.61% of vorionce.

The 4th Factor wac formed with 2 voriableonomely Gender
partiality (.909), Additional precoure by cuperior ((912) all
together it accounted for 15.20%. Altogether the 4 Factorc
collectively were oblg to exploin 83.89% of the varionce.

Table — 8
Rotated Component Matrix®
Component
1 2 3 4

Flexi timing 814 .041 -.096 .093
Virtual workplace 951 -.031 .061 -.045
Supportive cuperior .022 .041 921 .047
Conaider perconal problem 940 -.015 .038 -.024
Streco monogement through development .021 .892 .019 .003
progrom

Supportive Teom member -.038 -.003 920 -.007
Gender portiolity .085 .014 077 909
Additional precourg by cuperior -.041 -.042 -.036 912
Concerngd obout perconal requirgment -.038 934 .016 -.014
Concerned for fomily .885 -.008 -.016 .029
Eooy to avail leaves .008 958 .008 -.022

Extroction Method: Principol Compongnt Analyaic.
Rototion Method: Vorimox with Keicgr Normalization. *

o. Rototion converged in 4 iterationa.
Nomenclature of the Factors

Theae 4 foctore which were finolly ¢xtracted have foctor
loading of mor¢ thon 0.814 ond thece foctorc have been

referred oothe dimencioncof employee job coticfoction. The
following Tablg¢ — 9 chowothg¢ factoronomenclaturg oo well
aothe variablesloading point for ¢ach foctora.

Table — 9
Factors of Quality Life Work Balance of IT employees from Factor Analysis
Noamg of the
Factore Vorioblgo Factor Loading Factoro (Latent
Vorioblg)
Flexi timing 814
Virtuol workplace 951
1 Perconal & Fomily
Conaider peroonol problem 940
Concerned for fomily .885
Streco monogement through
.892 S
development progrom Optimictic
2 Concerned obout perconol 934 Working
requirgment ) Environment
Eooy to avail leaveo 958
Supportive cupgrior 921 .
3 Supportive Teom megmber 920 Work Relation
4 A dget;pdqslpm‘tlahty b 909 Demoralizing
fHonol preooure by 912 Working Culture
aupgrior

68

Www.pbr.co.in



One Sample t—Test

One¢ comple t-teat i o ctotictical procedurg for teating the
me¢on volug of o dictribution. It con be uced under the
hypotheaicthat compled dictribution icnormal. It icuced to
know whether the comple comeo from o opecific population
but the full population information ic not obtainoble. The
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ong¢ comple t-teot icuced for tgating the comple meon.

According to Toble — 10, omong oll the 11 variobles, 6
variobles or¢ having higher meon ond the remaining 5
varioblecare having lower meon thon the population normal
hypoth¢oized meon of p=3.

Table - 10
One-Sample Statistics
N Meon Std. Std. Error
Dgviation Meon

Flexi timing 300 3.30 1.516 .088
Virtual workploce 300 3.22 1.507 .087
Supportive cupgrior 300 2.63 1.221 .071
Conaider peroonal problem 300 3.29 1.455 .084
Streoo monogement through development 300 2.75 1.209 .070
progrom

Supportive Teom mgmber 300 2.68 1.118 .065
Gender portiolity 300 3.18 1.466 .085
Additional precourg by cuperior 300 3.33 1.413 .082
Concerned obout peroonal requirgment 300 2.74 1.305 .075
Concerned for fomily 300 3.21 1.520 .088
Eooy to avail leaves 300 2.76 1.255 .072

Specifically, the meon of 6 variobles which ar¢ having
higher mgon werg Flexi timing (3.30 + 1.52), Virtuadl
workplace (3.22 £ 1.51), Conaider perconal problem (3.29 +
1.46), Gender partiolity (3.18 + 1.47), Additional precoure
by auperior (3.33 + 1.41) ond Concerned for fomily (3.21
+1.52), these variobles were having higher meon thon the
population normal megon, which wootoken ooy =3.

On other hond, the meon of remoining 5 vorioblgowhich ore
having lower meon were Supportive cuperior (2.63 +1.22),
Streco monogement through dgvelopment progrom (2.75 +
1.21), Supportive Team member (2.68 + 1.12), Concerngd
about peroonal requirement (2.74 +1.31) ond Eaoy to avail
leaves(2.76 +1.26).

According to Toblg — 11, the 6 variobleowhich were having
higher me¢on thon the population meon con be further
explained oo, Additional precourg by cuperior ic having the
moximum higheat meon difference of 0.333, at 95% CI the
lower ond upper bound arg 0.17 and 0.49 reopectively, with
t-volug of 4.087 thic vorioble ic ctoticticolly cignificont ot
0.05 level, Flexi timing ic having the 2nd highgot meon
difference 0f 0.300, ot 95% CI the lower ond upper bound ore
0.13 ond 0.47 reopegctively, with t-valug of 3.428 thic
varioble ic ototicticolly cignificont ot 0.05 level, Conaoider
peroonal problem ichaving the 3rd highgot meon differgnce
0f 0.287, at 95% CI the lower ond upper bound arg 0.12 ond
0.45 reopectively, with t-volue of 3.412 thic vorioble ic
ctaticticolly cignificont ot 0.05 level, Virtual workplace ic
having the 4th higheat meon difference of 0.220, ot 95% CI
the lower and upper bound arg 0.05 and 0.39 reopectively,
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with t-volug of 2.528 thicvarioble icatatictically cignificont
at 0.05 lgvel, Concerned for fomily ichoving the Sth higheot
meon difference of 0.207, ot 95% CI the lower ond upper
bound ar¢ 0.03 ond 0.38 regpectively, with t-volug of 2.354
thic varioble ic ctatictically cignificont ot 0.05 lgvel ond
Gender portiolity icthe loot ond having the 6th higheot meon
difference of 0.183, at 95% Cl the lower and upper bound are
0.02 ond 0.35 reopectively, with t-volug of 2.166 thic
varioble icatatictically aignificont ot 0.05 Igvel.

Alternatively, the 5 vorioblegs which were having lower
meon thon the populotion mgon con be further ¢xplainegd ag,
Supportive cuperior ic having the moximum loweot mgon
difference of -0.370, at 95% CI the lower and upper bound
or¢ -0.51 and -0.23 reapectively, with t-value of -5.248 thic
varioble ic otatictically aignificont ot 0.05 lgvel, Supportive
Teoam member ichaving the 2nd loweat meon differgnce of -
0.323, at 95% CI the lower ond upper bound ore -0.45 ond -
0.20 reopectively, with t-value of -5.010 thic varioble ic
otatictically oignificont ot 0.05 lgvel, Concerned obout
peroonal requirgment  ic having the 3rd loweat megon
difference of -0.257, at 95% CI the lower and upper bound
are -0.40 ond -0.11 reopectively, with t-valug of -3.406 thic
varioble ic otaticticolly cignificont ot 0.05 level, Streco
monogement through ic having the 4th loweot meon
difference of -0.253, at 95% CI the lower and upper bound
are - 0.39 ond -0.12 reopectively, with t-volug of -3.63 1thic
varioble ic ctotictically cignificont ot 0.05 level ond Eaocy to
avail leoves io the laot ond having the Sth lowegot meon
difference of -0.240, ot 95% CI the lower and upper bound
are -0.38 ond -0.10 reapectively, with t-value of -3.313 thic
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Table — 11
One-Sample Test
Teot Volug = 3
t df | Sig. (2- Megon 95% Confidegnce
tailed) | Differgnce Interval of the
Difference
Lower Upper
Flgxi timing 3.428| 299 .001 300 A3 A7
Virtual workplace 2.528] 299 .012 220 .05 .39
Supportive aupgrior -1 299 .000 -370 -51 -23
5.248
Conaidgr pgroonal problem 3.412| 299 .001 287 12 45
Streco monogement through - 299 .000 -.253 -39 -12
development progrom 3.631
. -1 299 .000 -323 -45 -20
Supportive Teom member 5010
Gender partiolity 2.166] 299 .031 183 .02 35
Additional precoure by cuperior | 4.087| 299 .000 333 17 49
Concerned about perconal - 299 .001 -.257 -.40 -.11
requirgment 3.406
Concerned for fomily 2.354( 299 .019 207 .03 .38
. -1 299 .001| 1@-.240 -38 -.10
Eooy to avail leoveo
3.313
Conclusion Reference

The moat importont contributing factorc for Quoality Life
Work Balonce of IT gmployeesin Weat Bengal are identified
in thic porticulor objective through primory doto ond the
factorowere defined ofter ucing foctor anolyaic. The foctore
defined were “Perconal & Fomily”, “Optimictic Working
Environment”, “Work Relation” ond “Demoralizing
Working Culture” All the foctorc were found cignificont ot
0.05 level. Conaidering oll the voriables were cignificontly
importont for forming th¢ obove mentioned foctors, 1-
ocomple t-teot icuced to defing whether o.comple comgofrom
o populotion with a porticulor me¢on. The population megon
wochypotheaized oop =3.

The voariobles of the factorc “Perconal & Fomily” ond
“Demoroalizing Working Cultur¢” were found to hove o
higher meon thon the populotion normal meon, porticulorly
the vorioble Additional precoure by cupgrior ic having the
moximum higher megon differgnce of 0.333 while the
varioblg Gender portiality hoving the minimum higher
meon difference of 0.183.

Howgver, on other hond the¢ varicblgs of the foctorc
“Optimictic Working Environment” and “Work Relation”
were found to have lower meon thon the populotion normal
me¢on, porticulorly the vorioble Supportive cuperior ic
having th¢ moximum lowgat meon difference of -0.370
whilg the varioble Eooy to avoil leaves ic having the
minimum lowgat meon difference of -0.240.
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