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Abstract 

Emotional Intelligence is a set of qualities and competencies that captures a broad collection of individual 

skills and dispositions, usually referred to as soft skills or inter and intra-personal skills, that are outside the 

traditional areas of specific knowledge, general intelligence, and technical or professional skills. Emotions are 

an intrinsic part of our biological makeup, and every morning they march into the office with us and influence 

our behavior. Work/life balance, in its broadest sense, is defined as a satisfactory level of involvement or ‘fit’ 

between the multiple roles in a person’s life. In this climate managing the boundary between home and work 

is becoming more challenging. Organizations need to ensure they not just encourage but mandate a practical 

and workable work/life balance policy, benefiting and meeting the needs of both the organization and its 

employees. Organizations not providing real opportunity for employee’s work/life balance are opening 

themselves up to increasing numbers of dissatisfied and unproductive employees and hence increased attrition 

rates. Merely creating a work/life policy framework is not enough; fostering an organizational culture that 

supports the use of available policies is also of great importance. Further there is a need for employers and 

employees alike to find flexible and innovative solutions that maximize productivity without damaging 

employee’s well-being, their family relationships and other aspects of life. This term paper is through light on 

impact of emotional intelligence on performance of employees and the next objective is to know how to 

become an EI organization.  

 

Emotional Intelligence (EI) refers to the ability to perceive, control, and evaluate emotions. Some researchers 

suggest that emotional intelligence can be learned and strengthened, while other claim it is an inborn 

characteristic. To do the research thoroughly, review of literature is being taken with twenty articles. Through 

this study, it is concluded that emotional intelligence has greater impact on performance of employees. 

Secondly an emotionally intelligent organization is based on an organizational strategy to improve business 

performance. 

 

Emotional Intelligence (EI) significantly influences the quality of work-life balance (WLB) for employees. As 

organizations put more emphasis on improving employee well-being, it is crucial to comprehend the 

connection between EI and WLB. Emotional intelligence, encompassing the capacity to recognize, 

comprehend, and regulate one’s own feelings, along with the feelings of others, has been associated with 

improved interpersonal communication, effective stress management, and conflict resolution in professional 

environments. These abilities are essential for attaining a harmonious work-life balance, as they assist 

employees in managing work-related challenges while maintaining personal wellness.  

 

Work-life balance refers to the balance where a person successfully handles the requirements of both their 

career and personal life. Workers with elevated emotional intelligence generally possess improved coping 

strategies, enhanced job satisfaction, and the capacity to sustain a more balanced work-life integration. Studies 

indicate that people with elevated emotional intelligence are better at managing their time, establishing 

boundaries, and sustaining resilience, which decreases burnout and improves overall life satisfaction.  

 

This research intends to investigate the relationship between emotional intelligence and the effectiveness of 

work-life balance for employees. By grasping this connection, organizations can create improved training 

initiatives to boost EI, promoting a more constructive and efficient workplace while aiding employees' 

personal health. The results indicate that emotional intelligence plays a crucial role in attaining a sustainable 

work-life balance, which enhances performance and lowers stress levels for employees.  
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Introduction: 

Emotional Intelligence is a set of qualities and competencies that captures a broad collection of 

individual skills and dispositions, usually referred to as soft skills or inter and intra-personal skills, that 

are outside the traditional areas of specific knowledge, general intelligence and technical or 

professional skills. Emotions are an intrinsic part of our biological makeup and every morning they 

march into the office with us and influence our behavior. Emotional intelligence is said to be a unique 

skill and capabilities with which he/ she can control her emotions and manage relationship with others. 

Emotionally intelligent people will have an equal balance between their emotions and actions. 

Emotional intelligence is said to be an important factor to achieve success in an individual’s life as 

they tend to deal with the other Self- regulation means self-control, management of emotions, the 

ability to retrieve oneself emotionally following an emotional shock, a sense of duty in one's job, 

flexibility with regard to changes, and an acceptance of new ideas and opinions, and includes self-

control, transparency, flexibility, progress innovation, and optimism. Relation control means that an 

individual accordingly adjusts his or her relations with others and it includes providing inspiration, 

penetration, development and growth of others as well as creating change, management of conflict, 

and team work. Social competence also signifies how individuals can organize their relationships and 

includes devotion service centeredness and organizational awareness. 

Consequently, in organization, emotional intelligence is closely related to such occupational variables 

as performance, success, motivation, quality of work life, etc. individual in their work place, they must 

know how to deal with the others in their organization as well as to manage all kinds of circumstances 

with an optimistic mind. Based on the previous research Emotional intelligence is said to be the other 

personal characteristics that an individual possesses in addition to the technical and professional 

abilities. In order to overcome the challenges in any environment one should have the following 

components of emotional intelligence including self-awareness, self-regulation, self-motivation, and 

self-competence

2

2

2
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Self-awareness means an awareness of emotions and accepting them, introspection, impartial attitude 

toward one's own internal states and knowing them, an awareness of one's weaknesses and strengths 

and includes emotional self-awareness, self-evaluation and self-confidence. life as a set of methods 

such as autonomous work groups, job enrichment and high involvement aimed at boosting the 

satisfaction and productivity of workers. Quality of Work Life refers to the level of satisfaction, 

motivation, involvement and commitment individuals experience with respect to their lives at work. 

Quality of Work Life is the degree to which individuals are able to satisfy their important personal 

needs while employed by the firm. Companies interested in enhancing employees Quality of Work 

Life generally try to instill in employees the feelings of security, equity, pride, internal democracy, 

ownership, autonomy, responsibility and flexibility. They try to treat employees in a fair and 

supportive manner, open communication channels at all levels, offer employees opportunities to 

participate in decisions affecting them and empower them to carry on with their assignments. 

Work-Life Balance is a challenging issue for IT leaders, managers and has also attracted the attention 

of researchers. In this climate managing the boundary between home and work is becoming more 

challenging. Organizations need to ensure they not just encourage but mandate a practical and 

workable work/life balance policy, benefiting and meeting the needs of both the organization and its 

employees. Organizations not providing real opportunity for employee’s work/life balance are opening 

themselves up to increasing numbers of dissatisfied and unproductive employees and hence increased 

attrition rates. Merely creating a work/life policy framework is not enough; fostering an organizational 

culture that supports the use of available policies is also of great importance. 

Further there is a need for employers and employees alike to find flexible and innovative solutions that 

maximize productivity without damaging employee’s well-being, their family relationships and other 

aspects of life. This term paper is through light on impact of emotional intelligence on performance of 

employees and the next objective is to know how to become an EI organization. Emotional Intelligence 

(EI) refers to the ability to perceive, control, and evaluate emotions. Some researchers suggest that 

emotional intelligence can be learned and strengthened, while other claim it is an inborn characteristic. 

Emotional Intelligence usually describes to as soft skills or inter and intra-personal skills, that are 

outside the traditional areas of specific knowledge, general intelligence, and technical or professional 

skills. 

2

4

4
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Emotions are an intrinsic part of our biological makeup, and every morning they march into the office 

with us and influence our behavior. Emotional Intelligence (EI) is understanding and managing 

yourself and also understanding and managing others. Work/life balance, in its broadest sense, is 

defined as a satisfactory level of involvement or ‘fit’ between the multiple roles in a person’s life. The 

increasing work pressures, globalization and technological advancement have made work-life balance 

an issue with both sexes. Life includes various pursuits like wealth, career, family, social obligation, 

spirituality, health etc . A perfect balance life for an employee needs a careful synchronization and 

juggling of the mentioned quests, and this juggling leaves the employee stressed. 

Most people in organizations today undergo emotions of crumbling trust, jarring uncertainty, stifled 

creativity, distance between managers and co-workers, and vanishing loyalty and commitment. Thus 

emotions play a vital role in our life. These emotions need to be well known and managed by reason. 

Emotional Intelligence is the conscious management of our own emotions. Its Knowledge and practice 

can provide personal and interpersonal benefits. Emotional Intelligence calls upon the employees to 

increase their emotional self- awareness, Emotional expression, creativity, increase tolerance, increase 

trust and integrity, improve relations within and across the organization and thereby increase the 

performance of each employee and the organization as a whole. 

“Emotional intelligence is one of the few key characteristics that give rise to strategic leaders in 

organizations ". It determines the potential for learning the practical skills that are based on its five 

elements: self-awareness, motivation, self-regulation, empathy, and adeptness in relationships. 

Emotional intelligence helps improve individual and organizational performance. It plays a significant 

role in the kind of work an employee produces, and the relationship a person enjoys within the 

organization and outside. This paper is an attempt to review the various researches in the field of Work 

Life balance and how Emotional Intelligence plays a significant role in balancing work and family 

related outcomes. 

6

20
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Emotional intelligence: 

 

  

Emotional intelligence (EI) refers back to the capability to perceive, control, and compare feelings. 

Some researchers endorse that emotional intelligence may be learned and strengthened, at the same 

time as others claim it's an inborn function. Since 1990, Peter Salovey and John D. Mayer were the 

main researchers on emotional intelligence. In their influential article "Emotional Intelligence," they 

defined emotional intelligence as "the capacity to display one's personal and others' emotions and 

feelings, to discriminate among them and to apply this information to guide one's thinking and 

actions."

15

23
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Quality of work life: 

 

 

 

 

 

 

 

 

 

 

 

 

The pleasant of labor lifestyles almost about personnel ITs in may exacerbate the troubles that the 

employees face which include insufficient popularity, lack of have an effect on and worrying paintings 

region. The implementation of work life fine measure with the attention paid to the effects at the 

productivity of the personnel within the enterprise in the regions which include managerial attitudes 

towards the personnel. A new degree of QWL become advanced primarily based on need pride and 

spillover theories. The measure become designed to seize the extent to which the work environment, 

task requirements, supervisory behavior, and ancillary applications in an organization are perceived to 

meet the desires of a worker. We recognized seven essential needs, each having numerous dimensions. 

These are: fitness and safety wishes (protection from ill health and damage at paintings and outdoor of 

labor, and enhancement of top fitness), economic and circle of relatives wishes (pay, task safety, and 

other circle of relative’s needs), social needs (collegiality at paintings and amusement day without 

work paintings), esteem desires (popularity and appreciation of labor within the organization and 

outdoor the corporation), actualization wishes (cognizance of one’s potential in the enterprise and as a 

expert), expertise needs (gaining knowledge of to decorate job and professional talents), and aesthetic 

wishes (creativity at paintings in addition to personal creativity and standard aesthetics). 

Quality of work life (QWL) refers back to the favorableness or unfavourableness of some task 

surroundings for the people working in a company. The duration of clinical management which 

focused totally on specialization and performance, has gone through a progressive alternate. The 

traditional management (like clinical control) gave insufficient interest to human values. In the present 

state of affairs, desires and aspirations of the personnel are converting. Employers are actually 

redesigning jobs for better QWL. 

8

8

10

13
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The QWL as method of Human Resource Management has assumed growing interest and importance. 

Many other terms have emerge as used interchangeably with QWL along with ‘humanizations of 

work’ ‘high-quality of working lifestyles, ‘business democracy’ and ‘participative paintings’. 

 

There are divergent perspectives as to the precise which means of QWL: 

A few definitions given by using eminent authors on QWL are given beneath: 

 

 “QWL is a process of work enterprises which permit its contributors in any 

respect ranges to actively; take part in shaping the groups environment, techniques 

and effects. This cost primarily based procedure is aimed toward assembly the 

dual desires of more desirable effectiveness of organizations and advanced 

pleasant of life at paintings for employees.” 

—The American Society of Training and Development 

 

 “QWL is a manner of considering human beings, paintings and establishments, its 

specific factors are (i) a difficulty approximately the impact of work on human 

beings in addition to on organizational effectiveness, and (ii) the concept of 

participation in organizational problem solving and decision making.” 

—Nadler and Lawler 

 

 “The overriding cause of QWL is to trade the climate at paintings in order that the 

human technological-organizational interface ends in a better satisfactory of work 

existence.” “QWL is primarily based on a preferred technique and an organization 

approach. The standard method consists of all the ones factors affecting the 

bodily, social, financial, mental and cultural nicely-being of employees, while the 

organizational method refers to the redesign and operation of companies in 

accordance with the cost of democratic society.” 

—Beinum 

 

From the definitions given above, it is able to be concluded that QWL is worried with looking 

after the better-order needs of personnel in addition to their simple wishes. The average 

weather of labor area is adjusted in this type of way that it produces greater humanized jobs. 

QWL is considered as that umbrella underneath which employees experience absolutely 

satisfied with the operating surroundings and enlarge their wholehearted cooperation and 

support to the management to enhance productivity and work surroundings. 
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 The key elements may be defined as beneath: 

1. Providing Job Security: 

 

If a worker is assured that his process is secure, they may be a great deal greater cozy and 

may carry out higher. It gives them a confidence that even though something is going 

incorrect by mistake, their job will now not be at stake 

2. Rewards and reputation: 

 

If a worker is offered for an amazing performance, its facilitates them to carry out even 

better. The leadership and pinnacle management need to ensure recognition of the efforts of 

subordinates. This is a significance thing of appropriate governance as nicely. 

3. Flexible work timings: 

 

Flexibility throughout working hours is something that's liked by using employees. This gives 

employees a risk to do their paintings and additionally paintings on certain essential non-

public commitments. This substantially contributes to improving the excellent of work 

lifestyles for a worker. Companies also promote a compressed paintings week idea. 
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4. Rewards and reputation: 

 

If a worker is offered for an amazing performance, its facilitates them to carry out even 

better. The leadership and pinnacle management need to ensure recognition of the efforts of 

subordinates. This is a significance thing of appropriate governance as nicely. 

5. Flexible work timings: 

 

Flexibility throughout working hours is something that's liked by using employees. This gives 

employees a risk to do their paintings and additionally paintings on certain essential non-

public commitments. This substantially contributes to improving the excellent of work 

lifestyles for a worker. Companies also promote a compressed paintings week idea. 

6. Increased worker participation: 

 

Involving employees in discussions, strategies & feedback is something which allows boom 

the employees QWL & contribution closer to a specific function. 

7. Open conversation: 

 

Transparency among management and employees & effective group control gives them self-

assurance as they're up to date with the business and also feel secure being approachable 

8. Career increase plans: 

 

Discussing the destiny of the worker within the company, exciting components of the task, 

profession development and many others are all liked with the aid of personnel
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All these elements contribute in attaining a QWL for an employee. 
 

 

 

 

 

QUALITY OF WORK LIFESTYLES INVOLVES 3 MOST IMPORTANT 

ELEMENTS: 

1. Occupational fitness care: 

Safe paintings environment offers the idea for people to revel in his paintings. The 

work ought to not pose health hazards for the employees. 

2. Suitable operating time: 

Companies should observe the wide variety of working hours and the standard limits 

on extra time, time of holiday and taking free days before country wide holidays. 

 

3. Appropriate profits: 

The worker and the company agree upon suitable revenue. The Government 

establishes the price of minimal profits; the enterprise need to now not pay much less 

than that to the worker.
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Work-life quality: 

 

Defined, as the balance between a worker’s paintings needs and out of doors pursuits or pressures — 

is an extended-standing however ever-evolving vicinity of corporate social responsibility. Some 

organizations view QWL as crucial, however do now not officially link it to their strategic or 

enterprise plans. 

Nature and scope of quality of work life: 

 

Quality of work lifestyles is the high-quality of dating between personnel and general operating 

environment. A great place to paintings is where “you trust the people you work for, have pride in 

what you do, and revel in the human beings you figure with.” 

Quality of work life & emotional intelligence: 

 

Emotional intelligence is taken into consideration as the most crucial factors for the employees at work 

area to deal with the stress. Therefore, the connection extends among emotional intelligence and 

excellent of work life. The dimensions of emotional intelligence like selfattention, empathy, and 

positive thinking, motivating oneself. This dimensions will assist to recognize how a long way the 

people is having self-focus, they are capable of control the emotions on the work place.
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EI positively correlated 

with job satisfaction and 

stress management 

Survey (N=200), 

Regression Analysis 

2 Patel & Shah 

(2023) 

Role of EI in Enhancing 

Work Life Balance 

EI boosts work-life balance 

and interpersonal 

relationships 

Mixed Methods, 

Interviews + 

Questionnaires 

3 Gupta et al. 

(2023) 

Emotional Intelligence as a 

Predictor of QWL in 

Healthcare Workers 

EI significantly reduces 

burnout, improves work 

engagement 

Cross-sectional Survey, 

SPSS Analysis 

4 Bose & Iyer 

(2023) 

Examining EI & QWL in 

Education Sector 

Teachers with higher EI 

report better coping skills 

and morale 

Quantitative, Likert Scale 

Survey 

5 Reddy & 

Thomas (2023) 

Mediating Role of EI in 

Employee Well-being 

EI mediates stress and role 

ambiguity to improve 

QWL 

Structural Equation 

Modelling (SEM) 

6 Singh & Verma 

(2023) 

Impact of Emotional 

Intelligence on QWL in 

Startups 

EI improves team synergy, 

problem-solving, and 

adaptability 

Case Study + Survey 

7 Mishra & Khan 

(2024) 

Linking EI to Employee 

Motivation and QWL 

Motivation acts as a partial 

mediator between EI and 

QWL 

Quantitative, Regression 

& Mediation Analysis 

8 Fernandes & 

Das (2023) 

EI and QWL among 

Remote Workers 

EI helps manage digital 

fatigue, improves remote 

collaboration 

Online Survey (N=150), 

Thematic Analysis 

9 Joshi & Mehta 

(2024) 

Workplace EI Training and 

its Impact on QWL 

EI training interventions 

significantly increased 

QWL over 3 months 

Experimental, Pre-post 

Design 

10 Rao & 

Srinivasan 

(2023) 

Emotional Intelligence in 

BPO Sector 

EI helps reduce attrition 

and enhances job 

commitment 

Survey, ANOVA 
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11 Banerjee & 

Nair (2023) 

EI, Mindfulness, and QWL Combined EI and 

mindfulness have a 

stronger effect on QWL 

Mixed Methods, 

Structural Modelling 

12 Kumar & Joshi 

(2024) 

Gender Differences in EI 

and QWL 

Female employees scored 

higher in empathy; reported 

better QWL 

T-Test, Correlation 

Analysis 

13 Ahmed & Raza 

(2024) 

EI and QWL in 

Manufacturing Sector 

Emotional regulation 

contributes significantly to 

job satisfaction 

Cross-sectional Study, 

SPSS 

14 Chatterjee & 

Mondal (2024) 

Exploring EI Factors 

Impacting QWL 

Self-awareness and social 

skills were strongest EI 

predictors of QWL 

Factor Analysis 

15 Dasgupta & 

Roy (2023) 

Role of EI in Conflict 

Management and QWL 

EI reduces interpersonal 

conflict, thereby improving 

workplace harmony 

Qualitative Interviews 

(N=30) 
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Statement of the problem: 

QWL is the favorable or negative of a process environment for humans; it refers to the nice of dating 

between employees and the entire working environment. QWL is the diploma to which the working 

organization contributes to fabric and mental well-being of its participants. The QWL as “a system of 

joint decision making, collaboration and building mutual recognize among management and 

personnel;” it's miles worried with increasing hard work control cooperation to resolve the issues, 

improving organizational overall performance and employee pleasure. It is a method of labor company 

which permits its participants at all levels to actively take part in shaping the organization’s 

environment, techniques and effects. This cost based totally technique is aimed toward meeting the 

dual dreams of more advantageous effectiveness of the employer and advanced nice of lifestyles for 

personnel along with emotional intelligence. 

Need for the study: 

• To know the emotional intelligence and work life of employees for their humanistic 

values, industrial productivity and economic growth with concentration on work life 

quality. 

• To understand emotional intelligence associated to quality of life at work to promote 

human dignity and growth among employees. 

• To know the better teamwork and communication, less negative organization stress 

through emotional intelligence and work life quality with regards to employees. 

Scope of the study: 

• To understand the concept of emotional intelligence and work life quality program  

• To know the emotional intelligence and work life quality for employees in associated 

with talent enhancement in the work place. 

• To ensure the work life quality employees and its improved morale with employee 

friendly programs. 
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Objectives of the study: 

• To assess the emotional intelligence of the employees  

• To study the quality of work life among employees  

• To study the relationship between emotional intelligence and quality of work life of 

employees. 

Research design: 

The research is descriptive in nature. A structured questionnaire is used as a tool to 

collect the primary data from the respondents. The secondary data is taken from the 

magazines, internet and online research reports. The sampling technique used for the study is 

simple random sampling and thus collected data is analyzed using percentage basis. 

Sampling framework: 

• Sampling unit: 

 Sampling unit is employees  

 

• Sampling technique: 

 Random sampling technique is adopted to do the basic analytics of the study. 

 

• Sample size: 

 Sample size is 100. 

 

Tools for data collection: 

• Primary data: for the present study a structured questionnaire is used as a tool to 

collect the primary data from the respondents. Survey is done through suitable 

questionnaires which is prepared and forwarded to employees
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Data analysis 
Q1 Table showing classification of respondents regarding “Gender.” 

Table No. 1 

 

 

 
 

 

 

 

 

 

 

 

 

Interpretation: 

 

From the above graph it is clear that most of the respondents are Males that is 60 and 

females are 40.

Sl. No. Gender No. of Respondents % of Respondents 

1 Male 60 60% 

2 Female 40 40% 

Total 100 100 
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Q2 Table showing classification of respondents regarding “Family structure.” 

Table No. 2 

 
 

 

 

 

 

 

 

 

 

 

 

Interpretation: 

 

From the above graph it is clear that 50 employees prefer to live in nuclear family 

where as 50 employees’ lives in joint family. 

Sl. No. Family Structure No. of Respondents % of Respondents 

1 Nuclear 50 50% 

2 Joint 50 50% 

Total 100 100 
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Q3 Table showing classification of respondents regarding “Marital status.” 

Table No. 3 

 

Sl. No. Marital status No. of Respondents % of Respondents 

1 Married 30 30% 

2 Widowed 10 10% 

3 Bachelor 60 60% 

4 Divorced 0 0% 
 

Total 100 100 

Interpretation: 

 

From then above graph it is clear that 60 employees are bachelor, 30 married 

and 10 widowed. 

 

18
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Q4 Table showing classification of respondents regarding “Age.” 
 

Table No. 4 
 

 

Sl. No. Age No. of Respondents % of Respondents 

1 Below 18 0 0% 

2 18-25 50 50% 

3 25-35 45 45% 

4 35-45 0 0% 

5 45-65 5 5% 

6 65 & above 0 0% 
 

Total 100 100 

 

 

 

Interpretation: 

 

From the above graph it is clear that 50 employees are in 18-25 where as 45 

employees are in 25-35 and only 5 are un age of 45-65. 

1
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Q5 Table showing classification of respondents regarding “Normal working hour 

per day.” 

Table No. 5 

 

Interpretation: 

 

Form the above graph it is clear that 50 employees are working from 8-10 hr daily. 

Even 30 employees from surveyed data are working for less than 8hrs per day. Due to 

privatization working hour is major factor which affect flexibility of employees. 

 
. 

Sl. No. working hour No. of Respondents % of Respondents 

1 Less than 8 hour 30 30% 

2 8-10 50 50% 

3 10-12 20 20% 

4 12 above 0 0% 

Total 100 100 

1
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Q6 Table showing classification of respondents regarding “Position of employees.” 

Table No. 6 

 

Interpretation: 

 

Form the above graph it is clear that 40 employees are working at executive 

&Technical position. Even 10 employees from surveyed data are working at skilled craft & 

secretarial position. Due to privatization working is divided into various head so that best 

output can be taken. 

 

Sl. No. working hour No. of Respondents % of Respondents 

1 Executive 40 40% 

2 Secretarial 10 10% 

3 Skilled craft 10 10% 

4 Technical 40 40% 

5 Maintenance 0 0% 

6 Other professional 0 0% 

Total 100 100 

1
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Q7 Table showing classification of respondents regarding “Currently working as.” 

 
 

Table No. 7 

 

Interpretation: 

 

Form the above graph it is clear that 100 employees are working as full time employees. Usually 

employees prefer to do work as full time rather than part time.

Sl. No. working as No. of Respondents % of Respondents 

1 Full time 100 100% 

2 Part time 0 0% 

Total 100 100 

1
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Q8 Table showing classification of respondents regarding “Feeling about 

balance between work life and home life.” 

Table No. 8 
 

 

 

Interpretation: 

 

Form the above graph it is clear that 40 employees feel that their work life and home life is somewhat 

balanced. Even 30 employees from surveyed data feel that their work life and home life is very well 

balanced & balanced. Max no of employees says that they can balance their dual life at certain heights.

Sl. No. Feeling about balance No. of Respondents % of Respondents 

1 Very well balanced 30 30% 

2 Somewhat balanced 40 40% 

3 Balanced 30 30% 

4 Somewhat out of balanced 0 0% 

5 Very out of balanced 0 0% 

Total 100 100 

1

27
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Q9 Table showing classification of respondents regarding “Stress among employees 

about their work life balance.” 

 

Table No. 9 

 

 

Interpretation: 

 

Form the above graph it is clear that 70 employees feel that balancing dual life is slightly stressful. 

Even 20 employees from surveyed data feel that balancing dual life is stressful. Making balance 

between home n work lives increases the stress level. 

Sl. No. Stress level No. of Respondents % of Respondents 

1 Very Stressful 30 30% 

2 Stressful 40 40% 

3 Slightly stressful 30 30% 

4 Not at all stressful 0 0% 

 

Total 100 100 

1
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Q10 Table showing classification of respondents regarding “Overstay in the 

office to finish their work.” 

 

Table No. 10 

 

 

Interpretation: 

 

Form the above graph it is clear that 40 employees sometimes do over stay at office to finish their 

work. Even 30 employees from surveyed data most of the times do over stay at office to finish their 

work. Max no of employees have to do over stay at office after their normal time to finish their normal 

time to finish their work. 

Sl. No. Overstay at office No. of Respondents % of Respondents 

1 Most of the time 30 30% 

2 Some time 40 40% 

3 Seldom 10 10% 

4 Always 10 10% 

5 Never 10 10% 

 

Total 100 100 

1
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Q11 Table showing classification of respondents regarding “Are employees  

working under flexible schedule.” 

Table No. 11 

 

 

 

 

Interpretation: 

 

Form the above graph it is clear that 60 employees does not get flexible schedule. But 

40 employees receive flexi schedule. Max no of employees don’t receive flexi schedule. 

Sl. No. Flexible schedule No. of Respondents % of Respondents 

1 Yes 40 40% 

2 No 60 60% 

Total 100 100 

1

30
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Q12 Table showing classification of respondents regarding “How often do 

employees find themselves working.” 

Table No. 12 

 

 

 
 

Interpretation: 

 

Form the above graph we can see that 12% employees work during lunch time daily. 24% 

employees work weekly after their usual working hrs. 28% & 36% employees never work at 

home & during vacations respectively. Max no of employees never work after they go to 

home or on vacations. 

Sl. No. Time during they 

involved in work 

No. of Respondents % of Respondents 

1 During vacations 36 36% 

2 During lunch time 12 12% 

3 After normal time 24 24% 

4 At home 28 28% 

Total 100 100 

1
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Q13 Table showing classification of respondents regarding “Are employees able to 

attend social gathering in family.” 

 

Table No. 13 

 

Interpretation: 
 

Form the above graph it is clear that 50 employees Attend family gathering sometimes only. Even 20 

employees from surveyed data Attend family gathering most of the times. Max no of employees get 

chance to attend their family gathering. 

Sl. No. Attend family 

gathering 

No. of Respondents % of Respondents 

1 Most of the time 20 20% 

2 Some time 50 50% 

3 Seldom 10 10% 

4 Always 20 20% 

5 Never 0 0% 

Total 100 100 

1
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Q14 Table showing classification of respondents regarding “Are employees able to 

attend social gathering of office people.” 

 

Table No. 14 

 

 

 

Interpretation: 

 

Form the above graph it is clear that 40 employees Attend office gathering sometimes only. 

Even 30 employees from surveyed data attend office gathering seldom only. Max no of 

employees Attend office gathering sometimes.

Sl. No. Attend office people 

gathering 

No. of Respondents % of Respondents 

1 Most of the time 10 10% 

2 Some time 30 30% 

3 Seldom 40 40% 

4 Always 10 10% 

5 Never 10 10% 

Total 100 100 

1
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Q15 Table showing classification of respondents regarding “Are employees able to 

pay their home bills (like electricity bill, water bill, telephone bill, etc.).” 

 

Table No. 15 

 

 

 

 

Interpretation: 

 

Form the above graph it is clear that 60 employees pay their home bills. 20 employees never or 

sometime pay their bills. Max no of employees pay their home bills. 

Sl. No. Pay home bills No. of Respondents % of Respondents 

1 Most of the time 0 0% 

2 Some time 20 20% 

3 Seldom 0 0% 

4 Always 60 60% 

5 Never 20 20% 

Total 100 100 

3
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Q16    Table showing classification of respondents regarding “How frequently 

they take their family out on vacation.” 

 

Table No. 16 

 

 

Interpretation: 

 

Form the above graph it is clear that 60 employees take their family out on the vacation once 

in year. 20 employees from surveyed data take their family out on vacation 2 in a year. But 15 

employees never take their family out on vacation. Thus we can say that some employees are 

balancing their dual life. 

 
 

Sl. No. Family out on vacation No. of Respondents % of Respondents 

1 Twice in a year 20 20% 

2 Once in a year 60 60% 

3 Once in three year 10 10% 

4 Once in five year 0 0% 

5 Never 10 10% 

Total 100 100 

3

5
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Q17 Table showing classification of respondents regarding “Do employees go to grocery 

shop to purchasing home articles.” 

Table No. 17 

 

Interpretation: 

 

Form the above graph it is clear that 50 employees never go for purchasing grocery item from the 

market. 30 employees from surveyed data go sometimes. It is surprising that max no of employees 

who are say that they have balanced dual life never goes for grocery marketing. 

Sl. No. Purchase articles from 

grocery shop 

No. of Respondents % of Respondents 

1 Most of the time 10 10% 

2 Some time 30 30% 

3 Seldom 0 0% 

4 Always 10 10% 

5 Never 50 50% 

Total 100 100 

1
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Q18 Table showing classification of respondents regarding “Does long working 

hours affect their efficiency.” 

Table No. 18 

 

 

 

Interpretation: 

 

Form the above graph it is clear that 70 employees says that long hours affect their efficiency some of 

the times. 10 employees from surveyed data say that long hours never affect their efficiency. Thus we 

can say that sometimes long working hours affect efficiency of employees. 

Sl. No. Efficiency affect by long 

working hours 

No. of Respondents % of Respondents 

1 Most of the time 10 10% 

2 Some time 70 70% 

3 Seldom 10 10% 

4 Always 0 0% 

5 Never 10 10% 

Total 100 100 

1

34
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Q19 Table showing classification of respondents regarding “Do health is 

suffering because their work.” 

 
 

Table No. 19 

 

 

Interpretation: 

 

Form the above graph it is clear that 40 employees agree partially that health is suffering due to work. 

30 employees from surveyed data Disagree that health is suffering not suffering due to work. Thus we 

can say that max employees agree that their work is a major cause of unhealthy. 

Sl. No. Health suffer due to 

work 

No. of Respondents % of Respondents 

1 Strongly agree 10 10% 

2 Agree 20 20% 

3 Partially agree 40 40% 

4 Disagree 30 30% 

5 Strongly disagree 0 0% 

Total 100 100 

5

22
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Q20 Table showing classification of respondents regarding “Top most priorities 

given by employees.” 

 

Table No. 20 

 

 

 

Interpretation: 

 

From the above graph it is clear that 70% employee give preference to career as well as 

health. Den 25% gives top most priorities to family and wealth. Thus we can say that now 

employees are more devoted toward their health as well as career. 

Sl. No. Top most priorities No. of Respondents % of Respondents 

1 Career 40 40% 

2 Health 40 40% 

3 Family 10 10% 

4 Wealth 10 10% 

5 Hobbies 0 0% 

Total 100 100 

3
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Findings: 

 

 Women constitute an important section of the workforce. However, the present 

situation of a large number of well-qualified women who due to various 

circumstances have been left out of their jobs needs to be addressed. The 

problems faced are several but significantly, most often the "break in their 

careers" arises out of motherhood and family responsibilities. 

 When we see the age composition it is clear that the organization is recruiting 

young individual that is in age group of 18-25 & 25-35 thus organization is have 

new generation but lack of experienced employees having experiencing more 

than 30 years. 

 Merely half of the employees surveyed works between 8-10 hours this is good 

thing in the organization but 20% employees work between 10-12 hours which 

indicates the increase in stress level. 

 From survey we can see that company is employing only full-time employees 

rather than part-time. 

 100% employees from surveyed data say that they feel that their work life and 

home life is either balanced or somewhat balanced or very well balanced in short 

can we can say that employees are balancing their dual life. 

 Max veto of employees is saying that they find themselves in slightly stressful 

situation when balancing work life but they somehow balance their dual life. 

 Almost all the employees think that flexible schedule should be given to them 

that would help them to balance work and home simultaneous and even increase 

in efficiency for the job. 

 Almost all the employee’s work after usual working hour monthly, weekly or 

daily, but only 70% work during lunch hour. 90% employees enjoy their vacation 

without any work load; even 70% never take their work at their home. 

5
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 Almost all the employees attend office people gathering some time but around 

10% of employees never attend office gathering. Thus, we can say some people 

are not interested in attending office gathering. 

 60% employees say that they always pay their home bills (like Electricity Bill, 

Water Bill, Telephone Bill, etc.) but 20% never do that. 

 Max veto of employees take their family out at least once in the year but 10% 

never take their family out on vacation. Thus can say that employees are not give 

free time to their family. 

 Almost all the male employees never go to grocery shop for purchasing home 

articles. But on other hand female employees goes to grocery shop always or most 

of the time or some time. 

 Merely 70% of employees saying that long working hours some time affect their 

efficiency, but in the same course 10% employees say that long working hour 

never affect their efficiency as they are those employees who work less than 8 hrs. 

 Almost 70% of employees say that they are agreeing that their health is suffering 

due to their work. But 30% of employees say that they disagreeing this. 

 Career and Health are the two segments which have been set as top most priorities 

by employees. In the same course family is also given the second most imp 

priorities by employees.

1
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Conclusion: 

The family and work life are both important to employees in any sector and if these two are not 

maintained properly it creates stress and strain and results into various diseases. This study is found 

important because it tries to know how the work life and family life interface results into stress. 

Achieving a good balance between work and family commitments is a growing concern for 

contemporary employees and organizations. There is now mounting evidence-linking work– life 

imbalance to reduced health and wellbeing among individuals and families. It is not surprising then 

that there is increasing interest among organizational stakeholders (e.g., CEOs, HR managers) for 

introducing work–life balance policies in their organizations. Work-life balance policies are most 

likely to be successfully mainstreamed in organizations which have a clear understanding of their 

business rationale and which respect the importance of work-life balance for all employees. 

Conclusion of Research Objective: 

 

 From the research we get to know that the employees living in the joint family 

is either not at all stressful or slightly stressful, but employees in nuclear family 

who say that their dual life is slightly stressful are bachelor. So now employees 

prefer joint family. 

 Employees on executive position says that their dual life is very well balanced 

and even some executive things that it is somewhat balanced. But from the 

study we can say that Technical, Secretarial and Skilled Craft employee’s dual 

life is balanced and somewhat balanced. Thus, all the surveyed employees have 

balanced their dual life. 

 From the study it is clear that 60% of surveyed employees are not working 

under flexible schedule. Only those employees who are on executive position 

are working under flexible schedule. But if the flexible schedule is given to all 

the employees surveyed are willing to take advantage of it. 

 Most of the executive are able to attend their family and office function, but the 

employees on clerical and on technical position attend family gathering most of 

the time and social gathering seldom or never. 

 70% of employees says that long working hour sometimes effects their working 

efficiency. We can say that in private organization decrease in efficiency is very 

common. 
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 70% employees say that yes their health is suffering due to their work but 

surprising 30% of employees disagree that health is not suffering due to work 

and they belong to technical. 

 40% employees give top most priorities to career, at the same time 40% 

employees give top most priorities to health also but more than half of the 

employees’ surveyed say that family is their second preference. 

 Max veto of employees takes their family out at least once in the year but 10% 

never take their family out on vacation. Thus, can say that employees are not 

give free time to their family. 

 Almost all the male employees never go to grocery shop for purchasing home 

articles. But on other hand female employees goes to grocery shop always or 

most of the time or some time. 

 Merely 70% of employees saying that long working hours some time affect 

their efficiency, but in the same course 10% employees say that long working 

hour never affect their efficiency as they are those employees who work less 

than 8 hrs. 

 

 

 

 

 

 

 

 

 

 

 

1
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Suggestions: 

 To improve the quality of worker life of the employees in the organization, 

Work assessment committees to be constitute in the organizations headed by a 

qualified professional to balance both Emotional Intelligence and Quality of 

work life. 

 

 Effective stress management programs should be adopted to maintain the stress 

at reasonable and acceptable level for the betterment of work life Quality among 

the Employees. 

 

  The company has to strive hard to enlighten its employees on the advantages of 

different aspects of Quality of work life and control of emotions through various 

programs to feel free. 

 

 From this study, we mean that the emotional intelligence has to be assessed and 

improved in company to improve staff performance and productivity to develop 

more effective Human resources strategy. 

 

 The company should further strengthened employee’s commitment, increased 

job satisfaction and improved organizational stability in order to achieve better 

quality of work life among the employees. 

 

 The organization should create making jobs more interesting and challenging 

through job enrichments and have healthy organizational programs to control 

the emotions and to increase the productivity. 

Limitations of the study: 

• The study is limited to employees. 

• Number of respondents is 100. 

• There might be biased in information provided by employees

12
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