
VOLUME NO. 1 (2011), ISSUE NO. 1 (MARCH)                                                                               ISSN 2231-1009 

  
 

IIINNNTTTEEERRRNNNAAATTTIIIOOONNNAAALLL   JJJOOOUUURRRNNNAAALLL   OOOFFF   RRREEESSSEEEAAARRRCCCHHH   IIINNN   CCCOOOMMMPPPUUUTTTEEERRR   AAAPPPPPPLLLIIICCCAAATTTIIIOOONNN   AAANNNDDD   MMMAAANNNAAAGGGEEEMMMEEENNNTTT   

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

Ground Floor, Building No. 1041-C-1, Devi Bhawan Bazar, JAGADHRI – 135 003, Yamuna Nagar, Haryana, INDIA 

www.ijrcm.org.in 

CCCCONTENTSONTENTSONTENTSONTENTS    
Sr. No. TITLE & NAME OF THE AUTHOR (S) Page No. 

1. ETHICS AND IT- UNSOLVED ISSUES OF ONLINE BASED BANKING 

DR. V V R RAMAN & DR. VEENA TEWARI 

6 

2. PETROLEUM PROFIT TAX AND NIGERIA ECONOMIC DEVELOPMENT 

ADEGBIE, FOLAJIMI FESTUS & FAKILE, ADENIRAN SAMUEL 

11 

3. WOMEN ECONOMIC EMPOWERMENT THROUGH SELF HELP GROUPS: A STUDY IN ANDHRA PRADESH 

DR. B. V. PRASADA RAO, S. R. PDALA & DR. NEDURI SURYANARAYANA 

19 

4. THE ROLE OF CELEBRITY ADVERTISING ON BRAND PREFERENCE 

OKORIE NELSON & ADEYEMI ADEROGBA 

27 

5. WOMEN BUILDING BUSINESSES IN A MAN'S WORLD – THE SAGA OF WOMEN ENTREPRENEURSHIP 

J. EDUKONDALA RAO 

34 

6. COMMUNITY DEVELOPMENT INITIATIVES IN ENGINEERING COLLEGES IN BENGALURU, INDIA 

PROF. B.N.BALAJI SINGH 

38 

7. BANKING ON IT: PROBLEMS AND PROSPECTS IN STATE BANK OF INDIA 

TIMIRA SHUKLA & ANITA SINGH 

45 

8. BUSINESS RISK ANALYSIS THROUGH GINNI’S COEFFICIENT: A STUDY OF SELECT IT COMPANIES IN INDIA 

DR. DEBASISH SUR & DR. SUSANTA MITRA 

49 

9. EMOTIONAL COMPETENCY CLUSTERS AND STAR PERFORMER IN SOFTWARE PROJECT TEAM 

DR. A VELAYUDHAN, DR. S GAYATRIDEVI & MS. S. SRIVIDYA 

56 

10. IMPACT OF FLEXI-TIME (A WORK-LIFE BALANCE PRACTICE) ON EMPLOYEE PERFORMANCE IN INDIAN IT SECTOR 

DR. S. SUMAN BABU, DR. U. DEVI PRASAD, FAKHRUDDIN SHEIK & K. BHAVANA RAJ 

65 

11. TRIPS, TECHNOLOGY AND EXPORTS: EVIDENCE FROM THE INDIAN PHARMACEUTICAL INDUSTRY 

MADHUR MOHIT MAHAJAN 

72 

12. CORPORATE SOCIAL RESPONSIBILITY (CSR) OF A TOBACCO COMPANY: A PARADIGM PERSPECTIVE OF AN EXCLUSIVE 

CASE 

DR. S.  P. RATH, PROF. BISWAJIT DAS & PROF. RAKESH KATYAYANI 

79 

13. REFLECTIONS OF SELF HELP GROUPS AND THEIR MAMMOTH GROWTH IN THE STATE OF TAMILNADU, INDIA 

R. LAKSHMI & PROF. DR. G. VADIVALAGAN 

85 

14. CONSUMERS’ PERCEPTION ON MATCHING QUALITY OF CELEBRITY AND BRAND FEATURES IN ADVERTISEMENT 

DR. P. RAJA, PROF. (DR.) R. ARASU & D. KARTHIK 

88 

15. ROLE OF THE URBAN COOPERATIVE BANKS IN THE AFTERMATH OF GLOBAL FINANCIAL CRISIS: A STUDY WITH 

REFERENCE TO VELLORE DISTRICT 

E. GNANASEKARAN & PROF. (DR.) M. ANBALAGAN 

92 

16. RISK ASSESSMENT OF DEFAULT BEHAVIOUR OF HOUSING LOANS OF A PUBLIC SECTOR BANK (AN EMPIRICAL STUDY) 

SHUBHA B. N & DR. (MRS.) S. GOMATHI 

102 

17. DYNAMICS OF IPO – A STUDY WITH REFERENCE TO SELECTED CORPORATE SECTORS 

DR. P. NATARAJAN & S. BALAJI 

106 

18. RETURN - BASED PERFORMANCE ANALYSIS OF SELECTED EQUITY MUTUAL FUNDS SCHEMES IN INDIA – AN 

EMPIRICAL STUDY 

DR. R. SHANMUGHAM & ZABIULLA 

113 

19. A STUDY ON PROBLEMS AND PROSPECTS OF EXPORTING INDIAN HIGHER EDUCATIONAL SERVICES 

DR. SHEELAN MISRA 

120 

20 PERFORMANCE APPRAISAL OF CENTRAL COOPERATIVE BANKS IN INDIA IN LIBERAL ECONOMIC SCENARIO 

DR. SUBRATA MUKHERJEE & DR. SAMIR GHOSH 

127 

21 ROLE OF INFLATION IN INVESTMENT DECISIONS - AN ANALYTICAL STUDY 

DR. SAMBHAV GARG 

134 

22 EMPOWERMENT OF WOMEN IN GADAG DISTRICT- A STUDY OF SELF HELP GROUPS ENTREPRENEURS 

DR. A. S. SHIRALASHETTI 

138 

23 AN EVALUATION OF COOPERATIVE SOCIETIES FINANCED BY ICDP IN HIMACHAL PRADESH – A STUDY OF KULLU 

DISTRICT 

DR. GAGAN SINGH & MAST RAM 

145 

24 MANAGEMENT OF DETERMINANTS OF WORKING CAPITAL – AN UPHILL TASK 

BHAVET 

153 

25 DEPOSIT MOBILIZATION IN ICICI AND SBI BANKS IN INDIA 

ESHA SHARMA 

157 

 REQUEST FOR FEEDBACK 162 



VOLUME NO: 1 (2011), ISSUE NO. 1 (MARCH)                                       ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

61 

CHIEF PATRONCHIEF PATRONCHIEF PATRONCHIEF PATRON 
PROF. K. K. AGGARWAL 

Chancellor, Lingaya’s University, Delhi 

Founder Vice-Chancellor, Guru Gobind Singh Indraprastha University, Delhi 

Ex. Pro Vice-Chancellor, Guru Jambheshwar University, Hisar 

PATRONPATRONPATRONPATRON    
SH. RAM BHAJAN AGGARWAL 

Ex. State Minister for Home & Tourism, Government of Haryana 

Vice-President, Dadri Education Society, Charkhi Dadri 

President, Chinar Syntex Ltd. (Textile Mills), Bhiwani 

COCOCOCO----ORDIORDIORDIORDINATORNATORNATORNATOR 
BHAVET 

Lecturer, M. M. Institute of Management, Maharishi Markandeshwar University, Mullana  

ADVISORSADVISORSADVISORSADVISORS 
PROF. M. S. SENAM RAJU 

Director A. C. D., School of Management Studies, I.G.N.O.U., New Delhi 

PROF. M. N. SHARMA 
Chairman, M.B.A., Haryana College of Technology & Management, Kaithal 

PROF. S. L. MAHANDRU 
Principal (Retd.), Maharaja Agrasen College, Jagadhri 

EDITOREDITOREDITOREDITOR 
PROF. R. K. SHARMA 

Dean (Academics), Tecnia Institute of Advanced Studies, Delhi 

COCOCOCO----EDITOREDITOREDITOREDITORSSSS 
DR. SAMBHAV GARG 

Faculty, M. M. Institute of Management, Maharishi Markandeshwar University, Mullana, Ambala, Haryana 

EDITORIAL ADVISORY BOARDEDITORIAL ADVISORY BOARDEDITORIAL ADVISORY BOARDEDITORIAL ADVISORY BOARD    
DR. AMBIKA ZUTSHI 

Faculty, School of Management & Marketing, Deakin University, Australia 

DR. VIVEK NATRAJAN 
Faculty, Lomar University, U.S.A. 

PROF. PARVEEN KUMAR 
Director, M.C.A., Meerut Institute of Engineering & Technology, Meerut, U. P. 

PROF. H. R. SHARMA 
Director, Chhatarpati Shivaji Institute of Technology, Durg, C.G. 

PROF. MANOHAR LAL 
Director & Chairman, School of Information & Computer Sciences, I.G.N.O.U., New Delhi 

PROF. ANIL K. SAINI 
Chairperson (CRC), Guru Gobind Singh I. P. University, Delhi  

PROF. SANJIV MITTAL 
University School of Management Studies, Guru Gobind Singh I. P. University, Delhi 

PROF. SATISH KUMAR 
Director, Vidya School of Business, Meerut, U.P. 

PROF. ROSHAN LAL 
Head & Convener Ph. D. Programme, M. M. Institute of Management, M. M. University, Mullana 

DR. ASHWANI KUSH 
Head, Computer Science, University College, Kurukshetra University, Kurukshetra 

DR. BHARAT BHUSHAN 
Head, Department of Computer Science & Applications, Guru Nanak Khalsa College, Yamunanagar 

DR. VIJAYPAL SINGH DHAKA 
Head, Department of Computer Applications, Institute of Management Studies, Noida, U.P. 

DR. KULBHUSHAN CHANDEL 
Reader, Himachal Pradesh University, Shimla, Himachal Pradesh 

DR. ASHOK KUMAR CHAUHAN 
Reader, Department of Economics, Kurukshetra University, Kurukshetra 

DR. SAMBHAVNA 
Faculty, I.I.T.M., Delhi 



VOLUME NO: 1 (2011), ISSUE NO. 1 (MARCH)                                       ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

62 

DR. MOHINDER CHAND 

Associate Professor, Kurukshetra University, Kurukshetra 

DR. MOHENDER KUMAR GUPTA 
Associate Professor, P. J. L. N. Government College, Faridabad 

DR. VIVEK CHAWLA 
Associate Professor, Kurukshetra University, Kurukshetra 

DR. VIKAS CHOUDHARY 
Asst. Professor, N.I.T. (University), Kurukshetra 

DR. SAMBHAV GARG 
Faculty, M. M. Institute of Management, Maharishi Markandeshwar University, Mullana, Ambala, Haryana 

ASSOCIATE EDITORSASSOCIATE EDITORSASSOCIATE EDITORSASSOCIATE EDITORS 
PROF. NAWAB ALI KHAN 

Department of Commerce, Aligarh Muslim University, Aligarh, U.P. 

PROF. ABHAY BANSAL 
Head, Department of Information Technology, Amity School of Engineering & Technology, Amity University, Noida 

DR. ASHOK KUMAR 
Head, Department of Electronics, D. A. V. College (Lahore), Ambala City 

DR. ASHISH JOLLY 
Head, Computer Department, S. A. Jain Institute of Management & Technology, Ambala City 

DR. PARDEEP AHLAWAT 
Reader, Institute of Management Studies & Research, Maharshi Dayanand University, Rohtak 

DR. SHIVAKUMAR DEENE 
Asst. Professor, Government F. G. College Chitguppa, Bidar, Karnataka 

SUNIL KUMAR KARWASRA 
Vice-Principal, Defence College of Education, Tohana, Fatehabad 

PARVEEN KHURANA 
Associate Professor, Mukand Lal National College, Yamuna Nagar 

SHASHI KHURANA 

Associate Professor, S. M. S. Khalsa Lubana Girls College, Barara, Ambala 

ASHISH CHOPRA 
Sr. Lecturer, Doon Valley Institute of Engineering & Technology, Karnal 

MOHITA 
Lecturer, Yamuna Institute of Engineering & Technology, Village Gadholi, P. O. Gadhola, Yamunanagar 

SAKET BHARDWAJ 
Lecturer, Haryana Engineering College, Jagadhri 

TECHNICAL ADVISORSTECHNICAL ADVISORSTECHNICAL ADVISORSTECHNICAL ADVISORS    
AMITA 

Lecturer, E.C.C., Safidon, Jind 

MONIKA KHURANA 
Associate Professor, Hindu Girls College, Jagadhri 

SURUCHI KALRA CHOUDHARY 
Head, Department of English, Hindu Girls College, Jagadhri 

NARENDERA SINGH KAMRA 
Faculty, J.N.V., Pabra, Hisar 

FINANCIALFINANCIALFINANCIALFINANCIAL    ADVISORSADVISORSADVISORSADVISORS    
DICKIN GOYAL 

Advocate & Tax Adviser, Panchkula 

NEENA 
Investment Consultant, Chambaghat, Solan, Himachal Pradesh 

LEGAL ADVISORSLEGAL ADVISORSLEGAL ADVISORSLEGAL ADVISORS    
JITENDER S. CHAHAL 

Advocate, Punjab & Haryana High Court, Chandigarh U.T. 

CHANDER BHUSHAN SHARMA 
Advocate & Consultant, District Courts, Yamunanagar at Jagadhri 

    

    



VOLUME NO: 1 (2011), ISSUE NO. 1 (MARCH)                                       ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

63 

CALL FOR CALL FOR CALL FOR CALL FOR MANUSCRIPTSMANUSCRIPTSMANUSCRIPTSMANUSCRIPTS    

We invite unpublished novel, original, empirical and high quality research work pertaining to recent developments & practices 

in the area of Computer, Business, Finance, Marketing, Human Resource Management, General Management, Banking, 

Insurance, Corporate Governance and emerging paradigms in allied subjects. The above mentioned tracks are only indicative, 

and not exhaustive.  

Anybody can submit the soft copy of his/her manuscript anytime in M.S. Word format after preparing the same as per our 

submission guidelines duly available on our website under the heading guidelines for submission, at the email addresses, 

info@ijrcm.org.in or infoijrcm@gmail.com. 

GUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPT    

1. COVERING LETTER FOR SUBMISSION: 

Dated: ________________________ 

The Editor 

IJRCM 

Subject: Submission of Manuscript in the Area of (Computer/Finance/Marketing/HRM/General Management/other, please specify). 

Dear Sir/Madam, 

Please find my submission of manuscript titled ‘___________________________________________’ for possible publication in your journal. 

I hereby affirm that the contents of this manuscript are original. Furthermore It has neither been published elsewhere in any language fully or 

partly, nor is it under review for publication anywhere. 

I affirm that all author (s) have seen and agreed to the submitted version of the manuscript and their inclusion of name(s) as co-author(s). 

Also, if our/my manuscript is accepted, I/We agree to comply with the formalities as given on the website of journal & you are free to publish 

our contribution to any of your two journals i.e. International Journal of Research in Commerce & Management or International Journal of 

Research in Computer Application & Management. 

Name of Corresponding Author: 

Designation: 

Affiliation: 

Mailing address: 

Mobile & Landline Number (s):  

E-mail Address (s): 

2. INTRODUCTION: Manuscript must be in English prepared on a standard A4 size paper setting. It must be prepared on a single space 

and single column with 1” margin set for top, bottom, left and right. It should be typed in 12 point Calibri Font with page numbers at the 

bottom and centre of the every page. 

3. MANUSCRIPT TITLE: The title of the paper should be in a 12 point Calibri Font. It should be bold typed, centered and fully 

capitalised. 

4. AUTHOR NAME(S) & AFFILIATIONS: The author (s) full name, designation, affiliation (s), address, mobile/landline numbers, and 

email/alternate email address should be in 12-point Calibri Font. It must be centered underneath the title. 

5. ABSTRACT: Abstract should be in fully italicized text, not exceeding 250 words. The abstract must be informative and explain 

background, aims, methods, results and conclusion. 

6. KEYWORDS: Abstract must be followed by list of keywords, subject to the maximum of five. These should be arranged in alphabetic 

order separated by commas and full stops at the end. 

7. HEADINGS: All the headings should be in a 10 point Calibri Font. These must be bold-faced, aligned left and fully capitalised. Leave a 

blank line before each heading. 

8. SUB-HEADINGS: All the sub-headings should be in a 8 point Calibri Font. These must be bold-faced, aligned left and fully capitalised.  

9. MAIN TEXT: The main text should be in a 8 point Calibri Font, single spaced and justified. 



VOLUME NO: 1 (2011), ISSUE NO. 1 (MARCH)                                       ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

64 

10. FIGURES &TABLES: These should be simple, centered, separately numbered & self explained, and titles must be above the 

tables/figures. Sources of data should be mentioned below the table/figure. It should be ensured that the tables/figures are referred to from 

the main text. 

11. EQUATIONS: These should be consecutively numbered in parentheses, horizontally centered with equation number placed at the 

right. 

12. REFERENCES: The list of all references should be alphabetically arranged. It must be single spaced, and at the end of the manuscript. 

The author (s) should mention only the actually utilised references in the preparation of manuscript and they are supposed to follow Harvard 

Style of Referencing. The author (s) are supposed to follow the references as per following: 

• All works cited in the text (including sources for tables and figures) should be listed alphabetically.  

• Use (ed.) for one editor, and (ed.s) for multiple editors.  

• When listing two or more works by one author, use --- (20xx), such as after Kohl (1997), use --- (2001), etc, in chronologically 

ascending order. 

• Indicate (opening and closing) page numbers for articles in journals and for chapters in books.  

• The title of books and journals should be in italics. Double quotation marks are used for titles of journal articles, book chapters, 

dissertations, reports, working papers, unpublished material, etc. 

• For titles in a language other than English, provide an English translation in parentheses.  

• Use endnotes rather than footnotes.  

• The location of endnotes within the text should be indicated by superscript numbers. 

PLEASE USE THE FOLLOWING FOR STYLE AND PUNCTUATION IN REFERENCES: 

Books 

• Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.  

• Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio," Ohio State University.  

Contributions to books  

• Sharma T., Kwatra, G. (2008) Effectiveness of Social Advertising: A Study of Selected Campaigns, Corporate Social Responsibility, 

Edited by David Crowther & Nicholas Capaldi, Ashgate Research Companion to Corporate Social Responsibility, Chapter 15, pp 287-303. 

Journal and other articles  

• Schemenner, R.W., Huber, J.C. and Cook, R.L. (1987), "Geographic Differences and the Location of New Manufacturing Facilities," 

Journal of Urban Economics, Vol. 21, No. 1, pp. 83-104. 

Conference papers  

• Chandel K.S. (2009): "Ethics in Commerce Education." Paper presented at the Annual International Conference for the All India 

Management Association, New Delhi, India, 19–22 June. 

Unpublished dissertations and theses  

• Kumar S. (2006): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, Kurukshetra University, 

Kurukshetra. 

Online resources  

• Always indicate the date that the source was accessed, as online resources are frequently updated or removed.  

Website  

• Kelkar V. (2009): Towards a New Natural Gas Policy, Economic and Political Weekly, Viewed on February 17, 2011 

http://epw.in/epw/user/viewabstract.jsp 



VOLUME NO: 1 (2011), ISSUE NO. 1 (MARCH)                                       ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

65 

IMPACT OF FLEXI-TIME (A WORK-LIFE BALANCE PRACTICE) ON EMPLOYEE PERFORMANCE IN 

INDIAN IT SECTOR 
 

DR. S. SUMAN BABU 

ASST. PROFESSOR, HYDERABAD BUSINESS SCHOOL 

GITAM UNIVERSITY 

HYDERABAD 

 

DR. U. DEVI PRASAD 

ASSOCIATE PROFESSOR, HYDERABAD BUSINESS SCHOOL 

GITAM UNIVERSITY 

HYDERABAD 

 

FAKHRUDDIN SHEIK 

LECTURER, HYDERABAD BUSINESS SCHOOL 

GITAM UNIVERSITY, HYDERABAD 

 

K. BHAVANA RAJ 

SR. RESEARCH FELLOW, SCHOOL OF MANAGEMENT STUDIES 

JNT UNIVERSITY 

HYDERABAD 
 

ABSTRACT 
This paper examines the impact of flexi-time on employee performance as part of a work-life balance practice based on empirical evidence 

drawn from IT Sector in Hyderabad, India. A total of 300 samples with 30 samples (Asst. Managers, Managers, and Sr. Managers) from each 

company had been included from the Ten IT companies based on simple random sampling. Managerial personnel from HR, Marketing, Finance, 

Operations and Technical functions are included in the study. The study shows that when the average flexi-time score increases, the average 

employee performance score also increases proportionately. The study reveals positive correlation and significant association between employee 

performance and flexi-time. The findings of the study shows that majority of the managerial personnel are able to increase their performance 

levels with the help of flexi-time as one the important work-life balance practice. The study concludes with a conceptual framework which 

explains how spillover theory helps in improving employee performance and also how management and co-worker support helps in smooth 

implementation of flexi-time in improving employee performance as a part in achieving work-life balance. 

 

KEYWORDS 
Life, Performance, IT, flexi-time. 

 

INTRODUCTION 
alancing work and family issues have become increasingly important for both employees and employers, and are a universal worldwide 

phenomenon (Jarrod M. Haar, 2007).Work-life balance is one of the most difficult issues facing families in the twenty-first century 

(Elizabeth W., Calvin W., & Janice R., 2008).   

In the pursuit of reducing stress, improving performance, increasing productivity, reducing costs and enhancing profitability in the workplace, 

organizations have been evolving new ways and means to build psychological relationships with employees. Work-life balance (WLB) is a 

common challenge throughout the industrialized world. Employees all over the world are facing challenges how to balance work and personal 

life (Ramachandra Aryasri A. & Suman Babu S., 2007). 

In the era of globalization, the boundaries of world are disappearing especially with respect to work. The present global  organization is working 

24*7, 365 days a year and the growth of the economy is the present priority amidst global recession, which the world over is facing today. 

Everyone’s focus is more on the work than the personal life which is creating an imbalance in the professional work and personal life. (Sindhu & 

S.Suman Babu, 2008). 

The term “work-life balance” was first coined over 20 years ago in reaction to the trend of the 1970s and 1980s when men and women began 

prioritizing work and career goals over family, friends, community affairs, and leisure activities. Today, this is the priority for all promising 

organizations (Farid A. Muna & Ned Mansour, 2009).      

Most cited work-family policies in work-family literature are on-site day care; help with day care costs, elder care  assistance, information on 

community day care, paid parental leave, unpaid parental leave, maternity or paternity leave with reemployment, and flexible scheduling 

(Perry-Smith et al., 2000). Workplace flexibility is the ability of workers to make choices influencing when, where, and for how long they engage 

in work-related tasks" (Hill, et al., 2008). 

 

WORK-LIFE RESEARCH IN IT SECTOR IN INDIA 

B 
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During the period 1995-2000 India saw the information technology enables services (ITES) e g, call centre and software sector boom. Many 

organizations in this sector adopted work styles and organizational practices from developed countries in the west. Workers were expected to 

work 24/7 × 365 days of the year. To prevent such a work style from affecting worker health and productivity, workplaces offered services 

traditionally associated with the family and non-work domain within their premises such as gymnasiums, day-care facilities, laundry facilities, 

canteen facilities, even futons to sleep on if you felt like a nap (Uma Devi, 2002). The IT sector was meant to have emancipatory potential for 

workingwomen on account of the possibility of telecommuting and working flexible hours. However in reality IT workplaces turned out to give 

very little room for family time and therefore did not live up to this promise. Also, since family friendly measures were offered more as an 

imitation of western organizational practices rather than from a genuine concern to enable (women) workers handle work and family 

responsibilities, they have suffered casualties during the recent recession in the IT sector (Winifred 2003). 

The need to avoid stress and absenteeism associated with work and family demands among a newly downsized, highly pressurized core 

workforce as a result of massive downsizing and restructuring of organizations during 1990s has been recognized by some organizations as a 

compelling argument for continuing or developing family-oriented policies for this group  particularly public sector(Lewis et al., 1996). 

There is more innovation conceiving work-life balance policies and practices in IT and IT enabled services-be they multinational or Indian 

companies-because of the preponderance of gender balance and resultant increased awareness and concern about family responsibilities. 

Interestingly, as Wipro’s website puts it, the emphasis is on “Work balance towards life” rather than “life balance towards work”. (V.Chandra 

and C.S.Venkata Ratnam, 2009). In view of longer working hours and around the clock support, IT workers suffer more from work-life conflict 

than in most other cases. (C.S.Venkata Ratnam and V.Chandra, 2009) 

 

OUTCOMES OF WORK-LIFE BALANCE PRACTICES 
Organizations have offered work-family benefits as a means to ameliorate the negative effects of stress and to increase work-family balance for 

employees. Work-family benefits are often referred to as organization interventions because they are designed to intervene and relieve the 

stress caused by work-family conflict.  

Research on work and family has found that when work-family conflict has been reduced, positive attitudes and behaviors such as improved 

recruitment; increased retention, morale, and commitment; improved job performance and production; as well as lowered training costs, 

absenteeism, and tardiness result (Raabe, 1990). These outcomes are of interest to human resource managers and have a positive effect on 

organization's bottom line. This study evaluates employee perceptions of three important organizational concerns employee stress, employee 

retention, employee performance and organizational productivity. 

 

FLEXITIME, AN EMPLOYEE PERFORMANCE IMPROVER AND IT IS IMPORTANCE 
Nowadays employers are in the habit of cutting costs. Flexi time is one such work-life balance practice that does not add any cost to the 

employers but moreover it adds many benefits to the bottom line like improved retention, increased performance apart from reduction of 

employee stress. 

 

RESEARCH PROBLEM 
• The literature review reveals that there are very few studies in India which explore the impact of flexi-time on employee performance.  

• After having extensive discussions with the research guide, academicians, key HRD people in IT industry, and colleagues, the research 

problem has been formulated keeping  following questions in perspective: 

 

RESEARCH QUESTIONS 
• Whether flexi-time as a work-life balance practice is being adopted by IT organizations in India and what are its possible outcomes?  

• How Flexi-time help organizations in improving employee performance? 

• How Management and Coworker Support helps in smooth implementation of Flexi-time in IT companies. 

 

OBJECTIVES OF THE STUDY 
• To study existing work-life balance practices in select IT organizations in Hyderabad. 

• To study and analyze the influence of flexi time on employee performance. 

• To study how management and co-worker support helps in smooth implementation of flexi-time to improve employee performance. 

 

LITERATURE REVIEW 
RELATIONSHIP OF WLB PRACTICES TO EMPLOYEE PERFORMANCE 

Dex and Smith (2002) explored the relationship between the adoption of family-friendly arrangements and improved organizational 

performance. 

They found evidence of positive links between improved employee performance, cost effectiveness and the use of family-friendly policies in the 

workplace. 

Issues associated with the contribution that work-life initiatives make to employee performance and organizational productivity have attracted 

the attention of employers as an increasing number of studies have found that organizations with progressive work-life programs have higher 

returns on assets and a positive impact on shareholder returns (Arthur & Cook, 2004; Watson Wyatt Worldwide, 2002).  

RESEARCH STUDIES ON MANAGEMENT & CO-WORKER SUPPORT 

The literature has suggested that the adoption of formal family-responsive policies may not have the desired effects if there is no supportive 

organizational culture (Kossek & Nichol, 1992). Therefore, if lack of supervisor and organizational support is shown from the research findings, 

then companies considering family-responsive policies should take steps to promote a corporate culture that values or at least accepts the 

necessity and potential long-term benefits of the policies. 
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Organizational culture is often cited as the key facilitator or barrier to work-life policies (Thompson et al., 1999) with cultural norms often over-

riding formal policy intentions. According to the business case, a supportive culture (management and coworker support) can improve morale 

and motivation and reduce stress and absences. 

A) Management support 

Based on a study of managers' and professionals' use of work-family policies specifically, Blair-Loy and Wharton (2002) also argue that 

employees were more likely to use these policies if they worked with powerful supervisors and colleagues who could buffer them from 

perceived negative effects on their careers. 

B) Co-worker Support 

 Another factor which may contribute to an understanding of why many employees are reluctant to take up work-family provisions is lack of co-

worker support. Also referred to as the “backlash” movement (Haar and Spell, 2003), there is some evidence, based on theories of 

organizational justice (Hegtvedt et al., 2002) that resentment by some employees may contribute to a work environment where the utilization 

of work-life policies is not encouraged. 

 

THEORETICAL PERSPECTIVE/CONCEPTUAL FRAMEWORK FOR THE PRESENT STUDY 
The theoretical underpinning for this present research study was also built on the concept of spillover theory (FIGURE A--Conceptual Model on 

Flexitime as a WLB practice and employee stress reduction outcome); Spillover theory can help explain the reciprocal relationship between 

work and family by accounting for both the positive and negative influence of multiple roles (Leiter & Durup, 1996). Spillover refers to the 

experiences (attitude, behavior, environment, demands, emotions, responsibilities, resources) of one role "spilling over" or affecting the other 

role. Spillover can simultaneously involve the experience of both stress and support. When an individual's experienced stress accumulates in 

one domain and cannot be contained within that domain due to lack of resources, the stress spills over into the other domain and is expressed 

there as well. For example, spillover from work to family occurs when an employee experiences a difficult, stressful day at the office and comes 

home to the family, yelling at one's spouse and children. Stress experienced at the office is then experienced at the home. 

 

HYPOTHESIS 
After conducting an extensive review of literature, the following hypothesis predominantly in the alternate form is developed in line with the 

research problem and objectives. 

Ha: There is significant impact of flexitime on employee performance. 

 

METHODOLOGY AND SAMPLING DESIGN 
The primary data was collected from April’2010 to Sept’2010.The study is based on both the primary data and secondary data. Secondary data 

was collected from various research journals, books, magazines, websites related to the field of the study. Primary data was collected by 

administering a structured questionnaire to the junior level & middle level managers of the sample companies. A 1-5 point Likert Scale from 

strongly disagree to strongly agree has been used to measure the statements in the questionnaire. The measures were adapted and Cronbach’s 

coefficient of reliability was computed for all dimensions to verify the internal consistency of the items (Flexitime and employee performance) 

that constitute the dimensions. For flexi time and employee performance scale, the number of items is 8 and the Cronbach alpha value is 0.947 

 

SAMPLING TECHNIQUES AND SAMPLE SIZE DESCRIPTION 
Firm size affects the type and extent of work-life balance policies that are offered. In their study of US firms, Galinsky and Bond (1998) found 

that company size was the next best predictor of the presence of work-life balance policies, after industry type. Larger companies (more than 

1,000 employees) were more likely to provide flexible work options and longer and paid parental leave. 

Ten IT companies are selected on the basis of non-probability sampling which is non-random in nature. A total of 300 samples with 30 samples 

(Asst.Managers, Managers, and Sr. Managers) from each company had been included from the 10 companies based on simple random 

sampling. The sizes of each of the junior level and middle level management depends on the population of respective cadre of managers. 

Managerial personnel from HR, Marketing, Finance, Operations and Technical functions are included in the study. All these companies have 

more than 1000 employees each. 

Males constitute 218 members (72.7%) and Females constitute 82 members (27.3%). They belong to age group between 25 yrs to above 45 yrs. 

The highest percentage of participants is between 35yrs-45yrs (45.7%). 280 participants i.e., (93.3%) are married and 20 participants (6.7%) are 

unmarried. Truly this is a representative of the work-life problems faced by married managerial personnel. 280 participants i.e., (93.3%) said 

they have children and 290 participants (96.7%) said they have elderly persons in their families whom they need to look after. 210 participants 

(73.3%) said they work more than 8 hrs and nearly 100 participants (33.3%) said they work night shifts (8pm-4am) and another important 

observation is that 244 participants (81.3%) said they have working spouses. All these combinations will help to further study and evaluate 

work-life balance practices on organizational outcomes. The following tables will explain the demographic characteristics of the respondents 

 

STATISTICAL ANALYSIS AND RESULTS 
The data is analyzed by using SPSS (Statistical Package for services and solutions) 17.0 version 

When asked how important you think the following work-life balance practices? 

For flexi time :The data collected out of 300 Managerial personnel 25.3%-34.7% felt extremely important to important.11.7% respondents felt 

neutral and 14.3%-14.0% felt somewhat important to not at all important. 

When asked “I would be motivated to higher levels of work performance if flexi-time were offered”. 91 (41.7%) male managerial personnel had 

responded “agree or strongly agree” whereas 42 (51.2%) female managerial personnel had responded “agree or strongly agree” and from the 

overall sample 133 (44.3%) male and female managerial personnel together had responded “agree or strongly agree”. This implies that females’ 

perception towards impact of flexitime on employee performance is more when compared to males. 

Table 1: Mean and Standard Deviation Scores of ‘Overall Sample’ 

Descriptive Statistics 
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 Mean Std. Deviation N 

Employee Performance 3.11 1.414 300 

Flexitime 3.47 1.357 300 

Table 1 gives the mean and standard deviation scores for the overall sample of 300 managerial personnel (which includes Assistant Managers, 

Managers and Senior Managers).  It is interesting to observe that the averages of these domains are almost the same with lesser variation on 

Employee Performance. For Flexitime, the corresponding range is 1 to 5.  

In order to measure the extent of linear relationship between the average Flexitime scores and the average Employee Performance scores, Karl 

Pearson coefficient of correlation is computed; and is tested for significance.  Table 2 reveals that there is a positive correlation between 

Employee Performance and Flexitime (r=0.589, p=0.000), and is found to be statistically highly significant.  For future research, it may be 

suggested that Flexitime can be used to estimate Employee Performance. Since managerial personnel from all cadres for the purpose of work-

life balance practices study are included, it reflects the importance of Flexitime to measure Employee Performance. 

Table 2: Correlation between Employee Performance and Flexitime 

Correlations 

  Employee Performance Flexitime 

Employee Performance Pearson Correlation 1 .589
**

 

Sig. (2-tailed)  .000 

N 300 300 

Flexitime Pearson Correlation .589
**

 1 

Sig. (2-tailed) .000  

N 300 300 

**. Correlation is significant at the 0.01 level (2-tailed). 

The coefficient of determination R
2
 = 0.347, p=0.000 highlights that Flexitime contributes on Employee Performance to a moderate extent 

(Table 3).  Thus, Employee Performance can be estimated from Flexitime scores.      

Table 3: Coefficient of determination between Employee Performance and Flexitime of ‘Overall Sample’ 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate Change Statistics 

R Square Change F Change df1 df2 Sig. F Change 

1 .589
a
 .347 .345 1.145 .347 158.439 1 298 .000 

a. Predictors: (Constant), Flexitime 

The analysis of variance table (ANOVA) given in Table 4 reveals that the regression model fits well for the data (F=158.439, p=0.000).  

Table 4: ANOVA for ‘Overall Sample’ 

ANOVA
b
 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 207.629 1 207.629 158.439 .000
a
 

Residual 390.518 298 1.310   

Total 598.147 299    

a. Predictors: (Constant), Flexitime 

b. Dependent Variable: Employee Performance 

The regression coefficient and its associated test of significance are given in Table 5.  The fitted regression model is as follows:  

Employee Performance = 0.614 Flexitime + 0.985  

From the above regression line, the average score on Employee Performance can be estimated for a given average score on Flexitime.  Further, 

the population regression coefficient is different from zero as t=12.587, p=0.000. It explains that when the average Flexitime score increases, 

the average Employee Performance score also increases proportionately. 

Table 5: Regression Coefficient and its Associated Test of Significance for ‘Overall Sample’ 

Coefficients
a
 

Model Unstandardized Coefficients Standardized Coefficients t Sig. 

B Std. Error Beta 

1 (Constant) .985 .182  5.423 .000 

Flexitime .614 .049 .589 12.587 .000 

a. Dependent Variable: Employee Performance 
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Hence, the study hypothesis “There is significant impact of flexi-time on employee performance” is accepted 

 

MANAGERIAL IMPLICATIONS OF THE STUDY 
The findings of the study reveals that work-life balance is becoming a burning issue in IT sector in India. To facilitate employees, organizations 

are practicing work-life balance strategies like flexi time to their employees so that they can balance their work and life domains. Most of the 

western organizations are providing work-life balance practices like flexi time to its employees and are competing with the global organizations. 

Indian organizations should match with global approach in providing work-life balance practices to its employees.  

The literature review revealed that there are only few studies in India in evaluating flexi time as a work-life balance practices based on 

employee performance. Either the study has been conducted by taking one practice or in single country. 

 Hence the researcher found that the existing literature was short of empirical studies in the area of evaluating flexi time as a work-life balance 

practice based on employee performance in India, thereby providing the impetus for this study. This research work, which is conceptual and 

empirical in nature, has taken a step, and a significant one in the Indian context to fill the void. 

 This study has been a modest attempt to evaluate flexi time as a work-life balance practice based on employee performance. The results of this 

study conclude that there is significant impact of flexi time on employee performance 

 

LIMITATIONS AND FUTURE SUGGESTIONS 
a) The study has been conducted in Hyderabad region, so the restricted geographical region is a limitation for this study. 

b) Only ten IT organizations from the IT sector are covered under this study and the results of the study cannot be generalized. 

c) Inclusion of very few female managerial personnel in the study. 

d) Only one work-life balance practice (flexi time) is evaluated based on employee performance. 

This research work has been undertaken in Hyderabad region of Andhra Pradesh in India in ten organizations from the IT sector. The future 

research can be in areas of evaluation of work-life balance practices such as flexi time based on employee performance in other regions of India 

and in other sectors to compare the results to arrive at more generalized conclusions. Future research can also focus on the impact of other 

work-life balance practices on organizational outcomes. This research work has been carried out by taking managerial personnel as a sample, 

whereas future research can be focused by taking different samples like employees belonging to different levels and comparing between the 

levels. 

 

CONCLUSION 
To conclude how provision of work-life balance practices like flexi time may benefit organizations by improving employee performance rate 

where employees can perform to the best of their potential and also help policy makers to frame welfare measures to employees. 

Organizations should integrate flexi time as a work-life balance practice in core business objectives and also should use as a strategic tool for 

improving employee performance.  

For effective implementation of flexi time as a work-life balance practice there should be both management and co-worker support and also 

organizations should observe the moods, attitudes, behavior and environment of its employees because spillover of these will have both 

positive and negative outcomes with reference to employee performance. Organizations should also consider other practices which will 

increase employee performance 

During this economic downturn or global recession organizations should adopt flexi time as a employee performance improver  tool because it 

does not add any cost to the organizations and moreover it adds many organizational benefits to the bottom line like increased satisfaction and 

productivity, retention of valuable employees ,reduced stress and decreased absenteeism apart from improving employee performance. 

The above article can be summed up in Fig. A (Conceptual Framework of Flexitime as a Work-Life Balance Practice and reduced employee 

performance outcome). 
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FIG. A: Conceptual Framework of Flexi-time as a Work-Life Balance Practice and improved 
employee performance outcome 
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Management/Coworker Support 

� Provides support for implementing work and family practices. 

Work-Life Balance 

� Combining employment with family life, caring responsibilities, and personal 
life while meeting employer’s needs 

� Proper mix of personal and work responsibilities which leads to better work-
life balance 

Work-Life Balance Practice 

� Flexi time 
 

Spillover Theory 

Similarity between what 
occurs in the family and at 
work 

Workplace 

� Attitudes 
� Behaviors 
� Environment 

Negative Outcome 

� Improved Employee Performance levels 

Family 

� Attitudes 
� Behaviors 
� Environment 

 

Positive Outcome 

� Decreased Employee Performance levels 

Fig A Conceptual Model of Work-Life Balance Practices and improved employee performance 
outcome                        

Note:   Direct Linkages  

                                   Interactional Impacts 
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