
VOLUME NO. 2 (2011), ISSUE NO. 9 (SEPTEMBER) ISSN 0976-2183 

  
 

IIINNNTTTEEERRRNNNAAATTTIIIOOONNNAAALLL   JJJOOOUUURRRNNNAAALLL   OOOFFF   RRREEESSSEEEAAARRRCCCHHH   IIINNN   CCCOOOMMMMMMEEERRRCCCEEE   AAANNNDDD   MMMAAANNNAAAGGGEEEMMMEEENNNTTT   

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

Indexed & Listed at: Ulrich's Periodicals Directory ©, ProQuest, U.S.A., The American Economic Association’s electronic bibliography, EconLit, U.S.A.,  
Open J-Gage, India as well as in Cabell’s Directories of Publishing Opportunities, U.S.A. 

Circulated all over the world & Google has verified that scholars of more than eighty-one countries/territories are visiting our journal on regular basis. 

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

www.ijrcm.org.in 

CCCCONTENTSONTENTSONTENTSONTENTS    
Sr. 

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

1. WORD OF MOUTH (WOM): THE UNNOTICED TOOL FOR STRENGTHENING THE ADOPTION OF BRAND 

MUJAHID MOHIUDDIN BABU & MUHAMMAD Z MAMUN 

1 

2. THE IMPACT OF RESOURCES ON ENTRAPRENEURIAL SUCCESS - A CASE STUDY ON COMMERCIAL FAST FOOD SMES 

ANSAR A. RAJPUT, SAIMA SALEEM, ASIF AYUB KIYANI & AHSAN AHMED 

7 

3. DETERMINANTS OF VEGETABLE CHANNEL SELECTION IN RURAL TIGRAY, NORTHERN ETHIOPIA 

ABEBE EJIGU ALEMU, BIHON KASSA ABRHA & GEBREMEDHIN YIHDEGO TEKLU 

15 

4. MULTY-TIER VIEW OF EMPLOYEE RETENTION STRATEGIES IN INDIAN AND GLOBAL COMPANIES - A CRITICAL APPRAISAL 

ANANTHAN B R & SUDHEENDRA RAO L N 

21 

5. HERBAL RENAISSANCE IN INDIA & THE ROLE OF ISKCON IN ITS SUCCESS (WITH SPECIAL REFERENCE TO MAYAPUR, VRINDAVAN, 

BANGALORE & DELHI ISKCON CENTRES) 

DR. RAJESH KUMAR SHARMA & SANDHYA DIXIT 

23 

6. THE IMPACT OF TELEVISION ADVERTISING ON CHILDREN’S HEALTH 

DR. N. TAMILCHELVI & D. SURESHKUMAR 

28 

7. WORK-LIFE BALANCE AND TOTAL REWARD OPTIMIZATION - STRATEGIC TOOLS TO RETAIN AND MANAGE HUMAN CAPITAL 

SUNITA BHARATWAL, DR. S. K. SHARMA, DR. UPENDER SETHI & DR. ANJU RANI 

32 

8. EMPIRICAL STUDY ON EXPATRIATE’S OFFICIAL, CULTURAL AND FAMILY PROBLEMS WITH REFERENCE TO BANGALORE, INDIA 

SREELEAKHA. P & DR. NATESON. C 

36 

9. IMPACT OF QUALITY WORK LIFE OF THE HOTEL EMPLOYEES IN CUSTOMER SATISFACTION – A STUDY ON STAR HOTELS IN BANGALORE 

DR. S. J. MANJUNATH & SHERI KURIAN 

42 

10. CULTURE AND DIVERSITY MANAGEMENT- A PERSPECTIVE 

CYNTHIA MENEZES PRABHU & SRINIVAS P S 

48 

11. A STUDY ON FACTORS INFLUENCING RURAL CONSUMER BUYING BEHAVIOUR TOWARDS PERSONAL CARE PRODUCTS IN COIMBATORE 

DISTRICT 

P. PRIALATHA & DR. K. MALAR MATHI 

52 

12. THE DETERMINANTS OF PROFITABILITY: AN EMPIRICAL INVESTIGATION USING INDIAN AUTOMOBILE INDUSTRY 

DR. A. VIJAYAKUMAR 

58 

13. BANKING EFFICIENCY: APPLICATION OF DATA ENVELOPMENT APPROACH (DEA) 

DR. NAMITA RAJPUT & DR. HARISH HANDA 

65 

14. KNOWLEDGE CENTRIC HUMAN RESOURCE MANAGEMENT PRACTICES - A COMPARATIVE STUDY BETWEEN SBI AND ICICI 

G. YOGESWARAN & DR. V. M. SELVARAJ 

71 

15. A COMPARATIVE STUDY OF NON-PERFORMING ASSETS OF PUBLIC AND PRIVATE SECTOR BANKS 

DR. HARPREET KAUR & NEERAJ KUMAR SADDY 

82 

16. STRAIGHTEN OUT RENTAL (AND OTHER RETAIL LEASE) DISPUTES BY CONNOISSEUR FORTITUDE 

HEMANT CHAUHAN, RACHIT GUPTA & PALKI SETIA 

90 

17. AN ANALYTICAL STUDY OF MANAGERIAL ISSUES OF HANDLOOM INDUSTRY IN JAIPUR DISTRICT 

RACHANA GOSWAMI & DR. RUBY JAIN 

94 

18. CORPORATE SOCIAL RESPONSIBILITY AND FUTURE MANAGERS – A PERCEPTION ANALYSIS 

DR. PURNA PRABHAKAR NANDAMURI & CH. GOWTHAMI 

98 

19. CUSTOMER RELATIONSHIP MANAGEMENT:  MAHA MANTRA OF SUCCESS 

DR. RADHA GUPTA 

103 

20. THE   PROBLEM OF MAL NUTRITION IN TRIBAL SOCIETY (WITH SPECIAL REFERENCE TO MELGHAT REGION OF AMRAVATI DISTRICT) 

DR. B. P. ADHAU 

109 

21. WOMEN EMPOWERMENT AND SELF HELP GROUPS IN MAYILADUTHURAI BLOCK, NAGAPATTINAM DISTRICT, TAMILNADU 

N. SATHIYABAMA & DR. M. MEEENAKSHI SARATHA 

112 

22. A STUDY TO MEASURE EFFECTIVENESS AND PROFITABILITY OF WORKING CAPITAL MANAGEMENT IN PHARMASUTICLE INDUSTRY IN INDIA 

DR. ASHA SHARMA 

118 

23. CUSTOMER PERCEPTIONS AND SATISFACTION TOWARDS HOME LOANS 

RASHMI CHAUDHARY & YASMIN JANJHUA 

124 

24. IMAGES OF WOMAN IN ADVERTISING AND ITS IMPACT ON THE SOCIETY 

SNIGDA SUKUMAR & DR. S. VENKATESH 

128 

25. EMPLOYEE SATISFACTION- A STUDY OF HCL LIMITED 

OMESH CHADHA 

131 

 REQUEST FOR FEEDBACK 136 



VOLUME NO. 2 (2011), ISSUE NO. 9 (SEPTEMBER)  ISSN 0976-2183 

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

www.ijrcm.org.in 

ii 

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----ORDINATORORDINATORORDINATORORDINATOR 
DR. SAMBHAV GARG 

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

    

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----EDITOREDITOREDITOREDITOR 
DR. BHAVET 

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. 

DR. RAJESH MODI 
Faculty, Yanbu Industrial College, Kingdom of Saudi Arabia 

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

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

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



VOLUME NO. 2 (2011), ISSUE NO. 9 (SEPTEMBER)  ISSN 0976-2183 

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

www.ijrcm.org.in 

iii 

DR. KULBHUSHAN CHANDEL 
Reader, Himachal Pradesh University, Shimla 

DR. TEJINDER SHARMA 
Reader, Kurukshetra University, Kurukshetra 

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

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

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

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

    

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. V. SELVAM 
Divisional Leader – Commerce SSL, VIT University, Vellore 

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

S. TABASSUM SULTANA 
Asst. Professor, Department of Business Management, Matrusri Institute of P.G. Studies, Hyderabad 

    

TECHNICAL ADVISORTECHNICAL ADVISORTECHNICAL ADVISORTECHNICAL ADVISOR    
AMITA 

Faculty, E.C.C., Safidon, Jind 

MOHITA 

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

    

FINANCIAL ADVISORSFINANCIAL ADVISORSFINANCIAL ADVISORSFINANCIAL ADVISORS    
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 

    

SUPERINTENDENTSUPERINTENDENTSUPERINTENDENTSUPERINTENDENT    
SURENDER KUMAR POONIA 

 
    



VOLUME NO. 2 (2011), ISSUE NO. 9 (SEPTEMBER)  ISSN 0976-2183 

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

www.ijrcm.org.in 

iv 

CALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTS    

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 like Accounting Education; Accounting Information Systems; 

Accounting Theory & Practice; Auditing; Behavioral Accounting; Behavioral Economics; Corporate Finance; Cost Accounting; 

Econometrics; Economic Development; Economic History; Financial Institutions & Markets; Financial Services; Fiscal Policy; 

Government & Non Profit Accounting; Industrial Organization; International Economics & Trade; International Finance; Macro 

Economics; Micro Economics; Monetary Policy; Portfolio & Security Analysis; Public Policy Economics; Real Estate; Regional 

Economics; Tax Accounting; Advertising & Promotion Management; Business Education; Business Information Systems (MIS); 

Business Law, Public Responsibility & Ethics; Communication; Direct Marketing; E-Commerce; Global Business; Health Care 

Administration; Labor Relations & Human Resource Management; Marketing Research; Marketing Theory & Applications; Non-

Profit Organizations; Office Administration/Management; Operations Research/Statistics; Organizational Behavior & Theory; 

Organizational Development; Production/Operations; Public Administration; Purchasing/Materials Management; Retailing; 

Sales/Selling; Services; Small Business Entrepreneurship; Strategic Management Policy; Technology/Innovation; Tourism, 

Hospitality & Leisure; Transportation/Physical Distribution; Algorithms; Artificial Intelligence; Compilers & Translation; Computer 

Aided Design (CAD); Computer Aided Manufacturing; Computer Graphics; Computer Organization & Architecture; Database 

Structures & Systems; Digital Logic; Discrete Structures; Internet; Management Information Systems; Modeling & Simulation; 

Multimedia; Neural Systems/Neural Networks; Numerical Analysis/Scientific Computing; Object Oriented Programming; 

Operating Systems; Programming Languages; Robotics; Symbolic & Formal Logic; Web Design. 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, 

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

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                                                                                                                .                            

(e.g. Computer/IT/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 journals. 

 

NAME OF CORRESPONDING AUTHOR: 

Designation: 

Affiliation with full address & Pin Code: 



VOLUME NO. 2 (2011), ISSUE NO. 9 (SEPTEMBER)  ISSN 0976-2183 

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

www.ijrcm.org.in 

v 

Residential address with Pin Code: 

Mobile Number (s): 

Landline Number (s):  

E-mail Address: 

Alternate E-mail Address: 

 

2. INTRODUCTION: Manuscript must be in British 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 8 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 italic & 11-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 the background, aims, 

methods, results & conclusion in a single para. 

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. 

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.  

• 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  

• Garg Sambhav (2011): "Business Ethics" 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. (2011): "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  

• Garg, Bhavet (2011): Towards a New Natural Gas Policy, Economic and Political Weekly, Viewed on July 05, 2011 http://epw.in/user/viewabstract.jsp 



VOLUME NO. 2 (2011), ISSUE NO. 9 (SEPTEMBER)  ISSN 0976-2183 

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

www.ijrcm.org.in 

32 

WORK-LIFE BALANCE AND TOTAL REWARD OPTIMIZATION - STRATEGIC TOOLS TO RETAIN AND MANAGE 

HUMAN CAPITAL 
 

SUNITA BHARATWAL 

ASST. PROFESSOR 

THE TECHNOLOGICAL INSTITUTE OF TEXTILE & SCIENCES 

BHIWANI – 127 021 

 

DR. S. K. SHARMA 

PROFESSOR & HEAD 

THE TECHNOLOGICAL INSTITUTE OF TEXTILE & SCIENCES 

BHIWANI – 127 021 

 

DR. UPENDER SETHI 

ASST. PROFESSOR 

GOVERNMENT COLLEGE 

AMBALA CANTT. 

 

DR. ANJU RANI 

SR. LECTURER 

RSS (PG) COLLEGE 

PILLKHUWA 

 

ABSTRACT 
It has been shown through various studies that the work/life balance programs go a long way in helping firms of all sizes attract and retain high-quality 

professionals and are a key factor in employee satisfaction. The employees who once were addressed as the workforce are now treated as the internal customers 

and undoubtedly stated as the Human capital. Therefore retaining the efficient Human capital has become a challenge to the modern corporate. More than a 

decade has passed since the corporate started to implement work/life-balance-friendly policies, but only a few firms are claiming the success. Human resource 

professionals seek innovative ways to attain their organization's competitive advantage in the marketplace and in this series have found that work-life balance 

challenges and total reward optimization techniques as the win-win solutions. Work and family balance has highlighted the benefits and compensation as the key 

factors in generating employee satisfaction.  Through qualitative, appropriate work-life balance activities and HR metrics the organizations are able to improve 

employee morale, retain employees with valuable company knowledge, and keep pace with workplace trends. This article offers the perspective that human 

resource professionals can assist their companies to capitalize on these factors by using work/life initiatives and the Total Reward Optimization technique. 

 

KEYWORDS 
Work-life balance, W-L benefits, employee retention, Human capital, Total Reward Optimization.  

 

INTRODUCTION 
or the organizations the challenge of work-life balance has emerged to the concern of top of many employers' and employees' consciousness. In today's 

rapidly changing society in all aspects of economy, culture, education, social stratification, political changes etc, the human resource professionals seek 

options of how to positively influence the bottom line of their companies. Ideally, work-life balance programs are very effective recruitment and 

retention tools for the organizations but still it is an irony that many companies don't deliver it and expect the retention of the quality work-force. It’s not been 

too long since the leading corporations installed certain work-life programs designed aiming at drawing more talent into the workplace and helped employees 

more focused. Workplace surveys in recent studies still register high levels of employee stress stemming from work-life conflicts. And surprisingly in many cases, 

the work-life programs and benefits have reached only the employees who need them least. 

 

WORK-LIFE BALANCE- THE CHALLENGES AHEAD  
The complex society of ours makes the individuals with conflicting responsibilities and commitments; hence the work-life balance has become a predominant 

issue at the workplace. The major factors such as the global competition, the renewed interest in personal lives/ family values; and managing the workforce etc. 

have made it more significant. Studies have revealed that human resource professionals seek innovative ways to attain their organization's competitive 

advantage in the marketplace and it is found that work-life balance activities offer a win-win solution in this regard.  

THE ORIGIN OF WORK/LIFE BALANCE: It is a state of equilibrium in which the demands of a person's job and that of his personal life are equal. 
(1) 

The term 

"work-life balance" was coined in 1986, although its usage in everyday language was being made for a number of years. Interestingly, work/life programs existed 

as early as the 1930s.  The policies and procedures established by an organization with the goal to enable employees to efficiently do their jobs and at the same 

time provide flexibility to handle personal concerns or problems at their family front In fact; dual-wage-earning families in general are working longer hours. 

Catalyst, a nonprofit research and advisory organization in New York, found the combined weekly work hours of wage-earning couples rose to 91 hours in 2002--

up more than 8% in just 10 years. Writing for the New York Times, Judith Shulevitz cited a Families and Work Institute study, that found younger college-

educated workers were less willing "to sacrifice everything to advance their careers" than baby boomers were. People entering the workforce today are more 

likely to turn down promotions if the new job means longer days and having to bring more work home.  

ORGANIZATIONAL ENVIRONMENT AND CULTURE: It is an organization's culture, work-climate, and how it acknowledges and respects the family responsibilities 

and obligations of its employees and encourages management and employees to work together to meet their personal and work needs. Before establishing any 

kind of work-life initiatives, it is foremost to know if the organization's culture is open and ready to support work-life balance programs. It is important to 

determine culture readiness inside the organization. As with most change initiatives, work-life programs require support from senior management. In addition, 

for the work environment to be ready for work/life benefits, it is helpful to have a "corporate culture that encourages employees to look at business in an 

F
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entirely different way and supports and accepts employees as individuals with priorities beyond the workplace."
(2)

  Following are a few changed dimensions of 

the personal, family and social forefront that compels the corporate to draft the HR policies in altogether different stride.
     

a. Personal Lives and Family Values to the Forefront: In recent years personal and family lives have become  critical values that Americans are less willing to 

ignore, for the sake of work. Over time, the American workforce has begun to change course from being willing to spend every hour working to learning to 

manage the complexities of modern living. In addition, the impact of the terrorist attacks of September 11 has led many people to re-evaluate their lives and 

consider the meaning of work. Consequently, Americans are looking for options that allow for both a personal and family life, and many seek ways to have a 

balance between the two. As a result, the U.S. management philosophy that expects employees to put work first, ahead of personal lives and family 

commitments, is becoming accepted.  

b. The Changing Modes of Family Structure: With the inevitable growing diversity of family structures, day by day represented in the workforce in the new 

millennium, it is important that human resource professionals do understand the interface of work and family relationships better and the resulting impact in 

the workplace. Research by Parasuraman and Greenhaus documented that segments of the workforce may be subject to unique work/family pressures, yet 

often has few sources of support.
(3)

 The under-representation of these groups of individuals with potentially difficult types of work/family pressures represents a 

major gap in work/family research and employers' understanding of their needs. Typically, studies have focused on employed men and women who are married 

or living with a partner or those with children. From the employer and employee viewpoint, the changing nature of family is one of the biggest complications of 

today's society. In a popular book, Work and Family--Allies or Enemies, Friedman and Greenhaus, two leaders in work/life balance, bring forth new evidence to 

help us understand choices we make as employers and individuals regarding work and family. 
(4)

 This pioneering study of more than 800 business professionals 

considered values, work, and family lives and found that "work and family, the dominant life roles for most employed women and men in contemporary society, 

can either help or hurt each other." 
(5)

 Conflict between work environment and expected roles in the job as well as family responsibilities, obligations etc have 

real consequences and significantly affect the quality of family life and career attainment. The studies have revealed a compensatory effect between these two 

forms of psychological interference i.e., work-to-family and family-to-work.  

c. Work-Life balance: As a stress remover: The employee-driven solutions help reduce  overtime, stress, and  workloads, and increase flexibility and family and 

leisure time. The increasing levels of stress could definitely lead to low employee morale, poor productivity, and decreasing job satisfaction. Some of the specific 

symptoms that relate  directly to productivity in the work environment are abuse of sick time, cheating, chronic absenteeism, distrust, embezzlement, 

organizationalsabotage, tardiness, task avoidance, and  violence in the workplace.  

d. Life Cycle Stage of Employees for the Work-Life Facilities: Life cycle stage of the employees too is another important consideration, as people need different 

things at  different times of their lives. Now days the employers have started realizing that work should be intrinsically interesting and satisfying to the 

employees, and this is the workforce that produces the best work if treated in a desired way. One of the challenges of work-life initiatives--from both the 

employer and the employee viewpoints is equitability, which has been cited as a major concern regarding work-life initiatives. 
(6)

 At the time of establishing 

work-life programs, it is important to consider the objectives of the programs and whom they would serve and in what ways. Also organizational readiness for 

work/life programs from the employees' point of view is being judged.  Thus the studies too, confirmed that a supportive work-family culture is directly related 

to positive work attitudes and less turnover of the employees in the organization.  

 

WORK-LIFE BALANCE AND RETENTION OF HUMAN CAPITAL: AN INDIAN CONTEXT 
President Kalam has highlighted five factors i.e., agriculture, education, healthcare, and information technology and infrastructure development which would 

help in uplifting the 260 million people living below the poverty line while simultaneously sustaining the 7% growth in GDP. In India 540 million people below the 

age of 25 years; no other country has such a big bank of workable people who can work wonders. India has the greatest advantage of its talented workable 

force.  

Indian companies are giving due response to their human capital and are exploring ways to keep their employees happy. “I always focus on growing talent within 

the company and I think it is important to share the credit for good work. We may not have too many heroes in our company but we certainly have people who 

work very well together. My mantra is to focus on the people who have the ability to learn, says Shanghvi. Auto-manufacturer Mahindra and Mahindra has 

introduced two new schemes which are in pipeline for its top level managers in order to bring balance in their work and personal life. Company has changed its 

leave policy wherein it has introduced a compulsory 15-days leave for its middle and top-level officials. We want our employees to spend value time with their 

family at home’’. The company is also focusing on training and development programme for the career mapping of the employees and provides them with a 

meaning   professional career ahead.  

TACTICS IN RETENTION OF HUMAN CAPITAL: Employee retention is critical to the long term health and success of an organization. Top Management agree that 

retaining talented employees ensures customer satisfaction, product sales, satisfied co-workers and reporting staff, effective succession planning and deeply 

imbedded organizational knowledge and learning. 

(a) A satisfied employee knows clearly what is expected from him every day at work. Changing expectations keep people on edge and create unhealthy stress.  

(b)The quality of the supervision an employee receives is critical to employee retention. Frequent employee complaints center on these areas: 

(i)  Lack of clarity about expectations 

(ii)  Lack of feedback about performance 

(iii)  Failure to hold scheduled meetings 

 (iv)  Failure to provide a framework within which the employee perceives that he can succeed. 

(c) The ability of the employee to speak his or her mind freely within the organization is another key factor in employee retention. 

(d) Talent and skill utilization is another environmental factor the key employees seek in the workplace. 

ADVANTAGES OF WORK-LIFE INITIATIVES: Work-life initiatives create positive employer branding, and support diversity initiatives. There are various factors 

which determine the effectiveness of these programs as follows:  

(i) Saving employee’s time: One of the most direct and measurable financial benefits of work/life initiatives is that these work life initiatives are able to 

save the amount of time of the employees by assisting, them in solving their personal problems. WFD conducted research with clients across industries with 300 

employees and documented that an average of 17 hours per year were saved when employees used a consulting service that provided counseling, referrals, and 

research in areas such as parenting, education, childcare, adoption, and eldercare.  

(ii) Enhanced Employee Retention: The cost of employee turnover and accompanying loss of valuable company knowledge can be significant. Work-life 

programs enhanced the qualitative employee retention. A prime example is IBM'S 1992 workforce survey that documented "the highest performers are the 

most likely to consider their ability to balance work and personal responsibilities in a decision to stay with the company.” 
(7) 

 

(iii)  Increased Motivation and Productivity: Research indicates that company commitment to work/life initiatives is closely aligned with employee 

motivation and productivity. A study focusing on work, well-being and stress illustrates this link, finding that "45% of men and 50% of women would turn down a 

promotion if the new position would leave them with less time for their personal or family life." 
(8)

  

(iv)  Reduced Absenteeism: It is revealed from various studies that the sound work-life programs reduce absenteeism and too many leaves. Johnson & 

Johnson "found that there was a 50% decline in absenteeism among employees who used flexible work options and family leave policies." 
(9)

  

(v)  Decline in Stress-Related problems among the employees: Work/life programs are becoming an intelligent choice of today’s globalised corporate to 

help lower the stress among the employees. According to the American Institute on Stress, 1 million workers are absent due to stress-related complaints, and 

American firms lose more than 5 million workdays annually due to illness, more than half stress-related. A 1992 study by Northwestern National Life Insurance 

Co. found that "72% of all workers surveyed experienced three or more stress-related illnesses 'somewhat or very often.'" 
(10)
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PRODUCING TALENT-BIGGEST CHALLENGE FOR INDIAN INSTITUTES 
It is another big challenge to first produce the talent in the country, before actually formulating the strategies to manage and retain them in the same 

organizational periphery. As per the QS world University Ranking India is not able to make its place in the top 10, rather it has 187
th

 rank bagged by IIT Mumbai. 

The following are the details as per the latest study made:  

 

TOP TEN EDUCATIONAL INSTITUTES PROVIDING QUALITY PROFESSIONALS AS PER QS RANKINGS 2010 

QS Rankings 2010 The World University Rankings 2010-11 Institution Country 

1 6 University of Cambridge United Kingdom 

2 1 Harvard University United States 

3 10 Yale University United States 

4 22 UCL(University College of London) United Kingdom 

5 3 Massachusetts Institute of Technology (MIT) United States 

6 6 University of Oxford United Kingdom 

7 9 Imperial College London United Kingdom 

8 12 University of Chicago United States 

9 2 California Institute of Technology (Caltech) United States 

10 5 Princeton University United States 

Source: Hindustan Times, New Delhi, 22-9-2010 

 

PARAMETERS OF EVALUATION OF EDUCATIONAL INSTITUTES UNDER QUALITY PROFESSIONALS AS PER QS RANKINGS 2010 

QS World University 

Ranking 

World Academic 

Reputation 

Employer 

Reputation 

Faculty 

Student 

Citations per 

Faculty 

International 

Faculty 

International 

Students 

Top 10 Institutes Rank Rank Rank Rank Rank Rank Rank 

IIT Mumbai 187 138 50 301 291 301 301 

IIT Delhi 202 162 74 292 238 301 301 

IIT Kanpur 249 239 158 301 185  301 

IIT Madras 262 226 120 301 239   

IIT Kharagpur 311 301 191 286 201   

University of Delhi 371 166 113 301 301 301 301 

IIT Roorkee 401-450 301 278 278 301 301 301 

University of Mumbai 451-500 301 161 301 301   

University of Calcutta 501-550 261 293 301 301 301 301 

IIT Guwahati 501-550 301 301 292 301  301 

Source: Hindustan Times, New Delhi, 22-9-2010 

To obtain the quality professionals or employees we need to focus on imparting quality education, research and knowledge transfer to the students to cultivate 

into a strong Human Capital for the country. It is believed that the employability component, unique to the QS system- introduces a particular relevance for 

prospective students, who would regulate the industrial performance and ultimately the economic up gradation of the nation. 

 

WORK-LIFE BALANCE-THE TRENDS AHEAD 
The challenge of work-life balance in our society is unlikely to disappear. The concept of work/life balance is gaining a great deal of attention in both the 

academic and corporate worlds. A 2003 study reveals that employees are often preoccupied with work when not working, and when in the company of family 

and loved ones, experience an inability to be meaningfully engaged in no work spheres. 
(11)

 As researcher Ezzedeen explains, "modern work has become more 

knowledge based, fluid, and intellectual; overworked people think about work all of the time. For many people, work has become cognitively intrusive." To 

understand work/life balance, Professor Swiercz and Doctoral Candidate Ezzedeen of The George Washington University developed and tested a cognitive 

approach, the "Cognitive Intrusion of Work." In simple terms, this means that work/life balance is not just about finding "physical time" to do all that needs to be 

done. Instead, and more importantly, it is about the "cognitive space" necessary to process, organize, and respond to the thinking demands of life within a 

complex society. Commenting on the potential impact of this research on organization policies and practices, Professor Swiercz states, "this research not only 

gives employers a new benchmarking tool, it also provides a new theoretical basis for understanding this important social issue from a research perspective."  

TOTAL LIFE PLANNING- A NEW APPROACH TOWARDS WORK-LIFE BALANCE: Total life planning is latest and innovative approach to work/life benefits that helps 

employees understand the important aspects of their professional life, personal lives and their relativity. Their goal is "to encourage employees to look at their 

lives as a whole and assess relationships, emotional and physical wellbeing, careers, spirituality, and their personal financial situation. From these programs, 

employees can assess their available choices to improve balance in their lives and develop an individualized life plan the most successful programs set a goal-

oriented environment with a meaningful and transformational component for each individual." 
(12)

 The concept of total life has the major benefits such as 

renewed employee energy, enthusiasm and attachment for work, and enhanced productivity. Total life planning programs may be offered in conjunction with 

benefits such as health, life, and disability insurance, or on a standalone basis.  

 

TOTAL REWARDS OPTIMIZATION 
A company can calculate exactly how much it needs to spends on benefits to keep employees happy and still not feeling the dent due to it. It makes evident that 

leveraging the rewards would not only attract the best talent in the market, but also retain it up to its productivity. To this exercise they call Total Rewards 

Optimization (TRO). The TRO tool is a short, fun and engaging survey to measure employee preferences through a simple process trade-offs. Using a technique 

called conjoint, that has been in the market for almost 25 years, and employees’ preferences are checked for various benefits.  When asked them directly what 

they want, they’ll say everything, which is not actionable. But things are easier to infer if it’s in the form of trade-offs. It’s the same sort of trade-offs made by 

any common man everyday such as where to go for lunch, what road to take to work, what computer or clothes to buy and from where, etc. Unconsciously 

these decisions are made all the time and that’s the trade-off which can be mimicked through the TRO exercise. It is really about bringing a voice to the 

employee. Often, this is the voice that is left out when companies plan their rewards package. Companies are not known if the employees are interested in the 

rewards offer or what he or she would like instead. Once, the preferences for different rewards are known, the companies can deliver them to their important 

internal clients.  

RETENTION: THE MOTTO OF TRO: Retention is a key outcome that companies look for, from optimizing total rewards. But the other important things are 

attraction-to have a package of rewards that people in the growth market like India will be attracted to and that competing companies may not offer-& 

productivity that can be pushed up by optimizing the rewards package. When there is more productivity, there is   more money to spend on rewards. It is found 

that 10-15% of the money spent on benefits which are not valued much. This problem can be fixed by shifting the money around, reducing the expenditure on 

benefits they don’t appreciate, and increasing it on benefits that they do. So for most of the firms it may not be about saving the costs spent on rewards, but 
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spending their rewards currency more effectively. It’s a win-win situation for both the employees and the company. The trade-off that the TRO tool uses is 

between the kind of rewards and services people can get and what they’re looking for. With respect to this another concept the cost of delivering those services 

has come into picture. 

Cash is always important, but may not be the most efficient way for a company to spend its rewards currency. An example in the United States is the child care 

subsidies. Suppose an employee earns $50,000 a year and gets a hike of about $5,000. But he’s recently had a child, and spends the entire additional money on 

childcare. In effect, the raise is now gone. But suppose the company gave him a raise of $2,500 instead of $5,000, and also offered him subsidies to use some 

sort of high quality childcare service. The company would still be paying $2,500, but the employees perceive this as something better that they got for half the 

amount. Similarly, some employees may value housing benefits, others value tuition and training. The TRO tool lets companies allocate benefits among 

employees according to who likes what, and everybody is happy.  

THE FOCUS OF INDIAN COMPANIES: While looking at the core range of items that you’re currently spending money on salary changes, allowances, medical, etc. 

Indian companies should think outside the box. If the company is offering the same rewards as everyone else, an employee doesn’t get a reason to join it. It is to 

take care and plan about the reward system or benefits that would encourage clients to inculcate the next generation features, like flexi hours. The thing 

understands exactly what employees are looking for. The policy makers think they know, but until actually talked to employees, it is mere guess. The TRO tool, 

instead of guessing, brings some empirical evidence to the company’s decision-making on rewards. Important considerations from Indian perspective are:  

• Different segments of employees seek different rewards packages. Younger workers seek more training and development benefits or more paid time off. 

Older workers prefer different retirement benefits. Focus should be on whom the company wants to attract and work out the rewards accordingly. 

• Let employees work out their own rewards package. By talking to them, listening to them, taking their opinion on the current rewards package being 

offered, rather than simply guessing their choices. 

• A good rewards package is not only a hook to lure the best talent in the market, but also a good tool to retain that talent. 

• Think out of the-Box i.e., something very different and appealing compared to the competitors and this would definitely be able to scoop the best talent. 

• Spend efficiently on rewards- In a dynamic economy like India, rewards tend to get undervalued very quickly. Therefore companies need to keep up, and 

revisit the rewards they offered earlier as much as possible. 

• Never benchmark your compensation to the marketplace. The company needs to be consistent with the rewards offered, and should not keep changing 

them too often. Preference of employees’ gives more stability than some companies might imagine. 

• Employee prefers and would be pleased more with a bunch of smaller rewards, than one big benefit. Companies need to mix and match before deciding 

over the benefits to be offered. 

 

CONCLUSION  
It can thus be concluded that a sound work-life program has the potential to significantly improve employee morale, motivate them constantly, reduce 

absenteeism and turnover, and retain organizational knowledge, particularly during difficult economic times. In today's global marketplace, as companies aim to 

reduce costs, it falls to the human resource professional to understand the critical yet significant issues of work-life balance programs. The companies losing 

critical knowledge when employees leave for other opportunities, work-life programs offer a win-win situation for employers and employees. It is always to 

review and reformulate the human resources strategy to check whether it is in accordance to the company's mission. Through questionnaires, focus groups, or 

any other mode of feedback the employers should find out what employees feel about work-life balance. Alignment of work-life initiatives with HR strategy 

ensures the retention of a smart, qualitative, internal customer or the employees.  
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