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Abstract

Purpose: Because of the pandemic of COVID-19, most organizations are mdve work from home policy. With
this new concept most of the employees are struggling with the work life balar8g Lanka IT industry is the
leading industry which is adopted to the work from home concept with the CQ¥Ipandemic. Therefore, the
primary goal of this research is to identify characteristics that influence tikelifgobalance of individuals in Sri
Lanka's IT industry working from home.

Design/Method: This is a quantitative analysis that has considered IT personnel that workdnoen The primary
data for the analysis was acquired from 270 respondents via a structurednqaéstiand to represent whole IT
industry only have select three IT companies namely, CodeGen InternaBd3l l(td, Pearson and Virtusa. And
four hypotheses have been tested in this study.

Findings: Weighted least square regression analysis results indicated that 33.2% variation aoktlife Wwalance
can be explained by occupational stress, socio- economic status, managepentesupfamily support. Among
them only management support and family support indicated the significant rett@iovith work life balance and
among four hypotheses only two hypotheses are accepted.

Research Consequencesthe findings of this study are significant to developing countries, andwilegive
researchers a better knowledge of the work life balance of employees waikinghéme in the IT industry,
particularly in Sri Lanka. Furthermore, the findings will aid future local atetriational researchers in identifying
other factors that may influence an employee's work life balance.

Research limitations/ Future Research Suggestion$iuture research can extend model by including mediating
factors like gender and age. Qualitative or mixed methodology can béouseaduct further studies to arrive more
diverse findings regarding factors that influence work life balance of tpéogees who work from home.

Keywords: Work life balance, Work from home, Occupational Stress, Socio- Economic, 3fanagement
Support, Family Support
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1. Introduction

1.1 Background of the study

Due to modernization and advancement of technology, work from home ttaseipecome a growing trend in the
entire world (Nordin et al., 2016). Nowadays, many organizations are adbplyndjstributed and remote workforce
as a recent trend. As MBA Skool Team, 2020 work from home is a theory thbezmployees can do his or her job
from home. This concept provides adjustable working times to the employee astiveleatployer to make sure the
job is done with ease. As they found, WFH is a modern-day work appfeailitated via the internet and social
mobility wherein nevertheless of the physical place of work can be done tidégdfound, working from home can
be defined as working remotely or telecommuting which indicates that the emptogeasrking from a remote
location - generally home.

As a result of the ongoing COVID-19 pandemic in the world, most orgamzaliave adopted the working from
home concept. There are lots of definitions of WFH theory. However, Felstedéasdn (2000) defined it as "any
paid work that is carried out primarily from home". Dagnino (20E8cdbes two generations of work from home.
First generation is, "Home Office" and second generation is, "Mobile Office". ddrisept was applied to
nonagricultural employees since the industrialized transformation and in thgafiref 1990s the rates of men and
women utilizing WFH were make equal (Deming, 2017). Former research has shownctinporating WFH
regulations into workplace could be answered to keeping graduates and efficidoyesapfrom leaving the
profession, owing to household and family obligations. With ever-increagiogress in Information &
Communication Technology and devices, any section that broadly utilizesitmspnd the internet could benefit
from the WFH policy such as IT, Management, Designing, Media etc. (Srivastava efla)., 280, it supports to
maintain efficiency of the employee the identical or even better and at the eqadlhgps the worker for being
with household or conducting some personal effort. Due to the current parsitelstion, employees are confronting
some health matters of self or family. Therefore, WFH can be a fantastiortastisting employees keep on at home
and work out at the same time. Likewise, it has empowered many companies tonkpeguctive and keep
themselves pertinent (“Business concept team”, 2020). Some business leaders are considering work from home as a
constant feature due to COVID-19 and have opened assessing its advantajssusesl d

Because of the WFH concept, most employees struggling to maintain worklifecb. Work-life balance (WLB)
refers to the interaction among work and other activities such as househlck, relaxation, and personal growth.
(Chaitra et al., 2019). His study stated that, it is regarding the proptide arrangement of a person's engagement
in work and other elements of their life, and if this blend does not remagathe over time, it can be changed. He
further stated that WLB is defined as a situation in which the frictions betwadrawd personal life are lessened by
having appropriate rules, practices, supportive management, workplace proesibgsod personal relationships.
According to Haar (2007), maintaining balance supports appropriate wdrkumg, which improves efficacy and
balances work, and household issues are becoming increasingly imporganplbyees and employers, and are a
common occurrence. As per Gautam et al., (2019) WLB is essential for elgusiliess preparation and scholarly
research & his study shows that WLB is a main problem that influencing hapgiad¢amily and work are the most
essential aspects of the whole world. Thus, retaining an ample stability betwesssioradl and personal life is very
much essential.

In a study, Tiwari (2017) found that in daily lives, female employees haveotesi one at work and one at home.
His research was conducted in a non-profit organization with 150 female empldywas discovered that 93.32%
of employees felt that changing nature and related questions are challengirjgbbatid home life. Similarly,
according to the Tiwari (2017) study 56.67% workers said their businéisse and advisers were not encouraging
to support employees in balancing their personal and professional live83v@#% of employees receiving complete
family support in pursuing a job and relinquishing personal obligations.

In line with Crosbie et al., 2004, most organizations requested WFH concefttefiororganizations and most
employees encountered WLB challenge due to COVID-19 pandemic. Some wokkerasdy faced with that
challenge, and some are miscarried. As Sadhukhan (2020) said, the |I'lesgatyrees are struggling with the WFH
concept to overcome the challenges.
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According to Jeyarathnam, 2017, finéormation Technology (IT) industry began as a vital economietrengine.
His study stated that, IT transformation not merely expand employment clagwiche nation's GDP, but it also leads
to cultural reform & societal upheaval. As the Crosbie et al., (2004)Waiddwide labour market gives expanded
career opportunities for IT experts who have great inclinations to leaverigpamizations. Therefore, IT professionals
are viewed as essential knowledge workers who have specific expertise and talentsahghaceswitch (Manju et
al., 2007). And according to Jeyarathnam (2017) the IT industmidgie in its adherence to standards like working
a minimum of 14 hours per day, working alongside targets on weekbaddort-term nature of plan formation, the
global distribution model, and taking conference calls after working hallr&f which place a strain on IT
professionals and create inequity in their work lives. And Sadhukhan, (2020) giatetlave faced serious tension
because they are exceedingly goal oriented and exceedingly anxious anesutétence, they go through a huge
tension, unhappiness, and loneliness due to workload and often showsfeslimgcompetence, dropped self-
confidence, frustration, and sense of absenteeism. As a result, studies orBtloé &iployees working from home
in the IT sector are critical for Sri Lanka.

1.2 Research Problem

Likewise, due to COVID-19 pandemic Government authorities across the world hdiesl AFH concept for all
employees especially in the IT industry. Some workers have easily adagpadote work, and some have failed.
Accordingly with that new concept employees of the IT industry are struggithgVLB. As the national academic
press says (2020), IT becomes integrated into all aspects of society. Tdiefarofessionals are important in the
present context of society.

And employee WLB is becoming increasingly vital because, in today's amamt, males and females both
contribute equally to the growth of their daily lives. Then it's critical to understanddistrike a balance between
their professional and personal lives. Greenhaus and Beutell (1985) idera#ypifitmary elements that generate
work-family conflict in their article with the same title. Conflict has three componemtduct time, and occupational
stressFurther, Tiwari (2017) highlights that socioeconomic status, family background, leaders’ support also blocking
both professional and personal life. Sri Lankan literature highlights that, there acé lagkstigations done on the
work life stability of IT professionals who working from home. As suchjrkiestigation about work life balance of
IT professionals including both male and female who work from home is necéssari Lanka.

Therefore.
This study aimed at addressing that gap by identifying factors that affectvork life balance of employees
working from home in the IT industry of Sri Lanka.

1.3 Research Objectives
The study's objectives were divided into two categories: general objectives and spgsificesh

1.3.1 General Objective
1. To identify “factors influencing work life balance of employees who work from home in IT industry due to
COVID - 19 pandemic”.

1.3.2 Specific Objective

» To identify how occupational stress (OS) influence work life balance (WEBMployee working from
home.

» To identify how socio-economic factors (SE) influence work life balanceR)/df employees working from
home.

» To identify how management's support (MS) influence work life balance (WiL&nployees working from
home.

» To identify how family support (FS) influence work life balance (WLBgofployees working from home.
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1.4 Research Questions
This study focuses on the following research questions.:

1) What is the influence of Occupational Stress (OS) on Work life Balance (WLB)?

2) What is the influence of Socio-Economic Status (SE) on Work life Balance (YLB)

3) What is the influence of Management Support (MS) on Work life Balance (WLB)?

4) What is the influence of Family Support (FS) on Work life Balance (WLB)?

5) What are the challengers faced by the employees when work from home (WFH)?

6) What are the employee’s suggestions to enhance Work Life Balance (WLB) in the among IT companies?

1.5 Significance of the study

Today due to COVID- 19 disease, most of the organizations and peoptogaiderable attention to WFH concept
asit really affects the work life stability of employees. In past, organizations hat given much attention to this
concept. Most researchers have done lots of research about different topicstéemprelate to WLB. But in Sri
Lanka, only few studieBave reported regarding “work from home concept for work life balance”. Normally most
organizations don’t give top priority to employee WLB as they only concern about the other things related to the job
such as productivity and efficacy. Hence employees are dissatisfied aboub#igdnpand discourage. Wherefore,
predominantly organizations must give more attention to WLB out of wovkeoswork at home because research
findings about factors influencing to work life stability who work atrte will be more fruitful if they are applicable
for different professionals. Accordingly, this study will become a guidelinalf@mployees who can apply WFH
concepts such as IT professionals, design professionals and media professioidleetemployees facing the
challenge of balancing work life and personal life can identify suggestiontutioss for the related problems.

And this study will give priority to IT professionals as they are highly targetted as well as highly stressed. As a
result of that they go through a lot of apprehension, depressi@tiness, lower self-confidence, and dissatisfaction.
Because of these reasons IT professionals are mostly faced with WLB challentesthirer professionals during
the ongoing virus pandemic COVID-19. Therefore, the findings with&rrassist with IT professionals who struggle
with WLB when working from their home. It is important to employees as weltgenizations when achieving the
organization’s goal. Also, this study will help IT professionals as well as other professionals to identify factors which
they ought to concern to balance work life and personal life while working ffimme. As well as research can be
used as secondary data by any researcher conducting additional research on thé-matlgcthrough this study
can identify challenges faced by employees when working from home aridecdify personal and professional
factors that enhance work life stability.

1.6 Limitations of the study

As a result of COVID-19 pandemic, as earlier stated government authorities aerasslthhave applied work from
home concept. But this research is limited to Sri Lanka among countries lik&, @lustralia, India, and America
which have applied WFH concept. Therefore, generalizability of outcomes can be dedebyifurther studies.
Similarly, because of WFH concept most professionals like IT, media, design, memagee highly fought with
WLB. Among them IT professionals become more significant. Therefbi® research is up to IT professiomal
working in different IT companies. However, to conduct this study onlgettompanies have selected such as
CodeGen International (PVT) LTD, Virtusa and Pearson. Hence further researchocemnhbenced to observe how
other IT professionals in any IT company overcome the work life balance clealleng
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2. Literature review

2.1 Work from Home

According to the Purwanto et al., (2020), Work from Home (WFH) is hatmigre of numerous persons, especially
for the existing idealistic generation as they do not necessity to awaken in thegrardiget ready to go to the
workplace by deafening the roadblocks that occupy rioreand it’s sufficient to use makeshift clothes then open

the laptop at home and work. Due to COVID-19 pandemic people should quatrtome, to have social separation
to stop the spreading of virus. All firms then quick turn to an dedeyrtual organization, totally digitalized, by
remote working from home (lamamporn et al., 2019). This theamgusto the bulk of workers, as the COVID-19
has forced practically all divisional staffs to work from home for first tig®hahid et al., 2020). According to
lamamporn et al., (2019), there are some the benefits of faraway waukimgs cut the cost of movements, decrease
time and it cares for resources of the business, involving electrical and watetianiliZhe beneficial to espoused
remote working is not only by workers but also manager as well. Theatisdould recognize the reasons which

impact to complete the tasks, have a good blueprint, give availability of work, gatethat the outcome.
2.2 Dependent Variable
2.2.1 Work Life Balance

As a result of WFH, most employees are struggling with work life stability especidhg il industry because IT
profession is mostly associated with stress, high workload etc. Also, d@iEL9 made inescapable failures and
fears in most organizations of the IT industry and mostly IT profeaiare clashing with WLB (Kishnamurthy,
2020). Accordingo the literature, Guest (2002) illuminates the significance of WLB by demonstraginiéguity

in work-life has a negative impact on all people. Also, O ‘Driscoll (1996) WLB has a number of advantages and
disadvantages for both businesses and employees. If an employee's wesnkrjéest, it can result in trauma, as well
as physical and mental health problems. Disparities in work-life balance, fromripegtive of an employer, lead to
an increase in absenteeism, poor member performance, and excessiveawosts fgring more workers. Therefore,
today, Industries have recognized the significance of the work life stahilitjtintions for their employees and they
are aiming to be imposing policies for balancing a work life. Businesses g foy inventive ways to keep their
employees delighted and gratified, so it creates company ecosystem bettarkorgwand positively impact
efficiency of employees (Srivastava et al., 2015).

According to Song & Gao (2019), contrast with working in the workplace, tekeweoreases stress in both weekdays
and weekends and it also decreases net affect and increases conflict in the weekiendly that, based ro
Subramaniam et al., (2015) evidenced that socio-economic factors haveeraie effect on employees when
accomplishing work life balance. Greenhaus et al., (1985) was also discovardthiing a manager who was
supportive of an employee's family requirements was favorably related to fheyesis work-life balance. And
Padma et al., (2013) have underlined the importance of family support icibglgpersonal and professional lives,
demonstrating that aid from family partners will be crucial in achieving this balance.

Likewise, itis evidence by literature, there are four factors that influence kdifedvalance for instance, occupational
stress (Sadhukhan 2020), social economic status (Brough et al., 2020), management’s support (Kishnamurthy, 2020),
family support (Gautam et al., 2019).

WWw.ijrp.org



Tharini Weerasekara / International Journal of Research Publications (IJRP.ORG) ‘.\ IJRP.ORG

Inte escarch Public
ISSN: 2708-3578 (Online)

47

2.3 Independent Variables

2.3.1 Occupational Stress

As stated, Sadhukhan (2020), stress is a familiar manifestation in everyone’s regular life and is noticeable in all the
segments of the community. All of these factors combine to cause wemsjpn, and anxieties, which can lead to
‘stress' if left unchecked for an extended period of time. Extreme stress can have a negative impact on one's well-
being, anger, efficacy, connection, and overall quality of life. It haskaen discovered that families are affected by
their spouses' stress issues, either directly or indirectly. According to lite@ngal (1997) discovered that the title
role of a worker's stress is dependent on the stage of his contributierjdb. Resource shortages, role destruction,
and inter-role gaps are only a few of the causes that have contributed toesde Biien, stress has been increasing
because of growing demands, challenging competition, work tension and gbals.détupational stress is felt, it
will not only disturb the performance of work but also affect health ol@reps in the type of heart attack, migraine
that can lead to death. (Yahaya, et.al 2010).

2.3.2 Socio-Economic Status

As emphasized by NelsddO (2019), socioeconomic status is a collective element of wellbeing and is classified as
the measure of how revenue, education, and profession affect an indivédgéd! reputation. As stated by Brough
al., (2020) educatiois the most vigorous forecaster of the value of employee can work. lesksgational fulfillment

is related with smaller commercial status. Single parents (predominantly single waeitheonly a basic education,
according to Montez et al., (2014), have the least amount of flexibility in thek. Woie to significant conflicting
requests on their time, these professionals experience high levels efamiti conflict and lack of confidence, and
their health suffers as a result. Even while working full-time, single workingnsaexperience crushing poverty,
emotional discomfort, and terror, according to Stack and Meredith (23&use of their low hourly wage. Likewise,
the employees who don’t have much education face the unbalance between work life and personal life. And, due to
lack of education se employees can’t perform their work within the home because they are unable to do that. Hence,
can prove socio-economic factors also affect the work life balance.

2.3.3 Management Support

According to Krishnamurthy (2020), leaders must have some impoitdist fuch as, the capacity to deal with
ambiguity, being active in decision making, being considerate while creatingwithstheir teams and acting
effortlessly across frontiers would be obviously essential. And as Bradley €2Gll) says, Management's
performance and stance have a significant impact on work-life balance. In lindigjitBurke (2002) also noted that
an association with management helps to balance work life as preferred by kaldsfend males. The advantage for
males shown to be more than females. As a result of Dessler (2005), Unlike mamyamesn should make the
‘career vs family' decision, even though the responsibilities of raisifdresh and running a household still fall
disproportionately on women. As a result, balancing job and family life besdifficult for women. Since females
are more involve to the decision making in the house than the men. Almmp$on et al., (1999) discovered that
managerial support was the sharpest prognosticator of WLB.

2.3.4 Family Support

Family background is a key element of most employees who WFH, and isitasficant influence over the WLB.

Employees with fully grown children are better able to balance their lives than thogmwithildren. According to
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the Padma et al., (2013sies, employees who are responsible for the well-being of their eldeglytpaiave a lower
WLB than their colleagues, and a smaller WLB can contribute to increased abseriteeésngb satisfaction, and,
in some cases, more employee abrasion. It also explains the impact of stattisdn WLB to enable the companies
to comprehend and execute proper motivational policies. Panisoara and Serbanlié@@l/@yed that there was no
significant level of work balance in the four categories of employees: uiethamarried without children, married
with children under the age of 18, and married with children over the ddge of

2.4 Relationship between dependent variable and independent variable

2.4.1 Occupational stress and work life balance

Also, Kumaret al., (2011) conducted a study to assess occupational stress amonée$Eipnals in a number of
Chennai-based companies with total of 104 IT experts in Chennai were polledofanation. According to the
findings of the study, middle-level professionals are more stressed thear-hégnd lower-level professionals. The
impact of the outcome was investigated, as well as the possibility of interfering wittptiresen of organizational
resources among IT professionals. Because of COVID-19 not only middik ITe\professionals all levels IT
professionals are performing their work, from home. Hence, they aggbtg with the WLB as IT professionals are
doing more stressful jobs like proved by literature.

Also, Krishnamurthy & Prabakara(2015) conducted a survey with employees in the IT industry en@ to
highlight work stress. It was decided that the amount of stress is thé@aatld T organizations, but that only one
or two factors can affect the outcome. In Madurai, Anbuoli (20t63acted a study on the level of stress among
software employees. According to the findings, software specialists are untef pressure from their employers.
As well, Yahaya et al., (2008), conducted research regarding occupational gire$sssfional lectures. In here stated
that, lectures experience stressed when they are unable to strike a balance betweerdhairgmer professional
lives, which runs to reductiom quality of teaching and shortage of efficiency which affect the link between the
learner and lecturers. Therefore, prior studies opined that occupational suesaffext the WLB of the employees.
On the other hand, according to Desai et al. (2011), home-based employed experience less stress since they
are more adaptable and enjoy their jobs. Therefore, it has been identified that tisgaifscant positive as well as
harmful relationship among occupational stress and work life balance.

Based on above literature, this study hypothesizes:

H1: There is a significant influence between Occupational Stress (OS) and Work Life Balance (®) of

employees working from home.

2.4.2 Socio-economic status and work life balance

Regarding, Subramaniam et al., (2015) evidenced that socio-economis femtermajor impact on employees when
achieving WLB. Moreover, in compared to less educated women, skillful wavitbrhigh professional rank, a
bachelor's degree, and a higher wage are more capable of balancing whdirentife. And, Tarig (2012) studies
disclosed, the extensive knowledge linked to the model and practices of WLBYLads both important for the
company and its employees, according to a large meta-analysis of litezapeeially in today's active organizational
circumstances. Alternatively, Delaporte et al., (2020) argued that the individuarevtite utmost educated, who live
in towns, who have an official job and who work in a large firm, as well gsetts®ns who are in the upper of entire

labour income distribution are the most able to work from home andcirebalance their work life with domestic

WWw.ijrp.org



Tharini Weerasekara / International Journal of Research Publications (IJRP.ORG) ‘.\ IJRP.ORG

Inte escarch Public
ISSN: 2708-3578 (Online)

49

life without many troublesTherefore, literature identified positive as well as negative relationships between socio-
economic factors and work life balance.

Based on the above literature, this study hypothesizes:

H2: There is a significant influence between Socio-Economic status (SE) and Work Life Baland&'L(B) of

employees working from home.

2.4.3 Management support and work life balance

As a result of Fatima et al., (2012) studies, spouse support, co-workéaragsiand career resources are clearly
related with the WLB whereas unethical critique at employment is adversely associated ®itfh&t study shows
that regarding partner support male workers are encouraged with WLB as ielfsethles. Female employees also
experienced more work-life stress because of childcare responsibilities, and eldeledepés causing women to
gain more weight than males. Based on Brough et al., (2020) the connectiogsafamily related experiences and
WLB is usually lower than matched to the relationships among work relateztiesxpes & WLB. It means
management gives good support to workers to steady their work and fé@ilot only that, according to the
Ferguson et al., (2012) combined with partner support an employee cagendval needs of professional and
personal life. Therefore, Lakshmi (2017) noted that this is especially troeafoied women, as longer work hours at
the workplace deny them the time they need to care for their children andetesmdents. WLB of spousal women
is influenced by the presence of dependents at home and that study showstimaaetating manager can always
support to reduce the WLB linked troubles. Therefore, because of literature it proved that management’s support is
very much influenced by the work life balance in positively as well as negatively.

Based on above literature, this study hypothesizes:

H3: There is a significant influence between Management’s Support (MS) and Work Life Balance (WLB) of

employees working from home.

2.4.4 Family support and work life balance

According to Zimmerman (2003), the tactics used by teams to achieve a baameerbfamily and work can be

identified. He looked at 47 working-class parents with children and discoveredrsistent cooperative themes:
shared housekeeping, joint and active childcare, combined decision-makitey, &ccess and control over finances,
value placed on both couples' work-life goals, and shared emotive effort. H{@G0®), on the other hand, claims
that mothers who work part-time pay more attention to maintaining work-faaléynée than mothers who work full-

time. It was also shown that mothers who work part-time have fewer responsibilities,results in less stress and
allows them to spend more time with their families and be happier in life. Wdrkimghome, according to Kossek

et al., (2015), allows you to meet family expectations while conducting reguldrjgtloyees who use this type of

work can not only observe their children's development but also track thgieps. Similarly, an employee's work-
life balance can have a favorable or bad impact on their family.

Based on above literature, this study hypothesizes:

H4: There is a significant influence between Family Support (FS) and Work Life Balance (WLBof employees

working from home.
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3. Research Methodology

3.1 Research Approach

In line with Bryman and Bell (2015), research approach basically divided tsgwgments, which are: Deductive
approach and Inductive approach. This study targets to recognizeltleadef of factors on WLB, & this study uses
a deductive technique, in which hypotheses are created and then tested over amaegeofisample entities.
Explanatory research design uses the logical approach to examine hypothesassithat, first and foremost, a
hypothesis has been established, and that at the conclusion of the research, tesibyastbeen tested to see if it
has been realized or not.

3.2 Study Design

Furthermore, the survey method is an excellent research strategy &tutlyisince it allows the researcher to collect
guantitative and qualitative data on a wide range of research topics. Indeed, atevayamonly used to collect data
on individuals, events, or circumstances in explanatory and descriptive research.

3.3 Conceptual Framework

The study of the factors affecting to WLB of the employees who WFRHdgsgantitative study, and the conceptual
framework built based on the literature review is depicted in figure 3.2. Comlyguadependent variables
recognized as Occupational Stress, Socio-Economic Status, Management Support andSEapaily and the

dependent variable identified as Work Life Balance.

Independent Variable Dependent Variable
Occupational Stress (OS) H1
Socioeconomic Status (SE)
*’
Work Life Bal WLB

Management’s Support (MS) ork Life Balance ( )

H3
Family Support (FS)

H4

Fig 1: Conceptual Framework

Source: Constructed by the author

H1: There is a significant influence between Occupational Stress (OS) and Work Life Es¥dui)eof employees
working from home.

H2: There is a significant influence between Socio- Economic Status (SE) and \ferBalance (WLB) of
employees working from home.

H3: There is a significant influence between Management Support (MS) and Wegald#nce (WLB) of employees
working from home.

H4: There is a significant influence between Family Support (FS) and Work Lifedga(&/LB) of employees

working from home.
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3.4 Population and Sample

3.4.1 Unit of Analysis

This research has been done to evaluate how occupational stress, socio-econ@nigastafgement support, family
background could influence to WLB of employees who WFH in thedtistry. Hence, this research's unit of analysis
is IT employees who work from home in Sri Lanka.

3.4.2 Scope of the study

The research's scope includes employees of three selected IT companies ikésndmaaly, CodeGen International
(PVT) LTD, Virtusa and Pearson. One reason for selecting only these threantes|is head count. Under the head
counts of the companies Virtusa become number one and second is the .PEaesothird one is CodeGen
International (PVT) Ltd. And, as the second reason can state, more tlodingthE companies these three companies

are mostly following work from home concept during COVID-19 paridem

3.4.3 Population

Target population refers to a large group of people which are subject matterrekearch, and they should have
similar characteristics (Explorable, 2009). Therefore, the target populdtibis study is the IT employees in Sri
Lanka who worked in the above stated IT companies. Because to conduct thisrdtudgnsider the three IT
companies.

3.4.4 Sample

In this study sample is selected based on the past studies that identified througtatbheelgervey. So accordingly,
the sample size of this study is approximately 270. The proportional StratifieteSapdom Sampling approach is
used to get the necessary sample size because this method ensures accuracgkemdesddhn the sample gets a fair
chance of selecting.

3.5 Data Collection Method

The primary goal of every study's research approach is to collect data. Gtmatibn can be gathered from two
sources: primary sources and secondary sources. The essential ttesesfady were gathered utilizing primary data
and survey techniques, which included closed format structured questionnaires veithmpanents. First part of the
questionnaire consists of the democratic information of the respondentseemadd part focused on the collect
information regarding independent and dependent variable. An itemized ratin¢fiseafmint Likert-scale) with a
strongly agree end point is used to produce a structured questiomitlaiagtotal of 14 items (Refer Annexure ). And

the relevant data were collected through the emails, google form methods.

3.6 Data Analysis Method

In data analysis, there are three steps: evaluating the sample profile, testing thgoddtass, and testing the
hypotheses. The sample profile is measured using frequency analysised$uing items' reliability and validity are
used to assess the data's quality. Factor analysis, construct reliability, average eadtiaattion, Cronbach's alpha
values, and discriminant validity are all investigated in this section. Multiple regressiosisimlysed to evaluate
the hypotheses. In this study, multiple regression analysis is used to detehmiher the following four criteria have
a significant impact on the WLB of IT workers. The Statistical Package for Social S¢@P88) software version

21.0 will be used for these calculations.
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3.7 Pilot Survey Result

A pilot survey is conducted to analyse the reliability and the validity of the nezasat items used in the study prior
to conducting the final survey. Accordingly, in this study, responses #0 employees who WFH due the COVID-
19 pandemic were considésr the pilot survey. Cronbach’s alpha has been used to determine reliability of the
measurement items of the study.

Table 2 shows a summary of the results of the pilot survey. (Refer Annéxure |
Table 2 Pilot Survey Results

Variable Number of Items Cronbach’s Alpha Value
Work Life Balance (WLB) 3 .867
Occupational Stress (OS) 3 713
Socio- Economic Status (SE) 3 .706
Management Support (MS) 4 .846
Family Support (FS) 4 .708

Source: Survey Data

So accordingly, the dependent variable, WLB and the independent variables, OS, SBJNFS, have exhibited
Cronbach’s alpha values more than 0.6 and the inter item correlations of the measurement items of WLB, OS, SE, MS
and FS have fallen between the range of 0.3 to 0.9 (refer annexiteehigfore, it can be concluded that the reliability

of these measurement items was sufficient.
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4. Data Analysis

4.1 Sample Profile
Information needed for this study has been collected through 270 despenwho are employees of above stated
IT companies such as Virtusa, Pearson and CodeGen International PVT Ltd.
Part A of the questionnaire (Annexure I) comprised of the details relating tmatkground information of the
respondents. Those tested parameters were Gender, Age, Marital Status, Have any Toildreork experience,
Education Level, and Income Level. Part B of the questionnaire (Annkametained information about the study's
independent and dependent variables, and its analysis is detailed in the chapter'gfe#iotions with reference to
validity, reliability, mean, standard deviation, correlation analysis, and regressidysis.
As a result, the examination of the demographic data pertaining to sample is disettbsedidwn.
As per the gender distribution of the sample, majority were male which is 551®&tofal respondents and female
represents 44.1%.
Table 3 Gender

Gender of respondents

Frequemy Percent
Valid Female 119 44.1
Male 151 55.9
Total 270 100.0

Source: Survey Data

When focusing on the age of the respondents of the sample, majoritpeteen 26-35 age group which is 62.2%
of the total respondents and less than 25 age group represents 18.8%wasdollowed by 36-45 age group
representing 15.6% and 46-55 of age representing 3.7% and above S@ugge got representing by any respondent

from the total respondents.

Table 4 Age
Age of respondents
Frequency Percent
Valid Less than 25 50 18.5
26-35 168 62.2
36-45 42 15.6
46-55 10 3.7
Total 270 100.0

Source: Survey Data

Also, according to the marital status of the respondents of the sample, 50.0%gezgp are single, and 48.9%

respondents are married.
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Table5 Marital Status

Marital Status

Frequency Percent
Valid Single 135 50.0
Married 132 48.9
Other 3 11
Total 270 100.0

Source: Survey Data

According to the analysis it was derived that 71.9% respondents are marrigdthmuit children and 28.1%

respondents, it means 76 employees are married and they have children. thesmg6 respondents 59.2%
employees have one child. And 36.8% have two children and 4% havetlilideen. There is not any employee who
have children more than three. And when consider about the age of thosenc2d6% means 40 children are
between the 1-5 age group. And 28 children (36.8%) are categorized tehé&w® age group also 14.5% children

are relevant to less than 1 age group. Then 8 children mean 10.5% are H&vid@eage group and there are only 3

4.1) How many children do you have? 1.2) How old are they?
76 responses '6 responses

01 Less than 1
92

3 15
04
@ More than 4 512

40 (52€

More than 18

children more than 18 age group.

Figure 2. (a) How many children have

(b) How oM are they

Table 6Do you Have any children.

Having Children in the family

Frequency Percent
Valid Yes 76 28.1
No 194 71.9
Total 270 100.0

And according to the experience that employees have 38.5% employeesthgearworking experience and 26.7%

have 6-10-year experience. Also, it was derived that 14.1% employees have 11-1Workarg experiences and
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Table 7 Years of Experience

Experience
Frequency Percent
Valid Less than 1 year 29 10.7
1-5 years 104 38.5
6-10 years 72 26.7
11-15 years 38 141
More than 15 years 27 10.0
Total 270 100.0

55

Source: Survey Data

Based on the analysis it was derived that 49.6% of the sample has educated up to bachelor’s degree level. And it was
followed by 20.4% of employees educated up to level of masters. Als@p Ehd 8.9% employees respectively
categorized up to professional qualifications and up to advanced level. And [#Zak#tcand 1.9% is relevant to the
certification level and post graduate level.

Table8 Highest Education

Highest Education Level

Frequency Percent
Valid Up to Advanced level 24 8.9
Professional Qualification 45 16.7
Certifications 7 2.6
Completed bachelor’s degree 134 49.6
Completed masters 55 20.4
Post-Graduate 5 1.9
Total 270 100.0

When focusing about the income level of the employees 28.9% of totahdesyis is fall under to 50,000-99,999
income categories. Further, 24.1% have been relevant to the less thana&@ 0% 3% entered to the 100,000-
149,999. Then 14.4%, 9.6% and 6.7% encompassed relatively to categor@e tfian 250,000, between 200,000-
249,999 and 150,000-199,999 categories.
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Table9 Income Level

Income Level
Frequency Percent
Valid Less than Rs: 50,000 65 24.1
Rs: 50,000 - 99,999 78 28.9
Rs: 100,000 - 149,999 44 16.3
Rs: 150,000 - 199,999 18 6.7
Rs: 200,000 - 249,999 26 9.6
More than Rs: 250,000 39 14.4
Total 270 100.0

4.3 Validity

The degree to which a measuring tool can exactly measure what needadsebsed is often referred to as the
validity test (Zhoe, 2019). According to the Opatha (2003), validity testingefer as, method of examining whether
the factors the study measures, exactly what is expected to measure aret tieetheasures give an accurate
expression of the incident the researcher is expected to examine. Therefore aRalgtsis has been the most
common approach of determining a study's validity.

4.3.1 Factor Analysis

Validity is largely assessed in Factor Analysis using the Kaiser- Meyer-Olkin (KMO) valuBaatieltt's Test of
Sphericity. The KMO and Bartlett's Test of Sphericity are primarily used to detetineirsample's correctness and
acceptability level. It should have a value of 0.5 or higher in order torisdered a good factor analysis.

The Total Variance Explained number is the next focus of the Factor Analgtas VRriance Explained is used to
determine how much the study's specified variables will vary with the measurementFtentke variation of
measurement items to be appropriate with the variables, the Total Variance Explaieesheald be 50% or above.
Finally, evaluate the Factor Loading or component matrix of the measuremeniritéinesfactor analysis. The
component matrix shows how much weight each item has in changing delgle:aFor the factor analysis to be

appropriate, the value of the measurement items in the Component matrix shioetevdxen 0.3 and 0.9.

Table10 Factor Analysis
Variable KMO Bartlett’s Test of Total Variance Factor Loading
Value Sphericity Chi- Explained
Square
Work Life .716 301.564 74.379% Component Matrix*
Balance
Component
1

WWw.ijrp.org



Tharini Weerasekara / International Journal of Research Publications (IJRP.ORG)

&%, IJRP.ORG

ISSN: 2708-3578 (Online)

57
WLB 1 .874
WLB 2 .876
WLB 3 .837
Occupational .625 199.240 65.477% Component Matrix*
Stress Component
1
0S1 712
0s2 .878
0S3 .829
Socio-Economic .545 247.883 65.281% Component Matrix*
Status
Component
1
SE1 .916
SE 2 .634
SE 3 .847
Management .736 323.305 60.406% Component Matrix*
Support
Component
1
MS1 .664
MS 2 727
MS 3 .842
MS 4 .859
Family Support 745 332.623 60.537% Component Matrix*
Component

1
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FS1 .839
FS 2 .842
FS3 .558
FS 4 .835

Source: Survey Data

According to Table 4.5, the dependent variable's Kaiser-Meyer-Olkin (KMO) \adweell as all of the independent
variables, is more than 0.5 (>0.5).

As a result, it can be concluded that the sample used in this study satisfies the retjoirbaieg suitable for factor
analysis. Furthermore, after looking at the Total Variance Explained of the Variaklas,dobserved that all of the
variables had a variance of more than 50%. Furthermore, the Componentsimatscthat all of the measurement
items for the variables are between 0.3 and 0.9, showing that factor aisafymiticable in this study.

4.4 Reliability Analysis

The research used reliability analysis to determine the internal trustworthiness andiaepess of the variables.
Cronbach's alpha value is used to examine dependability since it regeatgrongly the measurement items of a
certain variable are positively associated to each other. The Cronbach'saighahould be more than 0.7 to be

considered acceptable for measurement item consistency.

Tablel1l Reliability Analysis

Variable Number of Cronbach’s Alpha on Cronbach’s

Items standard items Alpha Value
Work Life Balance (WLB) 3 .828 .827
Occupational Stress (OS) 3 732 .736
Socio-Economic Status (SE) 3 723 724
Management Support (MS) 4 q77 .768
Family Support (FS) 4 773 .769

Source: Survey Data

The Cronbach's Alpha value for both the dependent and independent variiigsrithan 0.7 (>0.7), as shown in
Tablel11. As a result, the items might be revealed to have the needed measurement adeqratsisiadcy.

4.5 Meanand Standard Deviation

Table 12 shows that of all the variables, Socio-economic Status has the greatest mean value. €ibedénd
variables, as well as the dependent variable, do not show much variances in theialmesnndicating that the

study's respondents gave similar responses.

WWw.ijrp.org



Tharini Weerasekara / International Journal of Research Publications (IJRP.ORG) @ JJRP .ORG

ISSN: 2708-3578 (Online)

59

Table12 Descriptive Statistics Table

Variable Mean Std. Deviation
Occupational Stress 3.7086 .82448
Socio-Economic Status 3.7654 .69288
Management Support 3.6407 .86736
Family Support 3.4074 .88237
Work Life Balance 3.7111 1.19454

Source: Survey Data

4.6 Normality of the dependent variable
Table13 Test of Normality

Kolmogorov-Smirno® Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
MeanW .190 270 .000 .920 270 .000

a. Lilliefors Significance Correction

The Sig. value was determined to be less than 0.05 based on table 4.8sAl$, &he dependent variable does not
follow a normal distribution. The Sig. value should be greater than Odbstwe the normal distribution of dependent
variable. Accordingly, a non-parametric test has been conducted to check the coroéldigovariables.

4.7 Correlation Analysis-Spearman (non-parametric correlation analysis)

Correlation Analysis is used to determine how difficult a link between two varialllescdefficient value varies
between -0.1 and 0.1, demonstrating a perfect negative and positive assoetate@nkihe two variables. The closer
the correlation coefficient is to -0.1 or 0.1, the greater the association betaredsies is, and the closer it is to 0,

the weaker the relationship.

Table14 Correlation Analysis

Variable MeanWLB MeanOS MeanSE MeanMS MeanF$S
MeanWLB 1.000 -.002 .189** 570** .326**
MeanOS -.002 1.000 147 .040 .159%*
MeanSE .189** 147+ 1.000 244%* .087
MeanM$S 570** .040 244%* 1.000 .254**
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MeanFS .326** .159** .087** .254** 1.000

** Correlation is significant at the 0.01 level (2-tailed)
*, Correlation is significant at the 0.05 level (2-tailed).

Source: Survey Data

Table 14 shows that there is a statistically significant link between the variables of SociorticoStatus,
Management Support, Family Support and Work Life Balance. But in Occupatiored Stig have statistically
significant relationship within the family support (.159) & Socio- Economic S(atdg). There is not any significant
relationship among Occupational Stress and other variables. However, Socio- Economlze8taing statistically
significant with work life balance & other variables iteeln’t show significant relationship between Family Support
(.087).

4.8 Regression Analysis

The goal of regression analysis is to find the relationship between tworervariables. That is, regression analysis
allows you to see how independent factors affect the dependent variabettgirdependent variable of the study

is non-normally distributed, weighted least square regression analysis haeldeemed (James and Knaub, 2009).

Tablesl5, 16, and17 show the results of the regression analysis.

Table15 Model Summery

Model Summary?€

Std. Error of the
Model R R Square Adjusted R Squarte Estimate Durbin-Watson

1 576 .332 322 1.32724 2.033

a. Predictors: (Constant), MeanFS, MeanSE, MeanOS, MeanMS

b. Dependent Variable: MeanWLB

¢. Weighted Least Squares Regression - Weighted by WEIGHT
Source: Survey Data

Table16 Anova
ANOVA 2b
Model Sum of Squares df Mean Square F Sig.
1 Regression 231.752 4 57.938 32.890 .000
Residual 466.815 265 1.762
Total 698.567 269

a. Dependent Variable: MeanWLB
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b. Weighted Least Squares Regression - Weighted by WEIGHT
c. Predictors: (Constant), MeanFS, MeanSE, MeanOS, MeanMS

Source: Survey Data

According to Tablel5, the R2 value is 0.332, which is greater than 0.3, indicating that tle@dksut variable has
changed as a result of the independent variable changing. F=32.890 &3d @r@. seen in tablEs. As a result,
33.2% difference in Work Life Balance may be found in terms of Catoaal Stress, Socio-Economic Status,
Management Support, and Family Support. In addition, the VIF value in Téldeless than 5, indicating that the
model has no multicollinearity concerns.

Table17 Coefficient

Coefficients*?

Unstandardized Standardized

Coefficients Coefficients Collinearity Statistics
Model B Std. Error Beta t Sig. Tolerance  VIF
1 (Constant) 1.814 .288 6.295 .000
MeanOS -.078 .057 -071 -1.377 170 961 1.040
MeanSE .045 .047 .050 .955 .340 928  1.077
MeanMS 446 .050 479 8.991 .000 .890 1.124
MeanFS 137 .034 210 4.017 .000 923 1.084

a. Dependent Variable: MeanWLB
b. Weighted Least Squares Regression - Weighted by WEIGHT

Source: Survey Data

The p-values of Management Support (MS) and Family Support (FS) were le€<sGBaaccording to tabl&7.
Hence, it can be concluded that these independent variables have significant inipa®ork Life Balance (WLB)

of workers in among IT companies. When reviewing the results, ManagememtrSiyg) recorded highest beta
value (0.479) and 0.210 is the beta value of the Family Support (FShetwaen Occupational Stress (OS) and
work life balance have a negative relationship. It means when Occupational Stresg iasrplyees Work Life
Balance will decrease. Even though, the p-values of Occupational Stress atbande5, this relationship will
not be significant. (0.05 = 0.170, p>0.05). However, having posithaionship between Socio- Economic Status

(SE) and Work Life Balance, it also become insignificant due to the p valombeunore than 0.05. (0.340).

As well as in the questionnaire that used to gather information in this research fivallymo open ended questions.
The purpose of these questions is to identify the primary obstacles thayeesplave when working from home,
as well as the extra supports that they require to make working from horaeanvenient. Following sorted table

shows the overall challenges that employees have faced.
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Table18 Challenges that employees faced

Challenges

Extended working hours
Difficulty in managing household chores while managing work
No time to focus on physical wellbeing

Mental Stress

a b W N P

Less infrastructure to support work environment (Computers, Network spfeekistation,
Power supply etc.)

Increased internet and electricity bills

No real face to face interaction with team

It’s disturbed to the other members in living with us in same house. They lost their freedom.

© 00 N O

No real time to spend for kids.
10 Power outages on national grid
11 Slow Internet

12 Can’t connect office data base from home

Source: Survey Data

Furthermore, under the final question focus on the factors that give snpport to make work from home much
easier. Likewise, following sorted table shows the answers that gave from 27tdessigsoSome have directly said

that if they can move again to work from office it is better.

Table19 Factors that help to make work from home more efficient

Factors that help

Pre-defined standard working hours

Peaceful environment

Exercise

Wi-Fi

More Internet reimbursement & an allowance to set up a proper home office
More Infrastructure facilities with the Internet and the fixed working hours

To teach in effective manner (training/webinar) on how to effectively manaderamotely.

0 N OO 0o A WON P

It would be good if we could have a hybrid model where we could gmtk at least two days a
week but work from home on other days

9 A good communication among team members

10 Celebrate victories

11 Correct posture of neck and back

12 Off days

13 More flexibility & flexible deadlines.

14 Manager’s support
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15 Sharing on point management decision

16 Prioritizing & segregating tasks among subordinates

17 Homework environments need to improve

18 Being able switch off from work mode

19 Emotional support

20 Environment support

21 No meetings after office hours

22 To make it more efficient the teams should meetup at least 1 day per day to tthar ou
dependent tasks

23 Run aroster basis to work from home and office few days a week

24 Only solution is to go back to office for work.

25 Having a separate office room at home

26 Sleep

27 Time management & efficiency

28 Frequent outings

29 Music, leisure activities for relaxing at home

30 Company should grant reasonable payment for internet

31 Documentation needs to be in soft copy mode other than hard copies

32 Family support

33 Create application or social platform to reduce isolation & loneliness

34 Day care facilities for children

35 Giving some time for myself to engage with something which love to do

36 Proper guidance for all the employees

Source: Survey Data

4.9 Hypothesis Testing
The examination of the hypothesis under research is given below, taking intomtatw overall results of the

Regression Analysis.

Table20 Hypothesis Result

Hypothesis Result

H1: There is a significant influence between occupational stress and work life bafla Rejected
employees working from home.

H2: There is a significant influence between socioeconomic status and work lifeeb  Rejected
of employees working from home.

H3: There is a significant influendetween management’s support and work life balance ~ Accepted

of employees working from home.
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H4: There is a significaribfluence between family background and work life balanct Accepted

employees working from home.

Source: Survey Data
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5 Discussion and Conclusion

5.1 Overview of the Findings of the study

The research was based on practical work on work-life balance of employeeéTinnihgstry working from home.
The findings, based on the data collected from the employees who workdroaiin the selected three IT companies.
According to the study’s findings, it was identified there is a significant influence to work life balance {MtbBh
management support (MS) and family support (FS). Among them managermpottshas the highest significant
influence on work life balance of IT industry employees when working tiome. Under the management support
variable, the measurement item “MS4” has been identified as the most important item. MS4 states that with the good
support from the management, employees have flexibility to manage work lifedaeacurately. This is mainly
because the respondents can talk with managers freely regarding any mattavéheyyd managers are not too harsh
to the employees. And the least important item under the management support is “MS1”, which states that the
companies provide necessary infrastructure to employees to work from homesslesktop, laptop, cell phones etc.
Family support exhibits the second significant relationship with the work lifedald@he "FS2" measurement item
has been recognized as the most important item within this variable based on tlys fittditates that the children
of employees are at the age where they can help with household choreteAadst important item under this
variable is “FS3” which states that the employee’s parents are dependent on them.

And as previously stated, Occupational Stress (OS) and Socio-Economic Statust @& msignificant influence
on the work life balance of the employees working from home. But in occupational stress, “OS1” measurement item
becomes an important item among others. It states that, employees take suféeiksidiiring work time to reduce
stress levels. Most of the employees agreed with that statement it means, they takeltitedkey work from home.
And according to the results, the variable under se@@emic status “SE1” measurement item takes the most
important place among others. It declares, the salary that employees get is adesptatp tofrastructure that needs
to work from home.

Furthermore, based on the research questions of this study must idkati§nges that are faced by the employees
when working from home. According to the findings of the study, state some challenges that faced by the
employees of IT companies when working from home. Based on theds, réno real face to face interaction with
team” is the major challenge that faced by most employees in the IT sector. Then “extending working hours” is the
second major challenge that employees faced. Out of 270 respohd2mespondents are agree with that challenge
(52.6%). As the third major challenge can identified “mental stress” of the employees have during work from home
because 132 respondents approved this challenge. And less infrastructurpoid wapk environment such as
computer, network speed, workstation, power supply etc, no time todacpisysical wellbeing, increased internet
and electricity bills and difficulty to managing household chores while managing get the respectively fourth,
fifth, sixth and seventh place of the major challenges that employees faaegl work from home. Additionally,
based on the findings can state, no real time to spend for kitlghdisces that made for other living beings in the
same house, power outages of national grid, not able to access office databadesfe are some other challengers
handled by the IT industry employees.

In line with discoveries of study, can identify some suggestions that emplma@mmmend improving the work life

balance of the employees among IT companies. Therefore, the major fimatimgost of the employees are suggest

WWw.ijrp.org



Tharini Weerasekara / International Journal of Research Publications (IJRP.ORG) ‘.\ IJRP.ORG

Inte escarch Public
ISSN: 2708-3578 (Online)

66

o Providing a proper infrastructure facility including network accessibility, gediork connections, stable
power connections, better communication facilities with collaborators, better equipméopg)ajesktops,

computer tables, comfortable chairs, cell phones etc).

And some more employees suggest providing fixed, proper, afesthworking hours. Because of their suggestions
they have many more meetings with the top management without consideritigéh(sometimes they must work
for about 16 hours per day). So, they really struggle with the timagearent, and they suggest working within
office hours only.

Other than that, employees recommend reducing mental stress levels. Due to therkimg hours, they must face
some more stress than working in the office. So, they suggest somhelgep, schedule some breaks during the work,
online conversations with friends, doing exercise, doing YOGA, listen to musttyateoemployees by giving
trainings and rewards & setup hybrid model where we could go to work at leatdys/a week but work from home
on other days etc.

5.2 Discussion

This section discusses how the findings of this study are consistent witindings of earlier investigations. The
research variables were constructed, and the research questions and hypothesesuasal{drased on past studies.
To arrive at a conclusion on the accuracy of the above developed éspstithe collected data has been analyzed
through various ways. Multiple regression analysis has been completed tttief@ssociation remaining between
the dependent and independent variables of the study. As a result, occupational stressenmhemic status were
shown to have no significant link with the work-life balance of workers who ingfkom home in the IT sector
among the independent factors in this study. In addition, theimissiderable association between work-life balance
and management support and family support. According to the rethlesdata analysis, two hypotheses are rejected,
while the other two are supported.

The six research questions posed in this study, as well as some of their gsewedsas the foundation for the study's

hypotheses. As a result, the study's research topics are:
1) What is the influence of Occupational Stress (OS) on Work life Balance (WLB)?
2) What is the influence of Socio-Economic Status (SE) on Work life Balance (YLB)
3) What is the influence of Management Support (MS) on Work life Balance (WLB)?
4) What is the influence of Family Support (FS) on Work life Balance (WLB)?
5) What are the challengers faced by the employees when work from home (WFH)?
6) What are the employee’s suggestions to improve Work Life Balance (WLB) in the among IT companies?

As a result, the findings of previous experimental investigation and how theyrap@ient with the findings of this

study are listed below.
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5.2.1What is the influence of Occupational Stress (OS) on Work life Balance (WLB)?

The study, Sadhukan (2020) has found that people who stuck withvbigtload due to the work from home faced
to high stress levels and they have encountered trouble to keep a healtmalpkfies & They lack the ability to
balance their work and personal lives. As he stated, being bored at homg, itiddfficult to maintain a private life,
and finding it difficult to focus on work all point to the "home-work ifsiee" as a major source of stress. Based on
the Hsu et al., (2019) result, higher occupational stress seems to have veryenegaaquences for work life
wellbeing such as work life imbalance and job dissatisfaction. Because occupdtEssmhas a detrimental impact
onwork-life balance, the major findings of these two research are very similarrrmth@utcome of this study.
Confirming same result of the Hsu et al., (2019), Zaheer at el., (2020)cézbthat the correlational analysis of his
study, strong beneficial association between occupational stress and work-life balstheen discovered. In other
words, there is a strong negative correlation between occupational stress ariflevmalance. By analyzing 4.12
coefficient table, can see the negative beta value by indicating when occupational stnessibexaase work life

balance of the employee become decrease.

5.2.2. What s the influence of Socio-Economic Status (SE) on Work Life Balance (WIZB)

Despite personal fulfilment, as the result of this study socio-economic statusdrasractive influence with WLB.
According to the Kossek (2017) study, also have the same result between snomieatatus and WLB. Based on
the sample that he used to conduct his study, the main benefits of homewvtotkiose who are higher in the income,
education and occupation involved higher work-life balance satisfaction. itoada that, Subramaniam (2015)
conducted the study related to the WLB of the women in Malaysia. His studgstitie proof from primary survey
done among 14 organizations in service industry. Used 500 female empdsysasple and finally get the result
indicating that the women who having a degree, earning a salary high&Nv00 (1USD = RM3.10), and in the
better occupational position were the ones who were more concerned in WLB.

According to this study also, the person who have high level of income is agreed with the question, “I have adequate
income to get the infrastructure need to work from home”. And the person who have high education and who are in
high occupation level can easily manage WLB. These things helped them tooctmlpmestic activities and
professional activities accurately. Not only that, Kim (2020) also conducted tlyeagiplging data from the nation-
wide representative South Korean Working Conditions Survey in 2014atoiex the socio-economic connection
with WLB. As he found, socio economic status of employee and WLB same influence as this study. He stated
that, well knowledgeable individuals are expected to have specialized jobs that invahednsre pressure with
higher income and more individuals who take part in satisfied work family interestaigse better WLB.

5.2.3 What s the influence of Management Support (MS) on Work Life Balance (WLB)?

As relate to findings, this study revealed that management support positiflegnced to the WLB of the IT
employees working from home. The study findings of Jeyarathn@&v)Y2n Tami Nadu of India IT professionals
shows the positive correlation between management support and WLB. Managsyat $or WLB is a critical
aspect, according to Smith and Gardner (2007), because management has thecaleaeilyp WLB initiatives and
may create a culture that is supportive of WLB by applying his research findihg findings of the Gunawardhana
(2019) well supported by the findings of the current studya$tbeen shown that immediate management support &

attitudes which employees considered the most significant factor in balancing theilifevoglsp onsibilities. The
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findings of this study are also consistent with those of Kailasapathy et al.,),(2@1e@ found that high-value
administrator support aids individuals in balancing work and family obligations.

5.2.4. Whatis the influence of Family Support (FS) on Work Life Balance (WLB)?

Family support also discovered to be a major contributing factor of WélcBuse of having expanding interconnection
of work and family domains, family support is identified as essential factonderstanding of the well-being of
employees (Gunawardhana 2019). The result of this study also createsitive pype of influence with the WLB.
Outcome of this, was confirmed by the Zhoe (2020) which was done bylUissegtor employees in China. This is
highlighting the family support can assist employees to have a confidenteattyatding the WLB. Also, he argued
that family support between individuals can be differ because variouginaliy have different degree of satisfaction.
The result of current study is also aligned with the result of Padma (2013) whicbwdastthy using female police
constables in Andhra Pradesh in India. Her study found that, the female empliekave teenagers can simply
handle WLB than women who are with kids. Also, women who must lookfalter parents have less significant
work life balance than others.

5.2.5 What are the challengers faced by the employees when work from home (WFH)?

Employees confront several challenges when working from home, which chscbeered by examining empirical
studies. According to study done by the International Labour Organizati@@)(2aff may have to face some
technical problems such as connectivity problems like found through this $tuelghallenges of current study also
in line with the study of Brough at el., (2020). He found that enhancekloads, lengthy working hours, time
pressures are some more challenges that employees faced. The result of Vijayakun{@020nktudy also found
workers must take care about their children and needs to look after theifrbatse Due to those employees have
much mental stress than work in the office like found from this stuitlgwlise, via this study can observed more

challenges faced by employees when they work from home.

5.2.6  What are the employe’s suggestions to improve Work Life Balance (WLB) in the among IT companies?

As relate to the finding of Gautam et al., (2018) study revealed that, emfdaysed resolutions for offsetting work
life, will support company to create and execute WLB plans. As well as the result of \dijageakt al., (2020) lined
up with the result of this study. He noticed that employers should confira swict working hours, setting the right
relationship with the senior management to share their problems etc. Also, acdortheginternational Labour
Organization (2020), discover that sharing the decisions or informationtafithegarding any matter of organization
will help to manage WLB. So, employees can get the sense relate to the cappeations, change in company
policies, strategies etc. other than these suggestions, can found some muoreemdations through this study
findings.

5.3 Implications of the Study

The following suggestions can be made to improve the balance betweeandgr&rsonal life, based on the findings
of this study. These implications can be divided into two categories: managertaleanretical. As a result, those
recommendations will aid in the development of identified elements and will help tovieihe WLB of employees
in the IT business who work from home.

5.3.1 Managerial Implications

Management Support is the highest influencing factor on \WLiBe IT employees in Sri Lanka. But when proceed
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company policies managers should take in account towards all the employees intygeareented to WFH whether
they have enough worked background and other infrastructure facilitiessbesame workers are adopted remote
work, while others have struggled. Managers should more conceut tdmse things (specially infrastructure
facilities) while conducting WFH concept.

Also, as the managers need to care about their employees. While they are workihgrre employees work more
than working in office. So, managers can organize some special meetings witlyesago encourages them, to
listen their grievances or as a manger they have a responsibility to keep emiagpidy by listening to them.
Further, if organization can, should provide financial benefits and incentagasife employees have much more
expenses than they work in the office. (Like data chargers, electricity charges etc.)

Another important determinant of WLB of IT sector employees is familpaupThe result of this study indicated
that partner support is most significant item under the family supportefaplioyees who have young children can
easily manage their WLB. But the employee who have kids are more difficadidace personal work with office
work. At that time partner support is really needed. Thus, if batsb@gnd and wife) are working from home manager
should implement effective strategies to retain all the employees while they work,dnoen h

And the last determinant is the occupational stress. Occupational stress was foawd tonegative impact on
employees' WLB, as per the findings of this study. They are subjectédgher stress than who works in office due
to their lengthy working hours. Hence managers should implement policies tergiugh mental freedom while
working such as encouraging for getting enough sleep, exercising, pra¥@igag, listening to music etc. And they
can make some plans by including maximum working hours per daindesshedules for each employee, maximum

workload for each employee or maximum number of meetings to partieifgate

Also, managers can utilize this study to identify factors that are influgneithe WLB of Sri Lankan IT industry
employees. Because most empirical studies are conducted related to the other cBuhirieSti Lanka only have

limited number of prior studies relate to WLB of IT industry employees.

5.3.2 Theoretical implications

Further, as the theoretical implications can recommend some factors which afffecttaB of the employees who
work from home. According to the findings, “accurate infrastructure facilities” is the highly affecting factor to WLB

of employees. And workload and lengthy working hours also affébet@/LB. Like vise, WLB is most critical point
of employees when working from home with COVID-19 epidemic. Thus, idsx@ée adopt some effective
administrative strategies, policies, plans for the organization. These needs to rediarecariztween office work

and personal work, which ultimately achieve work life balance.

5.4 Limitations of the Study

Even though, there are many benefits found from this study, thesexseml downsides as well. The limitations of
this study are, when conducting research, only have selected here lanesmmamely CodeGen International (PVT)
Ltd, Pearson & Virtusa among 300 IT companies in Sri Lanka. Because thesad¢neghly consider about the WFH
concept.

And due to COVID -19 outbreak, it has been unable to gather more expré&sap@ropriate information. Only

consider about smaller amount of sample size. This is limiting the detailed inforrtretoran gather from large
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number of samples. In addition to that, due to COVID, unable to distribute printed questionnaires or unable to
meet employees to talk with each other. Therefore, the study was gathered iafevaration from Google Forms.
5.5 Further Research Suggestions

Since this study is only limited to a sample obtained from the three ITaroespsuch as CodeGen International
(PVT) Ltd, Pearson and Virtusa in Sri Lanka, further researchers could atldsegsographical gap be attaining a
broader target.

The purpose of this study was to determine the factors that influence BeiMmployees working from home in
Sri Lanka's IT industry. As determined by study, large number of eegdogre struggling for the adequate
infrastructure facilities to conduct their office work in home. Therefore, fortimgpmesearchers can give much
attention on the infrastructure facilities as the factor which affect to the WLB of the exapldyurther, there can be
some more other factors which influence to the WLB.

As well as future studies can focus on WLB of employees working frome more context specific, and formed
theories be applied to realize more incidents of WLB of employees and théatigars that they employed.

Also, the current study does not assess about how demographic inforrgatider{ age, geographical area, income
level etc.) affect to the work life balance of employees. Thus, the moddlecaxtended by including mediating
variables such as gender and age.

Because this study relied solely on a quantitative approach, future studiesptay @ ualitative strategy to acquire
more accurate data from respondents. Apart than depending just appmach to perform the study, future
researchers can use mixed methodology to produce more different rethikssitting.

5.6 Conclusion

This study has been conducted to discover factors influencing to tBediVemployees working from home in IT
industry. As a result of ongoing COVID-19 pandemic most industries (spetialhydustry) moved to the WFH
concept and due to that most of the employees are struggling withLfBe Werefore, as a developing country can
have the greater impact in the personal lives of the employees. Hencejders évat the necessary measures must
be taken to reduce the impact for personal lives. This will not only be htdghcrease status of their families but
also to upliftment of the whole country. So, it is essential to identify compoinguast to the WLB of the employees.
To give the answer the question of why it is necessary to ascertain the faatarfiutancing WLB of the employees,
primary data were gathered through with google forms. Then the study’s discoveries which were supported by
empirical works, it was identified that management support and family support hagsh&ignificant influence on
the work life balance of the employees. It is hope that forthcoming reseamtderseassess positively on this work,
in the face of its noticeable limitations. Further research suggestions statedilhexgpport to make better

understanding in WLB of employees in the IT industry in Sri Laaskavell as all around the world.
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Annexure |

uestionnaire

The objective of this study is to acquire knowledge regarding work life baladdaaars such as occupational stress,
socioeconomic status, management’s support and family background in the IT professionals in Sri Lanka. You have
been chosen as one of the study's participants. Please rest assured that the datdaraiestebject will only be

used for research reasons, and that your personal information will riraiieel svith anybody.

Please take a few moments to answer the following questions. There are two partguestiveinaire (Part A and
B).

Thank you.

Tharini Weerasekara

Student, Department of Commerce
University of Sri Jayewardenepura.

thariniweerasekara@gmail.com
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Part A: Demographic Information

Please select appropriate response.

1. Gender: 2. Age
Male Less than 25
Female 2535
Prefer not to say 36-45
46-55
Over 56
3. Marital Status . Bo you have any children?
Single Yes
Married No
Other
4.1 How many children do you have 4.2 How old ag%h
1 Less than 1
2 1-5
3 5-12
7 1318
More than 4 More than 18
5. Total work experience Ificome Level
Less than 1 year Less than Rs: 50,000
1-5+ years

Rs: 50,000- 99,999

6-10+ years

Rs: 100,0006- 149,999

11-15+ years

Rs: 150,0006- 199,999
More than 15+ years

Rs: 200,000- 249,999

More than Rs: 250,000
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7. Education/ Professional Qualifications

Up to Advanced level

Professional Qualification (CIMA/ CIM etc.)

Certifications (Microsoft/ JAVA/ Cisco/Redhat/AWS etc.)

Completed bachelor's degree

Completed masters (MSc/ MBA/MA)

Postgraduate (PHD/ Post-Grad Diploma etc.)

Part B: Work Life Balance & factors affect to Work Life Balance

Please rate following statements regarding work life balance on the given scale by gulttindper. [ 1-Strongly

Disagree 2-Disagree 3-Nutreal 4-Agree 5-Strognly Agree]

No Statement 112 |3|4 1|5
8. The connection among professional and home life is known as wor
life balance.

8.1 Overall, I can manage both my work and personal life.

8.2 | am able to attend my needs of my family members.
8.3 | am able to complete the tasks assigned to me in timely manner.
9. Occupational Stress is in progress or continuing stress an employs

feels due to the obligations, restrictions, environment, or othe
pressures of the workplace.

9.1 | take sufficient breaks during work time to reduce stress level.

9.2 | I work more hours at homaiting the week, compared to when I’'m
working in the office.

9.3 | feel frustrated when | am nor able to meet my office deadlines.

10. Socio-economic status is described as the extent of how salary,
education, and profession impact an individual's social status as we
as work life balance.

10.1 | The salary | get is adequate to set up the infrastructure needed to w

from home.

10.2 | My education level helps me to manage work life balance.
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10.3 | My occupation status helps me to manage work life balance.

11. Management Support is the support given to employees when
working from home.

11.1 | My company provides necessary infrastructure to work from h
(computers, internet, cell phones etc.)

11.2 | My management does not expect me to work extra hours when I'm
working from home.

11.3 | | feel comfortable asking my manager for time off when | have perg
emergencies.

11.4 | | have flexibility to manage my work life balance.

12. Family Background is defined as the assistance that you have fro
your family members to balance your work life with your professional
life.

12.1 | | have support from my spouse to manage my office work.

12.2 | My children are at an age where they can help with household chorg
12.3 | My parents are dependent on me.

12.4 | | have extra support (parents or maids) to take care of my children.

13. What are the three main challengers you face when working from home.

Extended working hours

No real face to face interaction with team

Difficulty in managing household chores while managing work

Less infrastructure to support work environment (Computers, Network spémtistation,

Power supply etc.

Increased internet and electricity bills

No time to focus on physical wellbeing
Other

14. What factors could help support you better, to make work from home less stressfuhd/or more efficient?

Thank you for your corporation.
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Annexure Il

Reliability - Pilot Survey Result

Work Life Balance (WLB)

Reliability Statistics o
Item Statistics

Cronbach's Alpha Mean Std. Deviation N
Cronbach's Based on N of WLB1 3.60 .928 40
Alpha Standardized Items ltems WLB2 363 1102 40
867 868 3 WLB3 3.70 823 40
Inter-ltem Correlation Matrix

WLB1 | wLB2 | WLB3
WLB1 1.000 .752 .678
WLB2 .752| 1.000 .551
WLB3 .678 .551 1.000

Item-Total Statistics
Scale Scale Corrected
Mean if | Variance if | Item-Total | Squared Cronbach's
Item Item Correlatio Multiple Alpha if Item

Deleted Deleted n Correlation Deleted
WLB
L 7.33 2.892 .816 .665 .692
WLB
) 7.30 2.574 718 .569 .805
WLB
3 7.23 3.615 .651 464 .851
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Occupational Stress (OS)

Reliability Statistics

Item Statistics
Cronbach's —
Mean Std. Deviation
Alpha Based
on Inter-Iltem Correlation Matrix .0 40
Cronbach's Standardized 0S1 0s2 | Os3 5 40
Alpha Items N of Items Osl 1.000 532[ 409]? 40
13 =15 3 0s2 532 1.000| .678
0sS3 409 .678( 1.000
ltem-Total Statistics
Scale Corrected Squared Cronbach's
Scale Mean if Variance if Item-Total Multiple Alpha if Item
Item Deleted | Item Deleted Correlation Correlation Deleted
(O 7.43 3.020 712 .506 .812
0S2 7.23 2.281 .875 .765 .792
0S3 7.05 2.767 .614 .376 .694
Socio- Economic Status (SE)
Reliabil