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ABSTRACT

This report investigates the interrelationship between employee engagement and work-life balance, utilizing secondary data from various studies and surveys. It
explores how organizations can foster a culture that prioritizes both engagement and well-being, ultimately enhancing productivity and job satisfaction. The
findings reveal that employees with a healthy work-life balance tend to exhibit higher levels of engagement, commitment, and retention. Key factors influencing
this relationship include flexible working arrangements, organizational support, and management practices that promote employee autonomy. The report
concludes with recommendations for organizations aiming to improve employee engagement through strategic initiatives that support work-life balance,
contributing to a more sustainable and motivated workforce.
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1.1 INTRODUCTION

Employee engagement and work-life balance are two important aspects of an employee's job satisfaction and overall well-being. Employee engagement
refers to the level of commitment and involvement an employee has towards their job, organization, and its goals. It encompasses various factors such
as job satisfaction, motivation, communication, and performance. On the other hand, work-life balance refers to the equilibrium between an employee's
work and personal life, where they can fulfill their responsibilities at work and at home without either one interfering with the other.

The importance of employee engagement and work-life balance has been increasingly recognized by organizations, as they have a direct impact on
employee retention, productivity, and overall organizational success. Employees who are highly engaged and have a good work-life balance are more
likely to be satisfied with their job, motivated to perform better, and less likely to leave their job. Additionally, organizations that prioritize employee
engagement and work-life balance often have a positive reputation, which can attract and retain talented employees.

Therefore, it is important for organizations to promote employee engagement and work-life balance by offering flexible work arrangements, providing
resources for employee well-being, promoting a positive work culture, and supporting career development and growth opportunities. By doing so,
organizations can create a positive work environment that benefits both employees and the organization as a whole.

1.2 THEORETICAL INTRODUCTION

Employee engagement is the level of emotional and intellectual commitment that employees have towards their work and organization. The Job
Demands-Resources (JD-R) Model suggests that engagement is influenced by the balance between job demands and resources. Social Exchange
Theory emphasizes the quality of the social exchange between employees and the organization. Self-Determination Theory focuses on intrinsic
motivation and satisfaction of psychological needs. The Job Characteristics Model highlights specific job characteristics that foster engagement.

Work-life balance is the harmonious equilibrium between work-related responsibilities and personal life. Role Theory emphasizes managing multiple
roles without conflict. Boundary Theory explores establishing boundaries between work and personal life. Conservation of Resources Theory focuses
on effective allocation and replenishment of resources. Spillover Theory suggests that experiences and emotions can spill over between domains.
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Achieving work-life balance enhances overall well-being and reduces stress. Understanding these theoretical frameworks aids organizations and
individuals in promoting employee engagement and work-life balance, resulting in a more productive and satisfied workforce.

1.3 REVIEW OF LITERATURE

1. EndangSulistiyani, Yusmar Ardhi Hidayat, AndiSetiawan, and Suwardi(2022) investigate Perspective on perceived organisational support,
employee work engagement, and work-life balance based on social exchange theory. The relationships between perceived organisational support,
employee work engagement, and work-life balance were investigated in this study. The findings revealed a positive relationship between all variables,
with perceived organisational support having the greatest influence on work engagement. Purposive and snowball sampling were used to survey 200
security employees at state and private higher education institutions in Semarang. Respondents had to meet criteria such as having worked for more
than three years and having a high school diploma or equivalent. Data was gathered through interviews, a review of the literature, and questionnaires
that included statements about perceived organisational support, work engagement, and work-life balance. .The data was analysed using AMOS 22 and
Structural Equation Modeling (SEM). This study's findings indicate a positive and significant relationship between Perceived Organizational Support,
Employee Work Engagement, and Work-Life Balance. Employee Work Engagement was also discovered to partially mediate the relationship between
Perceived Organizational Support and Work-Life Balance in the study.

In Pakistan, Ayesha Malik, Muhammad Ahsan Ali, Sidra Rafiq, and Muhammad Adnan (2022) investigated how employee engagement and
work culture influence transformational leadership among female secondary school teachers. The study collected data from 196 female teachers using a
convenient sampling technique and discovered a positive correlation between employee engagement and work culture and transformational leadership,
which is significantly mediated by work-life balance. The study concludes that practising work-life balance can help improve transformational
leadership among female secondary school teachers, providing useful insights for Pakistani policymakers, administrators, and researchers looking to
improve the professional needs of female teachers in terms of employee engagement, work culture, and work-life balance.

Ery Pitra Malasari(2022) investigated abou the topic “Pengaruh Employee Engagement Terhadap Work-Life Balance Saat Melaksanakan Work From
Home”. The study suggests that there is a positive correlation between employee engagement and work-life balance. The researcher found that
employees who experience a better work-life balance tend to be more engaged in their work. When employees have the ability to balance their work
responsibilities with their personal life, they often experience reduced stress levels, improved job satisfaction, and higher levels of commitment to their
organizations. Moreover, research has shown that organizations that prioritize work-life balance initiatives and provide supportive policies and
practices tend to have higher levels of employee engagement. These initiatives may include flexible work arrangements, childcare support, wellness
programs, and clear boundaries between work and personal life.

Putiri Bhuana Katili, W. Wibowo, and Maruf Akbar(2021) investigate the effects of different leadership styles, work-life balance, and employee
engagement on employee performance. The researcher discovered that leadership styles have a significant impact on employee performance.
Transformational leadership, which entails inspiring and motivating employees to do their best, was discovered to have the greatest positive impact on
employee performance. This study investigated how leadership styles and work-life balance influence employee engagement, as well as how employee
engagement influences performance. The study included 204 employees from Indonesia's steel industry. The findings revealed that work-life balance
had the greatest impact on employee engagement, which in turn had a significant impact on employee performance. Employee engagement was also
influenced by effective leadership. Improving employee engagement and organisational performance can be accomplished by improving work-life
balance and leadership styles.

Agis Saadah Puspitasari and Muhammad Darwin(2021) investigate the "Effect of Work-Life Balance and Welfare Level on Millennial Employee
Performance via Work Engagement." The authors look into the connection between work-life balance, well-being, work engagement, and millennial
employee performance. The study takes a quantitative approach and collects data from 250 millennial employees in Indonesia's manufacturing industry.
According to the findings, both work-life balance and welfare level have a positive impact on work engagement, which in turn has a positive impact on
millennial employee performance. To improve millennial employees' work engagement and performance, the authors conclude that organisations
should prioritise improving work-life balance and providing a high level of welfare.

1.5 OBJECTIVES OF THE STUDY

One of the primary objectives of employee engagement and work-life balance is to promote employee satisfaction and well-being. This includes
providing employees with a supportive work environment that prioritizes their personal and professional needs.

To Determine the level of satisfaction employees have regarding their ability to effectively manage work and personal life demands.

To Investigate how a healthy work-life balance positively influences employee engagement, productivity, and overall well-being.

To Assess the extent to which managers provide support, resources, and flexibility to help employees achieve a better work-life balance.

To Examine the availability and utilization of flexible work arrangements such as remote work, flexible hours, or compressed work weeks.

To Evaluate the effectiveness of communication channels and the transparency of information regarding work-life balance policies, benefits, and
resources.
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To Assess the distribution and manageability of work tasks to ensure employees have a reasonable workload that enables work-life balance.

To Identify areas within the organization where improvements can be made to enhance work-life balance and employee engagement.

1.6 SCOPE OF THE STUDY

The scope of employee engagement and work-life balance is broad and encompasses many areas within an organization. Creating a culture that values
and supports employee engagement and work-life balance is essential. This includes fostering an inclusive and supportive environment that encourages
employee well-being, teamwork, and open communication. Providing training and development opportunities for employees can enhance their skills,
knowledge, and job satisfaction, leading to increased engagement and productivity. Offering flexible work arrangements, such as telecommuting,
flexible hours, and job sharing, can promote work-life balance and improve employee engagement. Incorporating employee engagement and work-life
balance into performance management processes can help align employee goals and objectives with organizational goals and objectives. Offering
benefits such as paid time off, parental leave, and wellness programs can help promote work-life balance and enhance employee engagement.
Encouraging open communication and feedback can improve employee engagement and work-life balance by addressing concerns and identifying
areas for improvement.

1.7 RESEARCHMETHODOLOGY

The research methodology is a crucial aspect for the research project. It encompasses the over approach, strategy and also includes research design, data
collection methods, and analytical tools used to analyze the data.

Descriptive study

A descriptive study is a type of research design that aims to provide a detailed and accurate description of a specific group, phenomenon, or behavior.
The focus is on providing a comprehensive understanding of the subject under investigation, without necessarily exploring the relationships between
variables or establishing cause-andeffect relationships. To achieve this goal, descriptive studies typically rely on data collection methods such as
surveys, interviews, observations, or existing records, and they use descriptive statistics to analyze the data. The results of a descriptive study provide a
summary of the characteristics, patterns, and trends observed in the data. Descriptive studies are particularly useful in situations where researchers want
to describe the prevalence of a phenomenon, explore the characteristics of a population, or establish a baseline for future research. However, it is
important to note that descriptive studies cannot establish causality or determine relationships between variables, as they do not involve manipulation of
variables or control groups.

Data Collection

To realize the objectives of the current research and to test the hypotheses, the research strategy was divided into two main components, namely
primary and secondary research. To achieve the objectives of the current research and test the hypotheses related to employee engagement and work-
life balance, the research strategy comprised of two main components: primary and secondary research.

Sampling techniques:

Convenience sampling is a non-probability sampling technique in which researchers select participants who are readily available and accessible. This
sampling method is based on convenience and practicality rather than random selection. Researchers choose individuals or subjects who are easy to
reach or conveniently located, such as friends, family members, or individuals in close proximity to the research location. Convenience sampling is
often employed when researchers have limited time, resources, or access to a larger population. It is a convenient and quick way to gather data, but it
may not provide a representative sample of the entire population of interest. The results obtained from convenience sampling cannot be generalized to
the broader population, as there is a risk of selection bias. Participants in convenience sampling may not accurately represent the characteristics and
diversity of the target population.

Sample Size:

Sample size refers to the number of individuals or elements selected from a population to be included in a research study or survey. It is a crucial aspect
of research design, as the size of the sample has implications for the reliability and generalizability of the study's findings. The sample size of this
research is 80.

1.8 LIMITATIONS OF THE STUDY

The study was limited with the employees who are working in the organization.

The wrong information from the respondent may affect the study and lead to misleading result.

Respondents cooperation is important.

The study time was limited.
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1.9 CONCLUSION

The findings of the research indicate that majority of respondents reported being satisfied with their job, indicating a positive sentiment towards their
work. Factors such as meaningful work, supportive colleagues, and work-life balance were identified as contributors to job satisfaction. A significant
number of employees reported experiencing a high workload and feeling stressed. This suggests a potential need for workload management strategies
and stress reduction initiatives to support employee well-being and prevent burnout. Respondents with less than one year of work experience expressed
a desire for professional growth and development opportunities. Organizations should consider implementing programs such as training, mentorship,
and cross-functional projects to support employees in their career progression. Work-life balance emerged as an important factor affecting employee
satisfaction. Organizations should explore flexible work arrangements, remote work options, and encourage employees to take breaks and vacations to
promote a healthier work-life balance. Improving communication channels between employees and management was highlighted as an area for
improvement. Regular check-ins, transparent goal-setting, and open dialogue can help address concerns related to workload distribution and enhance
overall employee satisfaction. The survey emphasized the importance of prioritizing employee well-being. Organizations should implement strategies
such as stress management programs, mental health support resources, and policies that promote work-life balance to support the overall wellbeing of
employees. Regular feedback and recognition play a significant role in employee morale and job satisfaction. Organizations should consider
implementing feedback mechanisms and recognition programs to appreciate and acknowledge employees' efforts and achievements.
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