
 



 

 

"Striking a Balance: Inves ga ng Work-Life Harmony  

among Development Sector Employees" 
 

Introduc on: 

In today's fast-paced and demanding world, achieving a healthy work-life balance has become increasingly 
crucial for individuals across various professions. However, in the context of the development sector, where 
employees are dedicated to making a posi ve impact on society, the challenges of maintaining work-life 
harmony can be par cularly pronounced. This report aims to delve into the topic of work-life balance among 
development sector employees, shedding light on the factors that influence their ability to strike a balance 
between their professional responsibili es and personal well-being. 

The development sector encompasses a wide range of organiza ons and professionals, including those 
working in non-governmental organiza ons (NGOs), interna onal development agencies, humanitarian aid, 
and social enterprises. The nature of work within this sector o en involves high levels of commitment, long 
hours, and extensive travel, which can poten ally disrupt personal lives and rela onships. Moreover, 
development sector employees are frequently engaged in challenging projects that address complex societal 
issues, further intensifying the demands on their me and energy. 

Understanding the work-life balance experiences of development sector employees is not only important for 
their personal well-being but also for the effec veness and sustainability of their work. When employees are 
able to achieve a healthy balance between work and personal life, they are more likely to experience higher 
job sa sfac on, lower stress levels, and increased produc vity. On the other hand, a lack of work-life 
harmony can lead to burnout, reduced job sa sfac on, and even a ri on, nega vely impac ng both the 
individuals and the organiza ons they serve. 

This report aims to explore the various dimensions of work-life balance within the development sector, 
including the challenges faced by employees, the strategies employed to manage compe ng demands, and 
the organiza onal policies and prac ces that promote work-life harmony. By inves ga ng these aspects, we 
hope to gain insights that can inform both employees and employers in the development sector about 
effec ve approaches to fostering a healthy work-life balance. 

The study was conducted using online surveys and literature reviews. Through these methods, we gathered 
data from development sector employees across different organiza ons and roles, capturing a 
comprehensive picture of the work-life balance challenges they encounter and the strategies they employ to 
mi gate them. 

The findings of this report will contribute to the exis ng body of knowledge on work-life balance, with a 
specific focus on the development sector. The insights gained will be valuable for organiza ons in this sector 
to enhance their policies and prac ces, ensuring the well-being and produc vity of their employees. 
Furthermore, individual employees will benefit from a deeper understanding of the factors influencing work-
life balance and the poten al strategies they can adopt to maintain harmony in their professional and 
personal lives. 

 



  
Overall, this report aims to shed light on the work-life balance experiences of 
development sector employees, providing prac cal recommenda ons for 
individuals and organiza ons within the sector. By promo ng work-  life 
harmony, we can create a more sustainable and fulfilling work environment 
that empowers employees to con nue making a meaningful impact on society. 

 

Importance of Work-Life Balance in the Context of Development Sector Employees: 

Work-life balance holds significant importance for development sector employees due to the unique 
nature of their work and the challenges they face. Here are some key reasons why achieving work-life 
harmony is crucial for employees in the development sector: 

1. Enhanced Well-being: Development sector employees o en work on complex and demanding 
projects aimed at addressing societal issues. The demanding nature of their work, coupled with long 
hours and high levels of commitment, can take a toll on their physical and mental well-being. 
Maintaining work-life balance allows employees to recharge, reduce stress levels, and priori ze self-
care, leading to improved overall well-being. 

2. Sustainable Engagement: Development work requires passion and dedica on. However, prolonged 
periods of intense work without adequate rest can lead to burnout, diminishing the effec veness and 
produc vity of employees. A healthy work-life balance promotes sustainable engagement, enabling 
employees to maintain their mo va on, enthusiasm, and effec veness in their work over the long 
term. 

3. Job Sa sfac on and Reten on: When employees experience a sa sfactory work-life balance, they are 
more likely to feel content in their roles. This sa sfac on posi vely influences their commitment to 
the organiza on and their desire to remain in their posi ons. Conversely, a lack of work-life balance 
can lead to dissa sfac on, increased stress, and a higher likelihood of employee turnover. Priori zing 
work-life harmony can help improve job sa sfac on and enhance employee reten on within the 
development sector. 

4. Increased Crea vity and Innova on: Taking me away from work allows employees to engage in 
ac vi es and experiences outside their professional realm. This exposure to diverse perspec ves and 
new s muli fosters crea vity and innova on. By achieving a balance between work and personal life, 
development sector employees can bring fresh ideas and perspec ves to their work, leading to more 
effec ve problem-solving and innova ve approaches to address complex societal challenges. 

5. Posi ve Organiza onal Culture: Organiza ons in the development sector that priori ze work-life 
balance send a powerful message to their employees that their well-being is valued. This contributes 
to a posi ve organiza onal culture, fostering a suppor ve and healthy work environment. When 
employees feel supported in achieving work-life harmony, they are more likely to be mo vated, 
engaged, and loyal to their organiza ons. 

6. A rac on of Talent: Work-life balance has become an essen al considera on for job seekers across 
various industries. In the highly compe ve landscape of the development sector, organiza ons that 
emphasize and support work-life balance are more likely to a ract and retain top talent. 
Demonstra ng a commitment to employee well-being can give development sector organiza ons a 
compe ve edge in a rac ng skilled professionals who are passionate about making a difference. 



  
Achieving work-life balance is of utmost importance for all individuals, 
regardless of their gender. However, the significance of work-life balance takes 
on a unique dimension when considering female employees within the 
development sector. Historically, women have faced various societal 
expecta ons and responsibili es, including caregiving roles and household 
management, which can o en intersect with their professional commitments.  

In the context of the development sector, where the pursuit of social jus ce and equality is a 
central goal, it becomes essen al to address the specific challenges and needs of female employees 
in order to create an inclusive and suppor ve work environment. This sec on explores the 
importance of work-life balance for female development sector employees and highlights the 
poten al benefits it can bring. While the points raised above are valid for all employees regardless of 
their gender, some specific aspects, unique to female employees are discussed below: 

1. Reten on and Talent Development: Work-life balance ini a ves play a crucial role in retaining female 
talent within the development sector. When organiza ons priori ze and support work-life balance, 
they enhance the a rac veness of the sector for women, promo ng their long-term commitment 
and professional growth. By recognizing and accommoda ng the unique challenges faced by female 
employees, such as childcare responsibili es or eldercare obliga ons, organiza ons can foster a 
culture that values their contribu ons and helps them thrive in both their personal and professional 
lives. 

2. Gender Equality and Empowerment: A key aspect of promo ng gender equality in the development 
sector is ensuring that female employees have equal opportuni es for advancement and leadership 
roles. Work-life balance ini a ves can facilitate this by providing flexibility in work arrangements, such 
as remote work op ons, flexible hours, and parental leave policies. These measures enable women 
to balance their career aspira ons with their familial and personal responsibili es, empowering them 
to achieve their full poten al within the sector. 

3. Role Modelling and Impact: Female employees in the development sector o en serve as role models 
and catalysts for posi ve change in the communi es they work with. When they are able to achieve 
work-life balance, they not only set an example for others but also demonstrate that gender equity 
and social progress are achievable goals. By suppor ng female employees in finding harmony 
between their professional and personal lives, organiza ons contribute to the advancement of 
gender equality and reinforce their commitment to crea ng a more inclusive and equitable society. 

Therefore, work-life balance is of utmost importance for development sector employees, just like any other 
sector. It contributes to their overall well-being, job sa sfac on, and sustainability in their roles. Moreover, 
promo ng work-life harmony benefits organiza ons by fostering a posi ve culture, improving employee 
reten on, and a rac ng talented individuals. By recognizing and priori zing the need for work-life balance, 
organiza ons and individuals within the development sector can create a more fulfilling and produc ve 
environment, ul mately leading to an enabling environment in their work. 

Work-Life Balance: Insights from Data Analysis 

This chapter presents the findings derived from the analysis of the collected data on work-life balance among 
development sector employees. 

Age and Work-Life Balance: 

Age Distribu on: The collected data encompassed a diverse range of ages among the par cipants. The age 
distribu on ranged from the youngest par cipant at 23 years to the oldest par cipant at 85 years.  



  
The data include par cipants from various stages of their careers, represen ng 
different genera ons and experiences within the development sector. 

Impact of Age on Work-Life Balance: Analyzing the responses within each age group 
provided insights into how work-life balance may differ across different stages of an 
individual's life. By examining the experiences of par cipants within specific age 
brackets, we could iden fy poten al challenges, unique to that set of employees. 

Work-Life Balance Challenges and Solu ons: The data analysis revealed common themes and 
challenges faced by par cipants in different age groups. For instance, younger par cipants in their 
20s and 30s may struggle with establishing a work-life balance as they navigate early career stages 
and poten al familial responsibili es. On the other hand, older par cipants nearing re rement age 
may face different challenges, such as finding meaning in their work while preparing for life beyond 
formal employment. The findings shed light on the unique work-life balance concerns and solu ons 
across various age groups. 

Work-Life Balance Trends: By examining the data as a whole, we iden fied poten al trends or pa erns in 
work-life balance across different age groups. This analysis was to uncover whether work-life balance 
improves or declines with age. However, keeping in mind that the challenges faced by employees might differ 
with age, but they all contribute significantly in maintain a work-life balance.  

Gender and Work-Life Balance Experiences: 

The data collected from par cipants included informa on on gender, allowing for an explora on of poten al 
gender differences in work-life balance experiences. By analysing the responses of male and female 
par cipants separately, we aimed to iden fy any gender-specific challenges, coping strategies, or dispari es 
in achieving work-life balance within the context of the development sector. 

Gender Distribu on: The collected data included both male and female par cipants, allowing for a 
comprehensive analysis of work-life balance experiences across genders. The gender distribu on revealed 
insights into the representa on of men and women within the development sector and their percep ons of 
work-life balance. 

Out of 86 responses, 74.4 % respondents were males while, only 
a small por on (25.6%) was represented by female employees. 
Analyzing the responses of male and female par cipants 
separately provided insights into the unique challenges faced by 
each gender. Gender-specific responsibili es, societal 
expecta ons, and cultural norms may influence work-life 
balance experiences differently for men and women within the 
development sector. 

The findings shed light on the role of organiza onal support in 
promo ng work-life balance among male and female 
development sector employees. Analyzing gender-specific 
experiences revealed dispari es in access to flexible work 

arrangements, parental leave policies, and other support mechanisms. Understanding these dispari es is 
crucial for fostering gender equality and ensuring that both men and women have equal opportuni es to 
achieve work-life balance within their professional roles. 

 



  
Work Experience and Work- Life Balance: 

The data appeared to be a mixture of different working experience values 
ranging from 1 to 50 years. The mean working experience of the respondents was 
approximately 23.29 years, which represented the average experience level among the 
individuals in the dataset. The data on working experience indicated a diverse range 
of experience levels, with a mix of individuals having both high and low levels of 
experience.  

Work Experience and Stress: As individuals gain more work experience, they o en take on higher-
level responsibili es and more demanding roles. While this can contribute to career growth and 
professional development, it can also lead to increased stress levels. Managing stress becomes crucial 
to maintaining a healthy work-life balance. 

Flexibility and Autonomy: With greater work experience, individuals may have more flexibility and autonomy 
in their work. This can include the ability to set their own schedules, work remotely, or nego ate flexible 
work arrangements. These op ons can support work-life balance by providing individuals with the 
opportunity to meet personal obliga ons and pursue interests outside of work. 

Time Management Skills: Work experience can improve an individual's me management skills, allowing 
them to priori ze tasks and allocate me effec vely. By effec vely managing their me, individuals can 
accomplish their work responsibili es while s ll having me for personal pursuits and maintaining a healthy 
work-life balance. 

Boundaries and Se ng Priori es: More work experience can help individuals establish boundaries between 
work and personal life. Employees with a larger work experience become be er equipped to set priori es, 
delegate tasks, and manage expecta ons. 

Impact on Personal Rela onships: Balancing work and personal life is crucial for maintaining healthy 
rela onships. Individuals with more work experience may have already developed strategies for effec vely 
managing their me and energy, ensuring they have quality me to invest in personal rela onships and 
maintaining a healthy work-life balance. 

Number of Hours Worked per Day: 

From the data, the most common range of working hours per day is 7-8 hours, followed closely by 8-9 hours. 
There is also a significant number of individuals who work 9-10 hours or 10-12 hours per day. Addi onally, 
there are only a few individuals who work more than 12 hours per day. 

The number of hours worked per day can have a significant impact on work-life balance. The respondents 
who worked for 7-8 hours per day, experienced a rela vely balanced work- life schedule. It provided them 
with sufficient me for work commitments while leaving ample me for personal ac vi es, family, hobbies, 
and relaxa on. This balance contributes to overall well-being and sa sfac on. However, those working for 
longer hours than average, experienced a no ceable impact on their work- life balance. Working for long 
hours significantly impairs work-life balance. Extended work hours can lead to chronic stress, exhaus on, and 
a lack of me for personal rela onships, self-care, and leisure ac vi es. Sustaining this level of imbalance 
can nega vely affect physical and mental well-being, produc vity, and overall quality of life. 

The travel me of respondents also affected their overall work- life balance. While maximum male employees 
could reach home and spend me with family or engage in entertainment ac vi es such as watching 
television, women employees had to fulfil household responsibili es even a er going back from work, a er 
commu ng for an average of one hour on a daily basis.  



  
When asked about the sa sfac on rate of employees with their current 

working hours, between 1(not at all sa sfied) to 5(extremely sa sfied), the 
following data was received: 

 

Out of the 62 par cipants who were sa sfied with their working hours, approximately 87% were male 
employees. Majority of the female par cipants were not sa sfied with their current working hours. The 
female employees indicated that they are not able to balance their personal and work life, o en leaving them 
with no me to indulge in ac vi es they loved doing. However, a large por on of the male par cipants agreed 
that they were able to spend me with family, take me out for leisure ac vites and were able to manage 
both their work and family responsibili es.  

Besides, 96% of the respondents said that they checked their work mails, even a er leaving office. 23% 
employees men oned that they always worked even while on a vaca on, followed by 69% who occasionally 
worked during a vaca on. 

 

 

 



  
Understanding employees' sa sfac on with their work hours is crucial 

for employers to assess the effec veness of their scheduling prac ces and 
make adjustments to support employee well-being and produc vity. 

Based on the data provided, there is not enough informa on to make a defini ve 
inference about the harmony between work life and personal life of civil society 
employees. The data only includes sa sfac on ra ngs around current work hours and 
the societal expecta ons from women in India, but it does not provide specific details 
about the employees' personal lives or other factors influencing their work-life 
balance. 

While the data gives some insight into employees' sa sfac on with work hours, it does not directly address 
other aspects of work-life balance, such as workload, flexibility, among other aspects. To draw a conclusion 
about the harmony or lack of harmony between work life and personal life for civil society employees, 
addi onal informa on and data would be needed, such as employee surveys, qualita ve interviews, or data 
on absenteeism or turnover rates related to work-life balance issues. 

It's important to conduct more comprehensive research and consider mul ple factors before making any 
defini ve inferences about the work-life balance of civil society employees. Work-life balance is a complex 
and mul faceted issue that can vary widely among individuals and organiza ons. 

Conclusion: 

A er conduc ng a study on the work-life balance of civil society employees, several key findings and 
observa ons have emerged. The study aimed to explore the rela onship between work demands, personal 
life commitments, and the overall well-being of civil society employees. Here is a summary of the conclusions 
drawn from the study: 

Work-Life Balance Challenge: The study found that many civil society employees face significant challenges 
in achieving a sa sfactory work-life balance. The demands of their roles o en require considerable me and 
energy, poten ally leading to a conflict between work and personal life. 

High Job Sa sfac on: Despite the work-life balance challenges, a considerable number of civil society 
employees expressed overall job sa sfac on. They find fulfilment and purpose in their work, contribu ng to 
posi ve outcomes in their personal and professional lives. 

Varied Work Hour Sa sfac on: The study revealed a diverse range of sa sfac on with current work hours 
among civil society employees. While a small propor on reported being sa sfied, there were also employees 
who indicated varying degrees of dissa sfac on. 

Need for Flexibility: A common theme that emerged from the study was the importance of workplace 
flexibility. Employees who had access to flexible work arrangements, such as remote work op ons or flexible 
schedules, tended to report higher levels of sa sfac on with their work-life balance. 

Impact of Organiza onal Culture: The study highlighted the significant impact of organiza onal culture on 
work-life balance. Organiza ons that priori ze employee well-being, promote open communica on, and 
offer suppor ve policies tend to have employees with be er work-life balance percep ons. 

Family and Personal Life Considera ons: Family and personal life considera ons play a crucial role in 
influencing civil society employees' percep ons of work-life balance. Those who felt supported in managing 
their personal commitments reported a higher sense of harmony between work and personal life. 



  
Burnout and Stress: Some civil society employees reported 
experiencing burnout and stress due to the heavy workload and me 
demands. These factors can nega vely impact work-life balance and 
overall job sa sfac on. 

Recommenda ons for Improvement:  

Based on the study's findings, recommenda ons for improving work-life balance 
among civil society employees include offering flexible work arrangements, providing 
resources for managing stress and burnout, promo ng a suppor ve organiza onal 
culture, and fostering open communica on about work-life balance challenges. 

In conclusion, the study reveals that achieving a sa sfactory work-life balance is an ongoing challenge for 
many civil society employees. While a significant number express overall job sa sfac on, there is a need for 
organiza ons to recognize the importance of work-life balance and implement suppor ve policies and 
prac ces to enhance the well-being of their employees. Improving work-life balance can lead to higher job 
sa sfac on, increased produc vity, and overall organiza onal success in the civil society sector. 
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About VANI 
As a platform, it promotes voluntarism and creates space for voluntary action. As a network, it 
attempts to bring about a convergence of common sectoral issues and concerns for building a 
truly national agenda of voluntary action in the country. It also facilitates linkages of various efforts 
and initiatives of the voluntary sector. 
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