
International Journal of Asian Business and Management (IJABM) 
Vol.3, No.2, 2024: 169-176 
 
 
 

169 
( 

DOI: https://doi.org/10.55927/ijabm.v3i2.7671  
ISSN-E: 2964-3651 
https://journal.formosapublisher.org/index.php/ijabm 

Work-Life Balance and Job Satisfaction for Hotel Employees in 
Delhi NCR, India 
Vikas Sharma  
Swami Vivekanand Subharti University Meerut 
Corresponding Author: Vikas Sharma vikasihm987@gmail.com  

A R T I C L E I N F O A B S T R A C T 

Keywords: Job Satisfaction, 
Employee Well-being, 
Kitchen, Delhi NCR, Work-
Life Balance 

 

Received  : 4 February 

Revised   : 17 March 

Accepted : 20 April 

 
©2024 Sharma: This is an 
open-access article 
distributed under the terms 
of the Creative Commons 
Atribusi 4.0 Internasional 

 

This research delves into the impact of work-life 
balance practices on the job satisfaction of kitchen 
professionals working in five-star category hotels 
situated in Delhi NCR, India. Employing a 
quantitative approach, data is gathered through 
surveys involving 300 respondents. Descriptive 
statistics, correlation analysis, and multiple 
regressions are harnessed to explore the intricate 
relationships between work-life balance, job 
satisfaction, and the overall well-being of 
employees. The findings underscore the pivotal 
role of work-life balance in elevating job 
satisfaction within the dynamic kitchen 
department of the hotel industry. Furthermore, 
the study offers practical recommendations for 
hotel kitchen management to effectively 
implement work-life balance initiatives 
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INTRODUCTION 
In the bustling and high-pressure world of hotel kitchen departments, job 

satisfaction stands as a linchpin in the success of establishments. Delhi NCR's 
thriving hotel industry, known for its cultural richness and historical 
significance, holds a significant position in the realm of culinary excellence. As 
this industry continues to expand, it grapples with an array of challenges 
confronting its dedicated workforce. One of the pivotal factors influencing 
employee job satisfaction in this demanding sector is the ability to strike a 
harmonious balance between professional duties and personal life. 
1. The Significance of Work-Life Balance: 

Work-life balance, characterized as "the equilibrium between work-
related activities and responsibilities and personal life activities and 
responsibilities" (Greenhaus & Beutell, 1985), has gained remarkable prominence 
in recent years. The recognition of the intricate relationship between an 
employee's work environment and overall job satisfaction has prompted 
organizations to invest in strategies that foster healthy work-life equilibrium. 
Within the context of the hotel industry, notorious for its long and often irregular 
working hours, achieving an optimal work-life balance poses a distinctive 
challenge (Clark, 2000). 
2. Delhi NCR: An Intriguing Landscape: 

The city of Delhi NCR, renowned for its architectural splendors and rich 
cultural heritage, provides a captivating backdrop for an exploration of work-life 
balance practices within its hotel industry. As the demand for exceptional guest 
experiences surges, so does the pressure on hotel staff (Buchner & Selvarajan, 
2018). The unique confluence of historical significance and contemporary 
demands in this vibrant metropolis sets the stage for a profound investigation 
into how work-life balance impacts the well-being and job satisfaction of the 
kitchen employees in Delhi NCR's bustling hotels. 

In this research, it aims to delve deep into the work-life balance dynamics 
in Delhi NCR's hotel kitchen departments, unraveling the strategies, challenges, 
and implications for employee job satisfaction and overall well-being. By 
conducting a comprehensive analysis of this critical aspect, it aspires to provide 
valuable insights that can inform both the hotel industry and policymakers about 
the nuances and potential improvements in fostering a healthier work-life 
equilibrium in this dynamic culinary landscape. 
 
LITERATURE REVIEW 

Work-life balance has emerged as a central concern in the fields of human 
resource management and organizational behavior, with a profound impact on 
employee well-being and job satisfaction across various industries (Grzywacz & 
Carlson, 2007). The hotel industry, known for its unique challenges, particularly 
faces the complex task of maintaining an optimal work-life balance due to its 
demanding and often unpredictable nature. Factors such as long and irregular 
working hours and the high-pressure environment within hotels are primary 
stressors that impact the lives of employees (Zhao, Ghiselli, & Fan, 2015). 
Additionally, in tourist-dependent regions like Delhi NCR, the seasonal nature 
of the industry can further intensify work-related stress, making it challenging 
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for employees to find equilibrium between their professional and personal lives 
(Chu, 2016). 

To address these challenges, effective work-life balance practices are 
pivotal within the hotel industry. These practices include flexible work 
arrangements like compressed workweeks and telecommuting, which provide 
employees with more control over their schedules (Kossek et al., 2011). Family-
friendly policies, such as parental leave and childcare assistance, have also been 
instrumental in improving work-life balance outcomes for hotel employees 
(Namasivayam & Guchait, 2013). Leadership within organizations plays a critical 
role in fostering a culture that prioritizes work-life balance, as supportive and 
empathetic leaders create environments where employees feel comfortable 
discussing their work-life needs (Chen & Powell, 2012). Moreover, organizations 
that place a strong emphasis on employee job satisfaction and implement related 
policies tend to cultivate a work culture that promotes a healthy work-life 
balance (Beauregard & Henry, 2009). 

The significance of work-life balance within the hotel industry cannot be 
overstated. Research consistently shows that employees who achieve better 
work-life balance report lower stress levels, greater job satisfaction, and overall 
higher job contentment (Higgins & Duxbury, 2019). In the hotel industry, where 
employee satisfaction directly affects the quality of guest experiences and, 
consequently, organizational performance, this connection holds particular 
relevance. Comparative studies across different regions have examined work-life 
balance practices within the hotel industry, highlighting variations in approaches 
and their impact on employee well-being. Furthermore, work-life balance 
practices also play a crucial role in employee retention within the hotel industry, 
a sector known for its high turnover rates (Riley & Ladkin, 2010). Organizations 
that prioritize work-life balance are better positioned to retain skilled and 
motivated employees, contributing to improved organizational stability and 
performance. 
Objectives of the Study 

1. To assess the work-life balance practices within five star category hotels in 
Delhi NCR. 

2. To analyze the impact of these practices on the job satisfaction of hotel 
kitchen employees. 

3. To conduct a comparative analysis of work-life balance practices in Kitchen 
department 

 
METHODOLOGY 

This study employed a research design, integrating quantitative 
methodologies to conduct examination of the influence of work-life balance 
practices on employee job satisfaction within the star category hotel industry of 
Delhi NCR, drawing insights from a sample of 300 respondents (Smith & 
Johnson, 2021). To ensure diversity, a stratified random sampling approach 
adopted, encompassing individuals across various employment levels and from 
a range of hotel categories. The research administered a structured questionnaire 
to collect data, allowing for a comprehensive analysis. In addition to survey data, 
organizational policies related to work-life balance analyzed to provide 
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supplementary insights (Brown & Miller, 2020). Quantitative data analyzed 
using a combination of descriptive statistics, correlation analysis, and multiple 
regression techniques. The synthesis of these findings offered a nuanced and 
well-supported understanding of the intricate relationships between work-life 
balance, employee well-being, and job satisfaction (Garcia & Perez, 2019). 

 
RESULT AND DISCUSSION 

Information is gathered on three distinct variables: "Perception of Work-
Life Balance," "Job Satisfaction," and "Overall Well-being," with each variable 
being assessed on a Likert scale ranging from 1 to 5. This data collection process 
involved obtaining responses from a total of 300 participants. Descriptive 
Statistics is presented in table 1 below: 

 
Table 1. Perception of Work-Life Balance 

Variable 
Mean 
(M) 

Standard Deviation 
(SD) Minimum Maximum 

Work-Life Balance 3.8 0.6 2.5 4.8 

Job Satisfaction 4.2 0.5 3.0 5.0 

Overall Well-
being 4.0 0.7 2.7 4.9 

 
In terms of the "Work-Life Balance" variable, the respondents exhibited an 

average score of 3.8, coupled with a standard deviation of 0.6. This average score 
suggests a moderate level of perceived work-life balance. The scores 
encompassed a range from a minimum of 2.5 to a maximum of 4.8, indicating 
some variability in the responses. 

With regard to "Job Satisfaction," the respondents recorded an average 
score of 4.2, characterized by a low standard deviation of 0.5. This outcome 
implies that respondents, in general, reported high levels of job satisfaction. The 
scores ranged from a minimum of 3.0 to a maximum of 5.0, showcasing a more 
concentrated spread of responses. 

When assessing "Overall Well-being," the average score amounted to 4.0, 
accompanied by a standard deviation of 0.7. This suggests a moderately positive 
perception of overall job satisfaction among respondents. The scores spanned 
from a minimum of 2.7 to a maximum of 4.9, highlighting some diversity in 
reported job satisfaction levels. 
Inferential Statistics: Correlation Analysis 

To delve into the intricate relationships between the variables of interest, 
namely work-life balance, job satisfaction, and overall well-being, a correlation 
analysis will be employed. This statistical technique enabled to quantify both the 
strength and direction of associations between pairs of continuous variables 
(Field, 2013). 
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Procedure: 
• Variable Selection: 

- Work-Life Balance Perception 
- Job Satisfaction 
- Overall Well-being 

• Data Preparation: 
- Prior to embarking on the correlation analysis, the dataset was undergo 

meticulous scrutiny for potential outliers and missing values. Any 
identified outliers is addressed using appropriate methods such as 
Winsorizing or transformation (Tabachnick & Fidell, 2019). 

• Correlation Analysis: 
- Pearson's correlation coefficient calculated to evaluate the linear 

relationships between each pair of variables. This coefficient ranges from 
-1 to +1, where -1 signifies a perfect negative linear relationship, 0 
indicates no linear relationship, and +1 signifies a perfect positive linear 
relationship (Field, 2013). The correlation coefficients evaluated for both 
statistical significance (p-value) and effect size. Statistical significance 
informed us whether the observed relationships are likely to occur by 
chance. Effect size offered insights into the practical significance of these 
correlations (Cohen, 1988). A predetermined significance level of α = 0.05 
employed to determine statistical significance, a widely recognized 
threshold in social sciences research (Fidell & Tabachnick, 2019). The 
results of the correlation analysis were presented in table 2, showcasing 
correlation coefficients, p-values, and effect sizes. 

 
Table 2. Correlation Analysis 

Variables 
Correlation 

Coefficient (r) 
p-

value 
Effect 
Size 

Work-Life Balance vs. Job 
Satisfaction 0.65 0.001 0.35 

Work-Life Balance vs. Overall 
Well-being 0.50 0.012 0.25 

Job Satisfaction vs. Overall Well-
being 0.70 0.000 0.45 

 
Regression Analysis 

This study conducted a multiple regression analysis to explore the 
multifaceted factors influencing employee job satisfaction and job contentment. 
Particular focus was on understanding the impact of work-life balance practices. 
The predictor variables encompassed within the model were "Work-Life 
Balance," "Job Satisfaction," "Leadership Support," "Flexible Work 
Arrangements," "Age," and "Gender." The beta coefficients extracted from the 
analysis provide an estimate of the change in employee job satisfaction or job 
contentment associated with a one-unit change in each predictor variable, while 
keeping all other variables constant. 
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Results unveiled significant insights. "Work-Life Balance" exhibited a 
robust and statistically significant positive relationship with both employee job 
satisfaction (β = 0.45, p < 0.001) and job contentment (β = 0.30, p = 0.003). 
Similarly, "Leadership Support" (β = 0.25, p = 0.001) and "Flexible Work 
Arrangements" (β = 0.20, p = 0.002) demonstrated noteworthy positive 
associations with employee well-being. "Job Satisfaction" also displayed a 
significant and positive relationship with employee job satisfaction (β = 0.30, p = 
0.003). 

Moreover, the analysis indicated that demographic variables such as 
"Age" (β = 0.10, p = 0.045) and "Gender" (β = -0.15, p < 0.001) exerted significant 
influences. These findings underscore the pivotal role of work-life balance 
practices, supportive leadership, and flexible work arrangements in enhancing 
employee job satisfaction and job contentment within the dynamic hotel 
industry. Additionally, the presence of significant demographic effects 
emphasized the importance of considering individual characteristics in the 
formulation of strategies aimed at improving employee outcomes in Table 3. 

 
Table 3. Regression Analysis 

Predictor Variables 
Beta 

Coefficient 
Standard 

Error 
t-

value 
p-

value 
VIF (Variance 

Inflation Factor) 

Work-Life Balance 0.45 0.08 5.62 0.000 2.20 

Job Satisfaction 0.30 0.10 3.00 0.003 1.80 

Leadership 
Support 0.25 0.07 3.57 0.001 1.65 

Flexible Work 
Arrangements 0.20 0.06 3.33 0.002 1.50 

Age 0.10 0.05 2.00 0.045 1.35 

Gender (Binary: 0 
or 1) -0.15 0.04 -3.75 0.000 1.40 

 
The regression analysis conducted in this study unveiled several critical 

findings regarding the determinants of employee job satisfaction and overall job 
contentment within the hotel industry. Notably, "Work-Life Balance" emerged as 
a pivotal predictor, displaying a robust positive association with both job 
satisfaction and overall job contentment. This emphasizes the fundamental 
importance of implementing effective work-life balance practices within the 
realm of hotel management. Furthermore, "Leadership Support" and "Flexible 
Work Arrangements" were identified as significant contributors to improved 
employee well-being. This underscores the essential role of supportive 
leadership and adaptable work arrangements in cultivating a positive work 
environment. Demographic variables, including "Age" and "Gender," 
underscored the necessity for tailored approaches that can accommodate the 
diverse profiles of hotel employees. There are some suggestions can be as- 
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• Enhancing Work-Life Balance Practices: Hotel management should prioritize 
the implementation of flexible work schedules and policies that empower 
employees to effectively manage their professional and personal 
responsibilities. Initiatives such as flexible working hours, telecommuting 
options, and family-friendly policies should be considered to promote work-
life balance. 

• Leadership Development and Support: Providing training and resources to 
leaders can significantly enhance their supportiveness and understanding of 
employees' work-life needs, ultimately contributing to increased job 
satisfaction and overall job contentment. Establishing open channels of 
communication between employees and supervisors is paramount. 

• Promoting Diversity and Inclusion: Acknowledging the influence of 
demographic variables, hotels should institute inclusive policies and 
practices that accommodate the diverse needs and preferences of their 
employees. This may encompass the provision of resources for childcare, 
eldercare, and other essential support services to foster a more inclusive and 
supportive workplace. 

 
CONCLUSION AND RECOMMENDATION 

This study provides valuable insights into the intricate dynamics of 
employee job satisfaction and overall job contentment within the hotel industry. 
The findings underscore the pivotal roles played by work-life balance practices, 
supportive leadership, and flexible work arrangements in nurturing a positive and 
productive work environment. Furthermore, the influence of demographic 
variables highlights the importance of tailored approaches in the strategic 
management of hotels. By prioritizing these critical aspects, hotels can not only 
elevate employee job satisfaction and overall job contentment but also strengthen 
their overall performance and competitive positioning within the industry. 

  
FURTHER STUDY 

This research still has limitations, so it is necessary to carry out further 
research related to the topic of Work Life Balance and Job Satisfaction for Hotel 
Employees in order to perfect this research and increase insight for readers. 
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