
Ilkogretim Online - Elementary Education Online, 2021; Vol 20 (Issue 1): pp. 7091-7098 
http://ilkogretim-online.org 
doi: 10.17051/ilkonline.2021.01.734 

 

7091 | DR. Rajesh Kumar Upadhyay                The Effect Of The Conciliatory Labor 

Family On Organizational Performance 

The Effect Of The Conciliatory Labor Family On 

Organizational Performance 
 

DR. Rajesh Kumar Upadhyay Professor, Department of Management Studies, Graphic Era Hill 

University, Dehradun. 

 

MS. Esheta Tyagi PhD. Research Scholar, Department of Management Studies, Graphic Era Hill 

University, Dehradun. 

 

Pooja Kanojia, Department of Commerce, Graphic Era (Deemed to be University), Uttarakhand, 

India, Poojakanojia786@gmail.com. 

 

 

Abstract 

In order to make conclusions about how work-family conflict and family-friendly HRM policies 

affect employee performance, the authors have studied them extensively. One part of this article 

examines the connection between work-family conflicts and employee behaviour at work and 

family-friendly HRM policies and views and practises. Stress, work satisfaction, and motivation 

have all been examined in this study. Employee performance, rotations, and absenteeism were all 

examined in connection to organisational behaviour. Workers' attitudes and behaviour are 

negatively impacted by work-family conflict, particularly in terms of productivity. Positive results 

can be achieved by having family-friendly HR policies in place. Many different angles are taken 

into consideration when looking at work-family conflict and family-friendly HR practises in this 

study. As a result of this research, we now have further information. From the viewpoints of 

organisational productivity and human resource management, the suggested integrated model 

also offers valuable insights for management. 

 

Keywords: “Work-family conflict, HRM, perceptual variables, organizational performance, 

human resource management”. 

 

Introduction 

The incentive of many organizations by to incorporate measures socially responsible could go 

beyond mere compliance with current regulations. So, while there are incentives to implement 

socially responsible measures, it's  

also, possible that the organization's performance will improve as a result. Corporations that have 

implemented work-family conciliation measures have a positive impact on the company's global 

social image,  

 

which is a form of intangible capital in   Corporate social responsibility. However, same 
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Conciliation measures may also result in improved performance from employees. It's for this 

reason that the link between work-family balance and employee performance has become a hot 

topic in business and thus in academic research. 

Job-family conflict is exacerbated when family obligations conflict with work 

responsibilities These work-life balancing strategies provide workers with multiple options for 

meeting the demands of both their professional and personal lives . Employees are clearly under 

a lot of pressure due to the difficulties of balancing work and home duties, as well as the increasing 

demands for results(1. Akintayo, 2010). A source of stress that could have an impact on employee 

productivity and, by extension, the bottom line of the business is the work-family conflict (Anuja, 

2013).  

It seems interesting that, from an organizational management perspective, it analyzes and 

properly manage this conflict. In order to alleviate the tension between work and family, various 

groups have taken a keen interest in the issue and have developed a variety of family mediation 

strategies. Policy implementation has resulted in an increase in assistance and an improvement 

in the quality of life at work, according to Beauregard and Henry When it comes to organisational 

practises that promote work-family balance, research shows a positive correlation between the 

conciliation of the responsibility's relatives and labour, as well as an increase in employee 

performance, in companies that implement them (Bateman, T.S & Snell, n.d.). 

The objective of this work is to analyze the impact of implementing conciliation measures 

work-family in the perception of the workers Y What is can influence in its behavior labor, 

especially in its performance organizational. The work is structured in six sections. After this first 

introductory section, the second section studies the background and importance of the topic. The 

third section addresses the impact of conflict Y the conciliation work-family in the employee Y its 

behavior. Models that indicate how conflict and work-family reconciliation, as well as perceptual 

characteristics, are linked to the organisational behaviour of workers are provided in this quarter 

part. Discussion Y recommendations for the address are covered in section five. The final step is 

to draw some conclusions about what has been accomplished thus far. 

 

Background  

There are a number of scholarly ideas that deal with the issue of work-work conflict. As a research 

question, the family. Role theory, compensation theory, and conflict theory are all hot topics in 

the world of business management. 

People's well-being is negatively impacted by the contradiction between roles' 

Expectations, according to the Role Theory(Delarue, A., Hootegem G.V., 2008). This idea is 

consistent with stress model, in which the work-family is a stressor. There are numerous studies 

examining the model theoretical of Kahnm, linking the background, the moderators Y the 

impact, with the in order to establish an integrating framework for the work-family relationship. 

Social support, time commitment, and overload (both at work and at home) are included as causes 

in this model. Work-family conflict and family-work conflict are listed as modulating variables. 

Anxiety, discontent, and performance are listed as outcomes. 
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In light of this, it's interesting to consider the contributions made by women. A woman's 

private life has traditionally been viewed by women as a collection of emotive and material 

actions centered towards the welfare of others(Denison, D.R & Fey, 2003). With modern society, 

there have been changes in the trajectory vital of the woman that affect the sphere labor, family, 

etc. East process of change is irreversible, being unthinkable the return to the traditional role of 

women (Dodge, C., 2012). 

“The Theory of Compensation, on the other hand, holds that work and family life have an 

inverse relationship, as does work activity and not working”. Attempts are being made to strike a 

balance between the areas of unhappiness and the pursuit of fulfilment in the other(Adams, G. A., 

King, L. A., & King, 1996) .Of Work and family may have an inverse relationship according to this 

hypothesis, in which people may participate differently in each setting, increasing their 

participation with one while decreasing their involvement with the other? As point out, the 

experiences of those who worked and those who did not work are frequently diametrically 

opposed (antagonistic). 

If you want to be happy at work, you may have to give up some of your home duties. This is 

according to the Conflict Theory  

A sort of inter-role conflict, in which the pressures of one or both scopes collide in some way. 

Internal Y near to the subject is what is meant by the term “conflict”. 

These views have since been replaced by newer theoretical approaches that emphasize 

the importance of finding a balance between job and family while still acknowledging the 

possibility of conflict (Andreassi, 2006). this Work-Family Balance is the result of this 

development. An important part of this concept is the idea of a balance or non-balance between 

work and personal life (Wayne, J. H., Musisca, N., & Fleeson, 2004). On the other hand, a number 

of studies have attempted to establish the long-term effects of conflict vs work-family balance on 

organisations (Thompson, C.A., Beauvais, L. L., & Lyness, 1999). When viewed in this light, the 

impacts of conflict and resolution on employees' perceptions and how they influence their 

conduct inside the company are discussed here. 

 

Impact organizational of conflict Y the conciliation work-family 

In this section, we look at how the tension between work and family affects an employee's 

perception and conduct. A) I'm sure I can, and I'll do my best. When it comes to conflict and work-

family reconciliation, what is the relationship between stress, satisfaction, and motivation among 

workers? There is a lot of interest in the impact on absenteeism, abandonment of the organisation, 

and employee performance (Shafiro, 2004). 

 

Stress 

A study by Baxter and found that the challenge of balancing job and family life can create stress. 

Work-family conflict is closely linked to occupational stress, according to. There is a tension in 

the interaction between job and family, which in turn causes stress for individuals, according to 

the research of, According to Anderson and colleagues, there is a direct and positive link between 



7094 | DR. Rajesh Kumar Upadhyay                The Effect Of The Conciliatory Labor 

Family On Organizational Performance 

 
 

work-family conflict and certain degrees of workplace stress. lowering stress is one of the benefits 

of work-family reconciliation programmes. Also, empirical research have shown that a lack of 

conciliation measures causes tension in people (Parasurman, S., & Simmers, 2001). 

 

Satisfaction labor 

Job satisfaction is described as an individual's appraisal and sentiments about their work. People 

who have better work-family relationships report higher levels of job contentment, according to 

a variety of research (Perry-Smith, J., & Blum, 2000). 

On the other hand, (McMillan, L.H.W., Brady, E.C., O’Driscoll, M.P., & Marsh, 2002) 

discovered “that work-family conflict is adversely related with workplace satisfaction and 

positively associated with job unhappiness”. Also look into “the detrimental effects of work-family 

conflict on job satisfaction”. Work-family conflict and job satisfaction have a negative relationship 

that is exacerbated under stressful circumstances. Work-life balance and employee satisfaction 

have been shown to be closely linked, highlighting the need of both organisational and individual 

initiatives to improve employee work-life balance (Liu, Yongqiang, Zhao, Shuming & Wang, 2008). 

Work-family reconciliation can have favourable consequences on elements such as labour 

satisfaction. meta-analysis found that both flexible work schedules and reduced work weeks had 

a favourable influence on job satisfaction. Additionally, discovered that practises involving labour 

flexibility, such as a flexible schedule or a reduced work week, are associated with higher levels 

of job satisfaction. Similarly, (Fu, C.K., & Shaffer, 2001) argue that a flexible work schedule is 

essential to reducing the tension between work and family. 

When employees believe that their company is actively involved in resolving work-family 

conflicts, they are more likely to have a good attitude about their jobs and the company as a whole 

(Gajendran, R.S., & Harrison, 2007). Because of the organizations’ supportive stance, companies 

that promote work-family harmony are more likely to be viewed favourably by their employees. 

 

Motivation 

A lack of focus on the motivations for conflict between job and family has been found in research 

on this topic. However, it may be claimed that there is evidence of a link between this struggle 

and the motivation to succeed. Thus, investigate how work-family reconciliation approaches 

boost motivation. Similarly, see motivation as one of the ninety-six benefits of implementing 

conciliatory measures, as stated in their paper. As a result, the connection between the two 

remains very evident. opined that bad moods might spread from the workplace to the home and 

vice versa, causing the coping mechanisms linked with burnout to break down. 

 

Absenteeism 

In most cases, absenteeism is directly linked to workplace conflict (Grzywacz, J. G., & Marks, 2000) 

found a positive association between the two variables. Please join us in the conflict work-family 

Y. A positive association between work absence and “family conflict means that absenteeism is 

likely to rise when the conflict between work and family worsens”. It is clear from the research 
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done on work-family conflict that absenteeism has a detrimental influence on the firm. To the East 

of As a result, several conciliation procedures aim to provide workers with more time freedom so 

that they can attend to personal or health-related obligations that would otherwise lead to 

absenteeism. The decline in absence indices was noted. Why do programmes of conciliation need 

to be implemented? 

 

Abandonment 

Affective commitment is defined Emotional and psychological ties between employees and the 

organisation, as well as their engagement in it, work-family conflict is connected with lower levels 

of affective commitment in the workplace., on the other hand, claim that firms that promote work-

family harmony have a beneficial impact on employee commitment.. This is because the view of 

employees that the company collaborates positively in the management of work-family conflict 

contributes to workers having an attitude and more pleasant feelings about their work and the 

organisation. Experiment after experiment has shown that when conciliatory procedures are 

lacking, absenteeism and disengagement are more likely to occur. Because of this, the desire to 

leave an organisation might be affected by the tension between work and personal. To put it 

simply, believe that conflicts between work and family have a beneficial impact on employees' 

intentions of quitting. Because of this, companies can reduce the number of rotations by reducing 

the stress of balancing work and family. As a result, research shows that companies with policies 

that encourage a healthy work-life balance retain more of their workforce (Cinamon, G.R., Weisel, 

A., & Tzuk, 2007)  investigate, among other things, the negative effects of work-family conflict on 

organisational commitment and employee retention in this vein. A flexible work schedule is 

linked to stronger organisational commitment, according to. In addition, discovered that 

behaviours involving labour flexibility are associated with lower intentions for rotation. Schedule 

flexible Y, a week-by-week calendar, was one of the factors considered. 

 

Performance 

When professional and personal lives collide, it has an adverse effect on productivity. As a result 

of their efforts, businesses are able to boost employee output by reducing workplace conflict. 

When it comes to predicting how well employees would perform in an indirect mode task (self-

efficacy and task perseverance), conduct an empirical investigation (helping and receiving aid of 

the companions). 

The implementation of work-family policies is therefore related with high levels of 

organisational performance, increases in productivity and an improvement in motivation at the 

workplace. Researchers have shown a favourable correlation between improved work-life 

balance and company success when studying measures designed to help employees strike a work-

family balance within their workplaces. There is empirical evidence to support the link between 

work-family harmony and higher productivity, according to academic research. As a result of their 

research, found a link between shift stability and productivity. On the other hand, actual studies 

have shown that increasing productivity can offset the costs of implementing conciliatory 
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measures (Chen Hua, 2007). 

 

Discussion Y future lines of research 

There is evidence to suggest that businesses benefit greatly when they assist employees in their 

efforts to maintain a work-life balance (Byron, 2005). 

It is possible to use work-family reconciliation methods to eliminate negative perceptions 

and encourage desired behaviours in human resources management. Among the perceptual 

factors to be reduced would be stress, lack of satisfaction and motivation. Regarding the behaviors 

in which I know can influence positively to the implant measures of conciliation I know they 

would find the reduction of absenteeism, of abandonment of the organization Y the 

improvements in the performance (Olson-Buchanan, J., & Boswell, 2006). 

It is worth analyzing, in this context, what are the conciliation measures that will improve 

the aforementioned impacts. In this sense, it is appropriate to carry out an empirical analysis that 

detects the highest statistical correlations between specific work-life balance measures and the 

previous ones perceptual and behavioral variables. In addition, it is interesting to analyze 

differences significant of the above correlations depending on the sector in which you work, the 

gender, age and other sociodemographic variables. This analysis will allow management to take 

better decisions to allocate limited resources to more conciliatory measures efficient. Also, will 

make it possible to improve the corporate image that they transmit to society their suitable 

Practices of means humans of character socially responsible. 

 

Conclusions 

The interest of many organizations in incorporating socially responsible measures has no why be 

incompatible with seeking improvement in organizational performance. In this sense, according 

to the review of the literature carried out in this work, it is observed that the implementation of 

work-family reconciliation measures is an intangible capital within the corporate social 

responsibility that, in addition, could imply an increase in the performance of the workers. 

This work proposes an integrative model that shows the existing relations between the 

conciliation work-family (either, in its absence, the conflict work-family) Y some variables 

perceptual of individual, of a side, Y variables related with the behavior organization of the 

worker, of another. Among the perceptual variables, stress, satisfaction labor Y the motivation. 

The degree to which characteristics such as employee conduct in the workplace, absences, 

abandonment, and performance are linked to one another. The findings of the study suggest that 

having a work-life balance is valued by employees and enhances both their personal conduct and 

the performance of the company as a whole. 

This study contributes to the existing literature an integrating vision of the analyzed topic 

that, traditionally it has been studied in a fragmented way. Integrative models can allow us to 

derive management recommendations from a strictly human resource management perspective, 

such as increasing productivity within organisations. Work-family reconciliation measures 

constitute an element of conflict reduction. These measures could generate perceptions Y 
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behaviors favorable in the organization. 

Finally, in the discussion section, future lines of research have been proposed. that can be 

developed from the variables raised in this work. In this sense, proceeds realize a study empirical 

later that analyze the correlations statistics Come in measures concrete of conciliation Y the 

previous variables perceptual Y of behavior. Also, result interesting analyze differences 

significant of the previous correlations according to the sector in which one works, sex, age and 

other sociodemographic variables. 
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