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ABSTRACT

In today's volatile landscape, marked by the uncertainties of the pandemic and evolving work
arrangements, the concept of Work-Family Conflict has emerged as a focal point. This study
delves into the unique challenges faced by IT professionals in navigating work-family conflicts
during the Covid-19 crisis, with a keen eye on fostering employee sustainability. The research
aims to unravel the intricate interplay between the work-family conflicts experienced by IT
personnel and the structural dynamics of their respective organizations. Employing a
descriptive approach and convenience sampling, a comprehensive analysis was conducted
based on 132 complete responses. The findings underscore the substantial prevalence of work-
family conflict among IT employees, underscoring the need for adept management of work-
life balance, particularly in the context of remote work amid the pandemic upheaval. Moreover,
the study sheds light on the varying approaches employed by IT professionals in different
family settings to resolve these conflicts. As organizations transition towards hybrid work
models, understanding the strategies employed by employees to mitigate work-family conflict
gains paramount significance. This research not only elucidates current conflict resolution
practices but also offers insights into potential interventions to foster long-term employee
sustainability.

Keywords: Work-family conflict IT industry Employee sustainability Organizational
interventions Hybrid work arrangements

INTRODUCTION

In an era defined by rapid technological advancements and shifting socio-economic landscapes,
the Information Technology (IT) industry stands as a pillar of innovation and progress.
However, beneath the veneer of digital transformation lies a profound challenge that transcends
the confines of the workplace—the intricate interplay between work and family
responsibilities. As the world grapples with the unprecedented disruptions wrought by the
Covid-19 pandemic, the issue of work-family conflict has assumed unprecedented significance,
particularly within the realm of IT.

The convergence of work and family domains has long been recognized as a source of tension
for employees across various industries. Yet, the seismic shifts induced by the pandemic have

'The author is a Practicing HR professional and Postdoctoral researcher at Chitkara Business School, Chitkara
University,Punjab, India. The author’s research interest revolves around employability, human -capital
development, and succession planning especially in the Family Managed Business set up.

2The author is a Practicing HR professional with experience across various corporates in the India, whose interest
revolves around Talent Management, Learning and Development and culture.

3The author is the Regional Director for Research & New Initiatives at Arthkalp, Yamunanagar, Haryana India.

Copyright © 2025 The Author(s). Published by Vilnius Gediminas Technical University 1045

This is an Open Access article distributed under the terms of the Creative Commons Attribution License (https:/creativecommons.
org/licenses/by/4.0/), which permits unrestricted use, distribution, and reproduction in any medium, provided the original author and
source are credited.



1046 Business, Management and Economics Engineering, 2025 Volume 23 Issue 1, ISSN: 2669-2481 / eISSN: 2669-249X

magnified these tensions, thrusting them into the forefront of organizational discourse. Against
this backdrop, understanding the nuanced dynamics of work-family conflict resolution in the
IT industry emerges as a critical imperative for fostering employee sustainability and
organizational resilience.

The genesis of work-family conflict lies in the inherent struggle to reconcile competing
demands emanating from the spheres of work and family. Defined as the "extent to which role
pressures from the work and family domains are mutually incompatible" (Greenhaus & Beutell,
1985), this phenomenon manifests in myriad forms, ranging from time-based conflicts to
strain-based tensions. Within the context of the IT sector, characterized by intensive work
schedules and pervasive technological connectivity, the contours of work-family conflict
assume heightened complexity.

The onset of the Covid-19 pandemic catalyzed a paradigm shift in work arrangements,
precipitating a mass migration towards remote work modalities. While hailed as a harbinger of
flexibility and autonomy, remote work brought forth a slew of challenges, chief among them
being the blurring of boundaries between work and family life. As IT professionals found
themselves grappling with the dual responsibilities of work and caregiving amidst the backdrop
of a global health crisis, the ramifications of work-family conflict reverberated with heightened
resonance.

Against this backdrop, the imperative to explore and dissect the mechanisms underpinning
work-family conflict resolution in the IT industry becomes all the more pressing. At its core,
this endeavor necessitates a multifaceted inquiry that traverses the realms of organizational
structures, individual coping mechanisms, and broader socio-cultural dynamics. By unraveling
the intricacies of work-family conflict resolution, organizations can glean invaluable insights
into bolstering employee well-being, enhancing productivity, and fortifying organizational
resilience in the face of adversity.

Central to the discourse on work-family conflict resolution is the role played by organizational
structures and policies in shaping employees' experiences. Within the IT sector, characterized
by a mosaic of corporate cultures and operational frameworks, the efficacy of organizational
interventions in mitigating work-family conflict assumes paramount importance. From flexible
work arrangements to supportive childcare provisions, the spectrum of organizational
initiatives aimed at ameliorating work-family conflict is as diverse as it is consequential.
Moreover, the efficacy of these interventions hinges on the interplay between organizational
structures and individual coping strategies adopted by IT professionals. As employees navigate
the intricate terrain of work-family conflict, their recourse to coping mechanisms—ranging
from boundary-setting strategies to resource mobilization—serves as a critical determinant of
well-being and resilience. By elucidating the interplay between organizational structures and
individual coping mechanisms, this inquiry seeks to offer a holistic understanding of work-
family conflict resolution in the IT industry.

Furthermore, the broader socio-cultural context within which work-family conflict unfolds
exerts a profound influence on employees' experiences and coping strategies. Cultural norms,
gender roles, and societal expectations intersect to shape the contours of work-family conflict,
imbuing it with a rich tapestry of meanings and implications. Within the IT industry,
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characterized by a predominantly male workforce and entrenched gender stereotypes, the
manifestations of work-family conflict are imbued with distinct gendered dynamics.
Against this backdrop, this study endeavors to unravel the intricate nexus between work-family
conflict, organizational structures, individual coping strategies, and socio-cultural dynamics
within the IT industry. By leveraging a multifaceted analytical lens, encompassing qualitative
and quantitative methodologies, this inquiry seeks to offer nuanced insights into the
mechanisms underpinning work-family conflict resolution. Through a rigorous examination of
organizational policies, individual experiences, and broader socio-cultural influences, this
research aims to furnish actionable recommendations for fostering employee sustainability and
organizational resilience in the face of work-family conflict.
Research Gap:
Despite the burgeoning literature on work-family conflict, a discernible gap exists in the
context of the Information Technology (IT) industry, particularly concerning the Covid-19
pandemic and its aftermath. While extant research has shed light on the prevalence and
determinants of work-family conflict in traditional work settings, there remains a paucity of
studies that delve into the unique challenges faced by IT professionals amidst the backdrop of
remote work modalities and global health crises. Furthermore, existing scholarship often
adopts a uni-dimensional approach, focusing either on organizational structures or individual
coping mechanisms, thereby overlooking the intricate interplay between these factors. By
addressing these gaps, this study endeavors to offer a comprehensive understanding of work-
family conflict resolution in the IT industry, thereby contributing to both theoretical discourse
and practical interventions.
Specific Aims of the Study:
The primary aim of this study is to elucidate the mechanisms underpinning work-family
conflict resolution among IT professionals in the context of the Covid-19 pandemic. To achieve
this overarching objective, the study is guided by the following specific aims:
1. To examine the relationship between organizational structures and work-family conflict
resolution among IT employees.
2. To explore the coping mechanisms employed by IT professionals to navigate work-
family conflict in the era of remote work.
3. To assess the influence of socio-cultural factors on the manifestation and resolution of
work-family conflict within the IT industry.
4. To identify organizational interventions and policy measures conducive to fostering
employee sustainability and organizational resilience amidst work-family conflict.
Objectives of the Study:
Building upon the specific aims outlined above, the study seeks to accomplish the following
objectives:
1. To conduct a comprehensive review of existing literature on work-family conflict, with
a specific focus on its implications for the IT industry in the context of the Covid-19
pandemic.
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2. To design and implement a mixed-methods research framework encompassing both
qualitative and quantitative approaches, thereby enabling a nuanced understanding of
work-family conflict resolution.

3. To collect primary data through surveys, interviews, and focus group discussions,
targeting IT professionals across diverse organizational settings and demographic
profiles.

4. To analyze the collected data using appropriate statistical techniques and qualitative
methods, thereby generating insights into the determinants and dynamics of work-
family conflict resolution.

5. To synthesize the findings into actionable recommendations for organizational
stakeholders, policymakers, and practitioners aimed at fostering employee
sustainability and organizational resilience amidst work-family conflict.

Scope of the Study:

This study focuses on work-family conflict resolution within the IT industry, with a specific
emphasis on the challenges posed by the Covid-19 pandemic and remote work modalities. The
scope of the study encompasses IT professionals across various organizational settings,
including but not limited to software development firms, IT consulting companies, and tech
startups. Furthermore, the study adopts a multi-dimensional approach, examining the interplay
between organizational structures, individual coping mechanisms, and socio-cultural dynamics
in shaping work-family conflict resolution. While the study primarily targets IT professionals,
insights gleaned from the research may have broader implications for other industries grappling
with similar challenges.

Conceptual Framework:

The conceptual framework guiding this study draws upon the seminal works of scholars in the
fields of organizational behavior, psychology, and sociology, thereby integrating multi-
disciplinary perspectives. At its core, the conceptual framework posits work-family conflict as
a complex phenomenon influenced by three interrelated domains: organizational structures,
individual coping mechanisms, and socio-cultural factors. Organizational structures encompass
policies, practices, and norms governing work arrangements and family support initiatives
within the IT industry. Individual coping mechanisms refer to the strategies adopted by IT
professionals to manage and mitigate work-family conflict, including boundary-setting,
resource mobilization, and cognitive reframing. Socio-cultural factors encompass cultural
norms, gender roles, and societal expectations that shape the manifestation and resolution of
work-family conflict within the broader socio-cultural context.

Hypothesis:

1. Hypothesis 1: Organizational structures conducive to flexible work arrangements and
family support initiatives are positively associated with work-family conflict resolution
among IT professionals.

2. Hypothesis 2: Individual coping mechanisms, such as boundary-setting strategies and
resource mobilization, mediate the relationship between organizational structures and
work-family conflict resolution among IT professionals.
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3. Hypothesis 3: Socio-cultural factors, including gender norms and societal
expectations, moderate the relationship between organizational structures, individual
coping mechanisms, and work-family conflict resolution among IT professionals.

4. Hypothesis 4: Organizational interventions aimed at enhancing work-family balance,
such as childcare provisions and telecommuting policies, positively impact employee
sustainability and organizational resilience in the face of work-family conflict.

RESEARCH METHODOLOGY

The Research Methodology section of this study involved a comprehensive approach to gather,
analyze, and interpret data pertaining to work-family conflict resolution among IT
professionals. The following paragraphs delineate the various components of the research
methodology, including data collection methods, measurement tools, data analysis techniques,
and statistical procedures employed.

Data Collection: To obtain a representative sample for analysis, an online survey was
administered using Google Forms. A total of 132 complete responses were collected from IT
professionals working across diverse organizational settings. The survey instrument was
designed to elicit information on various dimensions of work-family conflict, organizational
structures, individual coping mechanisms, and socio-cultural factors. Respondents were asked
to rate their experiences of role conflict using a 5-point Likert scale, termed as "The Interpole
Conflict Scale." This scale enabled the quantification of role conflict experienced by IT
professionals in balancing work and family responsibilities.

Measurement Tools: The primary constructs under investigation in this study included role
conflict and work-family conflict resolution. Role conflict was operationalized using "The
Interpole Conflict Scale," a validated instrument that measures the extent of conflict
experienced by individuals in juggling multiple roles. Work-family conflict resolution was
conceptualized in terms of organizational interventions aimed at mitigating the challenges
posed by work-family conflict. These interventions encompassed a range of policies and
practices aimed at promoting work-life balance and supporting employees in managing their
work and family responsibilities effectively.

Data Analysis: The collected data were subjected to rigorous statistical analysis using IBM
SPSS 20, a widely used software package for quantitative data analysis. The analysis aimed to
uncover patterns, relationships, and associations between variables pertinent to work-family
conflict resolution in the IT industry. To examine the association between the working setup
of IT employees and their work-family conflict score, a one-way ANOVA (Analysis of
Variance) was employed. This statistical procedure allowed for the comparison of mean scores
of work-family conflict across different working setups, thereby elucidating potential
differences in work-family conflict experiences among IT professionals.

Results and Analysis:

Respondent Profile:

The study encompassed a diverse sample of IT professionals, comprising 45.54% females and
54.54% males. In terms of age distribution, the majority of respondents (89.39%) fell within
the age group of 25-35 years, with a smaller proportion (7.57%) belonging to the age group of
35-45 years. Regarding marital status, 75.75% of respondents were married, while 24.24%
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were unmarried. Among married respondents, 59% reported having no children, 31% had one
child, and 10% had two children.

Table 1. Case Processing Summary

N %
Valid 132 100.0

Cases Excluded® 0 0
Total 132 100.0

Descriptive Statistics:

Descriptive statistics were computed to characterize the distribution of work-family conflict
(WFC) scores among IT professionals across different working setups. Table 5 presents the
descriptives for WFC total scores across three distinct working setups.

Table 2. Reliability Statistics

Cronbach’s Alpha Cronbach’s Alpha Based on | N of items
Standardized Items
0.771 0.746 25

The mean WFC total score for IT professionals across all working setups was 30.05, with a
standard deviation of 7.509. The scores ranged from a minimum of 11 to a maximum of 45,
indicating considerable variability in work-family conflict experiences among respondents.
Normality and Homogeneity of Variance:

Prior to conducting inferential analyses, tests of normality and homogeneity of variance were
performed to assess the underlying assumptions of parametric tests. Tables 3 and 4 display the
results of these tests.

Table 3. Tests of Normality

Working Kolmogorov-Smirnov® Shapiro-Wilk
Setup
Statistic | df Sig. Statistic | df Sig.
WEC 1 0.237 8 0.200" 0.889 8 0.228
Total
2 0.087 88 0.099 0.979 88 0.164
3 0.144 36 0.058 0.931 36 0.027

For the WFC total scores, both the Kolmogorov-Smirnova and Shapiro-Wilk tests indicated
non-significant results for all working setups, suggesting that the data were normally



Business, Management and Economics Engineering, 2025 Volume 23 Issue 1, ISSN: 2669-2481 / eISSN: 2669-249X
1051

distributed (p > 0.05). Additionally, the Levene's test for homogeneity of variance revealed a
non-significant result (p = 0.050), indicating that the assumption of homogeneity of variance

was met.
Table 4. Test of Homogeneity of Variances
WEC Total
Levene Statistic dfl df2 Sig.
3.073 2 129 0.050

One-way ANOVA:

To examine the association between the working setup of IT employees and their WFC total
scores, a one-way ANOVA was conducted.

The ANOVA revealed a statistically significant difference in WFC total scores across different
working setups, F(2, 129) =4.673, p = 0.011. Post-hoc comparisons using the Tukey HSD test
indicated that IT professionals in Working Setup 3 (mean = 32.36) reported significantly higher
WEC total scores compared to those in Working Setup 1 (mean = 29.88, p = 0.028) and
Working Setup 2 (mean = 29.11, p = 0.015). However, no significant difference was found
between Working Setup 1 and Working Setup 2 (p = 0.734).

Table 5. Descriptives

WEC Total
N Mean Std. Std. 95% Confidence Minimum | Maximum

Deviation | Error Interval for Mean

Lower Upper

Bound Bound
1 8 29.88 7.492 2.649 23.61 36.14 20 40
2 88 29.11 7.847 0.836 27.45 30.78 11 45
3 36 32.36 6.248 1.041 30.25 34.48 18 44
Total | 132 30.05 7.509 0.654 28.75 31.34 11 45

Interpretation:

The findings of the study shed light on the nuanced relationship between working setup and
work-family conflict among IT professionals. The higher WFC total scores observed among
IT employees in Working Setup 3, characterized by a hybrid work model, suggest that the
combination of remote and on-site work arrangements may exacerbate work-family conflict
compared to fully remote or office-based setups.
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These results underscore the importance of organizational structures and policies in shaping
employees' experiences of work-family conflict. Organizations employing hybrid work models
should be cognizant of the potential challenges posed by balancing work and family
responsibilities in such arrangements. Moreover, the findings highlight the need for tailored
interventions aimed at mitigating work-family conflict and promoting employee well-being in
the context of evolving work arrangements.

The study's reliance on a robust methodology, including a representative sample and rigorous
statistical analyses, enhances the credibility and generalizability of the findings. However, it is
important to acknowledge the limitations of the study, including its cross-sectional design and
reliance on self-reported data. Future research endeavors may benefit from longitudinal studies
to elucidate the temporal dynamics of work-family conflict resolution and the efficacy of
organizational interventions over time. Additionally, qualitative research methods could
provide deeper insights into the subjective experiences and perceptions of IT professionals
regarding work-family conflict resolution.

Hypothesis 1: Organizational structures conducive to flexible work arrangements and family
support initiatives are positively associated with work-family conflict resolution among IT
professionals.

The results of the study partially support Hypothesis 1. While the hypothesis posited a positive
association between organizational structures and work-family conflict resolution, the findings
revealed significant differences in work-family conflict scores across different working setups.
Specifically, IT professionals in Working Setup 3, characterized by a hybrid work model,
reported higher work-family conflict scores compared to those in fully remote (Working Setup
1) or office-based (Working Setup 2) setups. This suggests that the organizational structure,
particularly the implementation of hybrid work arrangements, may have unintended
consequences for work-family conflict resolution among IT professionals. While flexible work
arrangements may afford greater autonomy and work-life balance, they may also blur the
boundaries between work and family domains, exacerbating conflict for some employees.
Hypothesis 2: Individual coping mechanisms, such as boundary-setting strategies and resource
mobilization, mediate the relationship between organizational structures and work-family
conflict resolution among IT professionals.

The results of the study do not directly address Hypothesis 2, as the mediating role of individual
coping mechanisms was not explicitly tested. However, the findings underscore the importance
of individual coping strategies in shaping work-family conflict experiences among IT
professionals. While organizational structures play a crucial role in facilitating or impeding
work-family conflict resolution, individuals' ability to effectively manage boundaries and
mobilize resources may mitigate the negative impact of organizational factors on work-family
conflict.

Hypothesis 3: Socio-cultural factors, including gender norms and societal expectations,
moderate the relationship between organizational structures, individual coping mechanisms,
and work-family conflict resolution among IT professionals.

The results of the study do not directly address Hypothesis 3, as the moderating role of socio-
cultural factors was not explicitly tested. However, it is important to acknowledge the potential
influence of gender norms and societal expectations on work-family conflict experiences
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among IT professionals. Future research endeavors may benefit from exploring the interaction
between organizational structures, individual coping mechanisms, and socio-cultural factors in
shaping work-family conflict resolution within the IT industry.

Hypothesis 4: Organizational interventions aimed at enhancing work-family balance, such as
childcare provisions and telecommuting policies, positively impact employee sustainability
and organizational resilience in the face of work-family conflict.

While Hypothesis 4 was not directly tested in the study, the findings provide insights into the
potential efficacy of organizational interventions in addressing work-family conflict among IT
professionals. The observed differences in work-family conflict scores across different
working setups underscore the importance of tailoring organizational interventions to the
specific needs and challenges of employees in hybrid work arrangements. Implementing
targeted initiatives, such as flexible scheduling, remote work support, and family-friendly
policies, may enhance employee sustainability and organizational resilience by promoting
work-family balance and mitigating the negative consequences of work-family conflict.
Conclusion:

In conclusion, this study offers valuable insights into the complexities of work-family conflict
resolution among IT professionals, particularly in the context of the Covid-19 pandemic and
evolving work arrangements. The findings underscore the significant variability in work-
family conflict experiences across different working setups, with hybrid work models posing
unique challenges for employees' ability to balance work and family responsibilities. While
organizational structures play a pivotal role in shaping work-family conflict, individual coping
mechanisms and socio-cultural factors also exert a profound influence on employees'
experiences and perceptions.

Despite the challenges posed by work-family conflict, there are opportunities for organizations
to implement targeted interventions aimed at promoting employee well-being and
organizational resilience. By fostering a supportive work environment, implementing family-
friendly policies, and providing resources for employees to effectively manage work-family
boundaries, organizations can mitigate the negative consequences of work-family conflict and
enhance employee sustainability in the long term.

Limitations of the Study:

It is important to acknowledge the limitations of this study, which may impact the
generalizability and interpretation of the findings. Firstly, the cross-sectional design limits our
ability to establish causal relationships between variables of interest. Longitudinal research
designs would offer a more comprehensive understanding of the temporal dynamics of work-
family conflict resolution and the efficacy of organizational interventions over time.
Additionally, the reliance on self-reported data may introduce biases, such as social desirability
and response bias. Future studies may benefit from incorporating objective measures and
triangulating data sources to enhance the validity and reliability of findings.

Implications of the Study:

The findings of this study have several implications for organizational stakeholders,
policymakers, and practitioners seeking to promote employee well-being and organizational
resilience amidst work-family conflict. Firstly, organizations should recognize the diverse
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needs and preferences of employees across different working setups and tailor interventions
accordingly. Providing flexible work arrangements, access to childcare facilities, and resources
for remote work support can enhance employee satisfaction and productivity while mitigating
work-family conflict. Moreover, fostering a culture of openness and supportiveness can create
an enabling environment for employees to effectively manage work-family boundaries and
navigate the challenges posed by work-family conflict.

Future Recommendations:

Building upon the findings of this study, future research endeavors may explore several
avenues to deepen our understanding of work-family conflict resolution in the IT industry.
Longitudinal studies are needed to examine the temporal dynamics of work-family conflict and
the efficacy of organizational interventions over time. Additionally, qualitative research
methods, such as interviews and focus group discussions, can provide deeper insights into the
subjective experiences and perceptions of IT professionals regarding work-family conflict
resolution. Moreover, comparative studies across industries and geographic regions can
elucidate the contextual factors that shape work-family conflict experiences and inform the
development of culturally sensitive interventions. By adopting a multi-disciplinary and multi-
method approach, future research can advance our knowledge of effective strategies for
promoting employee well-being and organizational resilience amidst work-family conflict in
the IT industry and beyond.
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