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INTRODUCTION

Research evidence has shown that there can be no magic formula or set
of 'off the shelf’ prescriptions that can be applied in securing employee commitment
towards the organization goals. Still organizations are trying one or another formula
and investing to create a culture of harmony, well-being and a productive
environment. 'family work-life balance' is the recent concept in the same direction
given by Kahn in 1990.

Thus, it is not surprising that organizations of all sizes and types have
invested substantially in policies and practices that foster engagement and
commitment in their work-forces. Indeed, in identifying the three best measures of
a company's health, Jack Welch, a business consultant and former General Electric
CEO, recently cited employee engagement first, with customer satisfaction and free
cash flow coming in second and third, respectively (Welch, J.; and Welch, S. (2006,
May 8).

Previous researches show that the prime factor for the health of an
oranisation is the engagement of employees. The employees who are engaged in
their work and committed to their organizations give companies crucial competitive
advantages including higher productivity and lower employee turnover.

For fostering commitment and engagement, different policies and practices
are adopted and practiced. Organizational support as policy-matter also enhances
the level of engagement. In the report, "Supportive managers : What are they? Why
do they matter?" it has been found that 'Employees with supportive managers are
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more likely to have high job satisfaction, high organizational commitment and lower
level of job stress and life stress.' (Stephenie Okerman).

Work-life Balance (WLB) has been an issue of concern for corporate world
and governments for last few decades. To help employees to minimize their work-
family conflict through family-friendly initiatives is a step to develop supportive
culture. Though in India till date there is no amendment in the labour laws regarding
this, but many organizations have enacted their HR policy and are adopting family-
friendly initiatives.

As per previous researches, Family-friendly initiatives help for the
improvement of Recruitment and Retention, Organizational Performance, Individual
Productivity, Absenteeism, Positive Attitudes and Behaviors.

In present research, we will find out how family-friendly initiatives practised

by the organizations to resolve the work-life interface effect employees' engagement.
Changing Attitude Towards Work-Related Behaviour

Employee attitudes represent an important barometer of performance-related
behaviours. Employee attitude can affect levels of morale, commitment to the
organisaion, levels of absenteeism and nature and scope of discretionary behavior
which influence the level and quality of performance.

T. Shankar and J. Bhatnagar puts that Work-Life Balance (WLB) has been
an issue of for the last few decades. The current context of globalization and the
changing nature of work have the impetus for this topic. The current work
scenario is marked by the fast pace of change, intense pressure, constant deadlines,
changing demographics, increased use of technology and the co-existing virtual
workplace. Juxtaposed with this, the increase in average income and rise in living
standards hits the individuals striving for better work atmosphere, improved
family and personal life.

In the changing world of work, there is considerable change in the
attitude and expectations of the employees. As we know that attitude — behaviour
relationship is much stronger, so the corporate world has to understand the
attitudinal evolution of employees for inculcating discretionary effort and better
performance.

As per Izabel Robinson, although attitudes to the work can be
attributed partly to psychological differences between individuals, they are
likewise shaped by the organizational context within which work is performed

and the management practice. Attitudes to work are, thus, influenced by the
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degree to which an organization regards its employees as an asset to be
invested in, as a resource to be developed, or as a commodity to be exploited
(Izabela Robinson, 2007).

The ESRC working in Britain Survey (2000) found that work intensification,
greater management control, and surveillance and long hours were key factors that
contributed to lower levels of job satisfaction and personal commitment to the
organization, especially among those with higher level of education. Focusing on
the changing work experiences of employees, the survey findings shed fresh light
on, among other things, the sources and extent of the “long hours' employment
culture and the increased dissatisfaction of employees with their jobs and working
lives. It reveals that as the twenty-four hour, seven-day working week gains
ascendancy, the possibility of achieving a satisfactory work-life balance is proving
an elusive goal for more and more people (Robert Taylor).

Long working hours and work intensification have contributed to reduced
levels of job satisfaction and made work more stressful. As Taylor (2000c:9) puts
it, 'today's world of work is much less satisfying to employees than the one they
were experiencing 10 years ago.'

"Generation X and Y are keeping the pressure on companies to devise
flexible, innovative options that give high performing employees more choice and
control in managing and competing demands of work and family." (Klun 2008)

Thus, it is time to redesign our men management policies and practices and
include those attributes in organizational environment which can enhance our

human and organizational performance.
Family Work-Life Balance and Organistional Performance

Though the concept of employee engagement of recent origin, yet it has
been proved that it is positively correlated with the organizational performance.

According to Watson Wyatt (www.watsonwyatt.com), research companies
with clear strategic directions are the most successful at engaging their employees.
Engaged employees are not only highly committed but understand how they can
make a positive contribution. i.e.

Strategic Direction = Engaged Employees = Competitive Advantage
Human Capital Engagement Challenges

Over the past decade, and particularly in the past four years, employers

and employees have faced human capital challenges in the uncertain economy. The
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economic downturn that started in 2008 has had a big impact on companies and
decisions made by management. These decisions have impacted employee
engagement levels globally.

Prevention of injustice is very different from pursuit of perfect justice.
They are two sides of the same coin, but their value perception is different.
So far as the Indian legislative framework is concerned, laws pertaining to
worker relations have for long needed to be updated. Labour reforms have
been widely discussed, but the subject remains on the pending agenda (R
Gopalakrishnan).

As per Watson Wyatt's Work Asia Survey Report for 2008-09, Indian
employees continue to be among the most engaged workers across Asia-Pacific,
but the downturn has taken its toll with employee involvement dwindling at the
workplace. This report further explains that the employee engagement score, measured
in terms of engagement, commitment and line of sight has declined 3 per cent in
India compared to the last year.

Hewitt's research shows that about half of these organizations improved
their engagement levels in a one-or-two year period, while only 15 percent had
experienced a decline. However, the past two years have been more challenging:
the percent of organizations with declining engagement has been steadily growing.
This trend is particularly notable in 2010. Hewitt's research shows that 46 percent
of organizations experienced a decline in engagement levels in the quarter ending

June 2010, while just 30 percent saw an improvement.
Family-Friendly Initiatives

An alternative model of engagement comes from the 'burnout' literature,
which describes job engagement as the positive antithesis of burnout, noting
that burnout involves the erosion of engagement with one's job (Maslach et al.
2008).

According to Maslach et al., six areas of work-life lead to either burnout
or engagement : workload, control, rewards and recognition, community and social
support, perceived fairness and values. They argue that job engagement is associated
with a sustainable workload, feelings of choice and control, appropriate recognition
and reward, a supportive work community, fairness and justice, and meaningful and
valued work. Like burnout, engagement is expected to mediate the link between
these six work-life factors and various work outcomes.

As per IES (Institute of Employment Studies, UK) Survey, 2003, one
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among them is 'Family-Friendly Initiatives' i.e policies to tackle work-life balance
of employees.
As cited by Susan Cartwright and Cary L. Cooper in their book

'Organizational Well-Being' "the positive side of work-life interface is labeled
differently by researchers: positive spillover, engagement, work-family enrichment
and facilitation (Carlson et al., 2006).

Jyotsna Bhatnagar, Tara Shankar (July 2010), The proposed model
focuses on the correlates of Work-Life Balance construct and its relationship
with other variables such as employee engagement, emotional consonance/
dissonance and turnover intention. This paper proposes a conceptual model to
be tested empirically.

Hence, family-friendly initiatives as policy matter and as a part of supportive
culture can enhance the engagement factor of employees. In the present study we
will examine land correlate the impact of family-friendly initiatives adopted by the

orgnisations of India with employees' engagement.
Employee Engagement and Leadership

There are multiple cases that all policies are on papers. The trust of
employees on their managers is not appropriate. As per R. Gopalakrishnan, well-
known French companies such as France Telecom, Renault, Peugeot and EDF have
experienced increasing suicides among workers in the last two years. The cynic may
observe that the French suicide rate is generally high compared to Britain, Germany
and the US.

Researchers and writers agree that supporting employee engagement
has clear implications for selecting, developing, and managing first-line managers.
Towers Perrin (2003) encourages companies to respond to the changing nature
of the employer/employee dynamic by including emotional intelligence (EQ) as
a basic competency for local managers. Fleming, et al. (2005) suggests that local
managers be permitted to monitor, track, and act upon both employee engagement
and customer engagement data; the role of first-line managers in building
employee engagement is clear, and this review provides insight for all
organizations to include employee engagement as a consideration when creating
methods for selecting, developing and rewarding first-line managers (John
Gibbons, 2006).

With the link between psychological well-being and organizational outcomes

becoming increasingly clear, there is a need to understand more about how leaders
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affect the psychological well-being of those who report to them — both individually
and as a group. Central to this is the need to explore more directly how line
managers and other leadership roles can achieve the right balance between
challenging and supporting the members of their workgroup. (Ivan T. Roberston &
Jill Flint-Taylor, 2008)

From the previous researches the role of leader to enhance engagement of
employees is clear. The concept of Transformational Leadership was given by
James McGregor Burns (1978). He distinguishes transforming leaders (who appeal
to the moral values of followers and attempt to raise their consciousness about
ethical issues and get them to reform organization) and transacting leaders (who
sue rewards and punishments to incent followers to do what the leader want them
to do). So, the leader may adopt any style of management or leadership but it is
the priority of the leader to have engaged employees in the present competitive

scenario.



