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Work-Life Balance and Employee Performance: The Mediating Role of Self-Efficacy
Abstract:
[bookmark: _GoBack]In the dynamic and competitive landscape of modern organizations, achieving a balance between work and personal life has become increasingly important. Work-life balance (WLB) is not merely a matter of individual well-being and contentment but also significantly influences organizational performance and prosperity. This paper investigates the intricate interplay between WLB and employee performance, with a particular emphasis on the mediating influence of self-efficacy. Grounded in social cognitive theory and a comprehensive review of existing scholarship, this study postulates that employees who perceive a more favorable WLB are predisposed to manifest heightened levels of self-efficacy. Such individuals are more inclined to exhibit a proactive approach towards their tasks and demonstrate resilience in the face of challenges, thereby enhancing their overall performance. This research endeavors to offer novel insights into the critical role of WLB in augmenting employee performance, elucidating the underlying mechanisms that govern this association. The implications of these findings extend to organizational leaders and human resource practitioners, emphasizing the imperative of cultivating an environment conducive to WLB and nurturing self-efficacy among employees. By implementing targeted strategies aimed at bolstering WLB and self-efficacy, organizations can cultivate a workforce that is not only more motivated and engaged but also more proficient in achieving organizational objectives.
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1. Introduction:
Employees are the cornerstone of organizational success, playing a pivotal role in executing processes and achieving goals. However, optimizing employee performance presents a constant challenge for organizations. Employee performance, defined by Rachmaliya & Effendy (2017) as "the level of success that employees achieve in carrying out their duties and responsibilities," is critical for organizational goal fulfillment. Hence, organizations continuously seek ways to motivate employees to perform at their best. The contemporary landscape, characterized by rapid technological advancements and global connectivity, demands continuous adaptation, particularly in the workplace. Work–life balance has consistently been linked to positive outcomes such as job satisfaction, life satisfaction, and mental health across diverse cultural contexts (Haar, Russo, Suñe, & Ollier-Malaterre, 2019). High-quality human resources are imperative for realizing a company's vision, mission, and objectives within specified timeframes. The success or failure of an organization is contingent upon the performance capabilities of its staff. According to Putri and Permatasari (2021), effective management of potential resources is paramount for accomplishing organizational goals. Work-life balance, alternatively termed life balance, significantly impacts performance. Ariawaty & Cahyani (2019) define work-life balance as employees' ability to contribute equally to their various daily tasks. Self-efficacy, as described by Ardanti & Raharja (2017), is another critical factor influencing employee performance. It pertains to the belief that one can influence task selection, circumstances, colleagues, effort level, and duration of attempt. The relationship between work-life balance and self-efficacy is intricate, influenced by various factors. Work-life balance practices are not only associated with individual well-being but also with enhanced organizational outcomes (Beauregard & Henry, 2009). Nurjanah (2021) and Arifin et al. (2021) suggest that engaging employee performance is imperative for effectively meeting organizational goals.
2. Literature Review:
2.1 Work life Balance:
The concept of "work-life balance" represents a state of equilibrium wherein an individual effectively manages their personal and professional responsibilities. While the term was coined in 1986, its usage has become prevalent in everyday language over the years. Work-life balance programs are now widely implemented globally, reflecting a cultural shift that emphasizes flexibility and autonomy in both personal and professional spheres. Interestingly, services aimed at enhancing work-life balance have roots dating back to the 1930s, highlighting the enduring importance of this concept. A recent meta-analysis further confirms the significant and consistent impact of work–life balance on various employee outcomes, underscoring its importance as a central construct in organizational research (Kim & Gong, 2021). Work-life balance, as elucidated by Abioro et al. (2018) and Lazar et al. (2010), encompasses the harmonization of personal and professional aspects of an individual's life. Delecta (2011) and Dhas (2015) further emphasize that fostering a positive work environment is integral to enabling employees to effectively manage their personal and professional obligations, thereby enhancing overall team performance. Two fundamental pillars underpin work-life balance: success and happiness. Bataineh (2019) notes that while success is often associated with financial prosperity, true success also encompasses a fulfilling family life. Similar associations have been found in academic institutions, where WLB significantly predicted self-esteem, motivation, and organizational commitment among library personnel (Popoola & Fagbola, 2021). Failure to allocate time for personal interactions and manage schedules effectively can lead to feelings of discontent and reduced productivity in the workplace (Meenakshi et al., 2013). The individual is at the core of the work-life balance equation, with familial dynamics playing a crucial role in its attainment. Additionally, social responsibilities further contribute to the complexity of achieving work-life balance. Research in this area has primarily focused on organizational policies aimed at supporting employees in minimizing conflicts between work and personal life domains, recognizing the role of organizations in alleviating such conflicts (Hon & Chan, 2013).
Some of the reasons for imbalance in work life balance are:
1. The intense competition among people to do better and accomplish more on the corporate level, necessitating increased focus, longer workdays, and awareness. 
2.  A person's obsession with a career obscures other facets of life. 
3. The global economy affects work-life balance more broadly, influencing everything from career and educational choices. 
4.  The employees' inadequate pay. 
5. People who are paid less must put in more overtime to make a living wage. 
6. People who make more money are forced to work longer hours and take on greater responsibility. 
7. Longer travel times due to traffic congestion. 

2.2 Employee Performance:
Employee performance is commonly defined as the assessment of the extent to which an employee's work meets established standards within an organization. It encompasses the effectiveness, quality, and efficiency with which an employee executes assigned tasks and contributes to organizational objectives. According to Abualoush et al. (2018), employee performance entails the execution of work-related tasks or duties with increased quality, effectiveness, and efficiency. Each employee bears the responsibility of ensuring the organization's objectives are met, with their contributions being pivotal to organizational success. Motivation to perform well is often heightened in a favorable work environment. Performance, as articulated by Mathis and Jackson (2009), is linked to the quantity, quality, timeliness, presence/attendance on the job, efficiency of the work completed, and effectiveness of work accomplished. It is characterized by the record of results generated by a specific job function or activity over a predetermined period. Employee performance is a critical element in any workplace, as it can enhance the utilization and capacity of human resources within the business. It translates into effective communication and service delivery, benefiting every department within the organization.The assessment of employee performance is integral to human resource management, as it influences decisions on promotions, compensation, and training needs. One of the most cited frameworks in studying employee performance is the Job Performance Model by Campbell (1990), which identifies three critical components: task performance, contextual performance, and counterproductive work behaviors. Another influential concept is the Role-Based Performance Scale developed by Welbourne, Johnson, and Erez (1998), which extends traditional definitions by incorporating multiple roles that an employee might hold within an organization, including team member and innovator roles. This approach highlights the multifaceted nature of performance, acknowledging that employees contribute to their organizations in various ways beyond their formal job responsibilities. Both Campbell's (1990) and Welbourne et al.'s (1998) models underscore the complexity of employee performance, illustrating it as a multidimensional construct that captures a range of behaviors and outcomes that are critical to organizational success.
Employee performance is shaped significantly by psychological well-being, which includes aspects such as job satisfaction and mental health. Studies indicate that employees who report higher well-being are more productive, exhibit better problem-solving capabilities, and display higher creativity (Wright & Cropanzano, 2004). Furthermore, the organizational culture within which an employee operates can either promote or hinder performance. A supportive culture that fosters mutual respect and alignment of values is known to enhance motivation and performance (Denison, 1990), whereas a negative culture can lead to reduced productivity and higher turnover. Individual differences such as personality traits, cognitive abilities, and emotional intelligence also play crucial roles. Conscientiousness, for instance, has been consistently linked to positive performance outcomes across a variety of job roles (Barrick & Mount, 1991). Similarly, emotional intelligence contributes significantly to performance in roles that require managing interpersonal relationships and emotions (Goleman, 1998). The introduction of technology and the shift towards remote work have introduced new dynamics in the evaluation of employee performance. Technological proficiency is increasingly becoming a determinant of performance, especially in environments that heavily rely on digital tools for collaboration and task management (Harris, 2019). The shift to remote work, while increasing autonomy and potentially boosting productivity due to fewer distractions, also presents challenges such as isolation and communication difficulties that can impact performance (Bloom et al., 2015). Training and development opportunities further influence performance by enhancing skills and boosting employee morale and job satisfaction (Noe, 2017). Organizations that invest in employee growth not only improve individual performance but also enhance overall organizational effectiveness.
2.3 Self Efficacy:
Bandura (1977) posits that self-concept is reflective of individuals' beliefs in their own efficacy, significantly shaping their broader life outlook. This perspective is influenced by factors such as self-esteem and self-concept. Tjosvold and Tjosvold (1995) argue that by cultivating and enhancing self-esteem, individuals can bolster their resilience to setbacks and achieve self-affirmation, emphasizing the critical role of self-efficacy in behavior modification and influence. Self-efficacy, as defined by Bandura (1986), involves an individual's assessment of their ability to generate the necessary motivation, cognitive resources, and actions to meet the demands of a given situation. Self-efficacy has been widely studied as a critical psychological resource, with strong theoretical foundations and well-documented effects on motivation and performance (Newman, Obschonka, Schwarz, Cohen, & Nielsen, 2019). Extensive research has consistently demonstrated a strong correlation between self-efficacy and performance across various domains, including sales (Peterson & Byron, 2008), proactive behavior (Parker, Williams, & Turner, 2006), and job performance (Stajkovic & Luthans, 1998). The extensive investigation into self-efficacy is evidenced by numerous studies that have been included in meta-analyses exploring its relationship with work performance (Judge, Jackson, Shaw, Scott, & Rich, 2007; Stajkovic & Luthans, 1998). This body of research supports the view that self-efficacy has become a central focus in work motivation research; validating Landy's (1989) prediction that it would be "the wave of the future."
2.4 Research Objective: 
1. To identify the relationship between work life balance, self efficacy and employee performance
2. To access the impact of work life balance on employee performance
3. To study the influence of work life balance on self efficacy
4. To study the impact of self efficacy on employee performance
5. To explore the mediating role of self efficacy in the relationship between work life balance and employee performance
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Fig 1 Research Conceptual Framework
2.5 Research Hypotheses: 
H1: There is a significant relationship between work life balance and employee performance
H2: there is a significant relationship between work life balance and self efficacy.
H3: There is a significant relationship between self efficacy and employee performance
H4: Self efficacy has a mediating effect on the relationship between work life balance and employee performance.
3. Research methodology:
3.1 Research Design:
This study adopted a cross-sectional survey design, employing quantitative methodologies to systematically collect and analyze data. This design allowed for a comprehensive investigation of the relationships among autonomy, self-efficacy, employee work engagement, and work-life balance. The data were analyzed using Partial Least Squares Structural Equation Modeling (PLS-SEM), which enabled rigorous testing of the proposed hypotheses and offered valuable insights into the determinants of work-life balance among employees.
3.2 Sampling Procedure:
The target population for this study consists of the teaching faculty at Universities of Jammu and Kashmir, comprising 763 individuals. To collect primary data, a well-structured questionnaire was developed, while secondary data were obtained from a range of pertinent studies. The sampling method employed was stratified random sampling, ensuring a representative distribution of respondents across the target population.
Table 1:
Characteristics of the respondents: 
	Sno
	Variables
	Percentage 

	1
	Sex: Male
        Female
Total: 
	54%
46%
100%

	2
	Age                   20-35 years

35-45

45-55

Above 55
	25%

37%

22%

16%

	3
	Qualification
Bachelors
Masters
Doctorate or Higher
	
34%
56%
10%



3.3 Instruments:
WORK-LIFE BALANCE: Work-life balance was assessed using a one-dimensional scale consisting of four items established by Brough et al. (2014). Examples of responses are "Overall I feel that my work and non-work life are balanced" as well as “I have trouble balancing my work and non-work activities”.
SELF EFFICACY: To assess respondents' self-efficacy, a 10-item scale from Schwarzer and Jerusalem (1995) was utilized. Examples of statements include “I have the ability to solve difficult problems if I try hard enough" along with "I am confident that I can deal efficiently with unforeseen events”.
EMPLOYEE PERFORMANCE: This construct was assessed using 10-item scale from Elsaid (2012) .Examples of statement includes “I enjoy my tasks and the division’s work approach”.

4. Data Analysis:
4.1 Measurement Model Assessment:
[image: ]
Fig 2- Structural Equation Modeling (SEM)
Cronbach's alpha and composite reliability (rho_c) values were employed to assess the validity of the measurement tools, demonstrating strong internal consistency across all constructs (Table 2). Specifically, the Cronbach's alpha scores for work-life balance (WLB), self-efficacy (SE), and employee performance (EP) were 0.954, 0.971, and 0.962, respectively. These values not only surpassed the conventional threshold of 0.7 (Taber, 2017) but also indicated excellent reliability. Similarly, the composite reliability values were robust for all constructs, ranging from 0.950 to 0.979, thus confirming the reliability of the measurement instruments.
Convergent validity was established using Average Variance Extracted (AVE) metrics, with all constructs meeting or exceeding the minimum threshold of 0.5 (Fornell & Larcker, 1981). This indicates that the observed variables within each construct account for a significant portion of the variance. Specifically, the AVE scores for WLB, SE, and EP were 0.879, 0.793, and 0.747, respectively, indicating strong convergent validity. Discriminant validity was assessed through the Heterotrait-Monotrait (HTMT) ratio matrix.
Table 2: EP, SE, and WLB show strong reliability and validity with high loadings, alpha, composite reliability, and AVE
	
	Factor loadings
	Cronbach's alpha
	Composite reliability (rho_c)
	Average variance extracted (AVE)

	EP1
	0.822
	



0.962
	



0.967


	



0.747

	EP2
	0.889
	
	
	

	EP3
	0.917
	
	
	

	EP4
	0.843
	
	
	

	EP5
	0.915
	
	
	

	EP6
	0.832
	
	
	

	EP7
	0.863
	
	
	

	EP8
	0.839
	
	
	

	EP9
	0.872
	
	
	

	EP10
	0.845
	
	
	

	SE1
	0.894
	




0.971
	




0.974
	




0.793

	SE2
	0.933
	
	
	

	SE3
	0.851
	
	
	

	SE4
	0.907
	
	
	

	SE5
	0.874
	
	
	

	SE6
	0.837
	
	
	

	SE7
	0.913
	
	
	

	SE8
	0.857
	
	
	

	SE9
	0.934
	
	
	

	SE10
	0.899
	
	
	

	WLB1
	0.906
	
0.954
	
0.967
	
0.879

	WLB2
	0.956
	
	
	

	WLB3
	0.965
	
	
	

	WLB4
	0.921
	
	
	



Table 3: Discriminant validity 
Heterotrait-monotrait ratio (HTMT) – Matrix
	
	EP
	SE
	WLB

	EP
	1
	
	

	SE
	0.691
	1
	

	WLB
	0.752
	0.680
	1



4.2 Structural Model Assessment:
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Fig 3- WLB positively affects SE and EP, and SE also positively affects EP, all significantly
After establishing the measurement model's reliability, emphasis moved to the structural model's robustness. The initial evaluation included an examination of the Variance Inflation Factor (VIF) within the inner model matrix. These VIF values, which are all considerably below the usually accepted threshold of 5, show that there is no multicollinearity across the constructs and that each variable contributes uniquely to the model (Table 4). The model's explanatory power is assessed using R-square and Adjusted R-square values, which show a strong model fit (Table 5). Furthermore, the predictive relevance measured by Q-square values suggests good model predictiveness (Table 6). These values suggest the model's good ability to predict outcomes based on the variables contained in the model, which supports its usefulness for comprehending the effects of work life balance and self efficacy on employee performance.
Table 4: Variance Inflation Factor (V.I.F)
	
	V.I.F

	SE> EP
	1.758

	WLB>EP
	1.758

	WLB>SE
	1.000



Table 5: Coefficient of Determination
	
	R-square
	R-square adjusted

	EP
	0.596
	0.593

	SE
	0.431
	0.429



Table 6: PLS predict (Q2):
	                                                                             Q2

	EP
	0.524

	SE
	0.427



Table 7: Hypotheses Testing:
	Hypotheses
	Paths
	Path coefficients (β)
	T statistics
	P value
	Decision

	H1
	WLB>EP
	0.499
	7.151
	0.000
	Supported

	H2
	WLB>SE
	0.657
	16.342
	0.000
	Supported

	H3
	SE>EP
	0.347
	4.979
	0.000
	Supported



Table 8: Mediation Analysis:
A mediation analysis was conducted to determine the mediating role of self-efficacy in the relationship between work life balance and employee performance.

	                                               Total Effect                                                     Direct Effect                                               Indirect Effect

	Hypotheses
	Paths
	Coefficient (ẞ)
	T value
	p- value
	Coefficient (ẞ)
	T value
	p- value
	Coefficient (ẞ)
	T value
	P value
	Percentile bootstrap 95% confidence interval

	H4:
	WLB>SE>EP
	0.726
	19.881
	0.000
	0.499
	7.151
	0.000
	0.228
	4.685
	0.000
	0.139         0.328



5. Discussion:
The outcomes of this study reveal a robust association between work-life balance (WLB) and employee performance, aligning with prior research that underscores WLB's crucial role in organizational outcomes. Our findings indicate that employees perceiving a better equilibrium between their professional duties and personal life tend to demonstrate higher levels of performance in the workplace. This underscores the significance for organizations to prioritize initiatives aimed at fostering WLB to enhance overall employee productivity and effectiveness. Furthermore, our analysis uncovers an intriguing aspect of this relationship, suggesting a mediating role of self-efficacy. Self-efficacy, as conceptualized by Bandura (1977), refers to an individual's belief in their capability to successfully execute tasks and achieve desired outcomes. Our results suggest that self-efficacy partially mediates the relationship between WLB and employee performance. This suggests that employees perceiving a greater balance between work and personal life are more likely to possess higher levels of self-efficacy, contributing to enhanced performance outcomes. This partial mediation underscores the complex interplay of psychological factors within the context of WLB and performance. While initiatives promoting WLB directly impact employee well-being and satisfaction, the underlying mechanisms influencing performance involve individual beliefs and perceptions of their capabilities. Therefore, organizations should not only focus on implementing policies and practices that facilitate WLB but also invest in strategies aimed at fostering employees' self-efficacy beliefs.
Furthermore, our findings hold practical implications for organizational leaders and human resource practitioners. By acknowledging the importance of WLB in driving employee performance and understanding the mediating role of self-efficacy, organizations can tailor their interventions more effectively. This may include implementing flexible work arrangements, providing resources for skill development and training, and fostering a supportive work culture that empowers employees to manage their work and personal lives effectively.
6. Conclusion:
In conclusion, our study illuminates the profound significance of work-life balance (WLB) in shaping employee performance within contemporary organizational landscapes. Through a meticulous examination of the empirical data, we have established a robust association between perceptions of WLB and heightened levels of employee performance. Moreover, our findings unveil the nuanced mediation of self-efficacy in this relationship, underscoring the intricate interplay of psychological factors within the WLB-performance nexus. These findings hold critical implications for organizational leaders, human resource practitioners, and policymakers tasked with enhancing workplace effectiveness and employee well-being. By recognizing WLB as a linchpin of organizational success and understanding the pivotal role of self-efficacy as a mediating mechanism, stakeholders are empowered to devise targeted interventions aimed at fostering both employee flourishing and organizational performance. Recent studies also confirm that WLB directly influences employee performance, as demonstrated in Nigerian polytechnics (Oyelekan & Adekunle, 2025). As organizations navigate an increasingly complex and dynamic landscape, the imperative to prioritize WLB initiatives becomes ever more salient. By investing in structures, policies, and cultures that afford employees the flexibility and support necessary to reconcile their professional and personal obligations, organizations can cultivate a workforce that is not only more engaged and satisfied but also more productive and resilient in the face of evolving challenges. Moving forward, it is incumbent upon organizational stakeholders to heed the insights gleaned from this study and embark on a concerted effort to integrate WLB considerations into broader strategic frameworks. By doing so, organizations can forge a path towards sustainable success, wherein employee well-being and organizational performance are mutually reinforcing pillars of excellence.
Consistent with our findings, prior research shows that work environment and WLB affect job satisfaction indirectly through work stress (Nathania et al., 2023). In summation, our study underscores the imperative for organizations to prioritize work-life balance as a catalyst for enhancing employee performance and organizational effectiveness. Through a holistic approach that encompasses structural, cultural, and individual-level interventions, organizations can chart a course towards a future wherein both employees and organizations thrive in together.
7. Implications:
7.1 Theoretical Implications:
The findings of this study hold several theoretical implications that contribute to the existing body of knowledge in the fields of organizational behavior and human resource management. Our study adds nuance to the conceptualization of WLB by emphasizing its multidimensional nature. While WLB is often viewed in terms of time spent between work and personal life, our findings suggest that it is also intertwined with employees' self-perceptions of their capabilities. This aligns with recent developments in WLB research that advocate for a more holistic approach, encompassing not only time allocation but also psychological and emotional aspects of well-being. Furthermore, our study contributes to the ongoing discourse on employee performance by highlighting the importance of personal efficacy beliefs. By demonstrating that self-efficacy partially mediates the relationship between WLB and performance, we underscore the need to consider individual psychological factors in performance management strategies. This aligns with contemporary theories such as the Job Demands-Resources model (Bakker & Demerouti, 2007), which emphasize the role of personal resources in buffering the impact of job demands on performance. By elucidating these relationships, we provide a more nuanced understanding of how organizational practices and individual perceptions interact to influence employee outcomes. This, in turn, lays the groundwork for future research endeavors aimed at further unraveling the intricacies of work-life dynamics and their impact on employee well-being and performance.
7.2 Practical Implications:
The outcomes of this study hold substantial practical implications for organizational leaders, human resource practitioners, and policymakers seeking to optimize workplace effectiveness and enhance employee well-being. Firstly, our findings underscore the importance of prioritizing work-life balance (WLB) initiatives as a strategic approach to bolstering employee performance. Organizations can actualize this by implementing flexible work arrangements, such as telecommuting or flextime, which empower employees to effectively manage their work and personal obligations.
Secondly, our research underscores the significance of cultivating self-efficacy among employees. Organizational leaders can facilitate this by offering opportunities for skill enhancement and training, alongside recognition and rewards for achievements. Strengthening employees' belief in their capabilities enables them to tackle challenges with confidence, thereby enhancing their performance. Furthermore, our study emphasizes the necessity for organizations to cultivate a supportive work culture that values and promotes WLB. This can be accomplished through the implementation of policies promoting WLB, such as paid time off and family leave programs, coupled with leadership practices that prioritize employee well-being. Establishing a culture that champions WLB not only attracts and retains talent but also contributes to a positive work environment.
In summary, our research suggests that organizations can elevate employee performance by prioritizing work-life balance and fostering self-efficacy. Through the implementation of pragmatic strategies that endorse WLB and empower employees, organizations can cultivate an engaged and productive workforce, ultimately leading to enhanced organizational outcomes.
8. Limitations and Scope for future studies:
While this study provides valuable insights into the interrelationships among work-life balance (WLB), self-efficacy, and employee performance, it is important to acknowledge several limitations. Firstly, the cross-sectional nature of the data restricts our ability to establish causal relationships. Future research could benefit from longitudinal designs to better understand the temporal sequence of variables and the dynamic nature of these associations over time. Additionally, the study focused on a specific industry, which may limit the generalizability of the findings. Subsequent research endeavors should aim to explore these relationships in diverse contexts and settings to ascertain the robustness of the associations across varied populations. Furthermore, while this study concentrated on the mediating role of self-efficacy, it is plausible that other variables may mediate or moderate the relationship between WLB and employee performance. Future research could investigate additional psychological and organizational factors that might influence these relationships. There is also a need for further research to evaluate the effectiveness of specific WLB interventions in enhancing employee performance. For example, future investigations could scrutinize the impact of flexible work arrangements, employee assistance programs, and wellness initiatives on both WLB and performance outcomes. Moreover, future research could explore the influence of individual differences, such as personality traits and coping styles, in moderating the relationships among WLB, self-efficacy, and performance. Understanding how these individual differences affect the efficacy of WLB interventions could enable organizations to tailor their strategies to better address the needs of their employees.
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