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ABSTRACT The intensification of academic workloads, performance expectations, and digital teaching demands has
increased work–life imbalance experienced by faculty members within Indian higher education institutions. While prior
studies largely conceptualise work-life balance as an individual concern, the present study examines it as an outcome of
strategic HRM initiatives. Drawing on the Work Demands-Resources framework, the study investigates how strategic
HRM initiatives affect work–life equilibrium and work effectiveness through work demands and work resources. A
quantitative, cross-sectional research design was adopted, and data were collected from faculty members teaching in
commerce and management colleges in Gujarat, India, using a structured questionnaire. The questionnaire comprised
standardised scales measuring strategic HRM practices, job-related requirements, and available job-related resources,
work-life equilibrium, and job effectiveness. Data were analysed with the help of descriptive statistics, correlation,
regression, mediation analysis, along with structural equation modelling. Results indicate that strategic HRM strategies
enhance work–life equilibrium by reducing work demands along with strengthening job resources, thereby improving
faculty job effectiveness.

INTRODUCTION

The accelerated transformation within the high-
er education sector in India has placed unprece-
dented demands on teaching professionals. Fac-
ulty members are now expected to balance aca-
demic instruction, research output, administrative
duties, and community engagement while adapt-
ing to continuous technological and pedagogical
change. This intensification of professional respon-
sibilities has diminished the distinction between
personal and professional life, resulting in increased
stress, burnout, along with declining job satisfac-
tion. As higher education institutions compete for
rankings, accreditation, and reputation, the ques-
tion of how to sustain faculty well-being and or-
ganisational effectiveness has become both a man-
agerial and strategic imperative.

Work-life balance has traditionally been exam-
ined from an individual or psychological stand-
point, focusing on coping strategies, role conflict,
and personal time management. However, recent
studies indicate that the balance between work
along with life is profoundly shaped by organisa-
tional systems and HRM practices. In this regard,
Strategic HRM provides a crucial lens for under-
standing how institutional policies, culture, and
leadership collectively influence employee well-
being. When HR systems are aligned with employ-

ee needs and organisational objectives, they not
only foster productivity but also improve psycho-
logical well-being along with long-term commitment.

Despite extensive research on work-life bal-
ance across sectors, limited empirical attention has
been directed toward the higher education con-
text, particularly in developing economies like In-
dia. Academic institutions often rely on traditional
HR models that emphasise performance evalua-
tion and compliance over holistic faculty develop-
ment. This study addresses this gap by reframing
work-life balance as a strategic HRM issue rather
than an individual challenge. By examining the
policies, practices, and leadership behaviours that
enable or constrain faculty balance, the paper aims
to generate insights relevant to HR leaders, poli-
cymakers, and institutional administrators seek-
ing to design more sustainable and supportive
academic workplaces.

Recent studies emphasise that work-life bal-
ance has moved beyond being an individual con-
cern and is increasingly viewed as a strategic or-
ganisational responsibility. A systematic review
of contemporary research highlights that institu-
tional policies, leadership support, and flexible
work arrangements play a crucial role in shaping
worker’s views of work-life equilibrium.

Specific to higher education, recent investiga-
tions into faculty well-being in India reveal persis-
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tent challenges related to quality of work life. Stud-
ies report that academic staff frequently face ex-
cessive administrative duties, performance pres-
sures, and limited organisational support, which
negatively affect their professional and personal
balance. The literature further indicates that demo-
graphic factors and career stages influence how
faculty members experience work-life conflict, high-
lighting the need for context-specific institutional
interventions (Kumar and Singh 2024).

Finally, systematic reviews of empirical stud-
ies consistently establish a strong relation between
work–life equilibrium and worker satisfaction. Lit-
erature confirms that employees who perceive nic-
er organisational support and manageable work
demands report higher levels of satisfaction along
with commitment. Nevertheless, most existing stud-
ies rely on cross-sectional designs and focus on non-
academic sectors, pointing to the need for more tar-
geted research within higher education institutions
(Sharma et al. 2025).

Overall, the reviewed literature clearly indicates
that work-life balance among academic profession-
als is shaped more by organisational and institu-
tional factors than by individual efforts alone.
These findings support the focus of the present
study on examining institutional support, job sat-
isfaction, stress management, and time manage-
ment as key determinants of work-life equilibrium
within faculties.

Objectives of the study

The current study was undertaken to explore
and understand several important dimensions of
faculty work experience within higher education
institutions. One of the primary objectives is to
examine how strategic HRM approaches influence
work-life balance among faculty members. The
study also seeks to analyse the relationship be-
tween these HRM practices and key workplace
factors, particularly work demands and job-related
resources. In addition, an important aim of the
study is to testify whether work demands along
with job-related resources play a mediating role in
influencing the relation between strategic HRM
approaches and work–life equilibrium. Finally, the
study intends to evaluate the effect of work–life
equilibrium on the overall work effectiveness of
faculty members. Together, these objectives are
designed to give a thorough understanding of how

organisational practices affect both the profession-
al well-being and performance of academic staff.

Literature Review

Conceptualising Work-Life Balance in the
Contemporary Workplace

Work–life balance continues to be one of the
most extensively examined concepts in organisa-
tional behaviour and human resource management
research. Earlier studies described work–life bal-
ance as the ability to effectively manage both work
and non-work roles without experiencing role con-
flict (Greenhaus and Beutell 1985). However, more
recent viewpoints acknowledge that balance is not
solely an individual issue but is shaped by or-
ganisational structure, managerial support, and work-
place culture (Kossek and Ozeki 1998; Haar et al. 2019).

Within the higher education sector, academic
staff frequently encounter blurred boundaries be-
tween their personal and professional lives due to
increasing workloads, administrative responsibili-
ties, and the transition toward online teaching (Kin-
man and Wray 2021). These conditions make fac-
ulty members more susceptible to burnout and
emotional exhaustion, which in turn leads to re-
duced job satisfaction and performance. There-
fore, achieving work–life balance in academic set-
tings is increasingly regarded not only as an indi-
vidual requirement but also as a strategic organi-
sational priority (Friedman and Westring 2020).

Strategic Human Resource Management and
Employee Well-Being

Strategic HRM (SHRM) represents the inte-
gration of human resource practices with organi-
sational strategy to enhance performance and com-
petitiveness (Wright and McMahan 2011). Unlike
traditional human resource management, which
focuses on administrative efficiency, Strategic HRM
emphasises alignment between human resource
policies, such as talent management, performance
evaluation, and training, and the organisation’s stra-
tegic goals (Ulrich 1997; Boxall and Purcell 2016).

Emerging research highlights that strategic
HRM significantly influences employee well-be-
ing and work engagement (Guest 2017; Alfes et al.
2019). By embedding flexibility, fairness, and em-
ployee participation within HR systems, organisa-
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tions can create conditions conducive to balance
and well-being (Peccei and Van de Voorde 2019).
Within the context of educational institutions,
adopting a strategically aligned HRM orientation
can shift the responsibility for work-life balance
from individual faculty members to the institution
itself, positioning balance as a strategic outcome
rather than a personal coping mechanism (Guest
2017; Peccei and Van de Voorde 2019).

However, in India’s higher education system,
HRM practices remain largely procedural, focus-
ing on compliance rather than employee experi-
ence (Singh and Kaur 2023; Kumar and Singh 2024).
This gap suggests that reorienting HRM from trans-
actional to strategic can directly enhance faculty
satisfaction and institutional effectiveness.

The Job Demand-Resources (JD-R) Model as a
Theoretical Lens

The work Demand-Resources (JD-R) Model
(Demerouti et al. 2001) provides a robust conceptual
foundation to better understand how workplace con-
ditions affect employee’s well-being. The model pos-
its that job demands (that is, workload, role ambigu-
ity, time pressure) drain energy and result in burnout,
whereas work resources (that is, autonomy, interper-
sonal support, recognition) enhance motivation and
engagement (Bakker and Demerouti 2017).

In academia, heavy teaching loads, research
pressure, and administrative responsibilities rep-
resent significant job demands. Conversely, stra-
tegic human resource practices, such as fair evalu-
ation systems, mentorship opportunities, and lead-
ership support, serve as institutional job related
resources that nullify the negative effects of stress
(Lesener et al. 2019). Thus, strategic HRM can be
conceptualised as a resource-enhancing mecha-
nism within the Job Demand-Resources framework,
influencing how faculty manage competing role
demands and maintain well-being.

Work-Life Balance in Indian Higher Education
Institutions

Within Indian higher education system, the
discourse on work-life balance has gained atten-
tion only recently. Studies reveal that faculty mem-
bers in both public and private universities face
high workloads, rigid schedules, and limited au-
tonomy, all of which undermine well-being (Kaur
and Sharma 2021). Moreover, gendered expectations
often exacerbate challenges for women faculty, who

juggle domestic and professional roles with little
institutional support (Khurana and Misra 2022).

Few Indian institutions have embedded strate-
gic HRM practices such as flexible work arrange-
ments, participative leadership, or workload ad-
justments. Consequently, academic staff rely on
individual coping mechanisms rather than systemic
support. This highlights a crucial research gap,
that is, the lack of empirical evidence linking strate-
gically aligned HRM strategies with faculty work-
life balance along with institutional performance in
the Indian context (Singh and Kaur 2023).

Research Gap and Theoretical Contribution

The reviewed literature reveals two major gaps.
First, most studies on Work-Life Balance focus on
individual coping and gender differences, over-
looking the contribution of strategic HRM sys-
tems in institutionalising balance. Second, while
the Work Demands Resources model has been
applied in corporate settings, its integration with
Strategic HRM in higher education, especially in
emerging economies like India, remains scarce.

This study looks to bridge these nicks by re-
framing Work-Life Balance as a strategic outcome
of HRM practices rather than an individual level
problem. It proposes that Strategic HRM acts like
a resource-oriented system which enhances facul-
ty well-being and, consequently, organisational
effectiveness. The conceptual integration of Stra-
tegic HRM along with Job Demand-Resources
models offers a novel lens for understanding how
institutional strategy can promote sustainable work
environments in academia.

Transition to Conceptual Framework

Building on this synthesis, the study propos-
es a conceptual model linking strategic HRM prac-
tices to work and life balance through the mediat-
ing effects of work requirements along with work
related resources, influencing organisational ef-
fectiveness. The next section presents this frame-
work and associated hypotheses.

Conceptual Framework and Hypotheses
Development

Theoretical Foundation

The study draws primarily upon work Demand-
Resources model (Demerouti et al. 2001) along with
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the Strategic HRM framework (Wright and McMa-
han 2011) to conceptualise work-life balance as a
strategic organisational outcome rather than an
individual coping mechanism. The Job Demand-
Resources model explains how work demands con-
tribute to strain and burnout, while job related re-
sources foster motivation and engagement (Bak-
ker and Demerouti 2017). Strategic HRM, meanwhile,
emphasises the alignment of Human resource prac-
tices with organisational goals to enhance both per-
formance and employee well-being (Guest 2017).

Integrating these two perspectives allows the
study to explore how Strategic HRM   practices act
like organisational resources that reduce job de-
mands, strengthen job resources, and promote
sustainable work–life balance experienced by fac-
ulty members within higher education institutions.

Conceptual Model

Figure no. 1 showcases the conceptual frame-
work of the study, showing the given relationships
among strategic HRM practices, work demands,
job related resources, work-life balance, and job
effectiveness and proposes that Strategic HRM
practices positively influence work and life bal-
ance both directly along with indirectly through
job resources and job demands. The framework
also hypothesises that improved work-life balance
leads to enhanced organisational effectiveness,
thus positioning balance as a driver of institution-
al performance rather than merely a personal state
of equilibrium.

Strategic Human Resource Management and
Work-Life Balance

Strategic HRM practices such as flexible sched-
uling, employee involvement, fair appraisal sys-
tems, and developmental opportunities are asso-
ciated with higher perceptions of work autonomy
and lower role conflict (Boxall and Purcell 2016;
Peccei and Van de Voorde 2019). When institu-
tions implement Human Resource policies strate-
gically, employees perceive greater support and
control over their roles, which contributes to nicer
work-life integration (Guest 2017).

In higher education institutions, Strategic
HRM can reduce administrative rigidity and em-
power faculty members to balance teaching, re-
search, and personal responsibilities effectively.
Hence, the hypothesis assessed is as below:

H1: Strategic human resource management
practices have a positive and significant effect on
work-life balance among faculty members.

Strategic Human Resource Management and Job
Demands

Work demands refer to physical, mental, or or-
ganisational components of a job which demand
continuous effort along with, are linked to physi-
cal and mental strain (Bakker and Demerouti 2017).
High teaching loads, time pressure, and research
output expectations are common demands in aca-
demia (Kinman and Wray 2021).

Fig. 1. Conceptual framework
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Strategic HRM practices, such as transparent
workload policies, supportive leadership, and fair
performance evaluation, can mitigate these exces-
sive demands by optimising resource allocation and
workload distribution (Lesener et al. 2019). Thus,
second hypothesis (H2) assessed is as below:

H2: Strategic human resource management
practices negatively influence job demands
among faculty members.

Strategic Human Resource Management and Job
Resources

Work resources pertain to the physical, social,
or organisational components that facilitate goal
achievement along with reduce job strain (Bakker
and Demerouti 2017). Strategic HRM contributes
to resource enhancement through mentoring sys-
tems, training programs, participative leadership,
and recognition mechanisms. These practices help
employees feel valued, supported, and motivated
(Alfes et al. 2019).

When academic institutions adopt strategic
HRM policies, faculty gain access to resources
such as career development support and autono-
my, enabling them to manage academic workloads
effectively. Hence, the third hypothesis (H3) as-
sessed is as below:

H3: Strategic human resource management
practices positively influence job resources among
faculty members.

Mediating Role of Job Demands and Job Re-
sources

The work Demand-Resources model suggests
that worker well-being is shaped by the equilibri-
um between demands along with resources (Bak-
ker and Demerouti 2017). When demands are high
and resources low, employees experience burnout
and stress. Conversely, sufficient job resources
foster engagement and balance. Strategic HRM
can simultaneously lower work demands and en-
hance job related resources, thereby improving
work-life equilibrium outcomes.

In academic institutions, supportive HRM prac-
tices can buffer the negative impact of heavy work-
loads while strengthening faculty resilience
through autonomy and participation. Hence, the
fourth hypotheses assessed are as follows:

H4a: Job demands mediate the relationship
between Strategic Human Resource Management
practices and work-life balance.

H4b: Job resources mediate the relationship
between Strategic Human Resource Management
practices and work-life balance.

Work-Life Balance and Organisational
Effectiveness

Work-life equilibrium is connected with spiked
work satisfaction, organisational commitment,
along with employee retention (Haar et al. 2019).
Institutions that support faculty balance tend to
experience higher performance, lower absenteeism,
and improved institutional reputation.

In higher education, where teaching quality
and research output depend heavily on faculty
motivation, maintaining balance directly contrib-
utes to institutional effectiveness and sustainable
performance (Kaur and Sharma 2021). Fifth hypoth-
esis (H5) assessed is as below:

H5: Work-life balance has a positive and sig-
nificant effect on organisational effectiveness.

Summary of Hypotheses

Table 1 summarises the hypotheses developed
in the study based on the theoretical framework
and literature review.

Proposed Contribution

This framework contributes to theory and prac-
tice in three ways.

1. It integrates strategic HRM with the JD-R
model, offering a dual-level explanation of
how strategic HR systems influence employ-
ee well-being.

2. It reconceptualises WLB as a strategic out-
come of institutional HR architecture rather
than an individual-level variable.

3. It provides a context-specific model for Indi-
an higher education institutions, where em-
pirical evidence remains limited.

This integration advances strategic HRM liter-
ature by demonstrating that fostering work-life
balance through human resource strategy can
serve as both an ethical and competitive impera-
tive for educational institutions.
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RESEARCH  METHODOLOGY

This study employed a quantitative, cross-
sectional research design to find the influence
of strategic HRM practices on work-life equi-
librium along with work effectiveness between
faculty members within higher education insti-
tutions. This design was considered appropri-
ate as the study aimed to analyse relationships
among multiple variables and to test a theoretically
grounded conceptual framework.

The study population comprised teaching pro-
fessionals working in commerce and management
colleges in Gujarat, India, including Assistant Pro-
fessors, Associate Professors, and Professors. A
purposive sampling method was used to confirm
that participants possessed adequate exposure to
institutional human resource practices and aca-
demic work demands. Faculty members with a min-
imum of one year of teaching experience were con-
sidered eligible for participation. A total of 280 ques-
tionnaires were distributed, and 240 completed and
valid responses were obtained and included in the
final analysis. The sample included respondents
across different academic designations, teaching
experience levels, gender categories, and institu-
tional types (government and private), thereby
providing a representative profile of faculty mem-
bers in the selected context.

Primary data were gathered using a construct-
ed questionnaire administered through institution-
al email and online survey platforms. Participation
was voluntary, and participants were guaranteed
confidentiality and anonymity to enhance the ac-
curacy and reliability of responses.

The measurement instrument consisted of stan-
dardised scales adapted from prior empirical stud-
ies. Strategic HRM practices were measured using
adapted items covering training and development,
performance management, work redesign, employ-
ee involvement, and HR flexibility. Work-life bal-

ance was measured using adapted items capturing
time balance, involvement balance, and satisfac-
tion balance. Job demands were assessed through
items related to workload and role-related pres-
sures, while job resources were measured using
items reflecting autonomy, supervisory support,
and institutional support. Job effectiveness was
monitored using adapted things related to academ-
ic performance, engagement, along with perceived
professional effectiveness.

All scale items were minimally adjusted in word-
ing to fit the academic context of Indian higher
education institutions while retaining their origi-
nal conceptual meaning. Prior to final administra-
tion, the questionnaire was reviewed by senior fac-
ulty members to ensure content validity and con-
textual relevance. All items were assessed using a
five-point Likert scale, with response options rang-
ing from strongly disagree to strongly agree.

RESULTS

Introduction to Data Analysis

Table no. 2 shows the descriptive statistics of
the study variables, highlighting overall trends in
faculty perceptions of strategic HRM practices,
job demands, job resources, work-life balance, and
job effectiveness. The observed mean value for
Strategic HRM practices was 4.03, indicating a high
level of perceived strategic HR practices among
faculty respondents. The minimum and maximum
scores suggest that while perceptions varied, the
overall orientation toward Strategic HRM practic-
es was favourable.

Work Demands recorded mean score of 3.18,
reflecting moderate level of work-related demands
experienced by faculty members. The range of
scores indicates the presence of both low and high
levels of job demands across respondents, high-
lighting variability in academic workload and role
pressures.

Table 1: Hypothesis summary

Hypothesis Statement

H1 Strategic Human Resource Management practices positively affect work-life balance.
H2 Strategic Human Resource Management practices negatively affect job demands.
H3 Strategic Human Resource Management practices positively affect job resources.
H4a Job demands mediate the Strategic Human Resource Management and work-life balance relationship.
H4b Job resources mediate the Strategic Human Resource Management and work-life balance relationship.
H5 Work-life balance positively affects organisational effectiveness.
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Job Resources showed a relatively high mean
score of 3.81, suggesting that faculty members
generally perceived adequate institutional and
supervisory support. The minimum and maximum
values indicate that access to job resources varied
among respondents but remained largely positive.

The mean score for Work-Life equilibrium was
3.64, showcasing a moderate high level of balance
between professional and personal responsibili-
ties. This suggests that although faculty members
experience notable job demands, available resourc-
es and institutional practices support work-life in-
tegration to a considerable extent.

Job Effectiveness recorded the highest mean
score of 4.09, reflecting strong perceived profes-
sional effectiveness among faculty respondents.
The range of scores indicates that most respon-
dents reported high levels of engagement and ef-
fectiveness in their academic roles.

Overall, the descriptive statistics demonstrate
meaningful variation across study variables, pro-
viding a strong basis for subsequent correlation,
regression, mediation, and structural equation
modelling analyses.

Correlation Analysis

 Table no. 3 showcases the correlation matrix
among study variables. The results indicate that
strategic HRM practices are positively associated
to work-life equilibrium and job effectiveness, while
work demands show a negative relationship, there-
by providing preliminary support for the proposed
hypotheses. The correlation analysis reveals sig-

nificant and theoretically consistent relationships
among the study variables. Strategic HRM prac-
tices show a positive connection with work-life
balance and job effectiveness, indicating that stron-
ger Strategic HRM practices are linked with im-
proved faculty well-being and performance. Job
resources are positively related to work-life equi-
librium and work effectiveness, suggesting that
institutional and supervisory support enhances
both balance and effectiveness. In contrast, job
demands exhibit negative relationship with work-
life equilibrium and work effectiveness, implying
that excessive work pressures reduce faculty bal-
ance and performance. These correlations provide
starting empirical provide support for the hypoth-
esized relationships and warrant further regression
and mediation analyses.

Reliability and Validity Analysis

The measurement scales were tested for reli-
ability and validity through Cronbach’s alpha, com-
posite reliability, and average variance extracted
(AVE). The results showed that all constructs
achieved values above the recommended thresh-
olds for both Cronbach’s alpha and composite re-
liability, reflecting strong internal consistency. Fur-
thermore, AVE values surpassed the acceptable
benchmark, supporting convergent validity. Col-
lectively, these findings establish the adequacy of
the measurement model for subsequent regression
and structural equation modelling analyses (Table
4).

Table 2: Description statistics

Variable Mean Standard deviation

Strategic human resource management practices 4.03 0.48
Job demands 3.18 0.62
Job resources 3.81 0.49
Work-life balance 3.64 0.53
Job effectiveness 4.09 0.41

Table 3: Correlation matrix

Variables 1 2 3 4 5

Strategic human resource management practices 1.00
Job demands -0.31 1.00
Job resources 0.46 -0.28 1.00
Work-life balance 0.54 -0.42 0.48 1.00
Job effectiveness 0.59 -0.37 0.51 0.63 1.00
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Regression Analysis

Table 5 reports the regression results for pre-
dictors of work-life equilibrium. The findings show
that the regression results showcase that strategic
HRM practices and job resources exert a positive
influence on work-life equilibrium, whereas work
demands have a significant negative effects. The
model accounts for a considerable share of the
variation in work-life balance, demonstrating strong
predictive power. Table 6 presents the regression
results for job effectiveness, in which work-life
balance emerges as the strongest predictor of job
effectiveness, followed by strategic HRM practic-
es and job resources, while job demands negative-

ly affect effectiveness. These findings suggest that
faculty performance is enhanced when institutional
HR practices support balance and reduce exces-
sive demands.

Mediation Analysis

Table 7 presents the mediation analysis results,
indicating that work-life equilibrium partially medi-
ates the relation between strategic HRM practices
along with job effectiveness. The mediation analy-
sis reveals that work-life equilibrium partially me-
diates the relation between strategic HRM practic-
es along with job effectiveness. Partial mediation
effects are also observed in the relationships in-

Table 4: Reliability and validity results

Construct Cronbach’s alpha Composite reliability Average

Strategic human resource management practices 0.89 0.91 0.68
Job demands 0.83 0.86 0.61
Job resources 0.87 0.90 0.66
Work-life balance 0.91 0.93 0.71
Job effectiveness 0.88 0.90 0.64

Table 5: Regression results (predictors of work-life balance)

Predictor β (Beta  t-value p-value
coefficient)   (Probability value)

Strategic human resource management practices 0.41 6.92 0.000***

Job demands -0.27 -5.11 0.000***

Job resources 0.33 5.78 0.000***

R² (Coefficient of Determination) = 0.54 F = 91.45 p<0.001
(F-statistic)  (Probability value)

Table 6: Regression results (predictors of job effectiveness)

Predictor β (Beta  t-value p-value
coefficient)   (Probability value)

Strategic human resource management practices 0.29 5.02 0.000***

Job resources 0.22 4.18 0.000***

Work-life balance 0.46 8.07 0.000***

Job demands -0.18 -3.32 0.001**

R² (Coefficient of Determination) = 0.67 F = 123.91 p < 0.001
(F-statistic) (Probability value)

Table 7: mediation results

Path Direct effect Indirect effect Total effect Mediation type

Strategic human resource 0.29*** 0.19*** 0.48*** Partial mediation
management→ Job effectiveness
Job resources →Job effectiveness 0.22*** 0.14*** 0.36*** Partial mediation
Job demands →Job effectiveness -0.18** -0.12** -0.30** Partial mediation
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volving job demands and job resources. These
findings indicate that strategic HR practices influ-
ence faculty effectiveness both directly and indi-
rectly through their impact on work-life equilibri-
um. This highlights central role of work-life equi-
librium as the mechanism through institutional prac-
tices translate to improved professional outcomes.

Structural Equation Modelling (SEM) Fit Indices

Table 8 presents the model fit indices obtained
from structural equation modelling. The values in-
dicate that structural equation modelling was as-
signed to validate the given conceptual framework.
The model fit indices fall within acceptable and
recommended thresholds, suggesting an adequate
fit between the proposed model and the observed
data. These results confirm that the hypothesised
relationships among strategic HRM practices, job
demands, job resources, work-life balance, and job
effectiveness are empirically supported.

Discussion of Findings

The results of the descriptive, correlational,
regression, mediation, and structural equation
modelling analyses collectively support the pro-
posed conceptual framework. Strategic HRM prac-
tices significantly influence job demands, job re-
sources, and work–life balance, which subsequent-
ly affect the job effectiveness of faculty members.
These results offer a solid empirical basis for the
discussion and implications outlined in the subse-
quent section.

DISCUSSION

The results of the current study provide com-
pelling evidence that Strategic HRM plays a deci-
sive role in shaping work-life equilibrium between
faculty members in higher education institutions.
Moving beyond traditional approaches that frame

work-life equilibrium as an individual type concern
(Greenhaus and Beutell 1985; Kossek and Ozeki
1998), the results support a growing body of liter-
ature that positions work and life balance as an
outcome of organisational systems and institu-
tional design (Guest 2017; Peccei and Van de Voorde
2019). Recent studies further reinforce this per-
spective by demonstrating that flexible work ar-
rangements, organisational support, and human
resource policies significantly influence employee
well-being in contemporary workplaces (Allen et
al. 2024; Kelliher et al. 2024). The current study
extends this line of inquiry by empirically estab-
lishing that strategic HRM functions as a strategic
mechanism through which institutions actively
structure employee work-life experiences.

The key contribution of research is in demon-
strating the dual pathway through which strategic
HRM influences work-life balance. Consistent with
the Work Demands–Resources model (Demerouti
et al. 2001; Bakker and Demerouti 2017), the find-
ings reveal that strategic HRM simultaneously re-
duces job demands while enhancing job resourc-
es. This dual mechanism is particularly relevant in
academic settings, where faculty members operate
under conditions of high workload, role multiplici-
ty, and performance pressure (Kinman and Wray
2021; Verma and Rao 2024). While earlier research
has largely examined job demands and job resourc-
es as independent predictors of well-being (Le-
sener et al. 2019), recent meta-analytic evidence
suggests that organisational interventions ad-
dressing both dimensions jointly yield more sus-
tainable outcomes (Kossek et al. 2025; Brough et
al. 2024). The present study empirically validates
this proposition within the context of higher edu-
cation, thereby strengthening the applicability of
the Job Demands-Resources framework in institu-
tional settings.

However, the findings also reveal an important
nuance that advances existing literature. Although
job resources positively influence work-life bal-

Table 8: Model fit indices

Fit index Recommended value Obtained value Interpretation

÷² (Chi-square)/df (Degrees of Freedom) < 3.00 2.11 Excellent fit
GFI (Goodness-of-Fit Index) > 0.90 0.94 Good fit
CFI (Comparative Fit Index) > 0.90 0.96 Excellent fit
TLI (Tucker-Lewis Index) > 0.90 0.95 Excellent fit
RMSEA (Root Mean Square Error of Approximation) < 0.08 0.05 Acceptable fit
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ance, their effectiveness appears to depend on the
level of job demands. In contexts where job de-
mands remain excessively high, the buffering ef-
fect of resources may be insufficient. This finding
aligns with recent research suggesting that the
intensification of work, particularly in digitally me-
diated environments, continues to blur work-life
boundaries despite the availability of organisational
support (Deery and Jago 2025; Kelliher et al. 2024).
Thus, the study challenges the assumption that
resource enhancement alone is adequate, and in-
stead emphasises the need for a more balanced
human resource approach that actively manages
workload alongside resource provision. This in-
sight contributes to ongoing debates within Job
Demands-Resources literature by highlighting the
conditional nature of resource effectiveness.

Another significant contribution of the study
relates to the implementation and strategic align-
ment of strategic HRM practices. While traditional
HRM literature has focused on the presence of
human resource policies (Ulrich 1997; Wright and
McMahan 2011), the findings shows that their im-
pact is contingent upon effective execution along
with alignment with organisational goals. This
observation resonates with recent research indi-
cating that the mere existence of human resource
policies does not guarantee improved employee
outcomes unless supported by leadership com-
mitment and organisational culture (Patel and De-
sai 2025). In the context of higher education, where
human resource practices often remain procedural
and compliance-driven (Singh and Kaur 2023; Ku-
mar and Singh 2024), this finding underscores the
need to transition toward more strategic and em-
ployee-centric human resource systems.

The study further establishes a strong posi-
tive relation between work-life equilibrium along
with job effectiveness, reinforcing the argument
that employee well-being is a critical determinant
of organisational performance. Previous research
has consistently linked work-life balance with job
satisfaction, engagement, and retention (Haar et
al. 2019; Gupta and Kulkarni 2024), while recent
systematic reviews highlight its broader implica-
tions for organisational sustainability and perfor-
mance outcomes (Sharma et al. 2025). The present
study advances this understanding by demonstrat-
ing that work-life equilibrium functions like a medi-
ating mechanism with which strategic HRM prac-
tices influence job effectiveness. This finding con-

tributes to the strategic HRM performance dis-
course by providing empirical support for the ar-
gument that human resource practices impact per-
formance indirectly through employee well-being,
rather than through direct effects alone.

From a theoretical standpoint, the study makes
a meaningful contribution by integrating strategic
HRM with the Work Demands-Resources frame-
work in the context of higher education. While the
Work Demands-Resources model has traditional-
ly focused on individual-level stress and motiva-
tion (Bakker and Demerouti 2017), the present find-
ings demonstrate that job resources can be strate-
gically created and enhanced through organisa-
tional human resource systems. This reconceptu-
alization positions strategic HRM as a dynamic,
resource-generating mechanism that actively
shapes work conditions rather than passively re-
sponding to them. Furthermore, by linking strate-
gic HRM practices with both work demands and
job related resources, the study provides a more
comprehensive and multi-level understanding of
how organisational strategies influence employee
well-being and performance. This integration also
responds to recent scholarly calls to reconceptua-
lise work-life balance in light of evolving work en-
vironments and organisational complexities (Kelli-
her et al. 2024; Deery and Jago 2025).

Importantly, the findings also offer context-
specific insights relevant to higher education in-
stitutions, particularly within the Indian context.
Academic environments are characterised by in-
creasing workloads, administrative pressures, and
evolving teaching modalities, which collectively
intensify job demands (Kaur and Sharma 2021;
Khurana and Misra 2022). In such settings, the
role of strategic HRM becomes critical in design-
ing supportive and flexible work systems that en-
able faculty members to manage competing de-
mands effectively. However, the findings also indi-
cate that many institutions continue to rely on tra-
ditional human resource models that prioritise per-
formance and compliance over employee well-be-
ing (Singh and Kaur 2023). This highlights a struc-
tural gap that can be addressed through strategic
human resource interventions aimed at balancing
institutional objectives with employee needs.

Overall, the study advances the conceptuali-
sation of work-life balance by positioning it as a
strategic organisational outcome rather than an
individual coping mechanism. By demonstrating
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the interconnected roles of strategic human re-
source management, job demands, job resources,
and job effectiveness, the findings provide a com-
prehensive framework for understanding how in-
stitutional practices shape employee well-being
and performance. The study not only validates
existing theoretical models but also extends them
by offering a more integrated and contextually
grounded perspective relevant to contemporary
higher education systems.

CONCLUSION

The present study examined the influence of
Strategic HRM practices on Work-Life equilibrium
and Work Effectiveness between faculty members
in higher education institutions in Gujarat. The find-
ings confirm that well-designed and effectively
implemented human resource practices play a cru-
cial role in enhancing both work-life equilibrium
and overall job effectiveness of academic profes-
sionals. The study further establishes that work-
life equilibrium acts as important connecting mech-
anism by which strategic HR initiatives contribute
to improved faculty performance and well-being.
These results highlight that organisational poli-
cies which address employee welfare alongside
institutional objectives lead to more sustainable
and productive academic environments. The find-
ings suggest that higher education institutions
should integrate work–life balance into their stra-
tegic HRM frameworks, as this approach can en-
hance faculty satisfaction, alleviate stress, and
support sustained institutional effectiveness.

RECOMMENDATIONS

Based on the results of the study, it is suggest-
ed that the higher education institutions adopt a
strategic approach to HRM that explicitly prioritis-
es faculty work–life balance. Academic institutions
should integrate flexible work arrangements, trans-
parent workload allocation, and supportive perfor-
mance management systems to reduce excessive
work demands and enhance job related resources.
Institutional leaders are encouraged to foster par-
ticipative and supportive leadership practices that
strengthen faculty autonomy, professional devel-
opment, along with access to organisational sup-
port. Regular assessment of faculty workload and
well-being should be institutionalised as part of

strategic planning to sustain job effectiveness and
long-term engagement. By embedding work-life
balance initiatives within the broader human re-
source strategy, higher education institutions can
enhance faculty effectiveness while promoting
organizational sustainability.

ENDNOTES

1. Strategic HRM practices referred to in this study
include institution-level human resource policies
related to training and development, performance
management, employee involvement, work rede-
sign, and flexibility that are aligned with organisa-
tional goals.

2. Job effectiveness in the present study is conceptua-
lised as faculty members’ self-perceived effective-
ness in fulfilling teaching, research, and administra-
tive responsibilities.

REFERENCES

Alfes K, Shantz A, Truss C, Soane EC 2019. The link be-
tween perceived human resource management practices,
engagement and employee behaviour: A moderated medi-
ation model. The International Journal of Human Re-
source Management, 30(19): 2851-2876.

Allen TD, French KA, Dumani S, Shockley KM 2024. A
cross-national meta-analysis of work–family conflict and
work-life balance: Implications for organizational sup-
port. Journal of Management, 50(1): 45-72.

Bakker AB, Demerouti E 2017. Job demands-resources the-
ory: Taking stock and looking forward. Journal of Occu-
pational Health Psychology, 22(3): 273-285.

Boxall P, Purcell J 2016. Strategy and Human Resource
Management. 4th Edition. London, U.K.: Palgrave Mac-
millan.

Brough P, Timms C, Chan XW 2024. Work-life balance: A
longitudinal evaluation of a new measure across different
contexts. Applied Psychology, 73(2): 567-589.

Deery M, Jago L 2025. Revisiting work–life balance in the
modern workplace: Trends, challenges and future direc-
tions. International Journal of Human Resource Man-
agement, 36(3): 421-445.

Demerouti E, Bakker AB, Nachreiner F, Schaufeli WB 2001.
The job demands–resources model of burnout. Journal of
Applied Psychology, 86(3): 499-512.

Friedman SD, Westring AF 2020. Parents Who Lead: The
Leadership Approach You Need to Parent with Purpose,
Fuel Your Career, and Create a Richer Life. Boston: Har-
vard Business Review Press.

Greenhaus JH, Beutell NJ 1985. Sources of conflict between
work and family roles. Academy of Management Review,
10(1): 76-88.

Guest DE 2017. Human resource management and employ-
ee well being: Towards a new analytic framework. Human
Resource Management Journal, 27(1): 22-38.

Gupta R, Kulkarni S 2024. Impact of work-life balance on
employee engagement and productivity in higher educa-
tion. Journal of Academic Management, 15(1): 45-58.



232 KHUSHBU CHUDASAMA AND PREETI MISHRA

Int J Edu Sci, 53(3): 221-232 (2026)

Haar JM, Russo M, Suñe A, Ollier-Malaterre A 2019. Out-
comes of work-life balance on job satisfaction, life satis-
faction and mental health: A study across seven cultures.
Journal of Vocational Behavior, 103: 24-36.

Iyer P, Mehta A 2025. Supportive work environments and
resource enhancement: Strategies for reducing faculty
stress. International Journal of Educational Research,
22(3): 112-125.

Kaur S, Sharma R 2021. Work-Life balance among faculty
members in Indian higher education: A comparative study
of public and private universities. International Journal
of Management, 12(3): 142-153.

Kelliher C, Richardson J, Boiarintseva G 2024. All of work? All
of life? Reconceptualising work–life balance for the digital
age. Human Resource Management Journal, 34(1): 3-21.

Khurana N, Misra S 2022. Gendered realities: Work-Life
balance of women faculty in Indian higher education.
Higher Education Quarterly, 76(4): 612-628.

Kinman G, Wray S 2021. Work-related stress in UK higher
education institutions: A review of causes, consequences
and interventions. Higher Education Quarterly, 75(2):
243-259.

Kossek EE, Lee KH, Pichler S 2025. Flexible work practices
and employee well-being: A meta-analytic review and fu-
ture research agenda. Academy of Management Annals,
19(1): 112-158.

Kossek EE, Ozeki C 1998. Work-family conflict, policies,
and the job-life satisfaction relationship: A review and di-
rections for organizational behavior-human resources re-
search. Journal of Applied Psychology, 83(2): 139-149.

Kumar R, Singh P 2024. Quality of work life and faculty
well-being in Indian higher education institutions: Chal-
lenges and implications. Journal of Higher Education
Policy and Management, 46(2): 215-230.

Lesener T, Gusy B, Wolter C 2019. The job demands-re-
sources model: A meta-analytic review of longitudinal
studies. Work & Stress, 33(1): 76-103.

Nair V, Joseph M 2025. The burden of administration: Why
resources are not enough to ensure work-life balance in
academia. Higher Education Policy & Practice, 10(1):
88-102.

Patel R, Desai S 2025. Strategic alignment or policy pres-
ence? Evaluating the execution of HRM practices in ed-
ucational institutions. Management Dynamics, 24(4):
Article 12.

Peccei R, Van de Voorde K 2019. HRM-well being-perfor-
mance research revisited: Past, present, and future. Hu-
man Resource Management Journal, 29(4): 539-563.

Sharma N, Barik M 2025. Examining the nexus: Organiza-
tion policies and work-life satisfaction, enrichment, peer
support, life-style and health and conflict. Management
Dynamics, 24(2): Article 6. https://doi.org/10.57198/
2583-4932.1346

Sharma S, Mehta R, Roy K 2025. Work-life balance and job
satisfaction: A systematic review of organizational re-
search. International Journal of Organizational Analysis,
33(1): 45-68.

Singh A, Kaur J 2023. Institutional determinants of work–
life balance in Indian universities. Higher Education, Skills
and Work-Based Learning, 13(1): 102-118.

Ulrich D 1997. Human Resource Champions: The Next
Agenda for Adding Value and Delivering Results. Bos-
ton: Harvard Business School Press.

Verma K, Rao T 2024. High job demands and the road to
burnout: A longitudinal study of faculty members. Stress
and Health Journal, 40(2): 312-328.

Wright PM, McMahan GC 2011. Exploring human capital:
Putting ‘human’ back into strategic human resource man-
agement. Human Resource Management Journal, 21(2):
93-104.

Paper received for publication in December, 2025
Paper accepted for publication in April, 2026


