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Abstract
The goal of this specific study is to emphasise at how leadership in the information technology (IT) sector has improved work-life balance, or WLB.The author's background information on the significance of leadership into enhancing work-life balance in the organisations is still entirely relevant. The author continued to play a mandatory role in developing themes for the literature review on the basis of the research questions that were established for the study. The secondary qualitative approach was determined to be the most effective in reflecting on the results of a thorough investigation into the role that leadership plays in enhancing  work-life balance throughout the entire IT sector. It has been acknowledged that the interpretivism philosophical idea, the inductivism method, and the qualitative strategy are among the most effective approaches to data collection.
Work-life balance is mandatory in sectors like the IT industry where employees' intelligence, mental toughness, and excellence are vital to business operations. While it is not essential for an individual's well-being, IT companies and their leaders' ability to lead and achieve organisational success benefit from a healthy work-life balance. It is evident how significant work engagement is to IT companies in terms of improved organisational growth, since raising employee engagement is one way to improve business performance. Employee surveys should be conducted by leaders throughout all organisations to better understand the variety of work-life balances. Enhancing the work-life balance leads to increased employee motivation across the IT sector.
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[bookmark: _Toc172819197]Chapter 1: Introduction
1.1 [bookmark: _Toc171526390][bookmark: _Toc172819198]Background
The modern professional life is often hectic for the reason of the competitive market scenario. In the post-pandemic world, organisations become concerned about ensuring work-life balance or WLB for employees. Wiradendi Wolor et al. (2020), opined, that there is an intersection between work and personal life and the WLB offers an equilibrium in the situation. Further research by Lamprinou, Tasoulis and Kravariti (2021), stated that WLB is mostly defined as the comparison of time spent between family or personal life and the professional work period. It can be noted that professional life can be full of challenges and to survive the same, employees need sufficient rest. The WLB can predominantly offer the same as it can help a professional to divide his time between work and rest (Walshet al., 2024). Moreover, people need family life and relaxation time with peers and friends to stay rejuvenated. Other than scheduled work time, people often love to pursue their hobbies or choose activities that offer amusement. Without a work-life balance, this is difficult to achieve, and it can create employee dissatisfaction. 
Susanto et al. (2022) explained leadership is important in any business scenario. Leaders are generally responsible for developing ideas and ensuring business profitability. However, it should be understood that employees are an integral part of an organisation, and their efficiency can ensure positive outcomes in organisational performance (Charoensukmongkol and Puyod, 2024). Hence, if these employees are not satisfied, it will be difficult to expect impressive performance. Tamunomiebi and Oyibo (2020), noted, employees are required to be motivated to ensure the anticipated outcome. Further explanation stated motivated employees are assets as they can stay active and cultivate innovative ideas during the brainstorming sessions. Leadership can aid in bringing creative ideas that can foster WLB and help employees stay motivated in their profession. 
In this study, the focus is on IT or Information and Technology Industry. Many reports suggest that the hectic schedule of the IT industry due to the immense growth in recent digital technologies has left employees overworked (Aruldoss, Kowalski and Parayitam, 2021). It can also be assumed that the continuous growth in consumer demands and lack of skilled workforce is creating the situation. Hence, it can be stated that employees in this industry are mostly fatigued and can hardly manage their work-life balance. It can also be seen that if an organisation is not able to recognise this problem, it can face high employee turnover and the retention rate will drop significantly. As big corporate houses are investing heavily in employee betterment, this study is focused on ensuring leadership aspects to bring WLB among employees in the IT industry.   
1.2 [bookmark: _Toc171526391][bookmark: _Toc172819199]Problem Statement
The problem in the modern professional world is its high competition. The survival of the market is possible only through efficient employees (Brough et al., 2020). Several types of leaders have different approaches to resolving existing issues. It can be stated that transactional and transformational leadership are careful about organisational betterment in the competitive industry. Abdirahman et al. (2020), admitted if an organisation is unable to foster healthy relationships between leaders and employees, it can impact the mind of employees and they feel more stressed. Employee efficiency can be boosted by the proper leadership attributes and their productivity can be accentuated. However, a lack of WLB can cause poor employee retention rates and the organisation suffers loss of talented employees (Wood et al., 2020). Hence, this study is crucial to identify the causes which are posing a threat to the careful adoption of strategies essential to boost WLB in the IT industry with appropriate leadership techniques. 
1.3 [bookmark: _Toc171526392][bookmark: _Toc172819200]Research Aim
The research aim is to offer a brief purpose about the attributes of the research project. Hence, this chapter introduced the aim of the study. This particular study aims to investigate  the leadership contribution to the improvement of work-life balance or WLB in the Information Technology (IT) industry. 
1.4 [bookmark: _Toc171526393][bookmark: _Toc172819201]Research Objectives
As the identified aim is stated, it is expected to be segregated into small fractions that can help in the systematic development of the research work. For this reason, the goals  of the study are mentioned in this segment. The objectives in this research context are highlighted herewith:
· To evaluate the leadership contribution to a better WLB in the IT industry. 
· To recognise existing challenges in the IT industry to implement effective leadership to boost work-life balance. 
· To develop effective strategies to boost the organisational performance of the IT industry by strengthening leadership and enhancing work-life balance. 
1.5 [bookmark: _Toc171526394][bookmark: _Toc172819202]Research Question
The recognition of the research question is immensely useful to guide the study through its limitations. Therefore, this segment is also highlighting the research questions. These questions are mentioned below: 
· What is the leadership contribution to a better WLB in the IT industry? 
· How can existing challenges in the IT industry leave an impact on the implementation of effective leadership to boost work-life balance?
· What are some effective strategies to boost the organisational performance of the IT industry by strengthening leadership and enhancing work-life balance?
1.6 [bookmark: _Toc171526395][bookmark: _Toc172819203]Outline of Research Methodology
The introduction part explained a brief discussion about the chosen methods. The research framework decided for this study was the interpretivism technique as it was easy to interpret the sociological context of WLB in the IT industry and how the leadership approach can resolve the issues. The decision about the research approach was attributed to the inductive research strategy where the findings were observed to develop the pattern. This study was crucial to be followed by the descriptive research design to offer a demonstration of the significance of WLB in the IT industry and how leadership can contribute to this. For the collection of information, the dissertation relied upon the systematic literature review technique and was evaluated by the thematic method where themes were generated from the study's objectives. The information was collected from 50 peer-reviewed journals available in full PDF format in reliable and valid platform Google Scholar. 
1.7 [bookmark: _Toc171526396][bookmark: _Toc172819204]Research Rationale and Significance
This fundamental study is focused on the purpose of the WLB as well. Employee motivation is an important aspect which should be taken care of by the leaders of organisations (Palumbo, 2020). Hence, leaders are expected to incorporate proper strategies that can help employees to stay motivated. In this regard, communication and inspiration is essential. Irawanto, Novianti and Roz (2021), explained leaders need certain competence, commitment and character. Transformational and transactional leadership can foster strong working relationships where managers and staff interact and assess fundamental issues properly. The study is extremely significant in identifying the importance of WLB and how it can impact the IT industry. Palumbo (2020), opined WLB can help in motivating employees and can positively influence market productivity. The study would help in analysing important aspects achieved through work-life balance. It can help to rejuvenate the human mind. A relaxed mind can help in cultivating innovative ideas and that can boost the organisational performance in a competitive modern market. The IT industry is growing fast due to the immense demand and therefore, employees are expected to match their demand. However, if the workload is not distributed effectively, it will create extreme pressure on employees. Therefore, leadership is crucial as it can help in proper distribution via appropriate resource allocation. The study will explore these avenues and thus it is significant in the present context. 
1.8 [bookmark: _Toc171526397][bookmark: _Toc172819205]Research Structure
The introductory chapter decided the aim and objective behind the chosen research work and decided the research problem and rationale significance. Nonetheless, appropriate segregation of the study is required to develop a systematic research project. Therefore, dividing the structure according to the content is important. Hence, this initial part of the study prepared the research structure. The first chapter introduced the background information. However, the theoretical perception about the research work was obtained in the second chapter where existing literature was reviewed in an argumentative and critical manner. The development of academic notions was guided to discuss the chosen methods which were crucial for data accumulation and evaluation. Hence, the third chapter was decided to explain and justify the chosen methods. 
As the methodological descriptions offered accurate data accumulation and evaluation techniques, it became crucial to represent the data findings and analysis the same in an argumentative, logical and rational manner. Therefore, the fourth chapter is extremely crucial as it performs this task and answers the research questions in the form of a discussion. After the findings and analysis, the importance of developing a conclusion is necessary and the fifth chapter did the same. Here, the conclusion is developed and it was checked whether the finding was aligned with the objectives or not. Due to this the research accomplishment was decided and a recommendation to better the WLBwas determined.  
[image: ]
[bookmark: _Toc172658367]Figure 1: Research Structure
(Source: Author)





[bookmark: _Toc172819206]Chapter 2: Literature Review
[bookmark: _Toc172819207]2.1 Introduction
A literature review is stressed in research as that builds up a great knowledge base for the reader in a particular field of study. While this research aims to highlight the exclusive  role of leadership in maintaining the work-life balance across the IT sectors, the author has remained exclusively relevant to share background knowledge regarding how important leadership is to raise the work-life balance across organisations. Based upon the research questions set for the research, the author remained important in building up themes for covering the literature review.  The completion of the literature review exposed some literature gaps that were gathered from this range of studies. In addition, a conceptual framework was kept at the end of the review that helped the reader to derive a clear picture regarding what specific aspects were discovered through this study to  understand the background knowledge of the work. Please add a couple of sentences to discuss what you are going to discuss in the following sub-sections	Comment by Mubashir Ali: Well written.	Comment by Mubashir Ali: Follow the added sentence.
[bookmark: _Toc172819208]2.2 Importance and advantages of work-life balance in organisations
The most precious resource in any of the business sectors is its workforce. In the IT sector, success can be attributed to high employee performance. As per Maheshwari and Nayak (2022), performance management of employee is a process that shapes identify, assess, and improve individual results that align with the operations of the industry. Both the company and the employees benefit from good employee performance reviews because they help the latter better understand their performance levels. It is claimed that this feedback can help them achieve both their short- and also of long-term professional goals and raise standards in the IT sector (Alameeri et al., 2021). This facilitates the management's understanding of the necessity of management in this sector, which can motivate employees to keep their work-life balance maintained and produce their best work out of them. As mentioned by Puspitasari and Darwin (2021), the division of HR management headed by the leader in the IT sector plays a critical role in maintaining employee motivation and satisfaction to the work. In industries across business fields, maintaining the relationship between employees and customers is critical, and it can only be done when a worker is content in their position and follows a work-life schedule that works for them. 
By efficiently managing employee shifts, an IT industry organisation can enhance industry production and service quality while balancing the workload of its workforce (Haar and Brougham, 2022). It can also prevent shortages or overcrowding of employees when working in shifts. It builds relationships between workers and employers and improves job satisfaction among employees as well as the relationship between workers and of clients. The IT industry has established the organisation’s values by placing a high priority on employee satisfaction and work-life balance. As per Molnáret al. (2021), every industry if they want to place the highest standard across the market has to make sure that all of its employees are engaged and highly motivated. The process of optimizing efficiencies with the delivery of high-quality service to the organisation’s customers involves careful consideration of staff requirements, location hours, and customer demand. The establishment of a collaborative culture within the organisation is essential to the development of business processes, effective operation management, and high levels of efficiency headed by an effective leader (Waworuntu, Kainde and Mandagi, 2022). Most employees at the company think they can successfully manage their corresponding work with personal lives. 
[image: ]
[bookmark: _Toc172658368]Figure 2: Work – Life balance advantages across the sectors	Comment by Mubashir Ali: Figure 2 is not cited in the text. Furthermore, try to explain the components of figure one by one.
(Source: Molnár et al., 2021)
Employees in any organisation can have a healthy work-life balance if it is observed that their manager actively communicates with them all and seeks to resolve any issues that each of them may be having. For successful organisations worldwide, increasing team collaboration is essential to raising business awareness. As viewed by Gigauri (2020), the board of directors sitting at the apex level of the IT sector should use a proper checklist regularly to promote open communication and the organisation's leader should make and distribute a feedback sheet to improve the culture within that helps the workers feel enough satisfied with their jobs which they are holding. A positive organisational culture can help to increase productivity within an organisation. As stated by Heriyadi, Tjahjono and Rahayu (2020), the board of directors at the IT firms should establish communication protocols and offer mentorship opportunities to promote teamwork and also a positive work environment. The IT leaders ought to give careful thought to the feedback given by potential employees. This could lead to a rise in the positive recognition rate since it will facilitate to inspire potential employees of the company as they experience a good work-life balance.	Comment by Mubashir Ali: Good use of references.
Before starting the new sections establish a connection what and why you are going the discuss in the next section/sub-section.

[bookmark: _Toc172819209]2.3 Strategic steps to improve the work–life balance in organisations
Work-life balance is a procedure that assists the organisation’s employees of a firm to balance both their professional and also personal lives (Shouman, Vidal-Suñé and Alarcón Alarcón, 2022). With experiencing better work-life balance, the employees could be able to divide their time regarding different priorities and thereby, maintain a balance by devoting major time to vacations, health and family along with work. The fundamental step to enhance work-life balance is for creating a work-leisure plan. As per Ricardiantoet al. (2020), when a person is observed to be scheduling the tasks and divides the time significantly then it is observed that the employees have allocated appropriate timing to both their career development goals and work. At the similar time, the employees emphasized time for both personal development and leisure. For example, IT employees usage of  a compressed workweek plan to build a good balance at work despite their heavy and fixed schedules. As per Chaudhuri, AroraandRoy(2020), people should judiciously use time and avoiding wasteful activities that demand more time and energy as in return would not be producing any output for either the leisure life or working life. 	Comment by Mubashir Ali: Good use of references.
The IT employees are encouraged by the competent leaders to practice time management thereby, that is what enables the employees to feel less stressed during hectic schedules.  In addition, Riaz, AhmedandAli (2021) stated that delegating or outsourcing time-taking work to other people is also another procedure for maintaining a good work-life–balance. This step is followed by many IT sectors globally and this particularly serves two purposes not only does the work get completed yet, but another individual can stress on other things that may align more with the knowledge and skills which is found to be less stressful than usual. Grooming other employees is also possible by delegating and outsourcing the work across the business fields (Edeh et al., 2024). Relaxation is something that provides an improved work-life balance and further tends to enhance productivity levels in the professional field. Due to hectic schedules in the IT fields, employees often complain about not experiencing enough work-life balance in their working fields. 
However, Khoury (2021) stated that leaders have to ensure that the IT workers require enough time for relaxation and provide the employees ample scope to enjoy life. Often it is found that the employees do not prioritise working at the right time and ending up doing a large amount of work at the last minute. Such behavior by the employees is absurd and leads to poor quality of work with much hurry. This scenario is often observed across the IT fields where many employees end up working at the last minute due to an excessive load of work. In that scenario, what becomes necessary is to create a better plan that assists employees in saving unnecessary delays of time that can be utilised by the employees for personal work as well (Ali, Li and Qiu, 2022). The requirement of work-life balance across firms is inevitable. It is the work-life balance that raises employee motivation and further assists them to perform better at work.  Moreover, the employees can relieve stress and therefore, can spend their time with their near ones. It is the companies that can earn more return from an employee who remains rejuvenated and also refreshed in comparison to an overworked employee.	Comment by Mubashir Ali: Do the same - establish a connection what and why you are going to discuss in the next section.
[bookmark: _Toc172819210]2.4 Relationship existing  between the culture of organisation and work-life balance across organisations
Organisations with strong policies and benefits in place play the core role in the creation of a stringer work-life balance for the employees and the workers. As per the research of Puspitasari and Darwin (2021), in most cases, it is also seen that the employees of the organisation fail to take advantage of the policies and hence this leads to a decrease in the overall balance of the organisation. On the other hand, Maheshwari and Nayak (2022) stated that it is the culture of the organisation that supports overall flexibility and applies the practices of the work-life balance thus leading to the creation of less stressful environments and the productivity of the employees of the firm get improved. As per the research of Molnár et al. (2021), the perception of the supportive organisational culture shares a positive relation to the commitment of the organisation and is adversely related to the employee intention for leaving and work-life conflicts. Organisational culture is required to be created that can help in the process of shaping the employee's experiences of work-life. A positive culture can promote a positive work-life balance which helps in the process of increasing the business market productivity. 
Positive organisational culture promotes the growth of the employee and satisfied workers or the employees experience a balanced work-life with the development of wellbeing.  As per the research of Waworuntu, Kainde and Mandagi (2022), organisational culture supports work-life balance and thus leads to the lowering of depression. On the other hand, it can be stated that the unsupportive culture of the organisation results from the lack of support from the leaders’ managers and also of the colleagues with the long working hours. On the other hand, Waworuntu, Kainde and Mandagi (2022) stated that, specifically in the IT sectors maintaining the work-life balance has become important for the strengthening of the mental health of the workers and the employees. Positive leadership values are required to be promoted for the ensuing of the positive work culture within the organisation and the development of the work-life balance. Sustaining the work-life balance can be assured by the potential leaders of the organisation. The organisation can support the valued employees and the integration of private life and work. The role of the leaders in sustaining and creating a positive culture involves availability, understanding, trust, supportiveness and giving feedback. 
As per the research of Heriyadi, Tjahjono and Rahayu (2020), leaders must take the potential role in shaping the internal culture of the organisation and that can provide the most supportive working environment for the employees and the workers of the IT sectors. This could moreover help in the developing of the mental health of the employees and thus leads to the increasing of the level of the productivity. On the other hand, Gomes, Seman and De Montreuil Carmona (2021) stated that, in the culture of the organisation, strong employee legislation must be involved that could support the welfare of the employees. As opined by Mostafa and Abed El-Motalib (2020), the inclusion of the developed technologies can help in shaping the mental health of the employees of the IT sectors increasing the productivity and the revenues of the organisation. A certain range of health provisions must be added to the culture of the organisation that could lead to the promotion of the work-life balance of the sectors with the reduction of the level of stress of the employees. Hence improved work culture can pose the core values in the shaping of the work-life balance of every sector.	Comment by Mubashir Ali: Do the same - establish a connection what and why you are going to discuss in the next section.
[bookmark: _Toc172819211]2.5 Role of Leadership to enhance the work-life balance in Organisations
The leaders of the organisation must lead by example and ensure that the manager and also the senior leadership team maintaining a healthy work-life balance. Effective managers can inspire employees in the IT sector to pursue excellence. According to Susanto et al. (2023), workers across the firms will be feeling highly valued and satisfied with the workplace's certain rate of vibrancy when leaders of the organisation are observed to be maintaining a healthy work-life balance. Maintaining a work-life balance can surely increase to job satisfaction across the workplace. Nonetheless, it is also asserted that the capable leadership offered by the IT sector plays a significant role in lowering the number of employee absences within an organisation and further motivates the employees to emerge as productive people.  Hence, Ali, Li and Qiu (2022) stated that motivated and inspired workers largely contribute to increasing the level of productivity within the company and boosting the overall organisational effectiveness. Large organisations are observed to be highly motivated to establish a business market mindset and a competitive business environment by implementing the potential style of leadership values' operation within the organisation. 
For the situation to develop, the leaders must implement the proper leadership practices and procedures, and that can only take place when the leadership possesses the ideal balance of commitment, competence, and character (Fuadiputra and Novianti,2020). The best theories of effective leadership, like transformational leadership, support work-life balance the most because they consider employees' outcomes both at work and outside of it. Consequently, the IT sectors in the market must adopt a transactional leadership style or transformational that promotes positive working relationships existing between managers and employees and considers employees' assessments of work-life policies and practices. Particularly, Arief, Purwana and Saptono(2021) stated that successful leaders have been shown to inspire others around them to aim for even greater success. The majority of the sectors among the businesses have come to understand the importance of strong leadership to the general well-being of their business, which enables higher profitability and growth. As per Semanet al. (2022), Leaders with competent leadership attitudes in the IT sector set an inspiring example for the team and encourage a positive work environment by allowing everyone to maintain a healthy work-life balance across the business. Accordingly, it is believed that the business industries, which have valued competent leadership since its founding, have preserved the quality that encourages both work-life balance and the continuous expansion of the businesses' productivity. As viewed by Marseno and Muafi (2021), effective leadership behaviours, such as expanding team-building opportunities, evaluating performance, managing the organisation by objective, initiating appropriate training, ensuring honest communication, maintaining an open-door policy, and inspiring the organisation's followers, can all be enhanced by possessing emotional intelligence. 
The emotional intelligence exhibited by an effective leader in an organisation has a direct impact on followers' job satisfaction as the employees at the organisation can experience a great work-life balance. To create the most encouraging and happy work environment possible, an IT industry leader must be able to identify and comprehend the feelings of their team members and followers (Marques and Berry, 2021). Leaders who possess emotional intelligence are better able to establish trust and emphasise the need to uphold higher moral standards and honesty among their followers and create a great work culture encouraging better work-life balance. As per Suseno and Dewi (2024), when leaders manage their emotions well, their followers are better equipped to deal with obstacles at work. Customer satisfaction is frequently higher when a leader fosters team collaboration, and active participation in decision-making and allows them to experience a great work-life balance. The employees are observed to be more dedicated to providing great customer service and having a positive effect on satisfaction metrics when they are given the chance to suggest ideas and solutions (Kellyet al., 2020). Conversely, the statement indicated that transformational leadership in the IT sector can be encouraged to support positive leadership values and enhance employee performance and motivation within the organisation by allowing them good work-life balance across the sectors.	Comment by Mubashir Ali: Do the same - establish a connection what and why you are going to discuss in the next section.
[bookmark: _Toc172819212]2.6 Challenges the organisations face due to incompetent leadership which discourages the organisational work-life balance
In the recent era, it is seen that most organisations are facing challenges due to poor leadership values which thus discourage the work-life balance concerning the employees. As per the research of Wiradendi Wolor et al. (2020), lack of inspiration from the leaders and poor communication hurt work-life balance and employee demotivation specifically within the IT sectors. Workers in the IT industry often feel undervalued and lose trust in the organisation's leader. Lack of potential leadership support damages the work culture of the organisation through several sectors and makes it harder for employees to juggle work and personal commitments. On the other hand, Nauman, Zheng and Basit (2021) stated that poor leadership cultures are a result of poor policies and practices originating from the sectors. As a result, the business market's competitive advantages and productivity both sharply decline. Therefore, IT sectors need to adopt effective leadership strategies like transformational or transactional to influence future business market productivity and employee work-life balance. Therefore, human resource professionals view one of the main threats as the absence of development and training programs led by the potential leaders of the organisation (Alameeriet al., 2021). The main danger to the human resource management of the industries has been identified as the inadequate scope of traditional development and training methods incorporated by the leaders.
One of the biggest obstacles to leading positive change for human resource professionals is the demotivation of workers and employees. As per the research of Mostafa and Abed El-Motalib (2020), one of the biggest threats to the IT sectors is the workers' and employees' low engagement. Insufficient employee management in the IT industry is a sign of low work-life balance among staff members. Despite the organisation's high growth and recognition, the leaders of the company struggle to inspire their workforce. Employees fail to mitigate the primary organisational mission, and most leaders fail to inspire the correct vision for the company. On the other hand, Bjärntoftet al. (2020) stated that the absence of mentorship and inadequate training provided by leaders result in a lower level of employee engagement within the company and thus lead to the lowering of the productivity and the revenues of the organisation. This causes the IT organisation's sales values to drop precipitously and results in poor organisational growth. As per the research of Haar and Brougham (2022), ineffective leadership practices discourage workers from forming relationships with other members of the organisation and result in a decline in worker engagement in the specific sector. One of the main obstacles to inspiring employees within the organisation is a lack of information and a lack of support from the leaders.
[image: ]
[bookmark: _Toc172658369]Figure 3: Work-Life Balance Challenges	Comment by Mubashir Ali: Figure 3 is not cited in the text. Additionally, please discuss each component of the figure one by one.
(Source: Bjärntoft et al., 2020)
The leaders of the relevant projects or other experts within the organisation fall short when it comes to keeping up the workflow. This is a reflection of how ineffective projects are. As per the research of Wiradendi Wolor et al. (2020), a low work-life balance may be the outcome of low employee engagement in the company. The crucial responsibility of inspiring workers to improve organisational performance falls on the leaders of the organisation. The organisation's and the employees' productivity may suffer from a lack of acknowledgement and feedback from the side of the leaders. On the other hand, Puspitasari and Darwin (2021) state that, leading the authoritarian approach within any of the sectors can reflect the values of the poor leadership approaches. Leaders sometimes try to control all aspects of the organisation and discourage independent thinking hence leading to the creation of a toxic work environment. If an organisation's leader lacks the emotional intelligence to handle emotions, the productivity of the organisation may suffer. As a result, this may hinder the organisation's ability to grow and demonstrate its success. As opined by Gigauri (2020), it could be challenging for a leader with low emotional intelligence to manage conflict, understand team dynamics, and build stronger relationships with the company's employees. This could lead to a decrease in team morale, a drop in performance, and an increase in trust issues.
[bookmark: _Toc172819213]2.7 Tactics significant to strengthen leadership attitudes that encourage better work-life balance throughout the organisational sphere
Flexibility in communication: open communication can resolve any kind of confusion, regarding the organisational operations. When it is about IT sectors and their business management, flexibility, and efficiency in communication are highly required for maintaining the quality of performance and tech-based production (Kossek et al., 2023). Along with this, open and clear communication between leaders and employees or stakeholders can reduce the chance of misunderstandings and confusion over a task, which leads to the reduction of production time, on-time operational execution, and maintenance of work-life balance. 
Green decision-making process and supportive workplace environment: to maintain the work-life balance, an effective leader will always be focused on creating a sustainable decision-making process and cooperative workplace culture. The leader will foster equal opportunity for everyone in the team, to share their viewpoints or perspectives on the business decision. That is how the job motivation and mental satisfaction of all the team members are increased and as a result, high-quality production and team performance are developed (Lamane-Harim, Cegarra-Leiva and Sánchez-Vidal, 2023). As well as the participation rate or intention of employee engagement is also enhanced. A supportive workplace culture also fosters a better work-life balance by supporting each other in teamwork, reducing extra pressure or workload from incapable co-workers, sharing difficult tasks among team members, and adjusting, managing, or compromising the duty of tasks for co-worker's sudden rush or sudden inability of doing the task (Kaur and Randhawa, 2021). 
Distribution of tasks according to worker’s capability or ability: an effective leader should always be attentive towards the potential or skill or ability, remaining within an employee, and based on these criteria, the responsibilities should be distributed. It is significant to know the strengths and weaknesses of employees because their ability or capability will control the quality of production as well as their motivation (Susanto et al., 2022). Apart from managing the production quality, this tactic also can foster a healthy work-life balance. An employee with high confidence or self-esteem can finish the task on time as well as maintain high quality. 
Alignment between business goals and organisational potentials: before making business goals, organisations need to know about their internal potentials or capabilities. Healthy alignment between workplace ability and business targets is not only effective for organisational growth and development but also significant for maintaining a work-life balance for stakeholders (Oludayo and Omonijo,2020). If leaders are not aware of their organisational potential, the mental peace of employees as well as the participation rate and job satisfaction of workers will be destroyed, because the unalignment can enhance the excessive work pressure work pressure of unfulfillable business goals and affect the work-life balance across the organisational sphere (Xiaoyu,2024). 
Providing time-reducing infrastructural support: in an organisation like the IT sector, business operations are connected to digitalization and technological advancements. In these industries, the work-life balance is positively maintained by providing high-quality technological support, digital infrastructural innovation, and time-saving digital measurement tools (Sani and Adisa, 2024). With the help of computerized programming and software, a critical task can be executed before time as well as the infrastructural facilities, innovation, digital creativeness, and technologies can foster a green work-life balance for the organisational members. 
Setting clear expectations: in ineffective leadership, developing and circulating clear expectations is an important responsibility of a leader. To maintain the quality of production and enhance the participation rate, it is significant to notice the well-being of employees or stakeholders (den Dulk et al., 2024). Mentally satisfied and motivated employees can provide high-quality performance and production, which is why, the establishment of strong boundaries, policies, and regulations, regarding working hours, workload, and response times, is important. 
Encouraging self-care, recognizing and rewarding balance: promotion of self-care and spreading messages about the well-being of employees through wellness initiatives, employee assistance programs, and mental health support, can motivate workers to maintain work-life balance (Handoyo and Kharismasyah,2024). An effective leader should identify, acknowledge, and reward the employees, who operationally support work-life balance and try to maintain a green culture and behavioural balance within the workplace (Komariyah and Pahrijal,2024). As well as, the employees should be praised by the leaders, who foster collaboration, cooperative teamwork, and mutual support to reduce the headache and stress of low-skilled workers. 
Regular evaluation, monitoring, and improvement: an effective leader assesses the well-being of employees and cultivates burnout by facilitating required resources and support. Regularly and continuously refining and assessing the approach to sustainable balance of work and life is significant for entire growth or development of an organisation in the IT sector (Dzingwa and Terblanche, 2024). An effective leader will be attentive toward improving the simultaneousnessof life and work and try to make that relevant and effective as well. 
By incorporating these tactics, leaders can provide a workplace environment, that respects the mental, psychological and physicalhealth of organisational members and supports green coordination of work and life as well as promotes a green and productive organisation. 
[bookmark: _Toc172819214]2.8 Theoretical Perspectives	Comment by Mubashir Ali: Please do add few sentences related to theoretical perspectives and then introduce the sub-sections.
[bookmark: _Toc171526407][bookmark: _Toc172819215]2.8.1 The Boundary Management Model of Work-Life Balance:
The boundary management model is a framework that supports the work-life balance of organisational members. This model promotes the value and necessity of making boundaries between personal life and work. The model includes five major boundary responsibilities, 
Setting of boundaries: for maintaining a coordination between work and life, it is important to set an unbreakable boundary between personal life and work life. 	Comment by Mubashir Ali: Provide relevant references.
Maintenance of boundaries: constant maintenance and supervision of boundaries is necessary for maintaining a green work-life balance.  
Flexibility of boundaries: sometimes, the boundaries have to be adjusted due to personal needs, workplace responsibilities, or family duties (SUBAGYO, Muchson and FORIJATI, 2024). In those cases, the boundaries have to be flexible and adjustable, regarding the requirements of the workplace or personal life. 
Communicational boundaries: it is important to openly communicate about the boundaries with people in life like leaders, managers, colleagues, and family. 
Respect boundaries: as per the model, it is significant to exchange and show respects to each other’s boundaries. Respecting each other's boundaries means, the enhancement of a healthy and cooperative workplace culture and collaborative employee morale (den Dulk et al., 2024). 
According to the model, the boundaries are not one-time responsibilities, but an ongoing process, which needs regular attention and adjustments. Effective boundary management leads to, the improvisation of work-life coordination, reduction of conflicts between work and personal life, increment of focus and productivity, maintenance of the relationship between colleagues and family, and enhancement of entire well-being (Handoyo and Kharismasyah, 2024). 
By effectively and efficiently maintaining boundaries, individuals can form a green balance between work and personal life. 
[bookmark: _Toc171526408][bookmark: _Toc172819216]2.8.2 Theory of Transformational leadership, regarding the management of Work-Life Balance:
Transformational leadership is one of the effective and positive styles of leadership, that encourages and fosters a healthy work-life balance throughout the organisational sphere. Apart from maintaining a green balance between work and life, this motivational leadership style or management motivates and inspires employees to be focused on the visions and goals of the business, to achieve them efficiently and effectively (Kossek et al., 2023). 
Duties: transformational leaders empower employees, provide a healthy workplace environment, encourage growth and innovation, develop team members, lead by example, and build loyalty and trust. 	Comment by Mubashir Ali: Add relevant references.
Characteristics: Some characteristics of transformational leadership are an increment of employee management, a boost of job satisfaction, enhancement of innovation and creativity, the existence of a healthy decision-making process, green workplace morale and relationships, and the giant success of organisations. 
Transformational leadership involves, 
Idealized influence: transformational leaders act like role models, and collect respect, trust, and admiration from their followers. With great influence, transformational leaders can make their special places within the psyche of followers. 
Intellectual stimulation: these leaders are too effective to encourage innovation, creativity, and brainstorming ability or critical thinking. Transformational leaders can cultivate the inner potential of an individual by reading their mind and capability. 
Individualised Consideration: apart from focusing on business innovation and organisational development, transformational leaders are also attentive to the personal needs and perceptions of employees (Susanto et al., 2022). To maintain high quality in employee performance and production, these leaders always try to fulfil their needs, aligned with the sustainability of the business.  
Inspirational motivation: transformational leaders foster an open and flexible leader-follower relationship, where organisational members can flexibly share their viewpoints and perceptions as well as openly communicate with leaders about their personal needs, business or organisational needs, and professional growth (Xiaoyu, 2024). Leaders also share their decisions and thoughts with followers and allow others to join the decision-making process by sharing innovative ideas (Saniand Adisa, 2024). By fostering motivation and enthusiasm, transformational leaders can efficiently deal with any kind of organisational crisis by cultivating satisfied employees' brainstorming ability. 
Idealisedbehaviour: transformational leaders also support diversity and inclusion within the workplace, to make production more innovative and competitive. That is how, the demonstration of ethical behaviour, healthy work-life balance integrity, and commitment to excellence can help the organisation achieve competitive advantages and strong placement in the global market (Komariyah and Pahrijal, 2024).  
[bookmark: _Toc172819217]2.9 Literature Gap
Research projects always encounter specific gaps while carving out the literature review and this study is no different. The literature looks at how leadership can help the industry and to some extent how the IT industries are capable of achieving a better work-life balance. However, the main gap here is that this literature failed to delve too deep or look into how specifically the IT industry handles work-life balance and the way leadership attitudes at the IT workplaces encourage better work-life balance. Subsequent research in the future will close this gap being identified in this literature review.
[bookmark: _Toc172819218]2.10 Conceptual Framework	Comment by Mubashir Ali: Please do improve the quality of the figure - As I can see there is some missing text.
 (
Investigation on the role of leadership in improving
 work life balance within the IT
 sector
Strategic steps to improve 
the work-life balance in organis
ations
Relationship between the 
organisation
al culture and work-life balance across 
organisation
s
Challenges the organisations face due to incompetent leadership which discourages the organisational work-life balance
Importance and advantages
 of work-life balance in organis
ations
Employee motivation
Satisfaction at work
Enough time for relaxation
Health provisions
Competence
Commitment 
Inadequate scope
Theoretical Perspectives 
The Boundary Management Model of Work-Life Balance
Work-leisure plan
Increasing the productivity
Role of Leadership 
to e
nhance the work-life balance in 
organisation
s
D
amages the work culture
Tactics significant to strengthen leadership attitudes that encourage better work- life balance throughout the 
organisation
al sphere
Setting clear expectations
Providing time-reducing infrastructural support
Theory of Transformational leadership
)

[bookmark: _Toc171527455][bookmark: _Toc172658370]Figure 4: Conceptual Framework	Comment by Mubashir Ali: Figure 4 is not cited in the text. Additionally, please do explain the conceptual framework in more detail.
(Source: Author)	Comment by Mubashir Ali: No need to write like - Source: Author - If you have created or proposed anything then no need to add any source etc.

[bookmark: _Toc172819219]2.11Summary
Work-life balance is a necessary factor in organisations like IT sectors because the business operations of those industries are dominantly connected to the mental effort, excellence, and intelligence of employees. Apart from this, technological innovations and digital advancements are also necessarily connected to business operations, which need to be efficiently driven by tech-savvy workers or Digi-efficient employees. Without mental peace, motivation, and the rest of the brain, high quality cannot remain within the programming, production, and performance. A healthy work-life balance can be generated only by positive and supportive leadership management, which needs to be implemented not only in the IT sector but in other business organisations also. 	Comment by Mubashir Ali: Good approach to summarise the chapter.

[bookmark: _Toc172819220]
Chapter 3: Research Methodology
[bookmark: _Toc172819221]3.1 Introduction
To answer the research questions, the methodology chapter purports to represent the correct process that is adhered to throughout the investigation. In the research that follows, a thorough qualitative analysis conducted among IT sectors is conducted with consideration for the secondary data collection method. To guarantee the best possible research results, interpretivism philosophy and inductive research approach were taken into account.
[bookmark: _Toc172819222]3.2 Methodological Choice–Research Onion	
The research onion is the diagrammatic representation of the research methodology that includes the core stages and subsequent steps in reflecting the methodological interpretation. Research onion was formulated by Saunders, Lewis and Thornhill (2019: 52) and the layers are observed to be opened concerning with the uncovering each of the layers. It poses the most effective way of illustration that removes complexities and is conducted systematically. Just like the main steps of the research methodology, specifically, the layer that is at outer reflects the research onion analyses the research philosophy, driven by the second layer of the research approach and the third one is the research strategies. These layers are acknowledged by the certain methodological techniques, choices and time horizons, and ultimately end up with the definite choice of the techniques as well as the selected investigation. In the following research, the steps of the research onion is observed appropriately for the deriving of the necessary  research outcome.
[image: Guide to Understanding the Research Onion | 15 Writers]
[bookmark: _Toc172658371]Figure 5: Research Onion	Comment by Mubashir Ali: Figure 5 is not cited in the text.
(Source: Saunders, Lewis and Thornhill, 2019). 

[bookmark: _Toc172819223]3.3 Research Philosophy
Knowledge, nature, and the research study's underlying assumptions are all related to the philosophical foundation. As interpreted by Alharahsheh and Pius (2020), interpretivism philosophy emphasises the significance of meaning, reason, and the context of human behaviour, whereas positivism philosophy interprets that all knowledge and information regarding the facts is developed on the positive experience of the data. Conversely, realism portrays the reality of modern life and rejects imaginative idealisation. In the research, interpretivism philosophy was considered as it produces data of high validity to support qualitative research that understands the nature of human emotions. As interpretivism philosophy focuses on personal motivation and meaning hence its consideration was justified in the analysis of the role about the  leadership in shaping work-life balance within the IT sectors. Yet interpretivism philosophy is deeply criticised as their finding of the research fail to predict and investigate the future outcome as it could be solved by positivism philosophy.	Comment by Mubashir Ali: Try to cite at least three to four references.
[bookmark: _Toc172819224]3.4 Research Approach
Research approaches refer to the protocols and strategies that facilitate the transition from general hypotheses to specific techniques for gathering and analysing data. According to Kim's research (2021), the inductive approach starts with a broad data analysis and then looks for the development of the theoretical interpretation, whereas the deductive approach is concerned with the development of the hypothesis based on the theories that are currently in place. The inductive approach was taken into consideration in the research that followed because it works well for qualitative research and facilitates the gathering of reliable data. The inductive approach is capable of capturing the complexities of real-world phenomena; thus, the consideration of the inductive approach was justified in the examination of how leadership influences work-life balance in the IT industries. As inductive approaches do not consider the metadata, they configure the limitation of the ability to provide accurate recommendations.
[bookmark: _Toc172819225]3.5 Research Design
The framework for the research methods the author selected to cover out the complete  study is known as the research design. According to Pandey and Pandey's research from 2021, an explanatory design, also known as a descriptive research design, starts with an investigation and makes the claim that it understands the topic generally, whereas an exploratory design investigates why things happen and when there is limited information available. The subsequent study employed a descriptive research design with the aim of gathering data in a methodical manner to explain the role of leadership in the promotion of the work-life culture within the IT sectors. Descriptive research design is capable of reflecting the research’s subjective phenomena. The author can encounter several issues with leading descriptive research design, including bias, lack of control, and shallow research context.	Comment by Mubashir Ali: Please use appropriate references.
[bookmark: _Toc172819226]3.6 Research Strategy
As mentioned by Mishra and Alok (2022), a scheme or plan by which the activity to search for and assess data can be identified is called a research strategy. To investigate how to enhance work-life balance in the IT industry through leadership, a pure secondary qualitative strategy was maintained by the author to reflect on the desired findings of the study. The author remained strict about choosing a qualitative research strategy since, it explores the opinions, behaviours and also of social causes in an in-depth manner regarding the population. On behalf, of qualitative strategy is time–consuming and resource–intensive, thereby, it could have created an issue however, the author was careful about it.
[bookmark: _Toc172819227]3.7 Data Collection and Data Analysis Method
The below-mentioned inclusion and exclusion criterion was followed to cover the analysis:
	Inclusion criteria
	Exclusion criteria

	· Secondary research sources with suitable subject contexts with the mentioned keywords
	· Secondary data with varied descriptive data with none of the provided keywords

	· Full-access secondary sources
	· Only Abstract availability in the sources

	· Sources having publication years between 2020 – 2024
	· Secondary sources published before the year, 2020.

	· Secondary sources are written in the English language.
	· Secondary sources written in other of the national and regional languages.


[bookmark: _Toc169529990]
[bookmark: _Toc172658397]Table 1: Inclusion and Exclusion Criteria	Comment by Mubashir Ali: Table 1 is not cited in the text.
(Source: Author)	Comment by Mubashir Ali: Remove it.

As per Fuller et al. (2020), there exists as  two primary and secondary data collection methods which can be followed, and the procedure selected depends on the circumstances surrounding the study. To reflect the leadership perspective on enhancing work–life balance in the IT sector, a secondary qualitative method was used. The dissertation used the systematic literature review technique (SLR) to gather information, and the thematic method as the analysis technique which developed themes based upon the study's objectives and the data was evaluated. Theme are built aligned to the objectives. It is decided that for conducting this systematic literature review (SLR), specific keywords such as “Work-Life Balance”, “Leadership Role”, “Relationship between Leadership Role and Work-Life Balance”, and “Contribution of Leadership Role to improve Work-Life Balance in UK-IT firms” were used to identify the probable ones. The data was gathered from 50 peer-reviewed journals that are fully accessible in PDF format on the reputable Google Scholar platform.
[bookmark: _Toc172819228]3.8 Ethical Considerations
Since, ethical concerns ensure the research's morality, ethical considerations are important to research (Suri, 2020). Even though this study used a secondary qualitative approach, ethical issues were still carefully taken into account. The study secured and protected the individual scholarly thoughts of potential sources by using the Data Protection Act of 1998. It was totally discouraged by the author to injure oneself or another person during the course of the dissertation. Furthermore, the study had never satisfied any kind of commercial requirement; it had only ever strictly satisfied academic requirements. The entire work stressed to follow the Harvard Referencing Style. 
[bookmark: _Toc165545936][bookmark: _Toc166517382][bookmark: _Toc172819229]3.9Summary of Key Findings
	No. of studies
	Study (Author)
	Year
	Title
	Theme

	1.
	Dolce et al. (2020)
	2020
	Far away, so close? The role of destructive leadership in the job demands-resources and recovery model in emergency telework.
	During the major time of COVID–19 pandemic, individuals have started teleworking intensively that had led to advantages to economic continuity. However, during the COVID – 19 period, work-related challenges emerged immensely. This study highlighted the destructive role of leadership and how it has assisted international teams in defeating work-related challenges and allowing job satisfaction.

	2.
	Chamakiotis, Panteli and Davison (2021)
	2021
	Reimagining e-leadership for reconfigured virtual teams due to Covid-19
	The COVID–19 pandemic has transformed into a virtual world of working. E- leadership has played a competent role in managing virtual teams at the workplace. This study played a significant role in focusing on e-leadership and how it assisted in configuring the virtual teams and drawing an over-performing and virtual team.

	3.
	Astakoniet al. (2022)
	2022
	Spiritual Leadership, Workplace Spirituality and Organisational Commitment; Individual Spirituality as Moderating Variable
	The exclusive reason  of the study is to explore the main relationship between workplace spirituality, commitment to organisation and individual spirituality. Results suggest that a firm's level of commitment is hugely improved by spiritual leadership. Spiritual leadership retains a favourable influence on the workplace spiritualities levels. Workplace spirituality enhances organisational commitment.

	4.
	Emre and De Spiegeleare (2021)
	2021
	The role of work–life balance and autonomy in the relationship between commuting, employee commitment and well-being. The International
	Commuting can be regarded to be highly stressful and tiring as well. This research investigated the implications regarding commute time for the well–being and commitment of the employees. This source used "job demand approaches" and "conservation of resources" to put an argument that employees with longer commutes shows less commitmentcommitted and experience reduced well–being.

	5.
	Sainju, Hartwell and Edwards (2021).
	2021
	Job satisfaction and employee turnover determinants in Fortune 50 companies: Insights from employee reviews from Indeed. com.
	This study highlights that a mandatory aspect of HR management is acknowledging the values of employees, satisfaction factors, and motivations. There exist relationships between the satisfaction of employees, positivity and negativity, values, and retention rates of employees. Every industry allows the leaders and also the human resource manager to advocate decisions on employee satisfaction at the workplace.

	6.
	Aziz et al. (2023)
	2023
	A CASE STUDY OF A SERVICE ORGANISATION IN MALAYSIA: EMPLOYEES BALANCE, WORK COMMITMENT & LEADERSHIP STYLE ON JOB SATISFACTION DURING REMOTE WORKING
	This research aimed to explore the connections between commitment of work-life balance, to work and leadership styles, and as well as job satisfaction among remote non-managerial employees of a Malaysian service company. A more positive leadership attitude makes it much easier to address issues within the organisation, such as higher employee rate  of turnover, unethical behaviourism, lower productivity levels and has rate of the absenteeism.

	7.
	Handayani and Khairi (2022).
	2022
	Study on the Role of Quality of Work Life and Leadership on Employee Performance.
	This study emphasises the importance of work-life balance across organisations. Better work-life balance contributes to improved satisfaction of jobs. This study again exposed  the role of leadership in affecting employee performance. Competent leadership across all the potential sectors across the economy play a massive positive role in encouraging better employee performance and assuring organisational growth.

	8.
	Katili, Wibowo and Akbar(2021)
	2021
	The effects of leadership styles, work-life balance, and employee engagement on employee performance.
	One of the significant tactic for enhancing business performance is employee engagement. The purpose of this study is to clarify the relationships  existing between leadership philosophies, work-life balance, employee engagement, and performance. Employee work engagement is strongly impacted by work-life balance, and employee performance is strongly impacted by employee engagement. Improving  work-life balance and leadership philosophies could help the organisation increase employee engagement.

	9.
	Hayati (2022).
	2022
	Transformational Leadership How its Effect Work-Life Balance and Employee Engagement.
	The purpose of this research is to analyse the way by how  transformational leadership affects employee engagement and work-life balance. When a leader encourages and inspires their team members to reach extraordinary goals and reach their full potential, the result is increased happiness, engagement, and positive perceptions of the organisation among the workforce. Employees can ensure a healthy – level of  work-life balance with the assistance of a transformational leader.

	10.
	Setyaningrumand Pawar(2020).
	2020
	Quality work life and employee engagement: does servant leadership influence employee performance?
	The key motivation of the research is to investigate the effect of each of the variables of Quality Work Life on Servant leadership, Work Engagement on Employee Performance, Servant Leadership depicted on Work Engagement and Servant Leadership on Employee Performance. It is regarded that the work–life plays a major mediating role into the  servant leadership and poses a stronger and consistent effect on the work engagement dimensions.

	11.
	Tran (2021)

	2021
	Organisational culture, leadership
behaviour and job satisfaction in the Vietnam context.
	This study aimed to refute the notion that job satisfaction and leadership behaviour are largely influenced by organisational culture types. However, Relationship-oriented leadership behaviour shares negative correlation with hierarchical cultures. satisfaction of Job was positively influenced by an adhocracy culture. style of Leadership and also job satisfaction were not mandatorily impacted by either clan or of the market culture.

	12.
	do Adro and Leitão (2020)
	2020
	Leadership and
organisational innovation in the third sector: A systematic literature review.
	The influence of the world-wide recession has served to raise pressure over the non–profit organisational resources. However, this research highlights the exclusive role of executive leadership as a mandatory component to allow the success of the business institutions largely. A lack of qualified leaders remains unsatisfactory to promote organisational innovation while, there should be qualified leaders to allow organisational growth.

	13.
	Kasbuntoroet al. (2020)
	2020
	Work-life balance and job satisfaction: A case study of
employees on banking companies in Jakarta.
	The harmonious coexistence of one's personal and professional lives is referred as work-life balance. Work-life balance is one of the most significant elements that can encourage greater job satisfaction. Initiatives for work-life balance are currently being implemented by many companies to recapture the talent and commitment required to reach the objectives.

	14.
	Boamah et al. (2022)
	2022
	Striking a balance between work and play: The effects of work-life interference and burnout on faculty turnover intentions and career satisfaction
	The study stresses on the interactions between personal life and work is significant to ensure work – well-being specifically during the times of COVID–19 when the lines between home and work are blurred. As the employees across the sector result in work burnout hence, it poses an adverse impact on the faculty member's psychological and physical health largely.

	15.
	Labrague, L.J., Nwafor, C.E. and Tsaras, K., (2020).
	2020
	Influence of toxic and transformational leadership practices on nurses' job satisfaction, job stress, absenteeism and turnover intention: A cross‐sectional study.
	The research examined the intervene of toxic and as well as transformational leadership practices over the workforce satisfaction practices, psychological distress, intention to leave the firm or absenteeism. However, it is reflected that transformational leadership produces favourable employee performance and thus contributing to better job outcomes for the employees.

	16.
	Belias et al. (2022)
	2022
	Job satisfaction as affected by types of leadership: A case study of the Greek tourism sector. Journal of Quality Assurance in Hospitality & Tourism
	This research explores the interconnection between the job satisfaction of hotel employees and transformational leadership in Greece. It is found that the employees with the assistance of transformational leadership are capable of drawing better job satisfaction. Varied types of leadership share a positive correlation to job satisfaction. Such knowledge can immensely manage HR in the hotel sector.

	17.
	Alwali and Alwali  (2022).
	2022
	The relationship between emotional intelligence, transformational leadership, and performance: A test of the mediating role of job satisfaction.
	This study effectively examines the connection existing between the job satisfaction of the workforce and performance in the workplace. It also demonstrates how job satisfaction acts as an essential mediator in the existing relationship between emotional intelligence and as well as job performance. Job satisfaction and performance at work are positively correlated in any of the professional work settings.

	18.
	Kosseketal. (2023)
	2023
	Missed connections between the leadership and work-life fields: Work–life supportive leadership for a dual agenda
	The study emphasises that work-life balance and also the leadership literature both place a strong emphasis on employee management, albeit they are not fully integrated. Leadership theory is noticed as work-centric and overemphasises the variables that impact the nonwork outcomes of leaders and subordinates when it comes to developing leadership styles. Research on the subject rarely addresses work-life balance because leadership theories demonstrate that it is only one facet of what leaders can accomplish.

	19.
	Kuknor and Bhattacharya (2022)
	(2022)
	Inclusive leadership: new age leadership to foster organisational inclusion.
	The study is important to explore  the relationship between organisational inclusion (OI) and inclusive leadership (IL) and further investigate the contribution of IL and OI in HR development. The research emphasises that due to the inclusion of leadership across industries, leaders retain the capabilities to lead a diversified group of individuals while also demonstrating respect for each person's exceptional characteristics without bias.

	20.
	Al-Ghazali (2020)
	(2020)
	Transformational leadership, career adaptability, job embeddedness and perceived career success: a serial mediation model.
	The study highlights that transformational leadership is massive in respect to promoting career adaptability, success in the career and job embeddedness. Professional success is seen as being at a potentially elevated level by transformational leaders. Moreover, job embeddedness and career adaptability frequently act as mediators into the interconnection between the aspect of transformational style leadership and also perceived career success.

	21.
	AlblooshiShamsuzzaman and Haridy  (2021).
	(2021)
	The relationship between leadership styles and organisational innovation: A systematic literature review and narrative synthesis.
	The research denotes the significant role of leadership in contributing to the innovation by analysing  various publications that elaborate the relationship existing between varied leadership styles and innovation. Different leadership styles produce a positive influence on the organisational innovation that is either direct or indirect that at last influences employees, organisational climate and leaders' behaviours.

	22.
	Fryand Egel (2021).
	(2021)
	Global leadership for sustainability. Sustainability,
	The study prioritises that social and environmental challenges that all firms face help to identify new genre of leadership models, strategies, and tools which are needed to apply organisational change for sustainable development. Global sustainability leaders work harder to adopt a definite triple bottom line, majorly sustainable, and as well as balanced approach.

	23.
	Niinihuhta and Häggman‐Laitila (2022)
	(2022)
	A systematic review of the relationships between nurse leaders' leadership styles and nurses' work‐related well‐being.
	The study reflects to summarise the relationships between the employee's styles of leadershipand their convenient work–related well-being. The study revealed that training on work-related well-being is necessary for employees such that they can showcase better performance across the sectors of work and gain sufficient recognition due to the work.

	24.
	Inayat and Jahanzeb Khan (2021)
	2021
	A study of job satisfaction and its effect on the performance of employees working in private sector organisations, Peshawar
	The goal of the present study was to evaluate how employee performance in Peshawar,Pakistan's private sector companies related to job satisfaction. Given the volatile political and economic landscape of Peshawar, businesses need to utilise a variety of strategies to satisfy and encourage their staff members and boost  them to produce high-quality work.

	25.
	Wirawan Jufri and Saman ( 2020)
	2020
	The effect of authentic leadership and psychological capital on work engagement: the mediating role of job satisfaction.
	This study showcases how the different kinds of leadership attitudes and their competencies contribute to better engagement at work. Additionally, the study focuses on reflecting on how authentic leadership works at its best to boost the psychological capital over work engagement and that directly influences better satisfaction with the jobs.

	26.
	Iannotta, Meretand Marchetti (2020)
	2020
	Defining leadership in smart working contexts: a concept synthesis.
	This study examines the significance of leaders trying to pursue the potential ethical, cultural, technological, and behavioural objectives regarding smart working practices to gain anelaboratedacknowledgement  of leadership in a definite smart working context. When combined, the concept and helpful definitions of "smart leadership" offer insightful direction for additional study and managerial application.

	27.
	Nishii and Leroy (2022)
	2022
	A multi-level framework of inclusive leadership in organisations.
	Interest in inclusive leadership has grown as a result of the expanding corpus of research on inclusion and creating inclusive environments in organisational settings. The discussion has mostly moved away from the differences between inclusion and diversity and whether or not inclusion is required to maximise the performance of a workforce that is becoming more and more diverse.

	28.
	Maisyura, Aisyah and Ilham (2022)
	2022
	Transformational leadership in organisational transformation.
	The study remained relevant to expose how important is transformational leadership to ensure positive organisational transformation. In this huge world of competitiveness across industries, each of them tries to be better than the other one. Hence, it is reclaimed irrespective of the particular sector, industries must embrace transformational leadership that induces improved innovation and boost organisational performance in a better way possible.

	29.
	Hargitaiand Bencsik( 2023)
	2023
	The role of leadership in digital learning organisations.
	The study emphasises that finding out how learning organisation necessary cultures interact with the factors accelerating digital transformation is the goal of the study. Even though leadership is essential to helping organisations with their digital transformation and creating the learning organisational culture that goes along with it, every relationship in the model has a strong positive correlation.

	30.
	Alwali and Alwali (2022).
	2022
	The relationship between emotional intelligence, transformational leadership, and performance: A test of the mediating role of job satisfaction. Leadership &OrganisationDevelopment Journal,
	This study examines the connection between doctors' job satisfaction and also the performance into the Iraq’s public hospitals. It also demonstrates how job satisfaction denotes as a mediator in the existing relationship existing between the emotional intelligence and also the job performance. The results of the study show that job satisfaction and productivity show positive correlation. Furthermore, the study demonstrates which job satisfaction functions as a positive mediator into the relationship existing between emotional intelligence and also the job performance.

	31.
	Zhou et al. (2021)
	2021
	Exploring the relationship between despotic leadership and job satisfaction: the role of self-efficacy and leader-member exchange.
	The study emphasises the role of despotic leadership contributing to employee job satisfaction by utilising self–efficacy. The field has produced more pertinent research over the necessary antecedent variable regarding self-efficiency further comprehends the aspect of mechanisms regarding the despotic leadership, and offers helpful enlightenment programmes to draw in and keep workers.

	32.
	Akdere and Egan (2020).
	2020
	Transformational leadership and human resource development: Linking employee learning, job satisfaction, and organisational performance.
	The study explored how transformational leadership attitudes and HR development are interlinked. Across the business sectors, both leadership attitudes and human resource development allow to raise employee learning attitudes and further contribute to better satisfaction at jobs and organisational performance. Client trust is secured across the firms that naturally delve to raise the entire organisational growth.

	33.
	Quek et al. (2021)
	2021
	Distributed leadership as a predictor of employee engagement, job satisfaction and turnover intention in UK nursing staff. Journal of Nursing Management,
	The study finds out how employees' intentions to leave a large UK hospital, satisfaction as well as their feelings of empowerment, and engagement at work, are impacted by the distributed leadership of the shared governance programme. In the context of UK workplaces, distributed leadership has been demonstrated to be advantageous in fostering employee engagement and empowerment, improving organisational commitment, and job satisfaction and lowering the intention of employee turnover.

	34.
	Purwanto et al. (2021)
	2021
	Effect of transformational leadership, job satisfaction, and organisational Commitments on organisational citizenship behaviour.
	The research reflected that into a supply chain management company, the significant purpose of this study was to identify and investigate the relationships existing between organisational commitment, satisfaction at work organisational citizenship behaviour, and also the transformational leadership. In supply chain management firms, organisational citizenship behaviour is influenced by work satisfaction and organisational commitment.

	35.
	Saputraand Mahaputra (2022)
	2022
	Effect of job satisfaction, employee loyalty and employee commitment on leadership style (human resource literature study). Dinasti International Journal of Management Science,
	The research highlighted the effect of  satisfaction to job, employee loyalty and also of employee commitment on the styles of leadership. This study showed that job satisfaction produces an impact on leadership style. In addition, both employee loyalty and commitment share an impact on the styles of leadership.

	36.
	Dungand Hai (2020)
	2020
	The effects of transformational leadership and job satisfaction on commitment to organisational change: a three-component model extension approach.
	The present study set out to explore  the relationships between necessary transformational leadership, work satisfaction, and employee commitment to significant organisational change. Organisations can maintain the positive attitudes and behaviours of their workforce by putting transformational leadership into practice and making sure that employees are content in their roles. This is important for business operations because it encourages employee psychology, employee motivation, and positive behaviour.

	37.
	Al-maaitah, Alsoud and Al-maaitah (2021).
	2021
	The Role of leadership styles on staff’s job satisfaction in public organisations.
	The work stresses investigating the role of varied styles of leadership over the job satisfaction of the staff across public organisations. Proper leadership style embracement by potential leaders across the sectors plays the main role in improving employee satisfaction and thereby, finding an efficient leadership style that boosts the firm's overall growth.

	38.
	Purwanto(2020)
	2020
	The role of job satisfaction in the relationship between transformational leadership, knowledge management, work environment and performance.
	From this study, it is showcased that the work environment retain significant influence on employee performance both indirectly and directly via mediating satisfaction of job. In addition, it has been advocated that job satisfaction or well-being directly caters to bringing positive employee performance across the varied levels of organisations in the world.

	39.
	Goestjahjantiet al. (2020)
	2020
	Impact of talent management, authentic leadership and employee engagement on job satisfaction: Evidence from Southeast Asian industries
	The research prioritised measurement the influence of authentic leadership and also talent management over  job satisfaction of the employees across the sectors. Talent management is something which retains  a direct and pertinent influence on job satisfaction both direct and indirect via mediating employee engagement. Improvement in talent management activities directly leads to employee readiness to  face Industrial Revolution 4.0.

	40.
	Purwanto (2020)
	2020
	The relationship of transformational leadership, organisational justice and organisational commitment: a mediation effect of job satisfaction.
	This study examined the exclusive connections perceived between task-oriented leadership style, definite psychological capital, satisfaction to job, and further organisational commitment using data from small and medium-sized Vietnamese enterprises. However, according to the research, it is found that task-oriented leadership increases organisational commitment, yet, it shares no effect on employees ‘psychological capital or job satisfaction.

	41.
	Huynh Hua (2020).
	2020
	The relationship between task-oriented leadership style, psychological capital, job satisfaction and organisational commitment: evidence from Vietnamese small and medium-sized enterprises.
	This reserach examined the connections between task-oriented leadership style, job satisfaction, psychological capital, and organisational commitment using data from SME’s Vietnamese enterprises. Task-oriented leadership increases organisational commitment, yet, the research shows that it does not affect employees' psychological capital or satisfaction with the job.

	42.
	An et al. (2020)
	2020
	Leadership and job satisfaction: Addressing endogeneity with panel data from a field experiment.
	Transactional and transformational leadership contribute a core role in the enhancement of the level of job satisfaction. Leadership training does notretain  a direct effect  on the change in the rate of satisfaction of job  of the employees of the organisation. Leadership training ensures job satisfaction and develops the level of productivity of the employees and the firm.

	43.
	Huning, Hurt and Frieder (2020),
	2020
	The effect of servant leadership, perceived organisational support, job satisfaction and job embeddedness on turnover intentions: An empirical investigation.
	The purpose of the research is to reflect the insight into the influence  of servant leadership on the rate of turnover intentions. Servant leadership shows relationship to employee turnover as job embeddedness is significant mediating which leads to the increasing turnover intention of the organisation, with the creation of a culture of collaboration and trust.

	44.
	Hayati (2020)
	2020
	The influence of visionary leadership, talent management, employee engagement, and employee motivation to job satisfaction and its implications for employee performance in all divisions of bank bjb head office.
	The research interprets that visionary leadership is good enough and shares a huge influence on job satisfaction. Simultaneously job satisfaction influences the performance of the employees of the organisation. Visionary leadership ensure work motivation and thus employees are capable of interpreting work-life balance that leads to an increase in the productivity of the organisation.

	45.
	AdiguzelOzcinar and Karadal (2020).
	2020
	Does servant leadership moderate the link between strategic human resource management on rule breaking and job satisfaction?
	Private organisations are perceived to be afraid of losing potential consumers in competitive environments. The servant leadership approach is included within the organisation by the leaders in assuring a higher rate of job satisfaction as this reflects the employees can exceed the targeted performance and share the positive contribution to the organisation.

	46.
	HARYONOand Sulistyo(2020)
	2020
	Effects of work motivation and leadership toward work satisfaction and employee performance: Evidence from Indonesia.
	The core motivation of the research is to determine the impact of leadership and work motivation on job satisfaction and its impact on the performance of the employees. Specifically, leadership and work motivation produces a positive impact on job satisfaction and lead to the encouragement of the well-being of the employees and thus the delivery from employees gets increased.

	47.
	Supriyanto, kowati and Maghfuroh (2020).
	2020
	Do organisational citizenship behaviour and work satisfaction mediate the relationship between spiritual leadership and employee performance?
	The research explains the role of spiritual leadership to shape organisational citizenship behaviours and work satisfaction and shapes the work-life balance. Spiritual leadership indirectly influences the performance of the employees and the level of job satisfaction mediates the effect of the spiritual leadership on the employee's performance and well-being.

	48.
	Khan et al. (2020)
	2020
	Probing the effects of transformational leadership on employees' job satisfaction with the interaction of organisational learning culture.
	The study explores varied leadership dimensions to measure well the organisational effectiveness. Job satisfaction is the indicator to measure organisational effectiveness. Transformational leadership exclusive role in playing a major role in developing job satisfaction for the employees of the banking sector.  Job satisfaction promotes employees' well-being. This could lead to the development of organisational productivity and help the employees to grow personally and professionally.

	49.
	Raja et al. 2020
	2020
	When ethics create misfit: Combined effects of despotic leadership and Islamic work ethic on job performance, job satisfaction, and psychological well‐being.
	The study emphasised which despotic leaders are tending to hinder employees' job satisfaction, job performance and psychological well-being. Negative leadership behaviours not only harm employees and subordinates yet they also impact negatively on the growth and productivity organisation. Poor leadership reflects lower  satisfaction to job  and leads to the diminished well-being of the employees of the organisation.

	50.
	Schaufeli (2021).
	(2021)
	Engaging leadership: How to promote work engagement?
	The research emphasises that leaders and organisations should seek engaged employees. Transactional and transformational leadership shows positively correlation with the satisfaction to employees and employee motivation and indirectly employee engagement. Thus, leadership plays a majorpivotal role in ensuring a healthy work-life balance that ultimately results in higher employee engagement and leads to the success of the employees and the organisation.	Comment by Mubashir Ali: Table is well prepared.




[bookmark: _Toc172658398]Table 2: SLR Table	Comment by Mubashir Ali: Table 2 is not cited in the text.
(Source; Author)	Comment by Mubashir Ali: Remove it.
[bookmark: _Toc172819230]3.10 Summary
To gather an in-depth investigation in regard to the leadership's role in enhancing work – life balance across the entire IT sector, the secondary qualitative approach was decided to be the best one to reflect on the findings. Interpretivism philosophical notion, inductivism approach and qualitative strategy have been recognised as one of the best ways to gather findings. While accepting appropriate ethical standards during the research helped the author achieve a successful overall outcome and validated the validity of the findings.	Comment by Mubashir Ali: Please extend it a bit more.


[bookmark: _Toc172819231]Chapter 4: Findings/ Results, Analysis and Discussion
[bookmark: _Toc172819232]4.1 Introduction
The findings chapter is crucial in linking all the sections that come before it and enabling the reader to understand the relationships between each section of the specific research paper. The author used three techniques to pique readers' interest in this section of findings that is the steps of analysis, interpretation, andexplanation were emphasised. The primary goal of the discussion chapter that was prioritised in this section as well as effectively able to highlight is to arrive at a final answer to the research question by comparing the contexts of the literature reviews and the contents of the findings and at last to secure viable findings. 
[bookmark: _Toc172819233]4.2 Findings	Comment by Mubashir Ali: Please add a couple sentences under the section Findings and then introduce the sub-section.

[bookmark: _Toc172819234]4.2.1 Theme 1: Leadership Contribution to an Improved work-life balance in the IT Industry
As per Supriyanto, kowati and Maghfuroh (2020), in the current day's fast-paced and demanding world sphere, it is important to know how to balance life and work and thereby, it is a real challenge specifically in the IT industry. Balancing of the work–life reflects the equilibrium between the professional as well as personal life and further ensures that such balance is not at all dismantled. Leadership contributes positively to IT firms by helping them to balance a healthy work – life which is not all crucial for personal well – being yet, also for the leaders and their organisational success. As mentioned by Aziz et al. (2023), it is easier to handle problems in the workplace, such as increased turnover of employee, certain unethical behaviour, poor ingenuity, and high rate of absenteeism, when there is a more upbeat leadership attitude.A mandatory aspect of HR management is acknowledging the values of employees, satisfaction factors, and motivations.
According to Sainju, Hartwell and Edwards (2021), there exist relationships between the satisfaction of employees, positivity and negativity, values, and retention rates of employees. Every industry including IT allows the leaders and also the human resource manager to advocate decisions on employee satisfaction at the workplace. The COVID-19 pandemic has changed, resulting in a virtual workplace. In the workplace. As per Chamakiotis, Panteli and Davison (2021), e-leadership has been a useful tool for managing remote IT teams. The emphasis on e-leadership and how it helped to configure virtual teams and create an effective virtual team cannot be undermined in any way. Many began teleworking extensively during the COVID-19 pandemic, which had benefits for the continuation of the economy. However, Dolce et al. (2020) stated that during the COVID-19 era, a lot of difficulties with the IT job surfaced. There exists detrimental effects on leadership and moreover, it has helped multinational teams at the IT firms to overcome obstacles at work and achieve job satisfaction and maintain a better work-life balance.
Spiritual leadership significantly raises a company's level of commitment.  As per Astakoni et al. (2020), the levels of spirituality at work are positively impacted by spiritual leadership. Spirituality in the workplace strengthens organisational commitment and with better work – life balance the IT workforce experiences great job satisfaction levels. It is demonstrated that, through job mediating satisfaction, shaping the work environment poses a major impact on performance of the worker both indirectly and directly. Furthermore, Purwanto (2020) stated that it has been argued that positive employee performance at all levels of the world's organisations is directly correlated with job satisfaction or well-being. As per Khan et al. (2020), the metric used to gauge the effectiveness of an organisation is job satisfaction. A key factor in business sector workers including IT to achieve work satisfaction is transformational leadership.
A happy workplace enhances workers' well-being. This could boost organisational productivity and support the professional and personal development of the staff members of the IT firms. Enhancing the degree of job satisfaction is largely dependent on the styles of leadership of transactional as well as transformational leadership. As per An et al. (2020), the rate of change in the employees' job satisfaction within the organisation is not directly affected by leadership training. Leadership development raises employee and organisational productivity levels and guarantees job satisfaction at IT workplaces. 	Comment by Mubashir Ali: Well written.

[bookmark: _Toc172819235]4.2.2 Theme 2: Challenges in the IT Industry to Apply Efficient Leadership to Boost work – Work-life Balance
The IT sector encounters certain challenges in the way of the implementation and the application of the proper leadership style and strategies and thus fails to boost employees’ work-life of the organisation. Labrague, Nwafor and Tsaras (2020) stated that lack of resources and effective budget constraints include challenges to lead efficient leadership in the IT sectors. Poor work-life balance asks for overtime and thus employees of the IT sectors are considered to be responsible. On the other hand, Belias et al. (2022) stated that poor or unclear job roles and responsibilities lead to the hampering of the work-life balances of the employees of the IT sectors, resulting in the lowering of productivity.  Employees' morale gets lowered hence employees lose motivation. As the research of Alwali and Alwali (2022) stated, poor teams do not allow a strong leadership approach to facilitate the balancing of work-life of the employees of the IT sector. Lack of opportunities for the development of a career and the lack of growth of employees hamper the work-life balance and thus lead to the lowering of the individual along with organisational productivity.
According to Zhou et al. (2021), in most of the IT sectors challenges are encountered due to the poor communication among the employees and the leaders of the organisation. Poor communication reflects poor work-life balance which leads to demotivation of the employees and the managers of the organisation. On the other hand, Akdere and Egan (2020) stated that poor balance of work-life reflects poor performance of the workers in the IT sectors hence resulting in a high rate of staff turnover and low morale values. As opined by Quek et al. (2021), poor work-life of employees in the IT sectors can have serious mental and physical effects including work-related burnout. This includes certain anxiety, lack of commitment and increased depression. Lack of training and the increased unskilled workforce can pose challenges for the leadership approach and the shaping of the effective work-life balance (Purwanto et al., 2021). This could lead to the lowering of the individual as well as the productivity of the organisation. The leader must include proper leadership practices for the removal of the challenges and the development of the overall organisational situation.
 As per the research of Raja et al. (2020), the psychological health, job performance, and job satisfaction of employees are frequently hampered by autocratic leaders. Negative leadership behaviours have an adverse effect on the development and productivity of the organisation in addition to hurting workers and subordinates. Employee well-being is negatively impacted by poor leadership, which is reflected in lower job satisfaction (Saputra and Mahaputra, 2022). If balanced work-life is not prioritised intentionally, the increased expectation of continual availability and poor decision-making can lead to job stress, strained relationships and weariness. On the other hand, Dung and Hai (2020) stated that the leader encounters the problem with change management, conflict resolution, and poor employee development and thus leads to the lowering of balance of the employee’s work-life. Lack of training among the employees of the IRT sectors can involve changes and the lowering of the work-life balance. Leaders should lead by example and encourage the overall workforce of the IT sector to lead positive organisational changes.	Comment by Mubashir Ali: Well written and good use of relevant references.
[bookmark: _Toc172819236]4.2.3 Theme 3: Tactics to boost the IT’s organisational performance by strengthening leadership to enhance work – life balance
As per HARYONO and Sulistyo (2020), the promotion of employees' well-being and job satisfaction is positively correlated with leadership and work motivation, which in turn increases employee output.Employers and leaders alike should look for motivated staff members. As per the research of Schaufeli (2021), employee motivation, engagement, and satisfaction are all positively connected with both transformational and transactional leadership. As a result, leadership should be essentially focused by the IT firms to maintain a positive work-life balance, which in real sense  raises employee engagement and benefits both the workforce and also the It firms as well. As mentioned by AdiguzelOzcinar and Karadal (2020), in competitive settings, private companies including IT firms fear losing out on potential clients. To ensure a higher rate of job satisfaction, leaders in IT organisations are in need of implementing the servant leadership approach. This is because it reflects the ability of employees to surpass the targeted performance and share the positive contribution to the organisation rises increasingly. 
Encouraging leadership is adequate and has a big impact on job satisfaction. As noted by Hayati (2020), employee performance within the company including the IT firms is simultaneously impacted by job satisfaction. Visionary leadership makes sure that workers are motivated at work and can understand work-life balance, which increases the organisation's productivity, hence, the IT firms are in exclusive need to embrace visionary leadership attitudes within the workplaces. Transformational leadership plays a major role in fostering job embeddedness, career success, and career adaptability. As viewed by Al-Ghazali (2020), transformational leaders should perceive professional success as potentially elevated in IT firms. Moreover, the relationship existing between the transformational leadership aspect and perceived success into career is often mediated by job embeddedness and adaptability to the career.  
As mentioned by Goestjahjanti et al. (2020), the impacts of talent management and genuine leadership on workers' job satisfaction across industries are quite strategic. One factor that significantly and directly affects job satisfaction across IT firms is talent management, which also indirectly affects it by influencing employee engagement. Employee preparedness for the Industrial Revolution is directly correlated with improved talent management practices hence, talent management must be prioritised and has already been stressed by the workplaces all across the world. The influence of job satisfaction on leadership style is observed. Furthermore, commitment and employee loyalty both have an effect on leadership philosophies across the IT fields, hence, the IT sectors emphasise both loyalty of the employees and commitment.  (Saputra and Mahaputra, 2022). By implementing transformational leadership and ensuring that workers are happy in their roles, IT organisations can preserve the positive attitudes and as well as behaviours of their workforce. 
Dung and Hai (2020) stated that transformational leadership promotes positive behaviour, employee motivation, and employee psychology, this is significant for business operations. Employees must receive training on work-related well-being to perform better in all areas of the workplace and receive enough recognition for their efforts (Niinihuhta and Häggman‐Laitila, 2022).In addition to the fact, Handayani and Khairi (2022)stated that increased job satisfaction is correlated with a better work-life balance. the influence of leadership on worker performance. Effective leadership is essentially crucial for promoting improved employee performance and ensuring organisational growth in all potential economic sectors including IT firms as well. 	Comment by Mubashir Ali: Well written.
[bookmark: _Toc172819237]4.3 Discussion	Comment by Mubashir Ali: Add a couple of sentences under this heading and this introduce sub-headings.
[bookmark: _Toc172819238]4.3.1 Discussion about question 1, "What role does leadership play in improving work-life balance in the IT sector?”
The first research question asks about the part that the leadership play in enhancing the IT industry's work-life balance. It is clear from the research's literature evaluation that, Employees who are inspired and driven have a major role in raising output levels and improving overall organisational effectiveness. Ali, Li and Qiu (2022) stated that it is found that large organisations are very driven to create a competitive business environment and a mentality that aligns with the prospective style of leadership principles that they wish to apply inside the organisation. On the other hand, from the finding part, it becomes clear that the equilibrium between one's personal and professional lives and making sure that this balance is maintained are referred to as work-life balance. While a healthy work-life balance is not essential for an individual's well-being, it is beneficial for IT businesses and their leaders' ability to lead and achieve organisational success (Supriyanto, kowati and Maghfuroh (2020). From the literature review, it can be specified that it has been demonstrated that effective leaders encourage others around them to strive for even greater achievement (Arief, Purwana and Saptono, 2021). The findings section reflects that good employee performance is closely linked to work satisfaction or well-being at all levels of organisations across the world. 
Khan et al. (2020) reflected  that transformational leadership is essential for business sector employees, particularly those in IT, to have job satisfaction. A contented workplace improves employees' well-being. This might increase organisational efficiency and positively impact the IT businesses' employees' personal and professional growth. There are commonalities in the information presented in both the literature review analysis and the study findings section. Therefore, it can be concluded that the leadership philosophies of transactional and transformational leadership have a major impact on raising the level of work satisfaction. The pace at which leadership development affects workers' job satisfaction inside the company is not directly related to it. At IT workplaces, leadership development ensures job satisfaction and increases employee and organisational production levels.
[bookmark: _Toc172819239]4.3.2 Discussion with regard to question 2, "What effect can current issues in the IT sector have on the application of good leadership to promote work-life balance?”
The second research question asks about the impact that the IT industry's current problems have on the use of effective leadership to support work-life balance. From the literature review of the research, it can be stated that particularly in the IT industries, poor communication and a lack of inspiration from leaders negatively impacted work-life balance and employee demotivation. Wolor et al. (2020) stated that IT workers frequently feel underappreciated and lose faith in the organisation's leader. On the other hand, the finding part, it is that one of the difficulties in providing effective leadership in the IT sector is the lack of resources and effective budgetary constraints (Labrague, Nwafor and Tsaras, 2020). Because a poor work-life balance necessitates overtime, IT sector workers are held accountable. From the literature review, it is clear that it is the sectors' bad policies and practices that lead to poor leadership cultures. Bjärntoftet al. (2020) stated that most leaders are unable to inspire the right vision for the company, and employees are unable to lessen the primary organisational mission. While from the findings section of the study, it is reflected that, employee work-life balance is negatively impacted by unclear or poorly defined job roles and responsibilities, which lowers productivity in the IT industry (Belias et al., 2022).
Both the analysis of the literature review and the findings part of the research pose similarities in the information. Therefore, it can be concluded that ineffective teams make it impossible for a strong leadership style to effectively support the work-life balance that IT sector employees need. Lack of career development opportunities and employee stagnation negatively impact work-life balance, which lowers individual productivity as well as that of the organisation. The majority of IT-related industries face difficulties as a result of inadequate communication between staff members and company executives. Ineffective communication is a reflection of a poor work-life balance, which demotivates the organisation's managers and staff.	Comment by Mubashir Ali: Well written and good use of relevant references.

[bookmark: _Toc172819240]4.3.3 Discussion about question 3, "What are some successful tactics for improving work-life balance and fortifying leadership in the IT sector to raise organisational performance?”
As per HARYONO and Sulistyo (2020), the promotion of employees' well-being and job satisfaction is positively correlated with leadership and work motivation, which lead to increases employee output.Employers and leaders alike should look for motivated staff members. As per the research of Schaufeli (2021), employee motivation, engagement, and satisfaction are all positively connected with both transformational and transactional leadership. As a result, leadership should be essentially focused by the IT firms to maintain a positive work-life balance, which in turn raises engagement of the employee and benefits both the workforce and also the It firms as well. As mentioned by AdiguzelOzcinar and Karadal (2020), in competitive settings, private companies including IT firms fear losing out on potential clients. To ensure a higher rate of job satisfaction, leaders in IT organisations are in need of implementing the servant leadership approach. This is because it reflects the ability of employees to surpass the targeted performance and share the positive contribution to the organisation rises increasingly.
Encouraging leadership is adequate and has a big impact on job satisfaction. As noted by Hayati (2020), employee performance within the company including the IT firms is simultaneously impacted by job satisfaction. Visionary leadership makes sure that workers are motivated at work and can understand work-life balance, which increases the organisation's productivity, hence, the IT firms are in exclusive need to embrace visionary leadership attitudes within the workplaces. Transformational leadership reflects major role in fostering job embeddedness, career success, and career adaptability. As viewed by Al-Ghazali (2020), transformational leaders should perceive professional success as potentially elevated in IT firms. Furthermore, the connection between the transformational leadership aspect and successful career is often arbitrated by job embeddedness and adaptability of career.
As mentioned by Goestjahjanti et al. (2020), the effects of managing talents and genuine leadership on workers' job satisfaction across industries are quite strategic. One factor that significantly and directly affects job satisfaction across IT firms is talent management, which also indirectly affects it by influencing employee engagement. Employee preparedness for the Industrial Revolution is directly correlated with improved talent management practices hence, talent management must be prioritised and has already been stressed by the workplaces all across the world. The influence of job satisfaction on leadership style is observed. Furthermore, commitment and employee loyalty both have an effect on leadership philosophies across the IT fields, hence, the IT sectors emphasise both loyalty of the employees and commitment.  (Saputra and Mahaputra, 2022). By implementing transformational leadership and ensuring that workers are happy in their roles, IT organisations can preserve the positive attitudes and as well as behaviours of their workforce.
Dung and Hai (2020) stated that transformational leadership promotes positive behaviour, employee motivation, and employee psychology, this is significant for business operations. Employees must receive training on work-related well-being to perform better in all areas of the workplace and receive enough recognition for their efforts (Niinihuhta and Häggman‐Laitila, 2022). In addition to the fact, Handayani and Khairi (2022) stated that increased job satisfaction is correlated with a better work-life balance. Influence of leadership on worker performance. Effective leadership is essentially crucial for promoting improved employee performance and ensuring organisational growth in all potential economic sectors including IT firms as well. 	Comment by Mubashir Ali: Well written.
[bookmark: _Toc172819241]4.3 Summary
Identifying  a strategic balance between life and work is crucial in today's hectic and demanding world, and doing in that way can be particularly difficult for those in the IT sector. The equilibrium between one's personal and professional lives and making sure that this balance is maintained is referred to as work-life balance. While a healthier work-life balance is not important for an individual's well-being, it is beneficial for IT firms and their leaders' ability to lead and achieve organisational success.Employee engagement is one important strategy for enhancing company performance and hence, it is evident how important work engagement to IT firms is to denote enhanced organisational growth.
 There exist to be connections that exist between work-life balance, engagement of the employees, employee performance, and also leadership philosophies. Work-life balance has a big influence over the employee engagement, and thereby, employee engagement has a big impact on IT's employee performance. Improving leadership philosophies and work-life balance may assist IT organisations in raising employee engagement. Enhanced work engagement is a result of diverse leadership attitudes and their corresponding competencies. Appropriate leadership style is important as that enhances to raise psychological capital related to work engagement, which importantly leads to increased level of job satisfaction and work–life balance to the IT workplaces. 	Comment by Mubashir Ali: Summary is well written.
[bookmark: _Toc172819242]
Chapter 5: Conclusion and Recommendations
[bookmark: _Toc172819243]5.1 Conclusion
It should be noted that working in the workplace can present many challenges, and in order to overcome them, employees must get enough sleep. The WLB primarily provides the same benefit in that it can assist a professional in allocating his time between work and relaxation. In addition, in order to stay refreshed, people require family time and downtime with friends and peers. People frequently enjoy engaging in leisure activities or pursuing their hobbies outside of set work hours. This is challenging to accomplish without a work-life balance, and it may lead to discontent among employees.
In industries where employee mental effort, excellence, and also the intelligence is crucial to business operations, such as the IT sector, work-life balance is a critical component. In addition, business operations are inextricably linked to technological innovations and digital advancements, necessitating the efficient management of tech-savvy or Digi-efficient personnel. High quality cannot continue to be present in production, programming, and performance without mental serenity, motivation, and the rest of the brain. Only supportive and encouraging leadership management can create a healthy work-life balance, and this required to be implemented not just in the IT industry but also in other business organisations. It can be said that in a cutthroat market, both transactional and transformational leadership are cautious about improving their organisations. It is acknowledged that a failure to cultivate positive leadership-employee relationships can negatively affect employees' mental health and increase their stress levels in the IT fields. With the right leadership qualities, employee productivity can be enhanced and efficiency increased. However, a lack of WLB can result in low rates of employee retention and the departure of talented personnel from the IT organisation.
In today's busy and demanding world, striking a strategic balance identified between work and life is essential. However, doing in that way can be especially challenging for those in the IT industry. Work-life balance is the state of having a healthy balance existing between one's personal and also the professional lives and ensuring that this equilibrium is maintained. A good work-life balance is good for IT companies and their leaders' capacity to lead and accomplish organisational success, even though it is not necessary for an individual's well-being. Since increasing employee engagement is one way to improve business performance, it is clear how crucial work engagement is to IT companies in terms of improved organisational growth.
Relationships have been found between work-life balance, engagement to the employees, employee performance, and leadership philosophies. Work-life balance significantly impacts employee engagement, which in importantly, significantly affects employee performance in IT. Enhancing work-life balance and leadership philosophies could help IT companies increase employee engagement. Differentiated leadership attitudes and the corresponding competencies they imply lead to increased work engagement. An effective leadership style is crucial for increasing psychological capital associated with work engagement, which in turn promotes work-life balance and higher satisfaction to jobs in IT environments.
[bookmark: _Toc172819244]5.2 Linking with the Objectives
Linking with the 1st objective of the research, it can be reflected that, to be happy in their jobs, business sector workersespecially those in ITneed transformational leadership. A happy workplace enhances the well-being of its workers. This could improve organisational effectiveness and have a favourable effect on the professional and personal development of IT company employees. Consequently, it can be said that increasing work satisfaction is significantly influenced by the leadership philosophies of transactional and transformational leadership. There is no direct correlation between the rate of leadership development and employees' job satisfaction within the organization. Leadership development promotes job satisfaction and raises organisational and worker productivity levels in IT workplaces. Big businesses have a strong desire to foster a competitive workplace and a mindset consistent with the future leadership philosophies they hope to implement within the company. Although maintaining a healthy work-life balance is not necessary for an individual's well-being, IT companies and their leaders' capacity to lead and accomplish organisational success benefit from it.
Linking with the 2nd objective of the research, it can be stated that, IT employees frequently experience feelings of undervaluation and lose trust in the organisation's leader. IT sectors, inadequate communication, and a lack of motivation from managers had a detrimental effect on work-life balance and demotivation among employees. IT sector workers are held responsible because a poor work-life balance requires overtime. Most employees are unable to undermine the main organisational goal, and most leaders are unable to inspire the proper vision for the business. Job roles and responsibilities that are not clearly defined have a negative impact on employee work-life balance, which lowers productivity in the IT industry. Work-life balance is badly impacted by employee stagnation and a lack of career development opportunities, which lowers both individual and organisational productivity. Most IT-related industries deal with challenges brought about by a lack of communication between company executives and employees.
Linking with the 3rd objective of the research, it is obtained that, in order to maintain a work-life balance, a capable leader will be continually focused on creating a collaborative workplace culture and a long-lasting decision-making process. Each member of the team will have an equal chance to express their ideas and opinions regarding the business decision, with the support of the leader. The potential, talent, or ability that each employee still possesses should be continuously recognised by a competent leader, and tasks should be delegated in line with these standards. Higher job satisfaction is correlated with a better work-life balance. The influence of leadership on IT sector employee output. Across all potential economic sectors, including IT companies, improved employee performance and organisational growth are essentially dependent on competent leadership. Workers must receive training on work-related well-being if they hope to enhance their performance overall and receive adequate credit for it.	Comment by Mubashir Ali: Well written.
[bookmark: _Toc172819245]5.3 Recommendations	Comment by Mubashir Ali: Please try to extend the discussion on recommendations.
The recommendations to the IT industry such that the leadership plays an exclusive role to maintain better work – life balance across the sectors – 
· Ensuring a healthy work – life balance between the employees and work is almost not possible without firms trying to acknowledge the requirements of the employees. For this reason, the leaders across the organisations should be conducting surveys for gaining a better acknowledgement of the varied work – life balances.  By creating a better work – life balance enables the IT industry to experience better employee motivation. 
· The values of the leadership must be implemented in a way that should prioritise the personal events of the employees of the IT sectors. Within the IT sectors, the leadership values are to be implemented in a certain way that must offer paid time off to the employee to attend important life events such as parenthood, engagement marriage etc. Initiation of paid time off can help in the way of enhancing the sense of loyalty and belonging to the IT sector. This could significantly influence employee motivation resulting in higher productivity and business growth.
· The leaders at the IT sectors need to organise professional seminars, presentations or of the interaction sessions with the experts from this individual regarding the importance of work – life balance. In addition, the leaders in the IT field can organise awareness programmes as well that helps everyone to maintain a healthy and balanced life. 
· Leadership practices are to be included within the IT sectors to provide flexible working options to the employees. This could allow the employees to ensure a better balance between work-life and personal requirements. The efforts made by leaders will ensure a healthy work-life balance and thus lead to the increase of the business market productivity and the level of efficiency of the workforce.
[bookmark: _Toc172819246]5.4 Research Limitations
Because qualitative analysis was the main driving force behind this study, it has some limitations. Some bias-related concerns that might surface during data collection and not immediately evident but unintentionally affect the research study can be brought up when discussing qualitative analysis. The author may not have total control over what is contained in the data asset because they do not independently collect the data. Rigidity is needed to preserve, present, and assess the qualitative analysis in the study. Because of its large data set, qualitative research frequently requires in-depth interpretation and analysis, which makes it time-consuming. Factual information may not always neatly fit into predefined categories when problem-solving. There could be terrible repercussions from this. It is one of the more costly, subjective, and time-consuming techniques for conducting research analysis.	Comment by Mubashir Ali: Please extend discussion on research limitations.
[bookmark: _Toc172819247]5.5 Future Scope of the Study
The quantitative analysis of the research methodology provides support for potential future expansion of the study. It will be possible to answer the research question that depends on the numerical data and methodological models by delving into the quantitative analysis. Comparatively speaking to other research activities, it will be much easier and faster to collect a wide variety of data with the aid of quantitative analysis. A number of statistical tests and methodological formulas can be applied to reflect the increasingly popular strategies for shaping the work-life balance within the IT sectors with the inclusion of the best leadership practices. In the future, taking into account quantitative research analysis will make it possible to essentially assure  the validity, reliability, and efficiency regarding  the  collection of data. 	Comment by Mubashir Ali: Need to add more discussion.
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