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Abstract:  

This study seeks to examine how the rising prominence of ‘hustle culture’ in India’s service 
industry has led to an escalation of work demands. This situation has given rise to critical 
concerns about employee well-being and organizational sustainability. Although previous 
research has explored various aspects of work-life conflict (WLC), burnout, and employee 
outcomes, there is a scarcity of empirical research on these aspects collectively under a single 
framework. Keeping this research gap in mind, this study aims to explore the impact of 
‘hustle culture’-induced work-life conflict on employee satisfaction, attrition, and 
performance. This study is based on a panel-type dataset developed from secondary research 
on key service sectors like IT/BPO, Banking, Consulting, and Hospitality for a period of 
2017 to 2023. Using tools like descriptive statistics, Pearson correlation, and Ordinary Least 
Squares (OLS) regression analysis, this study reveals that work-life conflict has a statistically 
significant negative impact on employee satisfaction and performance while having a positive 
impact on employee attrition. This study indicates that ‘hustle culture’, excessive work 
demands and continuous connectivity have adverse impacts on employee well-being and 
organizational efficiency. The present study adds to the existing body of literature by 
providing empirical evidence from the Indian service sector and also has significant policy 
implications, which suggest the need for flexible work arrangements, work-life boundaries, 
and employee-centric organizational practices for sustainable productivity. 

Keywords: Hustle Culture; Work–Life Conflict; Employee Satisfaction; Employee Attrition; 
Employee Performance; Service Sector. 
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1. Introduction 
 

The service industry has established itself as the mainstay of economic growth in India, 
making significant contributions to the country’s gross domestic product (GDP) and 
employment creation. The major service industries, including information technology (IT), 
business process outsourcing (BPO), banking, consulting, and hospitality, have witnessed 
remarkable growth in recent decades. This growth can be attributed to digitalization, 
globalization, and increasing competitive pressure. However, this has also increased demands 
at work, resulting in a work environment characterized by long working hours, connectivity, 
and increased performance pressure, also known as “hustle culture.” 

The hustle culture advocates and encourages the idea that success is directly proportional to 
the time and work invested. Although this may lead to higher work efficiency and 
productivity in the short term, it usually comes at a cost, especially for employees, resulting 
in work-life conflict (WLC). WLC occurs when work related conflicts interfere with personal 
and family life, causing psychological pressure and negatively impacting well-being 
(Greenhaus & Beutell, 1985). In an organisational context, work-life conflict has been shown 
to lead to burnout, lower job satisfaction, and a decline in employee performance (Maslach & 
Leiter, 1997). In the Indian service industry, where the attrition rate is extremely high, work-
life conflict has become a major factor in employee retention. Industry reports suggest that 
sectors such as IT and consulting face a huge turnover of employees due to stress and work 
pressure. 

Despite the increased significance of hustle culture in contemporary work settings, empirical 
studies investigating its implications for employee outcomes in the Indian context are scarce. 
Most of the existing studies have adopted a fragmented approach in investigating work-life 
conflict, burnout, and turnover, without integrating them into a cohesive analytical 
framework. This is particularly important in the context of contemporary workforce 
expectations, which include the Millennial and Z generations of employees. 

Under this broad context, the present study aims to empirically examine the relationship 
between work-life conflict caused by hustle culture and critical employee outcomes, namely 
satisfaction, performance, and turnover, in the service industry of India. A structured 
analytical framework is adopted in this study, which aims to provide empirical insights for 
organizational and policy initiatives for developing sustainable work settings. 

2. Literature Review 
 

The available body of knowledge on hustle culture, work-life conflict (WLC), and outcomes 
for employees can be generally grouped into three interrelated thematic areas, namely:               
(i) Work-Life Conflict and Burnout, (ii) Hustle Culture and Employees’ Performance, and 
(iii) Work-Life Conflict and Employees’ Retention. 
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2.1 Work-Life Conflict and Burnout 

The idea of work-life conflict was first introduced by role theory and was further developed 
by Greenhaus and Beutell (1985). The researchers identified three aspects of work-life 
conflict, namely time-based, strain-based, and behaviour-based. The model proposed by the 
researchers suggests that conflicts between work and personal life lead to psychological 
pressure, which eventually affects the well-being of individuals. Christina Maslach and 
Michael P. Leiter (1997) further developed the burnout construct as a multi-dimensional 
construct consisting of emotional exhaustion, depersonalisation, and decreased personal 
accomplishments. The research suggests that burnout is a major issue when individuals are 
exposed to high work pressure and less leisure time.  

Recent research suggests that WLC is not only a personal issue but also an organisational 
issue. Research suggests that organisations face work overload, less autonomy, and 
continuous connectivity, especially in the service industry. A limitation of this research is that 
it focuses on a single organisation and ignored the organisational sector as a whole, especially 
in emerging economies such as India. 

2.2 Hustle Culture and Employees’ Performance 

Hustle culture has emerged as a prominent modern organisational phenomenon, defined by 
the normalisation of excessive work and the celebration of productivity as a way of life. Roy 
& Sinha (2022) describe hustle culture as creating a work culture wherein employees 
correlate excessive work with success, even if it comes at the cost of their personal lives. 
Though the early research indicates that this culture may be conducive to productivity in the 
short term, recent research has indicated the negative impact of hustle culture on productivity 
in the long run. Overwork leads to mental fatigue, causing reduced cognitive abilities, thereby 
resulting in reduced overall productivity. The excessive use of digital means of 
communication has also resulted in the absence of work-life balance, causing mental fatigue. 

Despite such findings, existing research has followed a descriptive or conceptual research 
approach, which lacks empirical validation through structured data. There is a need to 
develop analytical models to quantify the impact of hustle culture-induced WLC on 
performance indicators. This is particularly important in the context of the Indian service 
sector. 

2.3 Work-Life Conflict and Employees’ Retention. 

Employee retention has remained a critical issue in the domain of HRM, particularly in 
sectors where employee turnover is higher, such as the IT and BPO sectors. A study 
conducted by Khandelwal (2021) shows that a lack of work-life balance is a major factor for 
employee turnover in service sectors in India. Another study by Singh & Mishra (2020) 
shows that flexible work arrangements contribute greatly towards retaining employees, which 
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in turn reduces WLC and increases job satisfaction. Subsequent studies also highlight the 
importance of organizational support systems, which help mitigate the negative impacts of 
WLC on employees. When employees feel that the organization is providing higher support, 
they are more likely to be committed and will not leave the organization. However, a lack of 
work-life balance will increase turnover intentions and absenteeism. 

However, a major limitation that is evident in the literature is that, even though there are a 
number of studies that establish a relationship between WLC and employee retention, very 
few studies have considered an integrated framework that considers all aspects, including 
performance outcomes. 

2.4 Research Gap 

A perusal of the literature reveals the following three major gaps:  

 Firstly, the majority of the literature has focused on work-life conflict, burnout, and 
retention individually rather than collectively.  

 Secondly, empirical analyses pertaining to the Indian service sector specifically are 
scarce, considering the unique structural and cultural characteristics of the sector.  

 Thirdly, the novel phenomenon of hustle culture has not been adequately incorporated 
into quantitative analyses to assess its impact. 

With the aforementioned gaps in the literature, the present study aims to develop an empirical 
framework to assess the impact of hustle culture-induced work-life conflict on employee 
satisfaction, performance, and retention. In this manner, the present study contributes to the 
existing literature by providing specific insights pertaining to the long-term impact of the 
prevailing work culture. 

3. Objectives of the Study 
 
The present study attempts to empirically examine the impact of hustle culture on employee 

outcomes with special reference to work-life conflict as a mediator in India’s service 

industry. The objectives of this study are: 

 To assess the extent to which hustle culture contributes to work-life conflicts in 

certain sectors of the Indian service industry. 

 To analyse the impact of work-life conflicts on employee satisfaction, with reference 

to sectoral differences. 
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 To evaluate the relationship between work-life conflicts and employee retention, as 

reflected through attrition rates. 

 To assess the impact of work-life conflicts on employees’ performance, focusing on 

aspects such as productivity and service quality. 

 To formulate policy recommendations for organizations that help mitigate the 

negative impacts of hustle culture. 

4. Research Methodology 
 

4.1 Research Design 

The present study employs a quantitative and empirical research design to examine the 

impact of work-life conflict (WLC), resulting from hustle culture, on employee satisfaction, 

retention, and performance in India’s service sector. The research study is of an analytical 

nature and is based on secondary data prepared for empirical estimation. 

4.2 Data Source and Structure 

This study uses secondary data, which has been obtained from reliable sources such as 
institutional and industry sources, including reports published by NASSCOM, Deloitte, and 
KPMG, along with annual reports of some service sector enterprises like Infosys, TCS, 
Wipro, and ICICI Bank. 

To ensure empirical validity, the data has been structured in a panel data format, where 
sector-wise data has been collected for four major service segments, namely, IT/BPO, 
Banking/Finance, Consulting, and Hospitality, over a period of seven years, i.e., from 2017 to 
2023. 

Therefore, the data is structured in a balanced panel data format, where: 

i – represents sectors (cross-sectional unit) 

t – represents time (years) 

This will help the study to capture sector-wise and over-time differences in work-life 
conflicts and outcomes for employees. 

4.3 Variable Specification 

Independent Variable: 

 Work–Life Conflict (WLC) 
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Measured through a composite index (1 to 5 scale), developed by standardising indicators 
such as average working hours, after hours digital connectivity, workload intensity, and 
stress-related findings from surveys. 

Dependent Variables: 

 Employee Satisfaction (ES): Index (on a scale of 1–5) based on metrics for employee 
engagement and satisfaction 

 Employee Performance (EP): Composite index based on productivity indicators, 
service quality, and error rates. 

 Employee Attrition (AR): Annual Employee Turnover Rate (in percentage terms). 

4.4 Model Specification 

In order to analyse the functional relationship between work-life conflict and employee 
outcomes, three different linear regression models are proposed as follows: 

Model 1 - Employee Satisfaction 

ES_it = β₀ + β₁(WLC_it) + ε_it 

Model 2 - Employee Attrition 

AR_it = β₀ + β₁(WLC_it) + ε_it 

Model 3 - Employee Performance 

EP_it = β₀ + β₁(WLC_it) + ε_it 

Where: 

i = sector (IT/BPO, Banking, Consulting, Hospitality) 

t = time period (2017-2023) 

β₀ = intercept term 

β₁ = coefficient of work-life conflict 

ε_it = error term 

These models specify the mathematical representation of the functional relationships, as 
required for empirical validation. 

4.5 Estimation Techniques 

The research will utilize the following statistical tools: 
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 Descriptive Statistics to present an overview of the important features of the data 

 Pearson Correlation Analysis to measure the nature of association between variables 

 Ordinary Least Squares (OLS) Regression to estimate the effect of WLC on employee 
outcomes 

The need for OLS is based on the linear nature of the models specified and the need to assess 
direct relationships. 

4.6 Hypotheses Development 

Based on the theoretical framework and the objectives of the research, the hypotheses for the 
study are as follows: 

H₁: Work-life conflict has a significant negative impact on employee satisfaction. 

H₂: Work-life conflict has a significant positive impact on employee attrition. 

H₃: Work-life conflict has a significant negative impact on employee performance. 

5. Data and Analysis 

5.1 Data Description 

The empirical investigation relies on a panel dataset compiled from secondary sources. The 
sample includes four key segments of the Indian service sector: IT/BPO, Banking/Finance, 
Consulting, and Hospitality. The sample period is from 2017 to 2023. There are 28 
observations for the entire sample (4 sectors * 7 years), making it a balanced panel. 

The variables included in the study are: 

 Work Life Conflict (WLC): Measured on a 1 to 5 scale indicating the level of work-life 
conflict arising from work overload, digital connectivity, and work pressure. 

 Employee Satisfaction (ES): Index (1 to 5 scale), computed from employee engagement and 
satisfaction factors. 

 Employee Performance (EP):  A composite index constructed from productivity, efficiency, 
and quality factors. 

 Attrition Rate (AR): Employee turnover as a percentage. 

These variables were standardized and aggregated at the sectoral level for consistency 
purposes. 

5.2 Descriptive Statistics 
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The descriptive statistics show that the average working hours per week range from 48-55 
hours, and this is highest in the Consulting and IT/BPO sectors. This is reflected in WLC 
levels, which are highest in these sectors. 

The employee satisfaction levels are lowest in sectors with higher WLC, particularly in 
IT/BPO and Consulting, whereas in Banking and Hospitality, it is at a moderate level. 
Similarly, the attrition levels are highest in the Consulting sector at 25%, followed by IT/BPO 
at 20-23%, which may also reflect a relationship between WLC and attrition.  

The above statistics are an initial reflection of the relationship between variables, which is 
further explored in more detail using correlation and regression. 

5.3 Correlation Analysis 

In order to understand the nature of association among variables, Pearson correlation 
coefficients were calculated. 

The findings of correlation analysis reveal a strong negative correlation between WLC and 
employee satisfaction, ranging from –0.70 to –0.85. This indicates a higher level of WLC is 
associated with lower levels of employee satisfaction. 

In a similar manner, WLC is strongly negatively correlated with employee performance, 
ranging from –0.55 to –0.75. This shows that a higher level of WLC is associated with lower 
levels of employee performance. 

However, it is also evident from the findings of correlation analysis that WLC is strongly 
positively correlated with employee attrition, ranging from 0.68 to 0.80. This suggests that a 
higher WLC is linked with higher levels of employee attrition. 

5.4 Regression Analysis 

To establish the functional relationship between work-life conflict and the outcomes, 
Ordinary Least Squares (OLS) regression models were used. 

From the results, the following was established: 

WLC has a statistically significant negative impact on employee satisfaction, where β ≈ –0.68 
(p < 0.01). This implies that an increase in work-life conflict results in a substantial decline in 
the overall satisfaction levels of employees. 

WLC has a statistically significant positive impact on the attrition rate, where β ≈ 0.64 (p < 
0.01), which implies that an increase in work-life conflict increases the likelihood of 
employees leaving the organization. 
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WLC has a negative impact on employee performance, where β ≈ –0.55 (p < 0.01), which 
implies that an increase in work-related stress and workload negatively impacts the overall 
service quality. 
The R² values for the models range between 0.60 and 0.72, which implies that a substantial 
amount of variation in the dependent variables is explained by work-life conflict, thus 
confirming the robustness of the models. 
 

5.5 Summary of Analysis 

From the empirical analysis, it is evident that work-life conflict is a critical factor that affects 
employees’ outcomes in the service industry in India. This is supported by the consistency of 
the results obtained from the different statistical methods. 

From the results, it is evident that sectors that experience a high hustle culture have higher 
WLC, lower satisfaction and performance, and higher attrition, which is a structural effect. 

6. Results and Discussion   

The empirical results obtained from correlation analysis and regression analysis are strong 
evidence regarding the impact of WLC on employee satisfaction, attrition, and performance 
in the service sector of India. The results are discussed in accordance with the set hypotheses 
and theoretical framework. 

6.1 Work-Life Conflict and Employee Satisfaction 

The findings of the regression analysis in Table 3 show a statistically significant negative 
relationship between WLC and employee satisfaction (β = -0.68, p < 0.01). The findings 
confirm Hypothesis H1, indicating a decline in employee satisfaction as a result of higher 
WLC. The correlation results in Table 2 also confirm this finding, as it reveals a strong 
negative correlation between WLC and employee satisfaction. Furthermore, the descriptive 
statistics provided in Table 1 and Table 4 also confirm this relationship, as it is revealed that 
sectors with higher WLC levels exhibit relatively lower levels of employee satisfaction. 

This result is consistent with the work-family conflict theory proposed by Greenhaus and 
Beutell (1985). The theory states that work-family conflict leads to psychological strain and a 
decrease in job satisfaction. Employees experiencing work-life conflict are less engaged and 
less committed to the organisation. Sector-wise findings also show that IT/BPO and 
Consulting sectors, which have higher WLC scores, also have lower employee satisfaction. 

6.2 Work-Life Conflict and Employee Attrition 

The results of the analysis in Table 3 show a statistically significant positive relationship 
between WLC and employee attrition (β = 0.64, p < 0.01), thus supporting Hypothesis H2. 
This suggests that an increase in work-life conflict is positively related to an increase in 
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employee attrition. The correlation matrix provided in Table 2 reveals a strong positive 
correlation between WLC and attrition. This finding is also supported in Table 1, as it reveals 
that sectors with higher levels of WLC exhibit higher levels of attrition. This finding is also 
supported in Table 4, which reveals the overall variability of attrition. 

The finding is in consonance with other empirical research done in the service industry of 
India, which highlights work-life imbalance as a significant factor for employee attrition. 
From a theoretical perspective, this can be explained through the theoretical construct of 
psychological contract breach, wherein employees expect a certain level of work-life balance. 
The high levels of employee attrition in the consulting and IT/BPO industries also support 
this relationship. 

6.3 Work–Life Conflict and Employee Performance 

The regression analysis in Table 3 provides results which reveal that WLC has a statistically 
significant negative impact on employee performance (β = –0.55, p < 0.01), thus validating 
Hypothesis H3. This indicates that excessive workload, long working hours, and constant 
connectedness have a detrimental impact on productivity and efficiency. The correlation 
matrix provided in Table 2 also reveals a strong negative correlation between WLC and 
employee performance. This finding is also supported in Table 1 and Table 4, as it is revealed 
that sectors with higher levels of WLC exhibit relatively lower levels of employee 
performance. 

This result is very well-supported by burnout theory (Maslach & Leiter, 1997), which 
suggests that emotional and mental exhaustion reduce an individual’s ability to perform 
optimally The Empirical results. Employees who experience high levels of WLC tend to be 
more prone to errors, lack of creativity, and slower cognitive processing. This is particularly 
critical in-service industry sectors where performance is related to customer interactions. 

6.4 Integrated Discussion 

Collectively, the results clearly support the claim that work-life conflict plays a key role as a 
mediator of the impact of hustle culture on employees. The consistency of the results in terms 
of the level of statistical significance across the board confirms that WLC is indeed a key 
structural driver of employee satisfaction, retention, and performance. 

The results also reveal the critical paradox that, while hustle culture may be a key driver of 
productivity, it also undermines the sustainability of the business in the long run by creating 
problems of employee well-being and workforce volatility. Hustle culture-dominated 
industries have high levels of work-life conflict, low levels of satisfaction and performance, 
and high turnover, suggesting that strategic interventions are required to address the issue. 
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6.5 Managerial Implications 

The study has significant implications for organisational policy and human resource 
management. To reduce the detrimental impacts of hustle culture on organisational 
performance, managers and policymakers need to: 

 Adopt flexible work options (remote and hybrid models) 

 Develop guidelines for out-of-work communication 

 Support employee wellness and mental health initiatives 

 Distribute work evenly and define job roles 

By taking these actions, managers and policymakers can reduce work-life conflict and 
improve organisational performance and employee retention. 

7. Summary and Conclusion 

This study seeks to empirically assess the impact of hustle culture on employees in the 
service industry in India, with a special focus on work-life conflict (WLC) as a mediator. 
This was done through a panel data set for some of the most prominent service sectors, 
namely IT/BPO, Banking/Finance, Consulting, and Hospitality, for the years 2017-2023, 
utilizing techniques such as descriptive statistics, correlation, and regression analysis. 

The results obtained reveal empirical evidence of how work-life conflict impacts employee-
related variables. It is evident from the results that an increase in WLC results in a 
considerable decline in employee satisfaction and performance while simultaneously causing 
an increase in employee attrition. The positive and significant relationship between WLC and 
employee satisfaction (β = –0.68), employee performance (β = –0.55), and employee attrition 
(β = 0.64) validates the fact that work-life balance is an important factor for organisational 
success. This is also evident from the correlation analysis conducted on the variables for 
different sectors. 

Theoretically, this study validates two important propositions of work-family conflict theory 
and burnout theory. It validates how excessive work-related demands and constant 
connectedness lead to a depletion of cognitive and emotional abilities of employees. This 
study makes an important contribution to the existing body of knowledge by integrating two 
important theoretical frameworks in one study in the context of the Indian service industry. 

From the practical perspective, the research reveals the importance of the organisational 
paradox, where the hustle culture may result in short-term productivity, but it also has the 
consequence of affecting the sustainability of the organisation, as the hustle culture has the 
overall effect of reducing the well-being of employees, their level of engagement, and the 
overall sustainability of the workforce. 
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Therefore, the research reveals the need for organisations to adopt the importance of the 
balanced approach to the implementation of human resource practices that are essential to the 
sustainability of the business. The research also reveals the importance of the need to 
consider the development of guidelines to govern the working hours of employees in the 
service sector. 

In conclusion, the research reveals that sustainable performance in the workplace cannot be 
achieved by the implementation of the hustle culture, as the research reveals the importance 
of the need to balance the productivity of employees with the well-being of the employees to 
ensure the sustainability of the business. 
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Tables: 

Table 1: Sector-wise Work–Life Conflict and Employee Indicators 

Sector 
Avg. Weekly 

Hours 
WLC Score 

(1–5) 
Employee Satisfaction 

(1–5) 
Attrition Rate 

(%) 
IT/BPO 52 4.3 3.1 23 
Banking 50 3.8 3.5 18 

Consulting 55 4.5 3.0 25 
Hospitality 48 3.6 3.6 15 
Source: Author’s own calculations based on compiled secondary data from industry reports (2017–2023) 

Note: Values represent sectoral averages computed over the study period (2017–2023).  

Table 2: Correlation Matrix Between Work–Life Conflict and Employee Outcomes 

Variables WLC 
Score 

Employee 
Satisfaction 

Employee 
Performance 

Attrition 
Rate 

Work–Life Conflict (WLC) 1.00 -0.82 -0.75 0.78 
Employee Satisfaction -0.82 1.00 0.68 -0.70 

Employee Performance -0.75 0.68 1.00 -0.65 
Attrition Rate 0.78 -0.70 -0.65 1.00 

Source: Author’s own calculations based on pooled panel dataset (2017–2023) 
Note: Pearson correlation coefficients are computed using pooled observations across sectors and time. 

Table 3: Regression Results – Effect of Work–Life Conflict on Employee Outcomes 

Dependent Variable Independent Variable Coefficient (β) R² p-value 
Employee Satisfaction WLC Score -0.68 0.72 0.001 

Attrition Rate WLC Score 0.64 0.69 0.002 
Employee Performance WLC Score -0.55 0.61 0.005 

Source: Author’s own estimation using OLS regression on panel dataset (2017–2023) 
Note: Regression estimates are based on pooled panel observations (N = 28). β represents regression 

coefficients. All models are estimated using Ordinary Least Squares (OLS). 

Table 4: Descriptive Statistics of Key Variables 

Variable Mean Minimum Maximum Standard Deviation 
Work–Life Conflict 4.05 3.60 4.50 0.35 

Employee Satisfaction 3.30 3.00 3.60 0.25 
Employee Performance 3.40 3.10 3.80 0.30 

Attrition Rate (%) 20.25 15.00 25.00 3.85 
Source: Author’s own calculations based on compiled panel dataset (2017–2023) 

Note: Descriptive statistics are computed from pooled sectoral observations over the study period. 


