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Abstract:  
 
work life balance is an emerging challenge woman employs. This piece of writing examines how discourses of work–life balance is 
appropriated and used by women profession. There has been a assortment of research carried out on the topic of WLB however there 
has been little research conducted on the challenges women face in relation to WLB. His study attempts to find out the factors that 
enables or constrains the presentation of working women in both roles as well as coping mechanisms that smooth the progress of 
women professionals to manage their dual – roles. This research paper helps to identify various challenges faced by women employees 
to achieve the position of work life balance. This study revealed the statistically significant factors responsible for work-life balance of 
women under Indian conditions. 
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Introduction:   
 
women play active role in every field whether proficient or conjugal demand. at the moment a day’s women sharing equal farm duties 
of their family so work life balance of women employees has become a very important subject. This is a confront facing by all women 
employees in World. Even after marriage, women sustained their work, for the betterment of their family. In Indian context, as 
compared to men, a married woman has a large amount more responsibilities for family especially young children. Clark (2000) 
defines balance as” satisfaction and good functioning at work and at home, with a minimum of role conflict”. Work / life balance 
initiatives are a global phenomenon. Abraham (2002) stated that women, who work, carry a double load as an employee and 
housewife. They are super moms playing varied roles and integration between custom and modernity. Work-life balance, in its 
broadest sense, is defined as a ‘fit’ between the multiple roles in a person’s life (Hudson, 2005). Hence these practices include flexible 
work hours (e.g., flextime, which permits workers to vary their start and finish times provided a certain number of hours is worked; 
small work week, in which employees work a full week's Author: Professor at SSN School of Management, SSN College of 
Engineering, Tamil Nadu India. E-mail: vijaya.mani@gmail.comworth of hours in four days and take the fifth off), working from 
home (telework), sharing a full-time job between two employees (job sharing), family leave programs (e.g., parental leave, adoption 
leave, onsite childcare, and financial and/or informational assistance with childcare and eldercare services. 
 

Many Companies in India have realized the significance of the work life balance with respect to the efficiency and the 
creativity of the employees. Employers offer contradictory programs such as flexible hours, shifts, team outing, day care centers, 
fitness care centers, etc. to encourage the employees to work powerfully. Employees feel motivated and become loyal and committed 
towards the organization as it puts an extra effort to provide a healthy balance between work and life. Organizations face many 
challenges in implementing the policies on Work life balance as employees today are not just look out for a job but they also want the 
organization to take of their wellbeing. The role of work has changed throughout the world due to fiscal situation and community 
demands. Previous, work was just a matter of stipulation and continued existence. All the way through the years, the role of “work” 
has evolved and the opus of the labor force has changed. at present, work still is a obligation but it should be a source of delicate 
contentment as well. One of the vehicles to help provide attainment of personal and proficient goals is work-life reimbursement and 
programs. 
 
Literature Review 
Denson, N., Szelényi, K., & Bresonis, K. (2018). Very few studies have examined issues of work-life balance among faculty of 
different racial/ethnic backgrounds. Utilizing data from Harvard University’s Collaborative on Academic Careers in Higher Education 
project, this study examined predictors of work-life balance for 2953 faculty members from 69 institutions. The final sample consisted 
of 1059 (36%) Asian American faculty, 512 (17%) African American faculty, 359 (12%) Latina/o faculty, and 1023 (35%) 
White/Caucasian faculty. There were 1184 (40%) women faculty and 1769 (60%) men faculty. The predictors of work life balance 
included faculty characteristics, departmental/institutional characteristics and support, and faculty satisfaction with work. While 
African American women faculty reported less work-life balance than African American men, the reverse was true for Latina/o 
faculty. In addition, White faculty who were single with no children were significantly less likely to report having work-life balance 
than their married counterparts with children. Faculty rank was a significant positive predictor of work-life balance for all faculty. 
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Notably, the findings highlight the importance of department and institutional support for making personal/family obligations and an 
academic career compatible. Institutional support for making personal/family obligations and an academic career compatible was 
consistently the strongest positive predictor of perceived work-life balance for all faculty. In addition, satisfaction with time spent on 
research had positive associations with work-life balance for all faculties, highlighting how faculty from all racial/ethnic backgrounds 
value being able to spend enough time on their own research. 
Owens, J., Kottwitz, C., Tiedt, J., & Ramirez, J. (2018). Achieving work-life balance can be a challenge for academic faculty 
members. The multifaceted demands and expectations of the role can affect faculty satisfaction and the ability to attain work-life 
balance. The ever-changing trends in higher education, including technology and online education modalities provide additional 
factors that can inhibit faculty satisfaction and work-life balance. This paper explores barriers to achieving work-life balance such as 
cognitive dissonance, emotional dissonance and burnout. Understanding barriers is essential to developing strategies to promote work-
life balance. 
 
Mukhtar, F. (2012). This study utilized the existing database from the Iowa State University 2009-2010 COACHE Tenure-Track Job 
Satisfaction Survey Report to explore faculty work life balance and job satisfaction among academic disciplines at Iowa State 
University. The articulation of work and life, cast as work life balance, has become a key feature of much current government, 
practitioner and academic debate (Eikhof, Warhurst, & Haunschild, 2007). It is believed that balancing a successful career with a 
personal or family life can be challenging and impact on a person's satisfaction in their work and personal life's roles (Broers, 2005). 
 
Denson, N., & Szelényi, K. (2020). This study examined correlates of work-life balance perceptions for faculty from various 
marital/relationship and family statuses, using data from the multi-institutional survey of faculty from the Collaborative on Academic 
Careers in Higher Education (COACHE) project at Harvard University’s Graduate School of Education. Indicating lower work-life 
balance among single (rather than married/partnered) faculty, our findings call for colleges and universities to directly address the 
work-life struggles of single faculty members with and without children. Our findings also underscore the central importance of 
institutional support for making personal/family obligations and an academic career compatible for all faculty, supports that are 
correlated with better faculty work-life balance at the level of both individual faculty and the institution. In addition, we argue that 
institutional supports are particularly important for early-career faculty, who assessed their work-life balance consistently lower than 
faculty at higher ranks. 
 
 
Gardner, S. K. (2012). A mixed methods analysis of women faculty departure at one research institution was conducted using 
Hagedorn’s model of faculty job satisfaction. Findings from an institution-wide survey and interviews with women faculty who had 
left the institution resulted in several themes: (a) a lack of resources to support faculty work, (b) a lack of consistent and quality 
leadership, (c) a lack of work–life balance policies and an environment to support them, and (d) overall negative institutional and 
departmental environments. These findings are discussed in relation to Hagedorn’s model as are implications for policy, practice, and 
future research. 
 
Objectives of the Study 
 

The rationale of the current study is to identify causes of work and family role nervous tension among women faculty of 
public and private sector institutions. Among the selected impediments of work life balance, the present research intends to analyze 
the differences that may exist between work life balance of female faculty in India. 
Following are the objectives of the study:  

1. To study the relationship between work-life balance and various demographic variables.  
2. To study the influence of work-life balance on the family life of the employees  
3. To study the impact of compensation factors on the work-life balance of employees.  

 
Research Design 
 
 

The conceptual framework has been adopted from Elliott (2003). The variables included in the study were partner and spouse 
support, elder dependency, job resources, colleagues support, unfair censure, childcare responsibilities and work life balance. In the 
current research, work life balance is treated as dependent variable whereas different family and work-related variables are taken as 
independent variable. Selected work-related factors that may cause stress are included in the framework i.e., job resources, colleague 
support and unfair criticism. Likewise, selected family related factors that may cause stress are identified as partner support, elder 
dependency and childcare responsibilities. All variables in present research are elaborated as under. 
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Sampling and Data Collection: 
 

The objective of the research is to identify the causes affecting work life balance Having thoroughly examined relevant 
previous research tools, a questionnaire that suits to the local and social settings of India has been developed which is based on the 
study of Elliott (2003). Various factors from this study have been modified to address each of the variables of the present research 
framework. The questionnaire was self-administered with a covering letter to motivate respondents to carefully provide their neutral 
opinion against the factors under investigation. Convenience sampling method has been used to get the responses from both public and 
private sector. The questionnaires which failed to provide adequate data for analysis purposes, such as incomplete questionnaires, 
responses from unmarried teachers and biased responses, have been excluded from the study. The reliability of the data was measured 
using Cronbach’s Alpha, which shows an estimate of 0.7 thus assuring the data reliability. 
 
Conclusion: Work life balance becomes extremely significant to study what women their career path as they will be handling their 
family as well at the same time. The strain and work anxiety are far more than others as a lot of time management, job management, 
toddler management, residence management everything is put under criteria. finally, time management and organization are necessary 
for women to establish balance, regardless of roles outside of the workplace (e.g., spouse, mother, friend).  
 

It is critical for work and family research to fully understand the conditions under which the married women employees 
experience conflict between their roles. It is clear from the current study that married women employees indeed experience WLBwhile 
attempting to balance their work and family lives which in turn affects the human resource development of the organizations. Thus, 
organizations need to formulate guidelines for the management of WLBs since they are related to job satisfaction and performance of 
the employees. The report argues that the organization (work) and the supporting value from home will encourage work life balance 
and in practice will reap the benefits and reduce the stress levels in both joint and nuclear family which will increase the productivity 
both at home and work. 
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