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You can do almost anything in life but not everything. When two desirable values contradict each other, it is necessary to 

strike a right balance. The paper covers study of 1000 Indian married working women of different sectors. Focus Group 

Discussions were also conducted and are reported in the paper. The main results of this study indicate that self-related 

factors affect the most towards attainment of balance between the two P's Personal and Professional. This research 

paper will provide a good foundation for organizations to identify work life balance policies. 

 

1. Introduction 
Changes in the social, political and economic scenario have influenced and still continue to do so by way of influencing both 

the nature of employment and its relationship to life outside work. The social pressure for quantity of leisure has to a 

considerable extent been replaced particularly among the ever increasing professional classes with more pressure for quality 

of leisure. At the core of an effective are two main concepts. They are daily ‘Achievement’ and ‘Enjoyment’. Achievement 

and enjoyment are two sides of the same coin. We cannot have one without the other. Trying to live a one sided life is the 

reason for many successful people that they are not happy or completely happy or nearly that happy they should be. Work life 

balance is a global topic of growing importance and frequent discussion. The reality is that most of us are facing increasing 

competition for our time and energy. In today‟s fast paced world, it becomes difficult to have a satisfying work experience 

and a healthy personal life together. For married working women, it becomes more difficult. The scope is much wider. It 

takes into its ambit the four quadrants of our life also. Life delivers the value and balance we desire for. Our life has four 

quadrants: Work, Family, Friends / community and Self / Personal Space. 
The times have changed. Today, women are trying hard to manage their personal and professional life. The topic of work 

life balance has been selected to identify the parameters that affect the attainment of work life balance. Factors such as work 

related, organizational policies, social, family, self, spouse, health and children were identified after factor analysis. The 

current research highlights the degree to which the factors affect work life balance. Married working women need to complete 

targets at workplace and maintain her family and social life at the same time. The time given is the same “24 hours”! She has 

a good friend circle but is unable to spend time with them as being preoccupied with family and work responsibilities. This 

was also proved through the findings obtained in the study.  

It is not that work life balance is not required by men. It is required equally by men and women both. However, for married 

working women the need just gets doubled. The current research highlights the need to strike the right balance between work 

and home and the identification of factors that help to attain work life balance.  

 

2. Literature Review 
The study conducted by Karrir and Khurana (1996) found significant correlations of quality of work life of managers from 

three sectors of industry viz., public, private and cooperative, with some of the background variables (education qualification, 

native/migrant status, income level) and with all of the motivational variables like job satisfaction and job involvement. 

Hochschild (1997) reported that many changes in the workplace and in employee demographics in the past decade have led 

to an increased concern for the boundary between employee work and non-work lives. 

Rout et al (1999) conducted a research which found that women in India experience considerable pressure, in the morning 
before going out to work and after work, to do all that is necessary for the family.  

Fiona Scheibl (1999) ascertained a Cobb-Douglass production function model (which is modified to allow for productivity 

effects by incorporating the contracted flexi time variable). It is used to estimate the net effect of flexible work schedule on 

productivity. It was seen that flexibility increased productivity by 10%; the authors concede that the relationship could be 

indirect, i.e., it could be that the climate within firms that provide flexi time encourages greater productivity through other 

human resource practices. A study of 12 leading British employers found that long hours increased absenteeism and staff 

turnover, also reduced staff morale and productivity thereby reducing the right balance.  

Report given by ACAS (March 2007) on flexible working discusses various kinds of flexible working options and their 

effects on the lives of employees. Plans for more flexible free childcare and extending the rights of parents with children aged 

up to 16 have been hailed as milestones in the drive for a more family-friendly workplace. Yet many parents are reluctant to 

ask for flexible working, and instead phone in sick when child care arrangements break down.  

Schultz J et al (April 2010) found that both the fields of work life integration and career development, are inherently male 
engendered or degendered and do not allow for an understanding of social support networks for working mothers; which by 

definition must be exclusively engendered. They also highlighted the attrition rate issues to working mothers.   

Parmar S (2010) opined that as more women begin to take up jobs outside the home, there is an attitudinal change that is 

beginning to become noticeable. In the middle classes earlier, working women and their incomes were viewed as 

supplementary to that of the male and therefore not given their due importance. In contemporary times women are frequently 
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as professionally qualified as the men and the incomes they earn are equally substantial. Their working hours as well as the 

stress and strain of work is in no way less than that of a male. Therefore, the equations between them are also changing along 

with the traditional roles they have played. No longer are men and women‟s roles clearly defined vis-à-vis domestic work and 

childcare. With the inevitable change of social norms the relationships between men and women are also going to change and 

perhaps become a little less lopsided than they have been so far.  

OECD (2011) identified that gender is a key determinant of inequalities in work and life. It was found that although men 

spend longer hours in paid work than women, women have less leisure time than men due to the longer hours that women 

devote to unpaid work such as housework and caring for children and elderly relatives. Age is also a factor shaping work life 

balance, with the young and elderly having more leisure time than the working age population. Cultural factors and inflexible 
working arrangements and family policies in support of working women need to be improved.  

Priscilla P (2011) asserted that the demands of workplace are ever increasing and highly dynamic. In this research paper, 

the needs of work life balance, stress, unethical practices, disturbed families and organization elated factors were discussed. 

Also, the role of HR department in letting the employees achieve work life balance was laid down. Techniques for stress 

management so as to achieve balance were reiterated. Following equation as put forward by the researcher: Time 

Management + Stress Management = Work Life Balance 

Regus Work Life Balance Index (May 2012) surveyed over 16,000 employees working across 80 countries registered 

24% rise in work life balance between 2010 and 2012. As economic conditions improve and employment opportunities 

become more frequent businesses cannot afford to ignore key measures to improve employee work life balance and 

wellbeing. 69% of workers feel that they enjoy work more than in 2010 and 59% are happy with the amount of time they 

spend with family or at home. Respondents feel that the employers are trying to reduce commuting time for employees. The 

index found that small companies had a higher work life balance rating than larger companies at 130 points compared to 109, 
highlighting that the barriers to introducing measures to improve harmony between work and personal life may be 

administrative rather than psychological. The OECD confirms that across countries there is a strong negative correlation 

between long working hours and satisfaction with work life balance, as well as between lengthy commutes and longer 

working hours. To improve employee loyalty and attract top talent businesses now have a huge variety of options to choose 

from ranging from offering flexible working hours, alternative locations for work, crèche facilities within the workplace, part 

time working and job sharing. There are as many options as there are requests by workers, but businesses need to understand 

that it is time to start offering these as an incentive rather than waiting for governments to enforce this freedom as the norm. 

Various definitions of work life balance also came up. The OECD describes it as „a suitable balance between work and daily 

living‟, the HEBS (Health Education Board for Scotland) as „working practices that acknowledge and aim to support the 

needs of staff in achieving a balance between their home and working lives‟ and the DTI (Department for Trade and Industry) 

describes it as „a balance between work and other aspects of people‟s lives‟. One important subjective factor which influences 
work life balance was identified as job enjoyment. If workers enjoy their time at work then they are less likely to take home 

worries and stress and are less likely to resent the time that is spent at home. Chinese, Indian and German workers also report 

that they spend more time away from their home life than in 2010 and that time spent earlier at home is now spent on long 

working hours. Commuting time is widely regarded by workers as a limbo of wasted time that is neither work nor private life. 

By helping workers reduce this grey area companies can show employees that they value their time and their wellbeing as 

stress caused by traffic and overcrowded public transport can affect both performance and overall health. Long commutes of 

over 45 minutes are in fact associated with poor sleep quality, exhaustion, and low general health. It has even been found that 

long distance commutes put so much pressure on families that commuters are 40% more likely to separate. They concluded 

that although a majority of workers report that they are enjoying work and achieving more than they were in 2010, this is 

hardly surprising given that those two years coincide with the last acts of the global downturn. In particular, although the 

index has grown globally 24% since 2010, a number of indicators such as excessive additional duties and longer working 
hours show that businesses can still do much to help improve employee work life balance. As economic conditions improve 

and employment opportunities become more frequent businesses cannot afford to ignore key measures to improve employee 

work life balance and wellbeing. One simple way to empower employees to take more control over their work life balance is 

to help employees cut commute time through the introduction of more flexible working practices. Being specific to India, the 

index of work life balance has increased from 121 points in 2010 to 139 points in 2012. Fully 80% of respondents from India 

felt that they enjoy work more than they did in 2010. However, China, Mexico and Brazil have to highest points in the index.  

Varatharaj V, et al (2012) drew a relationship between personal and professional life. It was opined that work life balance 

can be achieved through emotional intelligence. Better emotion management is necessary in order to accomplish day to day 

objectives of life. They said that work life and personal life are the two sides of the same coin. Through Kruskals – Wallis test 

(K or H) it was proved that there is no significant difference between employees‟ age and their physical & mental pressure. 

The philosophy of work life balance for the employees of the company is a very progressive and encouraging concept.  

The Indian Express (2012) reported a survey conducted on about 1,200 married, young working women and home makers 
in cities like Ahmedabad, Delhi, Bangalore, Chennai, Hyderabad, Kolkata and Pune. They came up with the finding that 

working women in urban areas give precedence to their career and professional ambitions over plans to start a family. Over 

half of married women in the aforesaid centers said they have shelved plans to start a family as career advancement and 

higher education is their priority and cannot sacrifice the same to raise kids.  

 

 



International Conference on Technology and Business Management                       April 10-12, 2017 

ISBN: 978-1-943295-06-7  25 

3. Research Methodology 
3.1 Objectives 

1. To study the concept of work life balance. 

2. To identify factors affecting work life balance.  
3. To study the impact of various quadrants on achievement of work life balance.  

 

3.2 Hypotheses 

1. Improper work life balance leads to side effects. 

2. Work life balance enhances the quality of performance. 

3. Prioritization of responsibilities leads to work life balance. 

4. Time management leads to work life balance. 

5. Married working women are able to spend less time with friends and self. 

6. With increase in age, attainment of work life balance is easy.  
 

3.3 Research Design 

The data was collected from 1000 married working women through structured questionnaire.  

 

3.4 Sampling Design 

Sampling Design Type: Stratified Random Sampling 

Sampling Unit:  Nagpur Region 

Sampling Frame:  Married Working Women  
Sample Size:  1,000  

 

3.5 Data Collection 

1. Primary Data 

a. Structured Questionnaire was designed which contained 8 parameters related to work life balance 

b. In Depth Interview 

2. Secondary Data 

a. Research Papers Published in Journals & Conferences (Please refer to references), Reports by various Agencies 

 

4. Data Analysis 
4.1 Reliability Test 

In statistics, Cronbach‟s Alpha is a coefficient of internal consistency. The value of alpha is between 0 and 1. The alpha value 

obtained in study is 0.820. 

 

4.2 Hypotheses Validity 

1. Improper Wok Life Balance  

On the basis of discussions and data collected through questionnaires, it was observed that improper work life balance leads 

to several side effects on all fronts of life. The picture for the same would be clearer with the help of figure 1.1. The 
percentage figures in the boxes depict the percentage of respondents who are facing these side effects. Thus, improper work 

life balance leads to several side effects. 

  

 
Figure 1.1 Side Effects of Improper Work Life Balance (Source: Primary Data) 

Improper Work Life 

Balance 

Postponing Pregnancy for Work 

Related Commitments 

Feeling Guilty, if unable to fulfill 

Expectations of Family  

Loose Temper Frequently 

Miss Quality Time with Family 

Argument with Spouse due to 

your Job 

Buying Gifts for Children so 

that they stay Busy 

Stress Related Diseases 

82.5% 

14.4% 

50.4% 

51.2% 

73.8% 

51.8% 

41.5% 

5.6 % 

Not Getting Sleep 48.3% 

Started Smoking / Drinking 

Alcohol 
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2. Work Life Balance Enhances the Quality of Performance 

In terms of percentage, 89.7% of the total 1000 respondents agree that when they are able to achieve work life balance, their 

quality at work enhances which is a positive sign. The mean value obtained is 4.178. The t value is found to be significant at 

.000 level.  

 
Table 1.1 One Sample t Test for Quality of Performance  

One-Sample Test 

 Test Value = 0                                        

 
t df 

Sig. (2-
tailed) 

Mean 
Difference 

95% Confidence Interval of the 
Difference 

 Lower Upper 

My performance at work increase when I am able to achieve 
work life balance.  

140.426 999 .000 4.178 4.12 4.24 

 

The t-value is found to be significant at .000 level which is less than 0.05 which means we reject the null hypothesis. In this 

case, our statement is accepted. Thus, through percentage, mean values and one sample t-test; we can conclude that work life 

balance enhances the quality of performance. 

It would not only help in saving more quality time which can be used for family, children, self, career or for society. 

However, it should be noted here that the self should not be ignored. It is highly important that we give some good time for 

ourselves also. This can be in the form of listening music, meditation, doing what one likes to do or pursuing a hobby. There 

are multiple advantages for having work life balance. Enhanced performance is one of the broad advantages which would 

result in further more vital benefits not only for women but their surrounding environment also.  

 

3. Prioritization of Responsibilities Leads to Work Life Balance 
In order to validate this hypothesis, an item was inserted in the questionnaire directly asking the respondents if prioritization 

of responsibilities leads to work life balance. In terms of percentage, 88.8% of the total 1000 respondents agree that when 

they are able to achieve work life balance, their quality at work enhances which is a positive sign. The mean value obtained is 

4.209. The t value is found to be significant at .000 level.  

 
Table 1.2 One Sample t Test for Prioritization of Responsibilities 

 One-Sample Test 

 Test Value = 0                                        

 
t df 

Sig. (2-
tailed) 

Mean 
Difference 

95% Confidence Interval of the 
Difference 

 Lower Upper 

Prioritization of responsibilities helps in achieving work life 
balance (WLB). 

172.710 999 .000 4.209 4.16 4.26 

 

The t-value is found to be significant at .000 level. Thus, through percentage, mean values and one sample t-test; we can 
conclude that work life balance enhances the quality of performance. 

Prioritization of responsibilities does not mean that the respondents would be doing only one task at a time. They need to 

prioritize all the 4 quadrants. Passing time at workplace when it is known that you need to finish off some important task at 

office and also reach home on time sounds to be foolish. But, there are many people who indulge into such activities. This is 

the reason why an emphasis is laid down specifically on prioritization of responsibilities.  

 

4. Time Management leads to Work Life Balance 

From the responses, 94.7% of the married working women felt that time management is the key to work life balance. The 

mean score obtained is 4.38.  

 
Table 1.3 One Sample t Test for Time Management  

One-Sample Test 

 Test Value = 0 

 
T df 

Sig. (2-

tailed) 

Mean 

Difference 

95% Confidence Interval of the 

Difference 

 Lower Upper 

Better time management will help in achieving 
WLB. 

280.719 999 .000 4.377 4.35 4.41 
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Table 1.3 gives us the t-value which is 280.719. The t-value is found to be significant at .000 level. Through percentage, 

mean values and one sample t-test; we can rightly say that better time management will help in achieving work life balance. 

Time management is something that we often hear about. But the point is actually achieving it in order to achieve work life 

balance.  

 

5. Married Working Women are able to Spend Less Time with Friends and Self 

It was observed that 92% of the sample size has a good friend circle but only 50.2% of them are able to spend time with them. 

Approximately 41.7% of the respondents are not able to spend time with self or to carry out their hobbies.  

 

 
Figure 1.2 Spend Time with Friends (Source: Primary Data) 

 

The emphasis is being given on this aspect as friend circle plays a very important role in the life of a person. Females and 
especially married working women are already doing multitasking for home and work. In this expectancy model, she is the 

one who is badly engrossed and actually entangled in between all this. She needs to spend some good time with friends. Thus, 

the first part of the hypothesis that married working women are able to spend less time with friends has been validated.  

In order to test the second part of hypothesis, an item was inserted in the questionnaire whether they are able to spend time 

with self or not. Out of the total 1000 respondents, 47.4% respondents agree that they are able to spend time with self alone 

or to carry out some hobbies of their choice. 52.6% of the respondents are unable to spend time with them or to carry out 

hobbies of their interest.  

 

6. With increase in Age, Attainment of Work Life Balance is Easy 

Thus, as the responsibilities decreases and there is more of autonomy in the family with respect to children it gets easy to 

achieve work life balance.  
 

Table 1.4 Increase in Age makes Work life Balance Easy 

Age Group   (in years) Total respondents Can achieve Work Life Balance Achievement Percentage 

25 to 30 185 116 62.70% 

30 to 35 245 159 64.89% 

35 to 40 162 106 65.43% 

40 to 45 153 117 76.47% 

45 to 50 145 120 82.75% 

50 and above 110 99 90% 

Total  1000 718 71.8% 

 

Table 1.4 shows us that on an average in the age group of 25 to 40 years, the percentage of respondents who are able to 

achieve work life balance is approximately 64%. But, the age of 40 acted here as the turning point as the percentage of 

respondents who are able to achieve work life balance has drastically increased to 76%. As the age increases further, the 

number of respondents who are able to strike the right balance is also increasing.  

 

4.3 Regression Model 

Linear regression is used to model the value of a dependent scale variable based on its linear relationship to one or more 

predictors. The linear regression model assumes that there is a linear, or straight line, relationship between the dependent 

variable and each predictor. The model is called as linear because increasing the value of each predictor by 1 unit increases 

the value of the dependent by units. 

 
Table 1.5 Regression Model for Work Life Balance 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .724a .524 .521 .642 

a. Predictors: (Constant), children, health, or policy, spouse, social, work, self, family 

91.9% have Good Friend Circle 

50.2% Spend Time with Friend Circle 

41.7% are not able to Spend Time with Friend Circle 
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The dependent variable taken in this model is whether work life balance is achieved by the respondents or not. Regression 

result has been used to measure the predictors of work related, organization policies, health related factors, social, self-

related, family related, spouse related and child related factors. 

 
Table 1.6 Table Showing Beta Values in Regression Model 

Coefficients
a 

Model 
Unstandardized Coefficients Standardized Coefficients 

t Sig. 
B Std. Error Beta 

 

(Constant) -1.068 .199  -5.357 .000 

avgwork -.021 .043 -.013 -.486 .627 

avgorgpolicy .087 .043 .050 2.011 .045 

avghealth .027 .034 .021 .793 .428 

avgsocial .051 .035 .041 1.471 .142 

avgself .884 .044 .591 20.225 .000 

avgfamily .200 .056 .110 3.562 .000 

avgspouse .098 .039 .059 2.510 .012 

avgchild .019 .014 .031 1.387 .166 

 

Table 1.6 gives us the correlation of coefficient which is (+ 0.724). The R square is 0.524. The adjusted R square is 0.521. 
As per table 6.18, following observations can be made: 

 The organizational policies contribute to 5% of the total variance.  

 Health related factors contribute 2.1% of total variance.  

 Social factor has 4.1% of the total variance.  

 Self-related factors have 59.1% of the total variance which is the highest amongst all the factors.  

 Family related factors has 11% of the total variance and is the second highest factor contributor.  

 Spouse related factor has 5.9% of the total variance and it is the third factor having high beta value. 

 Child related factors have 3.1% of the total variance.   

It is observed through the table 1.6 that the work related factors is found to be not significant towards attainment of work 

life balance and has a negative relationship with attainment of work life balance. 
Based on the sample size of married working women, self-related factor is highly significant with attainment of work life 

balance and the level of significant was 0.000. It explained 59.1% of total variance. So also, family related factors are also 

found to be significant at .000 level with beta value .110.  

All the 7 variables; i.e., work related, organizational policy, health, social, self, family and child related factors account for 

90.3% of the total variance.  

It is observed that attainment of work life balance is majorly affected by self-related factors and the others being family 

related factors, spouse related factors and organizational policies (to some extent).  

It can be seen from figure 1.3 that self related factors form 59.1% of the total variance and family related factors form 11% of 

the total variance. This regression model has been created to understand the factors that directly contribute towards attainment 

of work life balance for married working women.  

 

 
Figure 1.3 Beta Values of the Regression Model 

Work Related Factors 

Organizational Policies 

Health Related Factors 

Social Related Factors 

Self-Related Factors 

Family Related Factors 

Spouse Related Factors 

Child Related Factors 

Attainment of Work Life 

Balance 

-.013 

.050 

.021 

.041 

.591 

.110 

.059 
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5. Conclusion 
To sum up, it can be said that though achieving work life balance is like walking on a rope, but once expertise in achieved in 

it, one is a winner. Same is the case with work life balance and practicing it. Achievement of work life balance is not too 

difficult. It is achieved by time management, proper prioritization of responsibilities, living a healthy life and staying happy. 
If one is able to daily achieve something and enjoy it as well, I am sure that person will have more satisfaction at work and in 

personal life. This feeling of satisfaction helps in achieving the right balance between work and life. The study has endowed 

insights and implications for the better management of human resources. If the employees are happy and satisfied with their 

work and are able to give quality time to family and self, the right balance can be stroked between both thereby increasing the 

productivity of the employees as well. To achieve work life balance, there is high probability of nuclear families getting 

converted into joint families. Married working women are able to achieve work life balance due to several factors that have 

been discussed. The major factor that helps in attainment of work life balance as per the regression model is Self- Related 

Factors. 
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