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Constituent Factors and Implications of Work-Life
Balance on Female Employees: A Study on the
Indian IT industry
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In respect to this, there are various factors such as recording
system, working schedule, social support, workload, Labour
Law and policies related to the Employees or women
employees, household responsibility, domestic help, family
support, partner support and children care issues also affect
the job of women so that they will be not able to manage
work life in an IT industry. In respect to this, it is essential
for IT Industries to develop the fair and sound policies for
the payment so that it will be able to manage their work and
achieve the work-life balance productivity level effective
way.

Abstract: The aim of this review article is to identify the factors
affecting work –life balance of female of employees working in
Indian IT industry. Today’s competitive world, one of the
pertinent issues faced by the employees is the lack of balance in
work life and family life. Due to various reasons today’s female
employees in especially IT industry face multifaceted problems in
their family life due to lack of balance between job life and family
life. The poor match between the job and family life adversely
affect the satisfaction level of employees and organizational
commitment of them. This study investigates the various factors
responsible for the imbalance of job and family life of female
employees and gives an insight to the IT companies to review
their policy and norms on job and to enhance the employee
performance.
Keywords: work-life balance, employee performance, female
employees, employee satisfaction, organizational commitment.

II.LITERATURE REVIEW
2.1 Work-Life Balance: An Imperative Study
According to Hochschild (1997), to make a good
commitment with an organization, it is essential for the firm
to promote a work-life balance policies which are
compulsory to improve the interest of the governing body.
Hyman et al. (2003); Atkinson, et al. (1986), discovered that
work-related factors mainly include non-work of the
employee's life which mainly create the organizational
pressure with lack of facility. All these issues are related and
append the type of work autonomy and support given by the
organization to the women workers. In respect to this, the
work-life balance mainly determines on the basis of three
distinct sets of major such as free time, the overlap of work
and another dimension of life suggest time is spent with
other people. Marcinkus, et al. (2007) point of view, positive
Association with the work also support the women to
achieve job satisfaction with proper organizational
commitment and career achievement. As a result, it was
examined that in India, working between men and women is
based on experience more work-family and create a family
work conflict. The flexibility in independence also
experience the working from home facility include
weekends in the evening after the work-life balance of
working women in IT industry in addition to the quality of
life also impact on the home environment. Bachmann (2000)
and Schwartz (1994) found that work arrangements such as
flexible time, ethnic teleporting is also known as important
components that Highly Effective work-life balance of
working women in the IT industry. It helps to achieve a
better working and non-working activity and assisting the
organization to recruit, retain and motivate their workforce
effectively. Valk, et al. (2011) also examined in their study
that work and family-related factors affect by the women
working in IT industry in India and reveals that there are
major six major factors that influence such as family
influence on life choices, negotiate,

I.INTRODUCTION
Indian family is undergoing the changes due to increase
in the urbanization and modernization. As a result, women
who belong to the all classes entered into the paid
occupation. To make focus on the work-life balance of
women employee working in IT industry in India, it is
known as the important subject in the present time where
both men and women at the equal share of the responsibility
of learning and earnings for the betterment of their family
life. Hence, it is essential to analyze the woman work-life
balance between their professional and domestic life. There
are various factors that contribute to the work-life conflicts
which mainly known as a behaviour factor, time, and stress
factor (Greenhaus, et al., 1985). While working in the IT
industry, it is essential for the workers to complete the target
for the day and as per the desired objective. In respect to
this, the working life of the workers in the IT industry
makes a hectic schedule so that there is always an issue
arises to make a proper balance between their professional
life and personal life. To make focus on the women
employees working in IT industry, it can be said that women
not only need to perform their professional work but they
also need to take care of their home, family, and children.
As a result, it is a difficult task to manage the work of
women professionally and personally.
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multi-role responsibilities, self and professional, identity,
work-life challenges, compacting strategies, organization
policies and practices and social reinforcement.
2.2 Work-Life Balance' Theories
2.2.1 Compensation theory
According to Edwards, et al. (2000); Lambert (1990);
Staines (1980), this theory proposed that workers try to
compensate for the lack of satisfaction in one domain (work
or home) by trying to find more satisfaction in the other.
Compensation theory mainly considered as a relationship
between the work and family, it occurs when resources are
used to fulfill the need of one domain from another domain
by adopting the similar buffering effect to the family and
work and enrichment. It may be in the form of supplemental
and reactive power compensation. To make focus on
supplemental compensation, it mainly included an
individual who does not receive the reward as per their own
domain and speak them from another domain. Relative
Converse compensation mainly defines the condition when
the undesirable experience is happening in one domain
which seeking contracting experience to other individual or
another domain effectively.
2.2.2 Spill-over theory
According to Edwards, et al. (2000); Illies, et al. (2009);
Greenhaus, et al. (1985); Westman (2001); the Spill-over
theory proposed that workers carry the emotions, attitudes,
skills, and behaviors that they establish at work into their
family life. Split over theory is occurred when one domain
impact on another domain in the same way and having
established boundary between the individuals’ family and
work spill over take place in both the direction and found to
be dependent on the spellings of each roll of pressure.
2.2.3 The border theory
As per Ashforth, et al. (2000) Support-Eng (1996a);
Zerubavel (1991), each person's roles takes place within a
specific domain of life, and these domains are separated by
borders that may be physical, temporal, or psychological.
Border theory is considered an important political
contribution that provides strong starting and deleting the
work-life boundaries. It is a fine way by which an individual
will be able to create and maintain the boundaries by
simplifying and ordering the environment. It mainly
includes three types of borders such as temporal, physical
and psychological border. To make focus on temporal power
boundaries actual time which is related to the completion of
the work activity. Physical boundary refers to the actual
location in which the work activity takes place and
psychological boundaries mainly defined as a perception of
the employees associated with the activity of work.
2.3 Work Antecedents of Work-Life Balance
According to Dizaho, et al. (2013, June), Pasamar, et al.
(2015), it is essential for the organization to provide
effective working culture and climate so that employees will
be able to manage their working life balance effectively. In
respect to this, there are various work antecedents that
Highly Effective work-life balance of women employee who
works in the IT industry in India. It can be said that the work
schedule has the employees to work are which is this differ
from the average company start and stop time. The work
schedule also has employees to maintain their work and life
balance. In respect to this, it is essential for the organization
to maintain the organizational structure including with
proper fraction for the women employees so that they will
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be able to manage the burden of the work and responsibility
of the family. In addition to this, another factor that highly
check balance of Indian IT industry, there are various
examples of the IT Industries found that the working of the
company or firm are based on the target so that it is essential
for the employee to complete the target per day which was
determined and delegated as the superior leader. As a result,
it creates a negative impact on women working to manage
the workload and responsibility of the family children's
home. In addition to this, the rewarding system is another
that makes a great impact on the work-life balance jobs in IT
industry motivation which is in the form of monetary and
non-motivation. It may be in the form of salary, hike in
growth opportunity, bonus; on the other hand, non-monetary
motivation includes an appraisal, promotion and so on. As a
result, it was found that is the human will get the effective
rewarding system as per the capability level they will get
highly motivated with the word and manage their work-life
balance by achieving the job satisfaction in an organization
effectively. On the other hand, the effective rewarding
system adopted by the IT industry is not fair and partial
which make negative impact on the attitude and behaviour
of the working women so that they will not able to manage
the work life and balance their professional and personal life
which make negative impact on the growth of an
organization. To make focus on social support, it is another
factor that Highly Effective female employees working in IT
industry to manage work-life balance social support mainly
include the customs believes that are adopted and run in a
society which is beneficial or not beneficial for the women.
As a result, in India, there are various types of caste religion
people living together. For example, for Islamic society,
there is a limitation for the women to work outside from
their home after marriage. They will not get social support
so that they will not effect of social support and not manage
their work life and personal life effectively. On the other
hand, in India, it was also found that women and family
support for female employees by providing a positive
environment in a home and even organization also under the
fair employment policies for the women so that they will be
able to work freely without having any kind of hesitation in
their mind. Labour laws and employee policies also known
as the biggest factors that highly effective and create the
relation between the female employees working in the IT
industry by affecting their work-life balance. In respect to
this, it is essential for the organization to adopt fair policies
and employment opportunities for men and women in the IT
sector. As a result, it was found that many organisation also
try to adopt the fair employment policy such as antidiscrimination law, work health and safety act so that they
will be able to provide the same and Secure environment for
the working women by reducing the various negative issues
that harassment lack of coordination supervisor pod
impartial behavior of the senior which make negative impact
on their job satisfaction level so that they will not able to
manage the work-life balance.
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2.4 Life Antecedents of Work-Life Balance

III.AIMS AND OBJECTIVES
• To identify the factors that influence work-life balance
within female employees working in the Indian IT
industry.
• To identify the work specific factors that influence the
work-life balance of female employees in the Indian IT
industry.
• To identify the life specific factors/antecedents that
influence the work-life balance of female employees in
the Indian IT industry.
• To investigate the impact of implementing WLB practices,
on female employees' performance and satisfaction level.
• To study the measures to be taken by Indian IT companies
to enhance the work-life balance of employees.

According to Saltzstein, et al. (2001), AlHazemi, et al.
(2016), Michel, et al. (2011), to make focus on life and
different of work-life balance, it mainly include the
household responsibility, domestic help, extended family
support, partner or parents support, childcare issues that
affect the female employees working and affect their worklife balance. It includes the various responsibility of women
towards their parent, partner children so that if the women
will not able to make a proper balance, some kind of
frustration she has faced mentally so that she will not able to
manage their work-life balance. In addition to this, domestic
help may be in the form of help given by partner while
doing the domestic activity such as one-time food preparing
by the partner, home cleaning by the partner or a mother. In
addition to this, extended activities that can be done by the
family members so that it will not make any kind of burden
over the working. It may be in the form of partner support or
parent support. In addition to this, child issues also affect the
employee's client industry. As a result, it was found that
who provide the childcare after going to the job to the
children is the biggest issue for the working women. In
respect to this, there are various child Care Organisation,
nursery and family members also provide effective support
to that women will be able to manage your work life balance
effectively.
2.5 Organizational WLB Policies/Practices

IV.FINDINGS AND DISCUSSION
As per the detailed information, it can be said that there are
various constituent factors and implication of work-life
balance on female employees working in Indian IT industry.
It is essential for the employee to manage their working life
and personal life (Lazar, et al., 2010). In respect to this, the
study mainly focuses on the working life and organization
behavior for the female employees working in IT industry
analyze the various theories related to providing work-life
balance such as compensation theory, spillover theory, and
border theory. In addition to this, the study also focuses on
the various working antecedents of work-life balance that
highly of affect the females such as schedule work, reward
systems and social support (Osoian, et al., 2009). The study
also focuses on life in the antecedent of work-life balance
such as the house of responsibility, domestic help support
from family, parents support and partner support and where
is child care issues that highly of the work-life balance of
working women in IT industry. The study also examined the
various organised balance policies and in the form of
flexible type of adoption, remuneration facilities, cares
facilities and leaves policies and practices especially the
maternity leave for working women's so that they will be
able to make a proper balance between their professional life
and personal life effectively (Kim, 2014).

2.5.1 WLB policies/practices' impact on performance and
job satisfaction
According to Beauregard, et al. (2009), Arif, et al. (2014),
Lazar, et al. (2010), to manage to work-life balance of
female employees working in IT industry, there are various
policies have been implemented by the organisation that
initiates the leave which may be in the form of current
leaves that allows employees to take time of care and
support for their family or household member. Organisation
also provides study or training leave, pulling of leave,
entitlement culture and religious break that helps the
employee to take the time of their culture and religious
reason for a public holiday. In addition to this, the
organization also provide paid adoption leave, paternity
leave, safety at work driving pregnancy, location break and
employee assistance with childcare. Apart from this, the
flexible work arrangements also focus in the policy of the
organisation in which organization highly focused on job
sharing as a part-time working adopt flexitime that helps
employee to build an additional part-time work facility, shift
work facility, home working, mobile working and gradual
retirement that help the employee to gradually reduce the
number of working hours and duties over an extended
Period of the time. In addition to this, the company also
focus on additional work provision such as providing a
telephone for personal use, counselling services for
employee's health program, exercise facility, equal access to
the promotion training and development, parenting of family
support program and the location of placement assistance
effectively.

Retrieval Number: E0521014520/2020©BEIESP
DOI:10.35940/ijmh.E0521.014520
Journal Website: www.ijmh.org

V.CONCLUSION
It can be concluded that it is essential for the employees to
manage their work life and professional personal life
effectively. The study mainly identifies the factors which
influence the work-life balance of employees working in the
IT industry in India (Chimote, et al., 2013). It also examines
and the work specific factors and life specific factors which
influence the work-life balance of female employees
working in the Indian IT industry. The study analyzed
various theories on work-life balances of female employees.
It found that schedule of work, reward system, etc. have
significant impact upon the work-life balance as work
specific factors. Also, the house responsibility, domestic
help from family, parents and partners support, child care
issues, etc. are pertinently affecting the female employees as
life specific factors.
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