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ABSTRACT 

 

This paper tends to work-life balance across genders. The two people revealed encountering 

work life irregularity. Hierarchical endeavors at giving a strong workplace are acknowledged 

as they goes far towards upgrading worklife balance. In the post progression setting, Indian 

associations are attempting to empower work life balance through activities including flex 

times, low maintenance work, arrangement of youngster care offices. These activities are 

very like those that are given in different nations. Most likely, this is a promising pattern. 

However, the respondents right now detailed their failure to adjust work and home. In the 

light of this perception, the paper recommends the need to improve work life balance 

practices to empower representatives to adjust their lives. This will guarantee an amicable 

work place for representatives and make work increasingly important to them. 
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INTRODUCTION 

 

Chennai, the most customary city in India is seeing an ocean change in its qualities and 

convictions. This city is at present blasting with business openings for the most part in the 

administration divisions, all the more especially in the it and bpo, extending employment 

opportunities similarly to people (Pradhan and Abraham 2005; Varma and Sasikumar 2004).  
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The working gatherings are prevalently adolescents, yet because of the expanded openings 

for work individuals in middle age are additionally moving into these employments 

(Sachitanand et al. 2007). These occupations regularly accompany a decent amount of issues. 

for example, work pressure, expanded working occasions, general objectives, non strong 

workplaces and so on (Upadhya and Vasavi 2006). Thusly, representatives report work life 

pressures. The flow study endeavors to find out sexual orientation contrasts, assuming any, 

on the work life balance issues and is aimed at narrowing the current research hole right now. 

Shockingly, the writing survey didn't uncover any investigation of this nature in India. 

Consequences of the investigation might be helpful to associations structuring sexual 

orientation explicit measures to address work life awkwardness, as desires and adapting 

styles seem, by all accounts, to be distinctive across sexes (Baick and Drew 2006; Parker 

2007). 

 

REVIEW OF LITERATURE 

 

The recent past is a witness to changes in work schedules. A larger part of the it sector is 

hence moving from a standard eight-hour a day to operating twenty four hours a day for 

seven days of the week (Bharat 2008).  

 

Many employees need to work on Saturdays and Sundays too. Moreover, there is a changing 

pattern in the working hours which is quite different from the standard one, which normally 

operates from 9 am to 5 pm (Bharat 2009).  

 

While some employees work in the standard time some others need to be available for work 

that normally starts early in the evening and continues well through the night. Sometimes 

they need to even work beyond the normal eight hours (Rai 2009). 

 

Increasing workloads have pressurised employees to demonstrate their commitment to work 

in more obvious ways (Ishaya and Ayman 2008).  
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Consequently, a larger part of them have tended to be present at their work place for longer 

periods of time, thereby reducing the time for which they are available at home. The internet 

and mobile phones have made it possible for the organizations to keep in constant touch with 

the employees both during the day and at night (Morgan 2003).  Consequently, there are 

growing reports of stress and work imbalance (Bhagwagar 2009). 

 

To a large extent in the it sector, the employee is expected to be engaged on the job almost at 

all times. So the traditional distinctions between work-life and family-life have disappeared.  

Even during selection of employees for an organization, emphasis is placed on the attitudes 

the person exhibits, more particularly, whether the employee is flexible enough to be 

available for work at any time (Yasbek 2004). 

 

Simultaneously, family life is also becoming more complex. The extended family, even in 

India, is slowly disappearing (Patel 2005). 

 

 Small nuclear families have come to stay, where both the spouses go to work. In addition, 

there are an increasing number of single parent households due to increase in divorces 

(Amato et al. 2003).  

 

Although this problem is not as serious in India as in the West, yet, it could become a serious 

issue some time in the future. Participation by women in employment continues to grow since 

the past decade. In spite of more women going out to work, there has been little change in 

patterns of household responsibilities (Singh 2004).  

 

Women continue to undertake the majority share of domestic chores, and child rearing. These 

synchronous changes in working and family life result in a need for employees to 

continuously attempt a balancing act. Quite often the work intrudes on the family and social 

life, while at other times family pressures affect the work performance (Fu and Shaffer 2001).  
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Hyman et al. (2003) observed that organizational pressures, combined with lack of work 

centrality, result in work intruding into non-work areas of employees’ lives. Such intrusions 

often manifest themselves differently depending on the type of work, extent of autonomy and 

organizational support (Hyman et al. 2003; Atkinson and Meager 1986). 

 

 Fisher and Layte (2003) consider three distinct sets of measures of work-life balance, viz. 

proportion of free time, the overlap of work and other dimensions of life, and the time spent 

with other people. Several reviews have highlighted other issues such as age, gender, life-

cycle stage, ethnicity, citizenship, and childcare arrangements which also merit attention 

(Wallace and Cousins 2004; Jager 2001). 

 

Jenkins (2000) observe that issues like child rearing, the need to balance multiple roles etc. 

have consequences on health and family relationships. Securely attached individuals 

experienced positive spillover in both work and family (Summer and Knight 2001). These are  

pointers that there are gender differences in coping with workfamily issues. Women still 

primarily take care of domestic tasks, irrespective of their employment status. So, many 

women employees continue to face difficulties in balancing these two forces (Hyman and 

Summers 2004). Work based support to women is positively associated with job satisfaction, 

organisational commitment and career accomplishment (Marcinkus et al. 2007).  

 

The home working can lead to greater flexibility and independence, but it can make people 

work for longer periods of time, including weekends and evenings. Home environment also 

plays a  very important role in the quality of life. Home working could be stressful, if young 

children have to be managed (Valcour and Hunter 2005). Gender has an important effect on 

home working (Gunkel 2007).Both women and men prefer working in organisations that 

support work-life balance. Men appeared to benefit more than women (Burke 2002). 
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OBJECTIVE OF THE STUDY 

 

1. To discover the work-life struggle experienced by employees 

 

2. To recognize the different pressure elements. 

 

3. To analyze the factors of the study with the Working Environment, Separate from family, 

Childcare, Self-Management, Personal life Expectation, Financial Assistance, Work 

Expectation, WLB Policies.  

 

4. To examination impact of pressure and work-life balance in psychological well-being.  

 

5. To location the emotional well-being issues identified with pressure and work-life balance 

through intercessions. 

 

RESEARCH METHODOLOGY 

 

A survey was intended to gather information on issues identified with work life balance. 

Factors in the survey were chosen dependent on the investigations distributed by Hyman et 

al. (Hymanetal. 2003; Hayman 2005). The survey was circulated grinding away places and 

the reactions of representatives were gathered. An aggregate of one hundred and ten workers 

from the it area reacted to the overview. Comfort testing was depended on here since this is a 

starter study. 

 

 

TOOLS USED 

 

The statistical tools applied to analyse the primary data is Percentage analysis. 110 

respondents were selected for the final study. In order to interpret the data to arrive at 

findings from the study, for effective analysis and easy understanding, the data were 

tabulated. The data used in this table is secondary data. The Sample collected includes both 

male and female employees.  
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RESULTS AND DISCUSSION 

 

The segment profile of the example is appeared in table 1. The respondents were 

transcendently men. Of the example, 30% of the respondents were under 25 years, and 51% 

of them were between 26–35 years old. More respondents were hitched (58%) than 

unmarried. About 44% of the respondents were guardians with at least one youngsters. Most 

of the respondents had 5–15 years of experience (58%), trailed by those with 5 years 

experience (34%). 

 

PERCEIVED IMPROVEMENT IN WORK LIFE BALANCE 

 

Five factors that are considered to add to work life balance are surveyed. While three of these 

are business related, two are family related variables. Work based variables are, strategic 

scheduling, alternative to work low maintenance and opportunity to telecommute. The family 

related components considered right now, accessibility of kid care office and adaptability to 

deal with crises at home 

 

TABLE  

 

VARIABLE NUMBERS PERCENTAGE 

AGE 

LESS THAN 25 YEARS 

26–35 YEARS 

ABOVE 36 YEARS 

TOTAL 

 

33 

56 

21 

110 

 

30 

51 

19 

100 

GENDER 

MALE 

FEMALE 

TOTAL 

 

71 

39 

110 

 

65 

35 

100 

MARITAL STATUS 

MARRIED 

UNMARRIED 

 

64 

46 

 

58 

42 
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TOTAL 110 100 

PARENT 

YES 

NO 

TOTAL 

 

48 

62 

110 

 

44 

56 

100 

EXPERIENCE 

LESS THAN 5 YEARS 

5 – 15 YEARS 

ABOVE 15 YEARS 

TOTAL 

 

37 

63 

10 

110 

 

34 

58 

8 

100 

 

There is a solid conviction by the two men (97%) and ladies (92%) that those adaptable 

working hours will upgrade the work life balance. About 83% of men and 95% of ladies saw 

that work life parity would improve on the off chance that they had the option to work low 

maintenance. Comparative perspectives were communicated on account of opportunity to 

telecommute, to be specific 87% of men and 84% of ladies supported it. More ladies (89%) 

felt more emphatically than men (75%) that there ought to be a choice to deal with crises at 

home, while 76% men and 92% ladies felt that youngster care offices must be accessible as 

they accepted that these will improve the work life balance. 

 

SUGGESTIONS 

 

Our findings  propose that the two people have a solid conviction that adaptable working 

hours will upgrade the work life balance. This is reliable with the past investigations (Tausig 

and Fenwick, 2001). Home working was additionally another factor which was favored by 

the two people and it was accepted that it would improve work life balance. This perception 

underpins the discoveries of Felstead et al. (2006). Ladies felt that kid care offices ought to be 

accessible in working spots to guarantee work life balance. This is reliable with the 

discoveries of Hogarth et al. (2000). Work adversy affects the two people, as it influences 

their wellbeing and even their rest. The discoveries were predictable with the past 

investigations (Harrington 2001).  
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The overflow of work into family life indicated that the two people needed more time to go 

through with their families and in addition work pressures influenced quality the of family 

life. These discoveries are steady with past investigations (Pocock and Clarke 2005; 

Greenhaus 2003). The two sexes opined that a steady workplace is useful in accomplishing 

work life balance, which is reliable with the past discoveries (Laursen 2005). 

 

CONCLUSION 

 

This review draws out a portion of the issues identified with work life balance in the Indian 

setting. The investigation shows that work life balance issues here are very like those in the 

West. While most nations in the created world have set up family amicable work rehearses 

(Moen and Yu 2000; Dougherty and West 2000), the equivalent is yet to be found in 

acceptable measure in India. With the expansion in number of double vocation couples, it is 

nevertheless characteristic that such practices must be received here as well, as they would go 

far towards improving efficiency and upgrading nature of work and family life. Strategic 

scheduling, home working, kid care offices and the alternative to work low maintenance are 

offices that should be presented. Building a steady workplace is one more significant activity 

to be tended to. The examination depends on the reactions of the example workers. The 

aftereffects of the examination are influenced by these reactions and are liable to fluctuating 

in a greater or distinctive example. These confinements should be tended to in future 

examinations. Future research must concentrate on a more extensive example so as to get 

progressively summed up results. In addition, it must be aimed at understanding individual 

contrasts with the goal that worker explicit activities to improve work life parity could be 

started by associations 
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