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Abstract   

After liberalization, Indian economy has 

created considerable employment opportunities for 

women, who possess management skills and talent. 

Today women form an important part of the Indian 

workforce. This is a positive development that 

women are making their presence felt in different 

walks of life. But despite working in an 

organization, women still manage the house. The 

demand at work place as well as at home, the work 

life balance of women employees has been at stake. 

Different factors affect work life balance and one 

set of factors could be demographic variables. The 

present study is undertaken to determine the 

relationship between the demographic variables 

and work life balance of women employees in IT 

sector with reference to Chennai, a metropolitan 

city of India and a sample of 90 employees is 

chosen using stratified random sampling method. 

The hypothesis is tested using chi-square test and it 

has revealed that there is significant relationship 

between demographic variables and work life 

balance. 

Keywords: Work Life Balance, Women 

employees, IT Sector, Demographic variables.  

I. INTRODUCTION 

The term work life balance coined in 1986 

in USA, has evolved around the idea of balancing 

work life and family responsibilities. The 

interlinked concept work life balance has gained 

prominence in the recent years due to the changes  

 

in the society and the workplace. After 

liberalization, privatization and globalization 

Indian organizations to transform into new way of 

functioning compared to that of earlier days. 

Labour market has witnessed increasing 

employment opportunities for young talented 

manpower. It has changed the demographic profile 

of employee accompanied with good pay. A new 

concept of dual career couple emerged out of it. 

Women‟s are now become a visible part of 

workplace work and family are the most crucial 

domains and balancing these two domains is 

essential for their well-being. There is a saying by 

the great brilliant scientist Albert Einston that “Life 

is like riding a bicycle. To keep our balance we 

must keep moving”. While riding if there is an 

imbalance and if the rider is unable to control he 

may fall down. This is true for all employees who 

are struggling with work life balance issues 

especially for women employees who face many 

challenges both at work place and home. If they are 

unable to maintain the balance the repercussions 

will be serious. Today with increasing demands at 

work place the interface between work life and 

personal life assumed significance which demands 

more attention. Indian society has witnessed a 

surge in participation of women in labour force, 

especially in IT industry which is a direct fall out 

of globalization and brought a lot of opportunity 

for educated women. In the light of the increasing 
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number of women in IT industry, there is a need to 

examine the phenomenon of the work-life balance 

of Indian women IT professional in greater depth.  

Literature Review  

 Work life balance concept has been 

gaining importance for the research because it is 

one of the work related issues affecting 

productivity of employees in an organization as 

well as in performing role related to family. With 

growing awareness of employees for managing the 

boundary and the interface between their work and 

non work lives, the provision for effective work life 

initiatives have been a priority for various 

organizations in the corporate world.  

Many changes in the workplace and in 

employee demographics in the past few decades 

have led to an increased concern for understanding 

the boundary and the interaction between 

employee, work and non–work lives (Hochschild 

1997; and Hayman 2005). As more and more 

women are joining the workforce and dual career 

couple are becoming increasingly common 

(Moorhead et.al, 1997). Chitra and sheela (2112), 

in their study observed that, there is a significant 

difference in the level of work-life balance of the 

respondents belonging to various age groups and 

designations. They suggested that practice of work-

life balance policy and other necessary steps for 

this workplace issue, employees can maintain a 

proper balance between their work and personal 

life.Murphy and (Thilakshi Kodagoda, 2010). Both 

personal and professional lives are important and 

women employees struggle to do justice for both 

the roles and in the process if they spend more time 

pursuing one role as opposed to the other can lead 

to negative outcomes (Nair, 2010). Vanitha (2011) 

in her article titled “A study on Work Life Balance 

of IT employees through Emotional Intelligence 

with special reference to Indian context” states that 

the degree to which work and personal life 

activities are prioritized as neither is neglected. 

High ratings on these behaviors are associated with 

the emotional intelligence measures of social 

responsibility, impulse control, and empathy 

Vanitha & Meenakumari (2011) in their study 

entitled “Family Vs Work Conflict among Working 

Women in India with Special Reference to IT, 

Education and Banking Sector” state that the 

participation of women employees in modern 

organizations ranges from priority to service based 

augments every year in Indian industrial climate. In 

addition to that women have to play multifaceted 

roles at family, society and at work places with 

unprecedented pressures at different climate. The 

unbalanced co-ordination and support belatedly 

indulge both family and work conflicts and it also 

mutually influences each other. The impact of these 

influences impetus with work and family problems 

and sometimes leads to undesirable consequences. 

Ramanathan & Vanitha, (2011) in their research 

article titled “Work- Life Balance-A primitive 

Channel Source for work culture at workplace with 

special reference to IT employees in India” state 

the work pattern of IT sector. The professional 

employed at various levels in IT sector undergo 

various changing issues in terms of organizational 

policy and individual commitment. The growing 

competition among various companies in this 

sector, the job shift, recent economic slowdown, 

and the market rehabilitation strategies adopted by 

the companies want the employees of IT sector to 

contribute more at work places irrespective of time 

schedule in the form of job expansion, work load 

enrichment and customer satisfaction. Due to these 

changes the WLB of IT employees deviates and 

leads to mismanagement of various overlapping 

factors among individuals in terms of work, family, 

social, development and personal. The result of 

poor WLB leads to ineffective work culture at 

organizational level. The ineffective work culture 
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affects the individual organizational relationship, 

individual family and social relationship.  Doherty 

(2011) revealed that it is not possible to measure 

work-life balance in an absolute way as there are 

personal circumstances which influence the way 

that is perceived but establishing a harmony that 

reflects an individual„s priorities whereas 

employees must draw a firm line between their 

home and work lives and be confident that the line 

is in the right place. Undoubtedly women 

participation in labour market is increasing but at 

the same time their identity and workload continue 

to be related to caring work especially for children 

Literature have given various facet of work life 

balance scenario in IT sector in an generalized 

manner. However scarce literature is available on 

work life balance of women IT employees of 

Chennai. Chennai has become a hub for IT 

(Information Technology) and ITES (IT enabled 

service). Thus the present study is an attempt made 

by the researcher to examine the work and family 

life of women IT professionals‟ stressful job at 

their workplace along with their family 

commitment. 

Demographic Variables And Work Life Balance  

Demographic variables such as age, 

income, experience, marital status influence the 

women employees in their work life balance. 

Various studies were conducted in this direction to 

determine the impact of demographic variables on 

work-life balance of women employees. Changes 

in the workplace and in employee demographics in 

the past few decades have led to an increased 

concern for understanding the boundary and the 

interaction between employee work and non-work 

lives [1, 2]. Work-life balance captured 

management‟s attention in the 1980s, more due to 

the growing number of women with dependent 

children entering the workforce [3]. As per the 

study,, concluded that women with dependent 

children are finding it more difficult to balance 

their life than those who do not have dependent 

children. Hamilton and Gordon [4] focused on 

understanding the work life conflict of never 

married women without children. Their findings 

showed that never married women without children 

do experience conflict specifically work to life 

conflict and often at similar levels to that 

experienced by other groups of working women. 

The major factors - education, income ratio, 

professional experience, spouse stress and work 

load are stressors of professional women‟s work 

family conflict. Maclnnes [5] examined in his 

research that WLB policies aimed at reduced 

working hours are often assumed to be of particular 

interest to workers with family responsibilities such 

as young children. He expressed that there is a little 

relationship between worker‟s family situation and 

preference for working fewer hours. Dash, etal.,  

comparative analysis of the work life balance 

scores of different demographic profiles could not 

suggest that there were statistically significant 

differences in the perception of work-life balance 

across different demographic groups.  

II. OBJECTIVE  

The main objective of the study is to 

determine if there is a significance relationship 

between demographic variables and work life 

balance of women employees working at Chennai.  

Methodology  

The present study is mainly based on 

primary data collected from 240 women employees 

working in IT and ITES Companies on Chennai 

city. A structured questionnaire based on Likert‟s 

five point scale was administered among the 

respondents. Stratified Random Sampling is used 

for choosing the sample respondents. Chi-Square 

test is used to determine the relationship between 

demographic variables and work-life balance of 

women employees.  
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Profile of the Respondents 

Table:1 Age wise classification of the respondents 

Age 
Number of 

respondents 
% 

20-30 144 60 

30-40 76 31.75 

40-50 11 4.5 

Above 50 9 3.75 

Total 240 100 

 Age plays an important role in balancing 

work-life for women employees. The age of the 

respondents is classified into four categories. The 

following table shows the age -wise classification 

of the respondents. Table 1 shows that out of 240 

respondents, 60% are in the age group of 20-30, 

31.75% are in the age group of 30-40, 4.5% are in 

the age group of 40-50 and 3.75% are in the age 

group of above 50.  

Table: 2 Marital Status of the respondents 

Marital 

status 

Number of 

respondents 
% 

Married 193 80.4 

Unmarried 47 19,6 

Total 240 100 

As per Indian tradition majority of Indian 

women get married during the age of 20-30 years. 

Since majority of the respondents are in that age 

group, it is observed from table 2 that 80.4% are 

married and 19.6% of the respondents are 

unmarried. 

Experience of employees 

 One of the important socio economic 

factors for working employees is experience. The 

following table-3 shows the classification of 

respondents on the basis of their years of 

experience. 

Table: 3 

Experience 

(Years) 
No of respondents % 

0-5 124 51.7 

5-10 60 25.0 

10-20 46 19.2 

20-30 10 4.1 

Total 240 100 

From table 3, it is understood that 51.7% 

of the respondents have less than 5 years of 

experience, 25% of employees have put in 5-10 

years of experience, 19.2% have 10-20 years of 

experience and only 4.1% of the respondents have 

20-30 years of experience. 

Table:4 Number of family dependents of the respondents 

No of family 

dependents 

No of 

respondents 
% 

None 46 19.2 

1-3 158 65.8 

3-6 31 12.9 

above 6 5 2.1 

Total 240 100 

Another important factor affecting the 

work life balance of women employees is number 

of family dependents. Table 4 portrays that number 

of family respondents are divided into 4 categories. 

51.2% of the respondents have no dependents, 25% 

of the respondents have 1-3 family dependents, 

19.4% have 3-6 family dependents and 4.4% says 

that they have above 6 family dependents.  

Table: 5 Income of the respondents 

Income level (Rs) 
Number of 

respondents 
% 

Below 1 lakh 43 17.9 

1-3 lakhs 125 52.1 

3-7 lakhs 57 23.75 

Above 7 lakhs 15 6.25 

Total 240 100 

Table 5 shows the classification of the 

respondents on the basis of their income earnings. 

It is classified into 4 categories. 17.9% of 

employees earn below 1 lakh per annum, 52.1% of 

respondents earn between 1-3 lakhs, 23.75% of 

employees earn between 3-7 lakhs and 6.25 % earn 

above 7 lakhs. 

Table:6 Type of Family 

Type of family No of respondents % 

Joint family 74 30.8 

Nuclear family 166 69.2 

Total 240 100 

The present living style is more dominated 

by nuclear family which is also observed in the 

present sample. Table 6 gives the classification of 

the respondents based on the type of family: Joint 

and nuclear family. 30.8% of the respondents 

belong to the joint family and majority i.e. 69.2% 

of respondents belongs to nuclear family. 
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Table: 7 Employees satisfaction with work life balance 

Work-life balance No of respondents % 

Highly satisfied 40 16.7 

Satisfied 131 54.6 

Neutral 48 20.0 

Dissatisfied 17 7.1 

Highly dissatisfied 4 1.6 

Total 240 100 

Table 7 shows that 16.7% of the 

respondents are highly satisfied with their work-life 

balance, 54.6% of the respondents are satisfied, 

20% of respondents are neutral in their respond, 

7.1% of women employees expressed 

dissatisfaction with their work life balance and 

1.6% are highly dissatisfied with their work life 

balance. 

Results and Discussion  

Chi-Square test has been applied to 

determine the relationship between work-life 

balance of women employees and demographic 

variables. The following hypothesis is framed for 

analyzing the women employees‟ opinion on work 

life balance and demographic variables.  

Ho: There is no significant impact of 

demographic variables on WLB of Women 

employees  

Hα: There is significant impact of 

demographic variables on WLB of women 

Employees.  

The relationship between demographic 

variables and work-life balance experienced by the 

women based on general understanding brings out 

certain observations. As age progresses and women 

get married they will have more responsibilities at 

home to handle that affects their work life balance. 

As their length of service increase their 

responsibilities at work place will increase while 

moving up their career ladder. The extent to which 

their economic needs can be met depends upon 

their income levels. Women employees living in a 

joint family will have more responsibility at home 

but at the same time she need not worry about their 

children as they will be taken care by other 

Members when she is not at home. It is quite 

natural that with increasing number of dependents 

she will have more responsibilities that may affect 

her work-life balance. This reveals that there is 

some relationship between demographic variables 

and work–life balance. This is empirically tested 

using chi-square test.  Clearly depicts that there is a 

significant relationship between all demographic 

variables - age, experience, marital status, income, 

type of family, number of dependents and 

perception of work- life balance of women 

employees. Therefore the null hypothesis is 

rejected and alternate hypothesis is accepted. This 

is conformity with the general understanding of the 

relationship between demographic variables and 

work life balance.  

III. CONCLUSION  

Based on the analysis it is concluded there 

is significant relationship between demographic 

variables and work life balance of women 

employees. The relationship between demographic 

variables and work-life balance of employees will 

be an important input in designing appropriate 

policies for employees to address work –life 

balance issues. Work-life balance initiatives 

designed to help employees balance their work and 

personal lives are not only an option, but also a 

necessity for many employers today.  
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