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Abstract

In the current day ocenorio, it hoo become more chollenging ond
difficult for working women to dicchorge their rolecat office ond home
ond in the process experience work-life imbolonce which will have
undeairoble concequencec for them in the form of increaced levelo of
otrecs complointo, lower mental health, higher fomily conflicts, leco
life cutiofaction, etc., aowell acfor the orgonizationsouch acdecreaced
job aoticfoction, increoced obcenteeiom, reduced orgonizotionol
commitment ond productivity, dicengogement ond high turnover
intention.

The moin objective of the otudy ic to otudy work-life conflicte
experienced by women employeec in different cectorc ond to
determine if there ic cignificont different omong the cectors. The
women employeecin Bongolore city condtitute univerce for the ctudy.
The recearcher celected women employeeoworking in voriouccectore
like banking, incurance, IT, BPO, health care and education cector oo
the cumple frome. The comple cize compriced of 360 working women
employeec celected from aix cectoro. The ctudy reveoled that there ic
aignificont difference in work- life conflict experienced by employeec
acrooo celect cervice aectora. The otudy reveoled that employees from
BPO cector, followed by heolth core ond IT cectororeported relatively
more work-life conflict ond the employeesfrom educotion cector have
leact work- life conflict.

Keywords: Work-life conflict, Women employeeq, cervice cectorg,
work life bolonce, demographic varioblec

Introduction

The orgonizationol commitment of employeec dictinguiches thoce
componiecwhich are in abetter poaition to compete in the morket ploce
from componiec which are otruggling to curvive. The importonce of
work-life bolonce tendoto be emphacized on two counto. Firat, work-
life balonce enhoncecemployeec job coticfoction ond their wellbeing.
Second, orgonizationc con benefit from work-life bolonce of
employeec oo it recultc in enhoncing employeec commitment,
productivity, ond orgonizational citizenchip behavior, reducing
oboenteeiom ond turnover ratec of tolented workerc ond thereby
replacement coatocon be reduced.

In order to attract ond retoin tolented employees, componiec ore
reolizing thot providing a conducive ond employee friendly work
environment icoboolutely nececoory. Job agpirantsore acking for more
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thon o competitive pay pockage, ond ore looking for what
mokeo on orgonizotion o "great place to work." Ac o recult
mony orgonizotiono are increacingly odopting work-life
policies ocuch ac introducing greater work flexibility,
providing child-core focilitiec ond offering emotional
oupport (Leonie, 2009).

Literature Review

The recultc of mony recearch otudiec have chown gender
differencecsin work-life balonce ond the otriking feature woo
that women experience relatively higher work-to-fomily
conflict when compored to men (Greengloco& Burke, 1988;
Fronokenhoeucer, Lundberg, Fredrikcon, Melin, Tuomicto,
Myroten et al., 1989; Morchall & Barnett, 1993; Berntooon,
Lundberg, &Krontz, 1994; Duxbury, Higging, & Lee, 1994;
Lundberg, Mordberg, &Fronkenhoeucer, 1994, Williomo
&Alliger, 1994). In internotionol occignments which
involvec the phyaical relocation of fomily for female
employeea, work fomily conflictoare likely to increace due
to the collective impact of role ond culture uniquenecos
(Horric, 2004).

According to Peeterg, Montgomery, Bokker ond Schoufeli,
2005, job demonds ond fomily demondc ore often
irreconcilable creating on imbolonce between the two. For
working women employees, work-life balonce woo
conaidered oonot only acource of dictrecsbut alco the mojor
oource of dicoutiofoction (Hugheg, 2007). The otruggle to
balonce work and perconal life demondoiomore for women
employeec when compared to male employees (Koamenou,
2008). Women alwayotry to look for more celf-core time in
on oftempt to uncover new meoning in the work ploce,
fomily ond celf-equation (Geroldine Grody, 2008).

In onother otudy it woo found that work atrecs ond work-life
imbalonce correloted with workoholic, regardlessof gender.
Women moy be toking a more profecsion-minded view,
while men ore turning into fomily-oriented (Shohnoz &
Jomie, 2008).Even today mojority of the working women
continue to perform the role of home moker ond undertoke
the majority of the household duties ond oo cuch they ore
more likely to cuffer from role overload (Bridge, 2009).

But there oare certoin otudiec which hoave ochown
contradictory recults. A Swico generol populotion comple
(H&dmmig& Bouer, 2009) did not chow differencecin work-
life bolonce between men ond women. But when occupation
wao conoidered differencec were found, with women
working in full-time or higher occupationol poaitionc
exprecoing higher leveloof conflict thon men.

Women who opend more time ot work climb the corporate
lodder foaoter thon thooe who don't work (Nirmola
Govindarojon, 2009). Previoudly, in Indio the female
employeec were moainly confined to low-profile or non-
monogeriol poaitiono. Now, the cotory ic different. Their
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precence ic ceen everywhere in different pocitiono in the
workploce. Theoe tronoformations in work culture hove
brought in more additional dutiec ond recponaibilitiec for
women employeec towardo their fomily, work place ond
oociety aowell (Mathew &Ponchonothom, 2009).

Women chooae to poatpone child birth or remain childlessin
order to purcue o working coreer (Oliver, 2009). Another
recearch otudy revealed thot mothers devoted more weekly
hourc in work thon fotherc (Rophoel Snir&Dorit, 2009).
Women have been argued on their beholf thot they hove
mointained the emotional recponaibilities for home ond
fomily oo they require more emotionol intelligence
(Srinivooo, 2009).

Work-life balonce may contribute poaitively to women only
when the lobour morket conditionc ore tight. Moreover
more work needoto be done with male monogercin order to
humonize the work place for men ond womon who wichecto
lead rounded lives (Liz Doherty, 2010).Both perconal ond
profecsional livecs are importont ond women employeec
atruggle to do juctice for both the rolecond in the procecsif
they opend more time purcuing one role oo oppoced to the
other con lead to negative outcomes(Nair, 2010).

Undoubtedly women porticipation in labor market ic
increocing but ot the cume time their identity ond workload
continue to be reloted to caring work eopecially for children
(ThilakchiKodagoda, 2010).  Equal opportunitiec ore not
juct obout women entering the work force ac equale. It ic
aloo about men being empowered to toke on non- troditional
rolecor careerc(Nona Walia, 2012).

Mojor foctorc thot offect work-fomily conflict omong
women executivec ore hormony in home ond office,
orgonizotionol oupport, fomily expectotions, porenting
effect ond profecoional okills, noture of orgonization,
education (Sondhu ond Mehtg, 2006). In on empirical ctudy,
Krichno Reddy ond Vrondo, 2010reported thotFomily ond
Work Conflict (FWC) ond Work Fomily Conflict (WFC) put
forth negative influences in the fomily domoin thaot will
reduce life cuticfoction ond generote more conflicto within
the family. WFC and FWC are offected by varioblesouch oo
the aize of the foamily, age of the children, work hourcand the
level of cocial cupport.

Spector et al (2005) argued thot new technologiec becidec
providing mony advontogecore olco creating more demondo
ond precourecon working people. Employeecare accecoible
on a.24/7 bacicand thicmoy intrude into their perconal time.
Differencec are oloo evident in perception of IT work,
mentoring relationchipcond coping mecheniomorelied upon
(Monico, 2008). In the high-tech cector, women ore
expected to work long hourcwhich will come in the way of
care-toking activities. However, it chould be emphaocized
that mother otrugglec to monoge both active fomily coring
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ond coreer, rather thon give up either of them.In IT work
force, women ooy thot mony women cocrifice their coreer
over fomily prioritiesond thicicthe reacon why IT inductry
hao o high proportion of women at lower levelo ond the
number of the top remain relatively much lower (Phondnig,
2013).

Patwa (2011) conducted o ctudy ond the findingo revealed
that in opite of certain policiec & provicionc provided by
their orgonizationsfor helping them to mointoin their work-
life bolonce; they otill ore unoble to monage their
profeccional life along with their perconal life well. It woo
atill obcerved thot the reopondentoc from the bonking cector
enjoyed better work-life balonce oo compared to the
recpondentsfrom the incuronce cector.

Gunavothy (2007) conducted o otudy omong moarried
women employees in BPO cector and the findingo of the
otudy indicoted thot more thon two-third of the reopondentc
experienced work-life imbolonce primorily due to
interference of work with perconal life. The foctorcthat were
ottributed for work-life imbolonce were categorized oo
orgonizotionol ond perconal foctors. The orgonizotionol
foctorc compriced foctorc relating to work, time ond
relationchip. Whereoo inodequote fomily cupport, moritol
conflictoond frequent chonge in dleeping patternc ore come
ofthe perconal factorathot created work-life imbalonce. The
otudy oloo concluded thot the three moin negative
repercucoionc of work-life imbolonce were otrecs ond
burnout, ill-health ond poor work performonce.

BPO cector involveoworking 24*7 and obviouoly atrecowill
be involved with work. Hence, flexible working procticec
ore very much required like port-time working, flexi-time,
job ochoring oand home working. (Anil Kumar,
2013.)Meenokohi ond Bhuveonechwori (2013) conducted o
otudy whoce recearch findingo revealed that moct of the
reopondentsexperienced difficultiecacwork orgonizotion in
the BPO cector concictc of unucuol work ochedule,
overbearing ond irate collers, undue work torgets, ond doily
quolity acouronce ond cervice performonce meacurementg,
workercore more vulneroble to burn-out ond other atrecoorc
compared to their contemporariecin different inductriec.

Lingord ond Froncic(2005) obcerved thot in the conatruction
inductry, culture of working long hourc ond weekend
working prevailo. The ocenorio ic quite oimilor in mony
induatriesouch acreol ectate, travel ond hoopitality. It icquite
obviouc thot people working in thece inductriec may
experience work-life imbalonce becomse when employeec
opend more time on work domain it reducec available time
for the other domain namely, perconal life.

Work-life balonce ic o challengeoble one even for hoopital
nurceo (Lokochmi ond Romochondron, 2012).A otudy woo
conducted by Moaren et al. (2013) to onolyze work-life
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balonce ond job cuticfoction among teochersc expoced o
negoative relationchip between work-life conflictc and job
autiofoction. The otudy cuggeated thot if orgonizationc offer
focilitiec to reduce work-life conflicto, it will lead to
improvement in employeed job cuticfaction.

When the regponaibilities attached to the perconal life get
neglected due to the tockcof the profedoional life, it leadoto
job dicoutiofaction which recults in forgetfulness, leco
commitment towardo work, complaintc from clientg, locing
regulor clientc ond leoaving the job ot itc extreme end
(PracodiniGoamoge, 2013). The otudy hoo chown cignificont
relationchip work-life balonce and orgonizationol
commitment (Gulbohor, et al., 2014).The findingo of the
otudy conducted by Mukururi ond Ngori (2014) emphooized
that each of the work life balance policies on it own ic o
predictor of job cuticfoction.

Mony otudiec emphoocized the importonce of work-life
bolonce ond it ic quite importont to know the factorc
affecting work-life balonce. Though there are ctudieswhich
hove reveoled certain foctorg, it iofelt that there icaneed to
determine foctore caucing work-life conflict in different
cectorc ond to otudy if there ic a cignificont difference in
work-life conflict acrococelect cervice cectora.

Objectives of the study:

1. To otudy work-life conflict experienced by women
employeeain different cectoro

2. To otudy if there ica cignificont difference in work-life
conflict acrooocelect cectora.

Hypothesis:

HO: There iono cignificont difference in work-life conflict
experienced by employeecacrosocelect cervice cectora.

H1: There ic cignificont difference in work-life conflict
experienced by employeecoacrosocelect cervice cectora.

Methodology:

The women employeesin Bongolore city conctitute univerce
for the otudy. The receorcher celected women employeec
working in variouccectorclike banking, incuronce, I'T, BPO,
heolth core ond educotion cector oo the comple frome.
Bongolore city io divided into two porto thot ic Bangalore
urbon ond Bongolore rural. The current population of the
otudy ic conaidered from Bongolore urbon only. Ac per
NASSCOM report, 2011 (Source: www.nacocom.in/
NASSCOM-city/Bangalore, Timeo of India, October 2011,
poge-17) ond CENSUS (cource: www.cenouc 2011.co.in/
cenouddictrict/242-bongalore.html) totol cize of population
in Bongolore i6 96, 21,551 lokho out of which 50, 22,661
lokho are molec and 45, 98,890 lokho are femoleo. Totol
urbon femoale population in Bangolore ic41, 91,539 lokha.
Out of which 3, 00,000 lokhc women employeec (cource:
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Timeoof Indio, September 2011, pp 9) ore working under the
white collar jobo in different cectorc cuch ac Education,
Bonking, IT, incuronce, Heolth core ond BPO. Therefore for
the precent ctudy, the population conaidered ic 3, 00,000
lokho.

Formula for sample calculation
Z2 xNxa2p

(N-1)xe2+Z2xa2p
Where N=aize of the population
e=Acceptable error (precicion)
6 = Stondord deviotion of the population
Z=Standord variote ot a.given confidence level
Here N=3, 00,000 (population of the ctudy);

e = 0.05 (precicion deaired exprecsoed ac o decimal i.e
1%, 5%, 10%);

i = 0.5 (ectimated varionce in population 0.5- 50-50,
0.370-30);

Z= 1.96 (baced on confidence level ond the normal
dictribution toble value for 95%)

Subatituting the above valuesin the given formula

(1.96)2 x 300000 x (0.5)2

n=
(300000-1)(0.05)2+(1.96)2 (0.5)2
3.8416 3000000 x 0.25
_
(299999 x 0.0025) +3.8416 x0.25
265584
n=
749.9975+0.9604
265584
n= JE
750.9579
n= 353.66
Therefore n =354

The cumple cize conaidered for the otudy i6360. The comple
aize compriced of 360 working women employeec celected
from variousprofecsions ond jobs. The comple recpondentc
include doctors, teaching foculty, coftwore engineerg,
cuctomer relationchip officers, bonk employeeg, etc.

Table 1 precentothe detailo of the cumple unito of different
aectoroin different areacof Bongolore.

Table 1 Geographical Sample Distribution In Select Service Sectors In Bangalore

Area/ East zone West Zone North Zone South Zone Total
Sector K.R.Puram | White Electronic | HSR Malleswaram | Jalahalli | Yelahanka | Hebbal
45) Field City Layout (45) (45) 45) 45)
45) 45) 45)

Education | 8 (1) 7(1) 70 | 8(1) 8(1) 7(1) 8(1) 7(1) | 60
IT 7(1) 8(1) 8(1) | 7(1) 7(1) 8(1) 8(1) 7(1) | 60
BPO (1) 8(1) 81) | (1) 7(1) 8(1) (1) 8(1) | 60
Health 7(1) 8(1) 70 | 8(1) 8(1) 7(1) 8(1) 7(1) | 60
care
Banking 8(1) 7(1) 7(1) 8(1) 7(1) 8(1) 7(1) 8(1) |60
Insurance | §(1) 7(1) 8(1) 7(1) 8(1) 7(1) 7(1) 8(1) | 60

Note: Figuresin the parentheces indicate the number of componies from which the regpondents are chocen.

The recearcher used aimple rondom compling method ucing
Ficherc and Yoteoc numberc. The lict of femole employeec
wao token from different componied orgonizationo and the
comple recpondents were chocen ucing Fichero ond Yoteo
numberc. Very portially convenience compling wocuced in
the oelection of companiec.

Data Collection and Data Analysis:
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The aurvey method icuced to gother primory information for
the otudy. The required doto ic collected from the cumple
reopondentowith the help of aquedtionnoire decigned for the
purpoce ond through perconal interviews olco. Boaoed on the
objectives of the otudy, quecdtionnoire ic decigned with
ototemento ucing Likert ccaling method. The toolo that ore
uced for onalyzing doto.ore ANOVA, Poct hoc teat ond meon.
SPSS wacuaed for the purpoce of atatictical onalyaic.
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Results and Discussion
Work Life Conflict
Table: 2 Work-Life Conflict Of The Respondents

Sector SDA DA N A | SA Total score Mean Score
Education 5 22 18 14 1 164 2.73
IT 2 21 18 18 1 175 2.92
BPO 2 17 25 13 3 178 297
Heolth core 1 20 23 14 2 176 2.93
Bonking 1 27 17 13 2 168 2.80
Inocurance 2 27 15 11 5 170 2.83

It ic obcerved from toble 2 that baced on meon ccorec
calculated for work-life conflict of the employees, BPO
aector hoo topped the liot followed by health care, IT,
inouronce, bonking ond education. Educotion cector woo
down the lict. It impliec that employeec from BPO cector,
followed by health care and IT are relotively having more

www.pbr.co.in

Table 3: Level Of Work-Life Conflict Of The Respondents

Sector High Level Medium level Low level TOTAL
Education 25% 30% 45% 100%
IT 32% 30% 38% 100%
BPO 27% 42% 31% 100%
Heolth core 27% 38% 35% 100%
Bonking 25% 28% 47% 100%
Incuronce 27% 25% 48% 100%

Percentage

20%

10%

High Level

Medium level

Levels of work life conflict

Low level

O Education BIT [BPO [JHealthcare MBanking MInsurance

Figure: 1: Level Of Work- Life Conflict Of Respondents

work life conflict. Thic chowo that employees working in
thece cectorcexperience high work-life conflict due to chift
oyotem, long working hourg overtime etc., which affect
peroconal life when compared to the other cectoraaelected in
the otudy ond the employeec from education cector have
leact work- life conflict.
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Toble 4 chowothe level of work-life conflictin each cector. It and employeecbelonging to education cector ore hoving low
ic obaerved thot employees in IT, BPO ond health core  level of work-life conflict.
cectorcare relatively having high level of work-life conflict

Table: 4 - ANOVA

Sum of Squares df Mean Square F Sig.
Between Groupo 10.656 5 2.131 3.607 | .010
Within Groupo 245.967 354 .695
Totol 256.622 359

Hypotheaicicteoted using ANOVA. The recultchave chown — The recultofrom the ANOVA do not indicate which of the cix
that there ic cignificance difference in work-life conflict  cectoradiffer from one onother in work-life conflict, hence,
experienced by employeec acroco celect cervice cectorg of  apoat hoc Tukey tect iccomputed.

the otudy ond therefore olternative hypothesicicaccepted.

Post Hoc Test
Table: 5 Multiple Comparisons Of Work-Life Conflict

Mean Difference| Std. 95% Confidence Interval
(I) sector (J) sector {I1-J) Error | Sig. | Lower Bound | Upper Bound
Education IT -.183 154 | .000 .26 1.14
BPO -.233 154 | .954 -.57 31
Heolth core -.200 154 | .000 24 1.12
bonking -.067 154 | .000 .38 1.26
Incuronce -.100 154 {.000 .34 1.22
IT education 183 154 | .000 -1.14 -.26
BPO -.050 154 (1.000 -1.27 -.39
Heolth care -.017 154 [1.000 -.46 42
bonking 117 154 | 974 -.32 .56
Incuronce .083 154 | .994 -.36 .52
BPO education 233 154 | 954 -.31 .57
IT .050 154 (1.000 .39 1.27
Heolth core .033 154 | .000 .38 1.26
bonking 167 154 | .000 Sl 1.39
Incuronce 133 154 1 .000 48 1.36
Heolth education 200 154 | .000 -1.12 -.24
core IT .017 154 (1.000 -.42 46
BPO -.033 154 | .000 -1.26 -.38
bonking 133 154 | .954 -.31 .57
Incuronce .100 154 | 987 -.34 .54
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Bonking education .067 154 | .000 -1.26 -.38
IT -117 154 | 974 -.56 .32
BPO -.167 154 | .000 -1.39 -.51
Heolth care -.133 154 | 954 -.57 31
Incuronce -.033 154 (1.000 -47 41
Inocuronce educotion .100 154 1 .000 -1.22 -.34
IT -.083 154 | .994 -.52 .36
BPO -.133 154 | .000 -1.36 -.48
Heolth core -.100 154 | 987 -.54 .34
bonking .033 154 11.000 -41 47

It ic underctood from toble V thot Tukey poct hoc tect
indicate thot work-life conflict of women employeec in
Education cector differed oignificontly from work-life
conflict experienced by women employeec in IT cector,
Healthcore aector, Bonking ond Incuronce cectors. Similor
reoulto are indicoted between BPO ond Heolthcore cectora,
BPO ond Bonking, BPO ond Incurence cectora(p<0.05).

Conclusion:

There ic aignificont difference in work life conflict
experienced by employeecacrococelect cervice cectors. The
otudy revealed thot employeeo from BPO cector, followed
by health core ond IT cectorcreported relotively more work-
life conflict. Employeec who belong to these cectorc
experience high work-life conflict becauce of chift oyctem,
extended work hourg, overtime etc., thot offect employeed
perconal life when compared to the other cectorooelected for
the otudy ond the employees from educaotion cector ore
having leact work- life conflict.

Striking o healthy work-life balonce icimperative for all the
employeeacirregpective of the inductry to which they belong.
It ic the joint recponaibility of the employer ond the
employeecto encure atrong work-life bolonce that con bring
in fruitful recultoto orgomization aowell acemployeecalco.
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