
 

Available online at www.rajournals.in 

International Journal of Management and Economics 

Invention 
ISSN: 2395-7220 

  DOI: 10.31142/ijmei/v4i9.01 

Volume: 04 Issue: 09 September 2018 

 

International  

Open Access 

ICV: 72.76 

Impact Factor: 

6.378(SJIF), 0.532(GIF) 

Page no.-1913-1916 

 

1913 Ritika Arora
1
, IJMEI Volume 04 Issue 09 September 2018 

 

The Impact of Work Life Balance of Workers in Information Technology 

Companies in India 
 

Ritika Arora
1
, Dr. Prof Vally

2
 

1
Ph.D Candidate at Limkokwing University of Creative Technology Cyberjaya, Selangor, Malaysia 

2
Senior Lecturer at Limkokwing University Of Creative Technology Cyberjaya, Selangor, Malaysia 

 

ARTICLE INFO ABSTRACT 

Published Online:  

01 September 2018 

 

 

 

 

 

 

 

 

Corresponding Author: 

Ritika Arora 

+60182362912 

This study article identifies certain factors that have a major impact on the balance between work 

and  privacy (WLB) of female employees in IT companies in India. These factors are associated 

with the challenges and enhancements of the professional and personal life of 200 women who die 

in different works IT companies in India.  This study also identifies the impact of Professional and 

personal life in their work On a  comprehensive  list  of literature, a set of 42 factors related to work 

life balance is grouped into two constructions, namely professional factors, personal factors, WLB's 

personal factors, like regular exercises and fitness schedules, are yoga a meditation, balanced diet, 

good sleep and involvement in the hobbies, charged the most hungry As the manure influences 

factors: working from home has great consequences as a professional amplifier in the WLB of 

women. The second heavy load consists of personal factors, such as In earnest self-attention, 

insufficient time spent for elderly and children, feeling depressed or suffering met hypertension 

together with a professional factors of prolonged or uneven working hours. We find that Regardless 

of the factors that enhancers, personal factors are considered more effective than they 

Professionally factors. 

 

I. INTRODUCTION 

Work life Balance (WLB) is the ability to experience  a 

sense of control and to be productive to remain competitive 

at work while maintaining a happy, healthy family life with 

ample free time. It's reached focus and consciousness, 

despite the shameful endless activities and activities that 

strive for time and attention of the employees. Employers, 

employees and governments want the participation in the 

workforce. However, in our demanding lives, many people 

are able to keep jobs and responsibilities in equilibrium care 

for children, parents with disabilities from older parents. 

Indian families undergo rapid changes due to the increased 

pace of urbanization and modernization. India Women 

belonging to all classes, his paid activities began. WLB from 

female employees has become an important subject in 

today’s world, where both men and women equally share  

the responsibility of earning for the betterment of their 

family life (Doble and Supriya, 2010). That's why it's really 

necessary to discover how women bring their professional 

and household life into balance. Employers must work the 

regulations that would not only attract employees for a 

longer period, but also making them very productive. 

Organizations have many such facilities as transportation, 

canteen, day care centres, post / savings schemes, flexible 

working hours, part-time work and exceptional leave 

arrangement, such as annual leave and holiday leave,  career 

break for an elected representative, go away to be present as 

a witness at the court in your organization, health centres, 

rewards and recognition, career growth, insurance plans, job 

rotation, incentives, performance-based payrolls, relaxation 

rooms and Other overall systems, such as maternity leave, 

weddings, nursing and medical benefits (Shuklaa and 

Bhandari, 2014). Chugh and Sahgal (2007), in their  study 

for Leadership Outlook for Women Leaders say that one of 

the challenges is to find equilibrium in their professional and 

personal lives. In addition, organizations have women's 

membership management systems, such as forums, 

commissions, grievous redressal system and proposal forms 

where a woman is empowered to share her perceptions, 

complaints and suggestions for top management and 

delivering solutions. Such diagrams the female employees 

must work peacefully without family and children so they 

are able to work their best does at work. However, many 

organizations in India will implement these schemes that 

improve WLB workers. Because the organizations are, in 

fact, the driven entities, they rarely have the last the personal 
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satisfaction of life and the work of the employees. Then they 

are most concerned about them level satisfied satisfaction 

with working life. Organizations have employee stock in 

abundance and as long as one Employee is ready to do the 

work of three people, they do not worry about the 

consequences of the employees can be confronted with this 

stressful working environment. Although it is women's stock 

in all areas, she is Participation in the IT industry is quite 

high (Narayanan & Narayanan, 2012).Unlike other sectors, 

this fast growing business sector is purely knowledge- 

driven. Therefore they do not discriminate on the basis of 

gender issues. As a result, there are a considerable number  

of female employees this sector. The National Association  

of Software and Services Companies (NASSCOM) study 

reveals that 38 percent of the employees are women (Santhi 

and Sundar, 2012). In comparison with those manufacturing 

industry includes the IT industry all in knowledge-based 

activities. Both men and women are attracted to this  

growing sector for lucrative remuneration. Only this feature 

requires a major contribution to the work environment, 

psychological attachment of mind and good physical 

condition. In that respect, it is also pressure to send the 

project on time because of cut hard competitors. In addition, 

they agree to resolve for both Indian and foreign  companies 

/ customers / projects for which another work environment, 

times etc., that leads to a disturbed balance between work 

and privacy in this sector. Mishra, Bhaskar and Khurana 

(2007), in their study on developing a scale for measuring 

perception of employees, conceptual change as a response to 

an organization for internal and external events. These 

changes have consequences for employees' WLB. This 

article consists of seven different and contiguous sections. 

Introductory section presents the complete background of 

the study, the next section goes through the literature work 

done by WLB or working women. After looking at the 

literature, it turned out Even for the right research 

community present in WLB, relatively smaller content is 

found in Use of WLB surveys for female employees at IT 

companies active in India. The third, fourth and fifth 

sections, indicate the objectives, the reasoning and the 

method, including Theoretical framework and assumptions 

of the study. The sixth part presents the analysis, as include 

the descriptive analyzer, reliability test and the results of the 

Exploring Factor Analysis (EFA).The seventh section there 

are conclusions, and it consists of the recommendations, 

limitations and future indications of the study. 

 

II. CONCEPTUAL FRAMEWORK 

 

                                                     

 

III. REVIEW OF LITERATURE 

In this section, we understand in detail how WLB or female 

employees can be affected by a wide range of personal and 

professional factors based on evaluation of previous articles 

published   in   recognized   journals   and   magazines.  The 

following sections provide a comprehensive overview of the 

related work. Based on literature review is being drawn. 

1. WLB and its influence on female employees. 

2. Determinants of WLB from a personal and 

professional perspective. 

Family life is becoming increasingly complex. The term 

"extended family" disappears slowly even in India (Patel, 

2005). Small nuclear families have come to a place where 

both spouses go to work. In addition, there is an increasing 

number of single parents families as a result of an increase  

in divorce (Amato,2003). Although this problem is not so 

serious in If, as in Western, it will be a serious problem 

somewhere in the future. Women continue to carry the bulk 

of the household's duties and responsibilities with regard to 

the upbringing of children (Mitnick,2006). These 

synchronous changes in work and family life result in a need 

for employees to continue to develop a balance sheet. Very 

often the work continues family and living, working other 

family pride affects work performance (Fu and Shaffer, 

2001). Nabong, 2012; Reddy, Vranda, Ahmed, Nirmala and 

Siddaramu, 2010). The WLB literature is full of discussions 

about the lack of effective policies, under-utilization            

of WLB programs, jobs satisfaction, performance 

management, organizational commitment, productivity and 

other related concepts. Indian organizations  must do  much 

to treat WLB practices as strategic aspects of the 

organization communicate performance and effective on the 

availability of different WLB practices; In addition, the 

family largely contributes to improving performance and 

positive performance emotions at work (Bhargava and  

Baral, 2009). Companies with a better WLB policy can level 

of job satisfaction and increased involvement of the 

organization with their employees (Bloom and Van Reenen, 

2006). Professionals see flexible workplace planning as a 

key to maintaining employees and employees place this 

working condition at the top to manage the employees' term 

(Jain, 2009). Selvarajan, Cloninger and Singh (2013) have 

studied the inter-domain indirect relationship between social 

support in the field of work and family interference with 

labour disputes and social support in the family domain and 

work interfere with family conflicts. The study has found 

the social support systems in workplace, such as family- 

friendly organizational policies, family-promoting 

organizational climates and perceived organizational support 

was significant. A case analysis of partnerships between 

employees issued certain profound recommendations 

including the involvement of WLB employees in welfare 

and certain socialization initiatives, such as family 

organizing picnics, festival celebrations and sporting events 

(Ramaswamy, 2009). Wu, Rusyidi, Claiborne and McCarthy 
Personal Factors to 

Work Life Balance 

Work-Life Balance of Women 

workers in IT Companies 

 

Professional Factors to 

Work Life Balance 



“The Impact of Work Life Balance of Workers in Information Technology Companies in India” 

1915 Ritika Arora
1
, IJMEI Volume 04 Issue 09 September 2018 

 

(2013) examined the relationship between WLB and various 

work-related factors 580 public childcare workers. 

Companies show that job-related factors, organizational 

support, working value, working hours and income are 

significantly associated with WLB during child welfare 

employees. WLB is partially mediated. Süß and Sayah's 

(2013) results show how to reduce the existing situation an 

exploratory survey of contract staff. Show these results on 

the one hand, the contract work challenges the individual 

WLB when it comes to working for a long time hours, 

absence due to travel and flexibility requirements regarding 

time and place at work. On the other hand, for ankle, 

individual contract work allows for working flexibly respect 

for time and place, thus creating a better combination of 

work and privacy. Jin Sha, the results from Shen and Jiang 

(2013)  show  how  public  relations  practitioners  deal with 

conflicts in work and life. Results report strong preferences 

when using more proactive conflict, handling strategies,  

such as rational action and positive thinking. Women and 

people with a candidate tend to report more coping 

behaviour than others. Three types of stress are diluted as 

sources of working conflict: behavioural, work-driven and 

life-driven. Laharnar, Glas, Perrin, Hanson and Anger 

(2013) studied on workplace interference with a national 

occupational benefits, family and medical law (FMLA), and 

assessed the effectiveness of the intervention on knowledge, 

awareness and experience with the supervisor with FMLA. 

The survey shows that the lack of educated education and 

knowledge of a compulary one must show employee 

assistance and serious obstacle to effective policy 

implementation and can lead to positive results for the 

organization and employee. Keeney, Boyd, Sinha, Westring 

and Ryan (2013) have shown that the goal of the research is 

to go beyond the conflict between work and family (WFC) 

for a wider conceptualization and measurement of work 

interferes with life. Show the results Working interferes with 

life-reduced incremental validity in addition to work 

disorders with family has a relationship with job  

satisfaction, care intentions, life expectancy and mental and 

mental. The Results of relative important analyzer presented 

for the same results. Adkins and Premeaux (2012) has 

studied the linear and square effects of work-family and 

family work conflicts. The results Specify that working time 

is linearly related to WFC and with family labour conflicts 

(FWC) it was bent. Working hours and a dimension of FW 

care moderated by management support. Number children 

moderate relationship between working hours and WFC. Ma 

and Yin (2012) have studied the relationship between work 

and life orientation. Four profiles of sights are fair, namely 

work, life, integration and withdrawal. It is interesting to be 

top prize for WLB as low as and factor for the employee 

engagement with companies in the public sector, while pay, 

job content and objectivity were strong predictors 

(Mohapatra & Sharma, 2010). 

Work disorders in personal life and vice versa have found 

significant differences. Falcon and Srinivasan (2011) and 

Messersmith (2007) have studied how work and family- 

related factors affect work-family balance of Indian  

women's IT professionals based on an exploratory 

qualitative research on 13 female IT professionals. The 

identifier six main themes, namely family influences on the 

choice of life; multi-role responsibilities and attempts to 

negotiate self-employment and professional identity Work- 

Life challenges and management strategies organizational 

policies and practices and social. Minnotte, Gravelle and the 

Minnotte study (2013) deal with the question of whether 

conflicts between work and life affect the relationship 

between the workplace characteristics and mental problems 

for employees who experience more stress workplace. 

Results indicate in job-to-life conflict the media relationship 

between jobs Press and guidance support and psychological 

needs. Griggs, Casper and Eby's (2013) study examines the 

relationships between support for work, family and 

community domains over time and tribal-based WFC. The 

results show significant relationships within the domain and 

between different domains supports all three life's domains 

with WFC. with respect to family support, support for 

children was Family with lower time and tribe family 

disrupts work and extended family support was associated 

with less stress-based work that disrupts family (Lakshmi 

and Gopinath, 2013). Panisoaraa and Serban (2013) 

examined the impact of the civil status at WLB. The  survey 

found the unmarried, married without children, married to 

children under the age of 18, married to children 18 years, 

did not have a significant level of WLB. Baral and Bhargava 

(2010) studied for Experiences from working men and 

women in various Indian organizations. In a survey of 485 

employees Working in different organizations in India, 

working men and women in India seem to have experience 

more working family enrichment than WFC. 

 

IV. RESEACH OBJECTIVES 

The main purpose of this study is to identify the factors and 

determinants of work-Life Balance specially for women 

employees of IT companies through secondary data. The 

study is focussing on both personal and professional factors 

of work life balance. Secondly the study is an attempt to 

identify various initiatives to boost and maintain work life 

balance   for working women of IT organisations. 

 

V. METHODOLOGY 

The study is based on secondary data. For the study, 

literature of several relevant articles has been studied and  

the 27 most relevant articles have been selected from google 

scholar, science direct, Emerald Journals etc in order to find 

out the proposed relationship between the predictors and 

dependent variables. 
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