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Introduction

“Pleasure in the job puts perfection
in the work” - Aristotle

The concept of work-life balance
(WLB) symbolizes the conditions reign-
ing in the workplace of an organization
that assist its employees reach a sym-
metry between the conflicting demands
of their workplace and family lives. Yet,
WLB is not about working less, it’s rather
about working ‘smart’, so that individu-
als energize themselves and give every-
thing that needs for both work and home,
without jeopardizing one for the other
(Grosen, 2005). Most working people
struggle to successfully balance their
work and life domains. A recent survey
reports that seven out of ten American
workers struggle to reach an acceptable
balance between workplace and family
life (Kelly etal., 2014). This is invariably
true for working women who accept to
fulfil more obligations than men, particu-
larly along their personal front.

In most societies, work-life conflict
seems to be quite high in the case of
working women as they do most of the
work associated with the household ac-
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tivities, apart from taking care of chil-
dren, older family members, and other
dependents (Sanghamitra, 2009). Fur-
thermore, the working environment at
colleges of higher education has become
very complex nowadays, as teachers suf-
fer heavy workloads in comparison to
their salaries. As the pressure of work is
insurmountable even in academics,
women faculty members find it extremely
difficult to discharge the myriad dimen-
sions of work and life effectively (Leena
& Sudhir, 2012). Even Harvard Univer-
sity is of no exception in this regard. The
Sociology Professor Michéle Lamont
says “life is a constant “‘dance’ for fac-
ulty who are women and have families
to fulfill Harvard’s expectations for its
faculty and still care for their families”
(Aspelund & Bernhard, 2015). Hence,
without the presence of a wide-ranging
support, working women predominantly
those in teaching jobs cannot achieve
WLB.

‘ Without the presence of a wide-
ranging support, working women

predominantly those in teaching
jobs cannot achieve WLB.

It is also true that an individual’s
work-life balance varies eventually. At
different stages of career and age, dif-
ferent factors become significant. For
instance, the right balance for an indi-
vidual when he/she is single will be dis-
similar from those when he/she gets mar-
ried or when he/she is approaching re-
tirement. The right balance is also dif-
ferent for different individuals. There is
no one work-life balance that fits all be-

cause all of us have different priorities
and different styles of life (Tanuja, 2009).
In this background, the present work tries
to critically analyze as to what extent cer-
tain factors influence WLB of women
educators in different settings.

Objectives of the Study

i) To compare the work-life balance
perceptions held by different groups
of women faculty members working
in the selected educational institution.

i) To assess the impact of different fac-
tors on work-life balance of the re-
spondents.

ii) To discuss the implications of the
study.

Sample

The survey was conducted by admin-
istering a self designed questionnaire and
semi-structured follow-up interviews,
during 2012-2013 among all the 38
women faculty members present in both
engineering and non-engineering depart-
ments of the autonomous engineering
college in which the authors are working
as faculty members. Faculty members
with less than one year experience were
not admitted to the study. The sample
achieved for the study is 27 with a re-
sponse rate of 71 per cent.

Reliability & Validity

The questionnaire (Appendix 1) re-
sponses were measured based on
Likert’s 5-point scale ranging from
‘Strongly Agree-5’to ‘Strongly Disagree-
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Table 1 Reliability Estimates of all Sub-scales of the Instrument

Variable Statements No. of Cronbach’s Standard Standard Error No. of
(From-to) Items Alpha Error of of Estimation Obser-
Measurement (SEE) vations
(SEM)
1 1-6 6 0.954 0.956 0.934 27
2 7-14 8 0.986 1.045 1.038
3 15-20 6 0.959 1.702 1.666
4 21-26 6 0.965 0.924 0.908

1’. Cronbach alpha reliability estimates
(Table 1) indicate the existence of a high
level of internal consistency between the
statements concerning all the four vari-
ables analyzed. George and Mallery
(2003:231) provide athumb rule, i.e. “e—
0.9 — excellent, e—0.8 — good, e—0.7 —
acceptable, e—0.6 — questionable, e—
0.5 — poor, and d—0.5 unacceptable”.
Further, the low SEM and SEE indicate
the high score precision, i.e. response sta-
bility. Besides, the visual output (Appen-
dix 2) of ViSta (Young, 1996) Horn’s Par-
allel Analysis (Horn, 1965) clarifies that
all the four sub-scales are unidimen-
sional.

Hypotheses

Aryee et al. (2005) observe that fe-
male professionals have a higher level of
parental overload than men. Hence,
women employees require more support
from their families, management and fel-
low workers to balance the conflicting
demands of their work and family roles
and to happily engage with their work-
place, maintain their effort levels and
become more efficient. Deepak and
Neena (2011) observe that Indian women
professionals are looking for supportive
workplaces that help them manage their

multiple roles. Anja-Kristin & Laura
(2011) discover that emotional family
support has a positive impact on work-
life balance satisfaction. Another study
offers evidence, established on a random-
ized trial that workplace interventions,
such as increased schedule control and
supervisor support, can reduce employee
work-life conflict (Kelly, etal., 2014). In
this backdrop, the present study hypoth-
esizes that:

i) H1 — Support (SWLB) from manage-
ment, family and colleagues has a
positive impact on the WLB of
women faculty members.

According to Greenhaus and Beutell
(1985) work-family conflict represents
the extent to which work and family roles
are incompatible and interfere with one
another. This conflict can be in two di-
rections: work-to-family conflict and fam-
ily-to-work conflict (Friedman &
Greenhaus, 2000). Hence, not only ‘work’
and ‘life’ domains have a bearing on one
another (Tara & Jyotsna, 2010) but also
the disagreement between them would
have a significant bearing on WLB of a
professional (Deepak & Neena, 2011).
In this backdrop, the present study for-
mulates two research hypotheses:
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ii) H2 — Work-to-family conflict
(WFC) has a negative impact on the
WLB of women faculty members

iii) H3 — Family-to-work conflict
(FWC) has a negative impact on the
WLB of women faculty members.

Work-life balance refers to satisfac-
tion and good functioning at work and at
home, with a minimum of role conflict
(Clark, 2000). This implies that those
who are happy with the conditions pre-
vailing at work and at home and living an
ideal life, can have a sense of effective
work-life balance. In other words, WLB
of women faculty members leads to their
work -life satisfaction (WLS). Hence, it
is hypothesized that:

H4 — WLB of women faculty members
has a positive impact on their work-
life satisfaction (WLS).

The foregoing assumptions can be
summarized in mathematical forms as
below:

Regression Model 1 (for anteced-
ents): WLB = f(SWLB, WFC, FWC)

Regression Model 2 (for conse-
quence): WLS = f(WLB)

Model 1 describes that the work-
life balance is a function of ‘support
for WLB’, ‘work-to-family conflict’
and ‘family-to-work conflict’. Theo-
retically, it is believed that WLB (Y)
is associated positively with SWLB
(H,) and negatively with WFC (H,) as
well as FWC (H,). Model 2 describes

that work-life satisfaction is a func-
tion of work-life balance. Theoreti-
cally, it is believed that WLB causes
WLS (H)).

Data Analyses

The study includes two kinds of
analyses: i) basic analysis, based on
comparisons between various classes
of respondents and ii) composite analy-
sis, based on correlation and regression
analyses. Basic analysis deals with the
statement-wise mean values, percent-
age scores {(Mean Value-1) X 25}, av-
erage mean values, ANOVA and paired
samples t-tests (for post hoc compari-
sons). ANOVA and t-tests were fur-
ther accompanied by Cohen’s effect
sizes f and d (Lenhard & Lenhard,
2014; Faul et al., 2007), respectively.
Later, the study employs the technique
of regression analysis to explore the
presence and extent of cause and ef-
fect relationship between WLB (mea-
sured by a single statement) and the
four variables viz. SWLB, WFC, FWC
and WLS (measured by several state-
ments).

Basic Analysis

According to the results of post hoc
comparisons (Tables 2, 3, 5 and 6) which
are inconsistent with the preceding re-
sults of ANOVA, the WLB perceptions
of the respondents classified as two cat-
egories, each in terms of their: age (>35
or <35), child’s age (>13 or <13), faculty
(engineering or non-engineering) and
family type (joint or nuclear), are deemed
to be similar in their nature.
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Table 2 Comparative Position of WLB Based on Respondents’ Age

Variable Average Mean t-test@o=0.01
Age>35N=7  Age<35N=20

1 4.16 4.01 t,=1.12; P=0.31; t_ =4.03

2 3.23 3.06 t . =1.78; P=0.11; t_ =3.49

3 2.83 2.90 t =0.36; P=0.73; t_ =4.03

4 3.35 3.31 t_=0.22; P=0.82; t_.=4.03

stat crit

Anova: F_=8.39, P=0.00, F_,=2.76 @ 0=0.01; f=1.185

Table 3 Comparative Position of WLB Based on Children’s Age

crit

Variable Average Mean t-test@o=0.01
Child’s Age>13N=7 Child’s Age<13N=11

1 4.11 4.03 t.=0.53; P=0.61; t_ =4.03

2 3.23 3.22 t=0.03; P=0.97; t_ =3.49

3 2.83 3.27 t,=2.14; P=0.08; t  =4.03

4 3.35 3.31 t =0.23; P=0.82; t . =4.03

stat crit

Anova: F_=5.94, P=0.00, F_,=2.76 @ 0=0.01; f=1.136
N.B. Six are ‘unmarried’ and three are ‘married without children’.

Table 4 Comparative Position of WLB Based on Travelling Distance

Variable Average Mean t-test@0=0.01 Cohen’s d
Non-locals Locals

1 3.93 4.22 t.=2.84; P=0.03; t ,=4.03 -

2 3.32 2.59 t..=3.86; P=0.00*; t  =3.49 1.715

3 2.78 2.66 t,.=1.07; P=0.33; t ,=4.03 -

4 3.11 3.83 t.=4.66; P=0.00*; t _=4.03 0.761

stat crit

Anova: F_=18.20, P=0.00, F
*Significant@4=0.01

=2.76 @ 0.=0.01; f=1.17

crit

Table 4a Comparative Position of “WFC’ Based on Location

Statement Non-Locals(Long distance commuters) Locals(Short distance commuters)

Mean S.D. % Score Mean S.D. % Score
7 4.00 0.94 75.00 2.50 1.07 37.50
8 3.32 0.95 57.89 2.63 0.74 40.63
9 3.58 1.12 64.47 2.50 1.41 37.50
10 3.21 1.03 55.26 3.13 1.25 53.13
11 3.32 0.89 57.89 2.63 1.30 40.63
12 3.47 1.17 61.84 2.88 1.46 46.88
13 3.47 1.22 61.84 2.25 1.39 31.25
14 2.21 0.92 30.26 2.25 1.28 31.25
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Table 4b Comparative Position of “WLS’ Based on Location

Statement Non-Locals(Long distance commuters) Locals(Short distance commuters)

Mean S.D. % Score Mean S.D. % Score
21 4.05 0.71 76.32 4.13 0.35 78.13
22 3.42 1.02 60.53 4.00 0.53 75.00
23 3.21 0.79 55.26 3.88 0.35 71.88
24 2.84 0.96 46.05 3.88 0.64 71.88
25 2.26 1.05 31.58 3.38 0.52 59.38
26 2.89 0.94 47.37 3.75 0.71 68.75

Table 5 Comparative Position of WLB Based on Faculty of Studies

Sub-scale /Dimension
EngineeringN=13

Average Mean

t-test@0.=0.01
Non-Engg.N=14

3.94
2.99
2.71
3.23

B~ W R

409  t,=121;P=0.27;t =4.03
321 t,=1.69; P=0.13; t ,=3.49
278 t,=0.21; P=0.83; t ,=4.03
345  t,=2.16; P=0.08; t_,=4.03

Anova: F_=11.39, P=0.00, F_,=2.76 @ 0:=0.01; f=1.304

Table 6 Comparative Position of WLB Based on Family Status

Sub-scale /Dimension

Average Mean

t-test@o=0.01

JointFamilyN=9

NuclearFamilyN=18

4.05
2.90
2.74
3.50

B~ wWwN R

4.00 t,,=0.36; P=0.72; t  =4.03
3.20 t,,=2.06; P=0.03; t  =3.49
2.75 t,,=0.06; P=0.95; t =4.03
3.24 t,,=1.60; P=0.16; t  =4.03

stat crit

Anova: F_=12.44, P=0.00, F_,

However, results in Table 4 show that
the perceptions of the respondents clas-
sified as ‘local” and ‘non-local’ in terms
of the “distance’ they travel daily to reach
the work-spot, significantly vary regard-
ing dimensions ‘WFC” (t__3.86>t . 3.49,
P0.00<00.01 and d=1.715) and ‘“WLS’
(t,,4.66>t . 4.03, P0.00<00.01 and
d=0.761) respectively. Recently, de Win-
ter (2013) commented that there are no
objections to using a t-test with extremely
small samples, as long as the effect size
is large. Regarding t-tests, Cohen (1992)

=2.76 @ 0.=0.01; f=1.207

The factor ‘distance’ has signifi-
cant bearing on the WLB of re-
spondents and this might further
be impinging on their level of
gratification with the prevailing
work-life conditions.

indicated that the effect sizes of 0.20 are
small, 0.50 are medium, and 0.80 are
large. Hence, it can be safely inferred
that the factor “distance’ has significant
bearing on the WLB of respondents and
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this might further be impinging on their
level of gratification with the prevailing
work-life conditions.

For instance, the data in Table 4a
reveal that the women faculty members
staying locally are leading comfortable
lives and subsequently balancing their
work and personal lives effectively. In
fact, the statements concerning ‘WFC’
aim to verify whether ‘work’ causes any
pessimistic effects on personal life of the
respondents. In respect of all statements
(except S10) ‘local’ respondents have
recorded inadequate scores, i.e. <50.00
per cent. Obviously, due to their stay in
the vicinity of the college women faculty
members can have more personal time
after college hours and lead a peaceful
life as compared to their colleagues stay-
ing far off and commuting daily 50-100
kms (to and fro) and reaching their
houses late in the evening. Despite this
gap, both groups express that they are
able to give equal efforts to activities at
home (S10) and that they do not have
problems in their family lives (S14). A
study led by Barry and Boles (1998) sug-
gests that role stress affects female ser-
vice providers’ job performance more
negatively than it does to males. Further,
data in Table 4b indicate that the “local’
respondents are happy with their present
work-life conditions. They have regis-
tered positive scores (>50.00 per cent)
with regard to all statements concerning
this dimension. In contrast, ‘non-local’
respondents feel that they are not get-
ting enough sleep and exercise (S24),
unable to spend much time with their
loved ones (S25) and that they are not
leading an ideal life (S26). Yet, they are

pleased with their career (S21), comfort-
able working hours (S22) and spend most
of their time doing what is important to
them (S23). Possibly, the present job is
essential for them to maintain their fami-
lies.

Data in Table 7 indicate that in re-
spect of the dimension ‘WLS’ the differ-
ence between ‘married with children’ and
‘unmarried’ categories identified as sig-
nificant by t-test cannot be considered
meaningful as the Cohen’s effect size
worked out is small (t.,=3.73>t_ =2.57,
P=0.01<0.05, d=0.431). However, the
perceptions of ‘married without children’
and ‘unmarried’ respondents are truly
differing (t,,=3.86>t ,=2.57, P=0.01
<0.05, d=1.811). Hence, turning to data
in table 7a, it can be observed that the
‘married without children’ respondents
are unhappy about the prevailing condi-
tions of their jobs, as compared to ‘un-
married’ respondents. They comment that
working hours are not comfortable for
them (S22). In fact, as per the data pro-
vided by them the three respondents in
this category fall in the age group of 26-
28 and involve in travelling about 64-90
kilometers per day. Because, they are
passing through the initial phase of their
marriage life, due to pressures in their
jobs and long hours of travelling as well
as working, they might not be making
enough time to build a long-term relation-
ship with their partners. They rationalize
this by noticing that they are neither
spending much time with their loved ones
(S25) nor living an ideal life (S24). White
et al. (2003) found that long hours of
working have wide ranging negative ef-
fects on family life.
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Table 7 Comparative Position of WLB Based on Marital Status

Sub-scale / Average Mean ANOVA@ 0.=0.05 t-test@o=0.05
Dimension {t,,=2.77 for (5)**}
{t,,=2.57 for (6)**}
Married Married  Unma- F. P Foi Between
with  without rried M&E@ @D&EB) )&E)
Children  Children
N=18 N=3 N=6
(1) @ 6
1(6)** 4.08 355 413 253 011 3.68 - - -
2 (8)** 3.22 3.25 2.66 255 010 3.6 - - -
3 (6)** 3.10 2.00 2.08 231 013 3.68 - - -
4 (6)** 3.33 2.77 3.58 429 003 368 t, =241 t _=3.86 t,=3.73
f=1.311 P=0.06 *P=0.01 *P=0.01

d=1.811 d=0.431"

*Significant@a=0. 05; **Figures in parentheses indicate no. of items in each dimension
'Difference is meaningless as the Cohen’s effect size is small.

Table 7a Comparative Position of “‘WLS’ Based on Marital Status

Statement  Married with children(1) Married without children(2) Unmarried(3)
Mean S.D. % Score Mean S.D. % Score Mean S.D. % Score
21 4.17 0.62 79.17 3.33 0.58 58.33 417 041 79.17
22 3.67 0.91 66.67 2.33 1.15 33.33 4.00 0.00 75.00
23 3.39 0.85 59.72 3.00 0.00 50.00 3.67 0.52 66.67
24 3.06 1.06 51.39 3.00 1.00 50.00 3.50 0.84 62.50
25 2.50 1.04 37.50 2.67 1.53 41.67 2.83 0.98 45.83
26 3.22 1.06 55.56 2.33 0.58 33.33 3.33 0.52 58.33

Composite Analyses

Regression analysis can be employed
only when the variables under study are
believed to be systematically connected by
a linear relationship. Mere computation of
correlation coefficients (Table 8) does not
help the investigator identify any non-lin-
ear association between the variables.
Hence, the data have been carefully evalu-
ated using graphical displays and found that
in all the scatter diagrams (Appendix 3)
correlation is a straight line adequately de-
scribing linear relationships among the vari-
ables under study. Further, there is no prob-

lem of multicollinearity as all the variables
have intercorrelations well below 0.80
(Table 8). Thus, the study advances fur-
ther by conducting regression analysis to
estimate the cause and effect relationship
concerning the two models under study.

Residual plots of the two regression
models 1 and 2 (Appendices 4 and 5) ex-
plain the ideal situation given that the re-
sidual points are symmetrically distributed
and clustered towards the middle of the plot
i.e. scattered all around zero and are not
obvious patterns. Hence, a linear regres-
sion model is appropriate for the data
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Table 8 Intercorrelations among the Study Variables

Variable WLB SWLB WFC FWC WLS
WLB 1
SWLB 0.384461 1
WFC -0.61478 -0.30599* 1
FWC -0.31099** 0.034037* 0.418308 1
WLS 0.70936 0.376263* -0.455 -0.23644** 1
*Significant@oa=1%; **Significant@a.=5%; All two-tailed probabilities
Table 9 Regression Analysis 1 about the Antecedents of WLB
Regression Statistics
Multiple R 0.656064
R Square 0.43042
Adj R Square  0.356127
Standard Error 1.047363
Observations 27
ANOVA
df SS MS F Significance F

Regression 3 19.06603 6.355342 5.793552 0.004206
Residual 23 25.23027  1.096968
Total 26 44.2963

Coefficients Standard Error t Stat P-value Lower 95%  Upper 95%
WLB 3.688099 2461728  1.498175 0.147688 -1.40437 8.780571
SWLB 0.723995 0.514923  1.406027 0.173083 -0.3412 1.789194
WFC -0.83397 0.311534 -2.67696 0.013464 -1.47842 -0.18951
FWC -0.14005 0.22113 -0.63332 0.53277 -0.59749 0.317395

Regression results in Table 9 corre-
sponding to the proposed model 1 (fig.
1) show that 35% (Adjusted R Squared)
of variations in WLB is explained together
by all the three input variables. Signifi-
cance F (0.004) indicates that the regres-
sion output is highly valid, which means
that there is only a 0.4% (less than 1%)
probability that the regression output was
to occur merely by chance. Thus, R? is
statistically reliable. However, all the
three hypotheses developed for the
present model were not validated by the
regression results. For instance, regard-
ing the relationship between WLB and

‘ The aspect of ‘support’ does not
have a significant impact on WLB
of women faculty members. AI
SWLB the effect is statistically insignifi-
cant, though the relationship is in the pre-
dicted direction. Thus, the estimated co-
efficient for X1 (0.72, t=1.40, P=0.17)
disproves H, by indicating that the aspect
of “support’ does not have a significant
impact on WLB of women faculty mem-
bers. Women are naturally sacrificing and
always caring for others. Nearly, 70 per-
cent of the women work to support their
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Figure 1: An Assumed Model of WLB Concerning Women Faculty Members

Work-life Balance
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Figure 2: An Empirical Model of WLB Concerning Women Faculty Members

Work-life Balance

Positive Impact

Negative Impact

families (Reddy et al., 2010). Hence, re-
gardless of ‘support’ they strive to
achieve a balance between their work
and life domains. However, if they get
realistic support their WLB will be more
effective. Particularly, women faculty
members require more support as they
experience pressure in both domains.

Work-life satisfaction

Work-to-family conflict

Social support from spouse, relatives,
friends, supervisors and colleagues can
reduce work and family conflict (Geertje,
2006).

Next, the estimated coefficient for
X2 (-0.83, t =-2.67, P=0.013) suggests
that the variable “WFC’ has a statistically
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significant negative impact on the WLB
of women faculty members thereby en-
dorses H,. This is similar to the finding
of Deepak & Neena (2011:350). How-
ever, the coefficient of X3 (-0.14, t=-
0.63, P=0.53) specifies that the variable
‘FWC’ has no significant impact on WLB
of women faculty members, though the
relationship between WLB and FWC is
in the predicted direction. This outcome
invalidates H,. Narayanan and
Savarimuthu (2015) have exactly the
same findings. Similarly, Williams &
Alliger (1994) and Gutek et al. (1991)
observe that ‘family interference with
work’ is less than ‘work interference with
family’. Usually, family hindrances do not
restrain women professionals from work-
ing effectively, as their inherent patient
and optimistic attitude help them cope with
such interferences. Mahzarin R. Banaji,
a Psychology Professor at Harvard Uni-
versity found that women faculty mem-
bers with children spend, on average, 20
more hours a week than men do on
“household duties” (Aspelund &
Bernhard, 2015).

‘Family interference with work’ is

less than ‘work interference with
family’. \

Further, to assess the probable out-
come of work-life balance, the variable
WLS was regressed singly on the vari-
able WLB and the result is presented in
table 10. The analysis reveals that 48%
(Adjusted R Squared) of variations in
WLS is explained by the variable WLB.
Significance F (0.000) confirms extreme
validity of the regression output and sta-

tistical reliability of R2. Further, the co-
efficient of WLB (0.32, t =5.03, P=0.000)
indicates that the variable ‘WLB”’ has a
significant positive impact on WLS of
women faculty members. Indeed, there
is a reciprocal relationship between WLB
and WLS of women faculty members
(2.15, t =8.75, P=0.000). This phenom-
enon supports H,.

Implications

The Indian higher education system
is facing a chronic shortage of faculty
and poor quality teaching (Lynne, 2014).
Many engineering colleges established in
remote areas are striving to attract quali-
fied faculty. They attract teaching staff
from urban areas, but frequently fail to
prevent their mobility as the jobs involve
risk of regular travelling in addition to
normal working. The present study also
discovers that the WLB of women fac-
ulty members is greatly upset by their
regular travelling of long distances to
reach the workplace. Out of the 19 non-
local respondents interviewed eight have
demanded for a reduction in working
hours and an increase in the duration of
permission sanctioned, to enable them to
reach their houses early and take care
of their children or older parents. Some
of them even commented that the long
hours of travelling and work is spoiling
the childhood of their kids as they are

‘ WLB of women faculty members is
greatly upset by their regular trav-

elling of long distances to reach \
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Table 10 Regression Analysis 2 about the Consequence of WLB

Regression Statistics

Multiple R 0.70936
R Square 0.503192
Adj R Square 0.48332

Standard Error 0.426134

Observations 27
ANOVA
df SS MS F Significance F

Regression 1 4.598098  4.598098 25.32125 3.43E-05
Residual 25 4.539762 0.18159
Total 26 9.13786

Coefficients Standard Error t Stat P-value Lower 95%  Upper 95%
WLS 2.157748 0.24644  8.755678 4.36E-09 1.650196 2.6653
WLB 0.322185 0.064027  5.032022 3.43E-05 0.190319 0.454051

unable to give them love and guidance.
Hence, the institution under study as well
as the colleges having similar working
conditions (e.g. providing transport for
faculty members) should have family-
friendly policies to compensate mainly the
burden of travelling and ensuing long
hours of work. Interviews with two
women faculty members reveal that they
are hopeful of a five-day work week.

The study also reveals that the ‘mar-
ried without children’ (recently married,
in the age group of 26-28 and regularly
travel a distance ranging between 64-90
kms) respondents are cheerless about
their work-life conditions. These respon-
dents are neither spending much time with
their loved ones, nor living an ideal life as
their working hours are not comfortable
for them. Therefore, management may
consider introducing customized WLB
strategies in respect of recently married
women faculty members like sanctioning
them hibernation leave after one or two
years of their working so that they can

maintain enduring relationships with their
partners, live happily and thereby contrib-
ute well towards organizational goals. It
is worth noting here that all the three re-
spondents in this category urged the man-
agement special casual leaves through
this survey. Casper and Buffardi (2004)
identify that the provision of work sched-
ule flexibility and dependent care assis-
tance from organizations led to job pur-
suit intentions among participants.

‘ Provision of work schedule flex-
ibility and dependent care assis-

tance from organizations led to job

pursuit intentions among partici-
pants. \

Conclusion

Many studies have shown that the
employees nowadays seem to value the
quality of life more than the amount of
salary they get (Vloeberghs, 2002). When
asked about their general opinions, 88
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percent (24 of 27) of the respondents in
the present study have firmly indicated
that for them WLB is more important than
money. More or less, a similar percent-
age of respondents have also specified
that the WLB policies and programs
should be customized to address their
common individual problems and needs.
Hence, without having in place custom-
ized WLB policies and programs no or-
ganization can attract and retain adequate
number of women faculty members and
ensure its smooth functioning. In order
to cope with the acute shortage of fac-
ulty members, educational institutions
should start hiring number of women edu-
cators and ensure gender parity or gen-
der balance. Many professors at Harvard
say that the university’s intense work
environment can still be more stressful
for women than men, primarily because
they are fewer in number (Aspelund &
Bernhard, 2015). If institutions ensure
women to be ‘smart’ at both work and
family lives more women show interest
to join academics.

References

Anja-Kristin Abendroth & Laura den Dulk (2011),
“Support for the Work-life Balance in Eu-
rope: the Impact of State, Workplace and
Family Support on Work-life Balance Sat-
isfaction”, Work Employment & Society,
25(2): 234-56.

Aryee, S., Srinivas, E. S. & Tan, H. H. (2005),
“Rhythms of Life: Antecedents and Out-
comes of Work-family Balance in Employed
Patients”, Journal of Applied Psychology,
90(1): 132-46.

Barry J. Bobin & James S. Boles (1998), “Em-
ployee Behaviour in a Service Environment:
A Model and Test of Potential Differences

between Men and Women”, Journal of
Marketing, 62(4): 77-91.

Casper, W. J. & Buffardi, L. C. (2004), “Work-
life Benefits and Job Pursuit Intentions:
The Role of Anticipated Organizational
Support”, Journal of Vocational Behavior,
65: 391-410.

Clark, S.C. (2000), “Work/family Border Theory:
a New Theory of Work/Family Balance”,
Human Relations, 53: 747-70.

Cohen, J. (1992), “A Power Primer”, Psycho-
logical Bulletin, 112(1): 155-59.

Dam, Leena B & Daphtardar, Sudhir (2012),
“Work - Life Balance by Women Faculty
Members: The Conundrum Within”,
Parikalpana: KIIT Journal of Management;
8, Jan-Dec: 55.

Deepak, Chawla & Neena Sondhi (2011), “As-
sessing Work-life Balance among Indian
Women Professionals”, Indian Journal of
Indian Relations, 47(2): 341-52.

de Winter, J.C.F. (2013), “Using the Student’s t-
test with extremely small sample sizes”,
Practical Assessment, Research & Evalua-
tion, 18(10), Available online: http://
pareonline.net/getvn.asp?v=18&n=10.

Erin L. Kelly, et al. (2014), “Changing Work and
Work-Family Conflict: Evidence from the
Work, Family, and Health Network”,
American Sociological Review, 1-32, ©
American Sociological Association 2014,
DOI: 10.1177/0003122414531435, http://
asr.sagepub.com

Faul, F., Erdfelder, E., Lang, A.-G. & Buchner, A.
(2007), “G*Power 3: A Flexible Statistical
Power Analysis Program for the Social,
Behavioral, and Biomedical Sciences”, Be-
havior Research Methods, 39: 175-91.

Friedman, S. D. & Greenhaus, J. H. (2000), Work
and Family- Allies or Enimies? What Hap-
pens When Business Professionals Con-
front Life Choices, New York: Oxford Uni-
versity Press.

Geertje van D, et al. (2006), “Reducing Work-
Family Conflict through Different Sources

The Indian Journal of Industrial Relations, Vol. 51, No. 2, October 2015

279



Srinivas Lakkoju & R. Jeyalakshmi

of Social Support”, Journal of Vocational
Behavior, 69(3): 462.

George, D. & Mallery, P. (2003), SPSS for Win-
dows Step by Step: A Simple Guide and
Reference. 11.0 update (4" ed.). Boston:
Allyn & Bacon.

Greenhaus, J.H. & Beutell, N.J. (1985), “Sources
of Conflict between Work and Family
Roles”, The Academy of Management Re-
view, 10(1): 76-88.

Grosen, S. L. (2005), “Work-Life Balance in the
21% Century”, Tidsskrift for Arbejdsliv, 7(4):
101-02.

Gutek, B.A., Searle, S. & Klepa, L. (1991), “Ra-
tional versus Gender Role Explanations for
Work Family Conflict”, Journal of Applied
Psychology, 76(4): 560-68.

Horn, J. L. (1965), “A Rationale and Test for the
Number of Factors in Factor Analysis”,
Psychometrika, 30: 179-85.

Karl M. Aspelund & Meg P. Bernhard, (2015),
“Among Harvard’s Faculty, Women Are
Still Pioneers”. Retrieved from http://
www.thecrimson.com/article/2015/5/6/
women-pioneers-faculty-environment/ on
May 13, 2015.

Lenhard, W. & Lenhard, A. (2014), “Calculation
of Effect Sizes”. Available: http://
www.psychometrica.de/effect_size.html.
Bibergau (Germany): Psychometrica.

Lynne, Heslop (2014), Understanding India: The
Future of Higher Education and Opportu-
nities for International Cooperation, Brit-
ish Council, February.

Narayanan, S.L. & Savarimuthu, A. (2015),
“Work-Family Conflict, Family-Work Con-
flict as Predictors of Work-Life Balance
among Women Employees Working in IT
Industries”, International Conference on
Technology and Business Management,
March 23-25: 634-39.

Reddy, N.K., Vranda, M.N., Ahmed, A., Nirmala,
B.P. & Siddaramu, B. (2010), “Work-Life
Balance among Married Women Employ-
ees”, Indian Journal of Psychological Medi-
cine. Jul-Dec; 32(2): 112-118.

Sanghamitra, Buddhapriya (2009), “Work-Fam-
ily Challenges and Their Impact on Career
Decisions: a Study of Indian Women Pro-
fessionals”, Vikalpa, 34(1): 31-45.

Shankar, Tara & Bhatnagar, Jyotsna. (2010),
“Work Life Balance, Employee Engagement,
Emotional Consonance/Dissonance & Turn-
over Intention”, Indian Journal of Indus-
trial Relations, 46(1): 74-87.

Tanuja, Agarwala (2009), Strategic Human Re-
source Management, Oxford University
Press, New Delhi.

Vloeberghs, D. (2002), “An Original and Data
Based Approach to the Work-life Balance,”
Equal Opportunities International, 21(2):
25-57.

White, M., Hill, S., McGovern, P., Mills, C. &
Smeaton, D. (2003), “High Performance
Management Practices, Working House and
Work-life Balance”, British Journal of In-
dustrial Relations, 41: 175-95.

Williams, K.J. & Alliger, G.M. (1994), “Role
Stressors, Mood Spillover, and Perceptions
of Work Family Conflict in Employed Par-
ents”, Academy of Management Journal,
37(4): 837-68.

Young, Forrest W. (1996), “ViSta: The Visual Sta-
tistics System”, UNC L.L. Thurstone Psy-
chometric Laboratory Research Memoran-
dum, 94-1(c).

280

The Indian Journal of Industrial Relations, Vol. 51, No. 2, October 2015



Work-life Balance of Women Educators

Appendix 1 Questionnaire

WORK-LIFE BALANCE OF WOMEN TEACHERS IN HIGHER EDUCATION

Using the options given below, please give your apt answers to the following questions:

Strongly agree (5) Agree (4) Neutral (3) Disagree (2) Strongly dis-
agree (1)

Antecedent Variable X1: Support for work-life balance

1. You have complete support from your family for your career.

2. You have complete support of your management for your career.

3. You have complete support from your colleagues for your career.

4 Your management provides WLB policies or programmes like: Yoga, gym, stress

management workshops, convenient transportation, reduced working hours, flexible work
schedules, job sharing, career breaks/sabbaticals, picnics, medical facilities, etc.

5. You are currently using the work-life policies or programmes provided by your
management.
6. Your management supports you at times of personal emergencies.

Antecedent Variable X2: Work-to-family conflict

7. You usually miss out quality time with your family and friends due to work pressure.

8. You feel that you are spending too much time at work.

9. Your job makes you feel too tired to do the things that need attention at home.

10. Your job reduces the effort that you can give to activities at home.

11. You often think and worry about your work when you are not at work.

12. You usually feel tired and depressed by the end of the working day.

13. You suffer from stress related diseases like hypertension, obesity, diabetes, frequent
headaches, etc.

14. You have had problems in your family life due to work pressure.

Antecedent Variable X3: Family-to-work conflict

15. Responsibilities at home reduce the effort, you can devote to your job.

16. Personal or family worries and problems distract you when you are at work.

17. Too many responsibilities at home make you irritable at work.

18. Activities and responsibilities at home prevent you from getting the amount of sleep you
need to do your job well.

19. Your family members take care of your children when you are at work.

20. You have elders to look after, at your home.

Consequence Variable X4: Work-life satisfaction

21. You are happy with your job/career.

22. Your working hours are comfortable to work.

23. You spend most of your time doing what is most important to you.
24, You get enough sleep, exercise and healthy food.

25. You spend as much time as you’d like with your loved ones.

26. You are living an ideal life.

Variable Y: Work-life balance

27. Overall, your work-life is completely balanced.
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Appendix 2 PA Graphs Showing the Dimensional Validity of Sub-Scales
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Appendix 3 Scatter Diagrams for Exploring Associations among the Study Variables
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Appendix 5 Residual Plot for Variable in Regression Analysis 2

(Note: Variable WLS was regressed on variable WLB)
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