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Societies where extended families
are the norm possibly provide a
dissimilar context vis-a-vis west-
ern developed societies where
nuclear families are the norm. A
content analysis on semi-struc-
tured interviews was conducted on
full-time employees who are part-
time students in India, to examine
the impact of support systems at
work and in the family on work-
life interface. The study signifies
the necessity of organizational
support in the form of not only
policies but also supervisory and
peer support for part-time adult
students. Furthermore, in a spe-
cific context like India, where
work-life boundaries tend to be
non-permeable, the role of family
becomes critical for such diverse
group of employees, also creating
a positive spillover effect at times.
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Introduction

There has been quite a progression
in research focusing on the impact of
work-life interface on both the individual
and the firm. Terms such as ‘work-life
balance’ or ‘work-life conflict’ have
been refined to work-family enrichment
(Greenhaus & Powell, 2006; Carlson,
Kacmar, Wayne & Grzywacz, 2006),
work-family facilitation (Rotondo &
Kincaid, 2008) or work-family synergy
(Beutell & Wittig-Berman, 2008).
Greenhaus and Powell (2006: 6) define
work-family enrichment as “the extent
to which experience in one role improves
the quality of life namely performance
or affect, in the other role.”

Much of the literature so far ema-
nates from western countries where
nuclear families are defined as being ei-
ther dual households or single person
households, with or without children
(Ozbilgin, Beauregard, Bell & Tatli,
2011; Pocock, Williams & Skinner, 2012).
We argue that it is also important to study
work-life interface in India, a collectiv-
ist society that lays particular emphasis
on the extended family unit, where the
norm is for married sons and their fam-
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ily to live with the parents, and multi-gen-
erational families to go on holidays to-
gether (Schianzel & Yeoman, 2015). Given
that research on work-life interface is still
in the nascent stage in South Asia (Allen,
French, Dumani & Shockley, 2015)
deeper insights are required to examine
whether the existing western positivist
models are generalizable (Budhwar &
Debrah, 2013), or whether in fact the
context of the ubiquitous family unit pro-
vides a more nuanced understanding of
work-life interface in India (Lewis &
Rajan-Rankin, 2013).

Our study focuses on a niche set of
full-time employees who are also part-
time adult students and play various so-
cial roles (Darkenwald & Merriam, 1982).
While enrolling part-time for higher edu-
cation, they maintain their jobs and attend
classes during weekends or over short
periods during the year (Chen & Carrolle,
2007; Turtle, 2005), and also manage fam-
ily responsibilities, juggling a range of
work, study and family commitments
(Osborne et al., 2004; Watts, 2008).

We have chosen to study employees
in India who live in a joint family (2, 3 or
4 generations), who while working have
also opted to pursue a higher education
course of his/her choice. A number of
employees are opting to pursue MBA or
Ph.D programs, while working fulltime,
in a country where social security or un-
employment benefits are negligible and
where the pressure to retain a job is in-
tense given that job creation is signifi-
cantly less than the number of job-ready
graduates entering the job market every
year (Rajan, 2006).

Research in this area is particularly
important at this juncture for two main
reasons. Firstly, the increasingly chang-
ing nature of work often blurs the
boundaries between work and non-
work (Allen, Cho & Meier, 2014). This
is particularly evident in the burgeon-
ing information technology sector in
India, which has had a phenomenal
growth of close to 50 per cent annu-
ally since 1991 (Chandra, Fealey &
Rau, 2006). With online work-from-
home option often increasing online
work time, this puts undue pressure on
relationships at home.

Secondly, there is a shift in the de-
mographic work composition in India.
While post-liberalization in 1991 there
were many more women joining the
workforce, more recently over the last
two decades women are leaving the
workforce in greater numbers, with fe-
male participation at 27 % as per the
International Labor Organization, which
is one of the lowest in the world. This is
a matter of concern given that India has
gone down by 21 places in the Global
Gender Gap Index. One antecedent of
this trend is the twin pressures of work
and home, where the working woman is
also expected to be the primary
caregiver for both children and ageing
in-laws.

In order to examine the
intersectionality of work-life-education
from the employee’s perception in the
Indian context, we ask the following re-
search questions:

1. To what extent do organizational prac-
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tices and people in the organization
respond to the work-life needs of a
manager who is also a student?

2. To what extent do family members
respond to the work-life needs of the
manager who is also a student?

Work-life-education Interface

The seminal work of Britton &
Baxter (1999) on mature individuals pro-
vides four different reasons for return-
ing to studies namely credentialism (the
validity of a formal qualification), realiz-
ing unfulfilled potential, using education
to improve the present situation of the
individual and for transforming of the self.
For these part-time students who are
working, real-life work experiences give
them opportunities to draw relevant and
topical examples (Laher, 2007).

‘ Family or child responsibilities do
not affect non-traditional female

students’ academic achievement
negatively.

Research suggests that age is a
strong predictor of academic success for
part-time students (Hoskins & Newstead,
1997; Richardson, 1995; Ibrahim et al.,
2011) when compared to traditional stu-
dents, with female part-time students far-
ing better than traditional male and fe-
male students (Cantwell et al., 2001;
Spitzer, 2000). Though childcare con-
cerns tend to have priority over educa-
tion (Fairchild, 2003), family or child re-
sponsibilities do not affect non-traditional
female students’ academic achievement
negatively (Spitzer, 2000; Ibrahim et al.,

2011) when compared to their male coun-
terparts (Choy, 2002; Taniguchi &
Kaufman, 2005; Ibhrahim et al. 2011). It
is envisaged that our study will add to
this literature by providing a deeper un-
derstanding of the phenomenon, leading
to recommendations on how to ensure a
more inclusive organization for employ-
ees who are pursuing higher academics
— so that she may realize the greatest
potential for herself and for the firm.

Indian Scene

Work-life balance policies and prac-
tices were adopted in the west largely in
order to attract and retain talent
(Beechler & Woodward, 2009) by trying
to provide an environment where employ-
ees could balance both their personal and
professional lives (Kelly, Kossek, Ham-
mer, Durham, Bray, Chermack &
Kaskubar, 2008). An effective balance
is said to enhance job satisfaction
(Kossek & Ozeki, 1998; Thompson &
Prottas, 2005), increase organizational
commitment (Kopelman, Prottas, Th-
ompson & Jahn, 2006) and reduce work-
family conflict (Thomas & Ganster,
1995). Interestingly, similar job outcomes
in the Indian context have proved to be
more limited (Baral & Bhargava, 2010).
For example, one study suggests that
gender sensitive or family friendly poli-
cies, while positively impacting job satis-
faction of the employee, had a negative
effect on the stress levels of woman ex-
ecutives (Verma, Bhal & Vrat, 2013).

It is likely that different results
emerge for the same phenomenon given
that work and family issues in non-west-
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ern countries are closely tied to cultural
norms and values which differ from the
West (Mortazavi, Pedhiwala, Shafiro &
Hammer, 2009). The work-family dis-
course in countries such as the US rests
on the assumption of individual choice
nestled in nuclear families, rather than
in collectivistic and paternalistic norma-
tive expectations from individuals in
their daily lives in India (Rajan-Rankin,
2016).

Indian families are more interdepen-
dent, with nearly half of Indians living in
joint families (Census of India, 1991).
With the liberalization of the Indian
economy in 1991 and more opportunities
for economic growth, organizations in
India had to address the challenges of
new economy workers who faced in-
creasingly strenuous workloads (Lewis,
Gambles & Rapoport, 2007), and also
gender diversity given the increase of the
number of female employees joining the
workforce (Lewis et al., 2007). Given the
traditional gendered role of women as
primary care-givers, family continues to
be a priority for working women (Munn
& Chaudhuri, 2016), thus putting a double
burden on them, while for many men fam-
ily responsibility tends to be limited to
providing financial support (Kalliath et
al.,2011).

The family in India is seen as a
source of support, cooperation, strength
and courage to its members and could
explain the minimal presence of formal
family support programs in Indian firms
when compared to their western coun-
terparts. In the US there is an integra-
tion of work and family domains through

permeable boundaries, while in
India there is a more clear-cut separa-
tion of work and family through more
non-permeable boundaries (Poster &
Prasad, 2005). So, the implications of
flexible work timings superimposed from
a western country has a different mean-
ing from the original intended policy
meanings in the West (Gambles &
Lewis, 2006), and may serve to compli-
cate matters for Indian employees in this
context.

‘ In India there is a more clear-cut
separation of work and family

through more non-permeable
boundaries.

In terms of higher education India is
the third largest system in the world, ca-
tering to 30 million students. There is no
data about how many working adults
have enrolled for MBA and Ph.D
courses, but this seems to be an increas-
ing trend given that the rising number of
courses being offered as executive
courses. Amongst the top 30 business
schools in India, 17 offer part-time MBA
courses with student profiles of minimum
3 years of experience. Executive Fellow
Program in Management (EFPM)
courses are pitched as tailormade for
senior executives and are offered across
11 business schools amongst the top 30
business schools.

To sum up, so far current work-life-
education balance discourses, seen from
a western lens, have perhaps not taken
into account complexities of country-de-
pendent contingencies.
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Data Analysis

Drawing on the qualitative method of
content analysis, we aimed to capture the
perceptions of the respondents by ana-
lyzing, comparing and contrasting their
words through inductive inference, lead-
ing to cumulative conceptualization.

In our qualitative study a non-prob-
ability purposive sample of 18 respon-
dents was used (10 females and 8
males), in which respondents were se-
lected as per the objectives of the re-
search (Coyne, 1997). In other words,
they were all working managers with 10
to 15 years of work experience, who
were studying part-time and who lived in
extended (non-nuclear) families. Pur-
poseful selection is said to allow for bet-
ter representativeness of the respon-
dents, which in turn provides more ro-
bustness to the theories associated with
the study (Maxwell, 2013).

Respondents were assured of both
the confidentiality and the non-judgmen-
tal nature of the interview. The interviews
were recorded and then transcribed. To
reduce retrospective bias (Pierret, 2001),
the very first question asked the respon-
dents to provide details of a recent chal-
lenge they faced while balancing work-
life-education responsibilities. Further-
more, to reduce potential self-presenta-
tion bias, the focus of the interview was
on reporting actual events and the
participant’s attendant behavior and emo-
tions at the time. Finally, the respondents
were constantly reminded of both the
confidentiality and non-judgmental nature
of the interview.

These statements were then coded
using the descriptive coding technique of
a line-by-line analysis, in which meaning
is found from the participants’ words. In
this content analysis, each interview was
transcribed and then read in detail in or-
der to derive meaningful codes. The
codes were then further refined as re-
flective of key categories or meaningful
clusters, at first for each interview sepa-
rately, and then a comparison was made
between interviews. Finally, common
categories were noted in the cross-case
analysis and connections found between
them (Miles & Huberman, 1994).

The first and second authors in this
study independently coded the interviews,
and using the negotiated approach (Gar-
rison, Cleveland-Innes, Koole &
Kappelman, 2006) the respective codes
were discussed to see these were
aligned. This helped in controlling simple
errors or misinterpretation. This process
was repeated with the other categories
too. If there was a disagreement be-
tween the two coders, discussions re-
sulted in either one coder changing the
code or category to match the others, or
alternatively we would agree upon an-
other more suitable alternative. The in-
ter-rater reliability, or concurrence of
agreement between two coders was 83
per cent (Krippendorff, 2004).

Organizational Support

The interviews of the respondents
indicate that apart from instrumental sup-
port of the firm in the form of sponsor-
ship of higher studies, and supervisors
adhering to processes such as granting
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leave when required, there was no
psycho-social support in the form of en-
couragement, or even an effort to under-
stand the particular challenges these
managers were facing. “My firm spon-
sored my MBA after a rigorous selec-
tion procedure, so in a way the firm was
encouraging me to meet my potential and
go ahead. But after this there was no
tangible support” (Respondent IT-R4-M).

Seeing how emotionally charged
many of the respondents were in the in-
terviews, we draw on Affective Events
Theory (AET) in which the work envi-
ronment is said to give rise to affective
workplace events, and thereafter impact
affective experience and behavior in the
workplace. An affective work event is
defined as “an incident that stimulates
appraisal of and emotional reaction to a
transitory or ongoing job-related agent,
object or event” (Basch & Fisher, 2000 :
3). While AET is a well cited theory it
does not clearly identify what types of
events lead to positive and negative emo-
tions at the workplace. We suggest that
a more supportive work environment,
which leads to work events elicited by
greater supervisory psycho-social sup-
port, is likely to lead to a more positive
work attitude, consisting of general evalu-
ations encompassing both cognition and
affect (Weiss & Cropanzano, 1996).

As per AET, affective responses to
workplace events can lead either to af-
fect-driven behaviors, or more well
thought-out judgement-driven behaviors
that are mediated by a change in work
attitude. We suggest that a more posi-
tive work attitude is likely to lead to the

judgement driven pro-social behavior of
active mentoring at the workplace. In
other words, if there was more organi-
zational proactiveness in enriching the
work-life-education interface, this is likely
to induce in the employee a feeling for
greater reciprocation to the organization
expressed in the form of the developmen-
tal mentoring of others at the workplace.
“I see myself growing, not alone, but the
reason of growth for others too” (Re-
spondent BA-R2-F).

Given that part-time adult students
are more mature than full-time students
(Kelly, 2006; Sewell, 2000) and are will-
ing to learn and engage in deeper learn-
ing compared to surface learning (Biggs,
1989; Kelly, 2006), and given that they
are likely to have experienced the trans-
formational role of education (O’Shea
& Stone, 2011; Swain and Hammond,
2011), it is more likely they would want
to disseminate their learnings in an ef-
fort to transform the lives of their col-
leagues.

An increasing number of studies are
building upon Kathy Kram’s work (1983)
in which she described mentoring to con-
sist of a dyadic relationship between the
mentor and protégé, to mentoring now
being defined more as a relational ap-
proach between several persons. Thus,
relational mentoring extends beyond the
classical instrumental and psycho-social
functions, to encompass relational pro-
cesses, such as reciprocity; behavior
such as empathy; and relational outcomes
that help develop future relationships
(Ragins & Verbos, 2007).
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We also suggest that a more positive
work attitude is likely to lead to the judge-
ment driven pro-social behavior of orga-
nizational citizenship behavior (OCB).
Such extra-role behavior, such as will-
ingness to cooperate with employees,
promotes organizational effectiveness
(Podsakoff, MacKenzie, Paine &
Bachrach (2000). A study on college
teachers in India suggests that family
supportive organization perceptions had
positive impact on OCB (Paramasivam,
2015), while a workplace study suggests
that negative affect is a mediator between
negative mentoring experiences and re-
duced OCB of the employee (Kumar,
Irudayaraj, Jomon & Singhal, 2013).

‘ Family supportive organization
perceptions had positive impact on

OCB.

Proposition 1: Managers as part-time
adult students will experience greater
identification with a supportive orga-
nization than similar employees who
are not part-time adult students.

Proposition 2: The perception of a sup-
portive organization by managers as
part-time adult students, will lead to
a more positive work attitude, which
will result in more active mentoring
of others at the workplace.

Proposition 3. The perception of a sup-
portive organization by managers as
part-time adult students, will lead to
a more positive work attitude, which
will result in more organizational citi-
zenship behavior at the workplace.

Family Support

As per the scarcity of resources per-
spective, for individuals with limited psy-
chological and physiological resources to
invest in work and family domains, the
drain of resources in one domain creates
an inherent conflict (Friedman &
Greenhaus, 2000). Given that time is in
short supply, with the respondents wear-
ing three hats - of a manager in the work-
place, a family member with responsi-
bilities in a joint family, and a part-time
student of either an MBA or a doctoral
program - it is likely that there would be
a visible increase in work-family stres-
sors. The number of work hours is re-
lated to greater conflict at home, and di-
minishing health of the employee (Major,
Klein & Ehrhart, 2002), and to add to this
there are the added pressures of student
life. “I was not able to attend my cousin’s
wedding due to a conflict with an exam
date, and he has not forgiven me since”
(Respondent IT-R5-M)

An interesting finding emerges in
terms of how some working women and
their families coped with the multiple
obligations of work-family-education by
a realignment of the traditional gender
roles, with spouses taking on
stereotypically female roles at home in
terms of chores: “My husband gave me
freedom to do my research work at home.
He now helps in the household work and
in cooking food for the family” (Respon-
dent ED-R3-F).

Furthermore, for some respondents’
husbands provided psycho-social support
in the context of rigid gendered roles:
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“My husband has been very supportive,
more so since he has completed his Ph.D
and so he knows the pressures that |
face. That’s why he always stands up
for me when relatives question why I am
putting undue pressure on myself as a
woman by studying while working” (Re-
spondent ED-R3-F).

Some respondents’ husbands pro-
vided psycho-social support in the

context of rigid gendered roles. \

Thus, unlike a study on United Arab
Emirates female entrepreneurs in which
the respondents said that their extended
families hindered them from advance-
ment, in our study we found that for
women the spouse was an important
source of support (Itani, Sidani &
Baalbaki, 2011). For women who are
able to achieve a work-life balance due
to support from family and friends
(Kalliath et al., 2011), this not only en-
hances their work, helps reduce stress
(Bhargava & Baral, 2009), but also posi-
tively impacts family life (Bakker et al.,
2009).

Interestingly, in the context of low
gender egalitarianism in India, men re-
ceive more spousal and supervisor sup-
port when compared to their wives
(Bhatnagar & Rajadhyaksha, 2001) and
enjoy more work-schedule flexibility than
women (Ramadoss & Rajadhyaksha,
2012). Low gender egalitarianism gives
men a distinct advantage in helping them
advance their careers (Lyness &
Judiesch, 2008).

In our sample of male respondents,
there was spousal psycho-social support
in terms of empathy and understanding:
“She has been very understanding, and
realizes that until my studies are on [ will
be devoting less time to the family” (Re-
spondent IT-R4-M). Support in terms of
managing his share of household chores
came from the extended family, not just
the spouse: “Between my wife and par-
ents, they take up most of the responsi-
bilities for household chores, bill pay-
ments etc., and try to disturb me as least
as possible. I am grateful for this” (Re-
spondent AU-R9-M).

In our study the support of the ex-
tended family seems to play a vital role:
“I know of such cases where the lack of
extended family support led to stress and
health problems such as diabetes and in-
creased blood pressure” (Respondent
AU-R9-M)

Drawing on the work-family enrich-
ment model or positive spillover, we ob-
served that the role as a student impacted
their role as a home-maker (Greenhaus
& Powell, 2006; Shockley & Singla, 2011;
Rothbard 2001). In particular role model-
ing as a student had a trickle-down effect
on other family members, including spouse
and also children: “My wife is now inspired
to pursue her doctoral when I complete
mine” (Respondent AU-R9-M).

Interestingly, two female respondents
pursuing MBA studies, while working in
the automobile industry, spoke of their
mothers as prime role models: “For me
my mother has been the epitome of lead-
ership. She has been leading my family
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since | opened my eyes, like a super-
woman. (Respondent AU-R11-F). It is
likely that such employees have an im-
plicit inclination towards integration ide-
ology, believing that work and life are
interdependent and that resources in one
domain are highly relevant to the other
(Leslie, King & Clair, 2018).

Proposition 4: Shortage of time due to
multiple responsibilities increases the
likelihood of a realignment of
gendered roles in the family for fe-
male managers as part-time adult stu-
dents.

Proposition 5: Shortage of time due to
multiple responsibilities increases the
likelihood of poor health for manag-
ers as part-time adult students, mod-
erated by support of the extended
family.

Proposition 6: Role modeling of man-
agers as part-time adult students is
likely to have a positive spillover ef-
fect on family members.

Discussion

Much of the work-family literature
so far has treated the nuclear family
as the norm, or point of reference for
examining work—family linkages. This
single source of support may explain
the failure to confirm the hypothesized
positive buffering effects of social sup-
port (Greenhaus & Parasuraman,
1994).

Our study used a small sample which
is a limitation. Furthermore, the proposi-
tions are not generalizable to all societ-

ies, but rather to those where extended
(rather than nuclear) families are in
vogue. Nevertheless, there are some
important findings. In our study the ex-
tended family is clearly an important
source of social support, so much so that
even gendered roles in some families
were realigned. Furthermore, we ob-
served work-family-education enrich-
ment, with a positive spillover effect of
an inclination towards education amongst
other family members, through role mod-
eling. It is also possible that role model-
ing of the realignment of traditional gen-
der roles is prevalent for the children,
which could be investigated further in
longitudinal studies.

In terms of organizational support this
was limited to sponsoring certain employ-
ees for part-time study and providing req-
uisite leave, but there was little or no
psycho-social support of the supervisor
which is actively sought by part-time
adult students. Firms could look to en-
rich employees’ work and family lives by
focusing on job redesign or job sharing
to provide more autonomy to the man-
ager, especially in terms of flexi-timing.
Studies suggest that more work-time con-
trol leads to several positive outcome
variables including better work-schedule
fit, and also lower work-family conflict
(Moen, Kelly & Huang, 2008). Though
the employee may not be able to invest
her full potential to the organizational
goals in the short-run, she could be bring-
ing in new relevant skills and knowledge
to the organization in the long-run, and
thus such attempts should be supported
by different organizational policies or
practices.

The Indian Journal of Industrial Relations, Vol. 55, No. 3, January 2020

499



Payal Kumar, Shreyashi Chakraborty & Amit Kumar

Furthermore, organizations could do
well to train supervisors to provide more
enriched support in the context of work-
life-education issues (Baral & Bhargava,
2010). Said one respondent: “In India
there is no concept of work-life balance.
The bosses expect you to work long hours
and excel in performance on a constant
basis. Everything else comes secondary.”
(Respondent BA-R8-M). The criticality
of supervisor support is evident in west-
ern contexts where not only the access
to and perceived availability of work-life
balance practices hinges on the line man-
ager support (Budd & Mumford, 2006),
but it also impacts the individual’s per-
formance and commitment to the orga-
nization.

Greater awareness also needs to be
provided to colleagues of the employee
concerned, given the lack of support at
the workplace faced by several of the
respondents, as indicated by disparaging
comments of colleagues: “Why are you
going for classes? I am not going to do
night shift on behalf of you” (Respon-
dent AU-R10-M). “Focus on your work,
a degree will not help here at the office”
(Respondent IT-R1-F).

In fact, any potential support from
colleagues was unrealized given that one
manager preferred to keep his further
studies hidden from them: “My col-
leagues are known to malign those who
go for further studies. So, I never told
them, thus there was no question of sup-
port. Also, I thought, what if I didn’t pass,
they would forever tease me. Why take
that risk?” (Respondent IT-R1-F)

Studies do suggest that returning to
education entails uncertainty and trepi-
dation which manifests in lower levels of
confidence and doubt in the ability to cope
within the academic setting (Kimmel &
McNeese, 2005). With discouraging
peers, the extended family becomes the
only source of support and well-being.
Individuals in nuclear families in such
cases would be in a relatively resource
scarce environment and struggle to main-
tain a synergistic work-life-education in-
terface.

Individuals in nuclear families in
such cases would be in a relatively
resource scarce environment and

struggle to maintain a synergistic
work-life-education interface.

Given the criticality of job-character-
istics, supervisor support and work-fam-
ily culture (Baral & Bhargava, 2010;
Paramsivam, 2015) in influencing various
job outcomes like organizational commit-
ment, job satisfaction and organizational
citizenship behavior in the Indian context,
there is a dire need for organizations to
provide equal opportunities and support for
all employees in the workplace. We sur-
mise that greater support from the orga-
nization is likely to elicit more loyalty from
the employee concerned, leading to
mentoring others at the workplace and
increased OCB. On the other hand, neg-
ligible support from the firm, fear of being
chastised by colleagues, and lack of sup-
port of the extended family may be fac-
tors that prevent many other potential
employees from taking up part-time stud-
ies to achieve their potential. There is no
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way of gauging this ‘missing number’ of
potential students.

Interestingly, family support not only
helps part-time adult students in navigat-
ing their work-life challenges but also
positively impacts other family members
which would be because of the impor-
tance of family structure in the Indian
household. The findings of the study also
indicate that with increasing education in
the family, men are more willing to ex-
tend their contribution beyond financial
support which has the potential to im-
prove the quality of family life and move-
ment towards a balanced distribution of
household chores.

Part-time students do have unique
challenges, such as not being able
to meet their supervisors during
working hours.

Part-time students do have unique
challenges, such as not being able to meet
their supervisors during working hours.
They have complex and unique learning
needs, to which educators would do well
to adapt to in order to ensure a success-
ful study program (Ballou, Bowers,
Boyatzis & Kolb, 1999), as well as con-
tribute to the emotional and physical well-
being of their students. Considering that
part-time adult students are capable of
bringing more relevant and topical ex-
amples and experiences in the class, edu-
cators get more opportunities to bridge
the gap between academia and practice
ensuring the relevance and effective de-
livery of their courses. Thus, educational
institutions need not only teach courses

of diversity and inclusion, but put this into
practice by being more sensitive to the
needs of this diverse group of students.

To conclude, diversity and inclusion
at the workplace extends to much be-
yond simply recruiting diverse employ-
ees. It is also about understanding the
unique needs of a certain sub-set of em-
ployees who pursue further studies to
realize their own potential, and in doing
so are likely to make a more profound
contribution to the firm in the long run.
Organizational support is not restricted
to policies and practices but manifests in
the support extended by managers and
peers. The important role played by the
family in the Indian context reinforces the
need to gain a deeper understanding of
work-life-education interface within a
specific context which would help ad-
dress the triple agenda of enhancing
employee work-life balance, increasing
organizational effectiveness and also en-
suring social justice.
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