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Abstract

India has glorified its growth in the field of Information Technology. As this sector gives more importance
to information alone it is non-discriminating in nature. The rate of women higher education and
government’s women reservation policy create more employment opportunities for women. The life style of
the Indian women is still in traditional and they have to attend both inside and outside the family. The work
life balance for women employees in banking industries is the order of the day. The work life balance of
women employees in IT sector is to determine the level of their work life balance which is having high
importance on their total wellbeing and enhance their productivity and entire Organization growth. Striking
a balance between professional and personal commitments is a common dilemma for many of today's
women workers. Today’s professional workers are less concerned about just financial security which earlier
bound them to their employers. The main aim of the paper is to identify the impact of various factors
effecting Work-life Balance of women employees in IT Sector. The appropriate statistical tools would be
used to analyze the data collected from the target responses. The major finding and suggestions will be
highlighted in the paper.
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INTRODUCTION

From last three decades, the change in the socio cultural environment has opened the
gateway for women to enter and lead in the managerial roles in the corporate India. In fact
between 2009 and 2019 the female employment in India on the whole, have increased by 14%
per annum. This is because India is a developing country and growing of middle class is more in
the country. Women have started recognizing their innate talents and skills and working to
achieve the excellence in those areas. With increasing participation of women in workforce, the
participation of working mothers, dual earner couples and single parents also increased.

India is renowned for its well-established IT industry. What began with Tata Consultancy
Services in the 70s has today catapulted into an industry that generated an estimated $19 billion in
revenue in FY23. The Indian IT services sector brought Indian recognition to the global tech
landscape. However, the IT industry is also known for being one of the most conducive sectors for
female employees. The Indian IT sector is the largest employer in the country’s white-collar
workforce; it also has the highest representation of women in the workforce. Between 2021 and 2022,
30 percent of India’s IT industry was made up of women. This is the highest representation that
women have enjoyed in any industry or field in India. According to data shared by the Nasscom
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report 'Strategic Review 2023 -- Priming for a 'No Normal' Future’, the Indian IT industry employs
over 5.4 million people and will add 2,90,000 new jobs to the roster going forward. This workforce
consists of two million women.

India’s IT sector had the highest female participation rate of 30%, followed by financial
services companies at 22.4% during financial year 2021-22, according to an analysis of voluntary
Business Responsibility and Sustainability Reporting disclosures by 134 companies conducted by the
CFA institute. The IT sector, considered the largest employer of the country’s white-collar
workforce, has the highest representation of women in the workforce, while FMCG and industrials
occupy the last two spots in the listing with 5.5% and 4.3% representation, respectively. Apparently,
when women take over the leadership in tech industry brands, the valuation in first and last funding
becomes significantly higher —64% and 49%. Female employees working in website and app
development are claimed to make better decisions and be more creative. And these definitely are the
characteristics every team can benefit from. Technology firms included in the Fortune 500 list that
had a majority of female board members experienced more than 40% of return on sales compared to
less diverse entities. Women tend to provide better communication skills, exciting ideas and exquisite
morale to the table, which should definitely be appreciated by tech industry companies.

At organizational level, 1990s onwards, significant enhancement in long hour culture,
unpaid overtime, changing work time and work intensification started to be witnessed. This
resulted into enhanced work related stress, time squeeze for home and family and employee
demand for shorter working hours. Conflict between work and personal life aggravated further
due to 24x7 work culture becoming popular due to rise of service sector industry, technological
complexities at workplace, ageing population and loss of social support network. A major impact
of work life balance of women employees was shown on the gradual increase of their
absenteeism and turnover. It is said that growth of absenteeism has been increased 21.6% and
turnover rate is 33.2% since last five years.

Challenges for women in Tech

There are many obstacles that women will stumble upon when pursuing a career in
programming or any other area of mobile or web development. And fighting them might be
exhausting. The tech sector is already evolving, but it’s slow and rigid. The gender pay gap in the
tech sector is claimed to be smaller than in other industries, but it is still present. Women working in
IT companies frequently feel like they need to continually prove their worth to their colleagues and
superiors, but they get paid less for the same amount of work. That is a source of frustration and why
women drop their tech careers more often than men. When it comes to newly created startups, men
will more likely ask their male friends to join the business than their female peers. That’s because
hiring managers prefer to give a job to a person with similar interests and world views. In the tech
industry where female workers are underrepresented, men are more likely to become leaders and
employees within tech companies — the chances for the opposite gender are drastically unequal.

Speaking of leadership, statistics show that in the United States, less than 20% of executive
positions in tech are occupied by women. In Europe, that number is a little bit above 11%. Since
kindergarten, through high school and computer science studies — women are discouraged from
following their dreams of becoming engineers, developers and other technical specialists. No wonder
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that they are less likely to become a CTO or CIO. In most international tech corporations like Apple,
Dell, Facebook, Google, or Intel, the majority of employees are men. For years women were
discriminated in almost any industry and this problem is still very much alive. In 2017, 50% of
women reported they’d experienced gender-based discrimination. But this number grew significantly
in computer science-related companies (74%) and workplaces where men were the dominant
workforce (78%). Over one-fifth of women in tech claim that their gender is a barrier in achieving
professional success and more than one-third said their companies have a problem with sexual
harassment. Some sources also mention the lack of role models that don’t inspire young women to
start a career in the tech industry. And that situation is caused directly because of all the reasons
mentioned above. Not to mention maternity leave policies that sometimes can be unfriendly and
unsupportive. Employers that can offer flexibility and help for women working in their offices gain
trust and loyalty.

REVIEW OF LITERATURE:

Shanthi & Sundar (2012) explored in their study the aspects that is likely to measure the
level of satisfaction as perceived by the women respondent employees on the varied
determinants of work life balance, to identify the major factors that influence the work life
balance among various categories of women employees in IT industry and to measure the overall
work life balance of women employees irrespective of cadres. Historic 1*' ever Conference of
the Women officer members of State Bank of India Officers’ Association (Hyderabad Circle)
held in a Grand style on 13 March 2011 at Hotel Sitara, Hyderabad, in her inaugural address,
the Chief Guest Smt. Mahpara Ali while congratulating all the participants advised the women
workers on the Work Life a balance. Shri.T.S. Krishna Swamy, General manager NW-II, felt that
women having chosen the career as Bank Officer and decide to accept higher responsibility, high
stress, burden of work, accountability and more risks, should maintain Work Life balance and

plan their career to grow higher up in the ladder.

Lalitha Kumari (2012) in her study emphasized that each of the work life balance factors
on its own is a salient predictor of job satisfaction and there is a significant gap between male
and female respondents with the job satisfaction with reference to various factors of work life
balance. The result of the study had practical significance for human resource managers of
especially banks to improve staff commitments and productivity along with designing
recruitment and retention employees. The study of Sundar, Sundararaj, Ashok Kumar (2011),
indicated that despite job security and strong welfare measures protection in private sector banks
and opportunity for qualification up gradation by women employees it is the fear of promotion
that keeps the women folk to continue to languish in lower cadres but the plight of women folk

in new generation banks is different in that they do not have job security and their pay is
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performance linked. The study revealed the fact that women executives in private sector banks
are found to be more knowledgeable about the work, maintain a cordial relationship with

customers and have a positive attitude towards the work.

Ulrick Lidwall (2010) in their article “Work family interference and ling term sickness
absence” says that alongside work environment factors, interference between work and domestic
life has been an important explanation for long term sickness absence especially for women.
Therefore women would hamper the balance between work and family and increase the risk of
long term sick leave. Acc to Santhana Lakshmi K & Santosh Kumar N (2018) opines that career
women are challenged by the full time work and at the end of each work day in a private
educational institution they carry more of the responsibilities and commitments to home. Women
reported that their life has become a juggling act as they have to shoulder multiple
responsibilities at work and home. Blomme, Avan Rheede (2016) in their study on “Impact of
gender on the turnover” investigated on 247 employees and analysed that women in particular
promotion opportunities and work family balance were related to turnover intentions while for
men the clarity of the job descriptionwas an important predictor for leaving. They suggested that
specific HRM policies should be implemented to retain them. Acc to Russell, O'Connell and
McGinnity (2010); it is described as companies encouraging individuals to achieve balance as a
result of benefits they would gain such as high retention of staff. The main aim of the business
case approach is that it results in a reduction in the absenteeism of employees and also portrays
the organisation as a good employer. "The costs to your business for failing to improve work life
balance include: poor performance, absenteeism and sick leave; and higher staff turnover,
recruitment and training costs”. Five main descriptive models have attempted to conceptualism
work-life balance (Guest, 2001); these include: i) the segmentation model, which states that
work and life outside of work are mutually exclusive such that one sphere does not impact the
other; ii) the spillover model states that work and life are interdependent and therefore influence
each other. The other models tilt towards the spillover model: iii) the compensation model states
that one sphere makes up for what is lacking in the other sphere; iv) the instrumental model
states that one sphere emphasizes the other sphere; and v) the conflict model states that each
sphere has numerous demands, hence individuals have to prioritize and make choices that may

lead to conflict.

NEED FOR THE STUDY

Work-life balance is a key part of a healthy and productive work environment. An
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individual who achieves this balance successfully dedicates an equal amount of time to
work-related tasks and personal matters without experiencing stress or becoming
overwhelmed. It can lead to mental health issues such as depression, anxiety, and
insomnia, as well as physical health issues including chronic aches and pains, heart

troubles, and hypertension

» Work Life Balance assumes significant role especially for Women employees for the

most significant factor being promotion of educated women.

» Secondly, the recognition of the fact that a family income from one hand is inadequate
for comfort living. This belief has basically emerged due to the rising cost of living,
inflation, and consumerism, high cost of children education, marriage and concern for

future security.

» Thirdly, transition from joint family system to nuclear family system has facilitated the

decision to work female member of the family also.

» Finally, there is an overall acceptance of working women as a norm and a shift from the

earlier attitude and global system.

OBJECTIVE OF THE STUDY:

1. To identify the major factors that, influence on the Work life balance of women
professional in Software Industry.

2. To analyze the challenges linked with balancing professional and personal life of women
employees.

3. To find out the problems of work life balance and suggests the remedial measures to
make it effective.

RESEARCH METHODOLOGY:

The paper as carried out on the basis of primary and secondary data. An effort will make to
collect the actual response about “work life balance — with special reference to women in Indian
software Industry. The primary data, for this purpose of structured questionnaire was developed
to collect the responses from the women employees working in software Industry. And the
secondary data was collected from Literature reports, statistical figures and such other data are
collected from books, journals, magazines and other published data. Websites are also visited to
collect the secondary data. Simple Random Sampling Technique would be used in order to

collect the primary data. Samples were been taken both from software Industry in Hyderabad.
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RESULTS AND DISSCUSSIONS:

Table-1 depicts that51 per cent are belongs to the age group of below 30 years, and 45 per cent

of respondents are belongs to junior level employees, and 68 per cent of respondents are married.

Table-1 Socio economical profile of respondents

Age N % level of | N % Marital N %
employee status

Below 30 yrs 33 51 Junior Level 29 45 Yes 44 68

30 yrs-40 yrs 9 14 Middle Level 19 29 No 21 32

40yrs-50 yrs 15 23 Senior Level 17 26 Total 65 100

Above 50 yrs 8 12 Total 65 100

Total 65 100

Factors Analysis — Work Life Balance

The work life balance construct consists of eleven sub-variables in five point rating scale. The

application of factor analysis over these eleven variables derived the following results:

Table-2 KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .842
Approx. Chi-Square 1401.292
Bartlett's Test of Sphericity df 55
Sig. .000

From the above table it is found that KMO value 0.842 and Bartlett’s test of Sphericity with
approximate Chi-Square value 1401.292are statistically significant at 5% level. It denotes the
sample is adequate to represent the factors of work life balance. The eleven variables obtain

considerable variance to represent the satisfaction level of employees.
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The following communality table indicates the range of variance exhibiting by eleven variables

of work life balance.

Page No: 56



Journal Of Technology || Issn N0:1012-3407 || Vol 12 Issue 1

Table-3 Communalities

variables Initial Extraction
Duration of work 1.000 .826
Keep away from family 1.000 910
Feeling exhausted at the day’s end 1.000 .898
Struggle to juggle work and non-work 1.000 .888
Stay at work after normal working hours 1.000 918
Doing work-related tasks at home 1.000 .826
Participate in community activities 1.000 .886
Travel when the need arises 1.000 7196
Neglecting personal needs because of work 1.000 .684
Check back with the office even when you are on vacation 1.000 .864
Career breaks 1.000 815

Extraction Method: Principal Component Analysis

From the above table it is found that the variance ranges from 0.684 to 0.918. It denotes the
variance of the variable ranges from 68.4% to 91.8%. This variance designates the formation of

significant factors.

The following total variance table indicates the individual and cumulative variance of the derived

factors:
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Table-4 Total Variance Explained

Component | Initial Eigen values Rotation Sums of Squared Loadings

Total % of | Cumulative | Total % of | Cumulative
Variance % Variance %

1 8.156 | 74.150 74.150 7.010 | 63.724 63.724

2 1.155 10.497 84.646 2.301 20.923 84.646

3 .857 7.795 92.441

4 457 4.156 96.598

5 179 1.630 98.227

6 .083 756 98.983

7 .052 471 99.454

8 .029 259 99.713

9 019 175 99.888

10 .007 061 99.949

11 .006 051 100.000

Extraction Method: Principal Component Analysis

From the above table it is found that the fourteen factors are reduced into six predominant
factors with individual variance 63.724, 20.923, and cumulative variance is 84.646. These

variances are significant to individually considering derived factors.

The following Rotated Component Matrix (a) indicates the variable composition of the factors:
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Table-5 Rotated Component Matrix*

Component
1 2
Keep away from family 935
Feeling exhausted at the day’s end 935
Struggle to juggle work and non-work 921
Doing work-related tasks at home 906
Check back with the office even when you are on vacation .865
Participate in community activities .857
Stay at work after normal working hours .846
Career breaks .833
Travel when the need arises 759
Duration of work 905
Neglecting personal needs because of work 746

a) Extraction Method: Principal Component Analysis.
b) Rotation Method: Varimax with Kaiser Normalization.
¢) Rotation converged in 3 iterations

From the above table it is found that the first factor consist of —

Keep away from family (.935)

Feeling exhausted at the day’s end (.935)

Struggle to juggle work and non-work (.921)

Doing work-related tasks at home (.906)

Check back with the office even when you are on vacation (.865)
Travel when the need arises (.857)

Stay at work after normal working hours (.846)

Career breaks (.833)

Participate in community activities (.759)

VVVVVVVVY
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The second factor consist of-
» Duration of work (.905)
» Neglecting personal needs because of work (.

746)

Factor analysis shows the two predominant factors of work life balance work related tasks

related to family orientation will cause struggles to make life balance, and problems at work

are more predominant to make work life balance. Where the time spent on work is long.

Table-6 MEAN, STD. DEVIATION AND CHI-SQUARE ANALYSIS

variables Mean |Std. Chi- ld.f Asymp.
Deviation|Square Sig.
Duration of work 2.86151.68184  |88.046° 3 .000
Keep away from family 2.52311.95374  |38.323° 3 .000
Feeling exhausted at the day’s end 2.5385(.95323  |42.138% 3 .000
Struggle to juggle work and non-work 2.56921.91804 40.415° 3 .000
Stay at work after normal working hours 2.2154 11.09676 |5.338* 3 .000
Doing work-related tasks at home 3.5077 [.64039  [25.138° 2 .000
Participate in community activities 2.6462 [1.15150 |4.846% 3 .000
Travel when the need arises 2.9231 |.95701 17.569° 2 .000
Neglecting personal needs because of work 2.2462 (61316  [77.015° 2 .000
Checl.i back with the office even when you are 0m2.8000 a6 181230 2 .000
vacation
Career breaks 2.446211.39229 |29.954% 3 .000

The mean scores computed in Table-6 are based on weighted average method. The mean values

represent somewhat positive level of quality of work life in the organization. Among all the

factors the Doing work-related tasks at home have got highest mean value of 3.50 This means

respondents are highly satisfied with the doing work at home, it increases the work life balance

Page No: 60



Journal Of Technology || Issn N0:1012-3407 || Vol 12 Issue 1

of the employees. The notable point is that despite the higher mean value, Employees are getting
yearly wage increments in the organization std. deviation is highly accurate, the above table also
provides the X? analysis of all the corresponding variables, by analyzing the mean scores, it is
observed that the variables all are significant at the 0.001 per cent .the variables are have positive

relationship with work life balance in the banking sector.

CONCLUSION & SUGGESTIONS:

Work-life balance includes balancing between Professional life which includes -career,
challenges, pressure, achievement and ambition on one hand and private life which includes
pleasure, leisure, family and spiritual development. To attain WLB, every woman must set a goal
and accomplish success in her job and her family. Planning, organizing, and setting limits are
some of the tactics and abilities employed at home and at work to achieve a rewarding and
fulfilling well-balanced existence both professionally and personally. To meet the family's needs,
women employees should take care of their families physically and financially. Work on

achieving corporate goals as well as personal development to meet career requirements.

» Employee engagement programs on Work Life Balance can be conducted and educate to

manage the work life balance by the employee itself.

» It is the responsibility of HR Department to create an awareness regarding the HR
policies. Policies need to be effectively and appropriately communicated to the
employees. A formal communication strategy is vital when introducing work-life balance

policies.

» Employers can develop the programs where they can create awareness about the impact

of work life balance at employees personal and organization life.

» Introduction of flexi hours more convenient the software management can also think over
flexible working hour recommended by 6 pay commission one late entry and one quit

the office.

» A supportive work life organizational culture should be developed and implemented

toughly Family get together can be organized by the employer.

» Training programs should be designed on spiritual management where employee can do

regular exercises, yoga, meditation etc that can maintain the emotional balance of the
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employees.

» Promoting flexibility through networks and communication, finally it is suggested that
employers need to develop the various work-life balance friendly policies based on the
culture and environment of the organization, which can help them to attract and retain
the talent. It is the responsibility of every employer to look for the best utilization and
productivity of the best women talent available in the market according they need to
design the HR Policies. That will develop a sense of belongingness among the women
professionals and in return organizations will get the effective and efficient work and

continuous development of their organization.
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