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Abstract- Women has performed multiple roles and balanced these responsibilities significantly forever, everywoman 

employee has always faced tremendous obstacles ahead of her in every corner of personaland career life narrowing the 

immediate need of work-life balance. Post globalization Indiawitnessed maximum number of changes in working 

scenarios of women employees, however theplight of women employees still screams for help in the segment of job 

satisfaction and lifesatisfaction resulting work life balance. The spotlight of this paper is on how reliable these work 

lifebalance factors such as Working Hours is on the life of women employees in the banking sectorof Telangana state. This 

paper is intended to focus on the impact of these factors on womenemployees and need of the essential concept of “work 

life balance” as well. This paper furtherthrows light on the importance of work life balance achievability of women 

employees being themost primitive necessity. 

 

I. INTRODUCTION 

Human resources are the most archaic and vital facet of every organization to survive in this competitive world of 

business in all categories.In this era of globalization every single second each organization is streamlining itself to 

gain competitive edge over others, and in achieving this Human resources are playing a key role in helping the 

organization deal with fast changing competitive environment, thus creating higher demand for quality workforce. It 

is the contractual obligation of every organizations to be responsible for developing and building quality human 

resources  in attaining the primary objectives of the business, however in order to achieve this an enormous 

transaction of expenses are incurred to gear up their employees to accomplish the mission and vision of the 

organization. Further in this set-up loosing an employee is an undesirable situation for an employer or the 

organization, as the triumph of every organization depends upon the worth of persons it employs. In order to retain 

these employees, an organization has to implement many such provisions to gratify them. Consecutively, various 

studies points out that amenities such as creating Work Life Balance, incorporating employee decisions and 

discussions with the top ladder level, offering career development programs, leave benefits, monetary gains, job 

security and trust increases employees satisfaction and commitment as well build better employees who are further 

„Organization Fit‟. The alteration in the role distributions are witnessed in both employees and the organizations 

because of the change in the system, as the present times experiences both men and women working and earning for 

their families for a better lifestyle and standard of lives. In the early centuries women were mostly confined to the 

four walls however winds of change witnessed the women to be enlightened and empowered by education leading to 

robust careers. Women are now noticed in every industry of work on par with men, but this has indeed turn out to be 

a very tough challenge to perform their best at both work place and home place. In addition to this when these 

working women get into the nuptial knot they are definitely faced with tremendous responsibilities like motherhood, 

dependency care of elders, domestic works, and family care resulting in competing demands of their multiple roles 

and responsibilities to move forward on their career path. Nonetheless these women workforces are subjected to 

very high responsibilities and commitment both at work place as well as at home place consisting of Family- 

Parents- Spouse- Children- Friends- Social relations& Society  leading to a living filled with turmoil and work life 

imbalance..  The phrase “struggle to juggle” has become a common phenomenon of every working woman 

individual as she is driven by complicated changes at work place-home place and in society causing work life 

imbalance On the other hand in a lucid way to describe, Work Life Balance is managing as well as prioritizing roles 

and responsibilities at workplace, home place and in community by an individual. „Work life balance is a term that 

refers to an individual satisfaction level of participation or “fit” between the numerous roles in his or her life 
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(Hudson 2005)1‟.  These issues of women are still relevant to almost every organization and encompass greater 

impact in the society.  Globalization, communication technology, dependent needs, nuclear families, long working 

hours, night working shift, dual career couples, childcare responsibilities, demographic factors, stress, perception 

differences, business imperatives, government policies and many other factors are driving work life balance to the 

pinnacle of the agenda in gazing deeply into the intricate concept of work life balance. 

Several research works  conducted in the last couple of decades stated that women showed up at the work place for 6 

days a week (Monday to Saturday)  and performed her duties in 8-9 hours chunks of time, specifying the workplace 

and time clearly,  conversely the present scenario did not remain the same demanding long working hours, high 

productivity, moving targets, long distance travelling, pollution, stress, deadlines, dissatisfaction, cut throat 

competition resulting in shrinking the blurred line between work and family life. This phase of women further 

resulted in conflicts, stress & strain, health hazards, disputes leading to a greater imbalance between work and life. 

The criterion of juggling hard between workplace and home place to meet the demands simultaneously is rising up 

leading to a greater chaos. In order to achieve this the present study of work life balance among women employees 

in select public and private banking sector has been designed and is developed to achieve a better outlook on the 

broader concept  of work life balance practices apprehended in banking sector considering four districts of 

Telangana state, this research is further carried out to explore the impact of the various work life balance factors 

effecting the performance of women employees in the banks and the intensity of work life balance achievability, as 

well as the discrepancy in implementation of work life balance practices between public and private sector banks of  

Telangana State. 

 

II. REVIEW OF LITERATURE: 

Renuka Devi S.V. andKanagalakshmi L. (2015) 2 The objectives of the study searched stress related factors 

influencing work-life balance of women in I.T sector as well designed tools to measure and compare these factors. 

The findings of the study revealed two predominant factors (psychological factor & extricating strategy) causing 

stress in women: further most, the research study recommended extricating strategy to bring out women from the 

psychological perturbs leading to work-life balance. However, the research conducted on these I.T sector women 

concluded that though women in Indian society cannot forego the domestic responsibilities and the 365/24/7 

schedule operating in the organization demand huge advancements in every venture resulted in vast work life 

imbalance leading to abundance stress and pressure health wise. 

Poonam Sharma; Dr. PurshottamDayal (2015) 3 has carried out the research work on 300 women employees 

experiences working with public- private and co-operative sector banks. The study aimed to explore various 

influencing factors of women employees Work Life challenges, and also gained better insight between public and 

private sector banking policies related to Work-life balance existing with them. The major findings were 78% from 

public sector, 93% from cooperative sector and 89% from private sectors women employees stated they couldn‟t 

pursue their career with the same pace after marriage and child birth „break‟ responsibilities and striking a balance 

between them is harder on either end. However the statistics also revealed that more than 70% of women employees 

from all the three sectors accepted the fact that there marital relationships are negatively influenced with work 

schedules. The final suggestions given out by them were Time Management, flexi Hours and prioritization of work 

and life responsibilities.  

J. Sudha; Dr. P. Karthikeyan (2014)4, The study concluded with certain strategies such as planning, organizing and 

setting limits by the women employee to be applied at home and as well in organization by both the players for 

resolving the  imbalances among work and life.  

Ajayi Mofoluwake Paula (2013) 5 The study carried out with an objective to scrutinize work life policies, 

determinants, work schedules, coping strategies existing among women to achieve work family balance in the 

                                                           
1Hudson Resourcing (2005). The case for work/life balance: Closing the gap between policy and practice, 20:20 Series. Hudson 

Global Resources. Retrieved May 7, 2008, from http://au.hudson.com/documents/ emp_au_Hudson_WorkLife_A4_Std.pdf 
2
Renuka Devi S.V.; Kanagalakshmi L. (2015), Factors Influencing Work Life Balance of Women Employees in Information 

Technology Companies, IOSR Journal of Business and Management, Vol.17 Issue.6 P.01-04 
3
Poonam Sharma; Dr.PurshottamDayal (2015) Work - Life Balance : Women Employees Working In Banking Sector Of India, 

International Conference On Recent Research Development In Environment, Social Sciences and Humanities, University of 

Delhi-India, ISBN No: 978-81-931039-8-2 P.188-195 
4
J. Sudha; Dr. P. Karthikeyan (2014), Work Life Balance Of Women Employee: A Literature Review, International Journal of 

Management Research & Review, Vol.4 Issue.8 P. 797-804 ISSN: 2249-7196 
5
Ajayi Mofoluwake Paula (2013), Work-Family Balance Among Women In Selected Banks In Lagos State- Nigeria, Thesis 

submitted to Covenant University Department of Sociology; Dec-2013 
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banking sector and the sample five banks of Nigeria region resulting in few of the major findings as, Maternity leave 

policy being limited to 3 months and the extension of this is dependent on the status (relation with superiors) of 

women desiring for it. Time factor is another crucial requirement deprived by the women to spend for family, 

coping strategies viz. delegating duties, multitasking, sleeping late, waking up early enough, waiving leave, setting 

alarms as reminder couldn‟t achieve work-life balance as perceived. The study concluded that banking sector in 

Nigeria is a „non conventional female field‟ and emphasized the feat or failure of any system to its organisation 

culture, it further calls for a systematic approach rather than individual-based to implement work-life balance 

policies effectively. 

Divya Negi and Seema Singh (2012)6 stated in there comparative studies about work-life balance in banking sector 

that employee perform better when their personal and family interests are met.   

Ratzon et al., (2011)7 stated that work-life balance policies positively influence negative staff retention,  decreased 

negative spill-over‟s, fatigue,  reduced extended hours of work, higher productivity, resulting in minimal stress as 

well as better, healthier, and safer lifestyles of an individual at work place 

 

III. OBJECTIVE OF THE STUDY: 

To study the work life balance achievability of women employees working in the banking sector of  Telangana State 

To study the impact of  Working Hours on the women employees job performance working in the banking sector of 

Telangana State 

 

IV. RESEARCH METHODOLOGY: 

The adopted statistical tools for the research purpose are as follows: 

Factor analysis 

Descriptive statistics- Mode, Frequencies, Percentages 

Correlation Analysis  

 

V. HYPOTHESIS: 

HO = Organizational factors (working hours) have no impact on the growth of overall performance& work life 

balance achievability of women employees in the banking sector of Telangana State 

Ha = Organizational factors (working hours) have an impact on the growth of overall performance & work life 

balance achievability of women employees in the banking sector of Telangana State 

 

VI. DATA ANALYSIS ON THE EFFECT OF WORKING HOURS ON WOMEN EMPLOYEES‟ JOB 

PERFORMANCE: 

The Variable within Organizational Factors under study is Working Hours, which is further classified into six sub-

variables shown in the below Table:2.1 with the codes assigned on Likert scale as well ranging values from strongly 

agree-5, agree-4, neutral-3, disagree-2  and strongly disagree-1 for further analysis using descriptive statistics to 

compute the results in the table 2.1 

 

Table 2.1: Working Hours  

Description of the Question  Variable coded 

I feel I have more work to do than I can perform comfortably WH8 

sometimes, I have to travel outside home location for work WH9 

My responsibilities at work make me stay back for longer time WH10 

I often reach late to home due to unexpectedwork/meetings WH11 

I am unable to perform my best due to long working hours WH12 

I get disturbed because of delay in the completion of my work WH13 

 

                                                           
6
Dr. Divya Negi & Seema Singh (2012) „Work Life Balance for Banking Employees: A Comparative Study‟, International 

Journal of Research in Commerce, Economics & Management Volume No. 2 (2012), Issue No. 6 (June) ISSN 2231-4245, Pp: 

115-118 
7
Ratzon, N., Schejter, T., Alon, E., &Schreuer, N. (2011). Are young adults with special needs ready for the physical work 

demands? Research in Developmental Disabilities, 32 , 371–376, ELSEVIER 
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All the above six sub variable of Working Hours describes about the number of working hours performed by the 

women employees at the bank during the time schedule.  

Table 2.2: Descriptive Statistics measuring Mode and Frequency 

Item WH8 WH9 WH10 WH11 WH12 WH13 

N (sample size) 360 360 360 360 360 360 

Mode 4 2 4 4 2 3 

Frequency 138 142 130 96 98 96 

N Percent (%) 38.33 39.44 36.11 26.67 27.22 26.67 

 

From the above Table: 2.2 it has been illustrated that for all the six sub-variables of the Working Hour describes 

about the number of working hours performed by a women employee in the banking sector, the descriptive statistics 

has been applied to all the variables of the data to check the statistic measures of central tendency, the calculated 

Mode score andFrequencies are shown in Table. 2.2.Further from the above Table it has been illustrated that for all 

the sixvariables in the Working hours the Mode score is 2, 3 and 4 representing agree, neutral and disagree choice of 

women employees at banking sector. The computed response of both public and private sector Bank women 

employee‟s shows that the variable working hours is (agreeing and disagreeing) found to be in the similar direction 

with calculated percentage values ranging from 26% to 40%.   

 

Table 2.3: Correlations 

  N : 360 WH8 WH9 WH10 WH11 WH12 WH13 

Spearman's rho 

WH8 Correlation Coefficient 1.000 .217** .541** .528** .499** .483** 

Sig. (2-tailed) . .000 .000 .000 .000 .000 

WH9 Correlation Coefficient .217** 1.000 .301** .215** .169** .109* 

Sig. (2-tailed) .000 . .000 .000 .001 .039 

WH10 Correlation Coefficient .541** .301** 1.000 .642** .540** .585** 

Sig. (2-tailed) .000 .000 . .000 .000 .000 

WH11 Correlation Coefficient .528** .215** .642** 1.000 .650** .605** 

Sig. (2-tailed) .000 .000 .000 . .000 .000 

WH12 Correlation Coefficient .499** .169** .540** .650** 1.000 .597** 

Sig. (2-tailed) .000 .001 .000 .000 . .000 

WH13 Correlation Coefficient .483** .109* .585** .605** .597** 1.000 

Sig. (2-tailed) .000 .039 .000 .000 .000 . 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 

 

Further, from the above Table 2.3the correlation coefficient value is found to be positive. Hence there is a positive 

correlation between all the sub-variables of working hours. Therefore it can be concluded that the work-life balance 

of women employees increases with the increase in the „reduced working hour‟s‟ factor leading to work-life balance 

achievability. The „P‟ value is found to be 0.000, which is less than 0.05 and therefore H0 is rejected proving 

alternate hypothesis, there is significant relation between work-life balance factors (organisational) with women 

employees of public and private banking sector of Telangana State. Hence it can be concluded that Working hours to 

a women at the work place is an important identified factor to achieve Work-life balance. 

 

VII. FACTOR ANALYSIS: 

The impact of work life balance factors on the job performance of the women employees working in private and 

public sector banks of Telangana State is analyzed in this section using Factor Analysis techniques in SPSS analysis 

package which is a technique of data reduction. 
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 The factor analysis is a vital tool utilized to investigate the relationship of variables and is said to be an exploratory 

technique applied to a set of observed variables that aims to search out subsets of variables.The chief goal of Factor 

Analysis is to reduce the large number of variables to lesser number in order to support data interpretation course of 

action. Principal Component Analysis is applied on the correlation matrix of the observed variables which are 

understudy and is further investigated using orthogonal rotation technique called as „Varimax Rotation Method‟. 

The factor loadings present in the factor analysis represents the contribution of each factor as well as the correlation 

between the factor and the variable which in simple terms is explained as a measure of relationship among them, 

thus the finest task is determining the appropriate and suitable factors for the research problem understudy. The 

sums of the squares of the factor loadings of a variable are called the „communality‟. Since there are more sub-

variables in each variable selected to perform factor analysis, therefore it becomes imperative to apply few test for 

the measure of Sampling Adequacy.  

Sample Adequacy Test: Kaiser-Meyer-Olkin Test is conducted to test the sampling adequacy of the data, whose 

value ranges from „0‟ to „1‟. The resulting value of „1‟ or closer to 1 is considered to be better and 0.6 is the least 

recommended value to be accepted. Concurrently the Bartlett‟s test is applied to test the Hypothesis, providing least 

standard to further conduct factor analysis.  

 

Table 2.4: KMO and Bartlett's Test - WH 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .866 

Bartlett's Test of Sphericity Approx. Chi-Square 912.553 

df 15 

Sig. .000 

 

Hence, from the above table 2.4it is found that KMO value is 0.866indicating the sample adequacy and Bartlett‟s 

test of sphericity with approximate Chi-Square value 912.553 statistically significant at 0.05 level of significance 

with p-value(Sig) .000< 0.05. It denotes the sample is adequate to calculate the impact of organizational factors on 

the overall performance among women employees in the banking sector of Telangana state. 

Thus, the null hypothesis is rejected. Hence, it is proved that “Organizational factors have an impact on the growth 

of overall performance of women employees in the banking sector of Telangana State”. The six variables of 

Working Hours obtained exhibit considerable variance over women employees of public and private sector banks in 

Telangana state. The following communality table indicates the range of variance exhibiting by the organizational 

variables: 

 

Table 2.5: Communalities 

Item Description Extraction 

WH8 
I feel I have more work to do than I can perform comfortably 

0.573 

WH9 sometimes, I have to travel outside home location for work 0.146 

WH10 
My responsibilities at work make me stay back for longer time 

0.708 

WH11 
I often reach late to home due to unexpected work/meetings 

0.734 

WH12 I am unable to perform my best due to long working hours 0.634 

WH13 I get disturbed because of delay in the completion of my work 0.663 

Extraction Method: Principal Component Analysis 

 

From the above table it is found that the variance ranges from 0.146 to 0.738. It denotes the variance of the variable 

ranges from 14.6 % to 73.8%. This variance designates the formation of significant factors.Hence the variables are 

considered for factor analysis and the following total variance explained below indicates the individual and 

cumulative variance of the derived factors: 

 

 



International Journal of Engineering, Applied and Management Sciences Paradigms (IJEAM) 

Special Issue- CIMAESS 2019 158 ISSN 2320-6608 

 

 

 

 

Table 2.6: Total Variance Explained 

Factor 
Initial Eigenvalues Extraction Sums of Squared Loadings 

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

1 3.459 57.648 57.648 3.459 57.648 57.648 

2 .935 15.583 73.232    

3 .517 8.612 81.844    

4 .435 7.255 89.099    

5 .357 5.953 95.052    

6 .297 4.948 100.000    

Extraction Method: Principal Component Analysis. 

 

In the above table 2.6 it is found that the six factors are reduced into one predominant factor with individual variance 

57.648% and the cumulative variance computed is 57.648 %. The first section of the table indicates the Initial Eigen 

values, the second section represents extraction sum of squared loadings and the third section corresponds to rotation 

sum of squared loading which has not been generated to this variable. Further, the component matrix for the 

variables relating to study the impact of work life balance factor „Working Hours‟ on the overall performance of the 

women employees belonging to public sector and private sector banks of Telangana state is given below in the Table 

2.7.  

Table 2.7Component Matrixa 

 Component 

 1 

WH8 .757 

WH9 .383 

WH10 .842 

WH11 .857 

WH12 .796 

WH13 .815 

Extraction Method: Principal Component Analysis. 

 

From the above table it is apprehended that, amongst the variables selected for factor analysis, the constructs WH10, 

WH11, WH13 constitute Factor 1 with Highest Factor Loadings 0.842, 0.857, 0.815 respectively. These 

predominant described factors are “Work responsibilities leading to increase working hours- being late in reaching 

home- disturbance due to delay in work and increased working hours”. The communality value indicates the 

importance of variables in explaining the impact on women employees in public and private sector banks of 

Telangana state. 

The Factor Analysis computes that three sub-variables in Working Hours corresponds to Factor 1 explaining the 

hectic and stressful working hours of women employees in the banking sector  with highest factor loadings as 0.842, 

0.857, 0.815 consecutively. The majority of women employees apprehend the fact that they feel disturbed and 

restless to complete their work or task within the working hours and often holdup themselves in balancing personal 

or family life responsibilities in order to accomplish the work targets. Therefore it has been concluded that the 

banking sector working hours are justified and are apt for women employees but most of the women employees are 

still stressed out with more work at their job place resulting in longer hours with low work-life balance.   
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VIII. CONCLUSION: 

The phenomenon of work-life balance among women employees vary from one woman to another in the journey of 

her work and family life. Every woman desires for equilibrium in their lives but attaining this has become a complex 

task. The work-life balance policies so far formulated in the banking sector keeps differing for unmarried, married, 

widow, and divorced women employees at the work place because of their diverge demands and expectation as well 

as roles and responsibilities. There is significantly positive correlation observed among the Working Hours variables 

in Organizational Factors with the computed value  r = 0.642 

ThusThe Factor Analysis computes that three sub-variables in Working Hours corresponds to Factor 1 explaining 

the hectic and stressful working hours of women employees in the banking sector  with highest factor loadings as 

0.842, 0.857, 0.815 consecutively. The majority of women employees apprehend the fact that they feel disturbed and 

restless to complete their work or task within the working hours and often holdup themselves in balancing personal 

or family life responsibilities in order to accomplish the work targets. Therefore it has been concluded that the 

banking sector working hours are justified and are apt for women employees but most of the women employees are 

stressed out with more work at their job place resulting in longer hours with low work-life balance.   

It has become imperative to focus on the vital dimensions of work-life balance (working hours) as it results in 

increase in productivity, high satisfaction, good relations, proper health conditions, high morale, better balance 

among women employees as well organizational success. 
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