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ABSTRACT

Work-life balance (WLB) represents the seamless integration of professional
aspirations and personal commitments, ensuring individuals feel equally invested in
both realms. This literature review delves into the essence and significance of WLB,
shedding light on the critical factors that shape women employees’ ability to
harmonize career demands with personal responsibilities.

An in-depth examination of national, international and Bhopal-centric studies
underscores WLB’s transformative influence on job satisfaction, productivity and
overall well-being. The work-life balance of women employees is intricately shaped
by a range factors —ranging from the finesse of time management and the weight of
workload and to the rhythm of working hours and nuances of marital responsibilities
and Layers of job satisfaction and the assurance of job security, and the extent of
organizational support , further sculpt their professional and personal harmony.
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INTRODUCTION

Work-life balance (WLB) remains a pivotal issue for women employees, who must
skilfully navigate the intersection of career aspirations and personal responsibilities. It
encompasses the art of seamlessly integrating professional duties with familial and
individual commitments, fostering enhanced job satisfaction and overall well-being
(Greenhaus & Allen, 2011) . Kirchmeyer (2000) * conceptualizes WLB as the
ability to attain fulfilment across various life domains, including personal growth and
aspirations. However, women often bear a disproportionate burden of household
responsibilities, continues to amplify their work-life stress (Singh & Kaur, 2018) 3.

This literature review consolidates existing research, providing a nuanced exploration
of the diverse factors shaping WLB among women employees, illuminating the
intricacies of their dual roles in both public & private spheres.

Paper ID: IJETAS/June/2025/01



International Journal of Engineering Technology and Applied Science
(ISSN: 2395 3853), Vol. 11 Issue 6 June 2025

OBJECTIVES OF THE STUDY

e To conduct a comprehensive review of existing literature on the work-life
balance (WLB) of women employees, incorporating national, international,
Bhopal-specific studies.

e To identify and analyze the key factors affecting the work-life balance of
women employees, drawing insights from national, international, and Bhopal-
centric contexts.

RESEARCH METHODOLOGY

This study utilizes a qualitative approach, emphasizing secondary data
analysis through a systematic literature review. The research draws upon credible and
scholarly sources such as peer-reviewed journal articles, academic books, conference
papers, and reputable online databases including Scopus, Web of Science, and Google
Scholar. The primary focus is to explore the dynamics of WLB among women
employees.

CONCEPT OF WLB: Work-Life Balance (WLB) refers to the ability to
manage professional responsibilities and personal commitments in a way that reduces
stress and prevents burnout (Kossek & Ozeki, 1998) *. For women in particular,
WLB often entails juggling career demands with traditional family caregiving
responsibilities (Powell & Greenhaus, 2010) 5. Various factors influence WLB,
including individual differences, work requirements, and family obligations (Frone,
2000) ©. It is commonly understood as a sense of satisfaction in effectively meeting
both work and family responsibilities (Valcour, 2007) ’. Furthermore, (Kalliath
Brough, 2008) %expand on this by describing WLB as a psychological construct
centered on fulfillment across multiple roles.

IMPORTANCE OF WLB: Work-life balance serves as a cornerstone in
harmonizing professional and personal spheres, significantly easing conflicts between
the two (Greenhaus & Beutell, 1985) °. A well-maintained equilibrium fosters
enhanced job performance, mental well-being, and overall organizational success
(Allen et al., 2013) ™.

Clearly defined boundaries between work and personal life empower
employees with greater flexibility, thereby driving productivity and efficiency
(Kossek & Lautsch, 2012) ". Moreover, organizations that actively support WLB
cultivate stronger employee commitment and elevated performance levels
(Eisenberger et al., 1986) 2.
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Prioritizing a balance between work and family roles is essential for employee
well-being, job satisfaction, and an enriched quality of life (Jeffrey H. Greenhaus,
2003)". Exploring workplace strategies that promote work—family harmony further
strengthens employee morale and organizational outcomes (Kossek, Pichler, Bodner,
& Hammer, 2011)™.

SIGNIFICANCE OF WLB:

Work-Life Balance (WLB) is a cornerstone of both personal fulfilment and
professional success for women employees. Research (Greenhaus & Allen, 2011;
Allen et al., 2013)Building upon its estabilised importance , the significance of WLB
emerges more vividly when examined through organizational outcomes and cultural
shifts . Striking the right equilibrium between work and personal responsibilities not
only mitigates work-family conflicts but also strengthens employee commitment
(Kossek & Lautsch, 2012; Jeffrey H. Greenhaus et al., 2003).

Both global and regional studies (Gupta & Sharma, 2019; Pinky Vyas &
Shweta Pandit, 2023; Balaji, 2017) reaffirm that fostering a balanced work
environment translates to improved organizational performance. Key influences—
including workload, time management, working hours, family duties, and job
security—highlights the necessity for progressive workplace policies. Organizations
that recognize and address these factors can cultivate an inclusive culture that
enhances retention, minimizes attrition and nurtures the holistic growth of women
employees .

By championing WLB, organization empower their workforce, ensuring that
professional ambition and personal fulfilment thrive side by side.

LITERATURE REVIEW

Furthermore several National studies explored WLB among women
employees. For instance, this study emphasize societal, workplace, domestic
demands, impacting their WLB (Kumari & Ranjan, 2019)'s. This strain is
intensified by societal expectations often prioritize family over career for women
(Kaur & Arora, 2020)'. However proper WLB enhances job commitment, reduces
absenteeism, promotes well-being (Gupta & Sharma, 2019)"7. Moreover family
responsibility plays a key role in women's WLB (Bhatt & Mehta, 2019)'%. Moreover,
high workload , job demands lead to work-family conflict, negatively impacting
women's well-being (Balaji, 2017)". Furthermore, socio-economic dynamics can also
lead to job dissatisfaction when WLB is not achieved (Vaanmalar & B. Sooripriya,
2024)*, However effective boundary management is crucial for maintaining WLB
(Shivani Raina et al., 2024)*'. Notably increasing work pressure, competition in
Indian banking can cause work life imbalance& stress (Prashanth Jain & H.
Sandhya, 2024)*2.

Additionally WLB among women in IT is influenced by factors like working
hours, job satisfaction, , family support, impacting their quality of life , productivity
(Sushree San Das & Shashi A. Mishra, 2016)>*. Moreover WLB is crucial for
women in IT, especially during remote work. Challenges include childcare, health
issues, and technical problems(C. Naga Ganesh , et al., 2021 )**. In the other hand
supportive leadership, career growth opportunities, family support, self-management
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are vital for WLB in education sector (Magdalene Peter & S. Fabiyola Kavitha,
2020)%*. Furthermore variables like time management , stress, family expectations
affect WLBin education sector(Rupa Rathree, Renu Bhutel, 2018)%°. Moreover
female teachers face excessive workload, family responsibilities, implementing WLB
policies prioritizing self-care can improve their well-being , job satisfaction (Bijal
Shah & Meet Snehal Shah, 2023)%” . Furthermore, cultural issues, job performance, ,
peer group problems influence WLB for women (Seema Malik & Jyoti Dhouchak,
2018)*. Furthermore, organizations can promote work-life balance by offering
flexible hours, job sharing, and childcare support, ultimately enhancing productivity
and employee well-being (Robiul Islam, et al. 2023)*°.

Importantly demanding work schedules , night shifts lead to work-life conflict,
stress for female medical professionals, affecting their personal , professional well-
being (Nida Sarwar & G.S. Lodhi, 2019)*. Moreover, study reveals that work life
balance impacts job satisfaction employee performance among women in healthcare
(Reena. R etal.)’’. Howevertime mgmt , work support impact organizational
commitment in the hospitality industry (Akila Rao & Shailashri V.T. 2021)*.

Meanwhile factors like long working hours, work pressure, childcare
responsibilities require organizations to implement supportive HR strategies (Madesh
G & Sugumar A, 2022)*. Moreover providing flexible work arrangements ,
supportive policies can alleviate stress for women in hospitality industry (Samin
Khan & G.K. Sreenivasan, 2024)*. Mean while employers can improve female
employee performance, retention, well-being by providing childcare support,
addressing job-related stress, offering stress management training in hospitality
(Himali Lakhera & Anil Lakhera, 2019)%*.Nevertheless prioritizing work-life
balance eliminating discrimination is essential for employee well-being in retail
industry(Bhoomika D. Bhatt & Nishith Kumar H. Bhatt, 2022)%. Moreover this
study includes excellent working conditions, fair salary packages, supportive
communication lead productivity , job satisfaction in retail industry (P. Padma Bai ,
2023)*. Moreover, work-life balance is crucial for productivity and well-being, and
can be achieved through proper counseling, regulated working hours, and
organizational support.(G. Mohanapriya & Dr. S. Pougajendy, 2018)*%. However
Work overload, role conflict, family-related stress can negatively impact women's
productivity(Suganya Dasaradhan & Dr. K. Selvasundaram, 2024)*. Moreover,
marital status significantly impacts WLB for women, organizations should address
challenges faced by married, unmarried, divorced, widowed women (Varsha Dubey ,
2025)*.Building on various studies, WLB for women employees is shaped by
working hours, family responsibilities, career growth, which impact their overall well-
being , job satisfaction (Payal Mahendrasinh Mahida, Suchita Chauhan , 2023)*.

International studiesalso contributed to understand WLB . Moreover, excess
telework can negatively impact women's job satisfaction due to social isolation
(Golden & Veiga, 2005)*  .Furthermore, research explores flexible work
arrangements , wellness programs to support female bank employees (Yu Xian Tan
et al., 2025)#. Ultimately, cultural values also influence WLB priorities (Hofstede,
2001)*. However Occupational stress negatively impacts quality of work life,
affecting WLB for women (Hans et al., 2015)*. However effective WLB strategies
are essential for managing dual careers (Ungerson & Yeandle, 2005)*.Furthermore
treating employees with respect, providing financial support, offering stress-reducing
measures (Nhamo Mashavira et al., 2023)*7 .
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Notably, WLB and organizational commitment significantly impact work
engagement among nurses. Moreover, affective commitment moderates the
relationship between supervisor support and work engagement. Additionally,
organizational support and commitment are crucial for enhancing work engagement.
(Toshiki et al. 2021)*®. Additionally this study highlights managing dual careers ,
minimizing conflict is crucial for achieving WLB (Clark, S. 2000)*. Although
thisstudy highlights several key factors, including WLB , career opportunities, and
gender differences, which impact general health perception. Notably, WLB and career
opportunities affect men and women differently, with women's WLB being more
strongly influenced by their perception of WLB . (Francesco Pace , Giulia Sciotto
2022 )s® .Ultimately, Quality of work life positively impacts WLB through job
satisfaction (Samuel Jayaraman et al., 2023)5'. However women face challenges
with job security, WLB, discrimination, valuing flexibility , facing discrimination
(Women in Revenue, 2024)%. Thus, unsupportive supervisors, long working hours,
and work overload significantly impact WLB or working women in Bangladesh
(Mayesha Tasnim , et al., 2017 )*

Bhopal , MP specific studies , Specifically, married women in banking sector
face challenges, like transfer-related concerns (Roli Pradhan, 2019)%.Importantly,
WLB significantly impacts job satisfaction, performance among female bank
employees (Pinky Vyas & Shweta Pandit, 2023)%° . Moreover this research
highlights the significance of work-life balance for women employees, as it has a
profound impact on their stress levels, overall health, time management, and job
satisfaction (Rajesh K. Yadav & Nishant Dahade, 2013)*.Additionally, high job
satisfaction is linked to better WLB among women employees (Rajesh K. Yadav &
Nishant Dahade, 2014).Meanwhile workplace demands, societal expectations,
personal responsibilities also impact WLB (Monika Singh & G.K. Sreenivasan,
2024)%8. Ultimately Long working hours, lack of training programs, , role conflicts
influence WLB (Bhawna Sahjwani, 2024)>.

However in Bhopal's management institutes, female professionals’' WLB was
notably impacted by insufficient rewards during the pandemic, while work schedules,
environments, and technological advancements had minimal effect(Bhawna
Sahjwani , et al. , 2023 )*.Thus, workload and family responsibilities significantly
impact female faculties' work-life balance, affecting their personal life satisfaction.
Therefore, institutions should support their needs, promoting a healthy balance(Shruti
Punj , 2022)°.

Moreover WLB is crucial for female employees, with four key factors
emerging as critical: time management, organizational support, family , personal Life
, social support in education sector (Divya Bhawani , et al. , 2025 )®2. Moreover
female employees in private institutions struggle to balance work , family
responsibilities due to lack of organizational support implementing policies like
flexible work hours , childcare facility , work from home help improve WLB ,
increase employee productivity(Mansi Tiwari , 2017)%.

Furthermore Long working hours, stress, and inadequate support systems
impact WLB for medical professionals during the pandemic (Pooja Mehta , et al.
2022)%.Ultimately Job demands, work schedule, health issues, remuneration,
convenience, flexible work policies, vocational training, career breaks and
organizational support are main factors influencing WLB for hotel employees(Anant
Kumar Verma, B. Padma Priya , 2017)%.Moreover, flexible work arrangements,
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mental health resources, and open communication are crucial factors influencing
WLB in IT sector (Shriti Singh Yadav , Sadaf Khan , 2024)%.Moreover, work
pressure and stress significantly impact married women employees' WLB . (Sanchita
das , 2019)“.Moreover, flexible working hours and regular communication are
crucial for WLB . Additionally, support from family members plays a significant role.
Furthermore, self-care and a dedicated workspace also greatly influence WLB for
working women during the pandemic (Subhasini Sagar, Dr Sumit Kishore
Mathore , 2021)%®. Thus, it is evident that Indian working women face significant
WLB challenges due to excessive work, societal expectations, and lack of personal
time, ultimately leading to job burnout, stress, anxiety, and disharmony at home.
Moreover, women with higher emotional intelligence and those having family support
and flexible work schedules tend to enjoy better WLB (Subhasini Sagar , Dr Sumit
Kishore Mathore , 2020)*.Thus, WLB is a dynamic relationship between work and
personal life. However Working women in this study leverage eustress while
minimizing distress, achieving balance. Therefore, employers can support this balance
through flexible schedules and family-friendly policies, enabling better choices and
priorities (Shinu Shukla , 2016).

ON BASIS OF SECONDARY DATA FOLLOWING ARE FACTORS
INFLUENCING

WLB :

Category Factors References

Individual Time mgmt, marital | Literature Review
status, role conflict, stress,
self mgmt, child
responsibility,  domestic
responsibility, Role
overload, Social isolation,
dual career management,
Emotional  Intelligence,
Self care

Organizational Workload, Working hours, | Literature Review
Job satisfaction,  job
security, childcare support,
workspace  environment,
wellness programs, stress
reducing measures,
financial support, night
shift, organizational
support , flexible policies ,
leadership , career growth ,
training

Organisational Technology, Insufficient | Literature Review
rewards, Vocational
training, Career breaks,

Paper ID: IJETAS/June/2025/01




International Journal of Engineering Technology and Applied Science
(ISSN: 2395 3853), Vol. 11 Issue 6 June 2025

Mental health resources,
Open Communication,
Dedicated Workspace

Societal , Cultural Societal expectation, | Literature Review
discrimination, cultural
values, family support

CONCLUSION

This review of past research highlights key factors shaping Work-Life Balance
(WLB) among women professionals, including time management, job satisfaction,
workload, working hours, job security, marital status, etc. Organizations can foster
WLB by introducing flexible work arrangements and supportive policies that enhance
job satisfaction, boost productivity, promote well-being, and lower turnover rates.

Looking ahead, future research can pave the way for targeted organizational
interventions and industry-specific studies, driving meaningful strategies to further
strengthen WLB among women employees. By advancing these insights, workplaces
can cultivate environments where professional growth and personal fulfillment
coexist harmoniously.
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