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Abstract — Work-life balance is a critical issue in contemporary society, influencing personal 

well-being, professional productivity, and overall quality of life. This paper examines work-life 

balance from a gendered perspective, exploring how men and women experience and manage the 

demands of work and personal life differently. By analysing the roles of societal expectations, 

workplace policies, and individual choices, this research highlights the unique challenges faced by 

each gender and suggests strategies for achieving a more equitable balance. 
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I. Introduction 

Work-life balance refers to the equilibrium between professional responsibilities and 

personal life activities. Achieving this balance is essential for mental health, job satisfaction, and 

overall life satisfaction. However, the concept of work-life balance is inherently gendered, 

influenced by traditional gender roles and expectations. Men and women often encounter different 

pressures and opportunities in their pursuit of balance, shaped by societal norms, organizational 

practices, and personal circumstances. 

Historical Context: 

In the past, society has clearly defined different roles for men and women. Men were 

usually expected to work outside the home and earn money to support their families. They were 

seen as the primary providers, or "breadwinners." Women, on the other hand, were generally 

expected to stay at home and take care of the house and children. They were viewed as the main 

caregivers and homemakers. 

These traditional roles have been deeply ingrained in our culture and have continued to 

influence how we think about work and family responsibilities. Even though these roles have 

changed over time— with more women working outside the home and more men participating in 

household chores and childcare— the old expectations still affect how we balance work and 

personal life today. 
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Current Trends: 

Nowadays, more women are working outside the home than ever before. This increase in 

women's participation in the workforce has been a significant shift from traditional roles. However, 

despite working full-time jobs, many women still take on most of the household chores and 

childcare responsibilities. This means that women often have to manage both their professional 

careers and their home lives, which can be very demanding and stressful. 

On the other hand, men are becoming more involved in family care and household tasks. 

More fathers are actively participating in childcare and domestic duties, challenging the traditional 

notion that these tasks are solely women's responsibilities. However, society still tends to see men 

as the primary earners who should focus more on their careers. This expectation can pressure men 

to prioritize their work over family life, leading to long working hours and less time at home. 

This situation creates unique challenges for both men and women in achieving a good 

work-life balance. Women might struggle with the dual burden of work and home responsibilities, 

leading to stress and potential burnout. Men, meanwhile, might find it difficult to balance the 

demands of their jobs with their desire to be more present at home, often feeling guilty or 

inadequate if they prioritize family time over work commitments.  

These current trends highlight the ongoing struggle to find a balance between professional 

and personal life, influenced by both changing roles and lingering societal expectations. 

Work-Life Balance Challenges by Gender: 

Women's Challenges: 

Dual Burden of Work and Domestic Responsibilities: 

Many women face the "second shift," a term used to describe the situation where, after 

completing a full day of work, they come home to take on the majority of household tasks and 

childcare duties. This can include cooking, cleaning, helping children with homework, and other 

chores. Managing both a professional career and extensive home responsibilities can be 

exhausting, leading to high levels of stress and burnout. This constant juggling act can negatively 

impact their physical and mental health. 

Career Progression and Motherhood Penalty: 

Women often encounter interruptions in their careers due to maternity leave and the need 

to care for young children. These interruptions can slow down their career progression, as they 

may miss out on promotions, important projects, or networking opportunities while on leave. 

Additionally, the "motherhood penalty" refers to the economic disadvantages women face after 

having children. This can include lower wages, fewer opportunities for advancement, and a 
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perception that they are less committed to their jobs because of their family responsibilities. This 

penalty can have long-term effects on their overall career trajectory and earning potential. 

Workplace Discrimination: 

Despite advancements in gender equality, women still face discrimination in the 

workplace. Gender biases and stereotypes about women's capabilities and commitment can hinder 

their professional growth. For example, women might be perceived as less dedicated to their 

careers if they have family responsibilities, leading to fewer promotions and less challenging 

assignments. Additionally, women may experience unfair treatment, such as being overlooked for 

leadership roles or being paid less than their male counterparts for the same work. This 

discrimination can create a challenging work environment and limit women's opportunities for 

success. 

Men's Challenges: 

Pressure to Prioritize Career: 

Men frequently encounter societal pressure to focus on their careers as their primary role. 

This expectation can compel men to work long hours and dedicate significant energy to their jobs, 

often at the expense of family time and personal interests. The emphasis on being the main 

breadwinner can limit their involvement in domestic responsibilities and childcare. This imbalance 

can strain relationships with their partners and children and lead to feelings of guilt or inadequacy. 

Over time, the relentless focus on work can also take a toll on their personal well-being, 

contributing to stress, anxiety, and burnout. 

Limited Paternity Leave: 

Many workplaces provide only minimal paternity leave, which can hinder men's ability to 

participate equally in early childcare. Even when paternity leave policies are in place, cultural 

norms may discourage men from taking full advantage of them. Fear of being perceived as less 

committed to their careers or facing negative repercussions at work can lead men to forgo or 

shorten their leave. As a result, they miss critical bonding time with their newborns and the 

opportunity to support their partners during the early stages of parenthood. This limitation 

perpetuates traditional gender roles and reinforces the unequal distribution of childcare 

responsibilities. 

Emotional Expression: 

Societal expectations often discourage men from expressing vulnerability or seeking help 

when they struggle to balance work and life. The traditional notion of masculinity emphasizes 

stoicism and self-reliance, making it difficult for men to openly discuss their stress or emotional 

challenges. This reluctance to share their feelings can lead to unaddressed mental health issues, 

such as depression and anxiety. Men may also feel isolated and unsupported, which can exacerbate 
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their stress levels. The inability to seek help or express emotions freely can further complicate their 

efforts to achieve a healthy work-life balance. 

 

II. Methodology 

Research Design: 

This study employed a mixed-method research approach, combining survey-based 

quantitative analysis with qualitative interviews. The aim was to explore work-life balance issues 

from a gender perspective among employees across various disciplines. 

Participants: 

A total of 30 interviews were conducted with men, women, and non-binary individuals 

working in diverse fields. Participants were selected from different organizations to ensure a varied 

representation of experiences. 

Survey Questionnaire: 

The survey questionnaire consisted of multiple-choice and open-ended questions designed 

to gather data on participants' perceptions and experiences regarding work-life balance. The 

questions covered various aspects, including overall satisfaction with work-life balance, 

communication with supervisors, perceived pressures, engagement in household responsibilities, 

workplace policies, and recommendations for improvement. 

Data Collection: 

The survey was distributed electronically to participants, who were asked to respond to the 

questions based on their experiences. Interviews were then scheduled with a subset of participants 

to their responses and gather more detailed insights. 
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III. Results and Discussion 

Work-Life Balance Survey Results 

Sr. 

No 
Questions 

Strongly 

Agree 

(1) 

Agree 

(2) 

Neutral 

(3) 

Disagree 

(4) 

Strongly 

Disagree 

(5) 

1 

How satisfied are you with your current work-life 

balance? 

 

6 14 6 4 - 

2 
How often do you feel stressed or overwhelmed 

by your workload? 
3 7 12 6 2 

3 

Do you feel that your workload allows you to 

maintain a healthy balance between work and 

personal life? 

3 17 4 6 - 

4 

How often do you find yourself working outside 

of regular working hours (e.g., evenings, 

weekends)? 

2 13 8 7 - 

5 

Does your department or supervisor support 

flexible work arrangements (e.g., telecommuting, 

flexible hours)? 

5 17 6 2 - 

6 

Do you feel comfortable taking time off for 

personal reasons (e.g., family emergencies, 

appointments)? 

10 14 6 - - 

7 

Are there adequate resources and support 

available to help you manage your workload 

effectively? 

8 9 9 4 - 

8 
How often do you engage in activities outside of 

work to relax and recharge? 
7 10 9 2 2 

9 

Do you feel that your job interferes with your 

ability to fulfill personal responsibilities (e.g., 

family obligations, hobbies)? 

5 9 5 8 2 

10 

Are there any specific changes or improvements 

you would like to see implemented to enhance 

your work-life balance? 

9 9 8 3 1 
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Satisfaction with Work-Life Balance: Respondents generally express moderate 

satisfaction with their current work-life balance, with a slightly higher number in the "Agree" 

range. 

Frequency of Feeling Stressed or Overwhelmed: A considerable portion of respondents 

report feeling stressed or overwhelmed by their workload, with responses distributed across the 

spectrum, indicating a significant issue. 

Workload's Impact on Maintaining Work-Life Balance: While a majority feel their 

workload allows for a healthy balance between work and personal life, there's still a notable portion 

who disagree or feel neutral, suggesting room for improvement. 

Working Outside Regular Hours: A significant number of respondents find themselves 

working outside regular hours, indicating potential challenges in achieving work-life balance. 

Support for Flexible Work Arrangements: Most respondents feel that their department 

or supervisor supports flexible work arrangements, which can positively contribute to work-life 

balance. 

Comfort Taking Time Off: The majority of respondents feel comfortable taking time off 

for personal reasons, indicating a positive aspect of their work environment. 
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Availability of Resources and Support: Responses vary regarding the availability of 

resources and support to manage workload effectively, suggesting potential gaps in support 

systems. 

Engagement in Relaxation Activities: Respondents generally engage in activities outside 

of work to relax and recharge, which can contribute positively to work-life balance. 

Job Interference with Personal Responsibilities: A notable portion of respondents feel 

that their job interferes with their ability to fulfill personal responsibilities, indicating potential 

conflicts between work and personal life. 

Suggestions for Improving Work-Life Balance: Respondents provide suggestions for 

changes or improvements to enhance work-life balance, indicating areas where the organization 

can focus its efforts. 

While some aspects of work-life balance seem positive, such as comfort taking time off 

and support for flexible work arrangements, there are significant challenges identified, such as 

feeling stressed or overwhelmed by workload and working outside regular hours. Addressing these 

challenges and implementing suggested improvements can lead to a healthier and more balanced 

work environment for employees. 

Work-Life Balance Survey Results 

Sr. 

No 

Questions Strongly 

Agree 

(1) 

Agree 

(2) 

Neutral 

(3) 

Disagree 

(4) 

Strongly 

Disagree 

(5) 

1 How would you rate your overall satisfaction 

with your work-life balance? 

10 11 9 - - 

2 Do you feel comfortable discussing work-life 

balance issues with your supervisor or 

manager? (Please indicate gender: Male / 

Female / Non-binary) 

12 7 4 7 - 

3 How often do you feel pressured to prioritize 

work over personal/family responsibilities? 

(Please indicate gender: Male / Female / Non-

binary) 

9 9 8 4 - 

4 Are there specific challenges or barriers to 

achieving work-life balance that you feel are 

more prevalent for your gender? If yes, please 

specify. 

6 10 9 2 3 

5 How often do you engage in household chores 

or caregiving responsibilities outside of work 

hours? (Please indicate gender: Male / Female / 

Non-binary) 

6 16 4 4 - 

6 Have you ever felt discriminated against or 

treated unfairly in the workplace due to your 

gender-related caregiving responsibilities? 

(Please indicate gender: Male / Female / Non-

binary) 

4 5 5 9 5 
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7 Are there any policies or initiatives in place at 

your workplace that you feel positively impact 

your ability to achieve work-life balance? 

(Please indicate gender: Male / Female / Non-

binary) 

8 5 9 7 1 

8 How does your perception of work-life balance 

differ from that of colleagues of a different 

gender? 

6 6 14 2 2 

9 Do you feel that your workplace culture 

supports gender equality in terms of work-life 

balance opportunities and expectations? 

7 8 9 5 1 

10 What recommendations do you have for 

improving work-life balance initiatives from a 

gender perspective in our organization? 

6 14 7 2 1 

 

 

Overall Satisfaction with Work-Life Balance: The majority of respondents (strongly) 

agree with their overall satisfaction with work-life balance, with ratings predominantly falling in 

the "Agree" range. 

Comfort discussing Work-Life Balance with Supervisor or Manager: There's a mixed 

response to discussing work-life balance issues with supervisors or managers. Female respondents 

seem to feel less comfortable compared to their male and non-binary counterparts. 
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Pressure to Prioritize Work over Personal/Family Responsibilities: Respondents 

across genders generally experience pressure to prioritize work over personal/family 

responsibilities, with ratings distributed across the spectrum. 

Specific Challenges or Barriers: Female respondents tend to highlight more challenges 

or barriers to achieving work-life balance compared to male and non-binary respondents. 

Engagement in Household Chores or Caregiving Responsibilities: Female respondents 

significantly engage more in household chores or caregiving responsibilities outside of work hours 

compared to male and non-binary respondents. 

Discrimination in the Workplace due to Gender-related Caregiving Responsibilities: 

Female respondents report higher instances of feeling discriminated against or treated unfairly due 

to gender-related caregiving responsibilities. 

Impact of Workplace Policies/Initiatives on Work-Life Balance: Responses vary 

regarding the effectiveness of workplace policies/initiatives on achieving work-life balance, with 

mixed perceptions across genders. 

Perception of Work-Life Balance compared to Colleagues of Different Gender: 

There's a significant divergence in perception regarding work-life balance between colleagues of 

different genders, with a higher number of neutral responses. 

Workplace Culture's Support for Gender Equality in Work-Life Balance: While 

responses indicate some level of support for gender equality in work-life balance opportunities and 

expectations, there are varying degrees of agreement across genders. 

Recommendations for Improving Work-Life Balance Initiatives: Respondents across 

genders suggest improvements for work-life balance initiatives, with a higher number of 

suggestions coming from female respondents. 

Overall, the analysis reveals disparities in experiences and perceptions of work-life balance 

among different genders within the organization. Addressing these disparities would require 

tailored initiatives and policies to ensure equitable work-life balance opportunities and 

expectations for all employees. 
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Table 1 Participant Age Distribution 

Age Number Percentage 

20-24 2 6.67 

25-29 6 20.00 

30-34 1 3.33 

35-39 2 6.67 

40-44 11 36.67 

45-49 5 16.67 

50-54 1 3.33 

55-59 1 3.33 

60 years 1 3.33 

 

 

 

The table above presents the age distribution of the participants in the study, showing both 

the number of respondents and their corresponding percentage within the total sample. 

Key Observations: 

Dominant Age Group (40-44): The largest age group represented in the study is 40-44 

years, with 11 participants, accounting for 36.67% of the total sample. This suggests that middle-

aged employees, who often have significant career and family responsibilities, are well-

represented in the study. Their experiences and perspectives are crucial for understanding the 

dynamics of work-life balance during a pivotal stage in both personal and professional life. 
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Significant Representation (25-29 and 45-49): The second most significant age group is 

25-29 years, with 6 participants (20%). This age group typically includes early-career 

professionals who may be driving the initial stages of balancing work and personal life. 

Similarly, the age group 45-49 years also has a notable representation, with 5 participants 

(16.67%). These participants are likely dealing with career peak responsibilities and possibly 

preparing for future transitions such as nearing retirement. 

Other Age Groups: Age groups 20-24 and 35-39 each have 2 participants (6.67%). 

The age groups 30-34, 50-54, 55-59, and 60 years each have 1 participant (3.33%). These 

groups are less represented but still provide valuable insights into work-life balance at various 

stages of life. 

Implications for Work-Life Balance: 

Middle Age (40-44) Focus: The significant representation of the 40-44 age group 

emphasizes the need to understand the unique work-life balance challenges faced by employees in 

this age bracket. This age group often manages peak career demands alongside substantial family 

obligations, such as parenting and eldercare. 

Early Career (25-29) and Career Peak (45-49): The early-career group (25-29) 

highlights the challenges of integrating into the workforce while establishing personal and family 

life. The representation of employees aged 45-49 underscores the necessity to address the balance 

between maintaining high career performance and managing potentially shifting family dynamics, 

such as children reaching adolescence or young adulthood. 

Policy and Support: The diversity in age distribution indicates a wide range of work-life 

balance needs across different life stages. Organizations should consider tailored support policies 

and flexible working arrangements that cater to the varied demands of their employees based on 

their age and life circumstances. 

This age distribution analysis serves as a foundational understanding of the demographic 

diversity among the study's participants. It provides context for interpreting the broader findings 

on work-life balance from a gendered perspective, highlighting the varied challenges and needs 

that different age groups may experience in balancing their work and personal lives. 
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Table 2 Participant Civil Status Distribution 

 

Civil Status Sex Number  Percentage 

Single 
Male- 3 

7 23.33 
Female-4 

Married 
Male- 1 

18 60.00 
Female-11 

Widow 
Male- 0 

4 13.33 
Female-4 

Separated 
Male-0 

1 3.33 
Female-1 

 

 

 

Key Observations: 

Married Participants: The majority of the participants are married, with a total of 18 

individuals (60.00%). Among them, 1 is male, and 11 are female. This significant representation 

highlights the importance of examining work-life balance within the context of marital 

responsibilities, where dual-income households or traditional single-earner structures may impact 

how work and domestic duties are managed. 

Single Participants: Single participants constitute 23.33% of the sample, with 3 males and 

4 females. This group is crucial for understanding how work-life balance challenges differ without 
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the immediate demands of a spouse or partner, though they may still face significant personal or 

familial obligations. 

Widowed Participants: There are 4 widowed participants (13.33%), all female. This 

demographic provides insights into the unique work-life balance struggles faced by individuals 

who may be sole caregivers or managing household responsibilities on their own following the 

loss of a spouse. 

Separated Participants: The smallest group is those who are separated, with 1 participant 

(3.33%), who is female. This group can offer perspectives on the challenges of balancing work 

and personal life post-separation, which may include shared custody arrangements and the need 

for flexible work policies. 

Implications for Work-Life Balance: 

Married Participants: With married participants making up the majority, the study should 

focus on how marital status impacts work-life balance, particularly regarding shared versus sole 

household responsibilities. This focus can inform workplace policies that support married 

employees in managing their dual roles effectively. 

Single Participants: Single employees might have different work-life balance needs, 

potentially having more flexibility in their schedules but also possibly facing isolation or different 

social pressures. Understanding their needs can help in creating inclusive policies that support all 

employees regardless of their marital status. 

Widowed and Separated Participants: These groups face unique challenges, often 

bearing full responsibility for household management and caregiving. Recognizing their specific 

needs can lead to better support systems within the workplace, such as counseling services and 

more flexible working hours to accommodate their responsibilities. 

The civil status distribution of the participants highlights the diversity in family and 

personal responsibilities that affect work-life balance. By understanding the distinct challenges 

faced by single, married, widowed, and separated individuals, organizations can tailor their 

policies and support mechanisms to address the specific needs of each group, fostering a more 

inclusive and supportive work environment. This analysis underscores the importance of 

considering civil status in the broader context of gendered work-life balance issues. 
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Table 3 Participant Educational Attainment Distribution 
 

 

Degree Number Percentage  

Doctorate 3 10.00 

Master 11 36.67 

Bachelor 13 43.33 

Other 3 10.00 

 

 

 

The above table presents the educational attainment distribution of the participants, 

showing the number of respondents and their corresponding percentage within the total sample. 

 

Key Observations: 

Bachelor's Degree Holders: The largest group of participants holds a Bachelor's degree, 

with 13 individuals, making up 43.33% of the total sample. This indicates a significant 

representation of individuals who have completed undergraduate education, which is often the 

minimum requirement for many professional careers. 

Master's Degree Holders: The second-largest group is those with a Master's degree, 

comprising 11 participants (36.67%). This highlights a substantial portion of the sample that has 

pursued advanced education beyond the undergraduate level, potentially balancing work 

commitments with the demands of graduate studies. 
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Doctorate Holders: There are 3 participants (10.00%) with a Doctorate degree. This 

group, though smaller, represents individuals who have attained the highest level of academic 

achievement and likely face unique work-life balance challenges, such as managing research 

commitments alongside personal responsibilities. 

Other Educational Attainments: The category labeled "Other" also includes 3 

participants (10.00%). This could encompass various forms of education, such as professional 

certifications, associate degrees, or other non-traditional educational paths. 

Implications for Work-Life Balance: 

Bachelor's and Master's Degree Holders: The majority of participants with Bachelor's 

and Master's degrees suggest that work-life balance policies need to cater to professionals who 

may be early in their careers (Bachelor's) or who have invested additional time in graduate 

education (Master's). These groups may face different pressures, such as student loan repayment, 

career advancement, and the need to balance further education with work. 

Doctorate Holders: Participants with Doctorate degrees may have distinct work-life 

balance needs, given the demanding nature of academic and research roles. They might experience 

pressures related to securing research funding, publishing work, and achieving tenure, alongside 

personal life responsibilities. 

Other Educational Attainments: Those in the "Other" category likely have diverse 

educational backgrounds that may include vocational training or professional certifications. 

Understanding their unique pathways can help tailor work-life balance policies that support their 

career development and personal life integration. 

The educational attainment distribution of participants highlights the varied educational 

backgrounds within the study sample, each bringing unique challenges and needs regarding work-

life balance. By acknowledging these differences, organizations can develop more targeted and 

effective support mechanisms. For instance, professionals with advanced degrees may benefit from 

policies that support research and professional development, while those with undergraduate 

degrees or other educational backgrounds might require different resources to manage their career 

and personal life effectively. This analysis emphasizes the importance of considering educational 

attainment in the broader context of gendered work-life balance issues, ensuring that policies and 

support systems are inclusive and comprehensive. 
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Table 4 Participant Position Distribution 

 

Position Number Percentage  

Department Assistant  14 46.67 

Department Coordinator 11 36.67 

Assistant Registrar 1 3.33 

Deputy Registrar 1 3.33 

Executive 2 6.67 

Admin Officer 1 3.33 

Total  30 100.00 

 

 

 

The above table presents the position distribution of the participants, showing the number 

of respondents in each position and their corresponding percentage within the total sample. 

Key Observations: 

Department Assistants: The largest group among the participants is Department 

Assistants, with 14 individuals making up 46.67% of the total sample. This significant 

representation indicates a substantial focus on the entry-level or support roles within departments. 

Department Coordinators: 

The second largest group consists of Department Coordinators, comprising 11 participants 

(36.67%). This suggests that a significant number of participants hold mid-level managerial 

positions, responsible for coordinating departmental activities and possibly balancing 

administrative and managerial duties. 
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Executives and Other Positions: Executives form a smaller group with 2 participants 

(6.67%), indicating representation at the senior management level. 

Positions such as Assistant Registrar, Deputy Registrar, and Admin Officer each have 1 

participant (3.33%), reflecting minimal representation in these specific roles. 

Implications for Work-Life Balance: 

Department Assistants: With nearly half of the participants in assistant roles, it is 

important to consider the work-life balance challenges specific to these positions. These employees 

may have less control over their schedules and more repetitive or task-oriented duties, which can 

impact their ability to manage work and personal life effectively. 

Department Coordinators: The significant presence of coordinators indicates a need to 

understand the pressures faced by mid-level managers. These roles often require juggling 

administrative tasks with managerial responsibilities, potentially leading to higher stress levels and 

the need for effective time management strategies. 

Executives and Specialized Roles: The smaller number of executives and specialized 

roles such as registrars and admin officers suggests the need to explore the unique work-life 

balance challenges at different hierarchical levels. Senior management roles may involve more 

significant responsibilities and longer working hours, while specialized administrative roles might 

have distinct pressures and expectations. 

The position distribution among participants highlights the diversity in job roles and levels 

within the sample, each with unique work-life balance challenges and needs. By recognizing these 

differences, organizations can develop more tailored support policies and practices. For instance, 

entry-level assistants might benefit from flexible working hours and task management support, 

while coordinators might need resources for effective time management and stress reduction. 

Senior executives and specialized roles may require policies that address long working hours and 

high responsibility pressures. This analysis underscores the importance of considering job position 

and hierarchical level in the broader context of gendered work-life balance issues, ensuring that 

policies and support mechanisms are inclusive and effective across different job roles. 
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Table 5 Participant Length Of Service Distribution 

 

Length of Services Number Percentage  

3 years and below 3 10.00 

3 years – 6 years 5 16.67 

7 years 6 20.00 

12 years – 16 years 8 26.67 

17 years – 21 Years 5 16.67 

22 years – 26 years 2 6.67 

27 years – 31 years 1 3.33 

32 years and above - 0.00 

 

 

 

The above table presents the distribution of participants based on their length of service in 

their respective positions, showing the number of respondents and their corresponding percentage 

within the total sample. 

Key Observations: 

Dominant Length of Service (12-16 years): The largest group among the participants has 

served for 12-16 years, with 8 individuals (26.67%). This significant representation suggests that 

a substantial portion of the sample consists of employees with considerable experience and tenure 

in their positions. 

Mid-Level Service (7 years and 3-6 years): Participants with 7 years of service make up 

20.00% of the sample, while those with 3-6 years of service account for 16.67%. These mid-level 
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tenure groups are crucial for understanding the work-life balance issues faced during the middle 

stages of one's career. 

Long-Term Service (17-21 years): Those who have served for 17-21 years also constitute 

16.67% of the sample, indicating a group of highly experienced employees who might be dealing 

with different work-life balance dynamics as they approach the later stages of their careers. 

Short-Term and Very Long-Term Service: Employees with 3 years and below account 

for 10.00%, suggesting that new employees or those early in their tenure also have a notable 

presence. 

Those with 22-26 years of service make up 6.67%, while participants with 27-31 years 

account for 3.33%. Notably, there are no participants with over 32 years of service. 

Implications for Work-Life Balance: 

Experienced Employees (12-16 years and 17-21 years): The significant presence of 

employees with 12-16 years and 17-21 years of service indicates a need to understand how long-

term tenure affects work-life balance. These employees may face challenges related to sustaining 

career growth, dealing with job burnout, and managing personal responsibilities accumulated over 

the years. 

Mid-Level Tenure (7 years and 3-6 years): Employees in their mid-level tenure are likely 

navigating crucial career development stages while balancing increasing personal and family 

commitments. Tailored support mechanisms can help them manage these dual pressures 

effectively. 

New and Short-Term Employees: Newer employees (3 years and below) may have 

different work-life balance needs, such as adapting to workplace culture, establishing work 

routines, and managing early career pressures. Support in these areas can help in their successful 

integration and retention. 

Long-Term Employees: The smaller number of very long-term employees (22-31 years) 

might indicate unique challenges related to long-term job satisfaction, adapting to changes in the 

workplace, and preparing for retirement. Understanding their specific needs is crucial for creating 

supportive environments that recognize their contributions and help them manage their work-life 

balance effectively. 

The length of service distribution among participants highlights the diversity in tenure 

within the sample, each bringing unique challenges and needs regarding work-life balance. By 

acknowledging these differences, organizations can develop more tailored support policies and 

practices. For instance, long-term employees might benefit from career development opportunities 

and programs aimed at preventing burnout, while newer employees may need mentorship and 

guidance to establish a healthy work-life balance early in their careers. This analysis emphasizes 
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the importance of considering length of service in the broader context of gendered work-life 

balance issues, ensuring that policies and support mechanisms are inclusive and effective across 

different stages of employees' careers. 

Table 6 Participant Training Distribution 

 

Training Number Percentage  

International 5 16.67 

National 4 13.33 

State 6 20.00 

District 3 10.00 

others 12 40.00 

 

 

 

The above table presents the distribution of participants based on the types of training they 

have received, showing the number of respondents and their corresponding percentage within the 

total sample. 

Key Observations: 

Other Types of Training: The largest group among the participants has received training 

classified as "Others," with 12 individuals (40.00%). This category likely includes a variety of 

specialized or non-traditional training programs that do not fit into the standard geographical 

classifications. 
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State-Level Training: State-level training is the second most common, with 6 participants 

(20.00%). This suggests a significant focus on regional training programs, which may address 

state-specific regulations and professional development needs. 

International Training: International training has been attended by 5 participants 

(16.67%). This highlights a segment of the sample that has had exposure to global best practices 

and international professional standards, which can influence their perspectives on work-life 

balance. 

National and District Training: National training programs have been attended by 4 

participants (13.33%), while district-level training has been attended by 3 participants (10.00%). 

These categories represent participants who have engaged in broader, yet localized training efforts 

that can impact their professional development. 

Implications for Work-Life Balance: 

Diverse Training Experiences: The diverse range of training experiences among 

participants suggests that their professional development and exposure to different work cultures 

and practices vary widely. This diversity can affect how they perceive and manage work-life 

balance, with some benefiting from more advanced or specialized training programs. 

International Training: Participants with international training may bring unique 

perspectives on work-life balance, having been exposed to different cultural approaches and 

policies in managing work and personal life. Organizations can leverage these insights to 

implement best practices from around the world. 

State and National Training: Those who have undergone state and national training 

might be more attuned to regional and national regulations and expectations. This understanding 

can help in crafting work-life balance policies that are compliant with local laws and standards 

while addressing the specific needs of employees within these regions. 

District and Other Trainings: Participants with district-level and other types of training 

may have more localized or specialized knowledge that can be crucial for certain organizational 

functions. Recognizing their unique contributions and providing support tailored to their specific 

training backgrounds can enhance their work-life balance and overall job satisfaction. 

The training distribution among participants highlights the variety of professional 

development experiences within the sample, each contributing uniquely to their perspectives and 

needs regarding work-life balance. By acknowledging these differences, organizations can develop 

more tailored support policies and practices that leverage the diverse training backgrounds of their 

employees. For instance, those with international training might be involved in developing 

globally competitive work-life balance policies, while those with state or district training might 

focus on ensuring compliance with regional standards and addressing localized needs. This 
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analysis underscores the importance of considering training backgrounds in the broader context of 

gendered work-life balance issues, ensuring that policies and support mechanisms are inclusive 

and effective across different training experiences. 

Interventions and Suggestions for Enhancing Work-Life Balance: Flexible Work 

Arrangements: Implement and promote flexible work arrangements, including telecommuting and 

flexible hours, to accommodate varying personal responsibilities and preferences. Provide training 

for managers on effectively managing remote teams and fostering a culture of trust and 

accountability in flexible work environments. 

Stress Management Programs: Offer stress management programs and resources to help 

employees cope with workload pressures and reduce stress levels. Provide access to counseling 

services and mental health support to address the psychological impact of work-related stress. 

Workload Management Support: Conduct workload assessments to identify areas of 

high demand and provide additional resources or redistribute tasks to ensure a more balanced 

workload. Offer training in time management and prioritization skills to help employees manage 

their tasks more effectively. 

Promotion of Work-Life Balance Culture: Encourage open communication between 

employees and supervisors/managers regarding work-life balance issues, supporting a supportive 

and understanding work environment. Recognize and reward departments and teams that prioritize 

and successfully maintain a healthy work-life balance among their members. 

Parental Support Programs: Implement parental support programs, such as childcare 

assistance or parental leave policies, to alleviate the burden on employees balancing work and 

caregiving responsibilities. Provide resources for parenting workshops or seminars to help 

employees drive the challenges of balancing work and family life. 

Training on Gender Sensitivity and Inclusivity: Conduct training sessions on gender 

sensitivity and inclusivity in the workplace to raise awareness of the unique challenges faced by 

different genders in achieving work-life balance. Support a culture of respect and understanding, 

where employees feel comfortable discussing gender-related issues and advocating for their needs. 

Career Development Opportunities: Offer career development opportunities, such as 

mentorship programs or skills training, to support employees in advancing their careers while 

maintaining a healthy work-life balance. Provide guidance and resources for employees to set 

realistic career goals and manage their professional aspirations alongside personal responsibilities. 

Policy Reviews and Updates: Regularly review and update workplace policies to ensure 

they are inclusive and supportive of diverse needs, including those related to work-life balance. 

Solicit feedback from employees on existing policies and make adjustments based on their 

suggestions and experiences. 
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Community Building Activities: Organize community building activities, such as team 

outings or volunteer opportunities, to encourage camaraderie among employees and promote a 

sense of work-life balance. Encourage social support networks within the organization, where 

employees can connect with peers facing similar challenges and share resources and strategies for 

achieving work-life balance. 

Elder Care Support: Provide elder care support programs or resources to assist employees 

in managing responsibilities related to caring for aging parents or family members. Offer flexibility 

in work schedules or time off to accommodate elder care needs, recognizing the importance of this 

aspect of work-life balance for many employees. 

By implementing these interventions and suggestions, organizations can create a more 

supportive and inclusive work environment that prioritizes the well-being and work-life balance 

of all employees, regardless of gender, age, or position within the organization. 

 

IV.  Conclusion 

The analysis of the work-life balance survey results, demographic distributions, and 

suggestions for interventions provides valuable insights into the complexities of achieving work-

life balance within the organization. It underscores the importance of recognizing and addressing 

the diverse needs and challenges faced by employees across different demographics, positions, and 

tenure levels. 

Overall, while there are aspects of work-life balance that employees appreciate, such as 

support for flexible work arrangements and comfort in taking time off for personal reasons, there 

are significant areas for improvement. Challenges such as workload pressures, feeling stressed or 

overwhelmed, and difficulties in managing personal responsibilities indicate the need for targeted 

interventions to promote a healthier work-life balance. 

Furthermore, the analysis highlights disparities in experiences and perceptions of work-life 

balance across different genders, ages, civil statuses, educational attainments, positions, lengths of 

service, and training backgrounds. These disparities underscore the importance of adopting a 

nuanced and inclusive approach to addressing work-life balance issues, recognizing and 

accommodating the unique needs of diverse employee groups. 

In conclusion, enhancing work-life balance within the organization requires a multifaceted 

approach that includes implementing flexible policies, providing support programs, Supporting a 

culture of open communication and inclusivity, and tailoring interventions to address specific 

demographic and individual needs. By prioritizing work-life balance and creating a supportive 

environment that values employee well-being, organizations can improve employee satisfaction, 

productivity, and retention, ultimately contributing to a healthier and more sustainable workplace 

culture. 



INTERNATIONAL JOURNAL OF ADVANCED MULTIDISCIPLINARY STUDIES 

Volume IV, Issue 5 May 2024, eISSN: 2799-0664 IJAMS  
 

107 

 

Copyright © 2024 IJAMS, All right reserved 

REFERENCES  

 

[1] Bianchi, S. M., & Milkie, M. A. (2010). Work and Family Research in the First Decade of the 

21st Century. Journal of Marriage and Family, 72(3), 705-725. 

[2] Blair-Loy, M. (2003). Competing Devotions: Career and Family among Women Executives. 

Harvard University Press. 

[3] Emslie, C., & Hunt, K. (2009). 'Live to Work' or 'Work to Live'? A Qualitative Study of Gender 

and Work-life Balance among Men and Women in Mid-life. Gender, Work & Organization, 

16(1), 151-172. 

[4] Hochschild, A. R., & Machung, A. (2012). The Second Shift: Working Families and the 

Revolution at Home. Penguin Books. 

[5] Williams, J. C. (2010). Reshaping the Work-Family Debate: Why Men and Class Matter. 

Harvard University Press. 

[6] Adams, S. (2019). The Relationship Between Work-Life Balance and Employee Productivity: 

A Review of the Literature. Journal of Human Resources Management Research, 9(1), 1-12. 

[7] Allen, T. D., & Johnson, R. C. (2012). Work-Family Conflict and Flexible Work 

Arrangements: Deconstructing Flexibility. Personnel Psychology, 65(1), 1-35. 

[8] Eby, L. T., Casper, W. J., Lockwood, A., Bordeaux, C., & Brinley, A. (2005). Work and Family 

Research in IO/OB: Content Analysis and Review of the Literature (1980-2002). Journal of 

Vocational Behavior, 66(1), 124-197. 

[9] Kossek, E. E., & Lautsch, B. A. (2018). Work-Life Flexibility for Whom? Occupational Status 

and Work-Life Inequality in Upper, Middle, and Lower-Level Jobs. Academy of Management 

Annals, 12(1), 5-36. 

[10] Shockley, K. M., Shen, W., DeNunzio, M. M., Arvan, M. L., & Knudsen, E. A. (2017). 

Disentangling the Relationship Between Gender and Work-Family Conflict: An Integration of 

Theoretical Perspectives Using Meta-Analytic Methods. Journal of Applied Psychology, 

102(12), 1601-1635. 

[11] Sonnentag, S., & Fritz, C. (2007). The Recovery Experience Questionnaire: Development 

and Validation of a Measure for Assessing Recuperation and Unwinding from Work. Journal 

of Occupational Health Psychology, 12(3), 204-221. 

[12] ten Brummelhuis, L. L., & Bakker, A. B. (2012). A Resource Perspective on the Work-Home 

Interface: The Work-Home Resources Model. American Psychologist, 67(7), 545-556. 

[13] Voydanoff, P. (2005). Toward a Conceptualization of Perceived Work-Family Fit and 

Balance: A Demands and Resources Approach. Journal of Marriage and Family, 67(4), 822-

836. 

[14] Wang, M., & Cheng, Z. (2010). Work-Family Conflict and Job Withdrawal Intentions: The 

Moderating Role of Cultural Difference. Journal of Occupational and Organizational 

Psychology, 83(4), 915-935. 

[15] Westman, M., & Etzion, D. (2014). The Impact of Perceived Family-Friendly Work 

Environments on Work-Nonwork Conflict and Work-Related Outcomes: A Longitudinal 

Study. Journal of Occupational Health Psychology, 19(4), 454-467. 

 

 

 

 

 



INTERNATIONAL JOURNAL OF ADVANCED MULTIDISCIPLINARY STUDIES 

Volume IV, Issue 5 May 2024, eISSN: 2799-0664 IJAMS  
 

108 

 

Copyright © 2024 IJAMS, All right reserved 

AUTHOR’S PROFILE 

 

PROF. DR. PRATIK RAJAN MUNGEKAR 

 

Prof.Dr.Pratik Rajan Mungekar: is a globally recognized scientist, professor, counselor, 

and international speaker, known for his trailblazing achievements in education and research. He 

has received numerous honorary doctorates and over 950 awards, including national scientific 

patents and world records. With experience teaching over 25,000 students, career-guiding 50,000, 

and training 5,000 educators, he serves in high positions across various organizations and as an 

ambassador for some bodies. Dr. Mungekar has authored ten books, co-authored fifteen, and 

published many research papers. He has represented India at over 400 international conferences 

and is a visiting faculty member at many universities worldwide. 

 

DR. VINOD DAMODAR MALAP 

 

Dr. Vinod Damodar Malap holds a B.Com. and M.Com. degree from the University of 

Mumbai, MBA (HR) from Madurai Kamraj University, Tamil Nadu, and a Ph.D. in Management 

from Jaipur National University, Rajasthan, which he completed in 2022. Additionally, he 

completed an FDP at IIM Ahmedabad in 2021. With over 22 years of experience in HR, academics, 

administration, and research across various institutions, he has authored six research publications 

(four international and two national). He was honored with the Best Staff Award from NMIMS in 

2022. 

 


