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ABSTRACT 

  

The advent of IT era in India has opened up vast job opportunities for 

educated women over the past two decades.  There has been a surge of 

women professionals striving for empowerment. IT organizations and the 

Government have also been an enabler in terms of opportunities, career 

growth and education. Despite emphasis on equality, working women still 

face a unique set of challenges at workplace, family and society. This creates 

an inevitable challenge for women to sustain a suitable work-life balance. 

This paper explores the factors that influence the work-life balance of 

professional women working in the IT industry from organizational and 

familial dimensions. One hundred and twenty women working in the IT 

industry across India participated in the present study. Data was collected 

and analyzed using statistical tools such as Regression and Correlation; and 

Cluster analysis (SPSS). The result showed that work-life balance of single 

women as well as married women (without children) was affected by 

organizational factors like supervisor expectation to work late; frequency of 

carrying work home; and organization work culture. Family factors such as 

workload of household chores; and motivational support impacted work-life 

balance the most. However for ‘Married women with children’ work-life 

balance depended on organizational factors such as facility for childcare; and 

organization work culture; family factors like availability of time for raising 
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the child; and work load due to childcare were most impactful. The cluster 

analysis was helpful in identifying segments of professional women with 

similar characteristics. Details of the study are presented in the paper. 

Key words: Work-life balance, professional-women, women in IT 

 

INTRODUCTION 
 

In India, IT industry is one of the fastest growing services industries in the 

present global market. According to NASSCOM’s ‘Strategic Review 2015’ IT 

industry in India contributes 9.5% to the national GDP. An analysis of the 

pattern of women employment over various eras, indicate that increase in the 

education structures and shift in the socio-cultural beliefs has led to 

significant rise in the women contributing to global workforce (Davidson & 

Bruke, 2008). Organizations have recognized the challenges faced by women 

and introduced numerous initiatives like flexible timings, telecommuting and 

child-care facilities to enhance work life balance (Boyar et al., 2008). The 

Government has also introduced laws on women safety, increased duration 

of maternity leave, infrastructure mandates that have also helped women.  

Work-life balance examines the influence of work and family climate on the 

aspects of life (Kofodimos, 1993; Kossek et al., 2001). The scope of this study is 

to identify the factors under various dimensions of professional and family 

life that impact work-life balance for women working in the IT industry in 

India. The emancipation of women has taken place worldwide. Among 

different nations, developing or developed, eastern or western, women have 

faced discrimination (Ahuja, 2002).  

 

Women face diverse and complex barriers in career advancement. These 

obstacles on the way of success of women can be classified into organization 

elements, social elements and individual elements (Shahtalebi & 

Yarmohammadian, 2012). Most professional women are observed to settle for 

a lower income secondary jobs in attempts to juggle the family life and work 

life evenly. For women, managing both the job and family is a major 

challenge. The traditional stereotyped role apportion still exists where 

childcare and domestic work are primarily a women’s responsibility 

(Bhatnagar & Rajadhyaksha, 2001). Women face conflict mainly due to 

parental responsibilities. Entry into the parenthood may lead to higher levels 
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of stresses and this will lead to job dissatisfaction, absenteeism and finally 

leads to the lower employee commitment (Aryee, 2005).  

 

A study done on British employees by Michael White et al. (2003) uses the 

term ‘work demands’ to describe those aspects of employment which can 

have negative job-to-home spill over. Work demands includes number of 

hours worked, peaks in work load and job intensity which included the pace 

of work. High work pressure and work intensity may cause fatigue, anxiety 

or adverse psycho-psychological consequences that affect the quality of 

family life. Work family conflict arises in different forms of role pressure 

incompatibility: 1. When the time devoted for one role makes it difficult to 

achieve another role 2. Strain from participation in one role makes it difficult 

to achieve another role 3. Specific behaviors required in one role makes it 

difficult to achieve another role (Greenhaus & Beutell, 1985). However to 

overcome the negative bias of work-life impact on family life a number of 

researchers have tried to focus on how work-life can benefit family and 

personal life with concepts of enrichment (Friedman & Greenhaus, 2000; 

Grzywacz, Almeida, & McDonald, 2002; Greenhaus & Powell, 2006).  

Organizations which give work support create job satisfaction, loyalty and 

career realization for women. Work-family balance assistance leads to job 

satisfaction and organizational commitment (Marcinkus, Beny, & Gordan, 

2007). Flexible work timings promote integration of work, family and 

personal life (Hayman 2005). Initiatives like flexible timings, part time work 

and provision of child care facilities have enhanced work-life balance (Doble 

& Supriya, 2010). 
 

OBJECTIVES 
 

The perspective of this study is in context of work-life balance challenges 

faced by professional women in the IT sector. Specifically the objectives of 

the study are: 

 

1. To determine the factors affecting the Work-life balance of IT 

women using the Regression analysis; find the correlation between 

various factors; 

2. To identify the characteristics of clusters or segments of professional 

women based on the common organizational and family challenges 

they face. 
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RESEARCH METHODOLOGY 

 

The qualitative study to find out the Work-life balance challenges faced by 

women working in the IT industry was carried out using a questionnaire 

recording the responses through Likert scale. Likert scale ratings from 1 to 

5 were used to code the responses collected ranging from Strongly-

disagree to Strongly-agree. The questionnaire designed had 28 questions to 

gauge the Professional and Familial factors affecting Work-life balance. 

The questionnaire reliability was tested using the Cronbach’s alpha. The 

Cronbach alpha value for the questionnaire scale was 0.787. Value which is 

greater than 0.7 and is considered in good agreement (Nargundkar, 2008). 

Women professionals were selected using random sampling from the IT 

industry across various organizations in Bangalore. Two hundred and fifty 

questionnaires were circulated online through various HR managers in the 

IT companies and 120 responses collected and were used for further 

analysis. The SPSS software was used for statistical analysis. The target 

group was divided into three data sets: Single women, Married women 

and Married women with children. The data sets had 26 single women, 43 

married women and 51 married women with children.  
 

Regression analysis is used in this study to find the most significant factors 

(independent variables) that affect Work-life balance (dependent 

variable).It is used to explain the variation in the dependent variable 

(Work-life balance) corresponding to the variation in one or more 

independent variables. Correlation analysis is the measure of degree of 

association between the various variables. In the present study it is used to 

measure the correlation between the work-life balance and the factors 

affecting it.  
 

Cluster analysis technique is used to segment the data into clusters. Each 

cluster has objects with similar characteristics. Every cluster is different 

from other clusters. In this study, clusters of professional women who face 

similar work-life balance challenges are created. Women in each cluster are 

similar to each other but different to women in other clusters. Cluster 

analysis was done on each of the 3 data sets - single women, married 

women and married women with children separately. The approach to 

clustering problem is through two stages:  Hierarchical and Non-

hierarchical clustering.  
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Stage 1: Find the number of clusters in the data by running hierarchical 

clustering using agglomeration schedule.  
 

Stage 2: After identifying the number of clusters, k-means clustering is 

used to divide the data into clusters. The results are discussed below. 
 

FINDINGS AND DISCUSSION 

 

The target group was divided into Single women, Married women and 

Married women with children. The data sets had 26 single women, 51 

married women and 43 married women with children. Since the number of 

questions asked to each target group was different, the analysis was 

carried out separately for each group. Pearson correlation procedure was 

used in SPSS to find the correlation of the independent variables with one 

another as well as with Work-life balance or WLB (dependent variable). 

The Pearson coefficient greater than 0.7 is considered significant. The table 

below tabulates only the p-values less than or equal to 0.05significance 

level (95% confidence level) shown in column 4. Single women: Correlation 

analysis was carried out for 26 single women. Referring to Table-1 below, 

column 1 and 2 show the factors which are correlated at 95% significance 

level. Third column shows the Pearson coefficient.  

 

Table 1. Correlation of significant variables among Single professional 

women 

The following could be concluded: 

 

Factor1 Factor 2 Pearson 

Correlation 

Sig. (2-

tailed) 

N 

WLB (Work-life balance) 

of Single professional 

women 

You DONOT 

experience excess 

work load 

0.762** 0.001 26 

Your supervisor 

cooperates in case you 

have a personal 

emergency. 

You experience 

friendly work 

culture. 

0.756** 0.001 26 

You experience 

Motivational support from 

your family. 

Your family or 

spouse is supportive 

in sharing 

responsibilities at 

home. 

0.832** 0.001 26 
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Work-life balance (dependent factor) significantly depends on Work-load 

in the Organization for Single women. Higher work-load could mean 

lower work-life balance. Friendly work Culture in the organization is 

highly correlated to Supervisor cooperation. Which could mean that work-

culture is highly dependent on the supervisor as interpreted by single 

women employees. 

 

At the family side motivational support from family is highly correlated to 

family support in sharing responsibilities. Which could mean motivational 

support is considered equivalent to sharing of responsibilities by family 

members. 

 

Married Women 

 

The correlation analysis carried out in SPSS on the 51 married women 

(column 5) revealed the following variables as most significant. These 

variables listed in the Table-2 are at 95% confidence level (column 4).  

 

Table 2. Correlation of significant variables among Married professional 

women (without children) 

 
Factor1 Factor 2 Pearson 

Correlation 

Sig. (2-

tailed) 

N 

Your company provides 

Flexible work hours. 

Your company provides 

Work From Home 

facility. 

0.691** 0.001 51 

You DONOT experience 

stress due to Household 

chores (like cooking, 

cleaning). 

You DONOT experience 

high expectations from 

family members (as a 

woman). 

1** 0.001 51 

You DONOT experience 

family pressure from 

parents (for marriage/ kids). 

You DONOT experience 

high expectations from 

family members (as a 

woman). 

0.704** 0.001 51 

 

Factors listed in column 1 and 2 have the Pearson coefficient value (column 

3) greater than 0.7. Hence the following could be concluded: 

 

For married women flexible work hours provided by the company 

depends on the provision of Work-from-home facility. This implies that 
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flexibility at work is directly associated to the work from home facility 

provided by the company. 

 

Women who do not experience high expectations from the family do not 

face stress due to house-hold chores. Also that married women who face 

stress due to household chores face high expectations from their family. 

Married women who don’t face high expectations from their families do 

not face family pressure for kids from their parents. 

 

Married women with children 

 

The correlation analysis done in SPSS on the set of 43 married women with 

children (column 5) revealed the following variables as most significant at 

95% confidence level (column 4). Only the factors in column 1 and 2 with 

Pearson Correlation coefficient greater than 0.7 (column 3) have been listed 

below in Table-3. 

 

Table 3. Correlation of significant variables among Married professional 

women with children 

 
Factor1 Factor 2 Pearson 

Correlation  

Sig. (2-

tailed) 

N 

Your supervisor 

DOESNOT expect 

you to work late or at 

weekends 

Your company 

provides Work From 

Home facility. 

0.780** 0.001 43 

You have support 

from management for 

the use of existing 

WLB (Work-Life 

Balance) initiatives in 

your organization like 

sabbatical, Work 

From Home, Flexible 

hours, etc. 

Your company 

provides Work From 

Home facility. 

0.755** 0.001 43 

Your family or spouse 

is supportive in 

sharing 

responsibilities at 

home. 

You experience 

Motivational support 

from your family. 

0.696** 0.001 43 
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For married women with children Supervisor expectation to not work late 

is related to the work from home facility provision. If the supervisor 

expects to work late implies there is no work from home facility available 

to the women. Support from management to use Work-life balance 

initiatives is directly related to the Work from home facility provided by 

the organization.  

 

Work from home is one of the most important factors that affect work-life 

balance initiatives provided by the organization. At the family level 

motivational support received is impacted by the amount of support 

received from the spouse in sharing household responsibilities.  

 

Regression Analysis 

 

Regression analysis is used for explaining causation of the dependent 

variable. In this study the factors (independent variables) affecting the 

dependent factor ‘Work-life balance’ (WLB) are explored. Backward 

Stepwise Regression model is used here to explain the variation in the 

dependent variable WLB.  

 

The algorithm starts with all the 28 variables and eliminates those which 

do not explain WLB. This is done till we get an optimal set of independent 

variables able to explain variation in the dependent variable. The 

regression model eliminates the highly correlated independent variables as 

they do not add any value to the regression model. 

 

Single as well as Married Women 

 

On a set of 69 women: 26 single women and 43 married women combined; 

the regression analysis was done. The R2 coefficient was found to be 

0.481.Using Backward Stepwise regression we get the following Table-4 as 

output. Regression began with 18 independent variables.  

 

In step 17 (column 1) of Backward stepwise regression we get the 

significant factors (column 2) affecting WLB.  
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Table 4. Backward regression final output in stage 17 for Single as well as 

Married women combined 
 
 

Model Factors 

Unstandardized 

Coefficients B 

Unstandardized 

Coefficients 

Std. Error Sig. 

Stage 

17 (Constant) -0.444 0.643 0.492 

 

Marital Status 0.360 0.188 0.059 

 

Your supervisor DOESNOT 

expect you to work late or at 

weekends 0.274 0.082 0.001 

 

You DONOT carry work 

home often 0.182 0.071 0.013 

 

You experience friendly work 

culture. 0.174 0.102 0.091 

 

You DONOT experience stress 

due to Household chores (like 

cooking, cleaning). 0.269 0.095 0.006 

 

You experience Motivational 

support from your family. 0.152 0.091 0.1 

a. Dependent Variable: WLB 

   
 

The factors achieved in the stage 17 of backward stepwise regression listed 

in Table 4 are significant (p value <0.05) as seen in the last column. The 

value of unstandardized coefficient ‘B’ (column 3) gives the value of all 

coefficients of the model. Column 4 gives the standard error of estimate. 

  

Work-life balance for Single as well as Married women depends on these 

factors (column 2) in order given below: 

 

1. Marital status- single or married  

2. No supervisor expectation to work late or on weekends 

3. No stress due to household chores like cooking and cleaning 

4. No need to carry work home  

5. Friendly work culture 

6. Motivational support from the family 
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Married women with children 
 

Regression was carried on 51 married women with children. 25 

independent variables were input. The statistical significance of the model 

is R2= 0.652.In the 24th stage of Backward stepwise regression we get the 

following Table-5 as output. The significant variables affecting the 

dependent variable WLB (Work-life balance) are listed in column 2. All the 

variables are significant at 95% confidence level as seen in the last column. 
 

Table 5. Backward regression final output in stage 24 for married women 

with children 
 

Model 

 

Unstandardized 

Coefficients Sig 

  

B Std. Error 

 Stage 24 (Constant) -1.777 0.635 0.008 

 

You experience friendly work culture. 0.481 0.119 0.041 

 

Your organization provides Facilities 

for your kids/ crèche 0.145 0.07 0.045 

 

You DONOT experience male 

domination in decision making 0.298 0.082 0.001 

 

You find enough time for raising, 

grooming and educating your child.  0.304 0.093 0.002 

 

You DONOT experience excess 

workload due to Child care.  0.405 0.124 0.002 

a. Dependent Variable: WLB 

   

The factors achieved in the stage 24 of backward stepwise regression are 

significant (p value <0.05) as seen in the last column. The value of ‘B’ 

(column 3) gives the value of all coefficients of the model. The standard 

error is given by column 4.  

 

Work-life balance for Married women with children depends on these 

factors in order given below: 

 

1. Friendly work culture 

2. Less work load due to childcare 

3. Time available for raising, grooming and educating children 

4. Low male domination at organization in decision making 

5. Organization facility for crèche/ childcare 
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CLUSTER ANALYSIS 
 

The cluster analysis is helpful in understanding the characteristics of major 

segments that exist within professional women who share the common 

challenges. Cluster analysis was done using SPSS software. As discussed in 

the research methodology the clustering is done through 2 stages. The first 

stage is to identify the number of clusters using Hierarchical clustering 

method. Then the next stage is to input the exact number of clusters in k-

clustering (Non-hierarchical method) to get the clusters. 
 

Single Women 

Using the agglomeration schedule in the first stage of hierarchical 

clustering, 3 clusters are obtained. As seen in the below table the clusters 

1,2and 3 have 10, 6 and 10 single women respectively.  

 

Table.  6 Number of Cases in each Cluster 

 

Cluster 1 10.000 

2 6.000 

3 10.000 

Valid 26.000 

Missing .000 

 

Number of clusters is input as 3 in the next stage, K-means clustering.  The variables 

with significance <0.05 (>95% confidence level) have been used for the 

analysis as seen in the last column. Each cluster displayed in columns 2, 3 

and 4 in the table below shows the mean value of each variable for each of 

the clusters. 

Table 7. Clusters created for Single women  

 
Factors Cluster Cluster Cluster Sig. 

 

1 2 3   

Your company provides Flexible work hours. 4 3 4 0.007 

You DONOT carry work home often 2.2 3.67 3.5 0.003 

Your company provides Work From Home 

facility. 3.9 2 3.8 0.001 

You have support from management for the use 

of existing WLB (Work-Life Balance) initiatives 

in your organization like sabbatical, Work From 4.2 2 3.7 0 
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Home, Flexible hours, etc. 

You have adequate infrastructure to deal with 

women problems like sick room, doctor, etc. 3.1 2 2 0.022 

You have NOT experienced any discrimination 

in work allotment or job opportunity 2 4 4 0.009 

You experience Motivational support from your 

family. 4.3 4.67 3.4 0.008 

You DONOT experience patriarchal (father/ 

husband) control over life decisions. 3.7 2 2.2 0.001 

You DONOT experience family pressure from 

parents (for marriage/ kids). 4 3.67 2 0 

You DONOT experience high expectations from 

family members (as a woman). 3.4 3.83 2 0.002 
 

From the above table-7 based on these mean values of each cluster the 

interpretation is done to create the following clusters: 

Cluster 1: these women have the facility of work from home and flexible 

work hours. They have strong support from management for WLB 

initiatives. From the family side too they have high motivational support. 

They seem to be satisfied at workplace as well as at family life. 

Cluster 2: these single women have low support from management on 

WLB initiatives like work from home, flexibility of work hours etc., at 

workplace. However at home they have strong motivational support. They 

seem to be satisfied at family level but not at organizational level. 

Cluster 3: these women have organizational support on WLB practices like 

Flexibility and work from home however at family they have high 

expectations, patriarchal control and family pressure. They seem to be 

satisfied at the workplace but not at family level.  

Married women 
 

Using the agglomeration schedule in the first stage of hierarchical 

clustering, 3 clusters are obtained. As seen in the below table the clusters 1, 

2 and 3 have 16, 31 and 4married women respectively.  
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Table 8.  Number of Cases in each Cluster 

 

Cluster 1 16.000 

2 31.000 

3 4.000 

Valid 51.000 

Missing .000 

 

Number of clusters is input as 3 in the next stage, K-means clustering.  The 

variables with significance <0.05 (>95% confidence level) have been used 

for the analysis as seen in the last column. Each cluster displayed in 

columns 2, 3 and 4 in the table below shows the mean value of each 

variable for each of the clusters.  

  

Table- 9. Final cluster centers Married women 

 

Factors 

Cluster Cluster Cluster Sig. 

1 2 3 

Your company provides Flexible work 

hours. 
3 3.65 1.25 0.001 

Your supervisor DOESNOT expect 

you to work late or at weekends 
2.75 3.06 1.75 0.048 

Your supervisor cooperates in case 

you have a personal emergency. 
4.25 4.32 3 0.001 

You DONOT experience excess work 

load 
2.06 2.81 1.75 

0.006 

Your company provides Work From 

Home facility. 
2.44 3.23 1.25 

0.002 

You experience friendly work culture. 3.88 3.97 1.75 0 

You have support from management 

for the use of existing WLB (Work-Life 

Balance) initiatives in your 

organization like sabbatical, Work 

From Home, Flexible hours, etc. 3.06 3.52 1.25 0 

You have adequate infrastructure to 

deal with women problems like sick 

room, doctor, etc. 3.5 3.74 2 0.013 

You have NOT experienced any 

discrimination in work allotment or 

job opportunity 3.31 4.35 4 0.003 
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You DONOT experience male 

domination in decision making 2.81 4.45 2.5 0 

You DONOT experience stress due to 

Household chores (like cooking, 

cleaning). 1.88 2.77 1.75 0.004 

You experience Motivational support 

from your family. 3.31 4.35 4 0.003 

Your family or spouse is supportive in 

sharing responsibilities at home. 2.81 4.45 2.5 0 

You DONOT experience patriarchal 

(father/ husband) control over life 

decisions. 2.62 3.29 4 0.03 

You DONOT experience high 

expectations from family members (as 

a woman). 1.88 2.77 1.75 0.004 
 

From the table-9 above the following clusters could be created: 
 

Cluster 1: Married women in cluster 1 have excess work load and do not 

have work from home facility. They are expected to work late or at 

weekends. At home they have very high household stress, expectations 

from family. 
 

Cluster2: these married women have high support from their management 

for the use of WLB initiatives like flexible work hours. They are very 

satisfied with their supervisor cooperation and work culture. They face 

high gender equality. They are happy with the family support too. These 

form the major chunk of married women (31outof 51). 
 

Cluster 3: these women though very low in number have high work load, 

no work from home facility, no management support and high gender 

bias. They are dissatisfied with the family support too. As we see there are 

only 4 women out of 51 in this cluster. 
 

Married women with children 

 

Using the agglomeration schedule in hierarchical clustering 4 clusters are 

obtained. As seen in the table below the number of women in each cluster 

1, 2, 3, 4 is 16, 17,6 and 4 respectively. Number of clusters is input as 4 in 

the next stage, K-means clustering.  The variables with significance <0.05 

(>95% confidence level) have been used for the analysis as seen in the last 
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column. Each cluster displayed in columns 2, 3 and 4 in the table below 

shows the mean value of each variable for each of the clusters.  

 

Table 10. Number of Cases in each Cluster 
 

Cluster 1 16.000 

2 17.000 

3 6.000 

4 4.000 

Valid 43.000 

Missing .000 

 

Table 11. Final cluster centers for Married women with children 
 

Factors Cluster 

   

Sig. 

 

1 2 3 4 

 Your company provides Flexible 

work hours. 
3.69 1.71 2.5 4.25 0 

Your company provides Work From 

Home facility. 4 1.88 1.5 4 0 

You have support from management 

for the use of existing WLB (Work-

Life Balance) initiatives in your 

organization like sabbatical, Work 

From Home, Flexible hours, etc. 3.44 2.18 1.83 4.25 0 

You have NOT experienced any 

discrimination in work allotment or 

job opportunity 3.06 3.47 2.5 4.5 0.008 

You DONOT experience male 

domination in decision making 2.56 3.71 3 4.5 0 

You DONOT experience Slow 

progression of career post 

pregnancy/ childbirth  2.38 2.12 1 2.75 0.005 

You DONOT experience excess 

workload due to Child care.  2.19 2.65 1.67 1.75 0.008 

Your family or spouse is supportive 

in sharing responsibilities at home. 3.44 4.35 2.83 4.25 0.004 

Your spouse shares child 

responsibilities.  3.06 4.24 3.33 4.75 0.001 

You DONOT experience family 

pressure from parents (for marriage/ 

kids). 2.25 3.29 4 3.5 0 
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From the table-11 above the following clusters could be created: 
 

Cluster 1: these married women with children have the facility of flexible 

work hours and work from home. They are very satisfied with their 

management for the WLB initiatives. However they face slow progression 

post childbirth and gender bias at workplace. They have excess workload 

at home due to childcare however has sufficient support from family. 
 

Cluster2: these women are very dissatisfied with the management on 

provision of WLB initiatives they do not have flexibility or work from 

home facility. However they face slow progression post childbirth and 

gender bias at workplace. At family they have exceptional support from 

spouse on sharing responsibilities of household and of children.  
 

Cluster 3: these women are dissatisfied at workplace as well as family. 

They do not have support from the management. Face gender bias. At 

family they do not have support from spouse for sharing responsibilities. 

Cluster 4: these married women with children are extremely satisfied with 

their work life balance facilities given by the organization. They have 

gender equality. At home their spouses are extremely helping in sharing 

responsibilities.  
 

Despite the stark differences in all the clusters we see that all married 

women have excess workload due to childcare and have faced slow career 

progression after pregnancy/ childbirth. Cluster 1 and 2 have majority of 

women whereas 3 and 4 have 6and 4 women respectively out of 43. The 

cluster analysis was helpful to understand where majority of women fall in 

each cluster and the characteristics and strength of each cluster. 
 

LIMITATIONS 
 

The target group in this study comprised of 120 professional women. For 

higher reliability of results larger target group can be considered. Secondly 

only the organizational and familial challenges affecting work-life balance 

were considered. 
 

FUTURE DIRECTION OF STUDY 
 

The scope of the study can be expanded to other challenges affecting work-

life balance of professional women in IT like personal, social, and cultural 
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challenges. Further statistical tests can be used to determine other 

significant information in the data. 

 

CONCLUSION 

 

The significant organizational as well as familial factors affecting work-life 

balance of women professionals working in IT industry have been 

identified through the statistical tests. The results suggest that single 

women as well as married women (without children)find the following 

organizational factors impact work-life balance positively: (1) No 

supervisor expectation to work late or on weekends;(2) Less frequency of 

carrying work home; and (3) good organization work culture and family 

factors such as (1) less household chores workload; and (2) high 

motivational support from family members’. However for ‘Married 

women with children’ the factors varied. Work-life balance depended 

positively on organizational factors such as (1) facility available for 

childcare; and (2) good work culture and family factors like (1) available 

time for grooming and raising the child; (2) no excess work load due to 

childcare. In addition the cluster analysis was helpful in understanding the 

strength and characteristics of major segments that exist within 

professional women who share the common challenges. 
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