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ABSTRACT

The concept of work life balance means proper firting between organizational and personal facténsother way, it is
about managing both the environments in such a seathat both professional and personal life canebgyed to the
satisfaction. Today, employees are treated as aetaand they are basically the face of the complimjess and until
this group is not motivated enough, then surelwill dilute the entire process of development medra of the
organization. Business units or companies haveetpkn terms with an increase in demand to impm@ffieiency and
also respond positively to their customers, stalddrs. Employers, on the other hand are facingrimaépressure from
the employees who are seeking employments thatsafiodeveloping career, talent utilization and ogpnoity to have a
life outside office. Currently jobs are no moreymlbout pays and promotions, rather employees abdsgekers are
looking for employment or deciding jobs basing amnvhwell can the workplace, current or potentialpogontribute in

balancing between their work and personal lives. INoger is it just a matter of remuneration and mmational

prospects; job seekers are increasingly basing egmént decisions on how well their current or ptisdmworkplace can
support a balance between personal lives and perdmce acquaintances. For an organization to survine this

competitive market, it is needed to derive the rfrosh its workforce. And to do this, employees havieel that their
company takes cognizance of their needs in anafowbrk. In return, they grow to be more productinere responsive
and more loyal to their employer.. In the last tdecades, there has been an increased focus onlifetalance which
can be due to change in the income and family siras like double income families, small and nuckaanilies, single

parent and increased participation of women inwuarkforce.
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INTRODUCTION

Today the upcoming challenge for any organizatiertd develop the required capabilities to attratimulate and
maintain a highly trained, flexible to organizationlture and adaptive to change workforce. Eveganization is based
on the concept of “going concern”. And for this anigations have to survive in the increased conipetmarket. Hence

organizations incorporate and develop the existvagk-life balance strategies that cater to diveaspirations of
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workforce. Work-life balance has emerged as a mdimme during the last two decades, which withessed
substantial intensification of work caused by ecoimuncertainty, organizational restructuring, andrease in business

competition (Green, 2001; Millward et al.,

2000). This prolific change in the organization'sigonment has mandated the organizations to demaré working
hours and higher levels of commitment from its esgpks. And with the alteration in demography, dycénd culture
over the last few decades has made it difficultiridividuals to find proper, if not perfect, bal@lsetween their work and
personal lives. The possible reasons that couldited for the increase in work-family conflict cdube many including
higher participation of female members in this groggwnature of workforce (work hours, incentives,rivenvironments
etc,), role expectations from family, more nuclemuples, an increased presence of work in the petsives of
individuals and individual's or couple’s desirettave a enhanced quality of life by enjoying the@eftime and leisure

time activities.

On the process, this study has focused towardemnglthe challenges of work life balance facedvinymen
employees of a public sector Bank, Punjab Nati@aalk, (PNB) operating in the twin cities Bhubanesaad Cuttack in
the state of Odisha. Accordingly, an empirical gthds been conducted through collecting the desiridmation from

230 female respondents of PNB from BhubaneswaiCanthck Branches.
OBJECTIVE OF THE STUDY

This study intends to find out the role of orgatimaal factors affecting the work life balance efifale executives of PNB

from Cuttack and Bhubaneswar branches.
Organisational factors taken for this study are
*  Work Schedule
*  Work Environment
» Organisational policies.
BASE OF DEMOGRAPHIC DISTRIBUTION

Under demographic distribution, Age (Young, Middkge and Senior) executives are taken for studyihg t
Organisational factors and its effect on work hifdance in all PNB banks of Bhubaneswar & Cuttddie demographic
drivers in our study are different age group of &yees of PNB of Cuttack & Bhubaneswar branche® Bgone of the
most common demographic questions asked in surys. old a person is often determined from her Kedge and
experience with the focus of the study. Askingspomdent about Age is often one of the prioritidechographic question
asked in survey. It has been shown in various sfiezdisciplines that opinions on a vast numbetayics differ between
different age groups. Age might be a sensitiveadmi some people. Hence, we have used non-oveéniggategories as a
result each data point can only fall in one catggAccordingly, up to 35, 35-45 and above 45 yédwge been classified
as young, medium and senior respectively. The age-distribution of the sample has been presemetd following
Table-1.1
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Respondents from PNB

Table 1.1: Distribution of Sample Young, Middle agd and Senior

AGE GROUP PNB
N 92

Young % 40.0%
. N 93

Middle o —
o N 45

enior % 19.6%
N 230

Total % 100.0%

47

In public sector Bank PNB, 230 women respondent® tshared their views. Out of these 230 respond8gts
(40.0%), 93 (40.4%) and 45 (19.6%) are young, neiddied and senior persons respectively. It is vbdethat in PNB

young and middle aged are equally poised

Analysis

Even though, there is no theoretical definitiorttaé concept, we have dealt this in a broader sbgsnsidering some

organizational and personal aspects. There areu@stigns set for getting the response towardsrdifteorganisational

factors for work life balance. The responses towards &l uestions are obtained through 5-point LikegtlescFor

guantification purpose, strongly disagree, disagneeitral, agree and strongly agree have been casldd 2, 3, 4 and 5

respectively. Now, it is intended to bring somesintorrelated aspects to the lime light with thiptad exploratory factor

analysis. By this similar aspects are clusteretia single factor which is named in view of thaimilar characteristics.

The results so obtained are presented in Table-1, 2

wWww.iaset.us

Table 1.2: Exploratory Factor Analysis on Organisaional

Factors
KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling 0.700

Adequacy. '

Bartlett's Test of Approx. Chi-Square 7340.789

Sphericity df 300

Sig. 0.000
Component Initial Eigenvalues Rotation Sums of Squared Loadings
Total |% of Variance | Cumulative % | Total |% of Variance | Cumulative %

1 6.907 27.628 27.628 5.131 20.524 20.524
2 3.323 13.291 40.919 4.039 16.156 36.680
3 2.836 11.343 52.262 3.895 15.582 52.262
4 1.891 7.562 59.824
5 1.359 5.435 65.260
6 1.282 5.129 70.388
7 1.045 4.180 74.568
8 0.906 3.622 78.190
9 0.723 2.890 81.080
10 0.652 2.608 83.688
11 0.533 2.130 85.818
12 0.502 2.007 87.826
13 0.487 1.948 89.774
14 0.400 1.600 91.374
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Table 2 Contd.,

15 0.374 1.497 92.870
16 0.319 1.277 94.148
17 0.271 1.085 95.233
18 0.240 0.958 96.191
19 0.215 0.861 97.052
20 0.195 0.779 97.831
21 0.164 0.658 98.489
22 0.130 0.519 99.008
23 0.113 0.451 99.459
24 0.085 0.340 99.799
25 0.050 0.201 100.000

Rotated Component Matrix*

Component

1 2 3
\Work more than 6 days in a week. 0.576
\Work more than 12 hours in a day. 0.683
Work in shifts. -0.557
\Worry about work. -0.753
Job sharing. 0.437
Career break/sabbaticals. 0.645
Counselling services. 0.721
Health programs. 0.812
Family support programs. 0.769
Exercise facilities. 0.605
Paid Maternity leaves. 0.549
Opportunity to return to same job after materngésne. 0.627
Organization encourages the involvement of famignthers in work achievement reward funct 0.747
Organizations arrange social functions at suitéibles for family. 0.653
\Work life balance policy of organization customiZed individual. 0.744
Good work life balance of employees will be moreetive for organization. -0.50€
Work schedule suffer from stress related disease. 0.69
)Able to manage stress arising from work. -0.496
Feel wasting of time when not accomplishing sonmgthi 0.594
Never have a chance to breath before moving toproject. 0.602
Take consecutive full weeks of vacation each year. -0.659
Use vacation days and personal days each year. -0.844
Frequently delegate work to others. -0.5
Ever feel tired or depressed because of work. -0.558
Not getting time fc work out. 0.471
Extraction MethodPrincipal Component Analysis
Rotation MethodVarimax with Kaiser Normalization
a. Rotation converged in 8 iterations.

Table-1.2 presents the results obtained on apjgicaif exploratory factor analysis with principabmponent
analysis for extraction and varimax rotation withiger normalization over 25 aspects on organizatitactors. Here, the
Kaiser-Meyer-Olkin(KMO) Measure of Sampling Adequats been found to be 0.7 in additionyfosalue on Bartlett's
Test of Sphericity (7340.789, P<0.05) paves the feayppplying factor analysis over this data sehpdsing of responses
of 230 women employees of PNB towards 25 aspectgg#nizational factors. Next, part of the tabldidgates the total
variance explained indicating a declining trendvafiance (%) both in initial Eigen values and riatatsums of squared

loadings. Here, in Eigen values columns, for thst fcomponent, the variance is 27.628% followed1By291% and
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11.343% respectively for second and third companeaspectively. The total cumulative variance fbowe three

components has been found to be 52.262%.

The last part shows the three sets of inter-reldigtensions with factor loading for each. Each digien has
some loadings for each of the three factors. Omécpéar aspect has been chosen to report for icpkar factor is based
on the highest loading and more than 0.4 of tha¢ets Accordingly, “Work more than 6 days in a weék576), “Work
more than 12 hours in a day” (0.683), “Work in &iif(-0.557), “Worry about work” (-0.753) and “Jaharing” (0.437)
have been considered for Factor-1. In consideratiotheir similar characteristics, Factor-1 has eapgiature “Work
Schedule” for subsequent analysis. Similarly, “@arereak/sabbaticals” (0.645), “Counselling sersid®.721), “Health
programs” (0.812), “Family support programs” (0.y,6%Exercise facilities” (0.605), “Paid paternitgdves” (0.549),
“Opportunity to return to same job after materdipaternity leave” (0.627), “Organization encouragfee involvement of
family members in work achievement reward functi¢®:’747), “Organization arrange social functionsaitable times
for family” (0.653), “Work life balance policy ofrganization customized for individual” (0.744) atdood work life
balance of employees will be more effective foramigation” (-0.506) have been considered for Fa2tdn consideration
of their similar characteristics, Factor-2 has noat&ture “Working Environment” for subsequent as#éy Further,
“Work schedule suffer from stress related diseg€e69), “Able to manage stress arising from work:4Q6), “Feel
wasting of time when not accomplishing something:’5904), “Never have a chance to breath before ngotinnext
project” (0.602), “Take consecutive full weeks aication each year” (-0.659), “Use vacation dayspardonal days each
year” (0.844), “Frequently delegate work to othgr§).5), “Ever feel tired or depressed becauseakiv0.558) and “Not
getting time for work out” (0.471) have been coesétl for Factor-3. In consideration of their simitdaracteristics,

Factor-3 has nomenclature “Organizational Policfes’subsequent analysis.
Variance on Organizational Factors of PNB Employees

As discussed above, organizational factors havbetalealt with suitably to maintain proper work lil@lance. The
following will present the results obtained in cafewomen employees of PNB belonging to differegé ayroups and
marital status. The results have been obtainethfee organizational factors as work schedule, imgrienvironment and
organizational policies.

Table 1.3: Analysis of Variance on Opinion of PNB Eployees of Various Age
Groups towards Different Organizational Factors

Sum of Squareg df |Mean Square, F

\Work Between Age Group 0.873 2 0.437 [1.750"
Schedule \Within Age Groups 56.637 227 0.250

Total 57.510 229
Working Bgtvyeen Age Group 2.749 2 1.374 9.384*
Environment \Within Age Groups 33.244 227 0.146

Total 35.993 229
Organization'Beftween Age Group 0.733 2 0.366 14.090%
Policies \Within Age Groups 5.901 227 0.026

Total 6.634 229

N.B*- Significant at 5% level (P<0.05), NS — Not Sfgrant at 5% level (P>0.05).

Table-1.3 presents the results obtained on apjaicatf Analysis of Variance (ANOVA) over the opims of
women employees of PNB towards work schedule, warlénvironment and organizational policies of ddfg age

groups. The F-value shown against work schedulg5@).is not significant at 5% level (P>0.05). Tinglicates the
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variation in opinion of women employees of differage groups of PNB on work schedule may not beifségnt. Hence

uniform opinion towards work schedule is obtainexhf women employees of PNB irrespective of thee.&jmilarly, the

F-value shown against working environment (9.3843igmificant at 5% level (P<0.05). This indicateg tariation in

opinion of womeremployees of different age groups of PNB on worlkéngironment may be significant. Hence, differ

opinions towards working environment may be obthifrem women employees of different age groupsiBPFurther,

the Fvalue shown against organizatil policies (14.090) is significant at 5% level (P&8). This indicates the variatic

in opinion of women employees of different age g®wf PNB on organizational policies may be sigaifit. Hence

different opinions towards organizational policiasy be obtained from women employees of different agmugs of

PNB. In order to study further details, the intemparison of means of different age groups has Heaa with the help ¢

Duncan’s Multiple Range Test and the results sainbtl has been prented in Table-1.4

Table-1.4: Mean, SD of Opinion of PNB Employees of VariamiAge Groups Towards

Different Organizational Factors

'Young | 92 | 2.57 0.56
Middle | 93 | 2.54 0.53
Work Schedule Senior | 45| 2.50 0.26
Total |230| 2.52 0.50
Young | 92 [4.55" 0.41
\Working Environment Middle | 93 |4.607 0.37
Senior | 45| 4.3 0.35
Total |230| 4.53 0.40
Young | 92 |3.02 0.15
Organizational Policie Middle | 93 | 3.32 0.17
Senior | 45 | 3.3& 0.17
Total |230| 3.10 0.17

N.B:-Similar superscript over the means along a factodidates their similarity and differe

superscripts indicate their difference at level (P<0.05) by Duncan’s Multiple Range Testrurltiple mean:

5.0

4.0

3.0

2.0

1.0

0.0

=Young

Work Schedule

= Middle

Working Environment
QOrganizational Factors

= Senior

QOrganizational Policies

Figure-1: Mean Opinion of PNB Employees of Various Age Gnaps Towards Different
Organizational Factors.
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Table 1.4 and Figure-1 presents the age-wise messponses of women employees of PNB on work schedule
working environment and organizational policieseThean responses of young, middle and senior eegsogf PNB are
2.57, 2.54 and 2.50 respectively towards work saleedn reference to the non-significant F-value70) shown in
Table-4.5, indicates these mean values are similan though they are numerically different. Herioeyiew of the
magnitude of these mean values, it may be infetimatl women employees of PNB are neutral towardskwschedule
irrespective of their age. Further, the mean respsmof young, middle and senior employees of PNB4as5, 4.60 and
4.31 respectively towards working environment. &ference to the significant F-value (9.384) shownTable-4.5,
indicates these mean values may be different frach ®ther. Here for inter group comparison Duncafistiple Range
Test is done. It is observed that mean of younsbdand middle (4.60) have same superscript “Aldatk their similarity
and different from mean of senior (4.31) with sigeept “B”. Hence, in view of the magnitude of teesiean values, it
may be inferred that young and middle aged womepl@aes of PNB are more agreed on working environintigan
senior counterparts. Also, the mean responses wfigiomiddle and senior employees of PNB are 3.082 and 3.18
respectively towards organizational policies. Iference to the significant F-value (14.090) showiTable-4.5, indicates
these mean values may not be different from eduokroHere for inter group comparison Duncan’s MudtiRange Test is
done. It is observed that mean of middle (3.32) sewnior (3.38) have same superscript “E” indicatrtsimilarity and
different from mean of young (3.03) with supersttp’. Hence, in view of the magnitude of these mealues, it may be
inferred that middle aged and senior women empkydePNB are more neutral on organizational pdidiean young

counterparts.
Variance on Work Life Balance of PNB Employees

The following will present the results obtained feork life balance in case of women employees oBM¥nk belonging

to different age groups and marital status. Theltesave been obtained by aggregating two aspacigork life balance.

Table 1.5: Analysis of Variance on Opinion of PNB Eployees of Various Age
Groups towards Work Life Balance

Sum of Squarey df |Mean Square F
Between Age Group 4.514 2 2.257 2.082%
\Within Age Groups 246.121 227 1.084
Total 250.636 229

N.BNS — Not Significant at 5% level (P>0.05).

Table-1.5 above presents the results obtained plicapion of Analysis of Variance (ANOVA) on the enall
score towards work life balance of PNB employeesasfous age groups. The F-value has been compst@d082 is not
significant at 5% level (P>0.05). This indicateg tyariation in scores towards work life balancendé significant and

supposed to be uniform in respect of age groups.riiéan scores are presented in Table-1.5

Table 1.6: Mean, SD of Opinion of PNB Employees &farious Age Groups Towards Work Life Balance

N Mean Std. Deviation
Young 92 4.13 0.70
Middle 93 4.03 1.16
Senior 45 4.10 1.33
Total 230 4.16 1.05
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Table-1.6 presents the mean scores of overall \ifarlbalance of employees of PNB. The young, midatjed
and senior employees have mean overall score &€ kiferbalance as 4.13, 4.03 and 4.10 respectividhg. computed non-
significant F-value (2.082) shown in Table-1.5 gates their similarity irrespective of their difégice in magnitude.
Accordingly, in consideration these mean valuesingg middle aged and senior are agreed towards lWferkalance.

Hence, the employees of PNB maintain good workidance irrespective of their age.

Findings & Conclusion

Application of exploratory factor analysis with pecipal component analysis for extraction and vaximatation with
Kaiser normalization over 230 respondents and P&as on organizational factors signals for congtieg of similar
aspects in to groups. The three factors having nchature “Work Schedule”, “Working Environment” and
“Organizational Policies” have been identified witie highest factor loading of the similar aspects.

Variance on Organizational Factors of PNB Employees

« ANOVA on organizational factors of PNB employeevaas that uniform opinion towards work schedule
(F=1.750) is obtained from women employees of PNBspective of their age. Also, variation in opimsoof
employees of PNB of different age groups is witedssowards working environment (F=9.384) and

organizational policies (14.090).

e Duncan’s Multiple Range Test (DMRT) for multiple ares comparison reveals that women employees agall
groups of PNB are neutral over work schedule. Butase of working environment, women employeeBNB
within the middle age are more agreed than serdds®, women employees above middle aged are nmeuwgal

on organizational policies than young.

Impact of Organizational Factors on Work Life Balance of PNB Employees

Young PNB Employees
» Work schedule has negative significant correlatiith work life balance.
* Working environment and organizational policieséesitive significant correlation with work lifalance.

* In event of judging the impacts of individual orgaational factors while they are congregated, wankedule has
highest negative impact followed by positive imgaof working environment and organizational pokciver
work life balance.

Middle Aged PNB Employees
* Work schedule has negative significant correlatigth work life balance.
*  Working environment and organizational policieséawositive significant correlation with work lifalance.

* In event of judging the impacts of individual orgaational factors while they are congregated, wankedule has
highest negative impact followed by positive imgaof working environment and organizational pokciver
work life balance.
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Senior PNB Employees

Work schedule has positive significant correlatiath work life balance.

In event of judging the impacts of individual orgaational factors while they are congregated, wsirkedule has
the highest positive impact followed by negativepaot of working environment and positive impact of

organizational policies over work life balance.

In event of judging the impacts of individual orgaational factors while they are congregated, oional
policies has the highest and negative impact falbwy working environment, work schedule have dadicg

impact over work life balance.

CONCLUSION

From the above findings, it is clear that orgamis®tl factors like work schedule, working environthand organisational

policies has significant effect in maintaining, drading the work life at home and organisation b&tpending upon the

demographic factor like age group, the organisatidectors have different impacts and effects omkwife balance. But

the significant role of organisational factors oomen employees in maintaining work life balancencaie denied. It has

a profound effect on their both professional ancspeal life. Hence organisation should take caréhefvarious factors

like policies, schedule, work timing, work enviroent etc to have a positive effect on employees’which helps further

in maintaining a good work life balance.

REFERENCES

1. K. Thriveni Kumari & Dr. V. Rama Devi, (2015) “Woltkfe balance of Women employees in selected servic

sectors”, published in Pacific Business Reviewriméional, Volume 7, Issue 10, April 2015.

Nidhi Agarwal, (2015), “Work Life Balance in E- Agk Study of Women Employees” published in Inteomeat
Journal of Computer Science And Technology 79, TIZ4. 6, Issuel, Spl- 1 Jan-March 2015.

S. Geetha and Dr. R. Rajendran (2016), “Compara®tady of Work Life Balance among Private and Rubli
Sector Banking Employees in Perambalur Districtipfished in IJRDO-Journal of Applied Managemene8ce
ISSN: 2455-9229, Volume-3, Issue-11, November,, FHper-1

D.S.R. Adikaram, Dr. Lakmini, V. K. Jayatilake, 18], “ Impact of work Life balance on employee'd jo
satisfaction in private sector commercial banksSof Lanka” published ininternational Journal of Scientific

Research and Innovative Technology, Vol. 3, NoNdvember 2016

Ganesha H. L. & DR. Laxmisha A. S. (2018) “WorlelBalance among Women Bank Employees”, published in

Pune Research Discovery, An International Jourridddvance Studies, Volume-3, Issue 2, (May-Juli8p0

Syeda Soophiya Mariyum and Badiuddin Ahmed, (20X3)mparative differences between the Work Life
Balance policies implementation among women emp#owé public sector banks to private sector bankthe
banking sector of Telangana State” published irefnational Research Journal of Management Sociolkgy

Humanities, Volume-9, Issue-7.

Dr. Seema Malik & Ms. Jyoti Dhouchak (2018), “Wdrike Balance of Women Employees in Education Sector
published in International Journal of Research, Woé 05 Issue 12 April 2018

www.iaset.us editor @ aset.us



54 Pragyan Paramita Das & Dr. Sumitra Murmu

8. R. Banurekha, Thangaraj S, Santhosh P, Srihari0Z§2, “Work Life Balance on Women Employees in Bank
Sector, published in International Journal of Raskain Engineering and Management,Vol. 4, 20203pp.—
334.

9. Dr. M. Rama Satyanarayana, (2020) “Work Life Balared Women Employees in Information
10. Technology in Hyderabad” published in Mukt Shabdrdal, I, volume-1X, Issue VIII, August, 2020.

11. P. Ashok Kumar & Dr. K. Sundar, (2012), “Problenasdéd by women executives working in public seciokb
in Puducherry” published in International Journaf Marketing, Financial Services & Management Reskar
Vol.1 Issue 7, July 2012.

Impact Factor (JCC): 7.4543 NAAS Rating 3.51



