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Abstract

Work-life balance is important for the well-being and job satisfaction of every employee. In this study, we have examined
how work-life balance is related with job satisfaction among women healthcare professionals and bank employees. For
this, we have investigated the work-life balance and job satisfaction levels of women professionals and assessed
dimensions that affect their impact job satisfaction. The study is correlational and cross-sectional. Data is collected from
120 women employees working in Delhi and NCR (40 bank employees, 40 IT employees and 40 BPO employees). We
used Demographic questionnaire, Job Satisfaction Scale developed by Shresthya and Ganguli, 1994, and the Work-Life
Balance Scale of Hayman 2005. Descriptive as well as inferential statistics were used to analyze the data. We used Mean,
Standard Deviation, correlation, ANOVA, and Post hoc test using SPSS software. The results highlighted the fact that
women bank employees maintained better work-life balance and had more job satisfaction than IT and BPO sector
employees. There is a significant positive correlation between work-life balance and job satisfaction among women
professionals. The study puts forward empirical evidence to prove the relationship between work-life balance and job
satisfaction among women professionals. This calls for sector-tailored interventions to enhance employees' well-being.
Keywords: Job Satisfaction, Personal Life Interference with Work, Work Interference with Personal Life, Work-Life
Balance, Work Personal Life Enhancement.

Introduction
Work-life balance is the buzzword of conversation
in India, particularly among female employees.

globalization, technological improvements, and
intense competition in the workplace (1). In some

This term indicates a state of equilibrium wherein
individuals effectively balance the competing
demands of their personal and occupational
spheres. set of
requirements, and when those requirements
coincide, there are several issues. In actuality,
work and life merge and are not separate.
should employee

dedication can distinguish between organizations

Every role has its own

Employers consider how
that can compete in the market and those that
cannot when creating work-life policies. Women
who distribute their attention and effort among the
major areas of relevance lead balanced lives. These
playing key roles as
academicians, legislators, and practitioners. For
them, happy working environment is crucial to
maintain work-life balance. Workers must have a
strong sense of purpose in their work and should
be able to manage professional and personal lives

days, women are

in their current positions. However, achieving this
balance is challenging due to the rise of

work contexts, stress and long work hours can be
significant contributors to burnout, which can
ultimately result in a rise in absenteeism,
workplace workers'
compensation claims (2). Singh analyzed the
literature to ascertain how work-life balance and
related practices impact a range of quality-life

elements, such as job satisfaction, progress in

aggressiveness,  and

career, appreciation, stress, absenteeism, and
competition (3). In an era of globalization and
technological advancement, work-life balance is
the key to assess an employee's overall well-being
and job satisfaction. Another work (4) reported
that achieving a work-life balance is becoming
more and more crucial for employees across all
industries. Kossek also asserted, however, that
organizational cultures, laws, and social norms can
have a big impact on the strategies and support
networks employed by various industries to attain
work-life balance (5). Finding the work-life
balance is the main stress for women working in
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high-pressure  professions including law
enforcement, transportation, healthcare, informa-
tion technology, media, etc. People in today's
rapidly expanding world don't have time for their
families or themselves. Managing work and
personal life simultaneously is challenging. This is
especially true for those employed by BPO
companies. The ITES industry's fastest-growing
sector in India is business process outsourcing.
The Indian BPO industry has grown as a result of
several factors, including cost advantage, business
risk mitigation, economies of scale, improved
utilization, and higher competency. Achieving a
work-life balance mostly depends on establishing
and preserving health environment at work to
strike a balance between work and non-work
components.
significantly affect physical, psychological, and
behavioral patterns, hurting the overall quality of
life. Conversely, work-life balance can positively
boost employee loyalty, productivity, job
satisfaction, and overall growth (6). The
employment environment is evolving due to
advancements in technology, increased globaliza-
tion, and increased female participation.

In both the financial system and the economy,
banking is crucial. Our nation's banking sector is
significant the
landscape. Individuals' savings are gathered by
banks and made available to manufacturers,
consumers, and businesses. Loans from banks

Poor work-life balance can

to contemporary economic

facilitate trade. The funds required for the
purchase of raw materials and operating capital
are borrowed from banks. Money kept in banks is
safe. By doing this, interest is also earned. As a
result, there is an increase in the amount saved and
anincrease in the desire to save. New capital assets
can be created with the savings. Furthermore,
banks
organizations' agents, counselors, and advisers.
They support the growth of industry and trade.
Because of the progressive removal of trade

serve as business and industrial

barriers, cutting-edge technological advance-
ments, a globally integrated marketplace, fierce
competition, commercial rivalry, and shifting
family and population patterns, the working
environment for women in India is evolving at an
astonishing rate.

Job fulfillment is essential for acquiring a job and
getting involved with it. Each employee must
receive the same respect and consideration. Fair
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organizational treatment is reflected in job
satisfaction. Emotional health is also correlated
with job satisfaction. Supervisors ought to
concentrate on job satisfaction since unsatisfied
workers are more likely to deliver subpar work. An
employee's job is both their primary source of
income and a significant aspect of their life. A
worker's job takes up a significant portion of his or
her daily schedule and occasionally necessitates
overworking for prolonged periods, which can
negatively impact his or her lifestyle and physical
health. A worker's job also determines their social
standing, so satisfaction in job is crucial for an
employee's physical, social, emotional, and
financial well-being. Researcher defined this as a
happy, positive emotional state that stems from
regular appraisal in one's employment experience
or job (7). It also involved affective, cognitive, and
evaluative attitudes. Employees' opinion of how
well their job provides things that are deemed vital
determines their level of job satisfaction. In the
study of organizational behavior, job satisfaction is
widely acknowledged as the most significant
factor, and employee attitude is regularly studied.
Happy and satisfied employees usually work better
and harder without missing much days of work.
Nonetheless, dissatisfied workers may quit their
employment more frequently and experience
higher levels of stress (8-10). It is not just about
happiness, contentment, or job satisfaction. Other
factors are also important. The worker must
establish a positive relationship and a connection
with their employment.

When personal and professional obligations do not
conflict, work-life balance 1is achieved. But
frequently, there is an imbalance that leads to
problems like a decline in job satisfaction. One
important factor that might affect employee
performance and impede the expansion of the
business is work-life balance. Companies are
always looking for ways to help employees find a
balance between their personal and professional
lives while also assisting the company in being
more productive. This is why they are there. The
notion of job satisfaction pertains to the attitudes
that workers have at work that are consistent with
their ability to effectively reflect on their subjective
perceptions of their workplace. It is now more
challenging for employees to do better at work
while still leading fulfilling personal lives due to
the rise in demand for employment. Maintaining a
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healthy work-life balance can also help people feel
more fulfilled personally and more satisfied with
their jobs. The author asserted that as work-life
conflict rises, job satisfaction may decline and that
unfavorable work experiences may hurt an
employee's personal life and career (11). This kind
of exhaustion can lead to unhappiness, which in
turn can lower productivity.

Figure 1 is a line graph titled "Documents by year”,
depicts the number of documents published
annually from 2003 to 2025. The vertical axis
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represents the number of documents (varying
from 0 to 20), while the horizontal axis denotes the
years. The graph depicts an increasing trend in
document publication, with some exceptions.
Notably, the highest outputs (19 documents)
occurred in 2023 and 2024. There was a sharp rise
between 2014 and 2015, and consistent growth
from 2020 onwards, indicating rising interest or
research activity in the subject area over the past
decade. The trend dips slightly in 2025.

Documents

2003 2005 2007 2009 2011

2012

2015 2017 2019 2021 2023 2025

Year

Figure 1: Reviewing Literature Based on Citations per Year
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Figure 2: Word Cloud for Summarizing the Observations

Research Gap

Word cloud in Figure 2 visually represents the
most frequently occurring and significant terms
from a set of research gap statements focused on
machine learning, work-life balance, and job
satisfaction among women professionals. We see
that the dominant words are "Work", "life", and
"balance" appear most prominently, indicating a
strong focus on the theme of work-life balance,
"Women" and "professionals" are also emphasized,
reinforcing that the research specifically targets
the female workforce.
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Since research emphasis focus words like "gap”,
"research", and "relationship”. This highlight that
these texts identifying unexplored or
underexplored areas, such as relationship between
work-life balance and job satisfaction.

Terms like "machine learning”, "prediction”, and
"analyze" suggest a growing interest in using Al
techniques to understand these workplace
dynamics.

Emerging themes are indicated by words like

are

"Challenges”, "retention", "context", and

"solutions" reflect concern for practical outcomes,
how work-life balance affects employee retention,
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and how tailored Al solutions might address these
issues.

"Seafarers" and "industries" indicate a broader
applicability beyond just IT, touching on women
across varied professional sectors. Overall, this
word cloud emphasizes a multi-disciplinary and
data-driven approach to addressing gender-
specific workplace issues using modern Al tools.
The boundaries between work and personal life
are becoming increasingly blurred in today's
demanding workforce. Women professionals
experience significant difficulties while balancing
their work and personal lives, especially in high-
stress fields like finance and healthcare. This study
provides insights into the tactics that companies
may use to promote their employees' well-being
and raise job satisfaction by looking at the aspects
of work-life balance and how they affect it. The
present study is exploratory; thus, research
questions were formulated as follows:

A) Identify the level of job satisfaction among
women bank, BPO, and IT employees.

B) Is there any relationship between work-life
balance and job satisfaction among women
employees?

C) What intervention strategies can be implemen-
ted to enhance work-life balance and productivity
among women employees?

D) Is there any difference in the levels of work-life
balance and job satisfaction among women bank,
BPO, and IT employees differ?

Methodology

The present research was exploratory, since it
used design,
quantitative. Therefore, we skipped the research

a cross-sectional and also
hypotheses in this study. This study analyzes the
correlation between work-life balance and job
satisfaction among women employees in Delhi
(NCR). Interviews were conducted to ask
strategies that could maintain balance and
improve the productivity of the employees. The
following dimensions were explored: 1. Flexible
work arrangements, 2. Paid time off (PTO), 3. Clear
communication and Encouraging breaks, 4.
Workload and Time Management Strategies, 5.
Family support, 6. Wellness programs

The objectives of the study revolve around the

research questions.
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A) Investigate the work-life balance and job
satisfaction levels of women bank, BPO, and IT
employees.

B) Explore the relationship between work-life
balance and job satisfaction among women
employees.

C) Identify the dimensions of work-life balance
that impact job satisfaction.

The sample consisted of 120 women professionals
working in Delhi (NCR) (40 bank employees, 40
BPO employees, 40 IT employees). The data was
collected using purposive sampling technique. The
40-banking staff consisted of Banking Associates,
Relationship managers, Interns, Bank tellers, and
Customer Support Representatives. Regarding
their educational qualifications, in the banking
sector, 38% had postgraduate degrees 46% had
undergraduate degrees, and 16 % completed
various levels of education, whereas in the BPO
sector, 5.2% had postgraduate 68.6% had
undergraduate degrees and 26.2 % completed
various levels of education. In terms of family
structure, 64.2% came from nuclear families,
34.8% from joint or extended families.
The following measures were considered for
analysis.
Job Satisfaction Scale: Shresthya and Ganguli,
developed a scale that includes 26 items which
measure 7 dimensions (12). The present study
employed a total test score to ascertain the
participants' overall job satisfaction. A rating
ranges from Strongly Disagree, Disagree,
Uncertain, Agree, to Strongly Agree is used in this
scale. This scale's test-retest reliability was r=0.90.
Spearman-Brown's Correlation revealed that the
odd-even reliability was r=0.80. The internal
consistency approach was used to verify the
validity of the scale. Specifically, item analysis
revealed low correlations between items and high
correlations between item scores and the test's
overall score.

Work-Life Balance Scale: Hayman validated

Work-Life Balance Scale was employed (13).

Fisher was the one who developed it initially (14).

There are fifteen items in all on Hayman's scale.

Work/personal life enhancement (WPLE), work

interference with personal life (WIPL), and

personal life interference with work (PLIW) are its
three sub-dimensions. The dimension known as

Work Interference with Personal Life (WIPL),

includes work-related elements that have the



Marwaha et al,,

potential to affect an individual's personal life. The
PLIW, or personal life interference with work
comprises statements that impact personal life on
work. The dimension known as Work Personal Life
Enhancement, or WPLE, reflects high levels of
perceived balance between work and personal life
following four statements. work-life balance is
indicated by a high mean score on the WPLE
dimension, which indicates little
between work and personal life. High levels of

interference

perceived balance between work and personal life
are reflected in the positively worded WPLE
subscale, which has a higher mean. The PLIW and
WIPL subscales, which had negative wording, were
recoded. The three dimensions stand for two
common theories- conflict approach and
enrichment approach. The theories explain how
work and family are related. According to the
conflict perspective, conflict arises when job and
family are combined (15). In contrast, the
enrichment approach discusses how life enriches
work and vice versa (16). The five-point Likert
scale in the Work-Life Balance Scale (17) goes from
1 (Strongly Disagree) to 5 (Strongly Agree).
Cronbach's alpha was used to evaluate the scale
dependability, yielding values of 0.90 for PLIW,
0.77 for WPLE, and 0.93 for WIPL. The
dependability obtained for Indian conditions was
0.87.

Procedure

This study explores the correlation between work-
life balance and job satisfaction among women
healthcare professionals and bank employees in
Delhi. A sample of 120 employees, 40 from each
sector, participated in the study. Demographic
measures included education, family setup, and
work experience. Job satisfaction was measured

Table 1: Post hoc (Tukey) Values of Three Groups

Dimensions of Work-life Balance
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using Ganguly's Job Satisfaction Scale. To assess
work-life balance, we used Hayman's Work-Life
Balance Scale, comprising three dimensions: WLIP,
PLIW, and WLH. Data was analyzed using Mean,
Standard Deviation, ANOVA (F test), correlation,
and Post Hoc analysis. To gather information on
strategies to maintain work-life balance and
improve productivity semi-structured interviews
were organized.

Results
Data was analyzed and interpreted using various
statistical techniques including Means and

Standard Deviation to describe the scores of work-
life balance and job satisfaction of women
employees. F test compared the average scores of
the three sectors on the three dimensions of work-
life balance- WLIP, PLIW, and WLH. Correlation
analysis examined the relationship between work-
life balance dimensions and job satisfaction.
Furthermore, post hoc analysis was performed to
identify the significant difference amongst three
groups of women employees.

Table 1 shows the results obtained for bank, BPO
and IT professionals on job satisfaction and three
dimensions of work-life balance. We see that t bank
professionals reported higher mean scores on job
satisfaction Mean =95.67, SD=8.50 compared to
BPO and IT professionals Mean =89.77, SD=6.83,
with a significant difference at 0.01level. Bank
professionals also reported higher Mean scores on
Work Interference with Personal Life (WIPL),
Mean =23.20, SD=4.38 with a significant difference
of 0.01level. However, there were no significant
differences between the two groups on Personal
Life Interference with Work (PLIW) and Work
Personal Life Enhancement (WPLE).

of Women Employees on Job Satisfaction and 3

Tukey HSD
Dependent (I) type (J) type Mean Difference  Std.Error  Sig. 95% Confidence Interval
Variable a-p
Lower Bound Upper Bound

jobsatsf 1 2 3.55000 1.69843 .096 -4819 7.5819

3 5.90000* 1.69843 .002 1.8681 9.9319
WIPL 1 2 2.35000* 94313 .037 a111 4.5889

3 3.65000* 94313 .001 1.4111 5.8889

*. The mean difference is significant at the 0.05 level
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Table 2: Relationship between Job Satisfaction and 3 Dimensions of Worklife Balance i.e., WIPL, PLIW, and

WPLE
Bank Professional (N=40) BPO Professionals IT Professional (N=40) ANOVA (F
(N=40) Value)
MEAN SD MEAN SD MEAN SD
Job Satisfaction 95.67 8.50 89.77 6.83 92.12 7.34 6.11%*
Work Interference 23.20 4.38 19.55 4.08 20.85 4.17 7.69**
with Personal Life
(WIPL)
Personal Life 15.35 3.43 15.35 291 14.0 248 2.76
Interference with
Work (PLIW)
Work Personal Life 14.65 2.73 14.90 2.35 14.15 241 397
Enhancement
(WPLE)

(Note: * - p <0.05; ** - p < 0.01)

The results of Table 2 and 3 demonstrate a positive
relation between job satisfaction and WIPL; job
satisfaction Personal Life Interference with Work
(PLIW); job satisfaction and Work Personal Life

Enhancement (WPLE) significant at .01 level,
indicating that as the three dimensions of work life
balance increase, job satisfaction also increases.

Table 3: Relationship between Job Satisfaction and 3 dimensions of Worklife Balance i.e., WIPL, PLIW, and

WPLE
Variables Job Sat WIPL PLIW WPLE
Job Sat 1 775** 757** .827**
WIPL 1 .629%* .612%*
PLIW 1 744**
WPLE 1

(Note: * - p <0.05; **-p < 0.01)

The heatmap (Figure 3) shows the correlation
between different numerical variables. Figure 1
underlines the following relationship in data.

A) Job  Satisfaction (jobsatsf) vs. Work
Interference with Personal Life (WIPL): A
negative that as work
interference increases, job satisfaction tends to
decrease.

value indicates

B) Job Satisfaction (jobsatsf) vs. Personal Life
Interference with Work (PLIW): Likely
negative, indicating that when personal life
disrupts work, job satisfaction may decline.

924

C) Job Satisfaction (jobsatsf) vs. Work-Personal
Life (WPLE): A positive
correlation suggests that when work enhances

Enhancement

personal life, job satisfaction improves.

D) WIPL vs. PLIW: Likely positively correlated,
meaning that if work interferes with personal
life, personal life is also more likely to interfere
with work.

E) WPLE vs. WIPL and PLIW: Likely negative,
showing that interference (whether work or
personal) impacts on the work-life balance.
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Figure 4: Pairplot of Features

Figure 4 shows a pairplot (or scatterplot matrix) of
three features: WIPL, PLIW, and WPLE, with an
categorical variable, jobsatf (job
satisfaction), represented by different colors.
These plots show the relationships between pairs
of variables, with points colored by jobsatf:

The graph WIPL vs. PLIW shows that the two
values are not related to each other.

The graph WIPL vs. WPLE shows that there is a
slight negative correlation—higher WIPL values
tend to correspond to lower WPLE values. We can
see that higher jobsatf (e.g., yellow, 114) clusters at
higher WPLE and lower WIPL values.

The graph, PLIW vs. WPLE shows a weak positive
correlation. Higher PLIW values is associated with
higher WPLE values. We can see that higher jobsatf

additional

925

(e.g., yellow, 114) clusters are present at higher
WPLE and lower PLIW.

The boundaries between work and personal life
are becoming increasingly blurred in today's
demanding workforce. Women professionals

experience significant difficulties striking a
balance between their work and personal
obligations, especially in high-stress fields like
finance and healthcare.

All these graphs (Figure 5), together indicate that
higher job satisfaction is associated with:

A) Lower WIPL (less work in progress load-

Figure 5A).
B) Higher WPLE (better work performance or

productivity levels- Figure 5C).
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Figure 5B displays boxplot of skewness values,
showing symmetric distribution around zero. The
lack of strong linear relationships between the
variables indicates that these metrics might
interact in complex ways or be affected by factors
that have not been considered in this study. The
lack of strong linear relationships between the
variables indicates that these metrics might
interact in complex ways or be affected by factors
that have not been considered in this study.

Vol 7 | Issue 1

The boxplot (Figure 5) confirms the same
relationship and in addition, in addition, highlights
two main points. There are outliers but with the
current data, it is difficult to explain the reasons
behind those extreme values. Moreover, the
decreasing variability with higher job satisfaction
could imply that satisfied employees experience
more stable and predictable work conditions.
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Figure 5: Boxplot of Features- A) Job satisfaction vs WIPL, B) Job satisfaction vs PLIW, C) Job satisfaction
vs WPLE
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Figure 6: Histograms - A) Job satisfaction, B) WIPL, C) PLIW, D) WPLE

Histogram shown in Figure 6A shows that job
satisfaction is concentrated around the 90-100
range. This suggests a relatively satisfied
workforce, with some variation. This is also
evident from the kernel density curve, which is a
roughly bell-shaped distribution, peaking around
90-100, suggesting that most employees have
moderate to high job satisfaction.
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Histogram of WIPL (Figure 6B) shows that most
employees have a moderate workload, fewer
experiencing very high workloads. This suggests
that workloads are generally manageable for the
majority. The kernel density curve shows a sharp
peak at 20.0, tapering off toward higher values,
confirming the right-skewed nature.
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Histogram of PLIW (Figure 6C) shows that most
employees have a PLIW around 18, which indicates
a moderate level of productivity or performance.
Fewer employees have very high PLIW values,
that productivity  or
performance levels are less common. The kernel

suggesting extreme
density curve shows a peak at 18, tapering off
toward higher values, confirming the right-skewed
distribution.

Histogram of WPLE (Figure 6D) shows that most
employees moderate high work
performance or productivity levels indicating a

have to
consistent performance level across the workforce.
The kernel density curve shows a broad peak
around 16-18, with a slight dip in between,
suggesting a relatively normal distribution with
some variation. Thus, majority of employees have
workloads, productivity, and
performance, with some variation at the extremes.
To predict job satisfaction (jobsatsf) based on the
other factors (WIPL, PLIW, WPLE), we'll follow
these steps:
A) Preprocess the data (handle missing values,
select features, split data).
B) Use Grid Search CV to find the best
hyperparameters for multiple models.

moderate
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C) Train the best model and evaluate its
performance.
D) Report the best model and its accuracy.
Figure 7 shows the accuracy of the model. We used
the grid search function to test different machine
learning model by tuning different parameters, we
found that Random Forest gave the maximum
accuracy of 71.23%. This accuracy is quite less. The
reason behind this is smaller number of records.
More the data, higher is the accuracy. So, the same
model can be wused in future for better
performance.
Work-life balance is important to establish an
equilibrium between professional and personal
spheres. A well-balanced work-life routine not
only reduce stress and anxiety but also improves
mental and physical well-being of an employee
which enhances satisfaction at work.
To analyze the work-life balance self-designed
semi structured questions were to
employees working in BPO, Banking and IT sector.
These questions are quite helpful in understanding
strategies that could maintain balance and

improve the productivity of the employees.

given

0.70 4

0.65
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R™2 Score
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T
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Figure 7: Model Accuracy
Best Hyperparameters: {'learning rate: 0.01, 'max_depth': 3, 'n_estimators': 100, 'subsample': 0.8}
Training Accuracy (R"2): 71.23%; Test RMSE: 4.10; Test R*2: 0.49

Table 4: Employees' Responses on Provisions Provided to Employees on 6 Dimensions Flexible Work
Arrangements, Paid Time Off (PTO), Clear Communication and Encouraging Breaks, Workload and Time
Management Strategies, Family Support, Wellness Programs

Response of Bank employee 40 Response of BPO employee= 40 Response of IT
employee= 40

24 16 28

24 14 18

32 16 18

24 18 24

28 16 20

24 12 18
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Figure 8: Analyzing Effects of Flexible Work Culture

A) Banking and IT sectors have stronger work-life
balance policies, with better provision and
employee satisfaction.

BPO employees experience more
dissatisfaction and lack of programs,
highlighting a need for improvement in that
sector.

Flexible work arrangements and wellness
programs appear more accessible in Banking
and IT sectors than in BPO.

Since Focus on Work-Life Balance, minimizes
absenteeism and enhances employee engagement,
companies should provide flexible working
(Remote Work, Flexible Hours, Compressed
Workweeks) and permitting employees to adjust
their schedules to fit personal responsibilities

B)

0

(Table 4). Moreover, wellness Programs (Fitness
Initiatives, Mental Health Support,
Management, meditation sessions, gym member-
ships, or health screenings) and realistic deadlines
should be used to enhance quality and productivity

Stress

of employees as evident from Figure 8.

Discussion

The study investigates the relationship between
work-life balance and job satisfaction among
women bank, BPO and IT employees in Delhi
(NCR). The sample consisted of 120 employees,
with 40 of each sector. Work-life balance and job
satisfaction are crucial aspects of one’s well-being,
particularly among women professionals in
demanding sectors like healthcare and banking.
The first objective was to compare the work-life
balance and job satisfaction levels between women
bank, BPO, and IT employees. Table 1 indicates the
mean, standard deviation, and F - values of bank,
BPO, and IT professionals on job satisfaction with
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respect to the dimensions of work-life balance. The
results show that bank professionals reported
higher mean scores on job satisfaction compared
to healthcare professionals, with a significant
difference at 0.01 level. Bank professionals stated
higher Mean scores on Work Interference with
Personal Life (WIPL), compared to BPO and IT
women employees showing a significant difference
of 0.01 level. No significant difference was
observed between Personal Life Interference with
Work (PLIW) and Work Personal Life
Enhancement (WPLE). Bank professionals scored
higher on WIPL, indicating that they could manage
their work as well as family in a better way. BPO
women employees scored lower on WIPL. This
means that they struggled to strike a balance
between their personal and professional lives. This
indicates that bank professionals may have more
effective strategies for managing work-life balance,
or may have a work environment that supports
balance, whereas healthcare professionals may
struggle to balance due to the demands of their job.
A study reported that extended work hours, night
shifts, and demands for physical presence at the
workplace contribute to work-life conflict, which
makes managing work-life balance extremely
difficult for doctors, nurses, chemists, and other
(18). They
discovered that maintaining an ideal work-life
balance can enhance healthcare professionals'
effectiveness. Whereas on two dimensions of

paramedical professionals also

work-life balance i.e. Personal Life Interference
with Work (PLIW) and Work Personal Life
Enhancement (WPLE), No significant differences
were observed indicating that both groups share
similar levels of PLIW due to factors like family
responsibilities, personal commitments, and social
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obligations that can interfere with work and on
WPLE both may have similar opportunities for
personal growth, skill development, and work-life
integration. The results of Table 1 indicate higher
job satisfaction among women bank professions it
could be that organizations when implementing
the initiative to integrate work and life, as well as
cultivating a positive work attitude, are significant
factors in fostering employee job satisfaction.

The second objective of the study was to explore
the relationship between work-life balance and job
satisfaction among women healthcare
professionals and bank employees. Table 2, 3 and
4 indicates the correlation analysis between job
satisfaction and the three dimensions of work-life
balance: Work Interference with Personal Life
(WIPL), Personal Life Interference with Work
(PLIW), and Work Personal Life Enhancement
(WPLE), since negative items were recoded to
show a higher mean. The results suggest that job
satisfaction is strongly related to all three
dimensions of work-life balance, highlighting the
importance of achieving a balance between work
and personal life to enhance job satisfaction.
Ganguli and Padhy reported a positive correlation
between work-life balance and its influence on job
satisfaction. They also stated that workplace
motivation impacts retention in Indian
organizations (19). The prevalent
indicates a direct association between WLB and JS,
with socio-demographic factors such as age,
status, employment tenure
contributing to this relationship (20). Job
satisfaction and the WIPL, PLIW, and WPLE
subscales were found to be significantly correlated
by Anglade, Kuchinka, Mendelson, and Rader in
(21). Maintaining a favorable work-life balance

research

marital and

significantly increases job satisfaction, which
improves and
provides IT organizations with a competitive
advantage (22). The findings of a study conducted
by Sahrawat and Rawat among young adult

corporate employees in India are consistent with

organizational  performance

previous research, demonstrating a favorable
association between WLB and JS (23). The Social
Exchange Theory (24) explains
performance, work-life balance, job satisfaction
and task performance are related to each other. An

how task

employee-employer relationship is more loyal and
trustworthy when both parties follow the rules of
the exchange. This is true as social exchange causes

929

Vol 7 | Issue 1

behaviors to be dependent on others' positive
attitude. A good response results in beneficial
interactions and partnerships. In organizations
having gratifying, pleasing and
satisfying work environment, where employers
consider their employees worries about work-
family balance, the employee will feel obligated to
be more productive. This indicates that employee
behavior or attitude towards their work can be
used to indicate job satisfaction.

Limitations and Future Research

Directions

The study offers insights job
satisfaction and work-life balance among women
professionals working in health care and banking.
It focusses on women employees in Delhi and NCR,
while valuable, limits the generalizability of
findings to other populations. Future research
using a mixed method approach would throw light
and should aim to include more diverse samples of
women employees across various demographics
locations, and sectors.

rewarding,

useful into

Conclusion

Job satisfaction and work-life balance are not
problems that need to be solved. These are
persistent issues that need to be addressed. To do
both, constant work and reevaluation are required.
Your life may be consumed by work, setting
priorities for crucial activities and following values
are necessary to have a work-life balance. Gaining
management skills can improve work-life balance
and job satisfaction. Not only are there many
unavoidable causes of professional stress, but they
might also be detrimental.

The study emphasizes the importance of work-life
balance injob satisfaction among women
professionals. The findings show that sector-
specific activities are required to improve
employee well-being and promote work-life
balance. The results indicated that female bank
employees reported greater levels of work-life
balance and job satisfaction in the banking
stable
environment. Female bank employees reported
greater levels of work-life balance and job
satisfaction than IT and BPO personnel.
There was a remarkably strong relation between
work-life balance and job satisfaction among

Work-life

industry's and predictable work

female  professionals. balance
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characteristics like WIPL and PLIW are the major
factors that determine satisfaction in job.

Stress can occasionally lead to beneficial results.
People who can handle stress are more likely to be
motivated and refreshed, which boosts output. The
industry may assist women in the workforce by
putting organizational stress-reduction techniques
into practice. As satisfaction factors vary, so do job
satisfaction levels. When creating rules to address
these concerns, employers should take employee
satisfaction and work-life balance into account.
Organizations should
effective  human

continue to research
techniques
mitigating the impact of work-life imbalances.
Organizations should incorporate technology and
WLB support systems to help boost employee
engagement and performance
decreasing work stress (25). The findings indicate
that sector-specific interventions are required to
motivate employees achieve work-life balance to
be more productive. Organizations can create
policies and programs that address the distinct
needs of employees in various sectors. The study's
findings have important repercussions for
supporting women employees' work-life balance
and job satisfaction. Future research should
continue to prioritize the experiences of women
employees,
Intersectionality, Sector-specific challenges, and
Interventions targeted to support women
employees' work-life balance. Employers can
develop strategies the
challenges women face striking balance
between work and personal spheres. Policies like
flexible work arrangements, childcare support,
and mentorship programs can help women
employees thrive.

resource for

while also

exploring  factors such as:

to address unique

in
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BPO: Outsourcing, IT:
Information Technology, PLIW: Personal Life
Interference with Work, PTO: Paid Time Off, WIPL:
Work Interference with Personal Life, WLH: Work-
Life Harmony, WLIP: Work-Life Interference with
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